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Abstract 

Purpose of the study: This paper aimed to discuss the theories of emotional intelligence and its role in career 

advancement in the institutions of working in the field of higher education. 

Methodology: A critical review of the literature is conducted to determine the most common theories of emotional 

intelligence, the concept of career advancement, and how emotional intelligence contribute to an individual's career 

advancement. This article also tries to organize various components involved in the career advancement of the teachers 

working in the universities. The data were collected from various national and international journal articles, books, and 

other relevant material.  

Main Findings: Analysis of literature revealed that there was a positive and significant impact of emotional intelligence 

on the career advancement of university teachers. It also explored the positive and negative elements that affect an 

employee's career advancement. 

Application of this study: The outcomes of the study would be helpful for university teachers to understand their level 

of emotional intelligence, which contribute to increasing their performance in term of career advancement.  

Novelty/Originality of this study: In the context of Pakistan, there were no such studies available in the literature that 

investigated on importance of emotional intelligence on the career advancement of university teachers.  

Keywords: Emotional Intelligence, University Teachers, Career Advancement, Career Success, Higher Education.   

INTRODUCTION 

Concept of emotional intelligence 

The terms "emotional" and "intelligent" have various connotations. Such an emotion is a psychological state associated 

with a person's feelings, ideas, behavioral attitude, and amount of happiness or melancholy. In contrast, intelligence is 

related to an individual's quality of self-awareness, social awareness, comprehension, reasoning, planning, creativity, 

critical thinking, and problem-solving (Goleman, 2001). Therefore, emotional intelligence is tied to an individual's 

cognitive ability in noticing, using, comprehending, managing, and dealing with one's own emotions (Goh et al., 2003). 

For researchers, the idea of emotional intelligence and its interpretations have remained most popular in the standard and 

theoretical literature. Various researchers contributed to it and described emotional intelligence to their best abilities. 

According to renowned researcher and recognized as the father of emotional intelligence Goleman (2001), emotional 

intelligence (E.I.) is related to a person's abilities for understanding and regulating his or her emotions in and others on a 

broad level. Literature exposed that three primary theorists worked on emotional intelligence: Bar-On, Mayer and 

Salovey, and Daniel Goleman. Three key theorists dominate research in the subject of emotional intelligence: Bar-On, 

Mayer and Salovey, and Daniel Goleman. Bar-On coined the phrase "emotion quotient," which defines emotional 

intelligence as the ability to comprehend oneself and others, relate to others, and adapt to and cope with one's immediate 

circumstances to be more successful in dealing with environmental demands (Bar-On, 1997). Mayer and Salovey (1997) 

opposed the definitions of previous researchers and demarcated emotional intelligence and stated that emotional 

intelligence deals with the abilities of a person regarding how to perceive, evaluate, and express emotion correctly; the 

abilities of a person regarding assessing and producing feelings when they facilitate thought; the abilities of a person 

regarding understanding emotion and emotional knowledge; and the abilities of a person regarding how to regulate 

emotions to promote emotional and intellectual development. According to Duque, Garcia, and Hurtado (2019), it is a 

mental ability, implying that emotionally intelligent people interpret emotions more accurately. This enables people to 

properly utilize emotions to enhance thinking, understand them and their significance, and control their own and others' 

emotions more effectively. In a word, emotional intelligence (E.I.) is the meta-ability to notice and understand emotions 

and manage them effectively and adaptively. 

Elements of emotional intelligence 

Daniel Goleman, an American psychologist who interpreted emotional intelligence, proposed five aspects that describe 

emotional intelligence. According to Goleman (1995), emotional intelligence has five key components: self-awareness,  
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self-regulation, motivation, empathy, and social skills. 

Career development and career advancement 

In literature, career advancement is defined as employees' rights to receive promotions, their ability to rise in 

administrative roles and earn a higher salary (Miner, Chen & Yu, 1991). 

Role of emotional intelligence in career success, career development 

Emotional intelligence plays a vital role in career advancements. Many pieces of evidence in the literature, such as Gabel 

et al. (2017), investigated the function of emotional intelligence in professional adjustment and success, finding that 

emotional intelligence played a favorable role in career adjustment and success. Sultana, Yousaf, Khan, and Saeed 

(2016) researched to discover the impact of emotional intelligence on perceived career success. Their research revealed a 

significant relationship between emotional intelligence and perceived career success.  

Justification of the study 

This present research study aimed to investigate the notion of emotional intelligence, emotional intelligence models, the 

concept of career progression, and the role of emotional intelligence in professional success and career development. 

This study highlights the various popular theories and models available and accessible in the literature on emotional 

intelligence. 

Statement of the problem 

In the context of Pakistani university teachers, it has been noticed that there had a lack of awareness regarding the right 

notion of emotional intelligence, the most renowned models representing emotional intelligence, the concept of career 

progression, and the role of emotional intelligence in career success and career development. As a result, this study 

emphasizes these components involved in career progression by disclosing from the body of literature through the 

objectives listed below. 

Objectives of the study 

 To study the concept of emotional intelligence 

 To review the models of emotional intelligence 

 To review the concept of professional development and career success 

 Explore the role of emotional intelligence in career success and professional advancement of university teachers. 

Research Questions 

 What is emotional intelligence? 

 What are models of emotional intelligence? 

 What are professional development and career success 

 What is the role of emotional intelligence in career advancement and career success 

Conceptual framework of the study  

The investigator's thought or idea that displays an appropriate direction in which the investigation will be conducted is 

known as the conceptual framework. As a result, the conceptual framework of this study was based on Goleman's idea of 

emotional intelligence, which comprises five components. These components are recognized as self-awareness, emotion 

management, self-motivation, empathy, and social skills (Goleman, 2001). Similarly, according to Herzberg et al., 

(1959) 's two-factor theory, some factors that lead to employee job satisfaction are known as motivators, such as 

(achievement, recognition, career advancement, level of responsibility, and so on), while some factors that lead to 

employee job dissatisfaction are known as dis-satisfier factors, such as organizational policies, salary, supervision, job 

security, working conditions, and so on. 

Figure 1 shows the conceptual framework of Emotional Intelligence utilized in this paper, comprising the effect of "self-

awareness, managing emotions, motivating oneself, empathy, and social skills on career advancement. 

RESEARCH METHODOLOGY  

In this paper, the researcher evaluated past researches regarding the role of emotional intelligence in career advancement, 

career growth, and career accomplishment of the employees working in various sectors. The procedure of library search 

was adopted. Libraries in reach of researchers, including access to internet data available on unpaid sites, were accessed. 

After reading and evaluations fifty-six of the pieces of literature (articles and books) on the topic, descriptions regarding 

subsections were elaborated citing sources.  
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Figure 1: The conceptual framework for Emotional Intelligence and career advancement (adapted from Goleman, 1995) 

Theoretical  Review/ Analysis 

Emotional intelligence is defined in the literature as individual abilities for recognizing, utilizing, and controlling their 

own emotions in productive ways for lowering stress, communicating effectively, empathizing with others, overcoming 

challenges, and diffusing disputes. Emotional intelligence guides a person to show his reaction in different situations in 

the outer form to show his inner feelings. 

Many researchers worked on human behavioral issues and pointed out concepts for scholars of psychology and readers 

of psychological wellbeing of human developed materials. Literature indicates that the first investigators to investigate 

and define emotional intelligence were Salovey and Mayer (1990). They demarcated emotional intelligence as "the 

ability to monitor one's own and others' moods and emotions, to distinguish between them, and to utilize this information 

to guide one's thinking and actions." Education guides a person to behave in different situations, keeping the scenarios 

and environment according to people. Formal and informal education guides individuals to alter their behavior in 

different situations to behave like civilized persons and show authority to deal with a situation tactfully. According to 

different academics, everyone has the power to alter their emotions to improve their thinking, judgment, and behavior. 

Thorndike (1920) enlarged and integrated three crucial components into his definition of emotional intelligence, 

including abstract intelligence, mechanical intelligence, and social intelligence. This indicated that every human 

behavior depicts his power to tackle a situation using his power to understand a phenomenon. The intelligence level 

(I.Q.) of a person undoubtedly affects the control of emotions. On the other hand, a person having a better understanding 

and command of social values, social structure, and social environment more boost up emotional intelligence of the 

persons enabling him to act according to norms of eras. 

In the 1980s, other academics, including Gardner, contributed to the notion of emotional intelligence by coining the 

terms intra-emotional intelligence and inter-emotional intelligence. Steiner was the one who came up with the idea of 

E.I. (1984). The investigators Salovey and Mayer (1990) developed the concept of "emotional intelligence" due to these 

experts' contributions. In the years that followed, emotional intelligence was extensively investigated in the literature of 

organizational behavior, human resources, and management, among other areas. Furthermore, Salovey and Mayer 

(1990) made a significant contribution by proposing an emotional intelligence model as a subset of social intelligence 

that focuses on people's skills to control their own and others' emotions and moods. It aids them in distinguishing and 

controlling their reasoning and actions.  

Emotional intelligence is defined by Mayer, Caruso, and Salovey (1999) as a person's skill towards recognizing, 

accessing, and producing emotions to make better judgments. Emotional intelligence also aids in the understanding and 

management of feelings, emotions, and emotional knowledge. According to Colman (2008), it is defined as an 

individual's ability to perceive, use, comprehend, manage, and handle emotions. Individuals with high emotional 

intelligence can recognize their own and others' emotions, use dynamic information to guide their thoughts and actions, 

differentiate between different feelings, identify them appropriately, and change their emotions to fit their environment. 

Models of Emotional Intelligence 

The majority of researchers believe that the type of measuring utilized determines the success of the hypothesis of 

emotional intelligence. There are three basic models of emotional intelligence that have recently been developed, 

including: 
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1. The ability model was presented by Mayer and Salovey (1990). 

2. The mixed models are presented by Bar-On (2006) and Boyatzis and Sala (2004). 

3. The trait model of emotional intelligence was presented by Petrides and Furnham (2003). 

Mayer and Salovey (1990) employ a different set of cognitive talents that are inter-correlated in their ability model. 

Emotional intelligence is considered as a standard intelligence that exploits a separate group of cognitive skills that are 

(1) interrelated, (2) related to other intelligence, and (3) develop with age and experience, according to Mayer and 

Salovey (1990), ability models. On the other hand, mixture and trait models define and quantify emotional intelligence 

as a set of perceived skills, abilities, and personality qualities (Mayer, Caruso, & Salovey, 1999; Mayer, Salovey, 

Caruso, & Sitarenios, 2003). An explanation of emotional intelligence models is given below. 

The first component of Salovey and Mayer's (1990) ability model is perceptions of emotions, which deals with an 

individual's ability to identify their own and others' emotions by studying facial expressions, tone of voice, and body 

language (Brackett et al., 2013). The second component of the ability model is the proper use of emotions to facilitate 

thinking. This component discusses how to properly use emotions to boost intellectual activities and adapt to various 

situations. The third component is related to the understanding of one's emotions. The ability to discriminate various 

emotional states, as well as the causes and results of each, is the focus of the third component. Differentiating between 

negative emotions is an important skill in emotional knowledge, and it can help you control your emotions more 

effectively (Feldman Barret, Gross, Christensen, & Benvenuto, 2001). The abilities to remain open to a wide range of 

emotions, recognize the relevance of feeling particular emotions in specific settings, and grasp which short- and long-

term methods for emotion regulation are most effective is the final fourth component of the ability model (Gross, 1998). 

Shortly, the Ability model of emotional intelligence has four components including; perceptions of emotions, proper 

uses of emotions, understanding of one's emotions, and recognition of the relevance of feeling to particular emotions in a 

specific setting. The utmost motto of this model is to enable the person to be able to control the emotions in recognition 

of emotion regulations. 

Mixed models of emotional intelligence proposed a broad description of emotional intelligence that includes mental 

ability as well as personality attributes such as optimism, motivation, and stress tolerance (Cherniss, 2010; Ullah & 

Hamdard, 2019). The Boyatzis-Goleman and Bar-On models of emotional-social intelligence are the most prominent 

and extensively used mixed models (Boyatzis & Sala, 2004). Self-awareness, self-management, social awareness, and 

relationship management are four components of the Boyatzis-Goleman model.  

On the other hand, the Bar-On model consists of five elements: intrapersonal skills, interpersonal skills, adaptation, 

stress management, and moods. Petrides and Furnham (2003), the authors of the trait model, describe that it is concerned 

with a constellation of self-perceived, emotion-related personality qualities. 

Emotional Intelligence and Teachers 

After the rapid advancement in technologies and the educational sector, teaching has become more complex than 

traditional teaching. The parents and society of the technological era demand good behaviors of their children, better 

academic performance, and innovative skills in their children. But the teachers are failed to cope with the demands of the 

parents, society, and students. Due to this failure, heavy pressure from parents and social identities is increasing day by 

day, resulting in teachers' emotional disturbances. This emotional disturbance can be decreased only if teachers struggle 

to develop their professional and emotional intelligence for tackling said problems. Emotional intelligence empowers the 

teachers to control and regulate their emotions and fulfill society's demands (Ignat & Clipa, 2012). 

Every education system of the globe is useless without teachers. Teachers play a significant role in the whole process of 

education and deliver innovative knowledge to the students to succeed in all fields of life. It is the basic responsibility of 

the teachers to provide the required knowledge to the students, create their innovative skills, and behaviors for living in a 

society. These skills can be achieved through proper communication between teachers and students. Communication 

among teachers and students can lead to the quality of education (Karsli, 2008). No doubt, teachers' emotional 

intelligence plays a role in the working of teachers and affects their teaching quality and career performance. 

The concept of Career Advancement  

In the literature, workers' understanding of career advancement is described as achievement, personal recognition, 

balance, promotions, rewards, personal successes, position, material success, contribution, and impact. Dries (2011) says 

that career advancement is about how you utilize your profession to make a difference in the institution and how you use 

your position in the workplace to help and support the country's social and economic development through original 

ideas, discoveries, etc. and innovation. 

Career is a notion that deals with how people develop their professional identities through professional mobility and the 

structure of organizations that are relevant to careers (Lahti, 2013). However, career advancement is defined as 

employees' rights to receive promotions, their ability to rise in administrative roles, and earn a higher salary (Miner, 

Chen & Yu, 1991; Khan, Ullah  2021). Advancement in one's career motivates people to work hard to become more 



 Humanities & Social Sciences Reviews 
 eISSN: 2395-6518, Vol 9, No 2, 2021, pp 616-624 

https://doi.org/10.18510/hssr.2021.9257 

620|https://giapjournals.com/hssr/index                                                                                                        © Fida et al. 

successful and productive at work. It also motivates people to perform better and offer higher-quality work, and 

increases workers' abilities and comprehension on the job. Furthermore, the more opportunities employees have to 

advance through awareness regarding qualities in one's work performance, the more likely they are to work hard and 

offer their best. Suppose the possibility to advance the worker is granted. In that case, it also benefits the company with 

which they work by retaining brilliant employees and changing retired employees to ensure that the upper jobs are 

constantly available. 

According to Adenji et al. (2019), the extent of career advancement is a major barrier to achieving high efficiency and 

organizational success. However, most firms cannot provide their employees with opportunities for upward career 

advancement. Maimunah and Atikah (2016) say that workers are encouraged to obtain the skills and knowledge required 

for advancement in terms of career growth. Furthermore, career growth enables people to improve their skills, 

knowledge, behaviors, and capabilities while also providing motivating opportunities at work (Adenji et al., 2019; 

Armstrong, 2011; Tareef, 2012). Herzberg et al. (1959) identified five determinants of professional success: 

achievement, responsibility, work itself, acknowledgment, and progress, all of which are good predictors of job 

satisfaction. Supervisory, corporate rules, administration policies, salary, job circumstances, and interpersonal ties are 

other determinants. 

Career advancement & career management process 

Gerco and Kraimer (2019) emphasized the career management process. According to them, career goals are a crucial 

aspect of career development since they outline the intended professional outcomes such as wage raises, promotions, and 

skill acquisition that individuals wish to achieve (Greenhaus, 1987; Seibert et al., 2013). Individuals give their efforts, 

such as concentration, time, and drive, to achieve the above career results (King, 2004). In this approach, career goal 

formulation facilitates progress toward achieving desired outcomes. Deci and Ryan (1985) distinguished two types of 

career objectives. The first is extrinsic, which focuses on outward-oriented goals such as prestige, influence, and 

achievement as indicators of self-worth. The second type is intrinsic, which focuses on inward-oriented goals such as 

personal motivators such as skill and knowledge acquisition and growth, interest in job performance, and making a 

difference in society (William et al., 2000 & Seibert et al., 2013).  

Charter and Silva (2011) identified four distinct career advancement strategies among employees, such as Climbers: 

Employees who pursue progression in their institutions through requesting various assignments, working long hours, 

networking and searching for greater visibility, Hedgers: Employees who take advantage of all available career tactics to 

move forward in and out of their institutions, Scanners: Employees who thoroughly screen the job market and are ready 

to change job, if not institutions, as occasions appear, and Coasters: Employees who don't struggle much for career 

advancement. 

Ohunakin et al., (2018) pronounced the employees' commitment to the organizations as that when workers can identify 

their own professional goals can move into real possible future opportunities. In this way, employees can flourish inside 

the organizations and when employees' skills, motives, attributes, and competencies are aligned with their career choice 

then their satisfaction towards their career became high. But on the other hand, investigations discovered that more than 

two out of three workers are disappointed with upcoming professional chances offered by their organizations 

(Bombuwela and Alwis, 2013; Adeniji et al., 2014; Salau et al., 2014). 

Researchers of career explained that career advancement enables workers to assess their skills so that they became able 

to move to other professions that are more consistent with their personal goals. Moreover, workers can discover where 

they are fit and which duty is suitable for them in the organization (Weinert, 2001). The study of Murniati (2012) 

regarding employees' career advancement in senior academic administrators in Indonesia found that despite increasing 

academic achievement, females remain underrepresented in top leadership positions. Most of the available pieces of 

literature about career advancement recommend that workers' profession advancement is influenced by external factors 

such as societal and organizational and internal factors such as personal or individual. 

Teachers can advance in their career to get high job roles such as administrator, principal, vice-principal, coordinators, 

headteachers, and moving from primary school to elementary, secondary, higher secondary, college, and university. 

Furthermore, a teacher needs advanced education, certification, training to achieve these career advancements. 

Moreover, the academic career system retains outstanding staff members and motivate them to increase their 

performance in teaching, supervision, research, profession, and other responsibilities through openings for career 

advancement and greater salary (Frolich et al., 2018). 

Emotional intelligence and career advancement 

Career advancement depends on the teacher's ability to connect with the student emotionally and a deep understanding of 

self-awareness, self-regulation, social awareness, and relationship management. Teaching involves intensive emotional 

labor and laborious hard work, leading to a very demanding and dedicated profession. The trouble for the teacher 

intensifies to overcome the misbehaving pupils, and thus, professional abilities and burdens come into place. Resultantly, 

teachers tend to feel frustration and a state of dissatisfaction with his/her profession and organization. The tackling of an 

odd situation depends upon the emotional intelligence of the teacher. Emotionally intelligent teachers can handle any 
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situation occurred during the teaching and learning process. Teachers are expected that using emotion in the new 

scenario will come up and overcome odd feelings. The utmost requirement of university teachers is to assess emotional 

intelligence due to sudden changes in academic scenarios (Serbanescu, 2011). In his popular science book, Goleman 

(1994) stated that emotional intelligence is associated with greater job success than the intelligence quotient. Similarly, 

numerous studies have found that workers with a high level of emotional intelligence perform better than those with a 

low level of emotional intelligence. These measurements were taken in a prior study using a self-reporting system that 

included several indications of job performance such as earnings, promotions, and salary increments (Law et al., 2004). 

As a result of the aforementioned studies, it has been established that emotional intelligence plays a major and crucial 

influence in employee career advancement and success. 

Literature Related to the Emotional Intelligence and Career  

Chagelishvili's (2021) inquiry on the role of emotional intelligence in career success and human resource development 

indicated that emotional intelligence aids employees in a variety of ways to achieve career success, also known as career 

growth. Similarly, Vibhor et al. (2020) researched the function of emotional intelligence in career performance. Their 

research discovered a link between emotional intelligence and professional success and growth. In addition, Suleman et 

al. (2020) looked into the connection between emotional intelligence and job satisfaction among school principals. Their 

research discovered a moderately positive association between emotional intelligence and school principals' work 

satisfaction.  

Urquijo, Extremera, and Azanza's (2019) study of the role of emotional intelligence in job performance found that 

emotional intelligence is a useful tool for achieving career success. Khanzada et al., (2018) researched the association 

between emotional intelligence and teacher job performance and found that there was a noteworthy positive relationship 

between emotional intelligence and teacher work performance as well as career development. Similarly, Gabel et al., 

(2017) investigated the function of emotional intelligence in professional adjustment and success, finding that emotional 

intelligence played a favorable role in career adjustment and success. Sultana, Yousaf, Khan, and Saeed (2016) present 

research on the impact of emotional intelligence on perceived career success. According to their findings, there is a 

significant link between career dedication and career success. Furthermore, Nima et al., (2015) found a favorable and 

significant influence of emotional intelligence on job performance in their research. Nikic, Travica, and Mitrovic (2014) 

discovered a strong and favorable relationship between emotional competency and job advancement and success in their 

study. Yuan, Tan, Huang, and Zou (2013) established a link between emotional intelligence and job satisfaction. Tareef's 

(2012) investigation into the association between emotional intelligence and career growth and advancement of faculty 

members in higher education discovered a positive correlation between emotional intelligence and career advancements. 

Given the above researches, it has been exposed that previous latest studies available in literature discovered positive 

and significant effects of emotional intelligence on career advancement, career growth, and career success. Moreover, 

several studies highlighted that employees with high levels of emotional intelligence had enhanced career advancement, 

job performance, and efficient management skills (Gabel et al., 2017). Therefore, literature has concluded that there was 

a positive role of emotional intelligence in the career advancement of university teachers. 

CONCLUSION 

In the light of the aforesaid critical analysis of the literature, it has been revealed that emotional intelligence contributes 

towards teachers' retention, progress, success, growth, and career advancement in every organization. The organization 

with fewer opportunities for upward career advancement fails to achieve the status of a good logo. Literature proved that 

emotional intelligence has three mental-process elements: appraising and articulating emotions in oneself and others, 

adapting emotions in oneself and others, and adaptive usage of emotions. These elements form teachers' ability to 

connect with others emotionally and one's deep understanding of self-awareness, self-regulation, social awareness, and 

relationship management and are also considered for career advancements, growth, as well as success. 

LIMITATION OF THE STUDY 

The scope of this research is limited to a review of the literature on the impact of emotional intelligence on professional 

advancement and success. The researcher relied solely on secondary data to investigate the association between the two 

variables. As a result, future researchers should devise a strategy for determining the association between the two 

variables by obtaining original data from university teachers.  
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