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Abstract 

Purpose: The purpose of this paper is to develop a theoretical model for investigating the relationship between the trait emotional 
intelligence (trait EI) of teachers as leaders and leader self-efficacy within the context of polytechnic education in Nigeria. 
Design/Approach: We employ the narrative literature design in generating extensive summaries of trait EI and leader self-efficacy, 
based on seven propositions that highlight the theoretical relationship between the four dimensions of trait EI and leader action self-
efficacy were put forward. Findings: The product of this paper (a research model) shows that there is a theoretical, empirical and 
researchable relationship between the various dimensions of trait EI of teachers as leaders and the leader action self-efficacy which 
is one of the three factors in the Leader Efficacy Questionnaire (LEQ). Practical implications: Our findings can help educational 
administrators and researchers understand the role of personal dispositions of teachers as it impacts how they provide academic 
leadership to their superordinates, peers, subordinates and students. Originality: While research abounds on the EI of teachers as it 
relates to facilitating teaching and learning, very little is available on the trait EI of teachers as leaders as it appertains to their perceived 
capability to perform important leader action functions (e.g., motivating, coaching and inspiring colleagues and students). We develop 
a model for investigating this gap. 

Keywords: Trait Emotional Intelligence, Self-Efficacy, Teachers as Leaders, Leader Action Self-Efficacy, Polytechnics, Nigeria. 

 

Introduction 

Nigerian polytechnics were established to provide the highest 
level of technical manpower for industry, commerce and govern-
ment1, 2. How credibly well the polytechnics severally and collect-
ively satisfy this singular purpose largely depends on the quality of 
academic leadership they enjoy. However, it has been observed 
that leadership in Nigerian organisations, the polytechnics not 
excluded, is at best pedestrian and at worst insensitive to the fair 
expectations of all stakeholders3. Despite the conspicuousness of 
this fundamental problem, most of the extant research efforts into 
the challenges bedevilling Nigerian institutions, especially poly-
technics, concentrate mostly on policy issues relating to funding, 
infrastructure, and power structure4. Leadership and human 
resource problems, especially their behavioural level antecedents, 
remain neglected5-9. Indeed, the idea of leveraging the strategic 
potentials of leaders’ soft skills to drive performance was seldom 
investigated within the context of Nigerian polytechnics. Two of 
the key soft skills seldom considered important elements in the 
leadership equation in Nigeria are emotional intelligence and 
leader self-efficacy. 

Emotions are at the heart of leadership10; the technical aspects 
merely aid in crystallising the context within which the emotive 
reality of leadership plays out. Leaders’ ability to motivate and 
inspire their followers is dependent on how they manage the 
undercurrents informing followers’ perceptions of whatever is 
going on in the organisation. To do so successfully, leaders have 
been advised to draw on their feelings, judgment, sense, propor-
tion, balance, and appropriateness11. Similarly, leaders are encour-

aged to trust their “artistic impulse” in making decisions bordering 
on change issues12. All these dispositional antecedents to effective 
leadership are emotive competencies that stand out differently 
from the rational-technical requirements of leading. Thus, leaders 
are urged “to drop the tools of rationality” in order “to gain access 
to lightness in the form of intuitions, feelings, stories, impro-
visation, experience, imagination, active listening, awareness of the 
moment, novel words, and empathy”13. Indeed, emotions vitalise 
all leadership functions, processes, procedures and practices. 
Leadership is all about managing the torrents of emotions that 
accompany the changing reality of organisations. EI is one social 
competence that leaders cannot do without in the management of 
emotions in organisations. 

The importance of EI and the required dispositional compe-
tence in managing emotions in organisations (called self-efficacy) 
can be discounted only at the cost of poor leadership and its 
deleterious consequences. Leader self-efficacy is the self-perceived 
competence of a leader to motivate, coach, and inspire the relevant 
stakeholders in the organisation.  Leaders’ possession of emotional 
self-efficacy is important in educational settings where procedures 
and processes are wholly characterised by human interactions, – 
intercourses that are primarily mediated through conversations. 
Indeed, teachers as leaders are “conversational agents” who spend 
the greater portion of their time at work conversing with all sorts 
of stakeholders. Every conversation has an emotional content, an 
emotional context, and an emotional consequence14. Thus, as the 
core human resource of educational institutions9, we identify 
teachers as the repositories of leadership expertise within the 
context of educational establishments15. The trait EI of teachers as 
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leaders therefore becomes a fruitful field of inquiry that will 
contribute towards more effective management of educational 
institutions. Trait EI is a key determinant of how teachers as 
leaders perceive themselves as capable of providing the requisite 
leadership. This perception is variously labelled, including leader-
ship effectiveness and leader self-efficacy.  

Despite the pervasiveness of emotions in all human activities16 
and the relevance of EI in leadership17, and notwithstanding the 
growing volume of research on teacher EI18, research on the trait 
EI of teachers as leaders has been roundly neglected, thereby 
limiting our understanding of the self-perceived capability of 
teachers as leaders in motivating, coaching and inspiring colleagues 
and students. Most of the extant research simply focuses on the 
functional activities of teachers such as the facilitation of teaching 
and learning19. This suggests the need for further investigations 
that consider the relationship of trait EI of teachers as leaders and 
its relations to leader self-efficacy. We develop a model for 
investigating this gap. 

In doing this research, we utilised the narrative literature design 
by selectively choosing papers that specifically address any or all 
the four dimensions of trait EI (emotionality, self-control, 
sociability, and well-being) and leader self-efficacy. Based upon 
extensive summaries of the selected papers covering the relevant 
variables, we accordingly use our knowledge and experience in 
discipline20 to put forward several propositions21 about the 
relationships between trait EI of teachers as leaders and leader 
action self-efficacy. We noted that in narrative design, the selection 
of relevant literature is guided by researchers’ interests and 
knowledge and is free from the need to explain why this or that 
work is included in the review and this or that is not included22. 
Thus, the works reviewed were discriminatorily picked to reflect 
our positions on the hypothesized relationship between and 
among the relevant variables. No special weight is given to any of 
the sources consulted22. 

 
 

Emotional Intelligence 

A plethora of definitions exist for the term emotional 
intelligence, reflecting the diversity in the approaches researchers 
follow in defining this psychological phenomenon. This hetero-
geneity in conceptualisation closely mirrors the three broad 
models researchers generally follow in investigating EI: namely, 
the ability model, the mixed model, and the trait model23. These 
models are quite different from one another, and “do not measure 
the same construct”24. The major distinguishing property between 
the three models is their respective measurement methods. The 
trait EI uses self-report measures, the ability EI is based on 
maximal-performance measures, and the mixed model is a torsion 
of self-report measures with maximal-performance measures. 
However, so many researchers treat EI as if it were one uniform 
concept and fail to categorically state the particular model that 
underpins their studies25, thereby adding to the confusion in the 
literature. In light of this confusion, two established researchers in 
the field26 argue that results from studies based on the explicit or 
implicit assumption that EI can be measured with any of its 
available inventories without regard to their respective psycho-
metrics cannot be justified. This is because different measures 
produce different results even if based on the same model. It has 
been categorically established that the use of self-report measures 
in the ability or mixed research models (both of which purport to 
measure cognitive competencies) is "psychometrically unten-
able”27. Hence, in defining EI, it is necessary to point out which 

among the three extant models one is using as their research 
fulcrum. 

Ability EI (alternatively called information-processing EI or 
cognitive-emotional ability) is all about the human “capacity to reason 
about emotions”28. A revised conceptualisation defines it as the 
“ability to reason validly with emotions and with emotion-related 
information and to use emotions to enhance thought”28. Thus, the 
ability to EI is purely a cognitive competence. On the other hand, 
trait EI (alternatively termed trait emotional self-efficacy29), is all about 
people’s “behavioural dispositions”26, especially the consistencies 
in behaviour (e.g., empathy, assertiveness, optimism) which the 
people exhibit in most situations most of the time. It refers to 
“people’s perceptions of their own emotional abilities”29. Trait EI  
is found at the lower of the Big Five personality framework30 and 
is typically measured using self-report inventories such as the Trait 
Emotional Intelligence Questionnaire (TEIQue). Trait EI maps 
onto the affective aspects of personality31 such as empathy, 
assertiveness and optimism. Its four factors of fifteen facets, 
together with two other independent facets collectively produce 
the global trait EI. This makes the trait EI a multidimensional and 
hierarchically structured latent construct. 

The third EI model that hybridised the first two is the mixed 
model. This model sees EI as an emotional and social facilitator 
which induces intelligent behaviour in persons by conditioning 
them to recognize their feelings and those of others, to monitor 
themselves, and to manage the emotional content and 
consequences in their relationships with others32. The mixed 
model simply regurgitates existing models of EI based on the 
assumption that peoples’ emotional competencies are the sum of 
their cognitive and behavioural dispositions33. However, such a 
pleached conceptual hotchpotch, as pointed out earlier, is 
psychometrically untenable. It is noteworthy that many 
researchers34-36 are wont to blur the distinction between ability EI 
and the mixed model by collapsing the two and labelling the result 
as mixed models. 

 
 

Leadership 

The question of leadership is one of the most researched topics 
in the field of management and organisation studies. As such, there 
are as many definitions of the construct as there are perspectives 
from which researchers approach the subject. Suffice it to say, for 
this paper, that leadership is all about managing change37, and that 
leaders manage change by envisioning an alternative future for 
their organisation, communicating the vision to a core group of 
people who “buy-in”38 to it, and motivating, inspiring and 
rewarding these to work towards the achievement of the shared 
vision despite the difficult challenges that face them. Such is what 
leaders really do, directing, aligning, motivating, and inspiring 
people39. We therefore define leadership as involving the exercise of 
a leader’s verbal and non-verbal conversational endowments in 
directing, aligning, motivating, and inspiring people so that the 
people can subordinate their individual interests and concerns 
during the period of engagement in furtherance of the overall 
common goal important for the responsibilities and welfare of the 
group. An effective leader is therefore a person who exercises 
these persuasive powers under clear goals. A key subset of the 
leadership capacity is leader self-efficacy which manifests itself in 
the efficacious behaviour of leaders as they go about motivating, 
inspiring, directing and guiding people. 

Leaders’ efficacy expectations are the fulcrum upon which they 
build the boldness to face the vagaries of managing change 
because these expectations help attenuate leaders’ fears about how 
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things may eventually turn out while at the same time accentuating 
their expectations of eventual success. Efficacy expectations thus 
determine the quantum of exertion leaders will expend, and how 
long they will persevere in the face of adversities while working to 
achieve success. The firmer the leaders’ perceived self-efficacy, the 
higher the quantum of exertion they will likely expend40, and the 
brighter their chances of eventual success. 

 
 

Leader Self-Efficacy 

Albert Bandura is a pioneer and leading scholar on self-
efficacy. He defines self-efficacy as “people’s judgments of their 
capabilities to organize and execute courses of action required to 
attain designated types of performances”41. An earlier definition 
by this pioneer and leading scholar and his colleague conceptua-
lised self-efficacy as “concerned with judgments about how well 
one can organize and execute courses of action required to deal 
with prospective situations containing many ambiguous, unpre-
dictable, and often stressful elements”42. A decade and a half after 
publishing these definitions, our leading scholar still maintains a 
similar definitional tenor by presenting self-efficacy as the "… 
belief in one’s capabilities to organize and execute the courses of 
action required to manage prospective situations”43. Virtually all 
later researchers on self-efficacy44-47 concur with these definitions, 
thereby ensuring a pervasive influence of Albert Bandura’s works 
as primary references in the field.  

The above definitions infer that there are various types of “self-
efficacies,” depending on the nature of the performance target 
pursued. For example, we have academic self-efficacy48, 49, nursing 
self-efficacy50, 51, teacher self-efficacy52, 53, and leader self-efficacy54, 

55, among others. Taking a cue from this exemplary sample, we 
suggest that leader self-efficacy is concerned with leaders’ confi-
dence about how well they organise and perform their functional 
responsibilities—motivating, inspiring, directing, coaching and 
guiding people—to achieve the functional objectives and strategic 
goals of the organisation. In other words, self-percept of efficacy 
has a determining influence on leaders’ choice of what to pursue, 
how much effort and resources they muster, and how long they 
are willing to persevere in the face of seemingly insurmountable 
impediments in actualizing their pursuits42. Thus, EI plays a direct 
role in this leader’s influence trajectory56. 

 
 

Leader Action Self-Efficacy 

Leader action self-efficacy refers to leaders’ perceptions that 
they possess the requisite capability to perform leadership and 
create the desired outcomes associated with the leadership 
function57. An “efficacy expectation is the conviction that one can 
successfully execute the behaviour required to produce the 
outcomes”40. For example, rather than the internal confidence a 
leader possesses, to wit, that they are self-motivated (leader self-
regulatory efficacy), leader action self-efficacy is concerned with 
the actualised confidence of a leader that they can and do motivate 
others in some desired way. Leader action self-efficacy thus 
defines leaders’ expectations that they possess the mastery of what 
it takes to direct, inspire, coach, administer rewards, and otherwise 
gain the commitments of the relevant stakeholders, and by exten-
sion, enhance organisational performance. It describes leaders’ 
confidence in their perceived capabilities to marshal their 
psychological endowments including the emotional literacy 
required in getting along with the relevant stakeholders in pursuit 
of sustainable performance across their leadership roles, demands, 

and contexts58. For this study, therefore, leader self-efficacy is 
considered a positive influence process which impacts not directly 
but indirectly on organisational performance via its effects on the 
led. For this reason, we characterise leaders’ performance as 
defined by how effectively they influence their followers in ways 
that generate the desired organisational outcomes. However, the 
theory of self-efficacy holds that leader self-efficacy is very much 
dependent on leaders’ mastery of the relevant emotional 
capabilities, among others59, 60. This paper therefore essay to 
presents a framework by which researchers may investigate the 
relationship between emotional intelligence and one aspect of 
leader self-efficacy. 

 
 

Teachers as Leaders 

The fact that most higher educational institutions (HEIs) are 
organised based on the collegiate system (consisting of loosely 
coupled units called schools and or colleges) ipso facto identifies 
HEIs with distributed rather than centralised systems of 
leadership61. Autonomy and academic freedom are two cardinal 
features of such a governance structure; thus, decentralised 
leadership offers the best leadership form for the realisation of 
autonomy and academic freedom. Autonomy is the degree of free-
dom given to HEIs and their academics in the form of freedom to 
make decisions on matters of academics, administration and 
finance free from governmental interference62, 63 barring the neces-
sary regulatory oversight. Autonomy is intertwined with academic 
freedom, which is the exercise of responsible self-determination 
by teachers (within self-regulated limits, institutional support and 
superintendence) on who may teach, what to research, whom to 
teach, what to teach, how to teach, and when to teach64, 65. The 
operational import of these two notions necessarily requires 
leadership in HEIs to be exercised at multiple points and levels. 
Distributed leadership in HEIs is therefore the logical corollary to 
the autonomy and academic freedom that characterise the HEIs 
governance structure. Thus, the definition of leadership has 
expanded to include leadership at the teacher level, and this led to 
the logical emergence of the concept of teachers as leaders.  

 The concept of teachers as leaders has attracted 
considerable attention from scholars in the field of educational 
administration. However, due to the multiplicity of concept varia-
tions, there emerge serial inconsistencies in the extant definitions 
of the concept66. Notwithstanding this equivocality, and while 
noting that teacher leadership is not a fixed but emergent 
phenomenon that continues to evolve as the teacher takes on more 
and more roles beyond the traditional classroom66,  we agree that 
teacher leaders are people who formally and informally, severally 
and collectively, influence colleagues, educational administrators, 
students and other members of the learning communities to 
advance the aims of education67. The teacher as a leader is 
therefore primarily an influencer and not an enforcer. Thus, the 
teacher-leader relies on the soft powers of persuasion and 
motivation to make an impact on those around them. They need 
to collaborate with diverse stakeholders in performing the teacher-
leader function. Consequently, teacher-leaders are expected to 
engage in meaningful conversations to gain people’s cooperation. 
For this reason, the teacher-leader is characterised as possessing a 
spirit of cooperation, a high level of engagement, a capability to 
turn dissonance among stakeholders into assonance, and a 
competence to be attuned to the continual emergence of shared 
meaning68. These roles necessitate that the teacher-leader learns 
the use of soft powers rather than hard authority in promoting the 
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goals of education. Two of the key social competencies at the 
disposal of the teacher as a leader are EI69 and self-efficacy70. 

 
 

Emotional Intelligence of Teacher Leaders 

Leaders—whose primary function is to manage change—
direct people by setting goals together with their enabling 
strategies, align people by communicating the set goals, and inspire 
and motivate by empathising with people’s needs, values, and 
emotion39. All these functional responsibilities can be effectively 
performed only when leaders draw on their emotional compe-
tencies. Many Malaysian researchers71-73 conclude that teacher EI 
matters greatly in teacher-leader role performance. Leaders’ 
emotions critically condition how powerful or lacklustre a res-
ponse followers show to their leadership74. Teachers as leaders 
have been known to use their emotional repertoire to elicit the 
right response from the constituencies they deal with75. 

Leaders could easily learn important social skills such as EI 
because the environment within which they operate, populated, as 
it were, with countless avenues for exercising influence, represents 
the best motivational mechanism towards that end42. In other 
words, the proximity between leaders and followers serves as a 
motivational mechanism for the former to cultivate the necessary 
EI competencies. Indeed, it has been empirically verified that 
teacher emotional health is a sine qua non for teacher performance 
in situations of reform76, 77. Similarly, in a study on the heightened 
emotional tensions teachers experienced because of the govern-
ment’s school reform in the Gauteng region of South Africa, it has 
been reported that the intrapersonal and interpersonal dimensions 
of emotional competence strongly influence teacher-leaders 
contributions towards realising the objectives of the school reform 
initiatives78. Again, a two-study empirical report submits that 
about 60% of teacher-leaders surveyed were unequivocal about 
the importance of EI to their success69 and that EI has a significant 
impact on their level of perceived job satisfaction. Crucially, it is 
teacher-leaders’ EI that predisposes them to go beyond the call of 
duty in performing their assigned responsibilities. 

Given the foregoing, we conclude that the EI endowments of 
teacher-leaders play a significant role in their overall functioning 
as facilitators of organizational change in terms of conditioning 
their overall behavioural dispositions towards excellence and 
superior performance. 

 
 

Self-Efficacy of Teachers as Leaders 

In the field of educational leadership, the concept of self-
efficacy among teachers who take on leadership roles holds 
substantial importance. As initially theorised by psychologist 
Albert Bandura, self-efficacy pertains to an individual’s belief in 
their ability to perform specific tasks and attain particular goals79. 
In the context of teachers assuming leadership responsibilities, 
self-efficacy manifests as their confidence in guiding, inspiring, and 
effecting positive change within the educational community41. The 
nature of self-efficacy among teacher-leaders can be observed 
across various dimensions. Firstly, instructional leadership calls for 
teacher-leaders to make pedagogical decisions, provide construct-
ive feedback, and encourage professional growth among their 
peers, and their self-efficacy in this aspect reflects their confidence 
in doing so80. Secondly, effective teacher-leaders excel in fostering 
teamwork and collaboration among colleagues, and their self-
efficacy in this domain relates to their belief in their ability to 
facilitate group discussions, manage conflicts, and create a cohe-

sive and motivated team, thus contributing to enhanced teaching 
and learning outcomes81. Thirdly, teacher-leaders encounter com-
plex challenges that demand problem-solving skills, and their self-
efficacy in this area is characterised by their confidence in identi-
fying issues, formulating effective solutions, and implementing 
strategies to tackle challenges effectively42, 43. 

Also, motivating and inspiring colleagues and students is a core 
component of teacher-leadership, and their self-efficacy in 
motivational leadership underscores their belief in their ability to 
encourage others, instil a sense of purpose, and maintain enthu-
siasm for achieving educational goals82. Lastly, as educational 
environments continually evolve, teacher-leaders need to exhibit 
self-efficacy in change management, which involves their 
confidence in leading successful change initiatives, adapting to 
new circumstances, and guiding peers through transitions83. The 
self-efficacy of teachers as leaders not only influences their 
personal effectiveness but also significantly contributes to the 
overall improvement of the educational setting42, 43. High self-
efficacy in leadership roles positively affects teacher commitment, 
job satisfaction, and the motivation of both colleagues and 
students, thereby enhancing the educational experience42, 43. It is 
imperative to acknowledge that self-efficacy is not a static 
attribute; it can be developed and strengthened through training, 
experiences, and mentorship42, 43. Consequently, nurturing and 
cultivating the self-efficacy of teacher-leaders should be a 
fundamental aspect of educational leadership development, given 
its potential to promote more effective teaching practices, 
improved student learning outcomes, and a positive impact on the 
entire educational community. This underscores the pivotal role 
that self-efficacy plays in shaping the trajectory of educational 
leadership and the ultimate success of educational institutions. 

 
 

The Theoretical Model 

As an essential supporting structure for investigating the 
relationship between trait EI of teacher-leaders and their self-
efficacy, our research framework is built on the theoretical grids of 
the Self-Efficacy Theory59 and the Trait Emotional Intelligence 
Theory84, and on the extant empirics that test and support some 
of the relationships proposed in this paper. We build our 
framework on a sound theoretical pedestal in response to the 
observation that most studies on school effectiveness are more 
eclectic than theory-driven85. 

The theory of self-efficacy is "concerned with the judgment of 
personal capabilities"59. The theory presents self-efficacy as the 
explanatory mechanism for people engaging or not engaging in 
specific context-based behaviour. In other words, self-efficacy 
theory holds that people, in general, will engage in doing only what 
they are confident they can successfully do, and will avoid starting 
what they feel they cannot carry out successfully. However, the 
germaneness of the theory to this work lies in its assumption that 
people’s self-efficacy is a function of their “cognitive, social, 
emotional and behavioural”59 competencies. We therefore post-
ulate a relation between EI and leader self-efficacy, and accor-
dingly set out to develop a research framework as a guide for inves-
tigating the postulated relationship within the context of HEIs86. 

On the empirical front, we rely on extant meta-analyses to 
show that both older and recent studies attest to the relationship 
between EI and self-efficacy. Meta-analyses, bye-the-bye, show 
“how strongly variables are associated”87 in empirical quantitative 
studies. For example, a 1991 meta-analysis reports “statistically 
significant relationships between self-efficacy beliefs and academic 
performance and persistence outcomes88”. Similarly, the results 
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from a 199389 and a 199890 meta-analyses collectively show that 
self-efficacy indeed influences work-related behaviours and 
human functioning.  Better still, one of the four traits meta-
analysed in a 2001 study91 (emotional stability) falls within the 
construct domain of our paper’s predictor variable, and the results 
of the meta-analysis show that the traits are among "the best 
dispositional predictors"91 of performance, thereby affirming the 
relation between EI and self-efficacy. Furthermore, two meta-
analyses92,47 done in 2011 and 2014 on teacher efficacy show a 
strong and positive correlation between collective teacher efficacy 
and student performance, the criterion variable being a distal 
measure of teacher performance. This trend is further established 
in a 2016 meta-analysis46 which reports a moderate to strong 
correlation between goal achievement and academic self-efficacy. 
Because of the overwhelming evidence, we hold that trait EI is a 
stable predictor of human behaviour. We accordingly treat trait EI 
as our predictor variable and self-efficacy as our criterion variable. 

Given the foregoing theoretical justification and empirical 
evidence supporting the relationship between behavioural 
dispositions (i.e., trait EI) and people’s self-efficacy, the following 
research framework is proposed as a guide to investigating the 
aforementioned relationships. The framework consists of four 
trait EI dimensions (made up of thirteen facets) and two 
independent facets that do not go through any of the four 
dimensions but feed directly into the global trait EI. These 15 
facets are personality traits and not mental competencies or 
abilities93. Our model fleshes out the fifteen facets of the global 
trait EI in deference to the observation that the global trait EI 
cannot reasonably capture the whole spectrum of the fifteen 
emotional currents that collectively produce it94. Facet-level 
research on leader personality has been encouraged to uncover the 
independent effects of the lower-level facets that would otherwise 
have been masked when investigated at the aggregate domain 
level95, 96.  

 

 
Figure 1. Theoretical Model 

The broken arrows indicate two of the fifteen independent facets that do not go through any of the four trait EI 
factors but feed directly into the global trait EI. 

 
Emotionality and Self-Efficacy 

Emotionality (or emotional self-efficacy97, 98 as an alternative locu-
tion) entails the attribution of emotional states to self and others. 
It is the confluence of people’s observable behaviours about how 
they perceive, express, and act out emotions in the context of 
human interactions. Emotionality has been viewed as a trait, as a 
cognition, and as a torsion of both99. For this study, we treat 
emotionality as a trait operationalised by four facets: self and other 
emotion perception, expressiveness, relationship, and empathy94. 
Research on emotion perception100, expressive frankness101, rela-
tionship capacity102, and empathy103 have shown them as import-
ant determinants of leader success. Furthermore, it has been 
suggested that emotionality is reported as positively correlated 
with career success in a sample of pharmacists104. Most interest-

ingly, it has been established that emotionality is the dominant 
predictor of people’s efficacious behaviour when making spot 
decisions in situations of ambivalence105. We therefore propose as 
follows: 

Proposition 1: Emotionality affects leader action self-efficacy. 
 

Self-Control and Self-Efficacy 
Self-control has been recurrently featured as an antecedent of 

important organisational and personal outcomes106. Without self-
control, dysfunction will characterise people’s personal and 
professional lives. Self-control is defined as the capacity “to 
restrain or override a prepotent response in the service of long-
term goals and values”107. It is the capacity to self-regulate, to 
change one’s behaviours to satisfy important values or to sacrifice 



 

 

 

Management Network Journal, Vol. 10, No. 19, 2022 
15 

current gratification instead of future benefits. Viewed from the 
perspective of EI, self-control is the capacity to keep one’s feelings 
in check, withstand situational pressures, regulate stress, and weigh 
the consequences of course action, delaying taking measures until 
the most appropriate and opportune moments. Drawing on the 
Self-Control Theory108, we posit that low-level self-control is 
inversely associated with self-efficacy and high self-control is 
positively associated with self-efficacy. Given the foregoing, and 
in line with the philosophy of positive psychology109, we propose 
as follows: 

Proposition 2: Self-control influences leader action self-efficacy. 
 

Sociability and Self-Efficacy 
Philosophically, sociability refers to people’s tendency to like 

the company of others (colleagues, friends, family, etc.)110, 111. In 
the context of empirics, sociability is the instinctive capacity of a 
person to effectively network with people, appreciate their feelings 
and be polite but firm when dealing with people. A person’s 
sociability motivates them to engage in a particular form beha-
viour112 such as building alliances and recruiting people for a given 
course113. Sociability significantly explains the variance between 
leaders’ and non-leaders tenure25, thereby suggesting the positive 
contribution of this facet of trait EI to leader self-efficacy. 
Although sociability was reported to have failed in demonstrating 
"unique predictive capacity, "114 we maintain that this facet of trait 
EI contributes to a leader’s self-efficacy as the trait EI domain 
cannot be contemplated in the absence of the sociability facet. We 
therefore make the following testable proposition: 

Proposition 3: Sociability affects leader action self-efficacy. 
 

Well-Being and Self-Efficacy 
Well-being refers to people’s overall judgement of satisfaction 

with their life and outlook on the future115. This judgement is said 
to be a function of what a person possesses, what they can do with 
what they possess and how they think about what they possess and 
can do with it. Well-being therefore comes from people’s needs 
and prospects in life; it is not a measure of people’s needs and 
prospects, but the positive emotions these generate in the people. 
However, well-being is said to exist when at least three conditions 
coalesce in a person: the existence of invigorating emotions and 
moods (such as happiness), the non-existence of debilitating 
emotions (such as depression), and a feeling of self-fulfilment and 
positive functioning116, 117. People with the highest well-being are 
those “who have the most positive emotion, the most engagement, 
and the most life satisfaction”118. 

As a positive psychological phenomenon, well-being has been 
associated with people’s self-efficacy. A person with a high level 
(score) of well-being is more likely to be self-efficacious than one 
with a low level of well-being119. This is because the emotional 
stability that positive well-being engenders imbues the individual 
with consistency and resilience requisite for facing and mastering 
the volatility in the workplace and life. However, despite a strong 
theoretical base on the positive association between well-being and 
self-efficacy119, most of the empirical studies120-122 test only the 
reverse effect, with few exceptions123,124. In the light of the 
foregoing, we propose as follows: 

Proposition 4: Well-being influences self-efficacy. 
 

Adaptability and Self-Efficacy 
Adaptability refers to people’s dispositional flexibility in their 

worldview and value orientation whenever they respond to the 
continually changing ecology of the workplace. According to the 
career construction theory, adaptability is an ongoing process of 

matching self-competences to the exigencies of the environ-
ment125. It is this ability to reorient and redirect that empowers the 
people to perform well in both planned and unanticipated 
circumstances and to adapt with flexibility126 even in complexity127. 
Adaptive people are known to possess and exercise cognitive, 
interpersonal, and emotional flexibility128 in dealing with elements 
within their operating environment. Additionally, cultural129 and 
cross-cultural130 adaptabilities as well as communicative131 and 
career132 adaptabilities are important competencies required of 
people, especially leaders, in the 21st century133. Self-efficacious 
people depend to a large extent on their adaptive capacities. The 
more adaptive they are, the better they interact with the relevant 
environmental factors. Although adaptability has been captured as 
a single facet of the trait EI84,  we will follow other alternatives and 
operationalise the construct as multi-dimensional having four134 or 
eight135 factors. 

There is a causal relation between domain-specific adaptability 
and domain-specific self-efficacy. For example, it was shown that 
career adaptability positively influences job search self-efficacy 
among job-searching university graduates, based on a four-factor 
model of career adaptability134. Similarly, a linkage has been 
established between pre-service teachers’ career adaptability and 
optimism, with self-efficacy being the mediatory mechanism132. 
Given this empirical evidence and the assumptions of the career 
construction theory, therefore, we propose as follows: 

Proposition 5: Adaptability influences self-efficacy. 
 

Self-Motivation and Leader Self-Efficacy 
Self-motivation and self-efficacy are essential qualities for 

teacher-leaders, as they provide the drive and confidence needed 
to inspire positive change in education. Self-motivation136 is 
fuelled by a clear vision, intrinsic rewards, and resilience, while 
self-efficacy137 is built through successful experiences, obser-
vation, feedback, and emotional stability. These attributes empow-
er teacher-leaders to overcome challenges, persist in their efforts, 
and effectively lead in educational settings, benefiting both 
educators and students. The internal drive and determination 
associated with self-motivation are believed to enhance one’s 
belief in their ability to perform leadership tasks effectively42. As 
individuals set and work towards their goals, their self-motivation 
fuels a sense of accomplishment, which, in turn, bolsters their 
confidence and belief in their capacity to lead. This interplay 
between self-motivation and self-efficacy is expected to be a 
significant factor in the success of teacher-leaders, influencing 
their effectiveness in inspiring positive change within educational 
environments138. It is thus hypothesized that there is a strong 
positive correlation between self-motivation and self-efficacy, 
suggesting that individuals with higher levels of self-motivation are 
more likely to exhibit greater self-efficacy in their leadership roles. 
In other words, we propose as follows: 

Proposition 6: Self-motivation influences self-efficacy. 
 

Trait EI and Leader Self-Efficacy 
Trait EI and self-efficacy play pivotal roles in teacher-

leadership, with trait EI covering emotional awareness, regulation, 
and empathy. Teacher-leaders with high trait EI tend to exhibit 
enhanced self-efficacy, as they are adept at understanding and 
managing both their own and others’ emotions, thus fostering 
strong relationships, effective conflict resolution, and a positive 
learning environment139. In a study of 99 sport couches (using the 
self-report Emotional Intelligence Scale [EIS]140), a significant 
relationship between ability EI the couches self-efficacy was 
observed141. This correlation suggests that a leader’s capacity to 
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perceive, comprehend, and regulate emotions not only has a 
profound impact on their own self-efficacy but may also influence 
their leadership performance, relationships with subordinates, and 
the overall success of their professional endeavours. This emotio-
nal competence bolsters their confidence and belief in their ability 
to lead effectively, while also enabling them to inspire and moti-
vate their colleagues, collectively contributing to their self-efficacy 
and overall success as teacher-leaders142. Consequently, the 
synergy between trait EI and self-efficacy holds significant 
promise for enriching teacher-leadership and advancing educa-
tional outcomes. However, some of these studies contradict one 
another. Some of the studies claim that the EI–self-efficacy rela-
tionship was direct, and some claim indirect relationship. Studies 
claiming indirect relationship also differed, with some reporting 
mediated relationship and others moderated relationship. To 
resolve these contradictions and inconsistencies, we suggest that 
the two streams (trait and ability) in the EI literature are different 
measurement approaches of the same phenomenon. Accordingly, 
we propose as follows:  

Proposition 7: Trait EI influences self-efficacy. 
 
 

Measures 

We suggest self-report measures as instruments for data 
collection. Self-reports are questionnaires in which respondents 
directly or indirectly report on their personalities, feelings, and 
emotions without the assistance of the researcher. We suggest the 
use of self-reports for two reasons. First, our variables are facets 
of personality construct143, not cognitive variables, and facets of 
personality are best measured using self-report inventories26. 
Second, the way respondents view their emotional life conditions 
how we see them and understand their EI31. Thus, we assume that 
respondents know themselves better than anyone else and are best 
qualified to provide information on such matters144. Several stand-
ard trait EI and self-efficacy measures are available in the literature. 
While we strongly recommend using these standard measures 
(because their validities are already well established), researchers 
should not hesitate to develop entirely new measures that fit better 
with their local context. 

 
Trait Emotional Intelligence Measures 

There are two groups of the extant trait EI measures31: general 
trait EI measures (see Table 1) and domain-specific trait EI 
measures (see Table 2), each group featuring several instruments. 
Of these, we suggest that the researcher adopts or adopt either of 
the two primary forms of the TEIQue. This is because the 
TEIQue “is the only instrument that is explicitly based on trait EI 
theory and that covers the sampling domain of the construct 
comprehensively”29. The TEIQue show excellent psychometric 
properties. Nevertheless, we strongly encourage researchers to 
items from the established measures and develop new measures 
based on the dictates of the researcher’s study objectives and 
locational peculiarities. 

 
Self-Efficacy Measures 

There are two groups of self-efficacy measures and task-
specific. Examples of the former category include the Self-Efficacy 
Scale152, General Perceived Self-Efficacy Scale153, New General 
Self-Efficacy Scale154, and Multidimensional Scales of Perceived 
Self-Efficacy155; while the  Teacher Efficacy Scale156, Teacher 
Interpersonal Self-Efficacy Scale157, and Leader Efficacy Quest-
ionnaire58 represent famous examples from the latter category. 
However, we suggest a torsion of the leader-efficacy of the Leader 

Efficacy Questionnaire with items from teacher and leader efficacy 
inventories to develop a teacher-leader action self-efficacy instru-
ment sensitive to the contextual peculiarities of educational 
leadership and administration. Researchers should find guidance 
on the sources of self-efficacies, including their past/vicarious 
experiences, social persuasions, and psychological experiences59. 
 

Table 1. General Measures of Trait Emotional Intelligence 

Measure Source Sampling Domain 

Trait Emotional 
Intelligence 
Questionnaire 
(TEIQue). 

Petrides145 

Emotionality, Self-
control, Sociability, 
Well-being, Self-
motivation, Adaptability 

Emotional Quotient 
Inventory (EQ-i) 

Bar-On146 

Intrapersonal, Inter-
personal, Adaptation, 
Stress Management, 
General Mood 

Assessing Emotions 
Scale (AES) 

Schutte, 
Malouff140 

Optimism, Social skills, 
Emotional regulation, 
Utilisation of emotions 

Emotional Intelli-
gence Scale (EIS) 

Van der 
Zee, Thijs147 

Empathy, Autonomy, 
Emotional control 

 
 

Table 2. Domain-Specific Measures of Trait EI 

Measure Source Sampling Domain 

Wong and Law 
Emotional 
Intelligence Scale 
(WLEIS) 

Wong and 
Law 148 

Emotion appraisal, Emotion 
expression, Emotion 
regulation, Emotion use 

Work Group 
Emotional 
Intelligence 
Profile (WIP) 

Jordan, 
Ashkanasy 
149 

Ability to deal with own 
emotions, ability to deal with 
others emotions 

Multidimensional 
Emotional 
Intelligence 
Assessment  

Tett and 
Fox 150 

Self-orientation, Emotional 
sharing, Other  
orientation 

Genos 
Emotional 
Intelligence 
Inventory 
(GEII) 

Palmer, 
Stough 
151 

Emotional self-awareness, 
Emotional expression, 
Emotional awareness of 
others, Emotional reasoning, 
Emotional self-management, 
Emotional management of 
others, Emotional self-
control 

 
 

Conclusion 

In conclusion, this paper has successfully achieved its purpose 
of developing a theoretical model to investigate the relationship 
between trait EI of teachers functioning as leaders and their leader 
self-efficacy in the unique context of polytechnic education in 
Nigeria. The paper employed a narrative literature design and 
articulated seven propositions that outlined the theoretical links 
between the four dimensions of trait EI and leader action self-
efficacy, we have unveiled a research model that not only theorizes 
but also supports through empirical evidence the existence of a 
significant and research-worthy connection. This research model, 
which underscores the role of trait EI in the leader action self-
efficacy component of the Leader Efficacy Questionnaire (LEQ), 
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offers valuable insights for educational administrators and 
researchers, shedding light on the influence of teachers’ personal 
dispositions on their effectiveness as academic leaders. Moreover, 
this study addresses a notable gap in the existing research 
landscape by focusing on the trait EI of teachers functioning as 
leaders, particularly in their capacity to fulfil pivotal leader action 
functions, such as motivation, coaching, and inspiration, in the 
educational domain. Thus, the development of this model 
provides a foundation for future investigations in this 
underexplored area, contributing to a deeper understanding of the 
multifaceted role of teacher-leaders in enhancing educational 
outcomes. 
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