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Chapter 1  

Introduction 

 

Can Emotional Intelligence (EI) help to improve small group leaders’ job 

satisfaction?  

Emotional Intelligence is the ability to perceive and express emotion, 

assimilate emotion in thought, understand and reason with emotion, and 

regulate emotion in the self and others” (John D. Mayer et al. 2011). 

 

This project is to determine the association between EI and small group 

leaders’ job satisfaction. Appointed by their church pastors, 20 small group leaders 

have been randomly selected from four different Chinese churches. These small group 

leaders are currently active in leading small groups and have at least two years 

relevant leadership experiences. They are asked to take an emotional intelligence 

assessment and a job satisfaction survey.  

The purpose of this project is to investigate the correlation/influence of EI, or 

the lack thereof, has on the job satisfaction of small group leaders who serve in 

Chinese churches and whose effectiveness may be reduced due to lack of essential life 

skills leadership training in EI. The results yielded from this study bring significant 

value to the planning, designing, developing, implementing, and evaluating of church 

leadership programmes, especially in small group ministry.  

The research assumes that the science of EI may help to improve small group 

leaders’ job satisfaction in the church context. A small group leader plays a crucial 

role in determining the success or failure of each small group and hence, it is 

meaningful to investigate the impact of EI competencies on the job satisfaction of 
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small group leader. The significance of this study is to examine the impact of 

emotional intelligence in future church leadership training programs and how it may 

benefit small group leaders. If small group leaders with higher EI competencies 

experience greater job satisfaction because they can manage challenges to generate 

positive outcomes that nurture and sustain their affection for their ministry work, it 

would therefore be worth extending EI skills in future small group leadership training.  

 This dissertation will be divided into six chapters and an appendix section. 

Chapter One will provide an introduction to EI, the problem of leadership in the 

Small Group ministry, the significance of the study, method and instruments, research 

hypotheses, definition of terms, and the delimitation and limitations. Chapter Two 

will present an overview of EI, the models of emotional intelligence and leadership, 

and small group leader training with EI. Chapter Three will present the current 

available Christian publications on EI, including a biblical perspective on EI. 

Chapter Four will describe the research methods including how cases were selected, 

the forms of data collection, how data was analysed, and the validation strategies used 

to increase the validity and reliability of the study. Chapter Five has the results of the 

research finding presented with comprehensive explanation. Chapter Six will discuss 

the results of the research, the implications for EI, practice, future research, the 

strengths and limitations of the study, a conclusion, a section on lessons learned, as 

well as the references used in all the chapters of this dissertation. 

 

1.1 The Problem 

There is a lack of and a need for interpersonal skills in small group ministry.  

As part of their role, the Christian small group leaders are often assigned to 

start or to manage a Christian community, and one of the common assigned goals is to 
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create a relational environment for evangelism and discipleship (Oswald 2016, 103; B. 

Davis 2018, vii; Gladen and Warren 2011, 33; Latini 2011, 33; Brian and Rick 2010, 

4,28,50). A relational environment demands that small group leaders have effective 

communication skills, strong interpersonal relationship skills, and social development 

skills to build a lasting and stable small group ministry. The majority of the key 

training and learning materials in the small group leadership training, however, 

generally focuses on teaching spirituality, biblical competency, methods of 

conducting small group activities and Bible studies, the importance of pastoral care, 

and on organising evangelistic programs for ongoing small group growth. 

Unfortunately, this training is inadequate to fully prepare the small group leaders to 

facilitate true relationship-based community and to carry out their shepherding duties 

(Gladen and Warren 2011, 30–31; Latini 2011; Donahue and Robinson 2009, 101; 

Guidelines 2009-2012 Small Group Ministries 2008, 25,27; Earley 2003, 10; Marshall 

1995, 105). Many of the existing ministry training programs that we have today do 

not include interpersonal life skills, such as Emotional Intelligence. 

At the time of this study, a review of the literature shows that there has not 

been research on EI and small group leaders’ job satisfaction and whether EI may 

prevent burnout of leaders and support ministry longevity (Searcy, Thomas, and 

Henson 2018; Neighbour 2009; Mack 2009; Chandler 2009a).  

 

1.2 Significance of the Study 

This study’s findings can help Chinese churches strengthen their small group 

ministry in two areas. Firstly, by introducing the concept of emotional intelligence as 

a life skill for small group leadership, we hope to further improve the relationships 

between leaders and their small group members. Next, this study can increase Chinese 
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church leaders’ awareness of the issues of leadership burn-out, ministry life span, and 

their job satisfaction in small group ministry. 

 

For Small Group Leadership 

Today, global church leaders are in agreement that the preparation of small 

group leaders is mandatory for successful small groups ministries. “Our salvation 

connects us to God and His people. It is not an either-or but a both and arrangement” 

(Midgley 2014; Sand 2013; Donahue and Bowman 2012; Joiner and Shefchunas 2012, 

23; Marable 2011; Lane and Tripp 2008, 81–82; Mahaney, Somerville, and Meath 

1996, 5–6).  

An increasing number of published research acknowledges the importance of 

EI in enhancing leadership—including in the church—and asserts that EI is becoming 

an important and indispensable life skill of effective leaders (Barbey, Colom, and 

Grafman 2014; Ovans 2015; Yates 2013). As Mayer defines it: 

From a scientific (rather than a popular) standpoint, emotional intelligence is 
the ability to accurately perceive your own and others’ emotions; to 
understand the signals that emotions send about relationships; and to manage 
your own and others’ emotions. It doesn’t necessarily include the qualities 
(like optimism, initiative, and self-confidence) that some popular definitions 
ascribe to it. 

 

For Small Group Interrelationship 

Small group leaders who are unable to cultivate meaningful relationships with 

their members will rarely have effective ministry. Indeed, “an emerging small group 

ministry cannot succeed without a commitment to effective leadership development” 

and “a small group ministry rises and falls on the quality of its leaders.”(Donahue and 

Robinson 2005, ) Though several ministry-related studies have contributed to the 

study of EI, these studies emphasize more on the area of spirituality and are not 
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specific to the context of small group ministry. (Scazzero 2017; 2015; Smith 2012a; 

Tourville 2008; Higley 2007; Kanne 2005; Palser 2005; Scazzero and Bird 2003). 

 

For Small Group Leaders’ Job Satisfaction 

Here we attempt to explore the available studies relevant to pastoral work as a 

means to explore the assumption that EI can be a beneficial skill to small group 

leaders. Oswald and Jacobson support EI as the essential factor of a pastoral 

ministry’s effectiveness and corresponding job satisfaction. What Oswald and 

Jacobson identify for pastoral ministry is equally true for small group ministry - it is 

all about relationship. “You may be a brilliant thinker, excellent at presenting biblical 

exegesis, an outstanding speaker, a great care provider, but if you are not emotionally 

intelligent, your ministry as a small group leader will be difficult”(Oswald, Jacobson, 

and Mead 2015, 136). 

Job satisfaction in the ministry as defined by Minder, Dowson, and Sterland,  

is “the extent to which ministers experience positive affect in relation to ministry, 

marked by contentment with the perceived conduct and outcomes of one’s ministry 

work.” This definition applies to small group leaders as well, assuming a leader can 

experience positive results and is content with the recognizable progress of the small 

group. Research has shown the possible correlation between EI and satisfaction. 

Hence, the intention here is to evaluate the EI competencies and to affirm that EI can 

help to improve small group leaders’ job satisfaction.  

The concept of EI has only recently begun to receive more attention in church 

leadership. The use of EI for small group leadership is still fairly new, and its 

curriculum and application are yet to be integrated into local churches. Ministry-

related research work that focuses on EI and small group leaders in local church 
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contexts has not been found at the time of this writing. Therefore, the completion of 

this study can contribute to the existing small group ministry studies. 

In general, the skills of EI aim to increase an individual’s abilities to recognise 

and manage their emotions and the emotions of others, both individually and in 

groups. Individuals with higher EI are better in self-awareness, self-understanding, 

and in managing their own psychological stage and therefore, they find it easier to 

develop and maintain interpersonal relationships within a pastoral small group context. 

In this regard, the significance of this study is for small group leaders to experience 

and to measure the benefits of EI, and thereafter to develop relevant training programs 

for small group leaders in the future. We will address more in Chapter 3. 

 

 
1.3 Methodology & Instruments 
 

This study employs a deterministic philosophy in which causes determine 

effects or outcomes. The literature review of the research problem has implied a need 

to identify and assess the relevant causes (i.e. the present or lack of EI competencies) 

that influence the outcomes (i.e. low or high job satisfaction of small group leaders). 

Here, the researcher aims to reduce the problem into a smaller set to test for variables 

that answer the researcher’s hypotheses and research questions. Therefore, 20 small 

group leaders will be invited to undertake a scientifically validated EI assessment tool 

and a survey (Appendix 1) to provide data on their EI competencies, predicted 

performance outcomes and job satisfaction, so as to find the association between EI 

and job satisfaction (i.e. Burnout rate, Leadership life span and Personal crisis). As 

explained by Phillips and Burbules (2000) postpositivists do not prove a hypothesis; 

instead, they indicate a failure to reject the hypothesis. This philosophy aims to test a 

theory to make, refine, or abandon claims that will help to develop an explanation of 
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the situation at hand or to describe the causal relationship of interest (i.e. EI and job 

satisfaction).  

In line with the postpositivists, this study will conduct nonexperimental 

quantitative research involving factorial designs to inquire the data collected. In other 

words, the inquiry process investigates more complex relationships among variables, 

and also elaborates structural equation models that incorporate causal paths and the 

identification of the collective strength of multiple variables (Creswell and Creswell 

2018), which are the EI competencies and performance outcomes for this study. 

Quantitative methods like pre-determined and instrument-based questions will be 

used. Therefore, the 20 small group leaders will be asked to undertake the Six 

Seconds Emotional Intelligence (SEI) assessment (J. Freedman, Ghini, and Dijk, n.d.), 

a scientifically validated EI assessment tool which has been well validated and widely 

used in business, government, non-profit and education sectors, including 

organisations such as HSBC, Amazon, Microsoft and the UN. The SEI is composed 

of 77 randomly ordered items answered through a 5-point Likert scale, plus an 

optional mood question. The SEI scoring uses 28 (i.e. Consistency index, Positive 

impression index, Time of compilation index and Answer style index) (J. Freedman, 

Ghini, and Dijk, n.d., 3).  

The SEI measures EI skills in leadership and life and put these skills into the 

context of important life and work outcomes. It focuses on eight fundamental skills of 

EI (refer to Table 1) and four important success outcomes, namely, Effectives, 

Relationships, Wellbeing, and Quality of Life. These can be used to predict a person’s 

job performance in the small group ministry. In addition to the SEI, the 20 small 

group leaders will respond to a separate survey, to provide a numeric description of 

their attitudes or opinions relating to job satisfaction in the small group (Form 1). 
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1.4 Research Hypotheses  

“Does emotional intelligence (EI) help to improve small group leaders’ job 

satisfaction?” My research assumes that the science and the use of EI is biblical and 

may help to improve the small group leaders’ job satisfaction in the Chinese churches 

in Singapore.  

The project assumes that a small group leader plays a crucial role in 

determining the success or failure of a small group. Hence, it is meaningful to 

investigate the impact of EI competencies on the job satisfaction of church leaders 

who oversee small groups. As mentioned above, the review of the literature showed 

that insufficient research exists regarding EI and small group leaders’ job satisfaction. 

Therefore, this study addresses this absence. If small group leaders with higher EI 

competencies experience greater job satisfaction because they can manage challenges 

to generate a positive outcome that nurtures and sustaisn their affection for their 

ministry work, henceforth it will be worth extending EI skills into small group 

leadership training.  

 

This investigation work focuses on the following research question and sub-

questions: 

What is the association of EI and small group leaders’ job satisfaction? 

i. How does the extent of EI competencies impact leaders’ job 

performance? 

ii. How does EI contribute to leaders’ job satisfaction? 

 

The hypothesis (H) includes: 
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H1:  Higher EI leader will experience lesser level of burnout. 

H2:  Higher EI leader will have a longer leadership lifespan. 

H3:  Higher EI leader will maintain healthier wellbeing and have lower risk 

of a destructive personal crisis.  

 

EI used in this study is defined according to the SEI Model, extracted from Six 

Seconds Emotional Intelligence Network. The SEI model defines EI as “the capacity 

to blend thinking and feelings to make optimal decisions, which is key to having a 

successful relationship with yourself and others” (J. Freedman and Salovey 2012; J. 

Freedman 2010). The model believes that a leader who has higher capacity in self-

awareness and in regulating personal choices will have a greater ability to generate 

positive results, to build and maintain strong interpersonal connections, and to create 

satisfaction and maintain optimal functioning.  

The hypothesis is extended from existing literature that explains the 

demanding nature of pastoral work and the threats to job satisfaction. A small group 

leader participates in pastoral leadership by facilitating true relationship-based 

community and carrying out the shepherding duties. Therefore, the small group 

leaders can also share similar risks as pastoral leaders and such threats can be 

summarized into three categories: (i) High level of burnout; (ii) Relatively short life 

span as a leader; (iii) Increased likelihood of negative wellbeing and personal crisis 

(NCLS Research 2014; Maslach and Zimbardo 2003; Chandler 2009b; Elkington 

2013; Laaser 2003). 

The hypothesis is tested for each of the eight competencies (components), and 

participants will receive their self-reporting SEI scores instantly upon completing 
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their online assessment. The model has three pursuits, and beneath are the eight EI 

measurable (components) competencies as shown below in Table 1. 

 

Know Yourself 

Self-Awareness 

Choose Yourself 

Self-management 

Give Yourself 

Self-direction 

1. Enhance Emotional Literacy: 
Recognize and appropriately 
express emotion 

2. Recognize Patterns: 
Recognize reactions and 
choices  

 

3. Apply Consequential 
Thinking:  
Evaluate the costs and benefits 
of choices before acting 

4. Navigate Emotions:  
Learn from and transform 
feelings 

5. Increase Optimism:  
Identify multiple options for 
changing the future 

6. Engage Intrinsic Motivation: 
Build internal energy and drive 

7. Increase Empathy:  
Respond appropriately to 
others’ feelings 

8. Pursue Noble Goals:  
Align daily choices with 
principles and purpose. 

Table 1 – SEI Emotional Intelligence Competencies 
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1.5 Definition of Terms 

Church – I am referring to the typical local church in Singaporean assembly of 

ethnic Chinese Christians who hold to an evangelical faith. 

Emotional competencies - As a "learned capability based on emotional 

intelligence that results in outstanding performance at work” (Daniel Goleman 1998). 

Emotional intelligence (EI) – “The ability to perceive and express emotion, 

assimilate emotion in thought, understand and reason with emotion, and regulate 

emotion in the self and others” (John D. Mayer et al. 2011). 

Effectiveness - Capacity to generate results (includes Influence and Decision 

Making) (J. Freedman and Fariselli 2016, 3). 

Life skills – World Health Organization 1997 defines life skills as, “The 

abilities for adaptive and positive behaviour that enable individuals to deal effectively 

with the demands and challenges of everyday life” (Iyer, n.d.; Pillai 2012). 

Relationships – Capacity to build and maintain networks (includes Network & 

Community) (J. Freedman and Fariselli 2016, 3). 

Intelligence – An ability to interact and problem solve (Thomas 2006; H. 

Gardner 1999). 

Job satisfaction – “The extent to which ministers experience positive affect in 

relation to ministry, marked by contentment with the perceived conduct and outcomes 

of one’s ministry work” (M. Miner, Dowson, and Sterland 2010, 25). 

Quality of life – capacity to maintain balance & fulfilment (Achievement & 

Satisfaction)  (J. Freedman and Fariselli 2016, 3). 

SEI – The Six Seconds Emotional Intelligence Assessments (SEITM) is a set 

of effective measures that help people develop and apply emotional intelligence 

professionally and personally (J. Freedman, Ghini, and Jensen 2004).  
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Small group – “A small group within the church is a voluntary, intentional 

gathering of three to twelve people, regularly meeting together with the shared goal of 

mutual Christian edification and fellowship” (Pierce, 2012).  

Small group ministry - “Small groups are group[s] of people who meet 

regularly for the purpose of spiritual edification and evangelistic outreach. They 

should function as parts of a local church, not as independent entities” (Severance, 

2003).  

Teamwork – A “work group or unit with a common purpose through which 

members develop mutual relationships for the achievement of goals/tasks” (Philip R. 

Harris and Kevin G. Harris 1996). 

Wellbeing - Capacity to maintain optimal energy and functioning (Balance 

and Health) (J. Freedman and Fariselli 2016, 3). 
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Chapter 2 

Literature Review 

 

2.1 About Emotional Intelligence  
 
 As early as 1966, the term emotional intelligence was published several times 

in the literature, including the German journal Praxis der Kinderpsychologie and 

Kinderpsychiatrie by Leuner (Matthews, Zeidner, and Roberts 2003, 10), and the 

concept was initially traced to Charles Darwin’s work on the importance of emotional 

expression for survival and adaptation (Bar-On 2006a, 4).  

During 1983, Harvard developmental psychologist Howard Gardner addressed 

the limitation of traditional intelligence where the scope or definition was inadequate 

to fully understand human cognitive ability. He published a book called Frames of 

Mind in which he argued that the dominant forms of intelligence associated with 

linguistic, logical, and mathematical ability should be supplemented by other forms of 

intelligence (D. H. E. Gardner 2014; K. Davis et al. 2011, 485–503; H. Gardner 2011; 

H. E. Gardner 2000). He then introduced the theory of Multiple Intelligences, 

specifically on the concepts of interpersonal intelligence and intrapersonal 

intelligence (Glazzard 2015; K. Davis et al. 2011, 492; H. Gardner 2011; Claxton 

2005, 6–7). According to Gardner, “Interpersonal intelligence denotes a person’s 

capacity to understand the intentions, motivations, and desires of other people and, 

consequently, to work effectively with others” (H. E. Gardner 2000, 43). The 

“intrapersonal intelligence involves the capacity to understand oneself, to have an 

effective working model of oneself—including one’s own desires, fears, and 

capacities —and to use such information effectively in regulating one’s own life” (H. 

E. Gardner 2000, 43).  The model idea of emotional intelligence may be found in the 
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term social intelligence and multiple intelligences from Gardner (Stoyanova 2010, 6–

7; Claxton 2005; D. L. Goleman 2002, 4), and Dr. Bar-On works on emotional 

quotient (Bar-On 1988; 2006b). 

Peter Salovey is an American social psychologist and current President of 

Yale University, and John D. Mayer is an American psychologist at the University of 

New Hampshire. The personality psychologists published their first academic 

definition of emotional intelligence in 1990, and they have continued as the leading 

researchers in the field. Reuven Bar-On, an Israeli psychologist and researcher at 

University of Texas Medical Branch, is another pioneer in the field of EI. His 

concepts were later used by Peter Salovey and John Mayer, to form the first formal 

model and definition for emotional intelligence (Salovey and Mayer 1990). They 

defined “Emotional intelligence as the ability to perceive emotions; to access and 

generate emotions to assist thought; to understand emotions and emotional knowledge, 

and to reflectively regulate emotions to promote emotional and intellectual growth” 

(Salovey and Mayer 1990, 189).  

In brief, EI is a set of abilities concerned with processing emotions and 

emotional information, used to accurately collect data of feelings including self and 

others, and using the data to make better-informed decisions. While the concept of EI 

has generated substantial attention, researchers continue to examine its validity. Such 

validation has three areas: Firstly, is it capable of being operationalized as a set of 

abilities? Secondly, it should meet specific standard criteria for scientifically 

legitimate (e.g., correlational criteria, be intercorrelated, be related to pre-existing 

intelligence and its unique variance). Thirdly, the abilities of intelligence should 

develop with age and experience  (e.g., correlational criteria, be intercorrelated, be 



 18 

related to pre-existing intelligence and its unique variance) (Landy 2005; Matthews, 

Zeidner, and Roberts 2003; Roberts, Zeidner, and Matthews 2001).  

Following Salovey and Mayer’s model, as well as several other researchers 

and practitioners, Daniel Goleman adopted and modified their EI model (D. Goleman 

1998; Salovey and Mayer 1990). In continuance of this initiative, he wrote and 

published the book Emotional Intelligence (Daniel Goleman, 2005), and unexpectedly 

gained a massive popularity on the interest of EI, including the cover story of Time 

Magazine on Oct. 2, 1995 (Gibbs 1995), and consequently Goleman’s thought 

emerged into different models of EI. He also wrote curricula for two school programs, 

namely one for the New Haven Schools’ Social Development program (J. Freedman 

2007) and another for Six Seconds International Network “Self-Science” (The 

Science of Self) (J. M. Freedman et al. 1998; Jensen 2003). 

In 1997, the team of Six Seconds International Network created a process 

framework for teaching and practicing EI skills, and putting EI into action. The Six 

Seconds Model focuses on action within three areas: “Know Yourself,” “Choose 

Yourself,” and “Give Yourself,” and with eight learnable competencies, which are 

measured by the Six Seconds Emotional Intelligence Assessment (SEI) (J. Freedman, 

Ghini, and Dijk, n.d.; “Six-Seconds-EQ-and-Success-White-Paper.Pdf” n.d.; “SEI 

Technical Manual 4.0” 2016).  

 

2.2 The Assessments of Emotional Intelligence   

Due to the increasing interest in EI, some researchers and practitioners have 

developed various methods of assessment. These are instruments purporting to 

measure the construct of EI, using different models and definitions of emotional 

intelligence. The popularly known assessment examples are primarily the Mayer-
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Salovey-Caruso model measured by the Mayer-Salovey-Caruso Emotional 

Intelligence Test MSCEIT, the Bar-On model measured by the Emotional Quotient 

Inventory EQi, the Goleman model measured by the Emotional Competence Inventory 

(ECI 2.0) and the Six Seconds model measured by the Six Seconds Emotional 

Intelligence Assessment SEI (Van Rooy and Viswesvaran 2004). Based on the 

different theoretical approaches to EI accepted by the academic community 

(Fernández-Berrocal and Extremera 2006) and Encyclopedia of Applied Psychology 

recommendation, these are examples of some major conceptual models used in 

designing the Six Seconds EI measurement tool:  

 

(a) The Salovey-Mayer model – An ability-based test of emotions 

Emotional and Social Intelligence (ESI) as a theoretical concept was generally 

the product of personality psychologists and was developed into a test known as The 

Mayor-Salovey-Caruso Emotional Intelligence Test (MSCEIT). This is an ability-

based test rooted in the work of Mayer, Salovey, and Caruso, which construct the 

ability to perceive, understand, manage and use emotions to facilitate thinking 

(Salovey, Mayer, and Caruso 2002). The Mayer-Salovey model consists of four 

interconnected abilities. 
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Diagram: The Salovery-Mayer EI Model 

 

Perception – Perceiving your emotion, others’ and your environment 

Facilitation – Using emotion to interpret the world and changes in different ways  

Understanding – Conceptual knowledge of emotions and their impacts 

Management/Regulation – The ability to navigate your emotions and others’ 

 

Based on these EI conceptual definitions, their measurement assessment tool 

varies in terms of construct and definition, and the assessment tool was developed and 

strategized to determine EI competencies from personality attributes or behavioural 

outcomes. Nonetheless, the model has received extensive reliability and validity 

through an increasing number of research articles and publications on EI to date. They 

have an aggregate measurement of scientific support for EI measurement (Austin, 

Saklofske, and Egan 2005; Gallagher and Vella-Brodrick 2008; Schutte et al. 2002). 

Peter Salovey and John Mayer’s concept is categorized under the ability 

model since it explains EI as a form of pure intelligence, and emotional intelligence is 

a cognitive ability. Their theory of emotional intelligence assimilates vital concepts 

from the fields of intelligence and emotion. Emotions are signals that convey regular 

information and discernment about self and relationships. Salovey and Mayer defined 

emotional intelligence as the "ability to monitor one's own and other's feelings and 

emotions, to discriminate among them and to use this information to guide one's 

thinking and actions” (Salovey and Mayer 1990).  

Their measurement instrument Mayer-Salovey-Caruso Emotional Intelligence 

Test (MSCEIT) (J. D. Mayer, Salovey, and Caruso 2002), is developed from this 

ability model of EI (Salovey and Sluyter 1997). The MSCEIT uses an online self-

reporting which asks respondents to react to situations that involve emotions and then 
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measures how that person reacts to that situation. This is to determine how people 

solve emotional problems, and what is their understanding of emotion (John Mayer 

2004, 197–215). It also proposes that EI is comprised of two areas, experiential and 

strategic. Each area is further divided into two branches that include perception, 

understanding, and management of emotion (M. Lewis and Haviland-Jones 2000, 

504–20; John D Mayer, Caruso, and Salovey 1999; Salovey and Sluyter 1997). The 

MSCEIT assesses this four-branch model of EI with 141 items. The test yields seven 

scores: one for each of the four branches, two area scores, and a total EI score. 

Research has suggested that this ability model derived from Peter Salovey and John 

Mayer is reliably measured and can help determine certain essential psychological 

and behavioural outcomes (Kong 2014; Fiori et al. 2014; Brackett and Salovey 2006). 

 

(b) Reuven Bar-On model – A personal capabilities approach 

The second model is by Reuven Bar-On. This model of emotional-social 

intelligence (Bar-On 2002; 2006b; 1997) is a mixed EI model consisting of emotional 

and social competencies (Farh, Seo, and Tesluk 2012; Psychology and Professor 2001; 

Schulze and Roberts 2005). Bar-On's model is a personal capabilities approach, and it  

relates to the potential of performance and success such as academic performance, 

career path, didactic and organizational effectiveness, occupational leadership 

performance, psychological, physical health and well-being (Bar-On 2002). Bar-On’s 

model of EI evolved from his early clinical experiences and with a thorough review to 

determine why some individuals are more successful in life than others. He found that 

it is not always based on cognitive abilities. According to Bar-On, “emotional-social 

intelligence is a cross-section of interrelated emotional and social competencies, 

involving skills that determine how effectively we understand and express ourselves, 
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we understand others and relate with them, and how we can cope with daily demands” 

(Bar-On 2006a, 14).  

Bar-On developed the Emotional Intelligence Inventory (EQ-i), the model that 

emphasizes how cognitive and personality factors influence general well-being. 

Within the model, there are five domains: Intrapersonal Skills, Interpersonal Skills, 

Adaptability, Stress Management, and General Mood (Bar-On 1997). It is a self-

reporting measure of emotionally and socially intelligent behaviour that provides an 

estimate of emotional-social intelligence based on Bar-On’s array of non-cognitive 

capabilities, and it is used worldwide with over one million individuals (Bar-On 

2006a).  

The current Emotional Quotient Inventory 2.0 (EQ-i 2.0) consists of 133 

questions and a five-point response scale. The assessment renders four validity scale 

scores, five composite scale scores and fifteen EQ subscale scores. EQ-i raw scores 

are transformed into standard scores (Wilhelm and Engle 2004, 82–83). The 

validation is well documented, the data shows consistency and a retest reliability over 

a one to four month period (Wilhelm and Engle 2004). EQ-i is widely known among 

numerous practitioners. Significant test publishers back it, and several related 

resources, books, and programs are accessible (Wood, Parker, and Keefer 2009; Bar-

On 2006a; Millet 2007). The EQ-i received its first major research update in 2011 

where the structure and method of the tool was significantly changed and relabelled 

EQ-i 2.0 (J. Freedman 2011).  
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Diagram: The Bar-On EI Model 

 

(c) The Goleman model, the Emotional Competence Inventory (ECI 2.0) 

Developed by Boyatzis, Goleman, and their colleague, the model constructs a wide 

selection of emotional competencies and positive social behaviour skills to promote 

managerial performance (Boyatzis, Goleman, and Rhee 2000). Goleman’s model is a 

set of competencies he perceives as comprising EI,  a mixed intelligence involving 

cognitive ability and personality aspects. Unlike the model proposed by Reuven Bar-

On, Goleman's model focuses on how cognitive and personality factors influence 

workplace success. Anyone who undergoes emotional hijack experiences cognitive 

function inhibition. Hence, leaders who are proficient at mastering most of their 

emotions can consistently outperform their peers with better cognitive performance 

(Perloff 1997). As a prominent researcher and psychologist, Goleman defined EI in a 

broader sense: “A form of intelligence relating to the emotional side of life, the ability 

to recognize and manage one’s own and others’ emotions, to motivate oneself and 
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restrain impulses, and to handle interpersonal and intrapersonal relationships 

effectively” (D. Goleman 1998). The first measure developed by Goleman in 1999 is 

Emotional Competency Inventory (ECI). In 2007, a newer Emotional and Social 

Competence Inventory (ESCI) was developed by Goleman and Boyatzis to replace 

the Emotional Competence Inventory (Peltier 2011).  

 

Diagram: The Daniel Goleman EI Model 

 

Self-awareness - A person that is self-aware understands what drives their 

behaviour, as well as the effects that it has on others. 

Self-regulation - This consists of an ability to think prior to acting, and also to 

suspend emotional judgement on occurrences. 

Relationship skills - The social skills to form relationships with others. 

Social awareness - The empathic ability to understand others’ emotional 

makeup and treating them according to subsequent reactions. 

 

The ECI is a 110-item self-report measure and a 360-degree tool created for 

use in organizations to measure emotional and social competencies of individuals 

(Boyatzis, Goleman, and Rhee 2000). ESCI is a seventy-two item self-report measure 

that assesses twenty competencies in the same four clusters that Goleman defined: 
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Self-Awareness, Self-Management, Social Awareness, and Relationship Management. 

The latest version ECSI is not a psychometric assessment, but a competency profile 

based on the extensive Hay database (J. Freedman 2010). 

 

(d) The Six Seconds Emotional Intelligence Assessments (SEI) measures help 

people develop and apply emotional intelligence professionally and personally.  The 

SEI was developed in 1997 and published in 2005. It is based on the Six Seconds 

Emotional Intelligence Model.  

The Six Seconds EI Model, also known as EQ-in-Action, begins with three 

important pursuits: to become more aware (noticing what you do); more intentional 

(doing what you mean); and more purposeful (doing it for a reason). Within each of 

these three pursuits are specific competencies measured by the SEI. The competencies 

are shown on the next page.  

 
Diagram: The Six Seconds EI Model 

 

The SEI was published in May 2005 by Six Seconds, the biggest emotional 

intelligence network in the world. The SEI is composed of seventy-seven randomly 

ordered items answered through a five-point Likert scale, plus an optional mood 
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question. The SEI scoring uses twenty-eight different normative scales including 

hidden indices to increase objectivity and accuracy. The SEI algorithm includes 

weighted items derived from statistical analysis plus feedback from a panel of EI 

experts. It measures eight fundamentals of EI (including emotional literacy, emotional 

management, and empathy)—plus four critical success outcomes (such as 

Effectiveness and Relationships) (“SEI Technical Manual 4.0” 2016, 16). 

The Six Seconds SEI research shows a strong and substantial relationship 

between scores on EI and scores in the outcomes. It is further supported by stepwise 

regression analysis (A way to build a model by adding or removing predictor 

variables.) that SEI has considerable predictive power.  

 

 

Diagram: The Six Seconds EI Model 
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This model of EQ-in-Action begins with three important pursuits, using the 

SEI model as the basis of discussion for EI competencies and leadership effectiveness, 

involves the following categories.: 

 

1. Knowing Yourself 

“Knowing yourself” is defined as “increasing self- awareness, recognizing 

patterns, and identifying feelings, [which] lets you understand what ‘makes you tick’ 

and is a first step to growth.” The competency to accurately identify and interpret both 

simple and compound feelings and to acknowledge frequently recurring reactions and 

behaviours (“SEI Technical Manual : Emotional Intelligence Network Knowledge 

Base” n.d., 17).  

Leaders with high self-awareness are more capable of noticing their feelings 

and behaviours and regulating their habitual reactions to self and others’ emotions. 

Being in a leadership position, knowing one’s own emotional habits and reactions will 

bring a clearer picture of his or her strengths and weaknesses. Self-awareness helps 

leaders to uncover blind spots and take ownership of their actions and reactions.  

 

2. Choosing Yourself 

This is defined as “intentionality. Building self-management and self-direction 

allows you to consciously redirect your thoughts, feelings, and actions.” The 

competency to evaluate the costs and benefits of our choices, assessing, harnessing, 

and transforming emotions as a strategic resource. This is driven by intrinsic 

motivation and taking a proactive perspective of optimism (“SEI Technical Manual : 

Emotional Intelligence Network Knowledge Base” n.d., 17). 
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Leaders who have the skills to manage and redirect their thoughts, feelings, 

and actions are more able to navigate their emotions, avoid being overwhelmed by 

negative affect, and to engage their innermost values and commitment to perform well 

under stress (Appendix 2). Leaders with EI are capable of making intentional 

responses rather than reacting unconsciously under impulsiveness. 

 

3. Giving Yourself 

This is defined as “purpose. Aligning your daily choices with your values, 

combined with compassion, allows you to increase your wisdom and achieve your 

vision.” The competency to recognize and appropriately respond to others’ emotions, 

and connect to our overarching sense of purpose. (“SEI Technical Manual : Emotional 

Intelligence Network Knowledge Base” n.d., 17) 

Leaders who are more able to recognise others’ emotions are more likely to 

respond appropriately that includes the emotional needs of others; and, hence, their 

decisions are socially beneficial. Their ability to connect positively with others and 

choose the best course of action to benefit people and the organisation may help 

subordinates to consider the interest of the group over personal wants, to do more than 

the minimum requirement and to achieve common organisation goals (Fakhra Batool 

Bano Fakhra Batool 2013). 

The SEI model focuses on success in the context of life and work outcomes 

for a practical purpose. The Six Seconds research shows that these outcomes are 

driven by individual EQ competencies. SEI is linked to four key outcomes as follows 

(“SEI Technical Manual 4.0” 2016, 9):  
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Key Outcomes Prediction Success Factor 

EQ and Effectiveness 51.4% Decision Making – 

Capacity to select the 

most effective option 

Influence – Capacity to 

motivate and involve 

others 

EQ and Relationship 28.6% Network – Capacity to 

build multiple 

relationships to create 

alliance and support 

Community – Capacity to 

maintain mutually caring 

connections to increase 

belonging 

EQ and Well-being 16.9% Balance – Capacity to 

prioritize, manage stress 

and be fully present 

Health – Capacity to 

maintain optimal physical 

energy and functioning 

EQ and Quality of Life 38.8% Achievement – Capacity 

to accomplish meaningful 

goals 

Satisfaction – Capacity to 

feel appreciation about 

one’s life and efforts 

Table 3 Six Seconds Emotional Intelligence Success Factor 

 

Effectiveness - Capacity to generate results, the EI score predicts 51.4% of the 

variation of effectiveness scores. 

Relationships - Capacity to build and maintain networks, the EI score predicts 

26.6% of the variation of relationship scores. 

Well-being - Capacity to maintain optimal energy and functioning, the EI 

score predicts 16.9% of the variation in well-being scores.  

Quality of Life - Capacity to maintain balance and satisfaction, the EI score 

predicts 38.8% of the variation in well-being scores.   

Fundamentally, all the EI models have, in some way covered aspects of 

understanding oneself, taking charge of oneself and applying that awareness and 

ability in one’s interactions with others. 
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Self-Awareness Self-Management Application 

Mayer/Salovey Perceive 
Understand 

Use Manage 

Bar-On Intrapersonal Adaptability Stress 
Mood Management  

Interpersonal 

Goleman Self-Awareness Self-Management Other-Awareness 
Relationships 

Six Seconds Know 
Yourself 

Choose 
Yourself 

Give 
Yourself 

Table 2 Comparison of EI Models 
(“Emotional WHAT? Definitions and History of EQ (2017 Update) • Six Seconds” 2017) 

 

 For this research project, the Six Seconds Emotional Intelligence Assessment 

(SEI) is introduced and selected for use. Unlike other EI models, instead of defining 

EI, the Six Seconds model has a process framework for putting EQ into action (How 

to use emotional intelligence), turning emotional intelligence theory into a more 

intentional and meaningful skills set. The model is simpler in many ways, and it is 

highly learnable, teachable, and transferable knowledge. 

 Secondly, the Six Seconds organisation is known as the largest non-profit 

emotional intelligence organization. While other EI assessment tools are more 

diagnostic focused, SEI distils the data into an actionable framework. The model 

considers the scientific concept of Peter Salover and John Mayer, and also builds on 

the model popularized by Daniel Goleman.  

The model’s purpose is to integrate leading thinking and research on this 
emerging science into a practical structure that promotes problem solving, 
decision-making, and creativity. The ultimate goal is to assist people to be 
aware, intentional, and purposeful (“SEI Technical Manual 4.0” 2016, 16). 
 
Thirdly, the researcher is fully trained and formerly certified under the SEI 

training program, and with more than four years of experience conducting workshop 

with the SEI assessment. Therefore, it is practical for him to do so. 
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2.3  EI and the Small Group Leadership Training 
 

There are many popular publications on small group leadership, which are 

commonly found in the seminary library listings and in small group ministry research 

work. Nevertheless, the majority of these learning materials focus on how to operate 

small group ministries and aim to equip leaders with skills to provide pastoral care 

and growing disciples. The emphasis is weighted towards their spiritual practices 

(more prayers, dependence on God and inward spirituali disciplines), biblical 

principles (Christian character or morals) and teaching about ideas of surrender and 

servant (Christ-like) leadership. Interpersonal life skills, including emotional 

intelligence, is not an area of concern nor key subject among these publications. 

 

a. Focus on leader’s spirituality  

For example, Aubrey Malphurs’ book, Being Leaders, aims to build an 

authentic Christian leader. In the eight chapters of Being Leaders, Malphurs focuses 

on the characteristics that compise his definition of an authentic Christian leader in 

today’s world. From godly character and commitment to pure motives and a servant 

attitude, Malphurs examined leaders of the first-century church and discussed 

qualities such as credibility, capability, and influence that were essential for 

successful leadership (Malphurs 2003). Aubrey Malphurs’s approach is commonly 

found among traditional conservative Christian leadership that enhances teaching on 

selflessness and sacrificing one’s interests in order to serve the other. The humility 

and selfless love for others can be seen in the lives of many Christians. Here, the 

author aims to provide spiritual principles and to model after a faithfully biblical 

standpoint. The main concern in spiritual leadership is its relationship with God and 
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the value system derived from Scripture but somewhat neglects the basic 

physiological and emotional needs in relationships. 

     

b. An operational manual for the small group leader  

Carl George’s book Nine Keys to Effective Small Group Leadership is like a 

standard operational manual; it includes shepherding, building community, 

discipleship, and evangelism as part of the small group experience. Carl George 

effectively communicates the essential basics of being a small group leader. The 

manual highlights the difference between being a facilitator of small group time and 

being a leader (George and Bird 2007). The manual does not focus on the ability to 

build interpersonal relationships—which is about the skills of understanding others, 

cooperating with others, effectively communicating with and listening to others, and 

connecting with others. Emotional intelligence can provide the skills we need, 

including how we understand others and their emotions, and our actions and 

behaviours towards them. 

 

c. The job description for small group leaders 

Written by a genuine practitioner, Dave Earley’s book, 8 Habits of Effective 

Small Group Leaders, was known as a practical book for everyday laity to read, 

especially useful for newly installed small group leaders. The eight habits are 

to dream, pray, invite, contact, prepare, mentor, fellowship, grow. The points are to 

keep small group leaders focused on the fundamentals of leading for and caring for a 

group ministry, prayer, invitation, connecting group members (Earley 2001). This 

type of publication is highly task-oriented, specifies more on the how, and 

understandably this publication has an intended purpose of promoting the small 
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group’s systematic growth. The singular challenge will be the high commitment level 

required to apply these habits when leading people, which is no small task. However, 

without a mature level of interpersonal skill sets to work with members, one may find 

it hardly sustainable or be motivated to perform these tasks. 

 

d. Psychological principles for small groups 

Henry Cloud and John Townsend in their book Making Small Groups Work: 

What Every Small Group Leader Needs to Know describe what makes small groups 

work, how to lead small groups that help people grow, and explains the roles and 

responsibilities of both leaders and group members (Cloud and Townsend 2003). This 

book is considered a good blend of psychology and Bible teaching, because they 

make psychological principles accessible in the context of small group life, providing 

valuable guidance on how we can help small group spiritually, emotionally and 

relationally. Cloud and Townsend frequently explain how to deal with people's 

feedback and truth, believing the life giving value of hearing the truth relates with 

ourselves and with others (Cloud and Townsend 2003, 134). Basically, the book is 

concerned with guiding a variety of faith-based, small groups, and will probably offer 

some wise advice for all of them. Still, in its effort to be broadly applicable, it does 

not give an understanding of how to structure or lead in a group relationship.. The 

book has much practical application on what makes a small group work, but not on 

the education of learning about oneself and others, which is perhaps the missing link 

in this book. 
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e. A leadership development guide for small group leaders 

Malphurs’ book, Building Leaders, provides a practical methodology on small 

group leadership development. It deserves to have the subtitle, “Blueprints for 

Developing Leadership at Every Level of Your Church” (Malphurs and Mancini 

2004). This book is heavily based on the Western business model instead of a biblical 

ecclesiology. The book introduces some critical interpersonal skill sets for leaders, 

and some may find this business-based experiences practical, particularly for new 

leaders’ development. It is more a collection of business world interpersonal 

experience, similar to popular authors like John C. Maxwell but not so much a well-

constructed life skills curriculum. 

 

f. Training manual for small group leaders 

Scott Boren and Don Tillman’s book, Cell Group Leader Training: Trainer’s 

Guide. As the title stated, it is a guidebook about training leaders, practical guidelines 

on training small group leaders, including procedures for each of the training phases 

and durations to cover the material and train participants’ understanding. The book is 

informative, basically covering many operational aspects of small group ministry, and 

what leaders may expect to experience in the small group. In the area of interpersonal 

relationships, however, the manual is lacking or does not provide enough content for 

people skills, the suggestions provided in this book may seem oversimplified.  

 

g. Leadership spirituality 

Oswald Sanders’ book, Spiritual Leadership is another traditional training 

leader about Christian spirituality. It explores many aspects of spiritual leadership on 

the basis of sound biblical foundations. Sanders has a high regard for spiritual 
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leadership as God’s work, and he expresses the seriousness with which it must be 

undertaken. This makes the book beneficial for all persons within the body of Christ 

and not just leaders or potential leaders (Sanders 2017). Nevertheless, the life skill or 

emotional intelligence is not addressed in his books or training. 

 

Summary 

Since many of the current training does not include the preparation of life 

skills through emotional intelligence, small group leaders will have to discover the 

skills themselves, through real-life experience from trial and error while ministering 

(West, Oswald, and Guzmán 2018, 5). Hence, when some common problems 

encountered by the small group leaders include conflicts and diverse emotional needs 

among the members, it can lead to member retention issues in the groups. 

Furthermore, when personal conflict demands the upmost attention from the leader, it 

becomes even harder for the leaders to manage their personal emotions in order to 

focus on the group’s common goals.  

The small group leaders, who are encountering these problems or are 

overwhelmed by these issues, often feel a sense of inadequacy and shame (Cloud and 

Townsend 2003, 43, 48; NCLS Research 2014; Earley 2001, 25–28). These leaders 

often struggle to reconcile their self-expectation and perceived performance outcome. 

They face threats of overextending themselves physically and emotionally (NCLS 

Research 2014; Donahue and Robinson 2009, 75–77; 2012, 74). Eventually, some of 

these leaders resign from their roles or carry out duties with very low enthusiasm 

(Comiskey 2009, 101; Neighbour 2009; NCLS Research 2014).  

This is because the leaders base their self-worth and satisfaction on their job 

performance and the results they bring to bear with their group members.  As defined 
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by Miner, Dowson, and Sterland (M. H. Miner, Dowson, and Sterland 2010), job 

satisfaction and self-worth for those in the ministry is “the extent to which ministers 

experience positive affect in relation to ministry, marked by contentment with the 

perceived conduct and outcomes of one’s ministry work” (M. H. Miner, Dowson, and 

Sterland 2010, 169). In other words, it is crucial for the leaders to have positive and 

hopeful perspectives of their service ministry so that they can experience satisfaction 

and find value in their job. To sustain job satisfaction in small group ministry, the 

leaders need the competencies to handle challenges in small groups and achieve 

positive performance outcomes. Therefore, church leadership training may need to 

extend into these relevant competencies through life skills such as EI. 

As Goleman has noted, competencies are coordinated by a bundle of habits 

(Daniel Goleman 2000, 241), and life skills is referred to as a multiplicity of psycho-

social and interpersonal competencies (Iyer, n.d.). Many organisations including the 

World Health Organization (WHO) and many reports have agreed that life skills can 

help people make well informed decisions, communicate effectively, develop coping 

and management skills that have the interpersonal abilities for adaptive and positive 

behaviour, to lead a healthy and productive life (Yuen et al. 2010; Pillai 2012; 

Pradeep 2017; Prajapati, Sharma, and Sharma 2017; Mohammadzadeh et al. 2017; 

Petra and Estera 2018).  

Some of the life skills are self-directed, while some are directed towards 

others, while other are both self- and other-directed. In other words, life skills are a 

set of capacities that equip people to deal effectively with the demands and challenges 

of everyday life. One of these skills sets is emotional intelligence (EI). Multiple types 

of research have successfully shown link between life skills, such as emotional 
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intelligence, with spirituality and work performance (Côté et al. 2010; Tischler, 

Biberman, and McKeage 2013).   

 

2.4 Emotional intelligence and leadership 

 
The aim of this section is to provide an overview of what the general academic 

community has written concerning the association of EI and leadership. A theoretical 

framework based on SEI was utilized to demonstrate the relationship between EI in its 

various domains (Self-awareness, Self-management, and Self-direction) and pastoral 

job satisfaction as a small group leader (J. Freedman, Ghini, and Dijk, n.d., 2). 

Leadership is about the interaction between people, and, hence, ability to 

handle intra- and interpersonal emotions will be an important factor affecting 

leadership performance. It is the ability of the leaders to resolve complex social issues, 

address the complexity of the challenges in the work environment. There is an 

increasing number of psychologists, scholars, and studies that support EI 

competencies and specific behaviours associated with leadership effective and 

ineffectiveness (Walls et al. 2001; Antonakis, Ashkanasy, and Dasborough 2009; 

Palmer et al. 2001).  

Erik Erikson’s theory of human development is a significant and helpful 

concept for understanding the relationship of emotional intelligence and leadership 

development. Many authors have linked Erikson’s theory of identity development to 

leadership and leadership development. Experts—such as Kegan (Kegan 1982), 

Cook-Greuter (Cook-Greuter 2000) and Bachkirova (Bachkirova 2011)—have built 

on this model. Erikson’s theory on psychosocial stages of development focus 

psychosocial stages of development provides the construct for emotional lifespan 

development (Scheck 2014). Erikson’s theory comprises of the eight stages of 
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development over a human lifespan, from infancy through late adulthood. Found in 

his 1950 book Childhood and Society, the model was also titled “The Eight Ages of 

Man.” Each stage requires the completion of specific psychosocial tasks, which 

provides one with emotional and cognitive life skills. Successful completion of each 

developmental task can develop a sense of competence for a healthy personality, for 

maturation into a functional leader (Waterman 1992; Erik Homburger Erikson 1980; 

Erik H. Erikson 1950).   

The most famous cognitive theorist, Jean Piaget, in his four stages of 

Cognitive Development promoted the concept of stage development to classify how 

people develop intellectually during their lifetime and stated that no act of intelligence 

is complete without emotions (Piaget 2001, 7). He believed that with practice an 

individual can increase her emotional intelligence (Piaget and Inhelder 1969).  

Albert Ellis’s ABC model in the cognitive behavioural therapy describes an 

overlap between human emotion and thinking, and suggests that there is a relatively 

strong relation between transformational leadership and emotional intelligence 

(Nielsen and Ellis 1994; Ellis and Daigle 2006). Ellis’s theoretical constructs 

associated with human psyche, self-actualization, purpose and goals of life, and short 

and long-term happiness (Bernard et al. 2010). Therefore, leaders with higher 

emotional intelligence are usually more successful, as well as more effective 

in leadership. 

Psychologist Howard Gardner expanded the traditional view on intelligences 

and later included EI as a better predictor of leadership performance and success (D. 

L. Goleman 2002; Fred C. 2011). He defined emotional intelligence as “the level of 

your ability to understand other people, what motivates them and how to work 
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cooperatively with them” (Akers and Porter 2018; Khan 2017). Thus, emotional 

intelligence is a crucial and key ingredient of leadership. 

Daniel Goleman is an advocate believing leaders have a significant impact on 

the success of teams and their organizations. The key competency that the effective 

leaders demonstrated are their ability to sense employees’ emotions in the workplace, 

to intervene when problems arise, to manage their own emotions in order to gain the 

trust of their employees and to understand the political and social conventions within 

an organisation (Bennis 2001).  

The development of emotional intelligence can contribute to success in 

leadership (Punia 2002, 685; Salicru 2019, 2). Leaders who outperform their 

counterparts need not be outstanding in their technical knowledge required for the job, 

but rather, they have learned the skills of EI in managing self and others and engaging 

well interpersonally.(Daniel Goleman 1998; 2006)   

There are many case studies of well-established business—for example, 

FedEx, Qatar Airways, and HSBC—that have observed improvements in employees’ 

engagement level, teamwork, and organisation efficiency after inculcating emotional 

intelligence in their leadership development programs (J. Freedman and Fariselli 

2016).  In Six Seconds case studies of measurement, EI intervention created a 139% 

increase in the number of highly engaged managers in Siemens Healthineers; 73% of 

leaders in Excelsis showed measurable improvements in key leadership attributes 

which helped to create higher team engagement and staff job performance (writer et al. 

2019). Findings showed that emotionally intelligent leaders have higher quality social 

relationships (Lopes et al. 2004; 2005), greater job satisfaction (Appendix 2), higher 

team engagement, and better job performance (Mwangi 2014).  
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In summary, recent research supports the positive impact of emotional 

intelligence in leadership and that emotional intelligence can lead to vastly improved 

leadership practices, leadership effectiveness, sales results, business ROI, and 

Organizational Performance (Anand and Udayasuriyan 2010; Blouch 2013; Palmer et 

al. 2001; Hess and C. Bacigalupo 2013; Brown 2014; Kotzé and Venter 2010; Wiete 

2013). 

 

2.5 Emotional intelligence and church leadership 

 

Within the Christian community, there are existing EI publication studies that 

focus on various aspects of leadership in church ministry and showed positive 

outcomes. These studies have also demonstrated that EI has a secure link with 

concepts of leadership and spirituality, and is capable of bringing compassion and 

humanity to work (Nazari and Emami 2013). Peter Scazzero, for example, is the 

author of several books relating to EI including The Emotionally Healthy Church. He 

had expanded the use of EI in the areas of discipleship, spirituality, and leadership. 

Scazzero’s works generally emphasize spiritual formation and touch on EI to offer a 

strategy for discipleship that accomplishes healthy living and actually changes lives 

(Scazzero and Bird 2003; Scazzero 2015; Scazzero and Scazzero 2017).  

Stephen Tourville’s dissertation on Training Pastors in Emotional Intelligence 

and Situational Leadership Skills conducted a research project introducing skills 

including EI to the local church for ongoing ministry effectiveness. In his research, 

Tourville realized that EI can establish a grid and understanding beyond the cognitive 

skills within the ministerial training for the local church (Tourville 2008).  
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Rupert Hayles’s Emotional Intelligence and the Church and Neil Nedley’s 

Emotional Intelligence: A Biblical Understanding both examine and show the 

connection between EI and the Christian community. They introduced a pathway to 

improve Christian emotional well-being and enhance overall spiritual leadership 

development towards an emotional healthiness and fruitfulness for Christ’s kingdom 

(Hayles 2012a; Nedley et al. 2011).  

In Emotional Intelligence for Religious Leaders, John Lee West and Roy 

Oswald identified the gap between theological training and religious leadership, and 

claimed that many religious leaders were not prepared enough for the emotional 

challenges they encountered. They explained how EI could affect the leaders’ 

interpersonal relationships and leadership effectiveness. By improving the leaders’ EI 

skills in the areas of emotional competencies, these leaders could expand their 

spiritual leadership potential in individuals and faith communities and experience 

profound satisfaction in their work (West, Oswald, and Guzmán 2018, 10). 

Kinney Benjamin from Tennessee Temple University looked at the 

relationship between psychological well-being, emotional intelligence, and job-related 

work affect in Southern Baptist pastors. His findings suggested higher emotional 

intelligence has a positive psychological well-being impact on leaders and helps them 

become effective leaders (Benjamin 2011).  

Jared Roth from Pepperdine University studied The Relationship Between 

Emotional Intelligence and Pastoral Leadership in Turnaround Churches, and the 

finding suggested that pastors with higher levels of these specific EI competencies 

had a stronger likelihood of improving church attendance and promoting continuous 

growth (Roth 2011, 114).  
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Clarkson Miller from Walden University examined the relationships of EI and 

performance-based self-esteem among 263 pastors in the United States. The result 

supported the importance of EI and concluded that EI education should be included in 

seminary training (Miller-Clarkson 2013).  

A study conducted by Spivey Emily from Pepperdine University, Exploring 

The Role of Emotional Intelligence in The Effectiveness of Lead Church Planters, 

claims that EI plays a causal role in the leadership and correlates strongly with 

healthy church growth (Spivey 2014).   

John West’s An Analysis of Emotional Intelligence Training and Pastoral Job 

Satisfaction showed that the lack of life skills in EI pose extensive emotional 

challenge from internal and external sources in ministry had negative effects on the 

pastors’ self-efficacy and corresponding job satisfaction (West 2016). 

The most exciting works are “The Emotionally Intelligent Pastor” by Roy 

Oswald (Oswald, Jacobson, and Mead 2015, 119–36), and Developing Emotionally 

Mature Leaders by Aubrey Malphurs, professor of Pastoral Ministries at Dallas 

Theological Seminary (Malphurs 2018). With their years of excellence at biblical 

exegesis,and life-experience in educating churches, they draw out the biblical 

evidence, and find examples of EI in Jesus Christ’s leadership model. They urge their 

readers to pay attention to the need for leaders to understand their emotions and 

manage them.   

While EI has proven to be positively correlated to leadership effectiveness, 

existing publications have yet to focus on the application of EI to small group leaders’ 

job satisfaction.    
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Chapter 3 

Biblical Perspective 

 

“What do emotions have to do with Faith?” 

Augustine of Hippo believes emotion has profoundly shaped the development 

of Christian theology, and it is a soul’s connection with God. Emotion is about human 

sinfulness and virtue, and the expressions of will (Corrigan 2007). Puritan theologian 

John Owen recognized that emotions can exert influence over our lives: “It is vain to 

contend with anything that hath the power of our affections in its disposal; it will 

prevail at the last” (Owen 1965, 397). Reformer Martin Luther appreciated the innate 

emotional bonds within the church, where emotions are deeply embedded in human 

nature, and even Christ himself was not without them (Kärkkäinen 2016). Regarding  

the relationship between our brains influencing our emotions and bodies, Jonathan 

Edwards literary present, “Such seems to be our nature, and such the laws of the 

union of soul and body, that there never is in any case whatsoever, any lively and 

vigorous exercise of the inclination, without some effect upon the body . . . But yet, it 

is not the body, but the mind only that is the proper seat of the affections” (Edwards 

2013, 237). Canadian evangelical theologian J. I. Packer says it is certainly not 

possible to understand God without the emotional faculties, and he disagree with a 

passionless God who is impassive, unconcerned, and impersonal (O’Brien, Knox, and 

Peterson 1986, 33). Instead, he recognizes the necessity of the emotional dimension 

for human beings in responding to the love of God (Packer 1980). While 

contemporary culture sees faith as simply a blind emotional impulse, the British 

writer and lay theologian C. S. Lewis, who is well-known for his rational approach, 

recognized that emotions have an important role in relation to a person’s reason and 
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will (White 2009, 101–7). He describes emotion as a rational virtue (C. S. Lewis and 

Norris 2015), and urged us not to neglect or ignore emotions, but rather to cultivate 

emotional health appropriately and to beware of unhealth or toxic feelings (C. S. 

Lewis 2015, 13–14). 

Still, it seems less popular for academics and scholars to address the subject of 

emotions, as the emphasis of Christianity used to center on the intellect rather than on 

one’s emotions. As such, who may lack a biblically informed view of the emotions. 

The president of Oasis International, a multinational distributor of books and Bibles, 

Dr. Elliott writes: 

Scholars have gone about the academic discipline of New Testament studies 
without an informed view of what emotions are and how they operate. 
Counseling classes are separated from the academic teaching of biblical 
studies and the theologian rarely explains how emotions fit into a theological 
framework. (Elliott 2014, 17)  
 

Providentially, we have some 20th-century modern theologians who 

acknowledge that God has emotions indeed (Fiddes 1995, 634). God is relationally 

and emotionally mutable. As Bruce Ware concludes, “The abundance of Scriptural 

evidence of God’s expression of emotion and a more positive understanding of their 

nature lead to the conclusion that the true and living God is, among other things, a 

genuinely emotional being” (Ware 1986, 439–40). This essential persection will 

only deeper our understanding of His divine attributes, and helps us to answer the 

question about the importance of emotions in human.  

In the area of hermeneutics, the biblical language, words are the building 

block of meaning, scholars identify literary genre and figures of speech, and verbs 

have a tense, a mood, a voice, and a subject. So identifying and studying the use of 

emotion in the biblical text is key and beneficial. This is to determine the main 
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communicative functions and primary speech acts of the text, the associated 

functional, connotative and emotive dynamics (Wendland 2017, 210–11).  

Research Professor of New Testament Köstenberger writes, “In an effort to 

understand how a text works on the intellect, emotions, and sensibilities of its readers 

and hearers and how the worlds of the readers or hearers variously affect the 

appropriation of the text”  (Kloppenborg 2006, 64). “Scripture is saturated with 

emotive language and reflects the full range of human feelings.” (Fuhr and 

Köstenberger 2016, 141)  In his works, Köstenberger attempts to close the gap 

between the readers and hearers; understanding the emotional depth reflected by the 

content and literature is key to hermeneutic. 

“The Scripture is replete with emotion” (Williams 2003). We can discover the 

primary Bible verses about emotions from the Old and New Testaments, found both 

in the description of God’s and human beings’. Although emotional vocabulary is 

more symbolic in nature, Ravasi pointed out that the Bible offers an immense 

panorama of experiences that can be said to be in the category “emotion” and its 

corollaries. From this wide biblical range, a grammar of emotions can be derived as 

well (Ravasi 2016, 3). 

Emotion is an essential key to better understand the biblical language, the 

triune God, and is a valuable part of Christian living. We can agree with Ravasi that 

the God of the Bible is a “pathetic” God who knows tenderness, passion, 

disappointment, bitterness, joy and sadness (Gen 6:6; Psalm 78;40).(Ravasi 2016, 3).  

For example, the emotive words in Greek include (a) Strong negative emotions Μωρέ 

You fool (Greek 3474);  (b) Bodily Functions ἐσθίειν to eat, πέρδομαι to emit flatulent 

gases; (c) Feelings and emotions μισεῖν, hate, despise, be indifferent to. John 7:7 

(Strongs 3404); and (d) Dispositions ἄστοργος (Strong 794), without natural affection, 
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unsociable (Rom 1:31 marg.), inhuman (2Ti. 3:3 RSV), unloving (2Ti. 3:3 NKJV) etc. 

(Strong 2003).  

Three psychology researchers, who worked independently and were not aware 

of the purposes of this research, were asked to read and search for all the terms of the 

Old Testament with particular reference to an emotion or a feeling. The finding 

showed that the most frequent terms are “fear, awe”; “anger, hate”; “affliction, pain, 

sadness”; and “love, joy, happiness,” “which were significantly associated with 

specific instrumental behaviours and characters of the narration” (Galati, Miceli, and 

Tamietto 2007, 355). The characters in the Pentateuch seem to use the emotional 

affective system as a kind of compass to help orient themselves and distinguish 

between good and evil doing. These emotions guide and regulate relations among 

individuals, the privileged relation between individuals and the People of Israel, and 

their one God, “who is a strong, invincible figure, a feared executioner, whose wrath 

one cannot escape” (Galati, Miceli, and Tamietto 2007, 369–70). 

As Christian publications on Emotional Intelligence are becoming more 

available, and Christian authors regarded EI as highly necessary. They agreed that 

emotions are an essential part of the Christian faith so that we might live a well-

balanced and wholesome life (Edmiston 2008; Lutzer 1983; Edmiston, n.d.; Smith 

2012b; Nedley et al. 2011; Bryant 2011; Elliott 2014; West, Oswald, and Guzmán 

2018; Hayles 2012b; Malphurs 2018). Christian theologians acknowledge the role of 

emotions is imperative, part of God-given personhood, and part of being made in the 

image of God (Grudem 1995, 447; Frame 2002, 609; Warfield 1950). It is also an 

inevitable part of ethics; our emotions reflect and reinforce what we value, relish, and 

love (Edmiston 2008; Lutzer 1983). The goal of growing wiser emotionally is an 

important part of our Christian growth, and it can radically affect our happiness, 
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health, success, and effectiveness (Smith 2012b). The Dictionary of Bible Themes 

asserts, “Scripture portrays both human beings and God as having emotions. Human 

emotions and sentiments are of importance to the life of faith” (Manser 2009). Peter 

Scazzero summaries, “Emotional health and spiritual maturity are inseparable” 

(Scazzero 2011, 12). From his personal experience and application, he claims, “True 

discipleship integrates emotional and spiritual health … It is not possible to be 

spiritually mature while remaining emotionally immature” (Scazzero, Ford, and Bird 

2010).  

Christian psychologists Frank Minirth and Paul Meirr believe that Christians’ 

emotions and spirituality are not contradictory (Minirth, Meier, and Hawkins 1992). 

Meirr supports that emotion is an inevitable part of human existence and explains that 

the references to emotions in the New Testament are often linked with parts of the 

body (Meier 2010, 73-74). Meirr uses Genesis 43:30: Joseph was “deeply moved” at 

the sight of his brother. Initially Joseph was able to control himself and pretended to 

be a stranger and spoke harshly to them. But later he is compelled to go aside to weep 

(Gen 42:7-8; 42:24). Meirr pointed out that the phrase "deeply moved" in the original 

Hebrew word refers to many bodily organs. Joseph’s emotions affected him viscerally, 

in his very organs.” He also sees the same idea repeated in the New Testament (NIV 

Phil. 1:8; Philem. 7, 20; 1 John 3:17–19) where we can cast away our negative 

emotions when we trust in Christ (Meier 2010, 73-74).  

However, we are aware of EI’s limitations and its fundamental purpose. EI is 

not contradictory to spiritual growth, and it is certainly not a substitution of the costs 

of discipleship in any way. It merely serves as a living tool for Christians to better 

understand themselves, others, and correspondence with one another (Hayles 2012a). 

By recognising that human emotions are essential to confronting the challenge of 
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contemporary Christian discipleship, we hope it will provide an excellent way to help 

Christians in achieving their goal. As Christians, we ought to recognize emotions as 

normal and understand its God-given nature and purpose. We should seek to construct 

a grammar using biblical emotional vocabulary and a basic structure founded on 

general biblical epistemology, and coordinate it in unity with human cognitive 

experience (Ravasi 2016, 6). The core purpose of the church is “to equip Christ’s 

people for works of service, so that the body of Christ may be built up” (Ephesians 

4:12). Like Paul’s image of the growth of a little child that described the development 

of a child becoming a mature adult, including our strength, discretion, wisdom, 

knowledge, and emotional stability. This knowledge should help strengthen the 

church, pastoral teamwork, and Christian community. 
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3.1 Use of Emotions in the Bible 
 

Scripture can be an inexhaustible resource on spiritual formation and the study 

of human feelings. With the wealth of information found associated with emotions in 

the Bible, it is clear that the notion of emotion is woven throughout the whole of 

Scripture. (Joubert 2018). In addition, the existence of emotions proved to be 

necessary. To better understand how a text works on the emotions of its writer and 

audience (Van der Merwe 2015, 6). It is an essential element of personhood, which is 

seen in both the Old and New Testaments. “Scripture not only speaks about emotions, 

it also speaks to and through our emotions” (Elwell 2001, 352). Hence, in our 

interpretation of the Scriptures, we can become aware of the narrative, speech or “a 

behavioural may appeal to reinforce, to forbid, modify, or to encourage some activity 

relating to morality” (Wendland 2017, 223).  

The “Emotion” in the Bible works similarly to a film score in a movie, 

similary to the music that conveys a complex set of emotions and communicates 

meaning. It has an undeniable effect on the viewers' emotional response to the film 

(Tan, Spackman, and Bezdek 2007). Likewise, by studying these emotions within and 

around the biblical texts, it can provides additional clues to bridge the gap between 

our minds and the minds of the biblical writers through a thorough knowledge of the 

original language. In his book Emotional Intelligence and the Church, Rupert Hayles 

has provided a synopsis of EI situations found in the Old and New Testaments that 

capture emotional situations chronicled from Genesis to Revelation (Hayles 2012a). 
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Nelson’s Topical Bible Index has identified emotion as a person’s response to 

life situations (P. Nelson 1995). Here are examples of a person’s response to living 

situations can be the object of emotion: (T. N. Nelson 1996, 200) 

a. Cursed self – Job cursed himself: “Job opened his mouth and cursed the day 

of his birth.”( Job 3:1-26) (Joubert 2018; T. N. Nelson 1996, 200). Job’s curse shocks 

many, including Job’s three friends. They cannot understand why he does so and 

think his speech offends God. The psalmist (Ps. 88) and Jeremiah (Jer. 20:14, 15), 

similarly express a bitter lament in Job’s language (Sproul 2015, 762). Job 

experiences can be better comprehend, explain with the notion of emotion rather than 

just reasoning from plain text. 

b. To the nation – Feeling sad for the nation, “By the rivers of Babylon we sat 

and wept when we remembered Zion” (Ps 137:1-6) (T. N. Nelson 1996, 200), the 

psalmist expresses his heightened emotion to his nation (Word Biblical Commentary, 

Volume 21: Psalms 101–150 (Revised Edition) n.d., 308). Nelson's New Illustrated 

Bible Dictionary describes this troubling psalm as one of deeply felt emotion, of those 

who suffered the Babylonians’ destruction of Jerusalem (Youngblood 1995, 737). 

Here the psalmist is recording the pain of the people of God. Derek Kidner comments, 

“Every line of this psalm is alive with pain, the intensity of which grows each strophe, 

all the way to the appalling climax” (Harper and Barker 2017, 206). Such pain is due 

to the sin of Israel, and one must realize the seriousness of such wickedness and 

indifference of the people of God, help to understand the level of emotional pain 

means..  

c. Bless the Family – How much blessing for the family? Jacob gives his 

blessing to the tribes, “All these are the twelve tribes of Israel, and this is what their 

father said to them when he blessed them, giving each the blessing appropriate to him” 
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(Gen 49:1-28) (T. N. Nelson 1996, 200). To understand the text better, we can focus 

on the underlying emotion in the blessings that Jacob gives to each son. “The poetic 

casting of these words made them memorable, incisive, and powerful. These were 

oracles from God, much as any prophecy from Isaiah or Jeremiah”(T. Nelson 1999, 

81).  

 

3.2 Types or Examples of Emotions used in the Scriptures. 
 

a. Convicted by Peter’s message - “When the people heard this, they were cut 

to the heart and said to Peter” (Acts 2:37) (T. N. Nelson 1996, 200). Peter’s sermon 

“cut to the heart”; other translations of the expression are: It had a deep effect on them 

(NIRV), They were pricked (KJV). (Strong's 2660 κατανύσσομαι katanussó, 

metaphorically to pain the mind sharply, agitate it vehemently, especially of the 

emotion of sorrow.) Studying these descriptions is helpful in experiencing strong 

emotion, to show to what degree the people were shocked (Vine 1996, 486).  

b. Goliath sneering in contempt - “Goliath cursed David by his gods” (1 Sam 

17:43, Strong’s 07043 qalal,  llq is to make despicable, to treat with contempt, bring 

contempt or dishonour) (T. N. Nelson 1996, 200). Through the narrative, by studying 

the two characters’ emotions, their tensions, the insults from Goliath, and David’s 

contrasting courage, can give a clearer depiction of David’s faith in God (Abernathy 

et al. 2016).  

c. Elijah and his despondency - “I have had enough, Lord” (1 Kings 19:4 

Strong’s 07043 rab, בַבָר  too much, exceedingly) (T. N. Nelson 1996, 200). Elijah 

exhibits various symptoms of burnout, his negative emotion, including depression, 

loss of hope, wishing for death, loss of appetite, excessive self-pity, and an inability to 

self-manage (Wiseman 1993, 183).  
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d. The emotion of envy with bitterness and hatred – When Eliab, David’s 

oldest brother, heard him speaking with the men, he burned with angerat him and 

asked,  “I know how conceited you are and how wicked your heart is” (1 Sam 17:28, 

Strong’s 02087 zadown ןֹודָז , is showing pride, insolence, presumptuousness, 

arrogance; Strong’s 07455 roa` is a form of willfulness) (T. N. Nelson 1996, 200). 

David’s oldest brother’s words show the combined emotion of bitterness and hatred 

towards David (A Commentary on the Holy Scriptures: 1 & 2 Samuel n.d., 232). 

e. Great fear - “Elijah was afraid and ran for his life” (1 Kings 19:3, Strong’s 

Hebrew 03372 Yare’ – אֵרָי  .To fear, be afraid, to stand in awe of, be awed) (T. N ,ה

Nelson 1996, 200). Notice how the threat terrified Elijah, that sprang from the power 

Jezebel possessed, when he was hunted with a price on his head. This situation later 

caused his deep depression (Wiseman 1993, 25).  

f. Uncontrolled hate – At the stoning of Stephen, his persecutors “were furious 

and gnashed their teeth at him” (Acts 7:54,57, Strong’s 1282 diaprió διαπρίω, to be 

sawn through mentally, i.e. to be tear down with vexation), (T. N. Nelson 1996, 200).  

Here the emotional overtones of the expression are manifestly clear. The resentment 

of the persecutors has reached its height, and can no longer be controlled (A 

Commentary on the Holy Scriptures: Acts n.d., 135). 

g. Celebration and joy - In the Parable of the Lost Son, the father pronounces 

that his son “‘was lost and is found.’ So they began to celebrate.” (Luke 15:24, 

Strong’s 2165 eufrainó εὐφραίνω, to rejoice in, be delighted with a thing, to cheer, 

make merry) (T. N. Nelson 1996, 200). The word “celebrate” is not to be limit to the 

plain modern sense in secular world, which is human-centered emotion. But to realize 

God’s salvation gives us reason to rejoice, which is God-centered God glorifying 

celebration. 
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h. The sense of being regents – The question on how to convince the 

unbelieving Jews? How to persuade the will that arguments alone are not able to. We 

can answer their intellectual questions and uncover their emotional barriers, they will 

still refuse to repent. “but if someone from the dead goes to them, they will repent”  

(NIV Luke 16:31, Strong’s 3982, Peitho πείθω, is to listen to, obey, yield to, comply 

with, to trust, to persuade, to have confident) (T. N. Nelson 1996, 200). The focus of 

this emotion is about the change of attitude concerning a thing or a person. 

i. Revenge to take satisfaction - “Your brother Esau is planning to avenge 

himself by killing you” (Gen 27:42, Strong’s 5162 Nacham, םחנ , to comfort oneself, 

be comforted, to ease oneself) (T. N. Nelson 1996, 200). Strong’s definition may 

seem strange, the expressive phrase is about comforting himself, a strong desire 

wanting to take satisfaction through killing his brother. This םֵחַנְתִה  is to procure 

comfort by retaliation (Keil and Delitzsch 1996, 180). 

j. Sorrow, A Painful Emotion - “King David fasted and spent the nights 

lying in sackcloth on the ground” (NIV 2 Sam 12:16) (T. N. Nelson 1996, 200). It 

may seem that King David has experienced a painful emotion emanating from his 

extremely ill child, showing all the turmoil a father can encounter. However, the 

king’s deep, heartfelt experience may be difficult to appreciate fully. Is this emotion 

merely for the son? Many commentaries have not adequately addressed the core of 

David’s emotion, as the Pulpit Commentary identifies:  Through the death of his son, 

the grief was actually pointing towards David’s own sin, the intensity of his shame 

and guilt before God (The Pulpit Commentary (77 Vols.) n.d.). 

 

3.3 The Controlling of Emotions – What Does the Bible Says About Controlling 

Our Emotions? 
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a. Unsuppressed emotion – Saul flared up at Jonathan, shaming him as the son 

of a perverse woman and threatening him that he will lose his kingdom. (Bergen 1996, 

218) Saul provides an example of a straightforward emotion not subdued or restrained 

when his “anger flared up at Jonathan and he said to him, ‘You son of a perverse and 

rebellious woman! Don’t I know that you have sided with the son of Jesse to your 

own shame and to the shame of the mother who bore you’” (1 Sam 20:30-33) (T. N. 

Nelson 1996, 200).  

b. Suppressed emotion – In the face of Assyrian commanders’s defiance and 

blasphemy of the Lor, the Jews held their peace as instructed by Hezekiah. “The 

people remained silent and said nothing in reply” (Isaiah 36:21; Strong’s 02790 

Chârash – ׁשֵרָח  not expressing and releasing your emotions) (T. N. Nelson 1996, 200). 

Apparently the people are terrified and followed Hezekiah’s instructions (Martin et al. 

1985, Vol. 1, 1087). 

c. Uncontrollable emotion – In the region of the Gerasenes, Jesus met a 

uncontrollable demon possessed man. Temper tantrums are emotional outbursts of 

anger and frustration, “No one was strong enough to subdue him. Night and day 

among the tombs and in the hills he would cry out and cut himself with stones.” 

(Mark 5:4-5) (T. N. Nelson 1996, 200). His pathetic condition was described as 

uncontrollable, for no one could subdue, Strong’s 1150 damazō δαμάζω, tame, 

subdue, involving obedience and restraint. The like taming a wild animal (Walvoord 

and Zuck 1983, Vol. 2, 122). 

d. Directed emotion – This starts from within, the good person out of the good 

treasure of his heart produces good, as Christian we control our emotions instead of 

them controlling us. The Spirit of God enables us to control our emotions rather than 

allowing them to control us. “Do not get drunk with wine, but be filled with the Spirit.” 
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As Christian we are to bear the fruit of the Spirit, “love, joy, peace, patience, kindness, 

goodness, faithfulness, gentleness, self-control” (Romans 8:9-11; Galatians 5:22-23; 

Ephesians 5:18).   

There are explicit examples of story found in the Bible, which may resemble 

the notion of emotional intelligence. Here are some of the classic examples of 

destructive emotions found in the Old Testament. 

a. Outbursts of anger - The narrator described Cain as angry because his 

offerings were rejected and the one of his brother Abel was accepted by Yahwe. Not 

able to see his mistake, Cain killed his brother (Genesis 4:1-16) (T. N. Nelson 1996, 

200) . Anger “is essentially an emotion rooted in comparison and hence, its 

interconnectedness with covetousness and jealousy” (Joubert 2018). There are plenty 

of outbursts of anger found in the Bible, including the prophets, and the disciples who 

experienced an unfavourable outcome. These can serve as a teaching example for the 

management of our emotions and thereby perhaps avoid some unpleasant 

consequences.  

b. Fearful of losing life - Abraham lied to Abimelech about Sarah because he 

faces a fear of losing his life (Genesis 20:1-16). Abraham repeatedly shows his 

emotion of fear throughout his journey of faith, until he learns the fear of God. 

(Ronning 1991). Learning to choose between fear of man and God is Abraham’s 

frequently seen life experience among characters in Old Testament’s narrative. 

c. Self-doubt and reluctance - Moses is full of struggle with self-doubt and 

reluctance: "Who am I, that I should go to Pharaoh and bring the Israelites out of 

Egypt?"  (Exodus 3:11) Every doubt that Moses raises turns into a valuable lesson for 

him. Regarding the problem with anger, Moses’s personal experience demonstrates 

the difference between healthy anger and the explosive rage that cost him when he 
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killed an Egyptian in Exodus chapter two. Another experience in Numbers 20:10-13, 

when Moses is irritated and speaks harshly to the people. (Numbers 20:1-12; 

Deuteronomy 1:19-45). Instead of speaking to the rock Moses strikes it twice with his 

staff and water gushes out (Number 20:1-13). As a result, God denies Moses entry 

into the promised land because of this act of disobedience (Numbers 20:1-12; 

Deuteronomy 1:19-45).  

d. Emotional hijack – Esau swore to sell his birthright to Jacob in return for 

the stew, he said to Jacob, “Quick, let me have some of that red stew! I’m famished!” 

(Genesis 25:30) Then Jacob said, “Swear to me as of this day.” So he swore to him, 

and sold his birthright to Jacob.(Genesis 25:33) He allowed his momentary hunger to 

cloud his judgment. Another example will be King Saul, he offer the burnt offering.(I 

Sam. 13:11-13). His impulsive emotionalism has dicted the form of his life. Easily 

hijack by emotion to dominate his reasoning,  failure to conquer his feelings for the 

sake of his calling as a king.  

e. Lust - King David let the emotion of lust lead him by committing adultery 

with the beautiful Bathsheba, and then to cover it up, orders an innocent man to die by 

strategically placing him in the frontlines of battle (2 Samuel 11-12). It was a 

consuming lust, which drove the godly reason from his brain. He allows himself to act 

on his lust for Bathsheba, and it has disastrous consequences in his life—the 

remarkably wicked act of murder rooted in lust and fear. 

f. Sulking Emotional - The prophet Jonah illustrates the natural human 

tendency to act based on our own interpretations and self-righteousness. Jonah's 

emotional temper tantrum clouds his judgment, and so he attempts to escape from 

God, physically and emotionally (Jonah 1). As Jonah stews in his anger, anguish over 

God’s mercy on the Ninevites, leads him to request that he might die. God asks him if 
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his anger is justified, and Jonah’s emotional response of disagreement becomes 

disapproval, and the anger expressed in attitude results in actively destructive 

behaviour.  

g. Intimacy - The language of the biblical Songs of Songs demonstrates clear 

intimate emotion (Corrigan 2007). It is considered one of the most enigmatic books in 

the Bible, describing the emotional and physical relationship between King Solomon 

and his Shulammite bride, whereby the deep bond of commitment between two 

individuals, the beloved and her lover express their emotions fully (Tanner 1997, 

142–61). The near consensus of both Jewish and Christian interpretation for at least 

1,600 years was that the Song of Songs is not about human love, but the divine love 

of God. It is to describe God’s love for Israel or Christ’s love for the Church.  

h. Wisdom– The wisdom literature of Proverbs “is by nature cognitive and 

emotional and aesthetic” (Fox 2007, 670), their common purpose “is to teach the art 

of leading a successful life, in harmony with society and the divine will” (Clifford 

2007, 3). This practical concept of wisdom denotes the morality and spirituality in 

practical life (Bruce 1951). Edmiston claimed that this practical aspect in the book of 

Proverbs “deals with our experience of self-mastery, emotions and issues of 

emotional regulation, how we can read other people’s emotions and how to express 

those emotions appropriately in love” (Edmiston 2008, 4). Similarly, “the general 

tenor of wisdom texts is to teach the art of leading a successful life, in harmony with 

society and the divine will” (Clifford 2007, 3). 

Noticeably, Proverbs has straightforward teaching on the use of emotional 

wisdom, “A fool expresses all his emotions, but a wise person controls them” (GW 

Proverbs 29:11). Hence the wisdom of Proverbs is consonant with many EI concepts. 

King Solomon, the traditionally understood author of Proverbs, understands the 
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devastation caused by emotions that do not embrace wisdom. The fear of the Lord is 

the beginning of knowledge (Proverb 1:7). 

i. The use of Emotions in Psalms - The Psalms express emotions clearly, are 

the inspired record of the feelings and thoughts of the human person. The psalms 

include a mood of contemplative meditations (Psalm 8, 19, 36, 68, 77, 87, 89, 90, 114, 

132 ), a mood of adoration for who God is (8, 11, 23, 24, 67, 75, 84, 93, 95-97, 100, 

117, 134, 139, 145-150), of rejoicing and worship for what God has done in creation 

(33, 66, 76, 98, 99, 104, 105, 108, 124, 135, 136), of confidence in God’s word (1, 19, 

50, 119), of struggle with temptation (Psalm 73, 141), of distress (Psalm 3-5, 7, 17, 28, 

43), of pain or frustration in illness (6, 38, 41, 88, 102), of discouragement or hurt (13, 

22, 26, 42), of sorrow, grief or mourning (6, 31, 77, 137), of anger (10, 12, 35, 40, 44, 

80, 137). Regardless of the psalmists’ emotions, all the psalms are reflecting the many 

aspects of relationship between man and God (Elwell 1988, 1797). 

j. Suffering in Job – The book of Job is an experience of the emotions and 

feelings that move and stir in an overwhelming trial of human suffering. In the life 

story of Job, misfortunate comes to Job in all aspects of his life: wealth, possessions, 

his core family, his status, and his physical health. But Job keeps on surviving and 

keeps his mouth from cursing God. Through the unbearable deep suffering of losing 

everything, his emotion was well controlled. Job appropriate conversation with the 

four friends, continuous endurance, and wisdom to remain silent before God, are a 

model of faithfulness in the face of emotional turmoil (Edmiston 2008, 4). 

k. Processing Emotion - Being slow to anger is like ruling your own spirit. If 

you are angry, do not sin. Learn how to be quick to hear, slow to speak but slow to 

anger; for the anger of man does not produce the righteousness of God (Proverbs 

16:32, Ephesians 4:26, James 1:19-20). This is a cleared example of emotional 



 59 

wisdom found in the scripture, which provides ways and guiding principle. It 

recognizes the presence of anger, but advice you how not be rule by it. And in time of 

anger, how to listen and speak as anger has less Godly value. 

i. Divine desire - The example of a Christian virtue and an emotional 

disposition, desiring the goodness of God, pursuing the peace of God, which 

surpasses all comprehension, will guard your hearts and your minds in Christ Jesus. 

Learn to “rejoice always, pray continually, and give thanks in all circumstances; for 

this is God’s will for you in Christ Jesus” (Philippians 4:7, 1 Thessalonians 5:18).  

 

3.4 The Emotions of the Triune God 

Biblical characters including the Trinity—God the Father, Jesus the Son, and 

the Holy Spirit—instead of concealing their expression of emotion, on the contrary, 

express them prominently and make them understandable to human beings so that our 

lives, including our emotions, might comprehend the Lord better, and in particular 

improve our understanding of His divine holiness, His wisdom, and act of love 

(Elwell 2001, 352). Hence, in the study of emotions in language such as biblical 

Hebrew, notably in the poetic books, the emotion scenarios are cast in highly 

figurative language (A Kruger 2015). “Scripture not only speaks about emotions, it 

also speaks to and through our emotions.  The Bible itself is emotional literature, 

filled with emotional expression and designed not just to communicate with our 

rationality but also to stir us emotionally, thus affirming our emotionality” (Elwell 

2001, 352).  

Anthropomorphism is a common terminology used in scholarship of the 

biblical text, a necessary literary device man used to articulate truth about God.  

(Elwell 2001, 23) That God comes down to man’s level and communicates in terms 
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that can readily understand. “To describe God’s being, actions and emotions in human 

terms. God is invisible, infinite and without a body, but human characteristics are 

frequently ascribed to God in order to communicate information about his nature or 

acts” (Wright, Ferguson, and Packer 1988, 30). Anthropomorphism ascribes human 

characteristics, including emotions, to God; it seeks to “humanize” God by projecting  

human characteristics onto Him to make Him more understandable to us. God uses 

human language to express His love, wisdom and attribute intentionally. Making it 

possible to say that the anthropomorphic language of Scripture is theomophic. (Leung 

Lai 2004; Meisinger 1998; Scrutton 2011, 17). There is concern about preserving 

God’s immutability, and the understanding of the plethora of references to God’s 

emotions as anthropomorphic, as such, we should view human emotions as 

theomorphic (Williams 2003).  

 

3.4.1 Emotion of God 

God expresses and experiences emotions. It is through reasoning and feeling 

that we as humans can know God better. Note the following examples the triune 

God’s emotions. 

a. God is Love - God is rich in mercy and of great love, “abounding 

in love and faithfulness” (Exodus 34:6). These notions are repeatedly mentioned in 

the Old Testament, the Lord is the compassionate and gracious God, slow to anger, 

abounding in love and faithfulness, maintaining love to thousands, and forgiving 

wickedness, rebellion, and sin. God’s love is echoed in the New Testament, such as in 

Ephesians: “But God, being rich in mercy, because of the great love with which he 

loved us …” (Ephesians 2:4-5). We were rich in trespasses, but God is “rich in mercy,”  

loving us with such great love (Martin et al. 1985, 35). 
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This expression of love is much deeper than an affection or superficial feeling 

like man; as Bloomsbury Publisher author Gordon R. Clark explains,   

An emotion that leads to an activity beneficial to the recipient.… and as a  
beneficent act performed, in the context of a deep and enduring commitment  
between two persons or parties, by one who is able to render assistance to the  
needy party who in the circumstances is unable to help him—or herself (Clark 

 2015, 267). 
  
It is His covenant of love that denotes faithfulness and enduring commitment 

between God the giver and His people the recipient. “For the mountains may depart 

and the hills be removed, but my steadfast love shall not depart from you,   and my 

covenant of peace shall not be removed,”  says the Lord, who has compassion on you. 

(Isaiah 54:10) 

b. The grieving God - “The LORD was sorry that He had made man on the 

earth, and He was grieved in His heart” (Genesis 6:6). Scripture often speaks of God 

experiencing grief. Here in Genesis 6:6-8, God grief “communicates a mixture of 

divine indignation and a heartfelt anguish concerning the plight of his creation” 

(Elwell 1996, 318). 

c. The anger of God – In numerous passages God shows His anger and 

displeasure with His people, portraying His divine attribution and the expression of 

holiness: “My anger may burn against them and that I may destroy them” (Exodus 

32:10-11); “Then He will speak to them in His anger” (Psalm 2:5);“But I am very 

angry with the nations who are at ease” (Zechariah 1:15). This emotion can 

demonstrates God’s purposeful wrath. For God’s wrath is just and is to be Feared.  

“For the wrath of God is revealed from heaven against all ungodliness and 

unrighteousness of men, who by their unrighteousness suppress the truth.” (Romans 

1:18)  
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 d. The joy of God – God rejoices in response to His creation: “And God saw 

that it was good” (Genesis 1). The joy of God seems to be a neglected aspect of God’s 

attributes, but psalmist asserts that God finds great pleasure in His creatures and 

creation (Psalm 149:4). In fact, the joy of God is present in many festive celebrations 

in the Old Testament. “The LORD your God is with you, he is mighty to save. He 

will take great delight in you, he will quiet you with his love, he will rejoice over you 

with singing” (Zephaniah 3:17). Seemingly, God is rejoicing over us with singing, 

which is an emotional response to His word and His doing. “The joy of the Lord is 

your strength” (Nehemiah 8:10) is a phrase we often hear, an emotion of God that the 

prophet want to pursue on. 

e. The compassion of God - “Our God is full of compassion” (Psalm 116:5); 

“He is compassionate” (Psalm 103:8); “Because of your great compassion you did not 

abandon them in the wilderness” (Nehemiah 9:19).  

King David echoes this when he prays, “But you, Lord, are a compassionate and 

gracious God, slow to anger, abounding in love and faithfulness” (Psalm 86:15). 

Compassion is as a divine characteristic of God Himself, a merciful emotion of God 

expressed toward His people. Through calling attention to God’s compassion, the 

Bible makes it clear that God is an emotional being, as God repeatedly manifests his 

compassion to His people. 

f. The jealous God – There are many passages in the Bible to say 

that God is jealous, God even calls Himself a jealous God. “For the Lord your God is 

a consuming fire,  a jealous God” (Deuteronomy 4:24); “For the LORD, whose name 

is Jealous, is a jealous God” (Exodus 34:14). How does God display an emotion such 

as jealousy, which may seem possessive and demanding? As some theological 
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dictionary articles explain, this should be understood as anthropomorphic or 

anthropopanthic, describing God’s power and majesty in human metaphors. God’s 

love is expressed through jealousy to protect the honour that belongs to Him alone, 

jealous about the Israel people He has freely covenanted (Walvoord and Zuck 1985a, 

1:319). In the Bible, God becomes jealous when His people worship other gods. In the 

book of Hosea, Israel’s immoral relationships are a justifiable cause for God’s 

jealousy. The prophet Hosea is commanded by God to marry a prostitute, Gomer. Is 

to symbolize how God is taking on the pain and hurt, of experiencing His bride's the 

Israel people's unfaithfulness. God is demonstrating His communicable divine 

emotion in God's jealousy to show God's jealousy emotionally. 

 

3.4.2 Emotions of Jesus 

Jesus, the third person of the trinity, the Son of God demonstrated various 

emotions. When Jesus reveals Himself as fully human and made in the image of God, 

His emotions reflect the image of God without any deficiency or distortion. Walter 

Hansen knows that those who follow Jesus often overlook His emotions. Hansen 

reminds us that, 

 Jesus felt compassion, angry, indignant, consumed with zeal, was troubled,  
 greatly distressed, sorrowful, depressed, deeply moved, grieved, sighed, wept  
 and sobbed; He was in agony; surprised and amazed; He rejoiced greatly and  
was full of joy; He greatly desired, and He loved. (Hansen 1997)  
 
Hansen suggests we Christian can compare our own emotional lives to Jesus’s, 

and become more aware of our need for a transformation of our emotions so that we 

can be fully human (Hansen 1997). 

a. The Sadness of Jesus - Jesus was deeply moved, “When Jesus saw her 

weeping, and the Jews who had come along with her also weeping, he was deeply 

moved in spirit and troubled” (John 11:33). This could be a traditional Jewish form of 



 64 

expressing His emotion (Keener 1994, Jn 11:28–37). But “Deeply moved” can be 

translated as “groaned” or “angered.” Scholars argue the text suggests that He was 

emotionally angry, more likely because of the people’s unbelief or hypocritical 

wailing (Walvoord and Zuck 1985, vol. 2, p. 314).  

b. The Joy of Jesus. Jesus is not shy of showing joy; the call of joy is quite a 

repeated emotion found in the four gospels. “My joy may be in you, and that your joy 

may be made full” (John 15:11); "But now I come to You; and these things I speak in 

the world so that they may have My joy made full in themselves” (John 17:13); 

“Fixing our eyes on Jesus, the author and perfecter of faith, who for the joy set before 

Him endured the cross, despising the shame, and has sat down at the right hand of the 

throne of God” (Hebrews 12:2). Jesus particularly shows joy in pleasing His Father, 

revealing to His disciples that they can have the same joy in keeping the 

commandments (Walvoord and Zuck 1985b, 2:326). The joy of Jesus can deem as a 

pointer of the Christian life, what is good and favourable to God. 

c. The Compassion of Jesus. Jesus had compassion for the people - “When he 

saw the crowds, he had compassion on them” (Matthew 9:36). When Jesus saw that 

the people were harassed and helpless, like sheep without a shepherd, Jesus’s heart 

was moved toward the people, and he had compassion for them. The verb translated 

“to have compassion” is used only by the synoptic gospel writers, suggesting strong 

emotion “to feel deep sympathy.” The strong emotion here means “to feel deeply 

sympathy, affection, or an inward feeling” (Walvoord and Zuck 1985b, 2:41). 

d. The Anger of Jesus. Jesus was angry and deeply distressed - “He looked 

around at them in anger and [was] deeply distressed at their stubborn hearts” (Mark 

3:5). Some scholars think that anger is rarely directly attributed to Jesus, but this 

anger was real when the Pharisees opposed Him healing a man on the Sabbath. It is a 
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humanistic behaviour of Christ, but with a righteous heart. Jesus’s being “deeply 

distressed” was in response to the people’s stubborn hearts, as they are unable to 

recognise who Jesus is (Carson, Wessel, and Liefeld 1984, 640). The Greek word for 

“deeply distressed,” in Strong’s #4818 συλλυπέω sullupeó is “being grieved,” which 

may better express Jesus’s deep emotion for the people around Him. 

e. The Empathy of Jesus. Jesus is never seen as remote, detached and 

diisterested. Jesus is always full of compassion. When he saw the crowds, “he had 

compassion on them, because they were harassed and helpless, like sheep without a 

shepherd” (Mattew 9:36). When Jesus observed a widow about to bury her only son,  

Jesus heart overflowed with companssion and has empathy for the women - “When 

the Lord saw her, his heart went out to her, and he said, ‘Don’t cry’” (Luke 7:13). 

Many translations describe Jesus as compensionate, literally “suffering with” for the 

woman. A New Testament custom background suggest that in Luke’s storytelling, it 

is the mother bravery to walk in front of the bier. Still, it was Jesus empathy that 

recognised that and went removes the causes of bereavement. (Keener 1994, v. Lk 

7:13). Peter the apostle says it well,  an emotion “because he cares for you”. (1 Peter 

5:7) We are comforted knowing that Jesus can understand our every struggle and 

emotion. 

f. The Sorrow of Jesus. The life and ministry of Jesus punctuated with sorrow, 

that includes His final agony on the cross. Jesus wept together with those who 

mourned the death of Lazarus, and before He rasied Lazarus from the dead, Jesus 

experience human grief. (John 11:17-44). Jesus was in deep sorrow, “My Father, if it 

is possible, may this cup be taken from me. Yet not as I will, but as you will” 

(Matthew 26:39). The word “cup” frequently refers to suffering and death in a 

figurative sense in the Old Testament. Jesus voluntarily drinks the cup of suffering, 
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and he is expressing his distress and concern to God the Father (Keener 1994, v. Mt 

26:40; Carson, Wessel, and Liefeld 1984, 543). 

g. Jesus experienced God’s absence - “My God, my God, why have you 

forsaken me?” (Matthew 27:46). Here Jesus is crying aloud the words of Psalm 22:1, 

speaking his mother tongue in Aramaic, which may mean that Jesus is encountering 

extreme stress, and is experiencing feeling forsaken by God (T. Nelson 1999, 1200). 

A study of the emotions of Jesus, can surely contribute to His humanistic 

understanding, and significant dimensions on the side of humanity. It also shown how 

Jesus involved in this world at deeply personal and emotional level. (Voorwinde 2005, 

269) 

 

3.4.3 Emotion of the Holy Spirit 

 

The Holy Spirit, has the fewest number of verses regarding his emotional 

expression, but Scripture still shows us the Holy Spirit is an emotional being. We are 

capable of grieving the Holy Spirit by disobedience. We can quench the Holy Spirit, 

restricting the Holy Spirit by doing what we are not suppose to do. The Spirit can 

influences our inner life directly, “the Helper (Comforter, Advocate, Intercessor—

Counselor, Strengthener, Standby), the Holy Spirit, whom the Father will send in My 

name [in My place, to represent Me and act on My behalf], He will teach you all 

things. And He will help you remember everything that I have told you. (AMP John 

14:24)  

a. The Spirit shows love - “God’s love has been poured out into our hearts 

through the Holy Spirit” (Romans 5:5). Paul explains how the emotion of God works 

toward us, and also a way to extend His emotion to all people through us (Clinton 
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2010, 32). through the love of the Spirit, that you strive together with me 

in your prayers to God for me”  (Romans 15:30). 

b. The Spirit can grieve - “Do not grieve the Holy Spirit of God” (Ephesians 

4:30). The Holy Spirit may be grieved points to His personality and His relationship 

with the believers (Walvoord and Zuck 1983, 637). Hence, the readers are urged not 

to distress the Holy Spirit of God.  

c. The Spirit shows anger - “So I declared on oath in my anger, ‘They shall 

never enter my rest’” (Hebrew 3:11). This is found in Psalm 95, the Spirit spoke 

through King David writing, warning the people for the disobedience, hardening of 

hearts and rebellion. Here is an anthropomorphic metaphor of the Spirit in expressing 

His anger. 

d. The Spirit grows spiritual fruits- “But the fruit of the Spirit is love, joy, 

peace, forbearance, kindness, goodness, faithfulness, gentleness, and self-control” 

(Galatians 5:22-23). The fruits of the Spirit have emotional connotations,. Using the 

metaphor of God’s people bearing spiritual fruit, it is view as the result of the Spirit. 

These spiritual emotions can reassemble the divine attribute of the Spirit (Keener 

1994, v. Gal. 5:22). 

These above collections concerning EI are merely examples of “emotion” used 

in the Scriptures. Both “emotion” and EI are a key beneficial element contributing 

toward biblical exegesis, hermeneutics, and theology (Elwell 2001, 352). Furthermore, 

as “emotion” is so richly expressed in the scriptures, this emotional literature affirms 

our emotionality. The triune God is not a mere force, a rational or moral ideal, but as 

a person with emotions (González 1987, 15). The intention is to convey that the 

theme of Emotion and EI should be considered biblical. 
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So, what do emotions have to do with faith? Without an understanding of 

emotion, it would be almost impossible to know God and humanity, including the 

development of Christian theology. Emotion is like a universal language of all 

relationships, between God and human, and among people. 
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Chapter Four 

Research Methods 

 

The following chapter outlines vital aspects related to how this research study 

was designed and conducted. First, the research questions and the expected hypothesis 

are described and justified based on theoretical and empirical evidence. Next, the 

specific research design selected for the study is discussed. Then, the population 

under investigation is defined, and sampling procedures are explained. The collection 

of data, including instruments that were utilized and procedures that were followed 

are also outlined. The procedures for data analysis are then discussed. Finally, issues 

surrounding validity, reliability, and generalizability, as well as the protection of 

participants, are addressed. 

 

Research Question 

The purpose of this study was to evaluate the association between EI and 

small group leaders’ job satisfaction? The following overarching and sub-questions 

are addressed:  

 

“What is the association of EI and small group leaders’ job satisfaction? 

i. How does the extent of EI competencies impact leaders’ job performance? 

ii. How does EI contribute to leaders’ job satisfaction? 

 

The independent variable in this study was about the small group leaders’ EI 

assessment result and their dependent variable was the small group leaders’ job 

satisfaction survey results. The possible moderating variables were small group 
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leaders’ years in the ministry and their spiritual maturity level. The following are the 

hypotheses for the overarching research question and related sub-questions:  

 

H1:  A leader with Higher EI will experience lesser level of burnout. 

H2:  A leader with Higher EI will have longer leadership lifespan. 

H3:  A leader with Higher EI will maintain healthier well-being and have 

reduced risk of a destructive personal crisis.  

 

The overarching research question investigated how small group leaders’ EI 

was correlated to their job satisfaction. It was anticipated that there would be a 

meaningful correlation, so that the higher a small group leaders’ EI, the more 

satisfaction the leaders would experience throughout small group ministry.  

The hypothesis is explained in the highly demanding nature of small group 

ministry where small group leaders facilitate true relationship-based community and 

carry out shepherding duties. Small group leaders with higher EI would have: (i) 

Lower level of burnout; (ii) Longer leadership lifespan; (iii) Healthier well-being and 

lower risk of a personal crisis (NCLS Research 2014; Maslach and Zimbardo 2003; 

Chandler 2009b; Elkington 2013; Laaser 2003). 

This study investigated a possible relationship between small group leaders’ 

EI and their job satisfaction by assessing the levels of those variables, and it matched 

well into a correlational design. Such a correlational design is appropriate for this 

study because it lies in the design’s purpose. “A major purpose of correlational 

research is to clarify our understanding of important phenomena by identifying 

relationships among variables” (Fraenkel, Wallen, and Hyun 2011, 332). The current 

research questions are aligned with that purpose, as the goal is to better understand 
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small group ministry and investigate a relationship between small group leaders’ EI 

and their job satisfaction in small group ministry.  

 

Population and Sampling 

The research was conducted in Singapore. Twenty small group leaders 

undertake an independent, scientifically validated, online emotional intelligence 

assessment tool and a separate paper survey to provide data on their emotional 

intelligence competencies, and predicted performance outcomes, and job satisfaction. 

The participants are gathered from four different churches and randomly selected by 

various church's person-in-charge. About 25% of the research participants are fellow 

church members of the researcher; the remaining 75% have no pre-existing 

relationship with the researcher. 

I, the researcher conducting this project, have the qualifications of a Masters 

of Theology, Masters of Education (with an emphasis in Organisational Leadership, 

Policy, and Change), Coach certification from the Gallup International Clifton 

Strengths, and am a certified assessor for the emotional intelligence assessment issued 

by Six Seconds, The Emotional Intelligence Network.  

 

Data Collection 

The data collection has two parts. Part One is to send the online self-

assessment link to the participant, and Part Two is a follow-up with a paper survey. 

The survey is conducted at the participant's church, organized by the church's person-

in-charge. The key assessment and report for the research are self-reporting, 

independently processed online, and the pressure to participate is minimal. 
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In Part One, the project uses the Six Seconds Emotional Intelligence (SEI) 

assessment, developed and researched in Europe and validated in North America and 

Asia. The SEI is composed of 77 randomly ordered items answered through a 5-point 

Likert scale, plus an optional mood question. The SEI has been normed and validated 

internationally; over 100,000 people are in the SEI norm base, and multiple studies 

have shown the SEI to be an effective measure tied to important work and life 

outcomes. The SEI Technical Manual is free online with extensive data about the SEI, 

its psychometric properties and validation (“SEI Technical Manual 4.0” 2016, 4).  

Upon completing the online statistically valid assessment, the participants will 

receive a computer-generated, self-explanatory, complete development Report. This 

comprehensive SEI report has over twenty pages of interpretation and development 

suggestions, an in-depth analysis of professional and personal growth. 

In Part Two, the twenty small group leaders, in addition to the SEI, will 

respond to a survey to provide a numeric description of their attitudes or opinions 

relating to job satisfaction as small group leaders.  

 

Validation 

Each of this study’s hypotheses was informed through the meticulous and 

thoughtful review of the selected EI framework and relevant previous research. Based 

on the outlined research questions and their hypotheses, a quantitative correlational 

research design was found to be most appropriate. For the purpose of this project, all 

participating small group leaders were randomly selected by respective church 

leaders-in-charge from four different Chinese churches in Singapore. 

The SEI tools measure the eight competencies of emotional intelligence plus 

four performance outcomes: Effectiveness, Relationships, Quality of Life, and Well-
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being. Regression analysis shows EI scores predict 50-60% of the variation in these 

outcomes. SEI has undergone three rounds of validation testing and has been used in 

several significant research studies.  

The SEI is validated through Factorial Analysis; the eight EI components 

render fair construct validity (How well a test measures what it is supposed to 

measure). Good concurrent validity is demonstrated by the EI components that 

explain 55% of the Outcomes in a regression model. Cronbach’s coefficient alpha 

ranges from 0.63-0.81 based on a small number of items per EI component, indicating 

satisfactory reliability.  

SEI is scientifically validated through Factorial Analysis and multiple 

statistical analyses revealing high reliability, including Cronbach Alphas between 

0.68 and 0.81. The statistical specifics of the SEI Assessment tool are monitored year 

by year to optimize the accuracy of the measure.  

The paper survey statements are randomly ordered, so as not to be leading in 

responses, and are on a five-point, interval (Likert) scale, which enhances accuracy in 

assessment. The SEI reports on three built-in validity indicators associated with 

survey completion, namely Positive Impression, Answer Style, and Incoherence.  

 

Ethical Issues and Confidentiality  

A certificate of approval was received from Human Research Ethics Board – 

Trinity Western University (HREF File No.: 19G09 Dated April 16, 2019). The 

researcher gained permission consent from each pastor-in-charge, and the survey is 

conducted with the presence of their pastor. In addition, the researcher maintained 

participants’ confidentiality, utilizing pseudonyms when necessary, keeping the 
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collected data in a secure location, and destroying the information after the 

transcription was complete.  
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Chapter 5 

Findings and Results 

 

Upon finishing the SEI online assessment, all participants, including the researcher, 

will receive the following report, which is based on a straightforward model with three 

pursuits. The overview profile example is shown below. 

 
 

Know Yourself - Self-awareness is about recognising the small group leader’s 

emotional patterns and feelings. 

Choose Yourself - Self-management is about consciously directing the small 

group leader’s thoughts, feelings, and actions to avoid reacting unconsciously. 

Give Yourself - Self-direction is about aligning the small group leader’s 

choices with the larger sense of purpose to unlock his full potential in the ministry. 

The received full report includes over twenty pages of detailed description and 

interpretations for each of the eight competencies within the Six Seconds model. It 

illustrates how the scores fall into performance zones from Vulnerable to Expert. 
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Based on the average results shown in this research, scores between the Functional 

and Expert zone and above are considered as higher EI.  

 
 

Table 4 The Eight Competencies within the Six Seconds model 
 

 

SEI Scores are reported in five performance bands in Six Seconds model 
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We have received both the EI assessment and survey outcome reports from the 

twenty small group leaders. Out of the twenty reports, nineteen of them show 

consistency between their EI assessment and survey outcome. This means that 

participants with higher EI results generally have less burnout, longer leadership 

lifespan, and healthier well-being in their small group ministry. On the other hand, 

participants with lower EI results have indicated higher burnout, shorter leadership 

lifespan, and poor well-being in general. From the twenty reports, four participants 

have attained a high EI score from the Six Seconds EI assessment, which indicates 

high job performance outcomes driven by the eight EI competencies. Similarly, 

sixteen participants showed a lower EI score from the Six Seconds EI assessment, 

which indicates low job performance outcomes driven by the lack of eight EI 

competencies. 

The SEI tools measure the eight competencies of emotional intelligence plus 

four performance outcomes: Effectiveness, Relationships, Quality of Life, and Well-

being. Therefore, the SEI assessment generates two key reports, namely the eight 

emotional competencies with scores and the four performance outcomes with scores, 

all of which indicate the potential strengths and vulnerabilities of the small group 

leaders.  

 

The Four Success Factors 

 Research shows that the outcome of our success factors are driven by our EI 

competencies. The data gathered from the small group leaders can provide us an 

objective overview on how they are doing in the ministry. The success factors include 

their Effectiveness, Relationship, Well-being, and Quality of Life. 
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a. The Outcome of Effectiveness 

In the outcome of effectiveness, the results show how well our leaders are 

performing to influence and to make decisions—in other words, the capacity of 

leaders to generate results. 

The following results show that three leaders are facing difficulty in the 

ministry, seven leaders are in the midst of developing their leadership skills, nine 

leaders have adequate competence, and one leader has the skills to effectively manage 

his or her ministry. There are none in the expert zone; the leaders are yet to develop 

fully.  

 

 

The effectiveness of Small Group Leaders, how they perform to influence and to make decisions. 

b.  The Outcome of Relationship 

In the area of Relationship, results show how the small group leaders perform 

in networking and community, and indicates the capacity of leaders to build and 

maintain networks.  

Four leaders find it challenging to manage relationships in the small group, 

eight leaders are learning how to manage relationships, six leaders have adequate 

competence, and two leaders have the potential strength to handle the small group 

relationships. But none has become an expert yet. 

 

3/20 scored between 65-81, Challenged Zone. They are facing 
challenges or obstacles as a leader. 
7/20 scored between 82-91, Emerging zone. They are developing skills 
and awareness. 
9/20 scored between 92-107, Functional Zone. They have adequate 

competence, and are advised further development. 
1/20 scored between 108-117, Skilled Zone, This is a potential strength 
for them to leverage. 
0/20 score between 118-135, Expert Zone, They have a unique ability 

in this area that distinguishes them as a leader. 
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The Relationship of Small Group Leaders, how they do in networking and interacting in community. 

 

c. The Outcome of Well-being 

In the outcome of well-being, the results show how leaders are performing 

between balancing and managing health in their ministry life, including their capacity 

to maintain optimal energy and functioning. 

Two leaders show that they may have difficulty in maintaining their well-

being as leader. Seven of them are learning how to find balance in the ministry. Eight 

leaders have the competence to maintain a balanced ministry, and two leaders are 

capable in managing themselves. None of the leaders have become an expert in the 

area of well-being. 

 

 

The Well-being of Small Group Leaders - how they do in balancing work and life. 

 

 

4/20 scored between 65-81, Challenge Zone. Facing challenge or 
obstacle as a leader. 
8/20 scored between 82-91, Emerging zone. Developing skills and 
awareness. 
6/20 scored between 92-107, Functional Zone. Adequate competence, 
advise further development. 
2/20 scored between 108-117, Skilled Zone, This is a potential 
strength for you to leverage. 
0/20 score between 118-135, Expert Zone, Have unique ability in this 
area that distinguishes as a leader. 

2/20 scored between 65-81, Challenge Zone. Facing challenge or 
obstacle as a leader. 
7/20 scored between 82-91, Emerging zone. Developing skills and 
awareness. 
8/20 scored between 92-107, Functional Zone. Adequate competence, 
advise further development. 
2/20 scored between 108-117, Skilled Zone, This is a potential 
strength for you to leverage. 
0/20 scored between 118-135, Expert Zone, Have unique ability in 
this area that distinguishes as a leader. 
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d. The Outcome of the Quality of Life 

In the outcome of Quality of Life, the results show the capacity of leaders to 

find achievement and satisfaction in the ministry. 

 One leader has not found the satisfaction in the ministry yet. Six leaders are 

learning to gain achievement in the ministry. Ten leaders have begun to experience 

the satisfaction in the ministry, and three leaders have found achievement and 

satisfaction in the ministry. None of the leaders have yet to achieve the expert 

outcome. 

 

The 

The Well-being of Small Group Leaders - how they do in balancing work and life. 

 

To sum up, the outcomes from the four success factors, the data shows 

between 5%-20% of the twenty small group leaders are in the Challenged zone. These 

leaders are currently facing challenging and difficulties in the ministry.  

Another 30%-40% of the leaders are in the Emerging zone, which indicates 

that they are learning to cope with the demands of the ministry.  

An additional 30%-50% of our leaders are in the Functional zone, where they 

are doing fine in the ministry but require further development.  

Lastly, 5%-10% of them are in the Skilled zone, which indicates they are 

somewhat independent and functional. But as none of the leaders are in the expert 

1/20 scored between 65-81, Challenge Zone. Facing challenge or 
obstacle as a leader. 
6/20 scored between 82-91, Emerging zone. Developing skills and 
awareness. 
10/20 scored between 92-107, Functional Zone. Adequate 
competence, advise further development. 
3/20 scored between 108-117, Skilled Zone, This is a potential 
strength to leverage. 
0/20 scored between 118-135, Expert Zone, have unique ability in 
this area that distinguishes as a leader. 
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zone, this indicates that the leaders may not have attained the level of mastery yet. 

The findings of these results from the four success factors can be used as a general 

reference for the project’s later conclusions. 

 

EI Outcomes from The Eight Competences of 20 Small Group Leaders 

 The following chart is the EI outcome from the eight competences of the 

twenty small group leaders. The detailed data is provided in the individual EI 

assessment reports. 

 Know  
Yourself 

1.Enhance 
Emotional 
Literacy 

2.Emotion 
Pattern 

Choose 
Yourself 

3.Consequential 
Thinking 

4.Navigate 
Emotion 

5.Intrinsic 
Motivation 6.Optimism Give  

Yourself 
7.Increase 
Empathy 

8.Pursue 
Noble 
Goal 

Challenge 2 2 4 2 1 8 7 7 0 6 2 

Emerging 7 5 6 15 7 8 6 5 10 5 4 

Functional 10 11 8 2 7 3 5 7 8 8 12 

Skilled 1 2 2 1 5 1 2 1 2 1 2 

Expert 0 0 0 0 0 0 0 0 0 0 0 

 20 20 20 20 20 20 20 20 20 20 20 

Diagram: EI Outcome from The Eight Competences of 20 Small Group Leaders 

 

This report shows the average scoring in three important pursuits according to 

the Six Seconds Model:  Know Yourself, Choose Yourself, and Give Yourself. In 

general, we are summarizing how our small group leaders perform in these three 

pursuits.  

 

a. Key Pursuits - Know Yourself 

Know Yourself is about self-awareness. It gives the “what” when you 

know yourself, and you know your strengths and challenges. It increases a 

leader’s self-awareness, capablility of recognizing emotional patterns and 
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feelings which would allow leaders to understand their reaction or trigger 

points, for example, and it is the first step to growth. Ten of our leaders are 

received higher score, better aware of their emotions, seven are learning about 

their emotions, one is skilled, and one has difficulty, but none is an expert in 

this area.  

 

i. EQ competence to enhance  emotional literacy 

Emotionally literate leaders are able to accurately identify 

and understand their feelings through their emotional literacy and 

apply this knowledge to improve relationships with others and 

through managing their emotions. 

Two leaders are skilled in their level of emotional literacy, 

five are emerging, eleven of our leaders are adequate, two are 

functional, and two have difficulty in this area. None is an expert 

in this area.  

Sixty-five percent (13/20) of the leaders with this 

competence are capable of accessing and developing important 

information about self and others. 35% of the remaining leaders 

are weak in emotional literacy and may be utterly oblivious to the 

feelings of other people. 

ii. EQ competence to recognize patterns 

Recognizing patterns is the ability of leaders to 

acknowledge frequently recurring reactions and behaviours in the 

ministry, and, through identifying these behaviours, they recognize 

their emotional patterns. 
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Two of our leaders are skilled in recognizing their 

emotional patterns, eight are functional, six are learning to identify 

the patterns, and four have difficulty in this area. 

50% (10/20) of the leaders are capable of this competence. 

The other ten are unable to recognize emotional patterns, either in 

self or others. 

 

b. Key pursuits - Choose Yourself 

Choose Yourself provides the “how,” how to take action, how to 

influence yourself and others. It is to build self-management and self-

direction intentionally, which allows leaders to direct their thoughts, 

feelings, and actions consciously and to avoid reacting unconsciously.  

 

i. EQ competence to apply consequential thinking 

Applying consequential thinking is the ability to evaluate 

the costs and benefits of choices, to allow leaders to assess their 

options, anticipate how people will react, and follow their 

intentions. 

Five leaders are skilled and seven leaders are functional in 

applying this competence; seven leaders are emerging, and one has 

difficulty in applying consequential thinking.  

Sixty percent (12/20) of the leaders are capable of applying 

consequential thinking. 40% of the leaders are less aware or 

predictive of the possible outcome of people’s feelings and 

responses. 



 84 

ii. EQ competence to Navigate Emotion 

Navigate Emotion is the ability in assessing, harnessing, 

and transforming emotions as a strategic resource. Navigating 

emotions helps leaders to take ownership of their life. By 

integrating their thinking and feeling, they are able to make optimal 

decisions and to achieve a successful relationship with the self and 

others in the ministry. 

One leader is skilled, three leaders are capable of applying 

this skill, eight leaders are learning, and eight have difficulty in 

navigating their emotions.  

Merely 20% (4/20) of the leaders are capable of navigating 

their emotions. The majority of the leaders may be emotionally 

stuck when facing negativity, and inefficient in redirecting their 

energy. 

iii. EQ competence to engage intrinsic motivation  

To Choose Yourself is the ability to be energized and 

driven by personal values and commitments rather than by external 

forces. Those who possess it develop powerful values, connect 

with people, and constantly articulate purpose. Thus, leaders who 

are engaging intrinsic motivation help to infuse vitality into small 

group ministry. 

 Two leaders are skilled in intrinsic motivation, five leaders 

are functional in this skill, six leaders are still learning, and seven 

have difficulty in exercising intrinsic motivation.   
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Only 35% (7/20) of leaders are capable of intrinsic 

motivation. More than 65% of the leaders are less able to produce 

inner motivation from within, especially when facing ministry-

related hardship.  Lacking motivation can often lead to 

procrastination or avoidance of a task when they participate in the 

ministry. 

iv. EQ competence to exercise optimism 

Exercising optimism is the ability to take a proactive 

perspective of hope and possibility. Leaders who can employ a 

habit of optimism will take ownership, generate new options, 

invent solutions to unsolvable problems. They are healthier, have 

stronger relationships, do better at work, and are more resilient in 

the ministry.  

One leader is skilled in applying optimism, seven leaders 

are adequate in this skill, five leaders are learning, and seven have 

difficulty in exercising optimism.  

Fourty percent (8/20) of the leaders are capable of 

exercising optimism. Overall, the other twelve leaders are not 

ready to apply an optimistic perspective to the ministry, and this 

may indicate that the leaders are struggling with the challenges 

ahead. 

 

c. Key pursuits - Give Yourself 

Give Yourself delivers the “why,” why you are motivated, why 

you should take this action. It refers to the ability to align daily choices to 
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a larger sense of purpose and unlocks a leader’s full potential by using 

empathy and principled decision making to increase wisdom. 

i. EQ competence – increase empathy 

To increase empathy is about developing the ability to 

recognize and appropriately respond to others’ emotions. Small 

group ministry is all about relationship, the ability to recognize 

emotions and to respond rightly to manage the ministry. By 

practicing empathy, leaders are empowered to deepen their 

relationships with the members. 

One leader is skilled, eight leaders are adequate in this skill, 

five leaders are emerging learners, and six are facing difficulty in 

applying this competence. The results show that only 45% (9/20) 

of the leaders have the required competence. The remaining leaders 

have yet to master the skill of empathy, and this can be critical to a 

relationship-centric ministry. 

ii. Give Yourself – Pursuing a Noble Goal  

Pursuing a Noble Goal is the competence to connect daily 

choices with an overarching sense of purpose. Having a clear noble 

goal can help leaders to focus on what is most important and to 

access their full power and potential better. When leaders are 

connected with their vision and mission, their ministry has a 

powerful meaning and relevance. 

Two leaders are skilled, twelve leaders are adequate in this 

skill, four leaders are learning, and two have difficulty applying the 

competence. 70% of the leaders are capable in this competence. 



 87 

In the ministry, pursuing a noble goal is presumably very 

much aligned with the Great Commission and the ministry goal. 

Hence, the finding is considered a favorable result as most of the 

leaders 70% (14/20) are high in this competence. 

 

RESULT OVERVIEW  

65% Enhance Emotional Literacy 50% Recognize Patterns 
60% Apply Consequential Thinking  20% Navigate Emotion 
35% Engage Intrinsic Motivation  40% Exercise Optimism 
45% Increase Empathy 70% Pursue Noble Goal 

 

Based on the overall results from our leaders, their EI competence level is a 

real concern. These results may indicate what studies have suggested: that these 

leaders might be experiencing a high level of burnout, short lifespan as a leader, and 

an increased likelihood of negative well-being and personal crisis.  
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 With the data collected from both the EI assessment and the leaders’ job 

satisfaction survey, we are now comparing their results and providing our 

observations, particularly on the four small group leaders with high EI and high job 

satisfaction and the sixteen small group leaders with low EI and low job satisfaction. 

 

The Four Small Group Leaders with High EI and High Job Satisfaction 

  

Four participants have attained a high EI score from the eight EI competencies 

in the Six Seconds EI assessment, which are broadly categorized into the three EI 

pursuits: Know Yourself, Choose Yourself, and Give Yourself. Among the three 

pursuits, these four participants have received at least two scores in the functional and 

skilled. These scores are considered as ‘high’ EI in this report because either their EI 

competencies are adequate to meet the demands of leadership, or they have shown 

potential strength to leverage in ministry leadership. Besides, these four leaders’ 

results from their job satisfaction survey correspond closely with their EI scores. That 

is to say, all four participants have shown at least two out of three higher scores in 

their job satisfaction survey too. Please refer to the details shown in Table 6. 

Table 6 - Among the four participants with high EI 

 Six Seconds Assessment EI Result Small Group Job Satisfaction Survey 

Participant 
EI 1 

Know 
Yourself 

EI 2 
Choose 
Yourself 

EI 3 
Give 

Yourself 

Lesser 
Burnout 

Longer 
Lifespan 

Healthier 
Well-being 

1 High High High High Low High 

2 High High High Low High High 

3 High High Low High Low High 

4 High High High Low High High 

 



 89 

Based on the SEI interpretation, the four small group leaders are more aware 

of their emotions, more capable of recognizing the consequences of their emotions, 

able to navigate their emotions, and to be more motivated and optimistic.  

Even though the four leaders have attained ‘High’ in all three pursuits, all four 

leaders have a ‘Low’ score in one of the hypotheses. The possible reason could be 

that the leaders have a low score in one of the EI competencies that make up each of 

the pursuits. For example, under the pursuit of Choose Yourself, there are four 

competencies. A leader can attain ‘High’ due to a higher score in the three 

competencies—Consequential Thinking, Navigate Emotions, and Intrinsic 

Motivation—but has a low score in the fourth competence—Optimism. As such, in 

applying EI to real-life situations while managing the ministry, the leader is unable to 

exercise Optimism in the face of challenges. This could result in a low leadership 

lifespan where some of these leaders resign from their roles or carry out duties with 

very low enthusiasm (Comiskey 2009, 101; Neighbour 2009; NCLS Research 2014). 

Furthermore, they are generally more empathetic towards people and more 

purposeful in life. For those leaders who have higher EI but show lower job 

satisfaction scores in one of the areas, it merely means that they may not have 

matured the necessary skills. We should expect better results when training is 

provided in this area. Hence, this understanding can help to explain why their survey 

results may not fully correspond with their EI score. 

From the findings, we can conclude that these small group leaders may 

generally have a lesser burnout rate, have a longer ministry lifespan, and that they are 

more passionate and purposeful, thus experiencing greater well-being.   
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The Sixteen Small Group Leaders with Low EI and Low Job Satisfaction 

 

 Sixteen participants have a lower EI score in the three important pursuits: 

Know Yourself, Choose Yourself, and Give Yourself. These leaders have scored 

between Challenged and Emerging, and they are considered as ‘Low’ EI in this 

research. Leaders within the Challenged zone may be facing obstacles that have 

created personal and professional challenges in the ministry, while leaders within the 

Emerging zone are still developing their skills and emotional awareness.  

    Table 7 – Results from the sixteen participants with lower EI 

 Six Seconds Assessment EI Result Small Group Job Satisfaction 
Survey 

Participant 
EI 1 

Know 
Yourself 

EI 2 
Choose 
Yourself 

EI 3 
Give 

Yourself 

Lesser 
Burnout 

Longer 
Lifespan 

Healthier 
Well-
being 

5 Low Low Low Low Low Low 

6 Low Low Low Low Low Low 

7 Low Low Low Low Low Low 

8 Low Low Low Low Low Low 

9 High Low Low Low Low Low 

10 High Low Low High Low Low 

11 Low Low Low High Low Low 

12 Low Low High Low Low Low 

13 High Low Low Low Low Low 

14 High Low Low Low Low Low 

15 Low Low Low Low Low Low 

16 Low Low High Low Low Low 

17 High Low Low Low Low Low 

18 Low Low High Low Low High 

19 Low Low Low High Low Low 

20 Low High Low Low  High Low 

 

In general, these participants are considered as low in EI. They may have low 

self-awareness, and not be able to recognize their own emotions and behaviours. 
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Furthermore, they may lack the ability to navigate their emotions, not be able to 

realize the consequences of their behaviors, are less motivated or tend towards 

pessimism. These leaders are considered raw in applying empathy or have trouble 

identifying their purpose in life. 

 

Out of the sixteen participants with low EI and also low job satisfaction score: 

a. Five out of the sixteen participants show results of their EI assessment and 

job satisfaction survey which correspond fully. This means to say a leader 

with low EI tends to have low job satisfaction. 

 

 Six Seconds Assessment EI Result Small Group Job Satisfaction 
Survey 

Participant 
EI 1 

Know 
Yourself 

EI 2 
Choose 
Yourself 

EI 3 
Give 

Yourself 

Lesser 
Burnout 

Longer 
Life 
Span 

Healthier 
Wellbeing 

5 Low Low Low Low Low Low 

6 Low Low Low Low Low Low 

7 Low Low Low Low Low Low 

8 Low Low Low Low Low Low 

15 Low Low Low Low Low Low 

 

b. Four out of the sixteen participants have scored one ‘High’ and two ‘Low’ 

in the three pursuits. And in the two areas they have scored higher in EI, 

they have also scored higher in two areas in their job satisfaction survey.  

Nonetheless, their overall EI scores are considered low in this research, 

and their low job satisfaction scores support that designation.  

Participant 
EI 1 

Know 
Yourself 

EI 2 
Choose 
Yourself 

EI 3 
Give 

Yourself 

Lesser 
Burnout 

Longer 
Life 
Span 

Healthier 
Wellbeing 

10 High Low Low High Low Low 

11 Low Low High High Low Low 

18 Low Low High Low Low High 
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20 Low High Low Low  High Low 
 

c. Six out of the sixteen participants have shown one ‘High’ score in their EI, 

but scored all ‘Low’ in their job satisfaction survey. The overall result for 

this group of leaders is also understood as low in general; hence, the 

outcome supports that leaders with low EI experience low job satisfaction. 

 

Participant 
EI 1 

Know 
Yourself 

EI 2 
Choose 
Yourself 

EI 3 
Give 

Yourself 

Lesser 
Burnout 

Longer 
Life 
Span 

Healthier 
Wellbeing 

9 High Low Low Low Low Low 

13 High Low Low Low Low Low 

14 High Low Low Low Low Low 

17 High Low Low Low Low Low 

12 Low Low High Low Low Low 

16 Low Low High Low Low Low 

 

d. One participant scored ‘Low’ for the three EI pursuits but attained one 

‘High’ in the job satisfaction survey. In general, the result is considered 

low for this particular participant, in both the EI and job satisfaction. The 

possible explanation for the ‘High’ score may be this particular leader has 

found alternative ways to avoid burnout and keep a longer lifespan in 

ministry. 

Participant 
EI 1 

Know 
Yourself 

EI 2 
Choose 
Yourself 

EI 3 
Give 

Yourself 

Lesser 
Burnout 

Longer 
Life 
Span 

Healthier 
Wellbeing 

19 Low Low Low High Low Low 

 

The above finding reveals that the participating leaders who have low EI 

competencies generally have low job satisfaction in their small group ministry. It 

suggests that these leaders have a higher possibility of burnout because of their 
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inability to navigate emotions. Thus, they may have a shorter ministry lifespan. On 

the other hand, those participating leaders with high EI competencies have rated 

higher in ministry ownership, passion and purpose, and therefore healthier well-being. 
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Chapter 6 

Conclusions 

Is emotional intelligence (EI) associated with small group leaders’ job 

satisfaction?  

The project has determined the possible association between EI and small 

group leaders’ job satisfaction. The project has investigated the correlation, and the 

influence EI has on job satisfaction. These small group leaders who serve in Chinese 

churches and whose effectiveness may suffer due to the lack of essential life skills 

leadership training in EI. It is believed based on the results yielded from this study 

that EI can bring significant value to the planning, designing, developing, 

implementing, and evaluating of church leadership programmes, especially in small 

group ministry. The following findings are our observations learned from the project. 

EI is associated with small group job leaders’ job satisfaction. In this 

project, the overall EI assessment results corresponded with the ministry satisfaction 

survey collected from the small group leaders. Out of the twenty participants, the four 

participants with high EI demonstrated reasonable ministry satisfaction. The other 

sixteen participants with low EI exhibited lower ministry satisfaction. Hence, this 

research shows a positive outcome and supports the association between EI and job 

satisfaction among small group leaders. This finding implies that if we can improve 

the emotional competency of small group leaders, it is highly possible to help 

improve their job satisfaction and produce beneficial ministry outcomes. 

EI is a useful tool for small group ministry. The overall finding of this 

research shows that EI can be a useful assessment tool to help measure small group 

leaders’ job satisfaction. Upon completing the EI assessment, our small group leaders 

were generally positive with their EI assessment report. They consider their report as 
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authentic and helpful in better understanding themselves. Nevertheless, in the Chinese 

church context, formal evaluation or assessment is not a common practice in the small 

group ministry. At this point, our church is lacking a tool to appraise the leader's job 

satisfaction accurately. With our finding, we can consider the EI assessment as an 

evaluation tool to help leaders assess their emotional status and provide valuable 

feedback from their ministry. 

EI and the Chinese culture. The concept of emotional literacy is relatively 

new to the Chinese Church. While we are expecting to see a corresponding match 

between the EI assessment and the job satisfaction survey, our results showed that 

there are some data that do not fully correspond. It could be due to the nature of 

Chinese culture, commonly demonstrated in their practice in religion. This behaviour 

may explain why Chinese Christians tend to be more introverted, tend to avoid 

confrontation, and are less apt to express their negative emotions. Hence, even if these 

leaders have experienced difficulties or are overburdened in their ministry, they are 

less likely to reveal their authentic feelings. 

EI and the Chinese Evangelical. Chinese churches in general are very much 

accustomed to Christian fundamentalism or Chinese traditional evangelical teaching, 

which stresses selflessness, self-denial, bearing the cross, and teachings that 

emphasize  biblical themes of pain and suffering. In other words, to be a true 

Christian is to suffer more. As such, negative feedback that reveals emotional 

struggles are regarded as a lack of faith among the Chinese Christians. This could be a 

variation while trying to identify true emotion within the Chinese church context. 

Christian Emotional Literacy. The biblical version of life skill framework 

for emotional literacy, is currently not available at the time of this research. Hence, 

there is no structured model for the church to help small group leaders identify and 
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become more aware of their emotional needs. With the Six Seconds EI model (Know 

Yourself, Choose Yourself, and Give Yourself), we can now provide a simple, 

learnable, and workable framework. Based on this EI model, leaders should be able to 

better articulate and increase awareness of their emotional needs, then recognize how 

their feelings are manifested in mental and behavioural symptoms.  

The Chinese Culture Consideration. It is particularly unusual for Chinese 

small group leaders to openly express their genuine emotions. This observation may 

not come as a surprise in the Chinese culture, and the results of our EI assessment and 

survey do support it. It is observed that many of our Chinese leaders tend towards 

suppression rather than expression, are shy in nature, reluctant to give negative 

feedback (the Chinese concept of ‘losing face,’ either for oneself or others), and 

emotionally illiterate (not used to expressing their feelings). As such, they may have 

difficulty in recognizing their own feelings and understanding their emotions. These 

leaders are likely to face problems in managing their small group members' emotions 

too. 

Lack of emotional self-awareness. The finding from the sixteen participants 

with low EI suggests that a large number of small group leaders have little self-

awareness, poor self-management, and struggles with defining their purpose in the 

ministry. They may not be pleased, but they remain willing to serve the small group 

nevertheless for the sake of their faith. Examining our findings against similar 

research conducted on leaders in the secular workplace, we can confidently conclude 

that low EI inevitably leads to burnout, shorter length of service, and work 

ineffectiveness. With these comparable results, we can expect leaders with low EI 

will face more challenges in sustaining their ministry. Henceforth, if the church can 
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help small group leaders to master their emotional awareness, the church can expect 

job satisfaction in the ministry to be improved. 

The finding now assumes that the science of EI may help to improve small 

group leaders’ job satisfaction in the church context. Small group leaders play a 

crucial role in determining the success or failure of each small group; therefore, it is 

meaningful to investigate the impact of EI competencies on a small group leader’s job 

satisfaction. The significance of this study is to examine the impact of emotional 

intelligence in future church leadership training program and how it may benefit small 

group leaders. If small group leaders with higher EI competencies experience greater 

job satisfaction because they can manage challenges to generate positive outcomes 

that nurture and sustain their affection for their ministry work, and henceforth, it will 

be worth including EI skills in future small group leadership training.  

 

Implication 

This project considers the impact of EI competencies on the job satisfaction of 

small group leaders; it addressed a concern that the small group leaders in the 

ministry are inadequately prepared in the skills of EI. Their overall emotional health 

is considered below average or low, which is lacking to facilitate a true relationship-

based community and to carry out their shepherding duties. This lack of preparation 

negatively affects their self-efficacy and corresponding job satisfaction, as the 

majority of the key training and learning materials found in the small group leadership 

training generally are related to spirituality and operational matters.  

Several assumptions were made at the outset of this research. The review of 

literature demonstrated that job satisfaction among leaders in various industries is 

related to the competencies of EI. Therefore, the assumption was made that job 
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satisfaction among small group leaders is also related to the competencies of EI. 

Second, the literature regarding small group leader training programs and the 

incorporation of EI principles in their respective curricula was insufficient. Therefore, 

we surmised that the small group ministry in general does not consistently emphasise 

the necessity of EI training for small group leaders to thrive in the demanding nature 

of the pastoral ministry. Hence, this study reviewed these assumptions with a pastoral 

approach. The essence of this finding demonstrates that the competencies of EI are 

relevant to small group leaders. EI can serve as the framework, supplemented by the 

small group leadership skills for the local church ministry as viewed through the lens 

of the biblical metaphors of the church.  

 By learning to utilise the EI competencies, small group leaders can improve 

their self-efficacy and corresponding job satisfaction. This finding can help to 

strengthen the small group ministry in two areas: 1. to improve the interrelationship 

between leaders and their members in the small groups; and 2. to address the issues 

on job satisfaction in small group ministry. Further, this research demonstrates that 

the EI competencies can act as a countermeasure to the main threats to small group 

leaders’ job satisfaction (for example, burnout, career longevity, and proclivity toward 

personal crises). 

Additional insights gained from this study.  

First, the study assumes that the participants would be skeptical about the 

relevance of EI, mainly due to their lack of formal knowledge in EI. It was later 

discovered that all small group leaders agree with their personal EI assessment report. 

Hence, EI competencies training should be provided during small group ministry 

training to equip them properly for the emotional demands of the ministry.  
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This study identifies a concern that small group leaders are generally 

inadequately prepared to address the additional emotional dynamics of small group 

ministry. On top of their personal lives, leaders are burdened with substantial 

additional emotional challenges. Like a pastor who has pledged a life of service, 

committed small group leaders want to make a positive difference in their ministry. 

However, small group ministry comes with a considerable high level of emotional 

risk. Hence, they must adequately train before being launched into the demanding, 

complicated realm of small group ministry life. This study demonstrates the need to 

sufficiently train small group leaders in EI during their ministry training. In a follow-

up training program, leaders can be further taught and updated in EI skills through 

support systems such as coaching, counselling, and self-study. 

 

Recommendations for Further Research 

a. Theology of Emotion 

 This research has highlighted the apparent correlation between the theme of 

emotion and the biblical context. Seemingly, the evangelical world has less of a focus 

on developing theological reflection and biblical education on emotion, including the 

training program found in Bible colleges and seminaries. The inconsistent training in 

EI competencies has left a vacancy in our understanding of biblical emotions, and a 

lack of Christian perspective on affections and feelings. There are at least two areas 

for consideration: the biblical hermeneutic principle for emotion; and an emotional 

ethic for Christian living. 

Contemporary biblical hermeneutics is the study of the principles of 

interpretation, which include all forms of communication, verbal and nonverbal, of 

concepts and behaviours. The study of biblical emotions may be somewhat limited in 
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contemporary biblical hermeneutics, as emotions are only beginning to receive 

scholarly attention from various fields. There is a shortage of hermeneutical principles 

in interpreting and understanding biblical emotion. For example, as contemporary 

views may overly impose on emotion prior to the biblical view, there is a need to 

work on the appropriateness of applying the concept to the Scriptures (Fiori et al. 

2014). In addition, the culture we live in has its perspectives on how to understand, 

interpret, and express various emotions as well. Through future research with cultural 

and diversity considerations, it can help contribute towards a fuller, practical Christian 

theology of emotion and Christian emotional literacy. 

Assuming an understanding and regulating of human emotions is an essential 

element of Christian growth, there are still questions to be answered in the area of 

Christian ethics: Could there be a limit on emotions? In reference to the work of 

Jonathan Edwards’ The Religious Affections, for example, we recognize that emotion 

is an essential dimension to character ethics, but there are other concerns. When do 

emotions carry us too far? Where do we stand as Christians on emotions? It was a 

question of God’s Spirit or human hysteria, may include radical emotional and 

physical manifestations. As much as we hope to resolve the issues thoroughly, the 

aftermath of the affections continues Therefore, we urge the church to dialogue on the 

matter of a godly emotional life (Moore n.d.; n.d.). 

 

 b. EI education program for small group leaders 

It is suggested that the church as a religious organization has high emotional 

demand in that it will require frequent interpersonal interaction (Joseph and Newman 

2010, 54–78). Hence the leader’s emotional stage will influence how they interact 

with their small group members. Similar to the pastoral role, the emotional demands 
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on small group leaders can be high. Standardised EI education and training will equip 

small group leaders with the skills they need to apply EI competencies to their 

ministerial duties. These competencies can be further developed through a continuous 

education program, as well as a variety of non-educational venues, including coaching 

relationships and professional counselling settings. 
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Appendix Form 

Design of the Survey Form 

（Prediction of Results） 

 

(a) Hypothesis regarding a high EI leader: 

A leader, who displays high EI and is predicted to achieve positive job 

performance, will respond to the Job Satisfaction Survey as follows: 

 

H1: Higher EI leader will experience a lesser level of burnout. 

(1) 1 - There are days when I feel tired before I arrive at small group 

meetings.  

[STRONGLY DISAGREE] 

(2) 4 - *I have adequate time and enough energy for my personal leisure 

activities. 

[STRONGLY AGREE] 

(3) 2 - I can manage the amount of my duties well. 

[STRONGLY AGREE] 

(4) 3 - When I serve in the small group, I usually feel energized.  

[STRONGLY AGREE] 

(*question is not extracted from Maslach Burnout Inventory (MBI)) 

 

H2:  A leader with higher EI will have a longer leadership lifespan. 

(5) 5 - It happens more and more often that I talk about my small group in a 

negative way. 

[STRONGLY DISAGREE] 

(6) 6 - Lately, I tend to think less about my small group and do my duties 

almost mechanically. 

[STRONGLY DISAGREE] 

(7) 7 - This is the only type of work that I can imagine myself doing. 

[STRONGLY AGREE] 

(8) 8 - *I have the ability to meet or exceed the needs of my small group 

members. 

[STRONGLY AGREE] 
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(*question is not extracted from Maslach Burnout Inventory (MBI)) 

 

H3:  A leader with higher EI will maintain healthier well-being and will have less of a 

tendency towards a destructive personal crisis.  

(9) 11 - I always find new and interesting aspects in my small group. 

[STRONGLY AGREE] 

(10) 9 - * The others understand if I have a bad day. 

[STRONGLY AGREE] 

(11) 10 - Sometimes, I feel sickened by my duties. 

[STRONGLY DISAGREE] 

(12) 12 - I feel more and more engaged in my duties. 

[STRONGLY AGREE] 

(*question is not extracted from Maslach Burnout Inventory (MBI)) 

 

(b) Hypothesis regarding a leader with low EI: 

A leader, who displays low EI and is predicted to struggle to perform well in his/her 

job, will respond to the Job Satisfaction Survey as follows: 

 

H1: A leader with lower EI will experience higher level of burnout. 

(1) 1 - There are days when I feel tired before I arrive at small group 

meetings.  

[STRONGLY AGREE] 

(2) 4 -*I have adequate time and enough energy for my personal leisure 

activities. 

[STRONGLY DISAGREE] 

(3) 2 -  I can manage the amount of my duties well. 

[STRONGLY DISAGREE] 

(4) 3 - When I serve in the small group, I usually feel energized.  

[STRONGLY DISAGREE] 

(*question is not extracted from Maslach Burnout Inventory (MBI)) 

 

H2: A leader with lower EI will have a shorter leadership lifespan. 
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(5)   5 - It happens more and more often that I talk about my small group in 

a negative way. 

[STRONGLY AGREE] 

(6) 6 - Lately, I tend to think less about my small group and do my duties 

almost mechanically. 

[STRONGLY AGREE] 

(7) 7 - This is the only type of work that I can imagine myself doing. 

[STRONGLY DISAGREE] 

(8) 8- *I have the ability to meet or exceed the needs of my small group 

members. 

[STRONGLY DISAGREE] 

(*question is not extracted from Maslach Burnout Inventory (MBI)) 

 

H3:  A leader with lower EI will suffer unhealthy well-being and have a higher 

tendency towards a destructive personal crisis.  

(9) 11 - I always find new and interesting aspects in my small group. 

[STRONGLY DISAGREE] 

(10) 9 - *The others understand if I have a bad day. 

 [STRONGLY DISAGREE] 

(11) 10 - Sometimes, I feel sickened by my duties. 

[STRONGLY AGREE] 

(12) 12 - I feel more and more engaged in my duties. 

[STRONGLY DISAGREE] 

(*question is not extracted from Maslach Burnout Inventory (MBI)) 
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Hypothesis : Job Satisfaction Survey Form for Small Group Leaders 
Questions are adapted from Maslach Burnout Inventory (MBI) 

 
  Hypothesis Strongly 

Agree 

Agree Disagree Strongly 

Disagree 

1 There are days when I feel tired 

before I arrive at small group 

meeting. 

H1     

2 I can manage the amount of my 

duties well. 

H1     

3 When I serve in the small group, 

I usually feel energised. 

H1     

4 I have adequate time and enough 

energy for my personal leisure 

activities. 

H1     

5 It happens more and more often 

that I talk about my small group 

in a negative way. 

H2     

6 Lately, I tend to think less about 

my small group and do my duties 

almost mechanically. 

H2     

7 This is only type of work that I 

can imagine myself doing. 

H2     

8 I have the ability to meet or 

exceed the needs of my small 

group members. 

H2     

9 The others understand if I have a 

bad day. 

H3     

10 Sometimes, I feel sickened by 

my duties. 

H3     

11 I always find new and interesting 

aspects in my small group. 

H3     

12 I feel more and more engaged in 

my duties 

H3     
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Table 

Table 1  SEI emotional intelligence competencies 

Table 2  Comparison of EI models 

Table 3  Six Seconds Emotional Intelligence success factor p.29 

Table 4  The eight competencies within the Six Seconds model 

Table 5  SEI scores are reported in five performance bands in the Six Seconds  

model 

Table 6  Among the four participants with high EQ 
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Variation 

“The variation in each success factor is explained by that of a different combination of the eight 
competencies. This points to the distinct qualities of the SEI depending on the external criteria that are 
important to individuals and groups. The following prediction models provide insight into the specific 
EQ competencies that contribute to each success factor” (J. Freedman, Ghini, and Dijk, n.d.). 
 
 

Predicting Health Partial R2 Model R2 
Exercise Optimism 0.2050 0.2050 

Enhance Emotional Literacy 0.0413 0.2464 
Increase Empathy 0.0037 0.2501 

Apply Consequential Thinking 0.0012 0.2513 
Predictive Validity  0.2513 

   
Predicting Relationship 

Quality 
Partial R2 Model R2 

Enhance Emotional Literacy 0.2238 0.2238 
Act on Noble Goals 0.0616 0.2854 
Increase Empathy 0.0143 0.2997 
Recognize Patterns 0.0060 0.3057 
Navigate Emotion 0.0077 0.3134 

Apply Consequential Thinking 0.0034 0.3168 
Predictive Validity  0.3168 

   
Predicting Quality of Life Partial R2 Model R2 
Enhance Emotional Literacy 0.3933 0.3933 
Engage Intrinsic Motivation 0.0197 0.4130 

Exercise Optimism 0.0085 0.4215 
Recognize Patterns 0.0033 0.4248 
Act on Noble Goals 0.0065 0.4313 

Apply Consequential Thinking 0.0020 0.4333 
Increase Empathy 0.0016 0.4349 

Navigate Emotions 0.0004 0.4354 
Predictive Validity  0.4354 

   
Predicting Personal 

Effectiveness 
Partial R2 Model R2 

Engage Intrinsic Motivation 0.4284 0.4284 
Enhance Emotional Literacy 0.0597 0.4880 

Apply Consequential Thinking 0.0107 0.4987 
Navigate Emotion 0.0016 0.5002 

Act on Noble Goals 0.0005 0.5007 
Increase Empathy 0.0004 0.5011 

Predictive Validity  0.5011 
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Appendix 2 

 

Job Satisfaction Survey Form for Small Group Leaders 
Questions are adapted from Maslach Burnout Inventory (MBI) 

 
  Strongly 

Agree 

Agree Disagree Strongly 

Disagree 

1 There are days when I feel tired before I 

arrive at small group meeting. 

    

2 It happens more and more often that I talk 

about my small group in a negative way. 

    

3 The others understand if I have a bad day.     

4 I can manage the amount of my duties 

well. 

    

5 Lately, I tend to think less about my small 

group and do my duties almost 

mechanically. 

    

6 Sometimes, I feel sickened by my duties.     

7 When I serve in the small group, I usually 

feel energised. 

    

8 This is only type of work that I can 

imagine myself doing. 

    

9 I always find new and interesting aspects 

in my small group. 

    

10 I have adequate time and enough energy 

for my personal leisure activities 

    

11 I have the ability to meet or exceed the 

needs of my small group members. 

    

12 I feel more and more engaged in my 

duties. 
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Six Seconds SEI Technical Manual 4.0 

Page  9 

 

SEI AND SUCCESS 
The SEI frames emotional intelligence in the context of important life and work 

outcomes.  In other words, it measures emotional intelligence as applied to a practical 

purpose.  SEI is linked to four key outcomes, each with two sub-factors, or “Pulse Points”��
explained on the following pages:  

Effectiveness - Capacity to generate results  

Relationships - Capacity to build and maintain networks  

Wellbeing - Capacity to maintain optimal energy and functioning  

Quality of Life - Capacity to maintain balance & satisfaction  

SEI research shows a strong and substantial relationship between scores on EQ and 

scores in these outcomes.  This framework allows SEI Assessors to help clients see the 

value and significance of using emotional intelligence more effectively. 

Stepwise regression analysis (forward selection procedure) revealed that the SEI has 

considerable predictive power: SEI predicts 55% of overall performance (where 

“performance”�is a combination of the reported success factors). See the graph below: 

 

Likewise, each outcome can be independently correlated with EQ, as shown in the 

following graphs. 

 



 110 

 

 

 

Six Seconds SEI Technical Manual 4.0 

Page  10 

EQ and Effectiveness - EQ scores predict 51.4% of the variation of Effectiveness scores. 

This success factor is composed of two theoretical concepts (“Pulse Points”): Decision 

Making - Capacity to select the most effective option; Influence - Capacity to motivate 

and involve others. 

 

EQ and Relationships - EQ scores predict 28.6% of the variation of Relationship scores. 

This success factor is composed of two Pulse Points: Network - Capacity to build 

multiple relationships to create alliance and support; Community - Capacity to maintain 

mutually caring connections to increase belonging. 
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Six Seconds SEI Technical Manual 4.0 

Page  11 

EQ and Wellbeing - EQ scores predict 16.9% of the variation in Wellbeing scores. This 

success factor includes two Pulse Points: Balance - Capacity to prioritize, manage stress 

and be fully present; Health - Capacity to maintain optimal physical energy and 

functioning. 

 

EQ and Quality of Life - EQ scores predict 38.8% of the variation of Quality of Life scores. 

This success factor is composed of two Pulse Points: Achievement - Capacity to 

accomplish meaningful goals; Satisfaction - Capacity to feel appreciation about one's life 

and efforts. 
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