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CHAPTER I 

INTRODUCTION 

Background and Setting 

What makes some people more successful in the workforce than others? Is it 

because they are smarter, scoring higher on intelligence tests? Is it due to attending a 

specific university or completing a particular program or curriculum? Does a person with 

strong business or family connections have a higher success rate than those who don't? 

In today's business environment, is it more about who you know than what you know? 

Can a person's skills and talents play a part in how successfiil they are in their line of 

work? 

Corporations throughout the nation have conducted studies to determine what 

makes some people more successfiil in their jobs than others. Dan Lajoie (2002) 

highlighted studies pertaining to the skills the business world found to be essential for 

success. He gave details about top level executives fi-om global companies who found 

influence, team leadership, organizational awareness, self-confidence, achievement, and 

leadership as competencies that distinguish star employees firom average ones. Lajoie 

also reported that when a large beverage firm started selecting employees based on 

initiative, self-confidence, leadership, and other skills, two-year defection rates dropped 

firom 50% to 6%. Many other companies in the business world have conducted similar 

studies and also found related skills are needed to thrive in the workplace. 



A concept has recently emerged as a factor that is showing potential in predicting 

individual and workplace success. This concept is emofional intelligence. Emotional 

intelligence is the capacity for acknowledging our own feelings and those of others, for 

mofivating ourselves, and for managing emotions effectively in ourselves and in others 

(Bolton Group, n.d.). Daniel Goleman took emofional intelligence a step fiirther by 

defining an emotional intelligence competence as "a learned capability based on 

emotional intelligence that results in outstanding performance at work" (Goleman, 1998b, 

p. 4). 

A growing number of experts are coming to the conclusion that emotional 

intelligence is a more effective predictor of success in the workplace than IQ (Goleman, 

1998). According to Pool (1997), IQ only predicts 20% of career success, whereas 

emotional inteUigence predicts 80% of a person's success in life. Early research 

conducted in the area of emotional intelligence has shovm that emotional competencies 

are the distinguishing characteristic that separate star employees fi^om average ones. 

Ahnost daily, there are new additions to the expanding body of knowledge which 

suggests a person's emotional intelligence profile provides a foundation for developing 

social and emotional competencies necessary for success in the workplace. 

Research in the field of emotional intelligence suggests that individuals are 

capable of enhancing their own emotional intelligence by recognizing feelings within 

themselves and others, as well as managing those feelings. Goleman, along with other 

psychologists, believe these emotional intelligence competencies can be learned 

(Goleman, Boyatzis, & McKee, 2002). Findings fi-om research suggest that all 



individuals are capable of increasing emotional understanding, empathy, healthy 

relationship skills, conflict resolution, self-esteem, and emotion management, which are 

all qualities of emotionally intelligent individuals (Walker & Spalding, 2001). 

Statement of the Problem 

Agricultural communications curricula have undergone many changes since its 

birth in 1905, at Iowa State University. It has grown fi-om its roots of being strictly print 

based to encompass radio and television broadcasting, marketing, public relations, web 

design, and many other facets of today's information era. Agricultural communications 

programs have kept pace, often emulating the changes in the agriculture industry. 

However, other aspects of the agricultural communications profession such as teamwork, 

adaptability, and helping others develop and succeed have not been addressed in program 

and curriculum advancements thus leaving a discrepancy between what is occurring in 

industry and the training and education received by prospective employees. To ensure 

that agricultural commuiucations graduates are positioned for success in the workplace, 

they need to possess essenfial traits, qualities, and skills idenfified by leaders in their 

profession. No major study has been conducted which identifies the emotional 

intelligence skills or competencies agricultural communication professionals believe to 

be necessary for success in the profession. In order for agricultural communications 

sfiidents to afiiain tiiese competencies, they first must be identified and then delivered 

through the agriculttiral communications curricula and program. 



Purpose and Obiecfives of the Sfiidy 

The purpose of this sfiidy was to examine the importance and ufilizafion of 

emofional intelligence competencies in the agricultural communicafions profession using 

input fi-om agricultural communication professionals selected fi-om the 2003 

AgriMarketing membership directory. As a means of accomplishing the purpose of the 

study, the following objectives were sought: 

1. To describe agricultural communicafion professionals in regard to 

personal and organizational characteristics, 

2. To determine the utilization and importance of specific emotional 

intelligence competencies in the agricultural communications industry as 

perceived by agricultural communication professionals, and 

3. To explore the relationship between various personal and organizational 

characteristics and the perceived utilization of emotional intelligence by 

agricultural communication professionals. 

Theoretical/Conceptual Framework 

The idea of emotional intelligence goes back more than 2000 years to Socrates 

and Aristotle (Lajoie, 2002). Early research on emotional intelligence began in the 1920s 

with Edward Thomdike's idea of social intelligence. Gardner along with Salovey and 

Sluyter were instrumental in early research when the term "emotional intelligence" was 

first adopted. 



McClelland (1975) suggested the idea of competencies as a factor that 

distinguishes outstanding performers at work from average ones. Goleman et al. (2002) 

broke down emotional intelligence into 18 leadership competencies that distinguish 

outstanding performers firom others based on research fi-om corporations and 

organizations. One of the main points Goleman et al. stressed about these competencies 

is that they can be learned and companies need to focus on these competencies in order to 

succeed and be competitive in the workforce. 

Within the last 10 years, a great deal of literature has been published about the 

positive impact emotional intelligence has played in the workplace. The American 

Society for Training and Development found that 80% of companies are trying to 

promote emotional intelligence in their employees through training and development, in 

their hiring process and when evaluating performance (Goleman, 1998). In a survey of 

American Express employees, over 90% found training in emotional intelligence to be 

pertinent to their jobs (Hays, 1999). It was also found that emotional competence 

training of supervisors in a manufacturing plant lead to exceeding productivity goals by 

$250,000 (Lajoie, 2002). The changes these companies implemented have heightened 

their quality of employees as well as the company's level of success. 

Agricultural communications programs were developed through tiie need to 

disseminate information about agriculture to agriculturalists. The advancement of the 

United States agriculfiire industry has been enhanced through the years by information 

dissemination, educational efforts, political decisions, technological advancements, and 

the growth of the mass and specialized media. The agricultural communications 



curricula has kept pace with the industry and made necessary changes in the context that 

is delivered to students. However, some aspects of the industry, such as emotional 

competencies, have not been included. With employers looking to hire individuals who 

posses emotional intelligence competencies, agriculfiaral communications would benefit 

both their graduates and the profession by offering training in such competencies. 

Evidence of this need does exist in the agriculture literature. For example, Walker and 

Spalding (2001) made the following statement: 

No longer are employers interested only in technical and intellectual 
aptitudes, yet the majority of schools continue to focus on academic skills 
for students as preparatory factors for entering a job or career. Since the 
two systems are not moving in the same direction, business is spending 
more time educating and training entry-level employees to bring them to 
appropriate levels of fiinctioning in the rapidly changing world of work, 
(p. l) 

In addition to statements such as Walker and Spalding's, studies have been 

conducted in the agricultural communications industry to identify skills needed to 

succeed in the profession. Nebraska agribusiness managers and vocational agriculture 

instructors identified getting along with people, talking to customers, and recognizing and 

helping customers as important skills required for employment in agribusiness (Spotanski 

& Foster, 1989). A study of agribusiness focus groups found that industry professionals 

seek teamwork, leadership, and problem solving skills as aids in the hiring process 

(Scanlon, Bruening, & Cordero, 1996). Another study conducted at the University of 

Florida by Sprecker and Rudd (1997) focused on the knowledge and skills insfiiictors, 

practitioners, and alumni believed to be essential for agriculfiaral communicators. The 

research found (a) communication skills were more important to the job of an agricultural 



communicator than was agricultural knowledge, (b) students need to be versatile in many 

communications tasks, and (c) networking is an integral component of agricultural 

communications. Another noteworthy finding firom the shady was the realization that 

individuals in the agricultural commimications field are primarily communicators and not 

agriculturalists. 

When studies fi-om the business world and agriculture industry are compared to 

the emotional intelligence work of Goleman et al. (2002) an obvious resemblance can be 

seen. Emotional intelligence competencies bear a significant resemblance to skills 

necessary to succeed in the workforce as identified by professionals in the field of 

agricultural communications. The skills and competencies mentioned in these 

agricultural studies along with Goleman's 18 emotional intelligence leadership 

competencies are much like colors placed on a pallet. Several colors have been placed on 

the pallet, colors that compliment each other. With this study, the colors (skills and 

competencies) placed on the pallet can be transferred to a canvas in a way where each 

color can harmonize with the others and come together in a masterpiece. This potential 

masterpiece (new agricultural communications curricula) will exhibit the emotional 

intelligence competencies agricultural communication professionals believe are important 

and should be ufilized within the profession. 



Defmifion of Terms 

For the purpose of this study, the following terms were defined as follows: 

Emotional Competence. "A leamed capability based on emotional intelligence 

that results in outstanding performance at work" (Goleman, 1998b, p. 4). 

Emotional Intelligence. "The ability to perceive accurately, appraise, and express 

emotion; the ability to access and/or generate feelings when they facilitate 

thought; the ability to understand emotion and emotional knowledge; and 

the ability to regulate emotions to promote emotional and intellectual 

growth" (Salovey & Sluyter, 1997, p. 10). 

Interpersonal Intelligence. The ability to understand other people: what mofivates 

them, how they work, and how to work cooperatively with them 

(Goleman, 1995). 

Intrapersonal Intelligence. The ability to form an accurate, veridical model of 

oneself and to be able to use that model to operate effectively in life. A 

correlative ability, tumed inward (Goleman, 1995). 

Perceptions of Emotional Intelligence. For the purpose of this study, percepfions 

of emotional intelligence were measured using questions pertaining to the 

importance and utilization of emotional inteUigence competencies in the 

agricultural communications profession. 



Limitafions of the Study 

This study was limited in two areas which should be considered in the 

interpretation of the findings: 

1. This study was limited to the population of agricultural communication 

professionals listed in the Marketing Services Guide in the 2003 issue of 

AgriMarketing (Schuermann, 2002). 

2. Some psychologists differ on the notion that emotional intelligence can be 

taught. Howard Gardner (1999) contends that emotions, unlike language 

or arithmetic, are not something that can be leamed. This study is 

reflecfing Coleman's viewpoint and is being conducted on the assumption 

that emofional intelligence can be taught (Goleman, 1995). 

Assumptions of the Study 

This study had two assumptions which should be considered in interpreting the 

findings: 

1. The instrument used to measure emotional intelligence competencies 

within the agricultural communicafions profession was a valid instrument 

and would elicit the information needed to satisfy the objectives, and 

2. Survey participants were fair, honest, and professional in the completion 

of the survey. 



Significance of the Study 

Large-scale corporations, as well as agricultural communications companies, are 

beginning to understand what it takes for individuals to succeed in their industry. The 

large, Forfime 500 companies are paving the way for other companies, including those in 

agriculture to follow. Companies like Johnson and Johnson, L'Oreal, and the US Air 

Force have made the cormection between the skills needed to succeed and the emotional 

intelligence competencies (Cavallo & Brienza, 2002; Chemiss, 2001; Lajoie, 2002). 

These companies began implementing training programs and selecting employees based 

on emotional competencies instead of strictly on intelligence and technical abihty. The 

results they have seen by focusing on emotional competencies are phenomenal. They 

have exceeded productivity goals, decreased defection rates, and saved millions by 

selecting employees based on their emotional intelligence. 

Agricultural communications is just a few steps behind industry. Some of the 

skills needed to succeed in agricultural communications have been identified; however, 

they have not been linked to the emotional intelligence competencies. Once this link is 

made, training programs such as seminars and workshops can be developed for the 

agricultural communications profession. Additionally, course work and other 

instructional material pertaining to the emotional competencies needed to succeed in the 

profession can be implemented into collegiate agricultural communications and 

journalism programs. With these enhanced modifications in place, agricultural 

communications companies can begin to flourish fi-om the benefits of having emotionally 

intelligent employees. 

10 



CHAPTER n 

REVIEW OF LITERATURE 

Introduction 

This review of literature was developed in order to identify the bodies of 

knowledge and research appropriate to the study. It is intended to outline the importance 

of emotional intelligence in the workplace and the agricultural communications 

profession. A basic understanding of emotional intelligence, emotional competencies, 

and the agricultural communications profession was needed to understand the importance 

of emotional intelligence in the agricultural communications profession. 

This review consists of literature firom the following topics: the agricultural 

communications profession, emotional intelligence, emotional intelligence and workplace 

success and emotional intelligence and undergraduate education. The literature reviewed 

included theses, papers firom conference presentations, articles from professional 

journals, articles from popular magazines, books and other sources. 

The Agricultural Communications Profession 

For as long as agriculture has been a part of the American way of life, there has 

been a need to disseminate information about agriculture to agriculturalists, as well as the 

public sector. Agriculttiral development in the United States has been enhanced through 

literacy, politics, technological changes, and the growth of the mass and specialized 

media. Industrial development, research, and population growth have encouraged greater 

11 



production through mechanization and the adoption of new practices. Benjamin Franklin 

realized this when he published an almanac in 1728 and started the first chain of 

newspapers in the counfiy (Burnett & Tucker, 1990). This was the first written form of 

agricultural communications. 

It was realized as early as 1912 that people needed to be informed about 

agricultural information by a means other than written text. "In 1956 William G. 

Mitchell found a serious lack of agreement among professionals about the kind of 

education needed for a career in agricultural journalism and communications" (Evans & 

Bolick, 1982, p. 29). He found that employers of agricultural joumalists and 

commimicators thought a formal education was of significant importance, whereas 

employees saw an importance in being educated in joumalism and communication 

(Mitchel, 1956). Have competencies and abilifies needed by an agricultural 

communicator changed with technology and job requirements? While knowledge and 

entry level skills in agricultural technologies are perceived as important to enfiy in the 

agriculture industry, do they paint the whole picture of what employers are looking for? 

What about teamwork? The ability to solve problems? The ability to relate to customers 

- domestically and intemationally? 

The Influence of Changes in Communication Technology 

Through the past five centuries, the American indusfiy and economy has 

continually catapulted to new levels of technology. As technology has advanced over the 

12 



years, the workplace has kept pace with the ever changing and progressing way of 

American life. 

Print articles about the New Worid came as early as 1588 with the pubHshing of a 

Brief and True Report of New Found Land in Virginia (Burnett & Tucker, 1990). It 

described agricultural practices and crops grown by hidians as well as other wild foods 

and animals found throughout the area. The article was published in England, and is the 

first knovm publication about agriculture in the New World. 

The first college in the New Worid, Harvard College, housed the first printing 

press in the colonies in 1638 (Bumett & Tucker, 1990). The first form of pubUshed 

writing in America was abnanacs containing information on weather, fides, planting 

recommendations and other data useful to farmers. These abnanacs became routine 

publications for most print shops in the colonies. 1704 was the birth of the first 

American newspaper circulation. 1760 marked the date of the first American book being 

published as well as the start of the publication of the first magazine based on agricultural 

subjects in the New World (Bumett & Tucker, 1990). During this time, word of mouth 

and print publications were the only means of disseminating information to farmers about 

agricultural practices; thus, the majority of the first publications in America were related 

to agriculture. 

It was over a century after the popularity of print publications in the New World 

that scientists and engineers began studying radio waves. The first weather and crop 

reports were transmitted by radio in Morse code in 1915, and by 1920 the first regular 

agriculture radio programs provided by fiie USDA were broadcast (Bumett & Tucker, 

13 



1990). It did not take long for the industry to blossom, and by the mid-1930s ahnost 

every American household had a radio which served as the center for family 

entertainment and news. 

Due to the extreme secrecy of inventors in the 1920s and 1930s, tracing the 

development of electronic television has been very difficult. However, Philo Famsworth 

and Vladimir Zworykin are credited for many of the developments that laid the 

foundation for television as we know it. The attack on Pearl Harbor in 1941 quickly 

halted most television programming as efforts were tumed towards the development of 

radar, sonar, and the major electronic navigation systems as well as other advancements 

in wartime weaponry (Abramson, 2003). Shortly after World War U, televisions started 

to be marketed to the public for an average of $500. The price dropped to $200 in 1950 

when scientists perfected the rectangular CRT and 45 million units were sold within 10 

years. 

In 1950, the USDA began testing various methods of providing information to 

television stafions; and in 1951, the oldest regular farm television show began in 

Memphis, Tennessee (Bumett & Tucker, 1990). This new technological innovafion 

changed the requirements of individuals employed in agricultural communicafions as 

they were now able to disseminate information to the public regarding agriculttiral issues 

through personal television broadcasts. The first color coast to coast television broadcast 

occurred on January 1, 1954, from the Toumament of Roses Parade in Pasadena, 

California ("Day a black and white world changed into living color, the," n.d.). Scienfists 

14 



have continued to make improvements to the television including modem day wide 

screens, flat screens, and High Definition Television (HDTV). 

"A technology becomes important historically... when it is applied in a practical 

and cost-effective maimer" (Cortada, 1993, p. 13). This became the case for computers in 

1960/61 and even more so in 1965, which was more than 30 years after its conception. 

By the 1940s and 1950s, the benefits of computers were realized, and by the 1960s, they 

became more cost effective, as well as easier and more reliable to use than manual 

methods which made it sensible to install them (Segaller, 1998). "Between the 1960s and 

1980s, computing technology underwent a dramatic transformation: the computer, 

originally conceived as an isolated calculating device, was rebom as a means of 

communication" (Abbate, 1999, p. 1). 

Timesharing was developed in the mid-1960s when Advanced Research Projects 

Agency (ARPA) determined that it needed a network to cormect the research computers 

and the programs it funded (Segaller, 1998). The hitemet began as an experimental 

network serving a dozen sites in the United States, emerging from these timesharing 

networks into the complex and multifaceted system we know (or don't know) today. In 

1972 electronic mail was introduced and in 1989 Tim Bemers-Lee proposed the Worid 

Wide Web ("Greatest Engineering Achievements of the 20* Centtiry," 2000). The 

Internet has far exceeded its original purpose, and provides tiie impetus for a vast 

technological revolution that lies just ahead ("Greatest Engineering Achievements of the 

20* Century," 2000). 

15 



A study conducted at the University of Florida found that television, radio, and 

newspaper newsrooms were using computers and the Internet considerably to receive 

information and research as well as for disseminating news (Bisdorf, frani, & Telg, 

2003). Previous studies indicate the general public prefers to receive their information 

from the Internet (Stempel, Hargrove, & Bemt, 2000); however, research also shows 

rural and agricultural audiences favor traditional media such as "conventional" print 

sources as a source of news and information (Howell, Habron, & Woods, 2002). This 

creates somewhat of a "mral-urban digital divide" and Bisdorf et al. content that "as 

media outlets increase their utilization of the Web, agricultural industries and institutions 

may need to move more to electronic dissemination of information if they want to stay 

abreast of trends in the newsroom" (2003, p. 1). 

The Influence of Changes in Agriculture 

At the dawn of the 20* century, production agriculture was the way of life for 

many families. In 1900, cotton was the crop of choice by Southern planters due to its 

high profitability and extended shelf life. Diversification, on the other hand, required 

credit for technological, marketing and storage changes. However, technology was on 

the horizon and some were beginning to see the benefits of increased production through 

tilling, planting and harvesfing more acres. Agricultural engineers and other scholars 

found file benefits in technology and stated "power is good, more power is better, let's 

mechanize the farm" (Fitzgerald, 2003, p. 76). 

16 



While the portable steam engine used for threshing grain had been around since 

the mid 19' century, the gasoUne-powered tractor was the implement of choice for 

farmers adopting technology in the first two decades of the 20* century. Henry Ford 

developed the Fordson in 1917 which was a smaller, lightweight, low-cost tractor capable 

of pulling two plows (Hurt, 2002). Even with these technological advancements, farmers 

were skeptical and not thoroughly convinced of the implement's capabilifies and 

effectiveness and only 3.6% of farmers nation-wide owned a tractor by 1920 (Hurt, 

2002). 

J.I. Case, AUis-Chalmers, and International Harvester were some of the 

implement manufacturers leading agricultural technological advancements early in the 

20* century. World War I also had a significant impact on American agriculture and its 

technological advancements as American farmers were encouraged to plant all they could 

due to the dwindling food supply of Allied forces (Fitzgerald, 2003). Farmers gladly 

obliged as prices were high, and many bought tractors partly as a patriotic duty and partly 

because horses and hired labor were hard to come by in war times. 

Agricultural technology in the 1920s confinued to flourish with the development 

of a power take-off mechanism enabling the engine to power other equipment including 

combines and mowing machines. The combine was introduced in the 1880s, but it was 

not until 1924, after a demonstration by Massey-Harris, that it really took hold in the 

Midwest (Fitzgerald, 2003). International Harvester introduced the Farmall in 1924 

which was widely adopted by farmers. The Farmall was the first fiicycle-designed tractor 

intended for row-crop farming due to its ability to travel down crop rows without 
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damaging the crop. These two inventions, the power take-off mechanism and Farmall, 

boosted technological acceptance and implementafion as there were a mere 246,000 

tractors on farms in 1920 and an overwhelming 920,000 by 1930 (Hurt, 2002). It was in 

this decade when fanners realized the tractor was a power source that sufficiently 

replaced the horse, and the combine took the place of many tasks previously performed 

by humans. Farmers nationwide began using gasoline-powered tractors symbolizing the 

arrival of mechanized farming. 

In 1920, the number of farms in America peaked to an all time high of 6,454,000 

with the average farm consisting of 148 acres (United States Department of Agriculture, 

n.d.). This is equivalent to 40.1% of American land being devoted to farming. "By the 

late 1920s, the pace of change in American farming was escalating rapidly,... farmers 

were more likely to practice business like methods of farming and record keeping, and 

the virtues of large-scale farming were if not established, at least promising" (Fitzgerald, 

2003, p. 157). During the 1920s, industrial farming concepts including efficiency, 

managerial oversight and plarming, reliance on experts, mechanization, and large-scale 

operations found their way into American farms. More than twenty-one thousand farms 

were considered large scale by 1930 (Fitzgerald, 2003). Some of the large-scale farms 

started out as smaller farms that expanded by buying out a neighbor, some were 

consolidafions, while others were new farms ready to take advantage of technological 

advancements and managerial capabiUties. Agricultural economists and engineers 

referred to farms as factories due to their many resemblances. "Farms were producfive 
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enterprises in which materials were transformed into consumable goods" and "used tools 

and machines to effect fiiis transformation" (Fitzgerald, 2003, p. 109). 

Following World War II, government programs favored large-scale farmers and 

thousands of small, family farms were forced out of business as they were unable to 

obtain the financial support necessary. These government programs allowed large-scale 

farmers to purchase additional land and equipment which allowed for more precise and 

efficient farming practices (Hurt, 2002). 

In the 1980s, scienfists focused less on improving implements, and more on 

improving other farm and ranch practices as they "mastered the abiUty to manipulate and 

produce large quantities of synthefic hormones and genetically altered plants and 

animals" (Gardner, 2002, p. 26). While hybrid com had been around since 1940, other 

genetic innovations in both crops and livestock were now on the forefront. Artificial 

insemination, embryo fransplant, and genetic engineering helped maintain genetic 

diversity in herds, specifically in dairy cattle. Bovine somatotropin (bST), a synthetic 

hormone used to boost milk production by up to 25%, was widely adopted in 1990 by 

dairy farmers (Hurt, 2002). In the late 1990s, the focus was on improving crop 

producfion through genetically engineered seeds. Com seeds resistant to rootworms, 

cotton resistant to bollworms, and soybeans resistant to Roundup were leaders in this 

field. Plant breeders had found they could modify plants to mature at specified times, 

tolerate particular climates, and improve harvesfing, among other changes (Hurt, 2002). 

As a result of these and other genetic innovations, producers began tailoring products 
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toward consumers and their specific dietary needs, enabling producers to reduce their 

costs through specialized and more dependable production. 

Five million, seven hundred forty thousand farms were in operafion in America at 

file turn of file 20* century (United States Department of Agriculture, n.d.). Each of these 

farms averaged 147 acres which devoted an astounding 843,780,000 acres to farming 

which was 41.9% of all land in America. At the turn of the 21' ' century, there were 

2,172,080 total farms in America averaging 434 acres each (Bnmner, 2002). This 

franslates into 39.6% of total land in the United States being devoted to agriculture in the 

year 2000. This percentage is relafively similar to the 41.9% of land devoted to 

agriculture in 1900. Addifionally, only 2.4% of the labor force was employed in 

agriculture in 2000 compared to the 38% employed in 1900. This is a drastic difference 

considering the percentage of land devoted to agriculture production is relatively the 

same. While the acreage devoted to agriculture in 2000 was only 2.3% less than that 

used in 1900, the number of farms has drastically decreased throughout the century along 

with the number of people employed in agriculture. It is an obvious conclusion, based on 

these numbers and percentages that the American farm has transformed over the 20* 

century from a small, family based operafion into a corporate or global business that 

relies on technology and information to operate successfully. 

The Influences of Changes in the Workplace 

Implications for the indusfiial scene today date all the way back to the philosophy 

and practices of the crafts-based economy as early as the 1400s (Walton & Lawrence, 
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1985). Highly skilled master craftsmen, apprenfices, and journeymen were responsible 

for the production of industrial goods and services in colonial America. Texfile mills 

were the first factories operating in tiie United States during the 1700s to mid-1800s. 

With the expansion of the railroad, the factory system spread to a plethora of industries 

and commanded the production industry by the end of the 19* century and into the 20* 

century (Parks, 1995). Contrary to the skills craftsmen were required to possess, factory 

workers were not expected to use intellect, skills, or judgment in performing their dufies. 

This was also the time of the agrarian society based on large-scale agricultural 

production. 

The transformation from the agrarian to the industrial society came when farmers 

were replaced by machines. During this time of an industrial-based economy, workers' 

rights and their personal well-being were not a consideration of the company. Unions 

were formed, and the New Deal legislation served as the basis for collective bargaining 

between employees and the industry through the 1950s and 1960s (Parks, 1995). 

Changing workforce demographics, coupled with the response to Sputnik significantly 

increased school reform and curricular innovafion. Soon, white-collar workers surpassed 

blue-collar workers, thus raising expectafions about job safisfaction. Employers were 

now seeking highly skilled employees who could react quickly to rapidly changing 

technological advancements (Parks, 1995). 

Walstab, Teese, and Hussey (2001) noted fiiat the technological advancements 

over the last 20 years has substantially altered the labor force as we knew it including a 

shift away from occupational groupings to skill groupings based on competence. This 
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shift in the labor force is often referred to as the information society which denotes 

producing, processing, and distributing information using the media and communication 

technologies. People in today's information society are active, eager to learn, flexible, 

dynamic, and have computer skills (Webster, 1995). 

In their study on societal and educafional transformation in the United States, 

Baker, Boser, and Householder (1992) noted: 

.. .workforce demographics, and the history of industrial education leads to the 
conclusion that major philosophical and curricular stress points do indeed coincide 
with the wave cycles of technological transformation. As each wave of economic 
acfivity required different skills of its workforce, societal and educational forces 
attempted to reform to meet the perceived needs, (p. 13) 

Through their analysis of historical cycles. Baker et al. (1992) provided the following 

inferences: 

• Change in the composition of the workforce is a continual process driven 

largely by technological irmovation. 

• The skills required of workers have consistently become more complex. 

Literacy is no longer an opfion. Increasing job complexity requires high-

order thinking skills and problem solving capabilifies in a world of local 

area networks (LANs), fax and email. 

Both of these inferences can be seen in our government employment system 

today. The Occupational Outlook Handbook (United Stated Department of Labor, 2000-

2001) outlines fraining, requirements, and promofion of all government fisted 

occupations. A dramatic difference can be seen between the requirements of a job 

posting in 1980 versus 2000 in both white-collar and blue-collar posifions. The posifion 
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of textile machinery operator has existed for the past century, and is still recognized as a 

blue-collar profession. The 1980-81 Occupational Outlook Handbook listed siimplified 

position requirements for the job including vivid and fertile imagination, feeling for color 

and design, sensitivity to consumers' desires and patience with details (United Stated 

Department of Labor). More recently, the 2000-01 Handbook stated "organizational 

changes that promote teamwork and encourage few levels of management are leading 

operators to assume increasing responsibility and to take initiative" (United Stated 

Department of Labor, p. 482). Other job requirements included computers and electronic 

basic knowledge, self-direction, interpersonal skills, the ability to read and write and 

physical stamina. Baker et al.'s (1992) imphcation about the change in the workforce 

driven by technological innovation can vividly be seen in this example of current blue-

collar workers. 

The qualifications needed by a white-collar worker in 1980 were also 

significantly different than those required currently. The attainment of the posifion 

public relations specialist in 1980 required the abilities to gather information, deal 

effectively with people, have an outgoing personality and self-confidence, understand 

human psychology, and have an enthusiasm to motivate people. While these are good 

qualifies to possess, the job description has changed over 20 years. The skills listed in the 

2000-01 Occupational Outlook Handbook V/GTG more complex and included self-

mofivation, perseverance, a broad range of knowledge, a strong sense of ethics, tact, tiie 

ability to guide and encourage others in their work, the ability to concenfi-ate and work 

under pressure and have a familiarity with electronic equipment (United States 
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Department of Labor). While some of these competencies and abilities might be included 

in a college curriculum, a lot of them require higher-order thinking as perceived by Baker 

etaL(1992). 

Summary 

America has come a long way since the 1700s when word of mouth and limited 

print sources were the only means of communication. Technological advancements 

flourished in the 20* century adding radio, television, computers and the internet to our 

everyday means of communicating. As new technologies were discovered, agriculture 

entities utilized these new innovations to heighten production and marketing by 

enhancing the communications network amongst agriculturalists. The agricultural 

communications profession kept pace with technological advancements and incorporated 

these changes into the curricula and occupation. 

The changes in agricultural technology would not have been so widespread and 

popularized had it not been for agricultural communicators. New tractors, implements, 

and genetic innovations were introduced to the public by individuals involved in 

agricultural communications. Radio and television commercials, journal articles, and 

agricultural trade shows were all orchestrated by professionals in agricultural 

communications. It was through the assistance of agriculttiral communicators that the 

technological advancements in agriculture were widely accepted and enabled 

agriculturalists to tailor products toward consumers. 
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The factory workers in textile mills in the 1700s did not have to display intellect, 

judgment, or communication skills to effecfively perform their job duties. In today's 

society, both blue-collar and white-collar workers, including agricultural communicators, 

must possess an array of skills or competencies in order to fulfill the requirements of their 

jobs. The changes in the skills required of an agricultural communicator can be attributed 

to technological advancements in science and agriculture as well as the changing demand 

for skilled labor. The agricultural communications profession has kept pace with the 

transformation of the American workforce. Table 2.1 illustrates factors that have 

influenced the agricultural communicafions profession throughout the 20* century. 

Emotional Intelligence 

Emotional intelligence, the ability to recognize our own feelings and those of 

others, is gradually gaining attention in the workforce, in education, and in leadership 

development. Further, a growing number of experts are coming to the conclusion that 

emotional intelligence is a more effective predictor of success in the workplace than IQ 

(Goleman, 1998). During the past two decades, no psychological concept has had a 

greater influence on leadership development than emotional intelligence (Lajoie, 2002). 
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Table 2.1 

History of Factors that Have Influenced the Agricultural Communications 
Profession 

Time 

1900 

1910 

1920 

1930 

1940 

1950 

1960 

1970 

1980 

1990 

2000 

Technology 

Print 

Radio 

Television 

Computers 

Internet 

Agriculture Industry 

(Number of Farms) 

5,740,000 

6,366,000 

6,454,000 

6,295,000 

6,102,000 

5,388,000 

3,711,000 

2,780,000 

2,439,510 

2,143,150 

2,172,080 

Mechanization of 
agriculture 

Combine 

21,000 large-
scale farms 

Large-scale farms 
favored 

Genetic 
innovations for 

crops and 
livestock 

Genetically 
engineered seeds 

Products tailored 
toward consiuners 

Workplace 

Factory workers 

Assembly Line 

Fair Labor Standard Act 

Women encouraged to enter 
workforce during WWII 

White-Collar workers 

Highly skilled employees 
reacting to changing 

technological advancements 

Multiple intelligences 

Emotional intelligence 

Emotional intelligence 
leadership competencies 
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History of Emotional Intelligence 

Emotional intelligence is not a new concept but is actually tied to ancient wisdom. 

Two thousand years ago, Socrates declared the attainment of self-knowledge as 

humanity's greatest challenge. Aristotle added that this challenge was about managing 

our emotional life wifii intelligence (Lajoie, 2002). Fast forwarding to today, you will 

find business magazines (May/June issue of the Ivey Business Journal, as cited by Lajoie, 

2002) with an entire issue devoted to the virtues of emotional intelligence. Further, 

leadership gums like John Maxwell are advocating more than ever the understanding and 

managing of one's emotional life in this very complex and ever changing business 

environment (Lajoie, 2002). 

Research in emotional intelligence stems from the 1920s when Edward Thomdike 

identified his concept of social intelligence. This concept of social intelligence is one of 

three groups of intelligences (abstract, concrete, and social) identified by psychologists of 

that time and included interpersonal and intrapersonal intelligences into the definition of 

social inteUigence. Thomdike (1920) defined social inteUigence as "the ability to 

understand and manage men and women, boys and girls—to act wisely in human 

relafions" (p. 228). 

Psychologist David Wechsler, a sttident of Thomdike's and developer of one of 

the first IQ measurement instruments, the Wechsler Adult Intelligence Scale, recognized 

the importance of sfiidying non-cognitive factors. In 1943, Wechsler proposed that non-

intellective abilities are cmcial in predicting one's ability to succeed in life. Wechsler 
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referred to "non-intellective" and "intellective" factors as meaning affective, personal and 

social factors. Wechsler wrote (as cited by a2zpshchology.com, 2002): 

The main question is whether non-intellective, that is affective and cognitive 
abilities, are admissible as factors of general intelligence. (My contention) has 
been that such factors are not only admissible but necessary. I have tried to show 
that in addition to intellective there are also definite non-intellective factors that 
determine intelligent behavior. If the foregoing observations are correct, it 
follows that we cannot expect to measure total intelligence until our tests also 
include some measures of the non-intellective factors. 

In the past 20 years, the field of psychology broadened the "non-intellecfive" paradigm of 

these early psychologists. 

Howard Gardner (1983) introduced the idea of multiple intelligences including 

"personal intelligences" which encompasses intrapersonal intelligence (knowing 

yourself) and interpersonal intelligence (knowing how to get along with others). The 

popularized term "emotional intelligence" is considered to be a subset of Gardner's 

theory of multiple intelligence. Salovey and Sluyter (1997) give the following as a 

definition of emotional intelligence that brings together the ideas that emotion makes 

thinking more intelligent and that one thinks intelligentiy about emotions; both connect 

intelligence and emofion. Salovey and Sluyter's definition of emotional intelligence 

involves "the ability to perceive accurately, appraise, and express emotion; the abihty to 

access and/or generate feelings when they facilitate thought; the ability to understand 

emotion and emofional knowledge; and the ability to regulate emotions to promote 

emotional and intellecttial growth" (p. 10). According to Mayer and Salovey (1997), 

emofional intelligence reflects not a single frait or ability but, rather, a composite of 
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distinct emotional reasoning abilities including perceiving, understanding, and regulating 

emotions. 

In the past eight years, emotional intelligence has received much attention as an 

aspect that is potentially useful in understanding and predicting individual performance 

and success in the workplace. Miller (2000) stated that emotional intelligence is the 

complex and multifaceted ability to be effecfive in all the critical domains of life, 

including job success. The concept of emotional intelligence exploded on the corporate 

scene in 1995 after the publicafion of Daniel Goleman's bestseUer, Emotional 

Intelligence. Goleman has since been one of the leaders in defining the competencies 

related to emotional intelligence. 

Emotional Intelligence Leadership Competencies 

McClelland (1975) was possibly the first person to suggest the concept of 

competencies as a basis for identifying what differentiates outstanding from average 

performers at work. Goleman (1998) constructed a framework of emofional intelligence 

competencies which reflects how an individual's potenfial for mastering the skills of Self-

Awareness, Self-Management, Social Awareness, and Relafionship Management 

deciphers into on-the-job success. Goleman based this model on emofional inteUigence 

competencies that had been idenfified through internal research at hundreds of 

corporafions and organizations as characteristics tiiat distinguish outstanding performers. 

Goleman (1998b) defined an emotional competence as "a leamed capability based 

on emofional intelligence that results in outstanding performance at work" (p. 4). 
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Further, emofional competencies are job skills that can be leamed and thus people have 

the potenfial to become skilled at these competencies (Chemiss & Goleman, 2001). To 

be proficient at an emotional competence like conflict management requires an 

underlying ability in emotional intelligence fundamentals, specifically. Relationship 

Management. 

The emotional intelligence framework Goleman first designed in 1998 consisted 

of five clusters of emotional inteUigence that comprised 25 competencies. His 

framework of emotional competencies constmcted in 2000 reflected statistical analyses 

by his colleague Richard Boyatzis that supported collapsing the 25 competencies into 20 

and the five clusters into four: Self-Awareness, Self-Management, Social Awareness and 

Relafionship Management (Boyatzis, Goleman, & Rhee, 2000). Goleman et al. recently 

collapsed the framework further to include 18 emotional intelligence leadership 

competencies within the four clusters (Figure 2.1). 

Self 
Personal Competence 

Other 
Social Competence 

y . ^ , ,.•-,-.;>,-^.yfrifyi; 

Self-Awareness 
- Emotional self-awareness 
- Accurate self-assessment 

Self-confidence 
Self-Management 

Self-control 
- Transparency 
- Adaptability 

Achievement 
- Initiative 

Optimism 

Social Awareness 
Empathy 

- Organizational awareness 

Service 
Relationship Management 

Inspiration 
- Influence 

Developing others 
- Change catalyst 
- Conflict management 
- Teamwork & collaboration 

'Figure 2.1: Framework of Emotional Intelligence Leadership Competencies as 
Outlined by Goleman, Boyatzis, and McKee (2002). 
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There are distinct characteristics of the 18 competencies as well as the four 

clusters; however, competencies within each of the four clusters should be related in 

some way and complement each other (Boyatzis et al, 2000). The first two clusters are 

personal, while the second two are social and have to do with a person's ability to 

manage relationships with others. While each competence contributes on its own to 

workplace effecfiveness, it is more practical to examine them in their clusters (Goleman, 

1998). Emotional competencies seem to operate most effectively in synergistic 

groupings, with the evidence suggesting that mastery of a "critical mass" or cluster of 

competencies is necessary for superior performance. "Demonstrating the competencies 

in one of these clusters does not preclude nor arouse the competencies in the other 

cluster, but when both are demonstrated the person is typically more effective in 

professional and management posifions" (Boyatzis et al., 2000, p. 9). An example of this 

mastery of clusters is the need to have a grasp on the Self-Awareness cluster in order to 

effectively demonstrate the competencies within the Self-Management group. 

Self-Awareness 

The first cluster of emotional competencies witiiin the Personal Competence 

domain is Self-Awareness. Self-Awareness is characterized by a deep understanding of 

one's emotions, strengtiis and weaknesses, and the ability to accurately and honestly self 

assess (Davies, 2001). Fundamental concepts of Self Awareness include individuals' 

personality traits, personal values, emotions, habits and the psychological needs that drive 
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our behaviors (Williams, 2002). Three competencies lie within the Self-Awareness 

cluster: emotional self-awareness, accurate self-assessment and self-confidence. 

Emotional self-awareness reflects the significance of recognizing one's own 

feelings and how they affect one's performance (Kesslin Associates Inc., 2002). A 

person with high emotional self-awareness will be a more effective spontaneous decision 

maker, as well as have an understanding of the internal process associated with 

emotional experiences, and therefore, have greater control over him self (Williams, 

2002). 

The basis of the accurate self-assessment competence is realizing one's own 

sfi-engths and weaknesses. "Individuals with the Accurate Self Assessment competence 

are aware of their abilities and limitations, seek out feedback and learn from their 

mistakes, and know where they need to improve and when to work with others who have 

complementary sfirengtiis" (Chemiss & Goleman, 2001, p. 33). 

The third competence in the Self Awareness cluster is self confidence. 

Individuals with high self confidence display a sfirong sense of one's self-worth and 

capabilities. The capability to make sound decisions despite uncertainties and pressures, 

the ability to voice unpopular views while going out on a limb, and the ability to be 

decisive are all characteristics of self confident individuals (Consortium for Research on 

Emofional Intelligence in Organizations, 2001). 
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S elf-Management 

The Self Management grouping of emotional intelligence competencies is the 

second cluster in the Personal Competence domain and encompasses six competencies: 

self control, tiansparency, adaptability, achievement, initiative and optimism. Self 

Management involves a person's ability to confi-ol and regulate their emotions; their 

ability to stay calm, clear, and focused when things do not go as planned; and the ability 

to self motivate and initiate (Davies, 2001). 

Self-control is the first of the six competencies within this grouping. The main 

concept of this competence is the ability to manage one's own dismptive and disfressing 

emotions and impulsive feelings by keeping them in check (Boyatzis, 1982). Indications 

of this competence include thinking clearly and staying focused under pressure as well as 

dealing with hostile individuals without lashing out. Top performing managers are able 

to balance their drive and ambition with emotional self-control; thus, allowing them to 

harness their personal needs in the service of the organization's goals (Boyatzis, 1982). 

Transparency is a genuine openness to others about one's feeUngs, beliefs and 

actions. Leaders proficient in this competence live their values, and openly admit 

mistakes or faults, and confront unethical behavior in others rather than ignore it 

(Goleman et al., 2002). 

Adaptability is possibly the most important and sought after competence as 

change is inevitable, making flexibility in handling change so important. "Leaders who 

are adaptable can juggle multiple demands without losing their focus or energy, and are 

comfortable with the inevitable ambiguities of organizational life" (Goleman et al., 2002, 
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p. 254). They can also adjust how they operate by being open to new information and 

letting go of old assumptions (Chemiss & Goleman, 2001). 

Achievement refers to an optimistic sttiving to improve or meet a standard of 

excellence. Achievement driven professionals learn how to improve their performance 

by pursuing information to reduce uncertainty and find ways to do better. Leaders with 

sfrengtii in achievement are practical, set measurable but challenging goals, and are able 

to calculate risk to ensure their goals are worthy and attainable (Goleman et al., 2002). 

Initiafive is the fifth competence in the Self-Management cluster. Those who 

excel in tiie inifiative competence take preventafive action to avoid problems before they 

happen. These individuals act before being forced to do so by external events and take 

advantage of opportunities before they are visible to anyone else. Initiative is cmcial to 

outstanding performance in industries and to the development of personal relationships 

with cUents (Chemiss & Goleman, 2001). 

Optimistic people "deal more positively with customers, come up with more 

creative solutions to customers' problems and are more able to cormect themselves 

proactively with the goals of the company" (Hutcheson & McDonald, 2000, p. 26). 

Additionally, an optimistic person is realistic in accepting that problems, setbacks, 

troubles, and tragedies are going to happen and therefore can deal with them more 

effectively. 
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Social Awareness 

Social Awareness is the understanding of others' feelings, needs, and concems 

which stems from the awareness of one's own feelings. Social Awareness skills 

determine how you relate to otiiers, specifically "your ability to sense other people's 

feelings and read the mood of a group; to inspire and build relafionships; to work in 

teams; to listen and communicate" (Exley, 2000, p. 96). Sensitivity to others is cmcial 

for superior job performance whenever the focus is on interactions with people (Chemiss 

& Goleman, 2001). Three competencies lie within the Social Awareness grouping of the 

Social Competence domain: empathy, organizational awareness and service. 

Empathy is the ability to sense others' feelings and perspectives, and take an 

active interest in their concems. An empathetic person is attentive to others' emotional 

cues, picks up on nonverbal cues such as a person's tone of voice or facial expression, is 

a good listener, and is willing to help out based on the understanding of other people's 

needs and feelings. Empathy allows us to read people accurately and avoid resorting to 

the stereotyping which can lead to performance deficits by creating anxiety in the labeled 

individuals (Steel, 1997). 

The second competence in the Social Awareness cluster is organizafional 

awareness. This competence involves "reading a group's emofional currents and power 

relationships" (Kesslin Associates Inc., 2002). Insight into group social hierarchies and 

the detecfion of crucial social networks is a necessity in organizational awareness. 

Lidividuals with this ability can understand the political forces at work in an organization, 
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as well as the guiding values and unspoken mles that operate among people there 

(Goleman et al., 2002). 

The service competency involves anticipating, recognizing and meeting clients' 

needs. Service oriented individuals also seek ways to increase customers' satisfaction 

and loyalty, become a finsted advisor, and are able to grasp a customer's perspecfive. 

Chemiss and Goleman (2001) define service orientation as "taking a long-term 

perspecfive, sometimes trading off immediate gains in order to preserve customer 

relationships" (p. 36). 

Relationship Management 

Chemiss and Adler, founders of the Consortium for Research on Emotional 

Intelligence in Organizations, make a persuasive argument stating that, "The growing 

reliance on technical irmovation, and rapid downsizing have created an organizational 

need for employees who are capable of interacting smartly—not only with their fellow 

workers, but also with a greater variety of customers" (Weiss, 2000, p. 67). This is the 

basis for the Relationship Management cluster of Goleman et al.'s Framework of 

Emotional fiitelligence Leadership Competencies. This second grouping in the Social 

Competence domain has to do with a person's ability to manage relationships with others 

and involves the ability to communicate, influence, collaborate and work with colleagues 

(Davies, 2001). The Relationship Management cluster focuses on essential social skills 

and includes the following competencies: inspiration, influence, developing others, 

change catalyst, conflict management and teamwork and coUaborafion. 
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Inspiration comes from within a person as a response to events and experiences. 

Leaders who inspire, personify what they ask of others, and are able to convey a shared 

mission in a way that inspires others to follow (Goleman et al., 2002). "A work 

environment can deplete or enrich the soil that nurtures inspiration, but those who crave 

inspiration will somehow be inspired to overcome the barriers . . . and focus on 

completing great work" (Horowitz, 2002, p. 16). 

An indicator of a leader's power of influence is their ability to impact others 

(Change Management Group, 2002). A leader who has mastered the influence 

competence uses complex strategies like indirect influence and persuasion to build 

harmony and support with others. "The influence competence requires them [leaders] to 

be genuine and put collective goals before their self-interests; otherwise what would 

manifest as effective persuasion becomes manipulation" (Chemiss & Goleman, 2001, p. 

37). 

Developing others entails sensing what others need in order to develop and 

reinforcing their abilities (Chemiss & Goleman, 2001). Developing others requires 

showing a genuine interest in the individuals they help, acknowledging and rewarding 

people's strengths and accomplishments and understanding their goals. Although this 

skill is cmcial for tiiose managing front-line work, it has also materialized as a vital skill 

for successful leadership at high levels (Goleman, 2000). 

Change catalyst is the fourth out of six competencies in the Relationship 

Management cluster. Those proficient as a change catalyst are able to challenge the 

status quo to acknowledge the need for change. Leaders must be able to recognize the 
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need for change, remove barriers, and enlist others in pursuit of new initiafives (Chemiss 

& Goleman, 2001). The abihty to nofice small, gradual changes helps in adapting to 

bigger changes as they come (Johnson, 1998). 

Those skilled in the conflict management competence are able to handle difficult 

people and tense situations with skill and tact while negofiating and resolving 

disagreement (Consortium for Research on Emofional Intelligence in Organizations, 

2001). Goleman et al. (2002) stated: 

Leaders who manage conflicts best are able to draw out all parties, 
understand the differing perspectives, and then find a common ideal that 
everyone can endorse. They surface the conflict, acknowledge the 
feelings and views of all sides, and then redirect the energy toward a 
shared ideal, (p. 256) 

Effective conflict management and negotiation are important to long-term business 

relationships, such as those between the public and the media (Chemiss & Goleman, 

2001). 

The final competence in the Relationship Management group of the Social 

Competence cluster is teamwork and collaboration. It involves creating group synergy 

which fosters the ability to work with others in pursuing coUecfive goals. 

The coUaborafion and teamwork competence has taken on increased importance 
in the last decade with the trend toward team-based work in many organizations. 
Teamwork itself depends on the coUecfive emotional intelligence of its members; 
the most productive teams are those that exhibit EI competencies at the team 
level. (Chemiss & Goleman, 2001, p. 38) 

Teamwork also encourages all members to actively and enthusiastically participate and 

develops respect, helpfiilness and cooperation within the group. 
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Emofional Intelligence and Workplace Success 

Prior to the publication of two academic papers by John Mayer and Peter Salovey 

in 1990, Intelligence Quotient (IQ) was the primary predictor of an individual's life 

success. It is now believed that emotional intelligence plays a major role in leadership, 

work-life and career development. IQ predicts about 20% of career successes, which 

leaves tiie remaining 80% to other factors such as emotional intelligence (Pool, 1997). 

Within the last 10 years, a great deal of literature has been published about the positive 

impact of emotional intelligence in the workplace. 

Goleman (1998) noted that a 1997 survey of benchmark practices among major 

corporations, done by the American Society for Training and Development, found that 

four out of five companies (80%)) are trying to promote emotional intelligence in their 

employees through training and development, through their hiring process and when 

evaluating performance. Emotional intelligence has received a great deal of attention as a 

characteristic that is potentially valuable in understanding and predicting individual 

performance at work. Dr. Reuven Bar-On, who coined the term emotionally intelligent, 

stated, "The measurement of emofional intelligence in the workplace is the first step 

towards improving it. By understanding the strengths and weaknesses of your teams, you 

can systemafically work towards increasing the skills that count" (MHS Emotional 

InteUigence, 1998). 

Evidence from previous research suggests emofionally inteUigent leadership is 

cmcial to creating a working climate that nurtures employees and encourages them to 

give their best. Furthermore, organizations should hire for emotional intelligence along 
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witii whatever other technical skills or business expertise they are seeking (Chemiss & 

Goleman, 2001). Watkin (2000) stated: 

What distinguishes top performers in every field in every industry sector, 
is not high IQ or technical expertise, it is Emofional Intelligence. Having 
the right intellectual ability and technical know-how is the baseline or 
threshold: it may guarantee average-ness, but it will not guarantee 
greatness. Emotional Intelligence is found to be the single most important 
factor for superior performance at every level from entry-level jobs to top 
executive positions, (p. 91) 

A national survey of American employers revealed six of seven desired traits for 

entry-level workers were non-academic and those six were directly correlated with 

emotional intelligence (Goleman, 1998). Emotional intelligence at work is the ability to 

know yourself and others well enough to express emotions in a healthy way, which is 

cmcial to job success and career satisfaction (Sims, 1998). Successfiil people, then, have 

high-level critical thinking skills, technical expertise, and, most importantly, emotional 

inteUigence (Ayers & Stone, 1999). 

Emotional Intelligence Research in the Workforce 

Researchers have gathered comprehensive data from hundreds of companies and 

thousands of executives measuring the magnitude of individual emotional intelligence 

competencies, along with the clusters of emotional intelligence competencies that make 

up each domain (Davies, 2001). 

In 1992, American Express Financial Advisors (AEFA) researched why only 28% 

of customers the company advised had purchased life insurance. It was determined that 

financial advisors who were more responsive to a client's emotions were more successfiil 
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at discussing and selling the life insurance policy. From the study, they found a direct 

correlation between the emotional intelligence of the financial advisors and the success of 

the businesses. As a result of this study, the company implemented an emotional 

competence (EC) program. American Express conducted a follow up survey in 1998 on 

employees who had completed the training and found more than 90% said the training 

was pertinent to their jobs. Cannon, the former director of leadership development at 

AEFA, stated, "In my 25 years of going through a million training programs, EC is the 

only one I know that has a positive impact. It produces behavioral changes at an 

individual level, which has an impact on everyday life" (Hays, 1999, p. 74). 

The US Air Force used the Emotional Quofient Inventory (EQ-I), a 133-item 

instmment designed to measure a person's emotional intelligence, to select recmiters. 

They found, by selecting recmiters based on their emotional intelligence, their abihty to 

predict successfiil recmiters increased by three-fold. The immediate gain from the 

change in employing emotionally intelligent recmiters was a savings of $3 million 

annually (Chemiss, 2001). 

A global sfiidy was conducted at Johnson & Johnson's Consumer Companies 

(JJCC) using the Emotional Competence Inventory (ECI). The purpose of the sttidy was 

to determine if the emotional, social, and relational competencies identified by Goleman 

and otiier emotional intelligence theorists did in fact distinguish high performing leaders 

at JJCC. It was found that the highest performing managers had significantly more 

emofional competence than others. There was a sfiong inter-rater reliability with an 

agreement that the self confidence, achievement orientation, initiative, leadership. 
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influence and change catalyst competencies differentiated superior performers (Cavallo 

& Brienza, 2002). 

In an article published in the August 2002 issue of Moving Business Forward, 

Dan Lajoie, President of Growth Creation Associates, highlighted other findings from the 

business worid tiiat relate to the importance of emotional intelligence for business 

success. 

• Experienced partners in a multinational company who scored above the median 

on nine or more of the 20 emotional intelligence competencies delivered $1.2 

miUion more profit from their accounts than did other partners. 

• An analysis of more than 300 top-level executives from 15 global companies 

showed that six emotional competencies distinguish stars from the average: 

influence, team leadership, organizational awareness, self-confidence, 

achievement drive and leadership. 

• Competence research in over 200 companies and organizations worldwide 

suggests that about one-third of the difference in productivity of top performers 

was due to technical skill and cognitive ability while two-thirds was due to 

emotional competence. 

• At L'Oreal, sales agents selected on the basis of certain emotional competencies 

significantly outsold salespeople selected using the company's old selection 

procedure. 

• In a national insurance company, insurance sales agents who were weak in 

emofional competencies such as self confidence, initiative, and empatiiy sold 
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policies with an average premium value half of those who were very strong in at 

least five of eight key emotional competencies. 

• In a large beverage firm, when they began selecting employees based on 

emotional competencies such as initiative, self-confidence, and leadership, two-

year defection rates dropped from 50% to only 6%. 

• Research by the Center for Creative Leadership found the primary causes of 

derailment in executives involve deficits in emotional competence (handling 

change, teamwork and interpersonal relations). 

• Emotional competence training of supervisors in a manufacturing plant resulted in 

a reduction of lost-time accidents by 50%, reducfion in grievances from an 

average of 15 per year to three per year, and the plant exceeded productivity goals 

by $250,000. 

• The most successful store managers in a retail chain were those best able to 

handle stress. Success was based on net profits, sales per square foot, sales per 

employee and per dollar inventory investment. 

• New salesmen at Met Life who scored high on a test of "leamed optimism" sold 

37%) more life insurance in their first two years than pessimists. 

• A study of 130 executives found that how well people handled tiieir own 

emofions determined how much people around them preferred to deal with them. 

• For sales representatives at a computer company, those hired based on their 

emotional competence were 90% more likely to finish tiieir fraining than those 

hired on other criteria. 
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• At a national fiimiture retailer, sales people hired based on emotional competence 

had half the dropout rate their first year. 

Emotional Intelligence Research in Agriculture 

Research has been conducted to determine the best-suited characteristics and 

competencies needed in order to be successful in agriculture careers, especially in 

developmg youth. Furthermore, many of tiiese findings relate to many of the emofional 

intelligence leadership competencies defined by Goleman et al. (2002). 

Spotanski and Foster (1989) sought to determine what agribusiness skills were 

needed by students in order to succeed in entry-level employment. The survey of 

Nebraska agribusiness managers and vocafional agriculture instmctors found that getting 

along with people, talking to customers, and recognizing and helping customers as 

important skills required for employment in agribusiness. Customer relation skills and 

communication skills were also required by Nebraska agribusiness managers. The 

researchers recommended that required employment skills be identified and instmcfional 

materials developed to meet the needs as identified by the agribusiness employer. The 

findings of this study relate to the Social Competence domains of Goleman et al.'s 

Framework of Emotional Intelligence Leadership Competencies (2002). 

Scanlon, Bmening, and Cordero (1996) conducted focus groups of agribusmess 

individuals and college advisory committee representatives to identify appropriate 

modifications for the agricultural education curricula being offered. The researchers 

found that industry professionals seek teamwork, leadership, and problem solving skills 
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as aids in the hiring process. Other valuable skills determined by the sttidy were empathy 

and the ability to understand and work with people. The researchers found agricultural 

education curricula capable of incorporafing these necessary skills into the exisfing 

curricula. The findings of this study relate to the Social Competence domains of 

Goleman et al.'s Framework of Emotional fiitelligence Leadership Competencies (2002). 

A study conducted by Sprecker and Rudd (1997) addressed the knowledge and 

skills instmctors, practitioners, and alumni believed to be essenfial in order for 

agricultural commurucators to be effecfive in their field. Their research found the 

following: (a) communications skills are more important to the job of an agricultural 

communicator than is agricultural knowledge, (b) students need to be versatile and able to 

do many communications tasks thoroughly, and (c) networking is an integral component 

of agricultural communications. One of the most significant findings from their study 

was the realization that individuals in the agricultural communications field are primarily 

communicators and not agriculturalists. Instmctors and alumni considered higher level 

communication courses beyond the preliminary level essential in order for graduates to 

be prepared for the workforce. It was also found that a majority of future agricultural 

communications graduates would be working in public relafions. The research study 

summarized that agricultural communicafions students need in depth framing in all 

aspects of communication beyond the infroductory classes. 

Ayers and Stone (1999) studied the Texas Agriculttiral Extension Service to 

idenfify outstanding characteristics of Extension educators employed during 1996-97. 

The sttidy found that the majority of core competencies needed by extension educators 
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related to emotional intelligence. These findings relate to both the Personal Competence 

and Social Competence domains of Goleman et al.'s Framework of Emofional 

InteUigence Leadership Competencies(2002). 

A study conducted by Kellog and Vemon (2001) provided findings of 

competencies that should be included in collegiate agricultural communications courses 

as portrayed by members of agricultural communications-related professional 

organizations. The respondents identified the ability to demonstrate reliability and tmst, 

work as a team member, apply human relations skills to solve workplace problems, and 

demonsfrate responsibility and credibility as part of the top five agricultural competencies 

that should be included in an agricultural communications curriculum. These findings 

relate directly to the Social Competence domains of Goleman et al.'s Framework of 

Emotional Intelligence Leadership Competencies (2002). 

Akers, Miller, Fraze, and Haygood (2002) conducted a study to determine the 

importance and inclusion of various emotional intelligence competencies as perceived by 

high school agriculture teachers. The teachers identified communicafion and self-confrol 

as high-level successful abilifies and are including them in their curricula. Addifionally, 

these teachers identified conflict resolution as a critical need but are not including it in 

their program curricula. These findings parallel those idenfified by Goleman et al. (2002) 

in both the Personal Competence and Social Competence domains of the Framework of 

Emotional hitelligence Leadership Competencies. 
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Emotional hitelligence and Undergraduate Education 

The traditional education system focused on the three 'R's as a means of 

developing cognitive skills: reading, 'riting and 'ritiimitic (Book, 2000). At one time, the 

academic and business world agreed that the traditional academic standards would yield 

individuals capable of succeeding in the business worid. However, standards for 

employees have since developed and changed: 

No longer are employers interested only in technical and intellectual 
aptitudes, yet the majority of schools continue to focus on academic skills 
for students as preparatory factors for entering a job or career. Since the 
two systems are not moving in the same direction, business is spending 
more time educating and training entry-level employees to bring them to 
appropriate levels of functioning in the rapidly changing world of work. 
(WaUcer & Spalding, 2001, p. 1) 

Research has provided evidence showing the cmcial role emotional competencies 

play in individual, group and organizational success. The implication for education is 

clear: "We should be helping young people master these competencies as essential life 

skills" (Chemiss & Goleman, 2001, p. 44), especially since it is now know that emotional 

intelligence can be leamed with training, practice and reinforcement (Davies, 2001). 

Social and emotional leaming (SEL) programs that teach emotional intelligence 

based on the emotional competencies have been implemented in elementary courses, but 

very few exist in higher education. Yet, research shows the cmcial role emotional 

inteUigence plays in career success. This makes a persuasive case for revisiting the 

curriculum in higher education in order to give these competencies their place in a well-

rounded curriculum. Since employers are looking to hire individuals who posses 

emotional intelligence competencies, college and professional schools would benefit both 
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their graduates and the companies they work for by offering appropriate SEL training. 

The great humanist writer Erasmus tells us, "The best hope of a nafion lies in the proper 

education of its youth" (Chemiss & Goleman, 2001, p. 44). 

In order to merge business and academia, schools need to revisit their curricula 

and be aware of the importance of teaching and modeling social and emotional skills in 

the classroom (Walker & Spalding, 2001). Due to the recent, modified standards that 

businesses demand for success, tiie education system is in dyer need for change since 

most schools have not changed with the times. "Business is facing an epidemic of entry-

level employees who are unable to work witiiout supervision, cannot fimcfion as team 

players, resolve conflict, or manage stress, which are all qualities of emofionally 

competent individuals" (Walker & Spalding, 2001, p. 2). 

The Agricultural Communications Curricula 

Bailey-Evans (1994) conducted one of the most recent studies of agricultural 

communicafions curriculum advancements. She addressed the changes and revisions 

needed in the curricula in order to keep the program current with technological and 

industry needs. In her 1994 sttidy, she recommended the agriculttiral communicafions 

curricula be continually expanded and updated to reflect the technological advancements 

of today and the fiittire. She also suggested the following communicafions subjects be 

included in tiie agricultural communications curricula: advertising, joumalism, 

photography, pubhc relafions, pubhc speaking and telecommunicafions. Addifionally, 

Bailey-Evans found seven agriculfiire subjects should be included: agriculttiral 
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communications, agricultural economics, agricultural leadership, agronomy, animal 

science, environmental science and food sciences technology. Business, markefing, 

computer applications, intemship opportunities, and intemafional relations should also be 

addressed in the agricultural communications curricula, according to Bailey-Evans. 

Evans and Bolick (1982) found flexibility as a key characteristic in agricultural 

communications curricula across the country. Sprecker and Rudd (1997) recommended 

eliminating some of the cursory, introductory, and knowledge-based courses in 

communications and replace them with condensed, overview courses. This restmcturing 

would allow students flexibility to pursue interest areas or specializations and take more 

in depth courses in such areas. 

Summary 

The 20* century brought many changes to the industrial scene which affected 

most professions including agricultural communications. As the century progressed, it 

was realized that change in the composition of the workforce is constant and driven by 

technological innovafions (Baker et al., 1992). The technological advancements made in 

the agriculture industry and those affecting all industries heightened the expectations for 

professionals in agricultural communications. No longer is informafion relayed to 

agriculturalists solely by word-of-mouth or print articles. They now access research 

articles on the internet, attend conferences, and tune in to specialized radio segments for 

agriculfiire, all of which are brought to them by professionals in agricultural 

communications. The influence of changes in communication technology, agriculture, 

49 



and the workplace helped mold the agriculfiiral communications profession into its 

current state. 

Emotional intelligence has recently received much attention as a factor that is 

potentially useful in understanding and predicting individual performance at work. 

According to Goleman (1995), "Emotional intelligence, the skills that help people 

harmonize, should become increasingly valued as a workplace asset in the years to come" 

(p. 160). Research has shown that high emotional intelligence skills are the 

distinguishing characteristic that separate star employees from average ones. It also 

suggests that people with high levels of emotional inteUigence "experience more career 

success, build sfronger personal relationships, lead more effectively, and enjoy better 

health than those with low [emotional intelligence] EQ" (Cooper, 1997, p. 32). It has 

also been found that emotional intelligence, unlike IQ, can be leamed. 

Since it is known that employers are not solely interested in technical and 

intellectual aptitudes, college curricula should now be focusing on emotional inteUigence 

leadership competencies that will help students develop essential life skills. Studies in 

agriculttiral communications have revealed that characteristics such as flexibility should 

be included in the curricula and that it should be continually updated and expanded to 

reflect the technological advancements of the present and fliture. Figure 2.2 depicts the 

changes in American society as they influence the agriculttiral communications curricula. 
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Figure 2.2: Variables That Have Traditionally Lifluenced the Agricultural 
Communications Curricula 

Emotional Intelligence has not previously been a factor in determining the 

agricultural communications curricula. The 18 emotional intelligence leadership 

competencies within Goleman et al.'s framework (2002) are each a piece of the puzzle of 

an emotionally competent and intelligent individual. The examination of these 

competencies within the agricultural communications profession will assist in developing 

curricula designed to develop emotionally intelligent agricultural communications 

graduates. 

Effective agriculttiral communicators are essential in today's social climate and 

agriculture industry. The need for emotionally competent professionals in this area has 

been addressed. No major study has been conducted to identify the competencies 
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agricultural commvmication professionals believe to be essential in order to be successfiil 

in the profession. The literature emphasizes the need for emotionally intelligent 

employees and shows that those with a higher emotional intelligence will have a better 

chance of getting hired and succeeding in their job. 
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CHAPTER m 

METHODOLOGY 

The major purpose of this study was to explore the importance and utilization of 

emotional intelligence competencies in the agricultural communications profession. As a 

means of accomplishing the purpose of the study, the following objectives were sought: 

1. To describe agricultural communication professionals in regard to 

personal and organizational characteristics, 

2. To determine the utilization and importance of specific emotional 

intelligence competencies in the agricultural communications industry as 

perceived by agricultural communication professionals, and 

3. To explore the relationship between various personal and organizational 

characteristics and the perceived utilization of emotional intelligence by 

agricultural communication professionals. 

Design for the Study 

A descriptive survey design was used to conduct this study. This design, as 

described by Ary, Jacobs and Razavieh (1996), was utilized because of the exploratory 

nattire of the sfiidy. Information regarding the importance and utilization of Goleman et 

al.'s emotional intelligence leadership competencies (2002) by agriculfiiral 

communication professionals was collected. 
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Population and Sample 

The target population of this study was all agriculttu-al communication 

professionals listed in tiie 2003 issue of AgriMarketing (Schuermann, 2002). There were 

3,200 agricultural communication professionals listed in this publication. Krejcie and 

Morgan (1970) recommend a sample size of 346 from this population size. The sample 

size provides a 5% margin of error. 

Instrumentation 

The insfiiiment for tiie study was a survey quesfionnaire designed to provide 

answers to tiie research objectives. It consisted of a two-part electronic and print 

questionnaire designed by the researcher (Appendix A). The instmment was developed 

through researching emotional intelligence and published facts about agricultural 

communications. The print version was designed as a two-part booklet format according 

to Dillman's (2000) Tailored Design Method (TDM). The first section. Part One, 

consisted of Likert-type scale questions used to determine the importance and utilization 

of emofional intelligence in the agricultural communications profession. Eighteen 

emotional intelligence leadership competencies identified by Goleman et al. (2002) were 

the following: (a) emotional self-awareness; (b) accurate self-assessment; (c) self-

confidence; (d) self-control; (e) transparency; (f) adaptability; (g) achievement; (h) 

initiative; (i) optimism; (j) empathy; (k) organizational awareness; (1) service; (m) 

inspiration; (n) influence; (o) developing others; (p) change catalyst; (q) conflict 
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management, and (r) teamwork & collaboration. There were a total of 46 non-

demographic items on the instrument. 

Part Two was constmcted to collect personal and professional demographic 

information from the subjects. Based on the review of literature, the following variables 

were included in part two: (a) number employed at company, (b) communications 

industry addressed by company, (c) scope of company work, (d) company's professional 

growth plans, (e) meetings regarding professional growth plans, (f) training provided by 

company, (g) company headquarters, (h) size of community where company is located, 

(i) years employed in agricultural communications, (j) years with current company, (k) 

years in current position, (1) level of involvement in agricultural communications 

organizations, (m) primary residence, (n) intemational travel, (o) gender, (p) age, (q) 

ethnicity, and (r) level of education. 

Before finalizing the instmment, it was given to a panel of university faculty not 

included in the study to determine face and content validity. Changes and clarificafion 

needed were made prior to pilot testing the instmment. 

A pilot test of the instmment was conducted to measure reliability. The pilot test 

consisted of agricultural communication professionals who were part of the populafion, 

but not selected to be in tiie sample. These individuals elecfronically received an 

introductory letter on March 6, 2003, explaining the sttidy and giving them the link to 

access the survey on-line (Appendix B). Those who had not responded received a 

reminder on March 11 (Appendix C), March 24 (Appendix D), and March 27, 2003 
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(Appendix E). Twenty-three of the 40 agricultural communication professionals retumed 

the completed instmment for a response rate of 57.5%. 

Data collected from the pilot tesfing was analyzed using SPSS. Cronbach alpha 

ranged from .73 to .95 for each of the four emofional intelligence quadrants identified by 

Goleman et al. (2002). Remarks from the pilot study respondents were also used to make 

changes in instinctions, wording of questions, and other items that could affect 

agricultural communication professionals' response to the questions. 

Data Collection 

The e-mail database of the sample drawn was imported to Microsoft Outlook 

2002 and grouped together in one disfiibution list. Data coUecfion began April 11,2003 

using a modified version of the bimodal survey model recommended by Fraze, Hardin, 

Brashears, Smith and Lockaby (2002). The bimodal model offers an altemafive to paper 

surveys giving respondents the opfion to answer the survey online or by using a paper 

quesfionnaire. Table 3.1 shows the bimodal five-contact process. 

Table 3.1 

The Bimodal Survey Model 
Contact Number Day 

1 
2 
3 
4 
5 

1 
4 
7 
11 
15 

Method 
Prenofice letter 
Survey Packet 
Thank-you/Remmder 
Survey Packet 
Thank-you/Reminder 

Mode 
E-mail 
E-mailAVeb 
E-mail 
Mail 
E-mail 
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The bimodal survey model was designed with Friday being the "best start day." This 

allows for critical contact days to land on Mondays. The selected agriculttiral 

communication professionals sample received an electronic prenotice letter on day 1, 

April 11, 2003 (Appendix F). This letter informed them that an important survey would 

soon arrive and their participation would be greatly appreciated and would affect the 

future of their organizations educational programming. 

Contact number two was sent to the entire sample via e-mail on day 4, April 14, 

2003 (Appendix G). The e-mail stated the predescribed survey was available online and 

the link was written out so it could be cut and pasted into a Web browser. Instiaictions 

were provided to assist respondents in accessing the Web site. For users with HTML 

enabled e-mail, the link appeared in blue allowing them to click on the link to view the 

survey online. 

Responses from the Web site were automatically saved in a Microsoft Excel file. 

As each respondent submitted their answers, their names were manually deleted from the 

e-mail distribution list in order to avoid sending unnecessary e-mails and survey packets 

to individuals who had already responded. On day 7, April 17, 2002, a thank-

you/reminder note was sent to the modified distribution list (Appendix H). The link was 

again furnished with instmctions on how to complete the survey. 

Due to the diversity of the population, the bimodal model was modified to better 

fit the populafion. On day 12, April 22,2003, a cover letter, a paper copy of the survey, 

and a self-addressed, stamped envelope were mailed to all non-respondents via first class 

mail (Appendix I). These three extra days built into the bimodal model allowed the 
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sample a few more days to complete the questionnaire on-line. The cover letter stated the 

enclosed copy of the survey was provided in the event their e-mail did not work property 

and allowed for those who felt more comfortable answering the paper version of the 

survey to do so. The importance of the survey was stressed again. 

The final contact of the bimodal model was on day 25, May 5, 2003 (Appendix J). 

An e-mail thank-you reminder was sent to the nonrespondents. This contact day was 

extended from the original day 15 of the bimodal model for the reason that several 

individuals in the sample lived across the nation. This extended time allowed for mail to 

be delivered and retumed before another contact was made. The researchers waited an 

additional 10 days after the final contact for late-arriving surveys. May 15, 2003, was the 

cut off date for surveys from the sample. At this time, 138 agricultural communication 

professionals responded to the survey for a response rate of 39.88%). 

Due to the low response rate, additional contacts were made with the remaining 

nonrespondents. On day 36, May 16, 2003, an email was sent out to nonrespondents in 

order to help control for nonresponse error, and was labeled "nonrespondents" (Appendix 

K). Additionally, nonrespondents were personally contacted by phone and asked to 

complete the survey either online or the paper copy. 

According to Ary et al. (1996), nonresponse is a significant problem in research 

sttidies. Dilhnan (2000) identified nonresponse error as one of the four possible sources 

of error in sample survey research. Possibly the most acceptable method historically of 

addressing nonresponse bias has been to sample nonrespondents, get their responses, and 

then compare their responses to other (previous) respondents (Linder, Murphy, & Briers, 
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2001). In order to confrol for nonresponse error, respondents were compared to 

nonrespondents. Linder et al. (2001) recommend this method be used if a minimum of 

20 responses from a random sample of nonrespondents can be attained. The researchers 

emailed and telephoned nonrespondents asking them to complete the survey, and 

obtained a total of 26 nonrespondents who completed the survey. Respondents were 

compared to nonrespondents in order to check for any significant differences. 

Independent t-tests were run comparing specific variables of the respondents to the 

nonrespondents. The demographic variables used were response, age, gender and level 

of education of the respondent and no significant differences were found. Independent t-

tests were also run comparing the time of response to the four clusters of the emotional 

intelligence framework: Self-Awareness, Self-Management, Social Awareness and 

Relationship Management. No significant differences were found; therefore 

nonrespondents were believed to be typical of respondents. This allowed the researcher 

to assume nonrespondents were an unbiased sample, and allowed for generalization to the 

populafion. A total of 164 agricultural communication professionals responded to the 

survey yielding a total response rate of 47.40%). 

Data Analysis 

Data collected from the Web was imported in a Microsoft Excel XP file, and 

paper survey data was added to this database. All data was fi-ansferred to Statisfics 

Package for Social Sciences (SPSS) 11.0 for Windows for analysis. Data was analyzed 

based on the three objectives of the study. To permit statistical freatment of the data, 
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numerical values were assigned to categories, thus permitting means and standard 

deviations to be calculated. Descriptive statistics were used to summarize the data 

pertaining to the following: (a) the demographic background and (b) organization 

information. Data were evaluated using correlation and stepwise multiple regression in 

this descriptive correlational study. 

For the second objective, critical content area needs were determined based upon 

the use of a needs assessment matrix developed by Witkin (1984) for assessing needs in 

social and educational programs. The Witkin Model is a calculation of the grand mean 

scores for importance and utilization. Each emotional intelligence leadership competence 

fell into the categories of high-level successful ability, low-level successfiil ability, low-

level need or critical need. Items in the high-level successfiil ability group are both 

important and utilized, while those lying in the low-level successful abilities group have 

low unportance but are being utilized. The low-level needs group indicates items that are 

neither important nor utilized, whereas competencies in the critical needs group have a 

high importance but are not being ufilized. 

The grand mean of importance as well as the grand mean of ufilizafion were 

calculated for each constmct separately. These means were then used to consfi-uct an XY 

graph by plotting the overall importance of each constmct on the "Y" axis and the degree 

of utihzafion for each consfiiict on the "X" axis. By plotting the grand means (GM) for 

each constmct (importance and utilization); four quadrants emerge, as shown in Figure 

3.1. 
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Figure 3.1: Needs Assessment Matrix (Witkin, 1984). 

If the item score mean for overall importance was greater than the constmct grand 

mean, and the mean for utilization was less than the constmct grand mean, the item was 

tiien placed in the fourth quadrant. This would then be defined as a critical need. 

In order to determine if there was a relationship between agricultural 

communication professionals' characteristics and the perceived ufilizafion of emotional 

intelligence, a Pearson's r correlation was used. Based on the review of literature, the 

variables: (a) number employed at company, (b) scope of company work, (c) gender, (d) 

age, (e) etiinicity, (f) level of education, (g) years employed in agricultural 

communications, (h) years with current company, and (i) years in current position would 

have a significant relationship with the emotional intelligence competencies. The 

Pearson's r correlation is used when the scale of measurement is either interval or ratio 
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(Aray et al., 1996). This correlation index was used because it provides a meaningfiil 

index for indicating relationships. Confidence intervals and tests for statistical 

significance were set a priori at the .05 level. Specifics of each analysis are elaborated on 

in the results section in chapter four. 
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CHAPTER IV 

FINDINGS 

The major purpose of this study was to examine the importance and ufilizafion of 

emotional intelligence competencies in the agricultural communications profession using 

input from agricultural communication professionals. As a means of accomplishing the 

purpose of the study, the following objecfives were sought: 

1. To describe agricultural communication professionals in regard to 

personal and organizafional characteristics, 

2. To determine the utilization and importance of specific emotional 

intelligence competencies in the agricultural communications industry as 

perceived by agricultural communication professionals, and 

3. To explore the relationship between various personal and organizational 

characteristics and the perceived utilization of emotional intelligence by 

agricultural commimication professionals. 

Findings Related to Objective One 

Objective one dealt with the characterisfics of agricultural communication 

professionals involved in the study. These characteristics are idenfified in Tables and 

Figures 4.1-4.12. 
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Number of Employees in the Company 

Agricultural communicafion professionals were asked to respond to a quesfion 

dealing with how many employees were employed at their company. Table 4.1 illustrates 

these responses. The responses ranged from 0-10 employees to >1,000. Shghtly less 

than half (46.3%)) of the agricultural communication professionals had between zero and 

50 employees at their company, while less than one-third (32.3yo) reported between 51 

and 250 employees. The findings also showed that 12 individuals (7.6%)) have between 

251 and 1,000 employees in their company while the remaining 13.9%) report having over 

1,000 employees in their company. 

Communications Industry 

Agricultural communication professionals were asked to indicate what specific 

communications indusfi-y their company addresses. Figure 4.1 shows the area of 

communications respondents indicated were frequently used in their company between 

tiie eight different communicafions industries. An overwhelming majority (69.7%) of the 

agricultural communicafion professionals indicated their company addressed print. 

Advertising (60.4%)) and marketing (60.1%) were also indicated by over half the 

respondents as being addressed in their company. The web based industry was found in 

50.0% of the respondents' companies, while slightly less (45.3%) included public 

relafions in their company and just over one-fourth (27.8%) addressed radio in their 

company. The figure also shows that respondents indicated their companies focused least 

on television as only 18.8% addressed it within their company. Sixty percent of the 
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respondents indicated there were additional or other communications industries they 

focused on within their company. 

Table 4.1 

Number of Employees Employed in Agricultural Communications Companies 

Total 

Employees in Company Frequency Percent 

0-10 21 13.3 

11-25 29 18.4 

26-50 23 14.6 

51-100 26 16.5 

101-250 25 15.8 

251-500 6 3.8 

501-1,000 6 3.8 

>1,000 22 13.9 

158" 100.0 

« = 164, 6 missing responses 

65 



, # .^ ..ey o,T? .JC? 

^ ^^ ^ ^ ^ ̂  

, # ^ 

•S" 
O v ^ 

.^ 

Communications Industry Addressed by Company 

D Never Address 

• Often Address 

ffi Somefimes Address 

H Frequently Address 

Figure 4.1: Communications hidustry Addressed by Agricultural 
Communications Companies 

Scope of the Company 

The agriculfiiral communication professionals were asked to indicate the scope of 

their company's work. Table 4.2 indicates their responses. A large portion (43.0%) of 

the agricultural communication professionals indicated tiieir company worked 

intemationally; while slightly less (40.5%) indicated their company worked nationally, 

and 10.8% indicated their company's scope to be regional. Very few (5.1%) indicated to 

be on the state level, and only one respondent (0.6%) indicated their company being 

local. 
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Table 4.2 

Scope of the Company's Work 

Company's Scope Frequency Percent 

Local 

State 

Regional 

National 

Intemational 

1 

8 

17 

64 

68 

0.6 

5.1 

10.8 

40.5 

43.0 

Total 158" 100.0 

\ = 164, 6 missing responses 

Professional Growth Plans 

Figure 4.2 reveals that just over two-thirds (68.2%o) of the companies the 

agricultural communication professionals work for have professional growth plans. The 

remaining respondents, ahnost one-third (31.8%), do not have a company professional 

growth plan. 

Of the 68%) of companies who have professional growth plans, 51.7%) have an 

annual meeting between the employee and supervisor about their personal growth plan. 

Less than a quarter of the companies (24.1%) have meetings twice a year between the 

employee and their immediate supervisor, and only 8.6% meet quarterly to discuss their 

personal growth plan. Several of the companies (15.5%) indicated the meetings between 
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employees and their supervisor regarding personal growtii plans vary by individual. 

Table 4.3 indicates these fmdings. 

H Have Professional 
Growth Plans 

D Do Not Have 
Professional 
Growth Plans 

Figure 4.2: Percentage of Agricultural Communications Companies Who Have 
Professional Grow^ Plans 

Table 4.3 

Frequency of Meetings Between Employees and Supervisors Regarding Personal Growth 
Plans 

Frequency of Meetings Frequency Percent 

Once a Year 

Twice a Year 

Quarterly 

Varies by Individual 

60 

28 

10 

18 

51.7 

24.1 

8.6 

15.5 

Total 116" 100.0 

« = 164, 48 missing responses 
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Company Training 

Figure 4.3 illusfrates the responses of the agricultural communication 

professionals when asked which types of trainings their company provided. Seventy-one 

(43.8%)) of the respondents indicated their company provided customer service training, 

while 69 (42.6%)) indicated their company provided fiaining for team building. Just over 

one-quarter (26.5%)) of the companies provide fraining for listening skills, and the least 

training was provided for conflict management (19.1%). Along with these four company 

training programs, 23.2%) of respondents indicated their company provides other types of 

fraining. The most common fraining provided by companies not listed in the 

questiormaire was technical skills. Other agricultural communication professionals 

indicated their company conducts job specific skill training and training based on 

personal choice. A few indicated they provide no formal training and other indicated 

tiiey have their own training "university." 

Company Headquarters 

Agricultural communication professionals were also asked to report the locafion 

of tiieir company headquarters. A majority (95.5%) of the respondents indicated their 

company's headquarter was in the United States. Less tiian 4% (3.8%) indicated their 

headquarters was in Canada, and only one person chose "Other" for their company 

headquarters. These results are displayed in Figure 4.4. 
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Figure 4.3: Training Programs Agricultural Communications Companies Provide 

United States Canada Other 

Company Headquarter Location 

Figure 4.4: Headquarter Location of Agricultural Communications Companies 
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Size of Community Where Company is Located 

Table 4.4 contains data regarding the size of the city the respondents' company 

headquarters is located in. Most of the respondents' headquarters (64.6%) were located 

in a large city, while just over one-fifth (21.3%) were located in an urban city with a 

population between 5,000 and 49,999. Company headquarters located in small towns 

comprised 6.1%), and agricultvural communication professionals indicating their company 

headquarters was located m a rural area with a populafion of less than 500 was 2.4%. 

Table 4.4 

Population of Community Where Agricultural Communications Company is 
Headquartered 

Location 

Large city (more than 50,000) 

Urban city (5,000 to 49,999) 

Small town (500 to 4,999) 

Rural area (less than 500) 

Total 

Frequency 

106 

35 

10 

4 

155' 

Percentage 

68.4 

22.6 

6.5 

2.6 

100.0 

n = 164, 9 missing responses 

Years in Agricultural Communicafions 

Agriculfiiral communication professionals were asked to indicate the number of 

years tiiey had been employed in the agriculfiiral communications profession. Table 4.5 

indicates that just over one-fifth (20.7%) of the respondents had been employed in 
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agricultural communicafions for 1 to 5 years, and 14.5% had been employed for 6 to 10 

years. Anotiier 30.3%) had been employed in agricultural communications for 11 to 15 

years, while 29.0% were employed for 16 to 20 years. The table also indicates a 

relatively low percentage (5.5%) had been employed in agricultural communications for 

over 21 years. The number of years employed in agricultural communications ranged 

fi-om less tiian one year to 50 years with a mean of 15.97 years. 

Table 4.5 

Number of Years Employed in Agricultural Communications 

Years in Agricultural Communications Frequency 

l t o 5 

6 to 10 

11 to 15 

16 to 20 

More than 21 

30 

21 

44 

42 

8 

Percent 

20.7 

14.5 

30.3 

29.0 

5.5 

Total 145' 100.0 

n = 164, 19 missing responses 

Years Employed with Current Company 

The agricultural communication professionals were asked to indicate how long 

they had been with their current company. Table 4.6 indicates their responses. Just 

under one-third of the respondents (33.1%) had been with their company firom 1 to 5 
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years, nearly one-fourth (24.2%) had worked for their company for 6 to 10 years, and 

28.7%o had worked for their current employer for 11 to 15 years. Only 11.5% of the 

respondents had stayed with their company for 16 to 20 years, while only 2.5% of the 

agricultural communication professionals and been with their company for over 21 years. 

The number of years agricultural communication professionals had been with their 

current company ranged from less than one year to 45 years with the mean being 11.26 

years. 

Table 4.6 

Niunber of Years with Current Company 

Years with Current Company Frequency Percent 

l t o 5 

6 to 10 

11 to 15 

16 to 20 

More than 21 

52 

38 

45 

18 

4 

Total 157" 

« = 164, 7 missing responses 

33.1 

24.2 

28.7 

11.5 

2.5 

100.0 

Position/Title 

Agricultural communication professionals were asked, "What is your 

position/title?" There were many answers to this question. The majority (78.5%) of the 
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responses were in the following categories: (a) Manager (21.9%), (b) Vice President 

(14%), (c) President (9.1%), (d) Director (9%), (e) Editor (5.8%), (f) Sales (5.48%), (g) 

PubUsher (3.2%), (h) Account Executive (2.6%), (i) Professor (2%) (j) Supervisor (2%), 

(k) Marketing (2%) and (1) Media Coordinator (1.5%). Other respondents indicated their 

position being one of the following : (a) Administrative Assistant, (b) Ag Media Buyer, 

(c) Consultant, (d) Membership, Marketing and Service, (e) Extension, (f) Global 

Communications, (g) National Account Representative, (h) Owner-Lead Consultant and 

(i) Registered Representative. 

Years in Current Position 

Table 4.7 contains data regarding how many years the respondents had been in 

their current position. The majority of the agricultural communication professionals were 

relatively new to their position as 57.2% had been in their current position for 1 to 5 

years. Less than one-fourth (21.7%o) had been in their position for 5 to 10 years, and 

19.7% had held their position for 11 to 15 years. The percentages continued to decrease 

as 0.7% had been in their current position for 16 to 20 years as well as over 21 years. 

The number of years agricultural communication professionals had been in their current 

position ranged from one year to 35 years with the average number of years in their 

position being 6.49 years. 
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Table 4.7 

Number of Years Agricultural Communication Professionals Have Been in Their Current 
Position 

Years in Current Position 

l t o 5 

6 to 10 

11 to 15 

16 to 20 

More than 21 

Frequency 

87 

33 

30 

1 

1 

Percent 

57.2 

21.7 

19.7 

0.7 

0.7 

Total 152" 100.0 

n = 164, 12 missing responses 

Level of Involvement in Agricultural 
Communications Organizations 

Respondents were asked to indicate the level of their involvement in agricultural 

communications organizations. Table 4.8 indicates almost half of the respondents 

(45.2%)) were an active member of the National Agriculfiiral Marketing Association 

(NAMA). Respondents were not as active in the other organizations as 11.8% were 

active members of the National Association of Farm Broadcasters (NAFB), 10.3% were 

active in American Agricultural Editors' Association (AAEA), and even fewer (6.2%) 

were active members of the Agricultural Relations Council (ARC). Even fewer 

agriculfiiral communications respondents (4.9%) were actively involved in the Livestock 

Pubhcation Council (LPC), 4.1% were active members of the Agriculfiiral 
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Communicators in Education (ACE), while the fewest respondents (3.1%) were active 

Cooperative Communicators Association (CCA). 

in 

Table 4.8 

Respondent's Active fiivolvement in Agriculfiiral Communications Organizations 

Active Involvement in Organizations Frequency 

National Agricultural Marketing Association 

Agricultural Commurucators in Education 

Agricultural Relations Council 

American Agricultural Editors' Association 

Cooperative Communicators Association 

Livestock Publication Council 

National Association of Farm Broadcasters 12 

Percent 

66 

4 

6 

11 

3 

5 

45.2 

4.1 

6.2 

10.3 

3.1 

4.9 

11.8 

Total 164" 100.0 

n = 164, 12 missing responses 

Primary Country of Residence of Agricultural 
Communication Professionals 

Table 4.9 indicates the responses to the question dealing with the primary 

residence of the agricultural communication professionals. An overwhelming majority of 

respondents (94.1%) indicated living in the United States. A few of the respondents 

(4.6%) are residents of Canada, while 1.3% indicated their primary residence to be 

elsewhere. 
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Table 4.9 

Agricultural Communication Professionals' Primary Country of Residence 

Residence Frequency Percent 

United States 144 94.1 

Canada 7 4.6 

Other 2 1.3 

Total 153^ 100.0 

n̂ = 164, 11 missing responses 

Intemational Travel 

The agricultural communication professionals were asked to indicate if they 

tiaveled intemationally. Table 4.10 indicates that 64%o (n==98) have traveled 

intemationally with 15.0%o of the respondents having traveled intemationally for 

business, while 15.1% travel woridwide for leisure. One-third (33.3%) of the agricultural 

communication professionals travel globally for both business and leisure. Just over one-

third (35.9%o) of the respondents indicated they do not do any intemational fiavel. 

Gender 

Figure 4.5 reveals shghtly over two-thirds (67.1%) of the agriculfiiral 

communication professionals were male. Only 50 of the 164 (32.9%) agricultural 

communication professionals were female. 
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Table 4.10: 

fiitemational Travel of Agricultural Communication Professionals 

International Travel 

For business 

For leisure 

For business and leisure 

Not at all 

Frequency 

23 

24 

51 

55 

Percent 

15.0 

15.7 

33.3 

35.9 

Total 153" 100.0 

n = 164, 11 missing responses 

• Male 

• Female 

Figure 4.5: Gender of the Agricultural Communication Professionals 

Age 

Table 4.11 shows the responses of the agricultural communication professionals 

when asked to report their age. Four (2.6%) of the respondents indicated they were 

between the ages of 21 and 25, 10 (6.5%) indicated they were between the ages of 26 and 
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30, while 13 (8.5%) reported being between the ages of 31 and 35. Shghtly over one-

fourth of the respondents were between the ages of 36 and 45 as 17 (11.1%) were 

between 36 and 40, and 24 (15.7%,) were between the ages of 41 and 45. The majority of 

the respondents were over 45, with 24.2%) between 46 and 50, 15.7% between 51 and 55, 

11.8%) between 56 and 60, and 3.9% over the age of 60. 

Table 4.11 

Age of Respondents 

Age Frequency Percent 

2 1 - 2 5 

2 6 - 3 0 

3 1 - 3 5 

3 6 - 4 0 

4 1 - 4 5 

4 6 - 5 0 

51 -55 

56 -60 

Over 60 

Total 

4 

10 

13 

17 

24 

37 

24 

18 

6 

153" 

2.6 

6.5 

8.5 

11.1 

15.7 

24.2 

15.7 

11.8 

3.9 

100.0 

n = 164, 11 missing responses 
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Ethnic Background 

Agricultural communication professionals were asked to report their ethnicity. 

Table 4.12 illustrates their responses regarding their ethnic background. A majority 

(96.0%)) of the agricultural communication professionals indicated they were White. 

Two percent indicated they were Hispanic, 1.3% were Black, and only one person chose 

"Other" for their ethnicity. None of the respondents were Native American or 

Asian/Pacific Islander. 

Table 4.12 

Etlmicity of Respondents 

Background 

Black 

Hispanic 

White 

Other 

Total 

Frequency 

2 

3 

143 

1 

149" 

Percentage 

1.3 

2.0 

96.0 

0.7 

100.0 

"« = 164, 15 missing respondents 

Level of Educafion 

Agricultural communication professionals were asked to indicate tiieir highest 

level of education. Figure 4.6 illusfrates these responses. The responses ranged from 

high school to a doctoral degree. Nearly 9% (8.6%) reported high school as their level of 
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educafion, while 4.6%) had attained an associate's degree. The majority of the 

respondents (63.8%) had received their bachelor's degree, 20.4% had gone on to receive 

tiieir master's degree, and 2.0%) attained their doctoral degree. One respondent chose 

"Other" for tiieir level of education. 

High Associate's Bachefor's Master's Doctoral Other 
school degree degree degree degree 

Level of Education 

Figure 4.6: Agricultural Communication Professionals' Level of Education 

Findings Related to Objective Two 

Objective two was to determine the need for specific competencies in the 

agricultural communications industry as perceived by agricultural communication 

professionals. A matrix analysis (Figure 4.7), as recommended by Witkin (1984), was 

constiructed using the grand mean of importance (GM = 4.1685) and the grand mean for 

ufihzafion (GM = 3.5425). The scale used to determine degree of importance was: (1) 
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Not hnportant, (2) Somewhat hnportant, (3) Uncertain, (4) hnportant, and (5) Very 

Important. The scale ufilized to indicate the degree each competence was utihzed was: 

(1) Not Utilized, (2) Somewhat Utilized, (3) Uncertain, (4) Ufilized, and (5) Highly 

Utilized. The researcher then classified each item in the constmct as being a high-level 

successful ability, a low-level successfiil ability, a low-level need, or a critical need by 

plotting them on the matrix analysis. Figure 4.8 illustrates the matrix analysis of 

emotional intelligence needs as perceived by agricultural communication professionals. 

3.5425 

d) 
o 

Is 
o O 

Ouadrant 4 

Critical Needs 

Ouadrant 3 

Low Level 
Needs 

Ouadrant 1 

High Level 
Successful 
Abilities 

Ouadrant 2 

Low Level 
Successfiil 
Abilities 

4.1685 

GM 
Utilization 

Figure 4.7: Agricultural Communications Needs Assessment Mafiix (Witkin, 1984) 
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Figure 4.8: Emotional Intelligence Needs Assessment Matrix as Perceived by 
Agricultural Communication Professionals 

High-Level Successful Abilities 

Table 4.13 indicates the competencies and the means of the competencies 

identified as high-level successfiil abilifies. The agricultural communication 

professionals identified four competencies as high-level successful abilities. The 

competencies identified were as follows: (a) emotional self-awareness, (b) self-confrol, 

(c) adaptability, and (d) service. This means tiiey were found to be both important and 

utilized within the agricultural communications profession. 
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Table 4.13 

Competencies Agricultural Communication Professionals Identified as High-Level 
Successfiil Abilifies (Quadrant 1) 

Competence 

Emotional self-awareness 

Self-control 

Adaptability 

Service 

Importance 

Mean" SD 

4.54 1.17 

4.88 1.36 

4.29 0.76 

4.35 0.76 

n 

163 

161 

159 

160 

Utilization 

Mean'' 

3.80 

4.35 

3.59 

3.78 

SD n 

1.21 161 

1.53 160 

0.95 158 

0.95 160 

"where 1 = Not Important, 2 = Somewhat Important, 3 = Uncertain, 4 = Important, and 5 = Very Important 

''where 1 = Not Utilized, 2 = Somewhat Utilized, 3 = Uncertain, 4 = Utilized, and 5 = Highly Utilized 

Low-Level Needs 

The agricultiu-al communication professionals identified 13 competencies as low-

level needs. The competencies consisted of (a) accurate self assessment, (b) self 

confidence, (c) fransparency, (d) initiative, (e) optimism, (f) empathy, (g) organizafional 

awareness, (h) inspiration, (i) influence, G) developing others, (k) change catalyst, (1) 

conflict management, and (m) teamwork and collaboration. The grand mean for 

importance was 4.1685 and the mean for accurate self assessment importance was just 

below the grand mean at 4.16. This indicates that respondents found accurate self 

assessment to be just below the level of importance needed for thefr company's success. 

These low level needs were neither important nor utilized within agricultural 

communications. These findings are displayed in Table 4.14. 
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Table 4.14 

Competencies Agricultural Communication Professionals Identified as Low-Level Needs 
(Quadrant 3) 

Competence 

Accurate self-assessment 

Self-confidence 

Transparency 

Initiative 

Optimism 

Empathy 

Organizational awareness 

Inspiration 

Influence 

Developing others 

Change catalyst 

Conflict management 

Teamwork and collaboration 

Importance 

Mean" 

4.16 

3.92 

3.49 

3.70 

4.08 

3.99 

3.59 

3.92 

3.88 

4.08 

3.99 

3.93 

3.82 

SD 

.67 

0.78 

0.88 

0.85 

.75 

.74 

1.01 

0.73 

0.82 

.72 

0.78 

0.88 

0.81 

n 

161 

161 

160 

160 

160 

160 

160 

160 

161 

161 

161 

161 

159 

Ufilizafion 

Mean'' 

3.25 

3.36 

3.18 

3.03 

3.30 

3.43 

3.29 

3.29 

3.35 

3.35 

2.85 

3.13 

3.24 

SD 

.84 

0.82 

.97 

0.94 

.91 

.94 

0.96 

0.99 

1.01 

.97 

1.13 

1.01 

0.96 

n 

160 

160 

159 

159 

159 

159 

159 

160 

160 

160 

160 

160 

159 

"Where 1 = Not Important, 2 = Somewhat Important, 3 = Uncertain, 4 = Important, and 5 = Very Important 

'Where 1 = Not Utilized, 2 = Somewhat Utilized, 3 = Uncertain, 4 = Utilized, and 5 = Highly Utilized 
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Critical Needs 

Only one competence was identified by the agriculfiiral communication 

professionals as crifical needs as illustrated in Table 4.15. This competence was 

achievement. Agricultural communication professionals found it to be very important to 

the industry; however, it is not being utilized. The mean for achievement utilization 

(3.53) was just below the grand mean for ufilizafion (3.5425) indicating it is being 

ufilized, but not quite as much as agricultural communication professionals believe is 

necessary to be successful within the company. 

Table 4.15 

Competencies Agricultural Communication Professionals Identified as Critical Needs 
(Quadrant 4) 

Importance 

Competencies Mean" SD n 

Utilization 

Mean'' SD n 

Achievement 4.17 .73 160 3.53 .85 159 

"where 1 = Not Important, 2 = Somewhat Important, 3 = Uncertain, 4 = Important, and 5 = Very Important 

''where 1 =Not Utilized, 2 = Somewhat Utilized, 3 = Uncertain, 4 = Utilized, and 5 = Highly Utilized 

Findings Related to Objective Three 

One of the major objecfives of the study was to determine if significant 

relationships exist between agricultural communication professionals' characteristics and 

their percepfions as to what competencies should be utilized by agricultural 

communication professionals. 
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Correlations were mn in order to determine if there was a relafionship between 

agricultural communication professionals' characteristics and their perception of 

utilization of emotional intelligence competencies within their company. An extensive 

literature review suggested the variables: (a) number employed at company, (b) scope of 

company work, (c) gender, (d) age, (e) ethnicity, (f) level of education, (g) years 

employed in agricultural communications, (h) years with current company, and (i) years 

in current position would have a significant relationship with the emotional intelligence 

competencies. A mle of thumb scale (Table 4.16) was used to interpret the significance 

of the correlations (Hinkle, Wiersma, & Jurs, 1998). 

Table 4.16 

Rule of Thumb for friterprefing the Size of a Correlation Coefficient 

Size of Correlation Interpretation 

.90 to 1.00 (-.90 to-1.00) 

.70 to .90 (-.70 to -.90) 

.50 to .70 (-.50 to -.70) 

.30 to .50 (-.30 to-.50) 

.00 to .30 (.00 to -.30) 

Very high positive (negative) correlafion 

High positive (negafive) correlation 

Moderate positive (negative) correlation 

Low positive (negative) correlation 

Little, if any, correlation 

Source: Hinkle, Wiersma, & Jurs, 1998 
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Emofional Self-Awareness 

Table 4.17 displays the correlafion coefficients showing the general relationships 

between emotional self-awareness and the demographic variables in the study. The scope 

of the company's work was the only demographic factor that was statistically significant 

related to emotional self-awareness (r=.185); however, there is little, if any, correlafion. 

Larger scale companies that cater to a national and intemational level have higher 

emotional self-awareness scores than those who have a smaller geographic scope or focus 

to their company. Therefore, the employees of these larger-scale companies possess the 

ability to recognize their own feelings and how they affect their performance. 
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Table 4.17 

Relationship Between Demographic Variables and Emotional Self-Awareness 

Variable Correlafion Coefficient" 

Number employed at company -.045 

Scope of company work .185''' 

Gender -.133 

Age .003 

Ethnicity -.054 

Level of education 109 

Years employed in agricultural communications .121 

Years with current company • 102 

Years in current position -056 

"Correlafions were Pearson's Product Moment Correlation Coefficient for confinuous 
variables. Spearman Rank-Order for ordinal data, and Contingency Coefficient for 
nominal data. 

*p<.05 

Accurate Self-Assessment 

Table 4.18 indicates the correlafion coefficients for accurate self assessment. 

There were no statistically significant relationships between accurate self assessment and 

any of the demographic variables in the study. 
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Table 4.18 

Relafionship Between Demographic Variables and Accurate Self-Assessment 

"Variable Correlation Coefficient" 

Number employed at company -.080 

Scope of company work . 106 

Gender .022 

Age -.028 

Ethnicity -.057 

Level of education .138 

Years employed in agricultural communications .029 

Years with current company .008 

Years in current position .030 

"Correlations were Pearson's Product Moment Correlation Coefficient for confinuous 
variables. Spearman Rank-Order for ordinal data, and Contingency Coefficient for 
nominal data. 

Self-Confidence 

The relationships between self-confidence as related to the demographic variables 

m the sfiidy are displayed in Table 4.19. A stafistically significant correlafion between 

self confidence and the personal and organizational variables was not found. 
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Table 4.19 

Relationship Between Demographic Variables and Self-Confidence 

Variable Correlation Coefficient" 

Number employed at company -. 146 

Scope of company work .101 

Gender .041 

Age -.025 

Ethnicity -.130 

Level o f educ ation -106 

Years employed in agricultural communications .052 

Years with current company -019 

Years in current position .066 

"Correlafions were Pearson's Product Moment Correlation Coefficient for continuous 
variables. Spearman Rank-Order for ordinal data, and Confingency Coefficient for 
nominal data. 

Self-Awareness Cluster 

As stated in the literafiire review, it is more practical to examine competencies in 

their clusters (Goleman, 1998). The competencies within each of the four clusters should 

be related in some way and complement each other (Boyatzis et al., 2000). Emotional 

competencies seem to operate most effectively in synergistic groupings, witii the 

evidence suggesting mastery of a "critical mass" or cluster of competencies is necessary 

for superior performance. For these reasons, a multiple regression analysis was 
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conducted to predict the relationship between the competencies in the Self-Awareness 

cluster as related to the demographic variables in the study. This analysis is displayed in 

Table 4.20. The results of this analysis indicated that a sfight (r=.176) positive 

correlation was found between the self-awareness cluster and scope of the company's 

work, indicating that companies that have a larger scope scored higher within the self-

awareness cluster. However, little, if any, correlation exists according to the 

interpretation by Hinkle et al. (1998). 

SelfConfrol 

Table 4.21 demonsfrates the correlation coefficients showing the general 

relafionships between self control and the demographic variables in the sfiidy. Number 

of years employed in agricultural communicafions was found to have a stafisfically 

significant negative relationship with self confrol. The slight correlafion was weak and 

negafive (r=-.170). People employed in agricultural communications for an extended 

period of time tend to have lower self control scores than those who have just recently 

started working in agriculfiiral communications. Thus, individuals new to the agriculttiral 

communications profession have the ability to manage their own dismptive and 

disfressing emotions and impulsive feelings by keeping them in check. 
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Table 4.20 

Relationship Between Demographic Variables and Self-Awareness Cluster 

Variable Correlafion Coefficient" 

Nimiber employed at company -. 107 

Scope of company work . 176* 

Gender -.050 

Age -.047 

Etiinicity -098 

Level of education • 149 

Years employed in agricultural communicafions -.031 

Years witii current company -068 

Years in current position -043 

"Correlations were Pearson's Product Moment Correlation Coefficient for confinuous 
variables, Spearman Rank-Order for ordinal data, and Contingency Coefficient for 
nominal data. 

*p<.05 
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Table 4.21 

Relationship Between Demographic Variables and Self-Control 

Variable Correlation Coefficient" 

Number employed at company .010 

Scope of company work .116 

Gender -.043 

Age -.017 

Ethnicity -019 

Level of education .137 

Years employed in agricultural communicafions -.170 

Years with current company -087 

Years in current position 

* 

.008 

"Correlafions were Pearson's Product Moment Correlation Coefficient for continuous 
variables. Spearman Rank-Order for ordinal data, and Confingency Coefficient for 
nominal data. 

*p<.05 

Transparency 

The associafion between fransparency and the demographic variables is displayed 

m Table 4.22. Hinkle et al. (1998) found that a relafionship of .00-.30 indicated little, if 

any, correlafion. A small positive relationship (^.235) was found between transparency 

and agriculfiiral communicafion professionals' level of educafion. Those with a higher 

level of education scored higher on the fransparency competence which entails Uving 
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their values, openly admitting mistakes or faults, and confronting unethical behavior 

otiiers ratiier than ignoring it (Goleman et al., 2002). 

Table 4.22 

Relationship Between Demographic Variables and Transparency 

in 

Variable Correlation Coefficient" 

Number employed at company ..045 

Scope of company work .052 

Gender ..113 

Age .154 

Ethnicity -.043 

Level of education .235* 

Years employed in agricultural communications .159 

Years with current company -.039 

Years in current position .016 

"Correlations were Pearson's Product Moment Correlation Coefficient for continuous 
variables, Spearman Rank-Order for ordinal data, and Contingency Coefficient for 
nominal data. 

*p<.05 
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Adaptability 

Table 4.23 illusfrates the correlation coefficients for adaptability. No stafisfically 

significant relationship was found between adaptability and any of the demographic 

variables. 

Table 4.23 

Relationship Between Demographic Variables and Adaptability 

Variable Correlation Coefficient" 

Number employed at company -.037 

Scope of company work .066 

Gender .063 

Age -.009 

Ethnicity -.039 

Level of education .153 

Years employed in agricultural communications -.026 

Years with current company -011 

Years in current position -.075 

"Correlations were Pearson's Product Moment Correlation Coefficient for continuous 
variables. Spearman Rank-Order for ordinal data, and Contingency Coefficient for 
nominal data. 
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Achievement 

Correlations were run to predict the relationship between the achievement 

competence as related to the personal and organizational variables in the study, as 

displayed in Table 4.24. The results of tiiis analysis indicated that a minor posifive 

correlafion was found between achievement and level of education (r=.208) as well as 

how many years they had been employed in agricultural communications (r=.190). This 

indicated tiiat highly educated individuals who had been employed in agriculfiiral 

communications for an extended period of time have higher scores on the achievement 

competence. These individuals are practical, set measurable but challenging goals, and 

are able to calculate risk to ensure thefr goals are worthy and attainable (Goleman et al., 

2002). 

Since a statistically significant relationship was found between tiie competence 

and more than one demographic characterisfic, a stepwise multiple regression analysis 

was run. The stepwise multiple regression analysis were conducted at the .05 level of 

significance. Multiple regression was ufilized because it could idenfify variables that 

account for the variance in achievement when other variables are held constant. Results 

of the multiple regression are shown in Table 4.25. Two variables were able to enter tiie 

equation. These variables were level of educafion and years employed in agriculfiiral 

communicafions. Both variables relafionship with the dependent vanable were positive 

as indicated by the beta of .209 for level of education and .199 for years in agriculfiiral 

communications. These variables accounted for only 8.3% of the total variance in the 

ufilizafion of achievement. 
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Table 4.24 

Relafionship Between Demographic Variables and Achievement 

V i a b l e Correlafion Coefficient" 

Number employed at company ..O37 

Scope of company work -.007 

Gender 010 

Age .138 

Ethnicity -.079 

Level of education .208* 

Years employed in agricultural communications .190* 

Years wdth current company .073 

Years in current position .102 

"Correlations were Pearson's Product Moment Correlation Coefficient for continuous 
variables. Spearman Rank-Order for ordinal data, and Contingency Coefficient for 
nominal data. 

*p<.05 
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Table 4.25 

Multiple Regression of Achievement 

Value B Beta Sigt 

Level of education 

Years in agricultural communications 

(Constant) 

.205 

.134 

2.508 

.209 

.199 

2.551 

2.429 

8.335 

.012 

.016 

.000 

p=.003, i?"=.083 

Initiative 

Table 4.26 displays the correlation coefficients between initiafive and the 

demographic variables in the sttidy. A statistically significant negafive relafionship was 

found between ethnicity and inifiative (r=-.195). The relafionship indicates that white 

(Caucasian) respondents tended to have lower scores on the initiative competence than 

those of other etiinicities. This means they do not have the ability to take preventative 

action to avoid problems before they happen. 

Optimism 

Optimistic people come up with more creative solutions to customers' problems 

and deal more positively with customers. Table 4.27 shows tiie correlation coefficients 

for optimism. A stafisfically significant positive relationship was found between 

optimism and level of education (r=.168) as weU as years of employment in agriculttiral 

communications (r=.183). These two correlations imply tiiat individuals with a low level 
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of education and who have been employed in agricultural education for a short period of 

time score lower on the optimism competence. 

Table 4.26 

Relationship Between Demographic Variables and Initiative 

Variable Correlation Coefficient" 

Number employed at company -.115 

Scope of company work .077 

Gender -.061 

Age .103 

Ethnicity -195 

Level of education • 126 

Years employed in agricultural communications .097 

Years with current company 075 

Years in ciurent position -063 

* 

"Correlafions were Pearson's Product Moment Correlation Coefficient for continuous 
variables. Spearman Rank-Order for ordinal data, and Contingency Coefficient for 
nominal data. 

*p<.05 

100 



Table 4.27 

Relationship Between Demographic Variables and Optimism 

Variable 

Number employed at company 

Scope of company work 

Gender 

Age 

Ethnicity 

Level of education 

Years employed in agricultural commimications 

Years with current company 

Years in current position 

Correlation Coefficient" 

.032 

.143 

-.005 

.123 

-.018 

.168* 

.183* 

.015 

-.035 

"Correlations were Pearson's Product Moment Correlation Coefficient for continuous 
variables. Spearman Rank-Order for ordinal data, and Contingency Coefficient for 
nominal data. 

*p<.05 

A stepwise multiple regression was performed at the .05 alpha level to determine 

the best predictors of optimism. Table 4.28 expresses the results of the multiple 

regression analysis. Two variables entered the equation, level of education (Beta = .170) 

and years in agricultural communicafions (Beta = .195). These variables accounted for 

6.7% of the variance in optimism. It also means that 93.3% of tiie variance in optimism 

is being accounted for by something other than the variables included in this study. 
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Table 4.28 

Multiple Regression of Optimism 

Value 

Level of education 

Years in agricultural communications 

(Constant) 

.p=.009, R^=.061 

B 

.182 

.143 

2.334 

Beta 

.170 

.195 

t 

2.060 

2.364 

7.054 

Sigr 

.041 

.019 

.000 

Self-Management Cluster 

Table 4.29 displays the correlation coefficients showing the relafionships between 

the Self-Management cluster and the demographics. Level of education was the only 

demographic factor that was significantly related to the Self-Management cluster. The 

slight relationship was weak and positive (r=.225). This indicates that agriculfiiral 

conraiurucafion professionals who are highly educated scored higher within the Self 

Management cluster. 
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Table 4.29 

Relationship Between Demographic Variables and Self Management Cluster 

Variable Correlation Coefficient" 

Number employed at company -.038 

Scope of company work . 107 

Gender -.036 

Age .011 

Etiinicity -.082 

Level of education .225* 

Years employed in agricultural communications .064 

Years with current company .056 

Years in current position -.074 

"Correlafions were Pearson's Product Moment Correlation Coefficient for continuous 
variables. Spearman Rank-Order for ordinal data, and Contingency Coefficient for 
nominal data. 

*p<.05 

Empathy 

In Table 4.30, we present indices to indicate the relative sfrengtii of tiie individual 

demographic variables as they relate to empathy. Empathy was minutely correlated to 

the level of education (r=.198). Highly educated respondents tended to have higher 

empathy scores allowing them to sense others' feelings and perspectives than did those 

with a lower level of education. 
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Table 4.30 

Relationship Between Demographic Variables and Empathy 

Variable Correlation Coefficient" 

Number employed at company .051 

Scope of company work .138 

Gender .026 

Age -.011 

Ethnicity .023 

Level of education .198* 

Years employed in agricultural communications .160 

Years with current company .000 

Years in current position -039 

"Correlations were Pearson's Product Moment Correlation Coefficient for continuous 
variables. Spearman Rank-Order for ordinal data, and Contingency Coefficient for 
nominal data. 

*p<.05 
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Organizational Awareness 

Table 4.31 demonsfrates the correlation coefficients showing the general 

relafionships between utilization of organizational awareness and various personal and 

organizational variables. There were no statistically significant relationships between 

organizational awareness and any of the demographic variables in the study. 

Table 4.31 

Relationship Between Demographic Variables and Organizational Awareness 

Variable Correlation Coefficient" 

Number employed at company .077 

Scope of company work .154 

Gender -.013 

Age .000 

Ethnicity .045 

Level of education 050 

Years employed in agricultural communications .097 

Years with current company .137 

Years in current position .056 

"Conrelations were Pearson's Product Moment Correlation Coefficient for confinuous 
variables. Spearman Rank-Order for ordinal data, and Contingency Coefficient for 
nominal data. 
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Service 

The affiliafion of service and the demographic variables in the study are presented 

in Table 4.32. No statistically significant correlations were found between any of the 

demographic variables and service. 

Table 4.32 

Relafionship Between Demographic Variables and Service 

Variable Correlation Coefficient" 

Number employed at company .039 

Scope of company work . 106 

Gender -.060 

Age .091 

Etiinicity .019 

Level of education -156 

Years employed in agricultural communications .059 

Years with current company .031 

Years in current position .024 

"Correlations were Pearson's Product Moment Correlafion Coefficient for continuous 
variables. Spearman Rank-Order for ordinal data, and Contingency Coefficient for 
nominal data. 
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Social Awareness Cluster 

A multiple regression analysis was conducted to predict the relationship between 

the utilization of the Social Awareness cluster and the various personal and 

organizational variables. Findings from the analysis are displayed in Table 4.33. The 

findings indicated a statistically significant correlation between the competencies within 

the Social Awareness cluster and scope of the company work (r=.159) as well as level of 

education (r=.170). These correlations show that highly educated individuals who work 

for a large-scale company scored higher on the Social Awareness cluster. 
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Table 4.33 

Relationship Between Demographic Variables and Social Awareness Cluster 

Variable Correlation Coefficient" 

Number employed at company .052 

Scope of company work .159* 

Gender -.012 

Age .065 

Ethnicity .035 

Level of education . 170* 

Years employed in agricultural communicafions .132 

Years with current company .063 

Years in current position .001 

"Correlations were Pearson's Product Moment Correlation Coefficient for continuous 
variables. Spearman Rank-Order for ordinal data, and Contingency Coefficient for 
nominal data. 

*p<.05 

The results of the regression of personal and organizational variables on the 

Social Awareness cluster are shown in Table 4.34. Level of educafion (Beta = .155) and 

scope of the company work (Beta = .160) were the two variables able to enter tiie 

equation. They accounted for 5.4%) of the total variance in Social Awareness. 
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Table 4.34 

Multiple Regression of Social Awareness 

Value B Beta Sigt 

Level of education 

Scope of company work 

(Constant) 

.138 

.138 

2.487 

.155 

.160 

1.928 

1.988 

7.056 

.056 

.049 

.000 

p=.0\6, R'^.054 

Inspiration 

Table 4.35 explains the relationship between the demographic variables and 

frispiration. A statistically significant relationship was found between level of educafion 

and inspiration (r=.241). The relationship indicated that highly educated respondents 

tended to have higher scores on the inspirafion secfion than those with less education. 

These highly educated respondents personify what they ask of others, and are able to 

convey a shared mission in a way that inspires others to follow, according to Goleman et 

al.'s interpretafion of inspiration (2002). 
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Table 4.35 

Relationship Between Demographic Variables and frispiration 

Variable Correlafion Coefficient" 

Number employed at company .046 

Scope of company work .153 

Gender ..033 

Age .052 

Ethnicity -.070 

Level of education .241* 

Years employed in agricultural communications .087 

Years with current company .047 

Years in current position -.020 

"Correlations were Pearson's Product Moment Correlation Coefficient for continuous 
variables. Spearman Rank-Order for ordinal data, and Contingency Coefficient for 
nominal data. 

*p<.05 

Influence 

The connection between influence and the various demographic variables is 

shown in Table 4.36. A significant statistical relationship was not found between 

influence and any of the demographic variables. 
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Table 4.36 

Relationship Between Demographic Variables and frifluence 

Variable Correlafion Coefficient" 

Number employed at company .009 

Scope of company work .050 

Gender .000 

Age .010 

Ethnicity ..080 

Level of education .151 

Years employed in agricultural communications .053 

Years with current company -.039 

Years in current position .069 

"Correlations were Pearson's Product Moment Correlation Coefficient for continuous 
variables. Spearman Rank-Order for ordinal data, and Contingency Coefficient for 
nominal data. 

Developing Others 

Table 4.37 displays the correlation coefficients showing tiie general relationships 

between developing others and the demographic variables in the study. A stafistically 

significant relationship was not found between the demographic variables and the 

developing others competence. 
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Table 4.37 

Relafionship Between Demographic Variables and Developing Others 

Variable Correlation Coefficient" 

Number employed at company -.022 

Scope of company work .058 

Gender -.030 

Age .117 

Etiinicity -.003 

Level of education .039 

Years employed in agricultural communications .073 

Years with current company -.044 

Years in current position -.045 

"Correlations were Pearson's Product Moment Correlation Coefficient for continuous 
variables. Spearman Rank-Order for ordinal data, and Contingency Coefficient for 
nominal data. 

Change Catalyst 

Table 4.38 indicates the correlation coefficients for change catalyst. The mafiix 

uidicated that two of the nine variables in the study were significantly related to change 

catalyst. A low statistically significant relationship was found between scope of the 

company (r=.186) and level of education (r=.170) with change catalyst. This can be 

interpreted as those companies who operate on a larger scale and who employee 

individuals with a higher level of education score higher on the change catalyst 
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competence. These highly educated individuals working for large scale companies are 

able to recognize the need for change, remove barriers, and enlist others in pursuit of new 

initiatives. 

Table 4.38 

Relationship Between Demographic Variables and Change Catalyst 

Variable 

Number employed at company 

Scope of company work 

Gender 

Age 

Ethnicity 

Level of education 

Years employed in agricultural communications 

Years with current company 

Years in current position 

Correlation Coefficient" 

-.073 

.186* 

-.017 

.037 

.035 

.170* 

.079 

.078 

.041 

uorreiauons were rcai&uu a 11'̂ Nxi.iw.. xTxv/x. r^ cxr • * f^^ 

variables, Speamian Rank-Order for ordinal data, and Contingency Coefficient for 

nominal data. 
'=p<.05 

was 

To determine the best predictors of change catalyst, a stepwise multiple regression 

performed at the .05 level of significance. Results of the multiple regression are 
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shown in Table 4.39. Two variables, scope of the company work (Beta = .184) and level 

of educafion (Beta = .153), were able to enter tiie equation. They accounted for 6.3% of 

the total variance in the change catalyst competence. 

Table 4.39 

Multiple Regression of Change Catalyst 

Value B Beta Sigt 

Scope of company work 

Level of education 

(Constant) 

.235 

.202 

1.237 

.184 

.153 

2.302 

1.918 

2.377 

.023 

.057 

.019 

p=.OOS, R^=.063 

Conflict Management 

The relationships between conflict management as related to the demographic 

variables in the sfiidy are displayed in Table 4.40. Scope of the company and conflict 

management had a low statisfically significant relafionship (r=.160). The connecfion 

signified that companies that operate on a larger scale were inclined to score higher on 

the conflict management competence which is the ability to handle difficult people and 

tense sittiafions with skill and tact while negotiating and resolving disagreement. 
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Table 4.40 

Relationship Between Demographic Variables and Conflict Management 

Variable 

Number employed at company 

Scope of company work 

Gender 

Age 

Ethnicity 

Level of education 

Years employed in agricultural communications 

Years with current company 

Years in current position 

Correlation Coefficient" 

.024 

.160* 

.030 

.048 

.006 

.134 

.083 

-.031 

-.021 

"Correlations were Pearson's Product Moment Correlation Coefficient for continuous 
variables. Spearman Rank-Order for ordinal data, and Contingency Coefficient for 
nominal data. 

*p<.05 

Teamwork and CoUaborafion 

The association between teamwork and collaboration and the demographic 

variables is expressed in Table 4.41. There were no statistically significant relationships 

between score on teamwork and coUaborafion and any of the demographic variables in 

the study. 
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Table 4.41 

Relationship Between Demographic Variables and Teamwork and Collaboration 

Variable Correlafion Coefficient" 

Number employed at company .032 

Scope of company work 045 

Gender .049 

Age -.037 

Etiinicity --077 

Level of education --001 

Years employed in agricultural communicafions .056 

Years with current company -067 

Years ui current position -010 

"Correlafions were Pearson's Product Moment Correlation Coefficient for confinuous 
variables. Spearman Rank-Order for ordinal data, and Contingency Coefficient for 
nominal data. 

Relationship Management Cluster 

The correlations between Relafionship Management as related to the demographic 

variables in the study are displayed in Table 4.42. No significant stafisfical relafionships 

were found between Relationship Management and any of the demographic variables. 
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Table 4.42 

Relationship Between Demographic Variables and 

Variable 

Number employed at company 

Scope of company work 

Gender 

Age 

Ethnicity 

Level of education 

Years employed in agricultural communications 

Years with current company 

Years in current position 

Relationship Management Cluster 

Correlafion Coefficient" 

-.015 

.140 

.006 

.036 

-.038 

.144 

.088 

.027 

.003 

"Correlations were Pearson's Product Moment Correlafion Coefficient for continuous 
variables. Spearman Rank-Order for ordinal data, and Contingency Coefficient for 
nominal data. 
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CHAPTER V 

SUMMARY AND CONCLUSIONS 

The purpose of this study was to explore the importance and utilization of 

emotional intelligence in the agricultural communications profession using input from 

agriculfiiral communicafions leaders selected from the 2003 issue of the AgriMarketing 

list serve (Schuermann, 2002). As a means of accomplishing the purpose of the sfiidy, 

the following objectives were sought: 

1. To describe agricultural communication professionals in regard to 

personal and organizational characteristics, 

2. To determine the utilization and importance of specific emotional 

intelligence competencies in the agricultural communications industry as 

perceived by agricultural communication professionals, and 

3. To explore the relationship between various personal and organizational 

characteristics and the perceived utilization of emotional intelligence by 

agricultural communication professionals. 

Procedure 

The target population of this study was all individuals listed in the 2003 issue of 

AgriMarketing (Schuermann, 2002). A modified version of the bimodal model (Fraze, 

Hardin, Brashears, Smith, & Lockaby, 2002) was used to collect data. Three hundred 

forty-six individuals were randomly selected to be part of the sample. These 346 
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individuals were contacted via email and 35 came back as "undeliverable." These 35 

names were taken out of the email database and were contacted through first class mail 

when the hard copy of the questiormaire was sent out to nonrespondents. Emails were 

sent back to the researchers from six people stating they were temporarily out of the 

office, seven were no longer with the company, and 14 responded "not interested," "not a 

manager," or "don't have time." An additional three individuals had incorrect mail 

addresses and their questionnaires were retumed to sender. A total of 164 individuals 

completed the survey for a response rate of 47.40%. 

The instrument used was a survey questionnaire designed to provide answers to 

the research objectives. The instrument was developed through researching emotional 

intelligence and published facts about agricultural communications. Before finalizing the 

instrument, it was given to a panel of experts and then was pilot tested on selected 

agricultural communication professionals who were part of the population, but not 

selected to be in the sample. Rehability coefficients ranged from .73 to .95 for each of 

the four quadrants developed from Goleman et al.'s Framework of Emotional fritelligence 

Leadership Competencies (2002). There were a total of 46 non-demographic items on 

the instmment. 

The researcher began contacting the sample and collecting data on April 11, 2003, 

and finished collecting data from the sample on May 15, 2003. The researcher then 

continued to contact nonrespondents to control for nonresponse error on May 16, 2003, 

and completed the task on May 21, 2003. Respondents were compared to 

nonrespondents in order to check for any significant differences, fridependent t-tests 
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were run comparing specific variables of the respondents to the nonrespondents. No 

significant differences were found; therefore nonrespondents were believed to be typical 

of respondents. This allowed the researcher to assume nonrespondents were an unbiased 

sample, and allowed for generalization to the population. 

Data collected from the Web was imported in a Microsoft Excel XP file, and 

paper survey data was added to this database. All data was transferred to Statistics 

Package for Social Sciences (SPSS) 11.0 for Windows for analysis, and data was 

analyzed based on the three objectives of the study. 

Conclusions 

Most of the agricultural communication professionals are middle aged, white 

males who have been employed in agricultural communications for less than 15 years. 

The majority of them are also highly educated and live in the United States. 

The average size community where these agricultural communication 

professionals are employed is a large city with a population greater than 50,000 within 

the United States. The number of people employed at these companies is very diverse, 

with more of them being smaller companies with fewer employees. However, most of 

these companies cater to thefr clientele on a national or intemational level. 

The agricultural communications professionals identified four competencies as 

high-level successfiil abilities. This means that agricultural communication professionals 

believe these competencies are important and they are actually ufilized within their 

company. 
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Thirteen of the 18 emotional intelligence leadership competencies were idenfified 

as low-level needs by the agriculttiral communication professionals. This indicates that 

agricultural communication professionals do not believe these competencies are as 

important as others, and therefore there is a lower need for employees to be proficient in 

these areas. 

One competence, achievement, was idenfified by the agricultural communication 

professionals as a critical need. This signifies that this competence is important; 

however, it is not currently being seen in agricultural communication employees. 

Achievement lies within the Self-Management cluster within the Personal Competence 

domain of Goleman et al.'s Framework of Emotional Intelligence Leadership 

Competencies (2002). Since it was found that emotional intelligence competencies 

operate in synergistic groupings, the mastery of a cluster of competencies is necessary for 

superior performance (Boyatzis et al., 2000). Therefore, mastery of the Self-Awareness 

cluster is needed in order to effectively demonsfrate achievement. 

Agricultural conmiunication professionals' characteristics do not significantly 

influence utihzafion of emofional intelligence competencies. Correlafions between 

agricultural communication professionals' characteristics and utilization showed a 

significant relationship with scope of the company work, ethnicity, level of educafion and 

number of years employed in agriculfiiral communicafions. Correlations between these 

four demographics and the competencies were all considered low. 

It was also found that characteristics of agricultural communicafion professionals 

did not significantly influence ufilization of the competencies within their clusters. Two 
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significant relafionships, scope of the company work and number of people employed at 

the company, were found between the demographic variables and the clusters of 

emotional intelligence, but they were only slight correlations. 

Nine of the 18 competencies and three of the four clusters were found to have a 

relationship with the variables in the study. These are identified in Figure 5.1 with bold 

font. Five of the nine (55%)) competencies in the Personal Competence domain were 

found to have a significant relafionship with the variables while only 33% of the 

competencies in the Social Competence domain showed a statistically significant 

relationship. Seventeen percent of the competencies in the recognition segment and 66%) 

of the competencies in the regulation sector were found to have a relationship with the 

variables. This means the competencies within the Personal Competence domain are 

utilized more than those in the Social Competence domain. Since the Personal 

Competence domain should be mastered before the Social Competence domain, it can be 

concluded that agricultural communication professionals are in the beginning stages of 

implementing these competencies into their profession. With curricular enhancement and 

fraining, the competencies within the Social Competence domain can more readily be 

utilized within the profession. 
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Inspiration 

- Influence 
Developing others 
Change catalyst 
Conflict management 

- Teamwork & collaboration 
Figure 5.1: Framework of Emotional InteUigence Leadership Competencies that 

Expressed a Relationship with Variables in the Study 

"55%) of the competencies in the Personal Competence domain displayed a relationship 

with the variables in the study. 

''33%) of the competencies in the Social Competence domain displayed a relafionship with 

the variables in the study. 

•̂ 17%) of the competencies in the Recognition segment displayed a relafionship with the 

variables in the study. 

%6% of the competencies in the Regulation segment displayed a relationship with the 

variables in the study. 

The demographic variable scope of the company work was found to have a slight 

correlafion with the competencies change catalyst and conflict management as well as the 

two clusters Self Awareness and Social Awareness. From this it can be concluded that 
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companies who are larger scale and cater to a national and intemational clientele base 

ufilize these two competencies and two clusters withm their company. 

Three competencies had a minor correlation with the variable number of years 

employed in agricultural communications. The negative relationship between self-

control and number of years employed in agricultural communications could indicate that 

those who are new to the industry are less likely to speak up and voice their opinion. 

Individuals who have been employed in agricultural communications longer utilize the 

achievement competence more, making them better able to strive to improve their 

performance and are better able to set measurable and challenging goals. People who 

have been employed in a position for an extended period of time are more optimistic as 

they are established in their position and are not worried about all the minute details and 

formalities that come with a new job. 

The correlation ethnicity had with initiative indicated those of an ethnic 

background other than Caucasian showed more initiative in their job. Because of their 

minority, these employees possibly feel they need to perform at a higher level and act 

before being forced to do so by external events in order to be considered equal to other 

Caucasian co-workers. 

Level of educafion was found to have a shght correlation with six competencies: 

transparency, achievement, optimism, empathy, inspfration, and change catalyst and tiie 

two clusters Self Management and Social Awareness. This indicates that employees who 

have attained a bachelor's degree or higher utilize these competencies and clusters within 
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thefr profession. Since a stafisfically significant relafionship was found, the clusters and 

competencies could be leamed as part of the overall college experience. 

Having a deep understanding of one's own emofions is the basis of the Self 

Awareness cluster. None of the individual competencies within the Self-Awareness 

cluster were identified as having a significant relationship with any of the variables. 

However, the Self-Awareness cluster was found to have a stafistically significant 

relafionship with scope of the company work. These competencies may not have been 

important individually, but together they might be. 

Even though they were only slight correlations, the relationships between the 

variables of the study and the competencies of emotional intelligence reveal some 

interesting information. Some competencies and clusters of competencies are utilized 

more than others when compared to different variables. The competencies that were 

found to have a correlation with the variables are important skills that are currently being 

utilized in the workplace. Table 5.1 displays the four variables that were found to have a 

statistically significant relationship with nine of the emotional intelligence leadership 

competencies and three of the clusters. 

Sprecker and Rudd (1997) found that people employed in agricultural 

communications are primarily communicators. The agricultural communications 

profession focuses on relating well with others. In order to do this, agricultural 

communicators must have a good grasp on the competencies within the Social 

Competence domain. Therefore, they need to have mastered competencies in the 
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Personal Competence domain before they can master competencies with the Social 

Competence domain. 

Table 5.1 

Emotional fritelligence Leadership Competencies and Clusters that were Found to have a 
Sfight Correlation with the Variables of the Study 

Variable 

Scope of Company Work 

Years Employed in Agriculture 

Communications 

Ethnicity 

Level of Education 

Competence Cluster 

Change catalyst Self-Awareness 

Conflict management Social Awareness 

Self-control 

Achievement 

Optimism 

Initiative 

Transparency 

Achievement 

Optimism 

Empathy 

Inspiration 

Change catalyst 

Self-Management 

Social Awareness 
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Recommendations 

Further Research 

Emotional intelligence is a relatively new area of study, especially in the area of 

agriculture and communications. However, in the past five years, emotional intelligence 

has received much attention as an aspect that is potentially usefiil in understanding and 

predicting individual performance and success in the workplace. As a result of this study, 

the investigator is making several recommendations. 

More research needs to be conducted ui the area of emotional intelligence in the 

agricultural communications profession. A study conducted by the American Society for 

Training and Development found that 80% of companies are trying to promote emotional 

intelligence in their employees (Goleman, 1998). In order to fiiUy understand this 

concept, further studies should be conducted to determine the actual emotional 

intelligence of individuals employed in agricultural communications. 

Further efforts should also be made to improve the instrumentafion used in this 

study. While reliability for the subscale were deemed acceptable, factors such as the 

overall length may have impacted response rate. 

Another rephcation of this sfiidy should be conducted on a different populafion to 

determine if similar perceptions of the importance and utilization of emotional 

intelligence within the agricultural communicafions profession will emerge. 

The results of objective two of the study should be reassessed using a needs 

assessment mafiix other than the Witkin model. Additionally, the self control score 

could be viewed as an outlier and as such, should be removed from the mafiix to 
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determine if the competencies would regroup themselves and identify addifional 

competencies as crifical needs or high level successfiil abihfies. 

Objective three in the study was to explore the relationship between various 

personal and organizational characteristics and the perceived utilization of emofional 

intelligence by agricultural communication professionals. Data from the study should be 

reanalyzed focusing on the importance of emotional intelligence instead of utihzation to 

determine if other competencies develop correlations with variables based on how 

important they are to the company. 

Self Awareness was found to have a statistically significant relationship with 

scope of the company work; however, none of the competencies within the cluster had a 

correlation with the variable. Research should be conducted to determine if the mastery 

of a cluster implies that the individual is proficient in all the competencies within that 

cluster. 

Walker and Spalding (2001) found that companies have to spend time educating 

and fraining employees in order to bring them to an appropriate level of fimcfioning in 

the workplace. Research needs to be conducted to determine the current hiring process 

for agricultural communications companies. Are these companies hiring based on 

technical and intellectual aptifiides or are they considering concepts like emofional 

inteUigence competencies when looking for new employees? 

Figure 5.2 is a potenfial figure that is valid in producing successfiil employees in 

agricultural communications. The variables changes in tiie workplace, changes in 

agriculfiire, and changes in technology are already being assessed when building the 
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curricula for agriculture communications. The results of this study indicate that a fourth 

factor, emotional intelligence, should also influence the curricula since emotional 

competencies are job skills that can be leamed (Chemiss & Goleman, 2001). fri order to 

validate this figure, further research should be conducted to determine if emofional 

intelligence is an effective variable to consider when designing the curricula for 

agricultural communications. Additionally, it should be determined if students who are 

taught emotional intelligence as part of the curriculum are more successfiil in the 

workforce than those who did not leam emotional intelligence as part of their curricular 

requirements. 

Changes in 
the Workplace 

Changes in 
Agriculture 

Agricultural 
Communication 

Curricula 

I 
Future 

Employee 

Changes in 
Technology 

Emotional 
Intelligence 

Figure 5.2: Variables That Have Traditionally frifluenced the Agriculfiiral 
Communications Curricula 
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Curriculum 

The agricultural communications curricula should be continually expanded to 

keep abreast with the changes in communication technology, agriculture and the 

workplace. 

One critical emotional intelligence need surfaced in the findings of this sfiidy. 

Achievement was identified by the respondents as being important, although not highly 

utilized. Items identified as critical needs should be given priority in curricular planning 

(Witkin, 1984). Thus, courses need to be designed at the collegiate level to provide 

agricultural communications graduates the skills, or emotional competencies, they need 

in order to develop their emotional intelligence and be successfiil in their career. 

The curricula for these courses should also include the high-level successfiil 

abilities identified by agricultural communication professionals since they are both 

important and utilized within the profession. These high-level successfiil abilifies were 

emotional self-awareness, self-control, adaptabifity and service. Witkin (1984) believes 

these competencies should have secondary priority in curricular planning. 

Emotional intelligence at work is the ability to know yourself and others well 

enough to express emofion in a healthy way (Sims, 1998). This study found two of the 

emotional intelligence leadership competencies and two of the clusters exhibited a 

relationship with scope of the company; and thus recommends that courses which focus 

on intemational relations, such as Intemational Agriculture, should incorporate the 

competencies change catalyst and conflict management into their curriculum as well as 

the clusters Self Awareness and Social Awareness. Students leaming about the policies. 
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guidelines, and culture abroad should also leam the skills needed to work effectively with 

intemational companies and other cultures in order to have a positive and successfiil 

professional relationship. 

Since employees new to agriculfiiral communications are not as confident and 

comfortable speaking up and giving their opinion, the competence self-control should be 

infiised in the curriculum. While it is good to be able to manage dismptive emotions, it is 

not necessarily good to always keep quiet and not give any input. In a 2002 issue of 

Moving Business Forward, Lajoie highlighted a study of 130 executives. It was found 

that how well people handled their own emotions determined how much people around 

them preferred to deal with them. The agricultural communications curricula needs to 

address this in order to produce graduates who can manage their self-control but still be a 

cohesive part of the company. 

Agricultural communications should infroduce into its curricula the optimism 

competence. By being more optimistic, graduates will be more realistic in accepting that 

problems, setbacks, and fragedies can happen in the workplace and therefore can deal 

with them more effectively. 

In a study conducted by Johnson & Johnson Consumer Companies, inifiative was 

one of the competencies identified in differentiafing superior performers from others 

(Cavallo & Brienza, 2002). This study agreed, identifying initiative as an important 

competence to possess, and therefore should also be included in the agricultural 

communications curricula. This would help produce graduates who are able to take 
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acfion to seize opportunities as well as avoid problems before they happen and insfiU in 

tiiem file ability to take advantage of opportunities before they are visible to anyone else. 

Research should be conducted focusing on the relationship between level of 

education and the competencies transparency, achievement, optimism, empathy, 

inspiration, and change catalyst as well as the clusters Self Management and Social 

Awareness to determine if those who pursue higher education already have these 

competencies, if tiiey are striving for them, or if they gain them as part of the college 

experience. 

Training 

The critical need (achievement) and high-level successfiil abilities (emotional 

self-awareness, self-confrol, adaptability, and service) identified by the study should be 

provided to leaders in the agricultural communications profession. This information will 

be constmctive in planning in-service workshops for employees within the profession. 
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APPENDDC A 

SURVEY INSTRUMENT 

Survey Instrument Questions 

Part I - Your Views From The Supervisor's Chair 
Instructions: For the following statements, check the corresponding number on the left to 
indicate how important each competence is in regard to your company's success. Then, 
mark tiie number on the right to indicate the degree each competence is utilized within 
your company. 

BE SURE TO ANSWER BOTH SUDES OF EACH QUESTION 

Importance Scale 
1 = Not Important 
2 = Somewhat Important 
3 = Uncertain 
4 = Important 
5 = Very Important 

Utilized Scale 
1 = Not Utilized 
2 = Somewhat Utilized 
3 = Uncertain 
4 = Utilized 
5 = Highly Utilized 

IMPORTANCE 

5 4 3 2 1 

5 4 3 2 1 

5 4 3 2 1 

5 4 3 2 1 

5 4 3 2 1 

5 4 3 2 1 

5 4 3 2 1 

5 4 3 2 1 

5 4 3 2 1 

5 4 3 2 1 

Employees recognize how their feelings affect them 
and their job performance. 

Employees are familiar with their guiding values and can 
often perceive the best course of action, seeing the big 

picture in a complex situation. 
Employees can be sincere and authentic, able to speak 

openly about their emotions or with conviction about their 
guiding vision. 

Employees typically know their limitations and strengths, 
and exhibit a sense of humor about themselves. 

Employees exhibit flexibility in learning where they need to 
improve, and welcome constructive criticism and feedback. 
Employees know when to ask for help and where to focus in 

cultivating new leadership strengths. 
Employees know their abilities with accuracy which allows 
people to use their strengths and also welcomes difficult 

assignments. 
Employees have a self-confidence that lets them stand out 

in a group. 
Employees find ways to manage their negative emotions 

and impulses, and channel them in useful ways. 
Employees stay calm and clear-headed under high stress 

and when confronted by a trying situations. 

UTILIZATION 
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Employees live their values, are open to others about their 
feelings, beliefs, and actions. 

Employees openly admit mistakes or faults, and confront 
unethical behavior in others rather than ignore it 

Employees can juggle multiple demands without losing their 
focus or energy, and are comfortable with the inevitable 

uncertainties of company life. 
Employees can be flexible in adapting or adjusting to new 
challenges or when presented with new data or realities. 

Employees have high personal standards that drive them to 
constantly seek performance improvements—both for 

themselves and those they lead. 
Employees are pragmatic, setting measurable but 

challenging goals, and are able to calculate risk so that their 
goals are worthy but attainable. 

Employees are continually learning ways to do better. 
Employees have a sense of efficacy - that they have what it 

takes to control their own destiny. 
Employees seize professional opportunities - or create them 

- rather than simply waiting. 
Employees do not hesitate to cut through red tape, or even 
bend the rules, when necessary to create better corporate 

possibilities for the future. 
Employees roll with the punches, seeing an opportunity 

rather than a threat in a setback. 
Employees see cO-workers positively, expecting the best of 

them. 
The "glass half-full" outlook leads employees to expect that 

changes in the future will be for the better. 
Employees are able to adjust to a wide range of emotional 

signals, letting them sense the felt, but unspoken, emotions 
in a person or in a group. 

Employees listen attentively and can grasp others' 
perspectives. 

Employees are able to get along well with people of diverse 
backgrounds or from other cultures. 

Employees are able to detect crucial social networks and 
read key power relationships. 

Employees can understand the political forces at work in an 
organization, as well as the guiding values and unspoken 

rules that operate among people there. 
Employees foster an emotional climate so that people 

directly in touch with the customer or client will keep the 
relationship on the right track. 

Employees monitor customer or client satisfaction carefully 
to ensure they are getting what they need. 

Employees make themselves available as needed. 
Employees create meaning and move people with a 

compelling vision or shared mission. 
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Employees represent what they ask of others, and are able 
to articulate a shared mission in a way that inspires others to 

follow. 
Employees offer a sense of common purpose beyond the 

day-to-day tasks, making work exciting. 
Employees are able to develop and utilize the correct appeal 
for listeners and solicit support for an initiative-an initiative 

the employees are hoping key people will buy-into. 
Employees are persuasive and engaging when they address 

a group. 
Employees show a genuine interest in those they are 

helping along, understanding their goals, strengths, and 
weaknesses. 

Employees can give timely and constructive feedback and 
are natural mentors or coaches. 

Employees are able to recognize the need for the change, 
challenge the status quo, and proceed with enthusiasm in 

implementing the change. 
Employees can be strong advocates for the change even in 

the face of opposition, making an argument for it 
compellingly. 

Employees find practical ways to overcome barriers to 
change. 

Employees are able to recognize the differing personalities 
and objectives of a group, and then find a common ideal that 

everyone can endorse. 
Employees surface the conflict, acknowledge the feelings 

and views of all sides, and then redirect the energy toward a 
shared ideal. 

Employees generate an atmosphere of closeness among 
colleagues and are themselves models of respect, 

helpfulness, and cooperation. 
Employees draw others into active, enthusiastic commitment 

to the collective effort, and build spirit and identity. 
Employees spend time creating close relationships beyond 

mere work obligations. 
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Part II - Company Demographics 

How many people, besides you, are employed at your company? 
0 - 1 0 11-25 2 6 - 5 0 51-100 
101-250 251-500 501-1,000 > 1,000 

What specific communications industry does your company address? For 
each specific communications industry, circle the answer that most 
accurately corresponds to each area. 

Print Never Sometimes Often 
Radio Never Sometimes Often 
Television Never Sometimes Often 
Public Relafions Never Sometimes Often 
Advertising Never Sometimes Often 
Marketing Never Sometimes Often 
Web based Never Sometimes Often 
Other Never Sometimes Often 

Frequently 
Frequently 
Frequently 
Frequently 
Frequently 
Frequently 
Frequently 
Frequently 

3. What is the scope of your company's work? (Circle one) 
A. Local 
B. State 
C. Regional 
D. Nafional 
E. Intemational 

4. Does your company have professional growth plans? (If No, proceed to 
question 6.) 
A. Yes 
B. No 

5. On average, how many times per year do employees meet with their 
immediate supervisor about their personal growth plan? (Circle one) 
A. Once a year 
B. Twice a year 
C. Quarterly 
D. Monthly 
E. Weekly 
F. Varies by individual 
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7. 

Which of the following types of trainings does your company provide? 
A. Customer service 
B. Listening skills 
C. Team building 
D. Conflict management 
E. Other (specify) 

The headquarters of my company is located in: (Circle one) 
A. United States 
B. Canada 
C. Other (specify) 

8. The headquarters of my company is located in a: (Circle one) 
A. Large City (more than 50,000) 
B. Urban City (5,000 to 49,999) 
C. Small Town (500 to 4,999) 
D. Rural Area (less than 500) 

Part III - Personal Demographics 
9. How many years have you been employed in agricultural 

communications? 
years 

10. How many years have you been employed with your current company? 
years 

11. What is your position/title? 

12. How many years have you been in this position? 

13. Indicate your level of involvement in the following organizations. 
Active Pay Dues/Not Active Not a Member 

NAMA 
ACE 
ARC 
AAEA 
CCA 
LPC 
NAFB 

14. List any groups or organizations (other than professional) you are a 
member of or actively participate in. (Example: Lion's Club) 
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15. Where do you reside? (Circle one) 
A. United States 
B. Canada 
C. Other (specify) 

16. Do you travel intemationally: (Circle one) 
A. For business 
B. For leisure 
C. For business and leisure 
C. Not at all 

17. What is your gender? (Circle one) 
A. Male 
B. Female 

18. What is your age range? (Circle one) 
21-25 26-30 31-35 36-40 41-45 
46-50 51-55 56-60 >60 

19. What is your ethnicity? (Circle one) 
A. Black 
B. Native American (American Indian) 
C. Hispanic 
D. White 
E. Asian/Pacific Islander 
F. Other (specify) 

20. What is your level of education? (Circle one) 
A. High school 
B. Associate's degree 
C. Bachelor's degree 
D. Master's degree 
E. Doctoral degree 
F. Other (specify) 
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APPENDIX B 

PILOT STUDY COVER LETTER 

March 6, 2003 

The College of Agricultural Sciences and Natural Resources at Texas Tech University 
requests your assistance in a pilot study conceming emotional intelligence in leading 
agriculture communication professionals. This study is part of an effort to identify the 
levels of emotional intelligence agriculture communications professionals believe to be 
an important part of their profession. Results from this pilot study will assist researchers 
in making necessary adjustments to the survey instmment before distributing it to the 
sample population. 

This is a one-time questionnaire that you are asked to complete online. The URL that 
you will access is 

http://www5.tltc.ttu.edu/mibrashe/marlatt/part %)20I.asp?tin= 

You will be assured complete confidentiality. 

In closing, we would like to thank you in advance for your cooperafion in this pilot study. 
If you have any suggestions, quesfions or comments about this pilot study, please do not 
hesitate to contact me by responding to this email or at (806) 742-2889. 

Sincerely, 

Becky Marlatt 
Research Associate 
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APPENDDC C 

PILOT STUDY THANK YOU/REMINDER #1 

March 11, 2003 

Last week a pilot study questionnaire seeking your opinions about the importance of 
emotional intelligence in leading agriculture communication professionals was emailed to 
you. Your name was drawn randomly from a list of all members of the 2003 agri 
marketing publication. 

If you have afready completed the questionnaire, please accept our sincere thanks. If not, 
please do so today. We are especially gratefiil for your help because it is only by asking 
people like you to share your experiences that we can accurately compile a survey to 
assess the objectives sought in this study. 

The link you will need to access the questionnaire is 
http ://www5 .tltc .ttu.edu/mibrashe/marlatt'part%201. asp?tin= 

Again, thank you for your cooperation and assistance in completing this pilot survey. 

Becky Marlatt 
Research Assistant 
Texas Tech Uruversity 
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APPENDDC D 

PILOT STUDY THANK YOU/REMINDER #2 

March 24, 2003 

Two weeks ago a questiormaire was emailed to you as part of a pilot study. We have not 
received your completed questiormaire and ask for your assistance in this study. Once 
again, the website you need to access is 
http://www5.tltc.ttu.edu/mibrashe/marlatt/part%20I.asp?tin= 

If there is a reason you have not completed this survey, please email me to let me know 
the reason you have not responded to the questiormaire. 

Thank you for your continued cooperation in this study. 

Becky Marlatt 
Research Assistant 
Texas Tech University 
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APPENDDC E 

PILOT STUDY THANK YOU/ FINAL REMINDER 

March 27, 2003 

You should have recently received an email with a link to a survey. Your completion of 
this survey is extremely important. Without your completion of this survey, my graduate 
research will be unsuccessful. 1 am asking one last time that you take a few minutes out 
of your busy day to complete this survey. To access the survey click on the following 
link: 

http ://www5 .tltc .ttu. edu/mibrashe/marlatt/part%201. asp?tin= 

I sincerely appreciate your cooperation and assistance in this matter. Please complete this 
survey and help make my graduate research a success. 

Becky Marlatt 
Research Assistant 
Texas Tech University 
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APPENDIX F 

INTERNET SURVEY PRE-NOTICE LETTER 

April 11, 2003 

On Monday, April 14"', you will receive an email requesting you to fill out a 
quesfionnaire for an important research project being conducted by Texas Tech 
University. 

It concems the skills necessary to succeed in the workplace. 

I am writing in advance because we have found many people like to know ahead of time 
that they will be contacted. The study is an important one that will help identify the skills 
employees should possess in order to succeed when entering the workforce. 

You have been selected from a group of professionals to participate in this study. Thank 
you for your time and consideration. It is only with the generous help of people like you 
that our research can be successfiil. 

Sincerely, 

Becky Marlatt 
Research Assistant 

Dr. Cindy Akers 
Assistant Professor 
Texas Tech Uruversity 
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APPENDIX G 

INTERNET SURVEY COVER LETTER 

April 14, 2003 

The College of Agriculttiral Sciences and Natural Resources at Texas Tech University requests 
your assistance in conducting a study on emotional intelligence in leading agriculture and 
communication professionals. This research is being conducted solely for the benefit of 
employers, like yourself 

It is my understanding that you work in the agricultural or communications industry in a manager 
or supervisor position. We are contacting a random sample of professionals to complete this one
time questionnaire. 

A growing number of experts are coming to the conclusion that emotional intelligence is a more 
effective predictor of success in the workplace than IQ. Emotional intelligence is simply a 
person's ability to recognize their own feelings and those of others. This study is interested in the 
skills, or emotional intelligence competencies, agriculture and communication professionals 
believe to be important within their profession. These competencies can be leamed, and by 
pinpointing them, they can become part of the curriculum to teach your future employees the 
skills you believe are necessary to succeed in your line of work. 

You will be assured complete confidentiality as your name will never be associated with your 
results. This survey is voluntary. However, you can help us very much by taking a few minutes 
to share your experiences and opinions about the skills needed to succeed in your line of work. If 
for some reason you prefer not to respond, please let us know by replying to this email. 

In closing, we would like to thank you in advance for your cooperation in this study. If you have 
any questions, please do not hesitate to contact us at (806) 742-2889. 

Sincerely, 

Becky Marlatt 
Research Assistant 

Dr. Cindy Akers 
Assistant Professor 
Texas Tech University 

To access the survey, click on the link below or copy and paste it into your browser. 

http://www5.titc.ttu.edu/mibrashe/marlatt/part%20I.asp?tin= 
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APPENDIX H 

INTERNET SURVEY THANK YOU/REMESTOER #1 

April 17, 2003 

Thanks to all who have had a chance to fill out our questionairre on Emotional 
Intellegence and its impact on employees. If you have not had the opportunity to 
complete the form, please take a few moments to do so. Those who have not responded 
by next week will be receiving a paper version of the survey. You are representing the 
opinions of several hundred in the field of agricultural communications and we value 
your opinion greatly. 

Thanks again for your cooperation in this study. If you have any questions, please do not 
hesitate to contact us at (806) 742-2889. 

Sincerely, 
Becky Marlatt 
Research Assistant 

Dr. Cindy Akers 
Assistant Professor 
Texas Tech University 

To access the survey, chck on the link below or copy and paste it into your browser. 
http://www5.tltc.ttu.edii/mibrashe/marlatt/part%20I.asp?tin= 
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APPENDIX I 

MAILED QUESTIONNAIRE COVER LETTER 

April 22, 2003 

Dear 

About one week ago I emailed you a questionnaire asking about your perceptions of employees skills 
needed to succeed in the workplace. To the best of our knowledge, it has not yet been retumed. We realize 
that you may not have received the original questionnaire due to a faulty email address. 

The comments of people who have akeady responded include a wide variety of skills or competencies they 
believe are necessary to succeed in the workforce. We think the results are going to be very useful to 
professionals as well as higher level education institutions. 

We are writing again because of the importance that your questionnaire has for helping to get accurate 
results. Although we sent questionnaires to people in different professions, it is only by hearing from 
nearly everyone in the sample that we can be sure the results are truly representative. 

A questionnaire identification number is printed on the back of the questionnaire so that we can check your 
name off of the mailing list when it is retumed. The list of names is then destroyed so that individual 
names can never be connected to the results in any way. Protecting the confidentiality of people's answers 
is very important to us, as well as the University. 

We hope that you will fill out and retum the questionnaire in the immediate future. Please return the 
completed survey in the self-addressed stamped envelope enclosed. 

Sincerely, 

Becky Marlatt 
Research Assistant 
Texas Tech University 

Dr. Cindy Akers 
Assistant Professor 
Texas Tech University 
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APPENDDC J 

INTERNET THANK YOU/REMESTOER #2 

May 5, 2003 

This is just a reminder regarding the survey you received conceming emotional 
intelligence in the agricultural and communications profession. It is extremely important 
to the success of this study that you complete and return the survey. 

If you have afready retumed the survey, please disregard this reminder. If you have 
misplaced the hard copy and need another, please contact me at (806) 742-2889 for an 
additional copy. Otherwise please use the link provided to access and complete the 
survey online. 

I sincerely appreciate your cooperation and assistance in this matter. 

Becky Marlatt, Research Assistant 

Dr. Cindy Akers, Assistant Professor 
Texas Tech Uruversity 

To access the survey, click on the link below or copy and paste it into your browser. 

http ://www5 .tltc .ttu. edu/mibrashe/marlatt/part%201. asp?tin= 

153 



APPENDIX K 

INTERNET THANK YOU/REMINDER #3 

May 16, 2003 

Two weeks ago a questionnaire was mailed to you as part of an agriculture and 
communications industry research study. We have not received your completed 
questionnaire and ask for your assistance in this study. 

I need responses from this survey in order to complete my course work and graduate 
from college. Please complete and retum the survey by Friday, May 21^\ 

I sincerely appreciate your cooperation with this study. 

Becky Marlatt, Research Assistant 

Dr. Cindy Akers, Assistant Professor 
Texas Tech University 

To access the survey, click on the link below or copy and paste it into your browser. 

http://www5.tltc.ttu.edu/mibrashe/marlatt/part%20I.asp?tin= 
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