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ABSTRACT

This study explores the relationship between psycho-
logical type, emotional intelligence, job satisfaction, and
organizational commitment. A sample (N = 131) of
police sergeants completed the Myers-Briggs Type
Indicator® (MBTI®) measure, the Bar-On Emotional
Quotient Inventory (EQ-i), the Organizational
Commitment Questionnaire (OCQ), and scales from
the Job Satisfaction Survey (JSS). The results indicated
that Extra verted and Thinking types scored higher on
emotional intelligence, supporting prior findings of a

relationship between Extraversion and emotional intel-
ligence. Extraverted and Thinking types also scored
higher on job satisfaction, when emotional intelligence
was not included in the analysis. The addition of emo-
tional intelligence to the analysis indicated a significant
incremental effect for emotional intelligence, and
diminished effects for the type dichotomies. The results
are discussed from the perspective of person-job fit. 
Note: For the Myers-Briggs Type Indicator® (MBTI®) instrument, the eight preference categories
are the following: Extraversion (E) versus Introversion (I), Sensing (S) versus Intuition (N), Thinking
(T)  versus Feeling (F), Judging (J) versus Perceiving (P). 
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Extraverted and Thinking types scored higher on emotional intelli-
gence and job satisfaction than did Introverted and Feeling types.
Emotional intelligence, however, was a more effective predictor of
job satisfaction and organizational commitment than were any of
the type dichotomies.
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  INTRODUCTION
Psychological type researchers and practitioners increas-
ingly work with the topic of emotional intelligence
(Lawrence, 2000; Pearman, 2006). In particular, type
practitioners involved with leadership development and
coaching have explored the impact that the combination
of type and emotional intelligence might have on various
organizational dynamics (Brown, Rollin, & Richmond,
2005; Maddocks, 2004; Thompson, 2006).

The increased interest in emotional intelligence
appears driven by two factors. First, a developing liter-
ature asserts that emotional intelligence has incremental
validity: Specifically, this literature suggests that emo-
tional intelligence makes a substantial contribution to
healthy human functioning in a variety of areas beyond
what is contributed by basic personality, general mental
ability, and other relevant factors (e.g., Goleman, 2006;
Schutte, Malouff, Thorsteinsson, Bhullar, & Rooke,
2007). Second, the proposition that individuals can
improve their emotional intelligence through training
and practice makes the topic especially appealing to
those, such as type practitioners, who seek to help others
develop personally and professionally (Cherniss &
Caplan, 2001; Lopes, Côté, & Salovey, 2006).

Psychological type practitioners who use emotional
intelligence instruments along with the MBTI instrument
in their consulting work assume that emotional intelli-
gence has incremental validity when used in combination
with the MBTI tool and psychological type knowledge.
This assumption, however, has not been tested empir-
ically as has been done with other personality instruments
(e.g., Rossen & Kranzler, 2009). Thus, our primary
research objective was to explore the incremental validity
of emotional intelligence—when considered together
with psychological type—on the work outcomes of job
satisfaction and organizational commitment.

Key Questions. The incremental validity assump-
tion involves two questions: First, what—if any—is the
relationship between psychological type and emotional
intelligence? To meet the incremental validity assump-
tion, psychological type and emotional intelligence
should be somewhat independent constructs. Although
some relationships may exist between the two constructs
because of theoretical and methodological reasons, the
relationships should not be so large as to indicate that
the measures are not measuring independent constructs
(Haynes & Lench, 2003). Second, does emotional intel-
ligence demonstrate a significant relationship to various
exemplars of healthy human functioning (such as job

satisfaction and organizational commitment) beyond
what already can be explained by psychological type?
Research results demonstrating that emotional intelli-
gence relates significantly to such exemplars—when
controlling for the influence of psychological type—
would provide support for using a combination of emo-
tional intelligence and psychological type approaches
when working with personal and professional develop-
ment activities. 

Psychological Type and Emotional Intelligence.
As noted above, we were interested in determining in
the current study any relationship between psychologi-
cal type and emotional intelligence. Psychological type
researchers generally seem to agree that the two con-
structs are distinct (e.g., Pearman, 2006; Thompson,
2006). In particular, psychological type researchers
seem more inclined to the view of emotional intelligence
researchers who conceptualize emotional intelligence as
an innate ability capable of further development (e.g.,
Mayer & Salovey, 1997) than with researchers who view
emotional intelligence as similar to other dispositional
personality traits (e.g., Petrides, Pita, & Kokkinaki, 2007).
Furthermore, these type researchers seem to agree that
psychological type influences how someone will enact
emotional intelligence in that type preferences influence
how the person becomes aware of his or her own and
others’ emotions and how he or she will manage his or
her own and others’ emotions (e.g., Thomson). 

A literature review examining the relationship
between psychological type and emotional intelligence
generally shows some support for a relationship between
the two constructs (e.g., Higgs, 2001; Leary, Riley, &
Brown, 2009; Sitarenios, 2004). The majority of these
studies indicate a pattern in which higher emotional
intelligence scores are associated with the E preference
(e.g., Farnsworth & Gilbert, 2004; Rothman Scholtz,
Sipsma, & Sipsma, 2002; Thompson, 2006). The results
for the S–N and T–F dichotomies suggest weak to mod-
erate relationships between higher emotional intelligence
scores and preferences for N and F (e.g., Burckle, 2000;
Farnsworth, Gilbert, & Armstrong, 2002). The results of
testing for a relationship between the J–P dichotomy and
emotional intelligence are inconsistent. Only two studies
reported no significant relationships between emotional
intelligence and any psychological type preference (Perry
& Ball, 2005; Sjöberg, 2001) Some studies suggest that
different type preferences may relate to specific aspects of
emotional intelligence and not to other aspects (e.g.,
Thompson; Torrington, 2001).
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Psychological Type, Emotional Intelligence, and
Experiences. Does emotional intelligence demonstrate
a significant relationship to various experiences beyond
that which can be explained by psychological type?
Research employing a variety of samples and emotional
intelligence measures suggests that emotional intelli-
gence does indeed demonstrate this aspect of incre-
mental validity, particularly with personality and IQ
measures (e.g., Rossen & Kranzler, 2009). Thus, emo-
tional intelligence has been found to have significant
relationships with job satisfaction (Livingstone & Day,
2005), life satisfaction (Gannon & Ranzijn, 2005),
burnout (Day, Therrien, & Carroll, 2005), and depression
(Petrides, Pérez-González, & Furnham, 2007), when
factors such as personality, age, and sex are controlled. 

We found no studies that examined the incremental
validity of emotional intelligence in combination with
the MBTI measure. Given the current practice of com-
bining emotional intelligence instruments with the MBTI
instrument in various personal and professional devel-
opment venues, such research clearly seems worthwhile.
Thus, in the following sections we report results from a
study that addresses our two questions: First, what is the
relationship between emotional intelligence and psycho -
logical type preferences? Second, what is the relationship
of psychological type and emotional intelligence—when
considered together—to the work outcomes of job sat-
isfaction and organizational commitment?

METHOD

Participants. The population of police officers in super-
visory positions holding the rank of sergeant in a
major metropolitan police department was invited to
participate in the study. Initial contact was made
through an invitation letter to the sergeants. A follow-
up letter was mailed approximately 3 weeks after 
the initial invitation. The letters were distributed
through intradepartmental mail. To ensure partici-
pant anonymity, generically addressed recruitment
letters containing unique four-digit code numbers were
inserted randomly into envelopes. 

Approximately 19% of the population of sergeants
participated in the study in some way, with approxi-
mately 10% (N = 131) completing all survey instru-
ments. Seventy-six percent of these respondents were
male, and the mean age was 44.8 years (SD = 6.6). 
A Selection Ratio Type Table analysis (McCaulley, 1985)
comparing the type distribution from our sample 
with another sample of supervisory police officers

(Schaubhut & Thompson, 2008, p. 182) indicated only
minor differences (TABLE 1). Thus, the current sample
consisting largely of STs and particularly STJs was typi-
cal of known police samples.

MEASURES

Administration. All test instruments were administered
online, using four different websites. The first website
provided an introduction to the research, a confiden-
tiality statement, and contact information for the lead
researchers. The first site also contained links to the
other websites hosting the research instruments. Two of
these websites were instrument-provider websites—one
for measuring psychological type and one for measuring
emotional intelligence. The final website included
instruments that measured job satisfaction, organiza-
tional commitment, age, and sex. The unique four-digit
code numbers included in each recruitment letter were
used to match responses from the different websites. 

Job Satisfaction. Job satisfaction was measured
using scales from the Job Satisfaction Survey (JSS;
Spector, 2001), a 36-item self-report instrument with
nine scales assessing satisfaction with factors such as
pay, supervision, contingent rewards and communica-
tion. We included only the supervision, co-workers, and
communication scales, given the more personal nature
of these scales and their theoretical relevance to emotional
intelligence. Participants responded to each of the 12 items
using a Likert scale, with choices ranging from 1 (disagree
very much) to 6 (agree very much). Scores from the items
were summed to create a total job satisfaction score, with
higher scores indicating higher reported job satisfaction. 

Organizational Commitment. Organizational
commitment was measured with the Organizational
Commitment Questionnaire (OCQ; Mowday, Steers, &
Porter, 1979), a 15-item self-report instrument designed
to measure employees’ commitment to their current
organization. Ten of the 15 items assess two components
of attitudinal commitment (value similarity and extra
effort), whereas 5 items measure intent to remain with
the organization. Participants responded to each of the
15 items on a Likert scale, with choices ranging from 1
(strongly disagree) to 7 (strongly agree). Mean scores were
used, with higher scores indicating greater commitment. 

Psychological Type. Psychological type was
assessed using the online Form M of the MBTI instru-
ment administered by CPP, Inc. In keeping with the the-
oretical perspective that type preferences reflect
dichotomies (Myers, McCaulley, Quenk, & Hammer,
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Dichotomous Preferences

E           64         (48.85%)         I = 0.89

I            67         (51.15%)         I = 1.13

                                                            

S         101         (77.10%)         I = 1.07

N          30         (22.90%)         I = 0.81

                 

T           89         (67.94%)       *I = 0.86

F           42         (32.06%)       *I = 1.52

                 

J           74         (56.49%)         I = 0.87

P           57         (43.51%)         I = 1.23

                                                            

Pairs and Temperaments

IJ          41         (31.30%)         I = 1.02

IP         26         (19.85%)         I = 1.38

EP        31         (23.66%)         I = 1.13

EJ         33         (25.19%)         I = 0.74

                                                            

ST        76         (58.02%)         I = 0.94

SF        25         (19.08%)       *I = 1.86

NF        17         (12.98%)         I = 1.21

NT        13         (09.92%)         I = 0.57

                              

SJ         68         (51.91%)         I = 0.96

SP        33         (25.19%)         I = 1.40

NP        24         (18.32%)         I = 1.05

NJ          6         (04.58%)       *I = 0.43

                                                            

TJ         59         (45.04%)         I = 0.84

TP        30         (22.90%)         I = 0.91

FP        27         (20.61%)      **I = 2.01

FJ         15         (11.45%)         I = 1.06

                                                            

IN         11         (08.40%)         I = 0.71

EN        19         (14.50%)         I = 0.88

IS         56         (42.75%)         I = 1.28

ES        45         (34.35%)         I = 0.89

                                                            

ET        45         (34.35%)         I = 0.82

EF        19         (14.50%)         I = 1.13

IF          23         (17.56%)       *I = 2.14

IT          44         (33.59%)         I = 0.91

Engstrom, Boozer, Maddox, Forte

Jungian Types (E)                                 Jungian Types (I)                                    Dominant Types    
                  n         %         Index                              n         %          Index                                  n        %       Index

E–TJ        30      22.90        0.83              I–TP       15       11.45        1.06               Dt. T         45      34.35      0.89

E–FJ          3        2.29        0.37              I–FP       11         8.40        2.34               Dt. F         14      10.69      1.10

ES–P       16      12.21        0.19              IS–J        39       29.77        1.16               Dt. S         55      41.98      1.17

EN–P       15      11.45        1.06              IN–J         2         1.53        0.30               Dt. N         17      12.98      0.82

Table 1. Type Distribution of Supervisory Police Sergeants in the Study Sample and SRTT
Comparisons with a Sample of Managers of Police Officers.

N = 280    + = 1% of N I = Selection Ratio Index   *p<.05   **p<.01   ***p<.001

The Sixteen Complete Types

ISTJ                      ISFJ                      INFJ                      INTJ

n = 29                   n = 10                   n = 2                     n = 0

(22.14%)              (7.63%)                 (1.53%)                 (0.0%)

I = 1.00                 I = 2.13                 I = 1.49                 I = 0.00

+ + + + +             + + + + +              + +

+ + + + +              + + +

+ + + + +

+ + + + +

+ +

                            

ISTP                     ISFP                     INFP                     INTP

n = 11                   n = 6                     n = 5                     n = 4

(8.40%)                (4.58%)                 (3.82%)                 (3.05%)

I = 1.26                 I = 4.47                 I = 1.49                 I = 0.74

+ + + + +              + + + + +              + + + +                 + + +

+ + + 

                            

ESTP                    ESFP                    ENFP                    ENTP

n = 10                   n = 6                     n = 10                   n = 5

(7.63%)                (4.58%)                 (7.63%)                 (3.82%)

I = 0.93                 I = 2.23                 I = 1.65                 I = 0.62

+ + + + +             + + + + +              + + + + +              + + + +

+ + +                                                 + + +                     

ESTJ                    ESFJ                     ENFJ                    ENTJ

n = 26                   n = 3                     n = 0                     n = 4

(19.85%)              (2.29%)                 (0.0%)                   (3.05%)

I = 0.81                 I = 0.64                 I = 0.00                 I = 0.99

+ + + + +              + +                                                     + + +

+ + + + +                                           

+ + + + +

+ + + + +
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1998), participant results were dummy coded (with E,
S, T, and J = 0 and I, N, F, and P = 1).

Emotional Intelligence. Numerous measures of
emotional intelligence are available and each reflects 
the varying theoretical orientations of its developers
(e.g., Mayer, Salovey, Caruso, & Sitarenios, 2003; Wolff,
2005). For this study, emotional intelligence was
assessed by using Bar-On’s (1997) approach, given that
his approach currently appears to be the one most used
by psychological type practitioners. 

In particular, we measured emotional intelligence
using the 125-item version of the Bar-On EQ-i (Bar-On,
1997). This shorter version was designed for corporate
settings and thus omits eight questions that are appro-
priate for clinical settings but may be considered too
sensitive for work settings such as the police organiza-
tion used in this study. Although the shorter version has
not been independently validated, it should closely
match the psychometric properties of the longer version
because so few items have been removed. Study partic-
ipants responded to statements on a Likert scale with
choices ranging from 1 (very seldom true or not true of me)
to 5 (very often true of me or true of me  ). The participants
completed the online version provided by Multi-Health
Systems, Inc. of Toronto, Ontario, Canada.

Demographics. Age and sex were included as
control variables, given the interest in the relationship 
of these variables to emotional intelligence (Bar-On,
1997). These variables also were included because of
their relevance in prior research examining job satisfac-
tion and organizational commitment for police officers
(Beck & Wilson, 2000; Dantzker & Kubin, 1998). The
sex variable was dummy coded (male = 0 and female = 1). 

ANALYSIS AND RESULTS

Analytical Strategy.We first used canonical correlation
analysis (CCA) to examine the overall relationship
between the dependent variables (job satisfaction and
organizational commitment) and the predictor variables
(psychological type dichotomies, emotional intelli-
gence, sex, and age). Using CCA in this manner is sim-
ilar to the omnibus F test in ANOVA, in that using CCA
controls for experiment-wise error rate (Sherry &
Henson, 2005). Given a significant canonical correla-
tion for the overall relationship between the sets of 
variables, multiple regression analysis then was used to
assess the specific relationships between type prefer-
ences and emotional intelligence. Hierarchical multiple
regression analysis was used to assess the incremental

validity of emotional intelligence in predicting job satis-
faction and organizational commitment beyond the
contributions of the type preferences and the demo-
graphic variables. 

Correlation Analysis. Examination of the corre-
lations (TABLE 2) among the study variables revealed 
a number of statistically significant correlations, thus
supporting the need for a multivariate analytical strategy
such as CCA. For example, the scores for Organizational
Commitment (OCQ) and Job Satisfaction (JSS) showed
a strong, positive correlation (r[129] = .64, p < .001).
The frequently reported correlation between S–N and
J–P dichotomies (Myers et al., 1998) also was significant
(r[129] = .44, p < .001). Finally, the psychological type
preferences were correlated significantly with several of
the study variables. The statistically significant negative
correlations between the E–I and the T–F dichotomies
and JSS scores indicates that in this police sample
respondents with I and F preferences reported lower
job satisfaction than did respondents with E and T pref-
erences (r[129] = -.15, p <.001 and r[129] = -.22, 
p < .001, respectively).

Similarly, the statistically significant negative corre-
lations between the E–I and the T–F dichotomies and
the EQ-i scores indicates that respondents with I and F
preferences evidenced lower scores on emotional intel-
ligence than did respondents with E and T preferences
(r[129] = -.31, p < .001 and r[129] = -.26, p < .001,
respectively). Finally the statistically significant correla-
tions between the E–I and S–N dichotomies and the OCQ
scores indicate that respondents with E and N preferences
exhibited higher scores on organizational commitment
than did respondents with I and S preferences (r[129]
= -.17, p < .05 and r[129] = .17, p < .05, respectively).

Canonical Correlation Analysis. The results for
the CCA (Wilks’s �l = .74, F [14, 242] = 2.79, p < .001)
indicated an overall significant relationship between the
criterion variables and the set of predictor variables and
control variables. The analysis yielded two functions
with squared canonical correlations (R2

c) of .20 and
.07, respectively. Thus, the overall significant relation-
ship was determined primarily by the first canonical
function. 

TABLE 3 shows the canonical structure correlations
(rs; Sherry & Henson, 2005) between the canonical
variates for both functions, and the sets of criterion vari-
ables and predictor variables, respectively. The results of
the analysis revealed strong correlations for the criterion
variables JSS (rs = .91) and OCQ (rs = .90) and the pre-
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dictor variable EQ-i (rs = .87), with the first canonical
variate. Thus, higher emotional intelligence scores seem
to be positively related to job satisfaction and organiza-
tional commitment. The E–I (rs = -.39) and the T–F (rs
= -.45) dichotomies also were moderately related to the
first canonical variate. In general, E and T preferences
seem to be related to higher levels of job satisfaction and
organizational commitment.

Type and Emotional Intelligence. Multiple
regression analysis was used to examine the relationship
between psychological type preferences and emotional
intelligence. Participants’ EQ-i scores were entered as
the dependent variable, with age and sex used as con-
trol variables.

The results indicated an overall significant rela-
tionship (R2 = .21, p < .001). The E–I dichotomy was
significantly related to EQ-i scores (b = -.30, p < .001),
with Es scoring higher than Is on the EQ-i. Similarly,
the T–F dichotomy was significantly related to emo-
tional intelligence (b�= -.25, p < .01), with Ts scoring
higher than Fs. Participant age also was related to emo-
tional intelligence (b = -.21, p < .01). The negative rela-
tionship indicated that, as age increased, the EQ-i

N = 131  p < .05   **p < .01   ***p < .001, two-tailed tests

Note: ✣ scores for dummy coded variables should be interpretered as percentages.
JSS = Job Satisfaction Survey score; OCQ = Organizational Commitment Questionnaire score; EQ-i Emotional Quotient Inventory score. 
Numbers presented parenthetically in the diagonal are reliability (a) coefficients.

Table 2. Correlation Matrix and Descriptive Statistics.

Variable 1 2 3 4 5 6 7 8 9

1. JSS (.87)

2. Gender .03

3. Age -.02 -.08

4. E–I -.15* -.06 -.05

5. S–N -.04 .23** .01 -.16*

6. T–F -.22** .20** .04 .04 .29***

7. J–P .05 .02 .06 -.09 .44*** .30***

8. EQ-i .37*** -.05 -.20* -.31*** .05 -.26*** -.04

9. OCQ .64*** .05 .04 -.17* .17* -.14 .12 .35*** (.91)

Mean✣ 52.62 1.24 44.88 .51 .22 .32 .44 102.32 4.81

SD 10.39 0.43 6.66 .50 .41 .47 .50 13.26 1.22

Table 3. Structure Correlations From the
Canonical Correlation Analysis.

Function Number
Criterion Variables 1 2

JSS score .91 -.41

OCQ score .90 .44

Predictor Variables

E–I -.39 -.10

S–N .15 .94

T–F -.45 .38

J–P .20 .32

EQ-i .87 -.05

Age .02 .24

Gender .10 .07

N = 131
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scores decreased. No significant results emerged for
the S–N dichotomy, the J–P dichotomy, or sex.

Type, Emotional Intelligence, and Work
Outcomes. Given the overall significant relationship
identified in the CCA, hierarchical multiple regression
analysis was employed to further examine the incre-
mental validity of emotional intelligence within the 
relationship between psychological type and work out-
comes. Separate analyses were conducted for job satis-
faction and organizational commitment as dependent
variables.

The results for job satisfaction (TABLE 4) showed
that only the T–F dichotomy had a significant relation-
ship with JSS scores (b = -.26, p < .01) when the type
dichotomy scores and the control variables were
included in step one. However, when EQ-i scores were
added in the second step, the T–F effect was no longer
significant and EQ-i emerged as significantly associated
with job satisfaction (b  = .34, p < .001).

The results for organizational commitment were
similar, in that only the T–F dichotomy had a signifi-
cant relationship with OCQ scores (b�= -.22, p < .01)
when type variables and the control variables were

included in the first step. However, when EQ-i scores
were added in the second step, the T–F effect again was
no longer significant, and EQ-i scores were significantly
related to OCQ (b = .33, p < .001).

DISCUSSION

What is the relationship between psychological type and
emotional intelligence? Similar to what has been found
in other studies, our results suggest that E preferences,
more than I preferences, are related to individuals’ self-
ratings of emotional intelligence (e.g., Leary et al., 2009;
Thompson, 2006). This finding makes sense, both con-
ceptually and methodologically. Conceptually, E prefer-
ences and emotional intelligence both involve a focus of
personal energy on the outer world (e.g., Farnsworth &
Gilbert, 2004; Higgs, 2001; Torrington, 2001). Bar-On’s
(1997) conceptualization in particular focuses on emo-
tional intelligence as involving such extraverted phe-
nomena as expressing oneself, understanding others,
and relating well with others. 

In many ways, self-report instruments such as the
EQ-i are a means by which individuals report their sense
of well-being within themselves and their situation, par-

N = 131  p < .05   **p < .01   ***p < .001
Note: Results shown for the regression coefficients are standardized regression coefficients.

Table 4. Hierarchical Multiple Regression Results for Predictors of Job Satisfaction and
Organizational Commitment.

Dependent Variables

Satisfaction Commitment
Predictor Variables Step 1 Step 2 Step 1 Step 2

Gender .09 .11 .05 .07

Age -.02 .06 .04 .10

Type E–I -.13 -.03 -.12 -.02

Type S–N -.07 -.11 .16 .12

Type T–F -.26** -.17 -.22** -.14

Type J–P .15 .15 .10 .11

EQ-i .34*** .33***

Step 1 R2 .09 .09

Step 2 R2 .18*** .18***

Step 2 ▲R2 .09*** .07***
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ticularly as that sense of well-being is manifested in rela-
tionships with others. This sense of comfort is quite
similar to what the MBTI® Manual (Myers et al., 1998)
states in a summary of research findings related to E
preferences: Es are described as experiencing a “sense
of comfort in the environment, which is shown in meas-
ures named self-acceptance, well-being, autonomy, self-
confidence, and stability” (p. 174; italics in the original).
Moreover, the wording of many of the intrapersonal
scales on the EQ-i reflects extraverted behaviors. For
example, both the Assertiveness and the Emotional Self-
Awareness scales contain items that share similar syntactic
structures measuring the respondent’s self-perceptions
of his or her abilities and behaviors related to expressing
feelings and opinions to others (e.g., “It’s fairly easy for
me to tell people what I think” and “It is fairly easy for
me to express my feelings”; Bar-On, 1997, p. 157).

The significant relationship between the T–F
dichotomy and emotional intelligence confirms earlier
research findings of a significant relationship for these
factors (e.g., Morand, 2001). However, contrary to most
of these results, our results indicate that Ts score higher
on the total EQ-i scale than Fs. One possible explana-
tion for this finding might be that the EQ-i subscales
related to T preferences may have been more salient 
in this sample. For example, some prior research has
shown that T preferences are associated with such 
subscales as Independence, Stress Tolerance, and
Assertiveness (Farnsworth et al., 2002). These kinds of
self-descriptions might be more salient to police officers
than self-descriptions suggested by other EQ-i scales.
The current results thus might reflect the Ts’ greater
comfort (relative to Fs) in a predominantly T-oriented
climate to voice or report these kinds of self-percep-
tions. Conversely, Fs may have been less disposed to
report emotional intelligence self-perceptions associated
with Feeling preferences such as Empathy (e.g.,
Torrington, 2001). Although speculative, the correla-
tions indicating that Ts reported greater job satisfaction
than Fs seem to support this interpretation from a per-
son-fit job perspective, where greater fit between an
individual’s personality and his or her job demands
should produce high job satisfaction, given that the
individual is afforded the opportunity to express his 
or her personality in his or her work (Kristof-Brown,
Zimmerman, & Johnson, 2005). 

Our findings generally support Bar-On’s (2005)
statement that the relationship between emotional
intelligence and personality may be statistically sig-

nificant, but it ultimately is small. As suggested by
previous research (e.g., Van Rooy & Viswesvaran, 2004),
the percentage of shared variance between the EQ-i  and
personality seems to be in the 15% to 20% range. Our
results are similar, as indicated by finding of an R2 =
.21 in our multiple regression analysis. Such findings
support Bar-On’s claim of the EQ-i’s discriminant validity.

Our research also examined the relationship of
psychological type and emotional intelligence to signif-
icant work outcomes. Similar to what has been found in
other studies using personality measures other than the
MBTI instrument, our results suggest that emotional
intelligence has some incremental validity when consid-
ered within a psychological type context while con-
trolling for age and sex. As demonstrated in each of the
hierarchical regression analyses, emotional intelligence
explains a significant increment in job satisfaction and
organizational commitment scores beyond the variance
explained by psychological type preferences and the
control variables. Moreover, the results showed no sig-
nificant relationship between the psychological type
variables and the work outcome variables, when emo-
tional intelligence was included in the regressions.

The incremental utility of emotional intelligence 
in explaining subjective experiences such as job satis-
faction and organizational commitment—beyond that
explained by personality—is consistent with other find-
ings (e.g., Day et al., 2005). Does this finding indicate
that psychological type is an insignificant influence on
these kinds of work experiences?

The current results seem to suggest as much.
However, the possibility exists that the influence of psy-
chological type on satisfaction and commitment was 
not fully examined here, as we included no measure to
examine the extent to which individuals perceived that
their job and task demands were matched to their psy-
chological type preferences. In other words, it is likely
that our sample of predominantly STJs is satisfied with
their work as police officers, representing a good per-
sonality-job match (Hennessy, 1999). The variability in
job satisfaction and organizational commitment associ-
ated with type preferences, therefore, is probably small
and not robust enough to influence results statistically.
Type preferences do play a minor role, however, as seen
in the bivariate correlations in which Is and Fs reported
lower job satisfaction than did Es and Ts.

Limitations. There are at least five limitations to
consider when assessing the results of this study. First,
given the modest sample size and type distribution asso-
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ciated with this sample (largely S, T, and J preferences),
we did not examine the extent to which type preferences
may have interacted with each other to predict emo-
tional intelligence, job satisfaction, or organizational
commitment. Thus, this study provides no insight into
the possible role of type dynamics in the relationships
among the topics considered. Given the significant theo-
retical role of type dynamics in the theory of psychological
type, future research should address this consideration.

Second, we focused on the relationship of psycho-
logical type and emotional intelligence to two measures
of work well-being: job satisfaction and organizational
commitment. We made this decision primarily so that
our results would be comparable with other studies that
have examined these work-related variables. Thus, future
studies are needed that explore the combined impact of
psychological type and emotional intelligence on other
significant work-related experiences and outcomes.
Given the important role the MBTI instrument has
played in team development, future research on the role
of psychological type distribution in teams on the devel-
opment of team emotional intelligence might be benefi-
cial to practitioners in this area. 

A third limitation concerns the assessment of
incremental validity for emotional intelligence. Ideally,
we would have preferred to collect data concerning 
general mental ability in addition to data about psycho-
logical type, emotional intelligence, job satisfaction,
organizational commitment, and control factors. Such
data would have allowed us to conduct more rigorous
assessment of the incremental validity of the Bar-On
EQ-i. However, given the rather strenuous test demands
associated with the instruments and scales we did use,
and the voluntary nature of the sampling process, we
felt the benefits of adding another assessment would
have been outweighed by the loss of volunteers.

Fourth, our study employed Bar-On’s (1997)
approach to studying emotional intelligence. A more
thorough test would include the perspective that emo-
tional intelligence is a mental ability and thus would
include an ability-based measure such as the Mayer-
Salovey-Caruso Emotional Intelligence Test v2.0
(MSCEIT v2.0; Mayer et al., 2003) in addition to the
Bar-On EQ-i

Finally, our study focused on the relationship of
psychological type to scores measuring overall emotional
intelligence. Future research with larger samples should
explore the extent to which the various subdimensions
of emotional intelligence relate to the type dichotomies.
Such research could also assess the extent to which the
various subdimensions may demonstrate incremental
validity with respect to significant personal and profes-
sional outcomes such as organizational commitment
and job satisfaction.

Implications and Conclusions. The current study
provided evidence of a relationship between psycho-
logical type and emotional intelligence and further sug-
gested a small but significant additive effect on work
outcomes for emotional intelligence when controlling
for psychological type. Such findings provide some sup-
port for the assumptions of type practitioners who use
the two constructs in concert for coaching, team building,
and organizational development applications.

Can we measure and develop individuals’ emotional
intelligence as a basis for facilitating their type develop-
ment, as Maddocks (2006) suggested? How might such
training in emotional capabilities contribute not only
to type development, but also to adaptive responses to
workplace dynamics? Continued research linking
psychological type and emotional intelligence to work
experiences clearly seems warranted to support practi-
tioners in human development. 
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