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CHAPTER I 

INTRODUCTION 

The purpose of this research study was to determine whether there are any significance 

differences in trait emotional intelligence (trait EI) and career choice in international teachers. 

The presence of trait EI in teachers is associated with positive classroom emotional 

environments, constructive instruction, increased pupil engagement, and increased scores on 

tests (Albuquerque et al., 2012; Fredrickson, 2004; Garland et al., 2010; Ignat & Clipa, 2012; 

Roy, 2015). However, the profession of teaching is an emotionally demanding career, and as a 

result, many teachers leave their positions or the profession entirely—which adversely impacts 

student learning, school climate, and students. The researcher used a large secondary dataset of 

international teacher survey response to find differences or similarities concerning trait 

emotional intelligence and career choice. The researcher examined the secondary dataset in a 

novel way. Additionally, the researcher analyzed a secondary dataset collected by the 

Organisation for Economic Co-operation and Development (OECD) from approximately 86,000 

teachers from 35 different countries. The study contributes to the current literature on trait EI and 

career choice of international teachers and may also provide insights for the recruitment and 

retention of teachers to mitigate turnover in the global market. 

Existing research demonstrates a possible relationship between trait EI and career choice 

(Di Fabio & Kenny, 2011, 2012; Di Fabio & Palazzeschi, 2009; Di Fabio & Saklofske, 2014). Di 

Fabio and Kenny (2011) found that undergraduate students were less indecisive about their 

careers after undergoing training in trait EI when information is limited regarding occupations 

(Di Fabio & Palazzeschi, 2009). Trait EI also has a strong association with emotional wellbeing 

in the workplace (Buonomo et al., 2020; Di Fabio, 2017; Di Fabio & Kenny, 2016; Fiorilli et al., 
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2019; Ng et al., 2014), which is also a factor in affirming one’s career choice over time. In 

relation to teachers, trait EI has been shown to reduce emotion-related impacts (Fiorilli et al., 

2019; Mérida-López & Extremera, 2017; O’Boyle et al., 2011) commonly connected with 

turnover choices. 

Background to the Problem 

Every year, 14.4% of teachers leave their positions internationally (Odland & Ruzicka, 

2009), with this figure ranging from 16–20% annually in the US (Hanushek et al., 2004; 

Luekens, 2004), and this negatively impacts student achievement (Borman & Dowling, 2008; 

Hanushek, 2016; Lindqvist et al., 2014; Sanders & Rivers, 1996). The profession of teaching has 

the highest level of emotional exhaustion when compared to numerous other professions 

including mental health and law enforcement, in the United States and in Holland (Borman & 

Dowling, 2008; Maslach et al., 2001; Tye & O’Brien, 2002). The role of a teacher, whether in an 

international or domestic school, is a highly rewarding but difficult role. The profession of 

teaching is stressful, and in fact teachers exhibit higher levels of stress and burnout than any 

other profession (Stoeber & Rennert, 2008).  

Research on teacher turnover shows that 20–30% of teachers new to the field will leave 

the profession within the first three years, and almost half will leave by the end of five years 

(Alvarado & Cooper, 2006; Barnes et al., 2007; Coulter & Abney, 2009; Guarino et al., 2006; R. 

M. Ingersoll, 2001). One possible impact to schools may be a lack of properly trained and 

experienced teachers available to fill teaching vacancies. In the United States, only 60% of those 

students trained to be teachers enter the profession, and in the UK, the figure is only 40% 

(Alvarado & Cooper, 2006). The departure of experienced and qualified teachers from our 

schools likely has an impact on students, their learning outcomes, and school communities. 
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Factors that influence teacher turnover include school leadership (Bogler & Nir, 2015; 

Borman & Dowling, 2008b; Guin, 2004; R. M. Ingersoll, 2001; Maslach et al., 2001; Odland & 

Ruzicka, 2009; Price, 2012), job satisfaction (Borg & Riding, 1991; Guarino et al., 2006; Scott et 

al., 2001; Skaalvik & Skaalvik, 2015; Troesch & Bauer, 2017), burnout (Chang, 2009; Coulter & 

Abney, 2009; Freudenberger, 1975; Friedman & Farber, 1992; Kim et al., 2017; Shen et al., 

2015; Skaalvik & Skaalvik, 2009), increased accountability and assessment (Borman & 

Dowling, 2008; Tye & O’Brien, 2002) and geography (Chandler, 2010a; Mancuso, 2010; Pence 

& Macgillivray, 2008; Savva, 2015; Sutcher et al., 2016; Yang et al., 2018). Mancuso (2010) 

identified additional factors explaining why international teachers may leave, which included 

salary, teacher age, and perceptions of whether faculty had any influence on school-wide 

decisions.  

The resulting impact on student learning can be felt by students immediately when 

quality teachers leave a school, but it can also have a lasting impact for students, the remaining 

teachers, and the overall morale of the school (Alvarado & Cooper, 2006; Ronfeldt et al., 2013; 

Sanders & Rivers, 1996; Wang Changying, 2007). Alarmingly, the result on student achievement 

after two consecutive years with poorly performing teachers can leave a student with challenges 

in recovering academically (Alvarado & Cooper, 2006; Sanders & Rivers, 1996). The overall 

impact on student achievement between a highly qualified teacher and inferior one can translate 

into one full year of achievement loss (Borman & Dowling, 2008). It is therefore necessary for 

educational leaders to aim to hire and retain highly qualified and effective teachers for their 

classrooms. 

Student Impacts of Teacher Turnover 
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The impact on a student’s growth of a departing teacher can be felt by students up to one 

year later and may be positive or negative the following year (Hanushek, 1992; Lindqvist et al., 

2014; Sanders & Rivers, 1996). However, teachers are more likely to leave schools that have 

underperforming students, fewer resources, and less parental support compared to other schools 

(Borman & Dowling, 2008a; Ronfeldt et al., 2013; Sanders & Rivers, 1996; Shen et al., 2015). In 

addition, teachers will not be drawn to schools where students’ academic results are lower than 

those of other schools, or where there is no administrative support or resources; often, the better 

teachers leave these lower-performing schools (Falch & Rønning, 2007; Guarino et al., 2006; 

Sanders & Rivers, 1996). The increased accountability, high-stakes testing, summative 

preparation, and new curricular standards, as well as political pressure, are some of the student 

achievement-related stressors on teachers (Ryan, Shannon V. et al., 2017; Tye & O’Brien, 2002) 

that may lead to turnover. 

Organizational Impacts of Teacher Turnover 

Teacher turnover has an impact on the entire structure and set of resources of a school 

system, including educational quality, changes to enhance the program of services, and fairness 

in the distribution of resources (Hanselman, Grigg, K. Bruch, et al., 2016) as well as maintaining 

a positive working relationship among teachers (Guin, 2004). Teacher turnover’s impact on 

school culture can be seen in the changing nature of teachers’ social relationships with one 

another (Hanselman, Grigg, Sarah Bruch, et al., 2016). These changes impact the depth of the 

web of social interactions and relationships that form the sphere of social relations in a school. 

Teacher turnover interrupts the cultivation of staff and school unity (Ronfeldt et al., 2013). 

Systemic teacher turnover can create a drain on a school’s culture by causing changes in the 

areas of instructional practices, monies, and organizational expenditures. Teacher turnover can 
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also shift the focus of an organization away from student learning (Guin, 2004; Ingersoll, 2001; 

Ronfeldt et al., 2013; Simon & Johnson, 2013). When there is a repetitive nature to teacher 

turnover in a school, it can result in an increased number of inexperienced teachers teaching their 

students (Ingersoll, Merrill, & Stuckey, 2014). 

Financial Impacts of Teacher Turnover 

The annual cost of replacing teachers across the United States is $2.2 billion for teachers 

who leave the profession (Teacher Attrition: A Costly Loss to the Nation and to the States, 2005), 

but when the cost for teachers who transfer schools is included, the number doubles to 4.4 billion 

per year (World Wide Fact Sheet 2016–2017, 2016). Looking at this huge number by community 

helps to break it down. For example, in the district of Chicago, the cost of teacher turnover is 86 

million dollars annually and almost 18 thousand dollars for each departing teacher (Barnes et al., 

2007; Borman & Dowling, 2008). The cost of replacing a teacher is equal to 20–200% of the 

teacher’s annual salary (Barnes et al., 2007; Borman & Dowling, 2008). In the international 

market, the cost of replacing a departing teacher can climb into the thousands of dollars (Barnes, 

2016). The money spent to replace a teacher could have been used to buy classroom resources, 

obtain teaching materials, or secure professional development opportunities for teachers.  

International School Context 

International teachers may reside in different places; however, the factors and 

characteristics for teacher turnover of North American teachers also apply when considering the 

turnover in the international school environment (Mancuso et al., 2011). Teachers may work at 

national, private, or public schools in a foreign country. Additionally, they might work at an 

international school, which is a school opened in another country outside that of its sponsors and 

provides a Western-style curriculum in English to expat children whose parents live and work 
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there (Mancuso et al., 2010). Additionally, teacher turnover is a significant factor in schools 

across the world, with UNESCO reporting that, in 2015, half of the world’s countries needed to 

expand their numbers of teachers to meet educational demand, and this issue is particularly grave 

in western countries (Lindqvist et al., 2014). According to the latest statistics from the 

International School Consultancy (ISC) organization, there are over 2,000 international schools 

across the world with over 90,000 teachers working at them (Keeling, 2018). However, another 

source shows that there are over 8,000 international schools with 4.5 million students in them 

and over 400,000 teachers employed at these schools (Dixon, 2012; Wechsler, 2017). The 

addition of schools in the world increases the demand for teachers, which in term can create 

greater competition for among schools. 

The international teacher turnover rate measured by the Council of International Schools 

in the 2005–06 school year was 14.4% for its member schools (Odland & Ruzicka, 2009). The 

data show that the number of schools internationally is going to continue to grow and therefore 

that it will become increasingly challenging to find qualified and suitable teachers to fill 

positions (Thompson & International Institute for Educational Planning, 2009). The ECIS 

organization has over 30,000 teachers and 4,000 administrators in 90 countries of the world 

(Educational Collaborative for International Schools, 2017). Research looking at international 

heads of school found school directors were staying for an average of 2.8 years. The study 

showed that 15% of heads of school left after only one year, and fewer than four percent 

remained for longer than seven years in one school (Hawley, 1995). Some research supports the 

claim that some turnover is in fact good for the school and can bring in a better teacher or 

administrator than whoever was there previously, but this is not the norm (Ingersoll, 2001; 

Mancuso et al., 2010; Ronfeldt et al., 2013). The current international research on teacher 
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turnover is regional and includes studies of significance in the Middle East and the Near East -

South Asia region.  

Statement of Purpose 

The purpose of this study was to determine whether there are any significant differences 

between trait emotional intelligence (trait EI) and career choice of international teachers. 

According to the literature, trait EI has a strong association with wellbeing in the workplace (Di 

Fabio, 2017; Di Fabio & Kenny, 2016; Fiorilli et al., 2019; Ng et al., 2014; Ronfeldt et al., 

2013). Additionally, the literature shows that reduced indecision levels when making a career 

choice are linked to the presence of trait emotional intelligence (trait EI) in individuals (Albion 

& Fogarty, 2002; Di Fabio & Kenny, 2012; Di Fabio & Palazzeschi, 2009; Di Fabio & 

Saklofske, 2014). Interestingly, research investigating the presence of trait EI in teachers has 

shown reduced burnout levels among in-service teachers (Fiorilli et al., 2019; Mérida-López & 

Extremera, 2017; O’Boyle et al., 2011).  

Trait emotional intelligence (trait EI) is primarily concerned with a person’s 

understanding and view of their own emotional world and their own emotional skills (Petrides, 

2013). Research has analyzed the experiences of teachers working away from their home in 

international schools (Mancuso et al., 2010; Odland & Ruzicka, 2009) and investigated why they 

chose to leave their home countries (Savva, 2015). However, there is a gap in the literature 

regarding teachers and their career choice and trait EI. Current research in career choice has 

identified a link to the presence of trait EI and career choice decisiveness concerning 

undergraduate students (Di Fabio & Saklofske, 2014). However, there is not a current study 

which uses both constructs, trait EI and career choice, in specific combination concerning 

international teachers. Research exists about EI and its general relationship to career decisions 
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(Di Fabio & Kenny, 2011, 2012; Di Fabio & Palazzeschi, 2009) and indicates a relationship 

between understanding and coordinating one’s emotions and decision-making (Brown et al., 

2003; Di Fabio & Palazzeschi, 2009; Emmerling & Cherniss, 2003).  

Research Questions 

The researcher in this study sought to answer the following two questions: 

1. Is there a difference between trait emotional intelligence and career choice that are 

present in international teachers based on employment region? 

2. Is there a difference between trait emotional intelligence and career choice that are 

present in international teachers based on years of experience? 

Overview of Methodology 

The researcher carried out an ex post facto causal-comparative study to determine 

whether the independent variables in this study result in differences appearing in the dependent 

variables. The independent variables in the study were employment region and number of years 

of teaching experience. Years of experience can be useful when examining turnover and 

retention. The dependent variables are trait emotional intelligence (trait EI) and career choice. 

These two constructs were selected in the hopes of identifying underlying dispositions and 

characteristics that could be used to support international teacher recruitment and retention to 

mitigate turnover. An ex post facto study was selected because the researcher is looking at 

effects of the independent variable afterward (Boudah, 2011; Creswell, 2014). The independent 

variables cannot be controlled by the researcher (Wallen & Fraenkel, 2001). The study will 

provide the opportunity to explore relationships using the ex post facto causal-comparative 

research method; however, it will not be able to establish causation and does not represent a true 

experiment (Wallen & Fraenkel, 2001). 
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 The researcher utilized a secondary dataset that was collected by the Organisation for 

Economic Co-operation and Development (OECD) using the teacher responses to the 2018 

Teaching and Learning International Survey (TALIS). The TALIS survey has been given every 

five years starting first in 2008, then in 2013, and then again in 2018 (Teaching and Learning 

International Survey (TALIS) - Overview, n.d.). The survey is focused on lower secondary 

teachers in grades 7, 8 and 9; however, there are surveys for primary grades and upper secondary 

grades as well. The data from all three surveys will be analyzed in this study (Teaching and 

Learning International Survey (TALIS) 2018 Conceptual Framework, 2018). The survey asks 

questions of teachers regarding background, work environments, opportunities for professional 

development, and their overall beliefs and attitudes about the field (Teaching and Learning 

International Survey (TALIS) 2018 Conceptual Framework, 2018). Individual survey questions 

were identified from the survey through face and construct validity, which are included in the 

appendix. 

Rationale and Significance 

Teachers are the critical agent which can positively impact the social adjustment, 

emotional wellbeing, and academic success of a student (Aeschlimann et al., 2019; Lindqvist et 

al., 2014). The role of the teacher is the single largest influence on student achievement (Borman 

& Dowling, 2008; Hanushek, 2016). The continued growth of schools across the world means 

that more teachers are needed to instruct students in those schools (Catts, 2016; Keeling, 2018; 

Wechsler, 2017) and there is greater competition for schools in hiring teachers. Trait El has been 

shown in the literature to be associated with wellbeing in the workplace (Di Fabio, 2017; Di 

Fabio & Kenny, 2016; Fiorilli et al., 2019; Ng et al., 2014) and to have reduced the prevalence of 
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burnout among teachers (Fiorilli et al., 2019; Mérida-López & Extremera, 2017; O’Boyle et al., 

2011).  

Additionally, research has shown that the presence of trait EI for teachers is associated 

with positive classroom emotional environments, constructive instruction, increased pupil 

engagement, and increased scores on tests (Brackett et al., 2011; Roy, 2015). Increased student 

engagement and test scores are a good basis for seeking more knowledge and understanding 

about trait EI and career choice. Current research has shown individuals with levels of trait EI 

being better skilled at self-regulating emotions (Roy, 2015; Udayar et al., 2018b) and managing 

conflict such as when considering a career choice. For example, Di Fabio and Palazzeschi (2009) 

found that participants who self-described as polite, cooperative, and generous experience fewer 

career choice difficulties. These results align with similar studies done by Emmerling and 

Cherniss (2003) and Di Fabio and Palazzeschi (2008) where individuals with lower trait EI 

experienced more uncertainty with career choice. Current research has shown that individuals 

with high levels of trait EI have a stronger belief in their career choices (Di Fabio & Kenny, 

2012; Di Fabio & Palazzeschi, 2009; Emmerling & Cherniss, 2003). However, this previously 

mentioned research does not include international teachers, and this study examined this 

population. 

In the next ten years, it is predicted there will be over 16,000 international schools, with 

nearly nine million students (Keeling, 2018; Wechsler, 2017). The US State Department Office 

of Overseas Schools, which coordinates and oversees 196 American overseas schools in 135 

countries around the world, also predicts similar growth (Department of State, 2016). These 

growth figures will lead to greater competition, scarcity, and demand for highly qualified, 

western-educated teachers to work with students (Catts, 2016; Chandler, 2010b; Wechsler, 
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2017). It is important for international schools to discover the reasons behind teacher turnover so 

they can develop the strategies and programs needed to keep quality teachers at their school in 

the face of growing competition over international teachers (Catts, 2016). The increased number 

of international schools and student enrollment is a response to the need by non-English speakers 

to have their children educated at English-speaking schools. Additionally, parents want to 

provide their children with opportunities to attend English-speaking universities and access to the 

career opportunities after college thought to be provided by attending such schools (Catts, 2016; 

Keeling, 2018; Morrison, 2016; Wechsler, 2017). The increase in the number of schools which 

are opening around the world means there is an increased competition for teachers—great for 

teachers, but not great for schools—and therefore schools need to retain their teachers. 

Role of the Researcher 

The role of the researcher in this study was to analyze the secondary dataset from the 

Teaching and Learning International Survey (2018) collected by the OECD (Teaching and 

Learning International Survey (TALIS) 2018 Conceptual Framework, 2018). The individual 

submissions in this secondary subset are not identified, nor are they available for analysis. The 

data in this study adhered to the expectations of 45 CFR 46.101(b) Categories of Exempt Human 

Subjects Research. This includes research reviewing or using pre-existing data, reports, 

pathological or diagnostic specimens. If the data are publicly available or the investigator is able 

to record the data without identifying directly or indirectly via variables associated to the 

participants. Additionally, the data used in this study met the requirements exempt from the IRB 

regulations according to Plymouth State University Human Subject Guidelines Procedural 

Manual (2016). 

Definitions of Key Terminology 



TRAIT EMOTIONAL INTELLIGENCE AND CAREER CHOICE 12 

• Career Choice: set of decisions based on interests, values, activities and aspiration in 

selecting a profession (Emmerling & Cherniss, 2003) 

• Emotional Intelligence: ability to think about one’s own and others’ feelings (anger, joy, 

fear, and so on) and use them to augment thinking; the ability to correctly understand 

them, to access feelings and create new ones in order to promote and manage thought (J. 

D Mayer & Salovey, 1997).  

• International School: a school which is opened in another country outside that of its 

sponsors. The school provides a western-style curriculum in English to expat children 

whose parents live and work there (Mancuso et al., 2010). 

• Trait Emotional Intelligence (trait EI): a grouping of behavioral dispositions and the 

individual ability to know, understand, and control one’s own emotions (Petrides et al., 

2016).    

Organization of Dissertation 

This study is organized into five chapters, including reference materials and additional 

appendices. Chapter I presents the problem and proposal of the study, research questions, and an 

overview of the methodology along with the rationale and significance. Chapter II presents a 

review of the literature, including trait EI and career choice. Chapter III presents and describes 

the research methodology selected, the setting, participants, data source, data analysis 

techniques, and limitations. Chapter IV will present the research findings. Chapter V will present 

the analysis and synthesis. 
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CHAPTER II 

LITERATURE REVIEW 

A review of the literature on emotion in the workplace, as well as in teaching and 

emotional intelligence (EI), enabled this researcher to investigate whether there are differences 

between trait EI and career choice among international teachers. This study contributes to the 

literature on international educators and could offer insight for the recruitment and retention of 

teachers in a competitive international teaching market. The content of this chapter provides the 

basis for this study through providing a review and analysis of the existing literature. 

Review of the Literature 

 A thorough online search was carried out using the various databases assessed through 

the University of Plymouth library portal. Databases and search tools utilized included Academic 

Search Premier, Academic Search, EBSCOhost, ProQuest, and ProQuest Digital Dissertations. 

In addition, a search for relevant material was conducted using various combinations of 

keywords, including turnover, trait EI, EI, international teacher, international teaching, 

emotion, student achievement, school culture, career choice, and emotion in organizations. In 

addition, numerous articles and studies were located by working with the librarians of the 

Plymouth Library in person and online. Once the articles, materials, and studies were identified 

during the initial search, the abstracts were read to identify those which were relevant to the 

current study. In addition, many sources’ references were scanned and used to identify additional 

materials.  

Emotions in the Workplace 

Emotions could potentially impact work and furthermore wield strong ramifications for 

an individual’s manners, etiquette, and ultimately, achievement at the work place (Huang et al., 
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2010; Pekrun & Frese, 1992). Emotions can impact an individual’s task achievement, quality of 

work, and sense of satisfaction (Hughes et al., 2018; Pekrun & Frese, 1992). Depending on the 

emotion being expressed in the workplace, it can constrict or expand an individual’s innovation, 

creativity, and response to situations (Cassady & Eissa, 2008; Fredrickson & Branigan, 2005). 

Some emotions can cause a narrowing of responses, create stress, and reduce or decrease abilities 

to collaborate and focus (Allred et al., 1997; Carton & Fruchart, 2014; Fredrickson & Branigan, 

2005a; Hascher, 2010). Research about emotions has tended to focus on five basic emotions of 

anger, sadness, joy/happiness, and then disgust, fear, and anxiety (Allred et al., 1997; Ashton-

James & Ashkanasy, 2008).  

Each of these emotions has recognizable traits and clear effect on an organization’s 

members (Ashton-James & Ashkanasy, 2008). For example, anger, sadness, and joy/happiness 

seems to promote risk taking. This finding is contrasted with disgust, fear, and anxiety, which 

seem to lend themselves to producing risk avoidance patterns in individuals (Ashton-James & 

Ashkanasy, 2008). Additional research regarding the specific impact of positive emotion shows 

how it is aligned with the way in which human beings are engineered to be positive (Diener & 

Diener, 1996). Research has showed that the experience of positive emotion, the resulting 

positive affect for human beings, may be the essential human attribute that improves overall 

wellbeing and is the key to humans thriving (Fredrickson, 2001; Pekrun et al., 2002b; Seligman 

& Csikszentmihalyi, 2000). 

There is a body of research which demonstrates that positive emotions can enhance a 

person’s thinking, understanding abilities. Additionally, positive emotion can extend the array of 

responses to situations and as a result create additional resources biologically, psychologically, 

and socially for an individual to be adaptable and experience a nourishing mental status 
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(Fredrickson, 2001, 2004; Garland et al., 2010; Pekrun et al., 2002c). An additional study of 

emotion and ownership of organizational issues demonstrated that emotion can help tell 

individuals whether or not they will identify and take up a particular issue as their own. Pratt and 

Dutton (2000) in their research have demonstrated that if there is no personal relationship or 

identification with the issue, then there are few chances that the issue will be owned by the 

individual. However, the research about emotion provides a tip as to whether or not an individual 

should have ownership of a particular issue. If the individual had a positive outlook on the ideal 

identity of the organization but a negative emotion connected to the current organizational 

identity, there would be ownership of the issue (Pratt & Dutton, 2000). However, if they had a 

positive outlook on the issue but a negative outlook on the overall ideal of the organizational 

identity, then there would be no ownership of the issue by the individual (Pratt & Dutton, 2000). 

In addition, events which occur that may impact an organization from legal, political, 

technology, or socially will impact an individual’s emotion state whether it is an actual possible 

external threat (Ashton-James & Ashkanasy, 2008). This is an important connection for this 

study due to its aim to identify teachers or current teachers who are strongly aligned to the 

schools’ ideals, as expressed in the mission and vision statement.  

Additionally, negative emotions in the workplace—such as anger, fear, and anxiety or 

guilt—can result in specific actions beyond work (Pekrun & Frese, 1992). Overall, negative 

emotions have the tendency to constrict an individual’s ability to be innovative, creative, and 

responsive to situations with a variety of actions or choices (Cassady & Eissa, 2008; Fredrickson, 

2001; Fredrickson & Branigan, 2005a). Guilt over something at work, whether due to an action 

not taken, a project not finished to the level of personal satisfaction, or an inappropriate response, 

will result in an effort to repair the situation (Wang et al., 2018). Contrasted with anger, this 
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emotion might result in an individual taking action and responding to someone (Ashton-James & 

Ashkanasy, 2008; Gooty et al., 2009; Wang et al., 2018). Fear is typically the result of an object 

in the environment or assignment of a task that an individual feels unprepared for or for which 

they anticipate failure, while anxiety is less clear and is the result of uncertainty and a lack of 

knowing what will happen in the future (Gooty et al., 2009). Additionally, fear and anxiety are 

the result causing individuals to lose confidence in their ability to control the situation and these 

emotions generate greater uncertainty in one’s mind (Ashton-James & Ashkanasy, 2008). Guilt, 

shame, and anxiety have been shown to lead individuals to release their emotions but also be 

motivated to take action related to a job outcome and make a change as a result (Ashton-James & 

Ashkanasy, 2008). 

Emotions in Teaching 

Teaching is an emotional endeavor (Hargreaves, 2000). It can be stressful and is one of 

the professions with the highest levels of emotional exhaustion (Maslach et al., 2001; Stoeber & 

Rennert, 2008). The level of emotional exhaustion is one of the leading contributing ingredients 

in teacher burnout (Chang, 2009; Maslach et al., 2001; Maslach & Jackson, 1981; Skaalvik & 

Skaalvik, 2014). It can leave teachers filled with happiness after students demonstrate 

understanding of an objective or successfully follow a complex set of directions. However, 

teaching can also have the polar opposite effect when students do not understand a concept or 

misbehave, which may result in anger or experiences as frustration for teachers when students do 

not put forth the effort required (Sutton et al., 2009).  

The emotional health or wellbeing that teachers experience in the classroom impacts the 

students who are sitting in their classrooms, the colleagues they work with daily, and the parents 

of their students—ultimately impacting the quality of their teaching (Albuquerque et al., 2012). 
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Research has shown that teachers who have positive emotions will have greater levels of 

creativity, expanded intellectual activity, and increased attentiveness to students (Albuquerque et 

al., 2012). In addition, teachers with positive emotions will increase their resources, 

accountability, and flexibility when encountering challenges (Albuquerque et al., 2012). Positive 

emotions will impact the levels of autonomy a teacher possesses and how students assess their 

own abilities. When teachers emit positive emotion and are provided autonomy, this process 

incites students to want more for themselves (Albuquerque et al., 2012). In addition, schools are 

one of the best places to teach about self-control and growth, and the positive emotion present in 

teachers and students is critical for the latter to obtain their educational goals (Pekrun et al., 

2002a) 

The wellbeing of a teacher is an essential ingredient for quality teaching (Albuquerque et 

al., 2012). The two most frequently reported emotions in relation to teachers in the research are 

love and caring. Another set of emotions that teachers report experiencing are joy, satisfaction, 

and pleasure. Educators find joy in the interactions with students who are motivated by the 

relationship and interactions (Sutton & Wheatley, 2003). Therefore, positive and negative 

emotions are important components to consider when researching teacher retention, turnover, 

and building a quality staff at an international school. 

Emotions are critical elements of education and organizations overall, as anyone can 

become bored, frustrated, anxious, worried, doubtful, envious, or despondent (Hargreaves, 

2000). A teacher’s ability to adequately understand their own emotions is essential. A teacher’s 

ability to do this can result in their emotions not adversely impacting the students in the 

classroom (Albuquerque et al., 2012). Additionally, a teacher must also be able to anticipate, 

appreciate and understand the emotions of the students in order for them to flourish (Sutton & 
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Wheatley, 2003). Emotions have a major impact on the learning that happens in a school, from 

either the student or teacher perspective (Fried, 2011). However, there are differences found in 

the research regarding the emotional landscape of the elementary classroom compared to the 

secondary classroom. Hargreaves (2001) found that elementary teachers typically form a 

substantial and professional openhearted relationship with students, contrasted with the more 

professional and less openhearted relationship with students in secondary classrooms, where 

emotions may be treated as interruptions in the learning. Though not true of all secondary 

classrooms, thankfully, this emotional distance in relationships can jeopardize the opportunity to 

have introductory levels of emotional familiarity with students, which is needed for top-tier 

instructional practices and student learning (Hargreaves, 2000). Furthermore, teaching is not 

solely an emotional endeavor or disposition—but it is hopelessly emotional in makeup, in all 

ways, good, bad, on purpose, or by accident (Hargreaves, 2000) 

Emotional Intelligence 

Emotional intelligence is defined by Salovey and Mayer as ability to think about our own 

and other’s feelings (anger, joy, fear) and the use of them to augment thinking. Emotional 

intelligence is the ability to correctly understand our feelings and to access them and create new 

ones in order to promote, manage thought and know our feelings and to thoughtfully control 

them to (Mayer & Salovey, 1997). The term EI is first found in literature starting in the 1980s 

and the first researchers to publish a research study was Mayer and Salovey in 1990 (Bar-On, 

2000; Fiori, 2009; Locke, 2005; Schulze & Roberts, 2005). EI grew out of the earlier work on 

social intelligence conducted by E.L. Thorndike in 1920 (Bar-On, 2006; Locke, 2005). In 

Thorndike’s work, social intelligence is defined as the skill of knowing and understanding one’s 

own emotions—manage people—and then being able to act on or integrate that information for a 
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better outcome: “the ability to understand [people] … to act wisely” (p. 18). Thorndike’s work 

helped to define and shape how the concept of EI was used by researchers. The terms “social 

intelligence” and then later “EI” were earlier referred to as one construct: emotional-social 

intelligence (ESI), in the research. A variety of formulations of ESI since 1920 have 

simultaneously created bewilderment, problematic discussions, and constructive approaches for 

best defining and measuring the construct (Bar-On, 2006). An additional element which added to 

the popularity and interest about the term EI was the 1995 publishing of Goleman’s book: 

Emotional Intelligence: Why it can matter more than IQ. 

The origins of EI can be traced back to E.L. Thorndike who used the term “Social 

Intelligence” to describe the ability to understand and manage people and to behave smartly in 

our relationships with others. While the concept of EI has enjoyed popularity, scholars have 

disagreed about it and debated its existence, not agreeing about a consistent definition nor how to 

measure it (Bucich & MacCann, 2019; Landy, 2005; Murphy & Sideman, 2014). An earlier 

definition of social intelligence is the skillset needed to control others by having them 

“volunteer” and happily do what is requested (Salovey & Mayer, 1990). Salovey and Mayer 

(1990) further defined the term “EI” as “…the ability to monitor one’s own and others’ feelings 

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

and actions” (p. 189). In their continued research, Mayer and Salovey refined their EI definition 

to include the following functions: perceive emotion; integrate emotion to facilitate thought; 

understand emotions; and regulate emotions to promote personal growth (Mayer & Salovey, 

1997).   

What is the description of someone who is emotionally intelligent? Mayer (2004) 

contributed to the early research and developed a four-part definition for EI which is now widely 
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accepted across the research field. The author describes a person with an array of self-

understanding abilities. Earlier, Mayer and Salovey (1990) described highly emotionally 

intelligent individuals as capable of controlling their own emotions, able to understand and 

recognize the emotions of others, and able to integrate their own awareness into their thought 

processes. These highly emotionally intelligent individuals can address psychological problems 

more efficiently and with reduced cognitive expense. These individuals also have increased 

levels of verbal, social, and other intelligences than some who are not as emotionally-intelligent. 

Emotionally-intelligent people are more open and agreeable than others and are attracted to 

careers that require social interaction, like teaching and counseling. Individuals with high levels 

of EI are capable of establishing positive relationships with others and avoiding social disputes 

by working around them (Di Fabio & Palazzeschi, 2009; Mayer & Salovey, 1997; Schutte & Loi, 

2014). 

EI can be evaluated through a series of questionnaires and rating scales and has been 

shown in the literature to improve career choice process in individuals by enhancing positive 

emotion and regulating the influence of challenges in relation to transitions (Farnia et al., 2018; 

Petrides et al., 2007a). Research shows a connection between EI and an individual’s ability to 

efficiently and effectively make career choice (Di Fabio et al., 2012; Di Fabio & Kenny, 2012; 

Di Fabio & Saklofske, 2014). In particular, the level of EI an individual possesses has a 

relationship with the level of career choice difficulties that some individuals can experience 

(Albion & Fogarty, 2002; Di Fabio et al., 2012; Di Fabio & Palazzeschi, 2009). Additionally, EI 

is a tool used for hiring, training, the development of leadership and the formation of teams in 

the area of business (Joseph et al., 2015).  
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Understanding EI is essential, because EI represents one of the primary ways human 

beings access information about themselves, others, and the world at large (Mayer, 2004). 

Interest in EI has been on the rise for the last two decades within the general public and 

academics alike, in psychology (Bar-On, 2006; Cherniss, 2010; Di Fabio et al., 2012; Di Fabio & 

Palazzeschi, 2009) and specifically within the research around career choice choices (Brackett & 

Mayer, 2003; Emmerling & Cherniss, 2003). A development adding to the increased public 

interest (Bar-On, 2006) was the publication of EI by Daniel Goleman (1995). In this work, 

Goleman applied the research and findings of Salovey and Mayer (1990), and added significance 

to EI stating that it could predict life accomplishments for individuals, focusing on the aspects of 

EI related to leadership performance and organizational effectiveness (Cherniss & Goleman, 

2001). Daniel Goleman’s work popularized the term and presented it as an indicator of future 

success in the world (Fiori, 2009; Mayer, 2004).  

Components of emotional intelligence. There are components or skills attached to 

possessing EI. Consensus has not been reached across the research as to the names of these skills 

or components as presented in the varying descriptions below. One skill, according to Mayer 

(2004), is the ability to accurately perceive emotions in oneself and others, while Di Fabio and 

Palazzeschi (2009) call this an intrapersonal skill, and Mayer, Caruso and Salovey (1999) call it 

reflectively regulating emotion, Petrides identifies wellbeing. The second skill, according to 

Mayer (2004), is the ability to use emotions to facilitate thinking. While Mayer, Caruso and 

Salovey (1999) label this skill understanding emotions, Di Fabio et al. (2009) call it adaptability, 

Petrides (2009) calls is emotionality. The third skill is called stress management according to Di 

Fabio (2009), while Mayer (2004) labels it understand emotional meanings and Mayer, Caruso, 

and Salovey (1999) call it assimilating emotion in thought, Petrides (2009) calls is self-control. 
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The final skill area, according to Di Fabio et al. (2009) is called interpersonal, while Mayer 

(2004) names it managing emotions and Mayer, Caruso, and Salovey (1999) call it perceiving 

and expressing emotion, Petrides (2009) calls sociability.   

What is clear and repeated in the literature is that these four components are all adversely 

impacted when individuals have low levels of EI (Di Fabio & Palazzeschi, 2009). Individuals 

with EI use it to aid in understanding one’s own emotional status and in developing innovative 

and creative approaches for solving problems. Individuals with lesser EI are less adroit at 

building competent relationships with peers, understanding others’ emotions, and managing the 

interpersonal aspect of EI. In addition, their inability to consistently modulate information about 

their options inhibits their choice-making process and their ability to monitor and control their 

own internal and external conflicts (Di Fabio & Palazzeschi, 2009). 

Emotional intelligence and emotions. Emotion plays an important factor in making 

career choice (Cooper, 1997; Di Fabio & Saklofske, 2014; Kidd, 1998). Emotions impact one’s 

ability to understand their own response to making a choice and what career to avoid as it might 

bring unpleasant responsibilities or tasks (Emmerling & Cherniss, 2003). The literature also 

demonstrates how EI positively impacts health and wellness, a finding which is supported by 

other studies (Di Fabio & Palazzeschi, 2009; Salovey & Mayer, 1990). For example, individuals 

with EI are more apt to create a positive mental health picture of themselves and how they are 

living their lives (Di Fabio & Palazzeschi, 2009; Fredrickson, 2001). These individuals are 

knowledgeable about their own emotions and experiences as well the emotions of others around 

them. Furthermore, these individuals are happier and are purposeful about sustaining and 

creating their own emotional health and growth. Lastly, a person with EI is able to control, 

monitor, and alter their emotions when working toward personal goals in life (Li et al., 2018; 
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Salovey & Mayer, 1990). Salovey and Mayer (1990) also found the other side of the coin: 

individuals with low EI struggle with adjustments and modulating their emotions, often feeling 

ruled by them. In addition, they concluded that individuals who cannot identify emotion in 

themselves or in others can have trouble with sociability (Brackett et al., 2004; Salovey & 

Mayer, 1990). The inability to recognize emotion in oneself could lead to a life in which it is 

difficult to plan and meet goals due to emotional distress or depression, or more extreme 

reactions and feelings.  

An additional finding is that underdeveloped EI can limit an individual’s ability to 

reason, prepare, and make choices related to careers (Di Fabio et al., 2012; Di Fabio & 

Palazzeschi, 2009; Emmerling & Cherniss, 2003) and an important trait for teachers. The 

inability to plan well and make (and ultimately meet) realistic goals as identified by Salovey and 

Mayer is connected in later research looking specifically at career choice-making. More recent 

research has specifically found that a lack of preparedness or readiness existed in those who 

showed lower levels of EI (Di Fabio & Palazzeschi, 2009; Emmerling & Cherniss, 2003). The 

ability to plan well, make realistic goals, to be prepared, to be able to understand the motivations 

of others, and to work effectively are all skillsets which teachers need to be effective in the 

classroom setting.  

Emotional intelligence models. There are four conceptual models accepted in research 

about EI. The Bar-On Model called emotional and social intelligence (Bar-On, 2006; Cherniss, 

2010); is one of the most relied- upon EI measures is the one developed by Bar-On called the 

Bar-On Emotional Quotient Inventory (EQ-i) (1977) (Brackett & Mayer, 2003). The Bar-On first 

developed this tool during his doctoral research thesis and subsequently redesigned and 

improved it, so that now this is a widely recognized tool for measuring EI (Bar-On, 1998). The 
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Bar-On Model is created as a mixed model, presenting EI as a formulation of personality and 

social/emotional abilities, evaluated via a self-reported measure (Di Fabio & Kenny, 2012). The 

model is focused on identifying traits, skills and motivations that assist individuals in meeting 

the demands related to social and emotional aspects of life (Bucich & MacCann, 2019; Cherniss, 

2010). One limitation of this model is the inconsistent nature that EI is referred to as a skill, 

potential and sometimes a competence or ability, which makes it confusing (Petrides, 2010). 

The Salovey–Mayer model (1990) presents EI as the ability to be aware, comprehend, 

control, and act by applying emotions to aid thinking, and measured using a performance 

assessment (Caruso et al., 2002). The  model presented a possible solution to a problem that 

counselors and psychologists had seen for decades in their patients. Patients have varying 

abilities to comprehend and express emotion, and those with lower capabilities or skills or under-

developed skills saw poor mental health negatively impacting their lives (Salovey & Mayer, 

1990). Salovey and Mayer claimed that there were three mental processes related to processing 

emotional information: appraising and expressing emotions in oneself and others; regulating 

emotion in oneself and others; and lastly, using emotion in adaptive ways.  

The third model, the Boyatzis–Goleman Model identifies specific capabilities related to 

social emotional competencies (Richard E. Boyatzis & Sala, 2004; Ruchard E. Boyatzis et al., 

1999).  It is inspired by the previous work of Mayer, Salovey and Caruso designed to emphasize 

the social and emotional abilities related to high performance in the work place (Cherniss, 2010). 

The model has four groupings of abilities: self-awareness,self-mangement, social awareness and 

relationship management (Cherniss, 2010). 

The final model is the trait EI (Pérez-González et al., 2020; Petrides et al., 2007b). The 

trait EI model is the most recent one (Cherniss, 2010) and is built upon the insights of earlier 
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models and is “inclusive of personality facets that are specifically related to affect” (Petrides et 

al., 2007a, p. 274).  The development of the trait EI construct is attributed to Dr. K. V. Petrides 

(Petrides, 2009a; Roy, 2015). It is the only theory about trait EI and measures that addresses all 

of the trait EI sampling domains (Roy, 2015) and, furthermore, is well-established and 

recognized in the literature regarding trait EI (Petrides et al., 2007a; Petrides, 2009a) and has 

achieved expected validity across studies in the literature (O’Boyle et al., 2011).    

 

Conceptual Framework 

The conceptual framework for this study suggests there may be a connection between 

trait EI and career choice. Trait EI as an extension of EI has shown in the literature that when 

present, it can lessen the impact on emotional responses to teachers’ career choice (Fiorilli et al., 

2019; O’Boyle et al., 2011; Schutte & Loi, 2014). In addition, there is connection in the literature 

with the presence of trait EI and a relationship to career choice with individuals displaying 

greater awareness and ability to be adept, creative and open minded in their career choice 

(Emmerling & Cherniss, 2003; Salovey & Mayer, 1990; Udayar et al., 2018b) 

Trait Emotional Intelligence  

Trait EI is a grouping of self-actualized, emotional related abilities that allow individuals 

to see, understand and apply emotional information (Fiorilli et al., 2019; Petrides et al., 2016) 

and their own emotional skills (Petrides, 2013). Trait EI are perceptions that are self-reported 

using surveys and scales (Di Fabio & Saklofske, 2014; Petrides et al., 2016; Di Fabio & 

Saklofske, 2014) to perceive, and express feelings and to use them in thought, reason, and 

regulate emotion in self and others (Petrides, 2013). Trait EI or trait emotional self-efficacy is 
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essentially a grouping of behavioral dispositions and the individual ability to know, understand, 

and control one’s own emotions.  

Trait EI contributes to the bringing forth of positive emotion and the managing of 

negative emotions, which results in a broadened range of thoughts and actions that come to an 

individual’s mind (Farnia et al., 2018). Another way to think about trait EI is that it involves 

everything in one’s knowledge and recognition of the emotional world (Petrides et al., 2016). 

Trait EI closely relates to personality elements and concentrates on the self-reported lens and 

appraisal of emotions and one’s efficiency to regulate emotionally-rooted life scenes (Di Fabio & 

Saklofske, 2014). Trait EI’s relation to general mental abilities (intelligence) is uncertain because 

it is not cognitive ability and is instead a behavioral disposition (Schulze & Roberts, 2005). The 

process of making the trait EI recognizable, measurable, and understandable is fairly direct due 

to the construct is made up of self-perceptions and dispositions that align with the unbiased 

qualities of emotions (Petrides et al., 2007a). 

Trait emotional intelligence domains. Petrides’ (2009) research on trait EI has 

identified 4 categories: emotionality; sociability; well-being; and self-control with 15 different 

facets (Chirumbolo et al., 2019; Farnia et al., 2018; Petrides, 2009b). The traits (Petrides, 2013, 

p. 662) are identified and defined in the table below. 

Table 1   

Domains of Trait Emotional Intelligence 

Facets High scorers view themselves as… 

Adaptability …flexible and willing to adapt to new conditions. 

Assertiveness …forthright, frank, and willing to stand up for their rights. 

Emotion expression …capable of communicating their feelings to others. 
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Emotion management (others) …capable of influencing other people’s feelings. 

Emotion perception (self and 

others) 

…clear about their own and other people’s feelings. 

Emotion regulation …capable of controlling their own emotions. 

Impulsiveness (low) …reflective and less likely to give into their urges. 

Relationships …capable of maintaining fulfilling personal relationships 

Self-esteem …successful and self-confident. 

Self-motivation …driven and unlikely to give up in the face of adversity. 

Social awareness …accomplished networkers with superior social skills. 

Stress management …capable of withstanding pressure and regulating stress. 

Trait empathy …capable of taking someone else’s perspective. 

Trait happiness …cheerful and satisfied with their lives. 

Trait optimism …confident and likely to “look on the bright side” of life 

 

Researchers have concluded that when people with the presence trait EI are more able to 

be adaptive in resolving problems (Di Fabio & Palazzeschi, 2009; J. D Mayer & Salovey, 1997; 

Schutte & Loi, 2014). In addition, the types of problems that get their attention and how they 

organize approaches to problems will be different than those with less EI. Individuals with 

higher presence of EI have shown to have greater adaptability, and those with lower levels are 

typically but not always less adaptive (Petrides et al., 2016). Individuals with developed skills in 

EI can comprehend and explain their emotions and those in others, control their affect, and use 

emotions to activate adaptability actions (Salovey & Mayer, 1990). Akhtar et al. (2014) showed 

that high levels of trait EI can also determine engagement in work. 

Career Choice  
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In making a career choice, one is limited to those careers for which one has educational 

training and certification, natural abilities, or some other qualifying attributes that make that 

career a viable option. Overall, in making choices, research shows that people do demonstrate 

greater decisiveness as they age from the early high school years into college and then on to 

adulthood (Krieshok, 1998). Today there are multitudes of occupations to choose from in a 

global economy that is competitive, creating job uncertainty and never-ending changes that 

require constant emotional and mental adjustments (Coetzee & Harry, 2014). 

The selection of a career is one most the important choices an individual will make in 

their lifetime (Bacanli F., 2012; Fabio et al., 2013; Gati et al., 2011; Jiang, 2014; Köse, 2019). 

When the time arrives to make a career choice, some people are ready to make that choice, and 

others are not. Individuals who are not ready may be lacking details, information, and 

understandings about possible professions being considered; these individuals may experience a 

feeling of overwhelm (Di Fabio et al., 2012; Gati & Levin, 2014). The inchoice may also arise 

due to other factors such as the influence they are experiencing from people in their family, 

circle of friends, or other people whom they respect (Köse, 2019). In most cases this is resolved 

by individual reflection, or life circumstances determine the career; in other situations, support 

from a career counselor is sought (Farnia et al., 2018; Gati et al., 2011). Most people fall into the 

category of experiencing some when it comes to career choices: most struggle with this choice, 

but it is not paralyzing. However, there are others who are more deeply impacted by the stress of 

the choice. They have face severe choice challenges, which is ongoing and is often related to 

personality (Fabio et al., 2013; Farnia et al., 2018). The ability to make a career choice among an 

array of choices is not done by all people with the same ease. Individuals who decide to pick 

teaching as a career, however, do so with some concerns about the profession, such as low pay, 
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lack of respect, limited resources, isolating work, subordinate status, and “limited career 

opportunities” (Johnson & Birkeland, 2003, p. 582). 

The first instance of research and development work around career choice is attributed to 

Parson (1909), who developed a rational thinking model. The basis of the model was that the 

reasoning employed by individuals was formed from the knowledge those individuals possessed 

and understood about themselves and of the occupational choices which existed. This early work 

largely influenced the research that followed in the career literature field (Murtagh et al., 2011). 

There are three consistently identified choice styles in this literature that include rational 

(planning), intuitive (choice influenced by emotion), and dependent (compliant, based on what 

others think and their expectations) (Harren, 1979; Mau, 2000). Kuzgun researched and labeled 

four generic career choice styles: rational, intuitive, dependent, and indecisive (2005). 

Alternatively, when individuals are making career choices, they travel through four process 

stages identified by Harren (1979) in a study of college undergraduates: awareness, planning, 

commitments, and implementation. 

Literature exists evaluating secondary students when they are trying to identify a career 

by selecting a college major or vocational field (Farnia et al., 2018; Jae Yup Jung & McCormick, 

2011; Jung & Young, n.d.) and other studies have focused on college students, measuring and 

evaluating their career choice-making skills and the technique and processes they employed (Di 

Fabio et al., 2012; Fabio et al., 2013, 2013; Udayar et al., 2018a). These research studies 

identified that when making a career choice, individuals will apply a career choice-making styles 

that individuals implement when making their selections. The selection of a career choice-

making style by an individual is somewhat dependent upon their own characteristics, personality, 

and by their level of maturity (Bacanli, 2012; Harren, 1979). 
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Trait EI and Career Choice 

Individuals with presence of trait EI approach a career choice with a mindset of will I be 

happy with that job instead of how much money will I make at this job (Salovey & Mayer, 1990). 

In approaching the problem in this way, the researchers concluded that individuals with presence 

of trait EI will be more adept at being creative and innovative when looking at options, 

possibilities, and alternatives in choosing a career (Emmerling & Cherniss, 2003; Salovey & 

Mayer, 1990). The positive influence of trait EI includes being confident to handle emotional 

situations and capable of implementing their own mental processes for self-reflection and 

regulation (Di Fabio & Palazzeschi, 2009; Udayar et al., 2018) when making a career choice. 

Numerous studies have found that presence of trait EI brings a positive determining 

factor in reducing stress and producing clarity in career choice (Brown et al., 2003; Di Fabio et 

al., 2012). Individuals with a presence of trait EI are more adepts at being creative when looking 

at options, career possibilities, and alternatives when making a career choice (Emmerling & 

Cherniss, 2003; Salovey & Mayer, 1990; Udayar et al., 2018b). When the level of EI in 

individuals is high, there is typically also a greater capacity for self-awareness of emotions and a 

greater ability to integrate feelings to make choices or pursue actions (Di Fabio & Palazzeschi, 

2009; Mayer, 2004; Udayar et al., 2018). The opposite is also true for those individuals who 

determine they are having larger difficulties with career choice-making: they appear to have 

lower EI, according to multiple studies (Di Fabio & Palazzeschi, 2009; Emmerling & Cherniss, 

2003). 

Udayar et al. (2018) found that individuals who had presence of trait EI also had less 

complexity to making a career choice. Furthermore, individuals with no presence of trait EI 

experienced more career choice conflicts as compared to those individuals with trait EI. 
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Additional research indicates a potential relationship between career choice and trait EI that 

shows less difficulty with making a career choice (Coetzee & Harry, 2014; Di Fabio & Kenny, 

2012; Di Fabio & Palazzeschi, 2009; Gati et al., 2011; Udayar et al., 2018b). Furthermore, in the 

same study, Di Fablo (2009) found that people with low levels of trait EI have reduced levels of 

readiness, a lack of information about what to do, and less self-awareness. In addition, research 

looking at trait EI has also found that people who view themselves as worldly, knowledgeable, 

thoughtful, and welcoming to new experiences have less difficulty with career choice (Di Fabio 

& Palazzeschi, 2009).  

International context. Researchers have found that individuals with a presence of trait 

EI were better able to make a career choice (Di Fabio & Palazzeschi, 2009; John D. Mayer, 

2004; Udayar et al., 2018b). Farnia et al. (2018) examined whether trait EI could be used to 

predict career choice challenges in other countries. Research has found that undergraduate 

students with presence of trait EI experienced less complexity to making a career choice 

(Coetzee & Harry, 2014; Di Fabio & Palazzeschi, 2009; Di Fabio et al., 2012; Farnia et al., 2018; 

Udayar et al., 2018). For example, Udayar’s (2018) study of 400 Swiss university students look 

at career adaptability and a link between trait emotion intelligence and career choice the students 

with presence of trait EI were more adaptable and thus impacting positively on the career choice. 

Additional research studies that focused on undergraduates in other regions of the world have 

shown a relationship between trait EI and career choice challenges (Di Fabio et al., 2012; Di 

Fabio & Palazzeschi, 2009; Di Fabio & Saklofske, 2014; Joseph et al., 2015; Petrides et al., 

2016). 

Summary 
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Teaching is a demanding profession and represents one of the most emotionally 

exhausting jobs when compared to many other professions, including the fields of medicine and 

police work (Schaufeli & Enzmann, 1998). Overall, positive emotion has shown itself to increase 

a teacher’s resources, accountability, and flexibility when encountering challenge (Albuquerque 

et al., 2012). Emotions impact how well teachers can do their job effectively, successfully and 

without conflict (Ignat & Clipa, 2012; Li et al., 2018; O’Boyle et al., 2011). Research about 

teachers who have positive emotion indicates that they have greater levels of creativity, 

expanded intellectual activity, and increased attentiveness to students (Fredrickson, 2004; 

Garland et al., 2010). Specific research regarding negative and positive emotions’ impact on 

individuals shows that the latter can expand thinking, understanding, and cognitive abilities, 

having a positive effect on behaviors (Fredrickson, 2004; Garland et al., 2010), while the latter 

narrows thought and response choices which is associated with ancestral roots of a desire to 

survive (Ashton-James & Ashkanasy, 2008; Fredrickson & Branigan, 2005b).  

The Trait EI model will be used in this study due to its four components: wellbeing, 

emotionality (ability to understand it and express it), self-control (stress management) and 

sociability (awareness, adaptability, self-motivation) (Bucich & MacCann, 2019; Cherniss, 2010; 

Fiorilli et al., 2019; Petrides, 2013) as all of these aspects relate strongly to teaching wellbeing 

and classroom emotional environments (Albuquerque et al., 2012; Fredrickson, 2004; Garland et 

al., 2010; Ignat & Clipa, 2012; Roy, 2015). Additionally, the strong connection in the literature 

between trait EI and career choice. Individuals who have presence of EI are able to positively 

address life’s stressful events, and trait EI has been shown to help control the flow of emotions, 

both bringing forth positive emotions and limiting negative and trait EI influencing career choice 

(Di Fabio & Kenny, 2011, 2012; Di Fabio & Palazzeschi, 2009; Di Fabio & Saklofske, 2014). In 
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addition, it was suggested in the work of Petrides et al. (2016) that further research in the 

organizational area could evaluate the trait EI in jobs that are loaded with emotional labor—and 

teaching is certainly a profession heavy with emotional labor. 

A teacher’s presence of trait EI allows them to control their own emotions and use them 

to enhance their abilities as an educator to a lesser or greater degree (Ignat & Clipa, 2012; Li et 

al., 2018; O’Boyle et al., 2011). Research in this area has shown that individuals with levels of 

trait EI are able to understand and govern their emotions better and use it to guide thinking and 

behavior (Fiorilli et al., 2017; Ignat & Clipa, 2012; John D. Mayer, 2004). EI allows a person to 

adjust their own understanding of self and emotion to better understand what is happening with 

another person to the benefit of themselves and others around them (John D Mayer et al., 2004; 

John D. Mayer et al., 2008). A person with a high level of trait EI is capable of establishing 

positive relationships with others and circumventing or avoiding social disputes (Mayer, 2004). 

If a teacher is able to use their trait EI in the classroom setting, they are going to be better at 

fostering a learning environment that is not focused on the emotional turmoil or stress. A teacher 

with a positive mental health picture of themselves and how they are living their lives will be 

better equipped to monitor, manage, and avoid classroom social disputes and other emotional 

interruptions to the learning environment, and to promote learning (Di Fabio & Palazzeschi, 

2009; Ignat & Clipa, 2012; Roy, 2015).  

The ability to identify teaching candidates who might be prepared and capable of making 

a career choice increases the likelihood of finding suitable choice-makers. There is a shortage of 

teachers worldwide, and in particular for certain discipline areas including math and science 

(Sutcher et al., 2019). Being able to better understand the views candidates hold about their own 

emotions and to assess their EI could help to determine which candidates have the presence of 
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trait EI. However, there is limited research available in this area of international teachers and the 

differences of trait EI and career choice. This study about trait EI and career choice of 

international teachers might be a possible avenue for discovering what Chandler (2010) 

suggested as a goal in his research: trying to gain understanding about what is at play in deciding 

a teacher’s location and choice to remain at a given school. Research about teacher retention at 

international schools is found less frequently in the literature compared to abundant research on 

North American teachers (Chandler, 2010), and a wider gap exists when considering trait EI and 

career choice. Exploring this gap in the research might provide insight into how international 

schools could mitigate the losses in resources and school culture that occur when confronting 

teacher turnover.  An additional negative that occurs with teacher turnover is the loss in student 

learning. If international schools could discover the reasons behind teacher turnover, they could 

potentially use the data to develop strategies and related programs to keep quality teachers at 

their school in the face of growing competition over international teachers. 
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CHAPTER III 

METHODOLOGY 

Chapter III presents the specifics about the methodology implemented in this study. The 

research methodology for this study used a quantitative, non-experimental casual-comparative or 

ex post facto design (Creswell, 2014; Patten & Bruce, 2014). The purpose of this research study 

was to determine whether there are any significance differences in the levels of trait emotional 

intelligence (trait EI) and career choice of international teachers when considering their 

employment region and years of experience. The two research questions that guided this study 

are as follows: 

1. Is there a difference between trait EI and career choice in international teachers based on 

employment region? 

2. Is there a difference between trait EI and career choice in international teachers based on 

years of experience? 

For the purposes of this study, trait EI is defined as the combined responses to the selected 34 

items from the TALIS 2018 Survey. Career choice is defined as the combined responses to the 

selected 24 items from the TALIS 2018 Survey. 

The study contributed to the current literature on trait EI and career choice discussed in 

Chapter II. The study was carried out using a secondary dataset collected from the Organisation 

for Economic Co-operation and Development (OECD) that was collected during the 2017–2018 

school year. The survey was completed by 260,000 teachers from 15,000 schools in 48 different 

countries (Teaching and Learning International Survey (TALIS) 2018 Conceptual Framework, 

2018).   
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Research Rationale  

The specific quantitative methodology being employed in this study was causal-

comparative, non-experimental (Creswell, 2014; Patten & Bruce, 2014). A quantitative approach 

best matched the deductive approach that was implemented (Patten & Bruce, 2014). The causal-

comparative approach was used because the researcher did not plan an experiment nor looked to 

apply any treatments (Patten & Bruce, 2014). The design was non-experimental because the 

researcher did not intend to employ the application of the scientific method to secure knowledge 

of causal relationships between or among variables (Isaac & Michael, 1997; Wallen & Fraenkel, 

2001). The researcher instead hoped to observe and evaluate a current situation by looking into 

the past to determine possible effects of the condition and how the variables occur naturally 

(Isaac & Michael, 1997; Patten & Bruce, 2014). The researcher did not intervene or manipulate 

any stimuli (Wallen & Fraenkel, 2001). The researcher is trying to determine the presence of trait 

EI and career choice. Additionally, the researcher is seeking to examine if trait EI and career 

choice are significantly different when applying the independent variables (Wallen & Fraenkel, 

2001). Additionally, the groupings applied in this study were created afterward; therefore, the 

groupings have not influenced the outcome and none of the participants or groupings are being 

treated or influenced.  

In selecting a deductive approach, the researcher found a secondary dataset in the 

literature to explore assumptions about trait EI and career choice of international teachers 

(Creswell, 2014). The literature has revealed that the presence of trait EI is related to the ability 

efficiently make a career choice, which could provide insight into increasing levels of teacher 

longevity at international schools. Trait EI contributes to the bringing forth of positive emotion 

and the reigning down of negative emotions, which result in a broader range of thoughts and 
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actions that come to an individual’s mind (Farnia et al., 2018). The broad range of thought that it 

brings out with individuals also contributes to helping people function in the context of career 

choice. 

Setting and Participant Sample 

Setting 

The setting for the study was international and national schools that are a mix of public 

and private who participated in the TALIS 2018 survey (Teaching and Learning International 

Survey (TALIS) 2018 Conceptual Framework, 2018). The schools that participated in the TALIS 

Survey represent 35 countries of the world (see Appendix A). The schools included in this study 

had the following demographics: 15% were in rural communities with a population up to 3,000 

citizens, and 50.4% of schools were in towns with a population from 3,000–100,000. The 

remining 34.3% were schools in cities with populations over 100,000 (TALIS 2018 Results 

(Volume II), 2018).  

Participants 

 The study participants included approximately 86,000 teachers in schools instructing 

students of all grade levels. The participants were 31.7 % male and 68.7% female. They ranged 

in age with 11% under thirty years old, 55% between age 30–50, and 34.4% over the age of fifty. 

Regarding the participants’ professional experience, 15% had 5 years or fewer years of 

experience and 85% had more than 5 years of experience (Teaching and Learning International 

Survey (TALIS) 2018 Conceptual Framework, 2018).  

Data Source 

In this study, the secondary dataset from the survey was used in a novel way to examine 

differences among international teachers and their trait EI and career choice compared to their 
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region of employment and years of teaching experience. The OECD Teaching and Learning 

International Survey (TALIS) is a large, international survey collecting data about teachers, 

principals, and learning spaces in schools around the world (TALIS 2018 Results (Volume II), 

2018). The previously identified themes for the TALIS 2018 survey do not include trait EI or 

career choice, and this study provided insight into these two areas using the previously collected 

data in a new way.  

The TALIS questionnaire was distributed online and in paper format. The questionnaires 

were designed by TALIS Questionnaire Expert Group (QEG), which was directed and chaired by 

the TALIS International Research Consortium (Teaching and Learning International Survey 

(TALIS) 2018 Conceptual Framework, 2018). The questionnaire was designed to take forty-five 

minutes to complete for either principals or teachers (Teaching and Learning International 

Survey (TALIS) 2018 Conceptual Framework, 2018). The TALIS survey established sample size 

requirements based on their earlier research findings to provide reliable estimation and modeling 

(TALIS 2018 Technical Report, 2018). Requirements limited responses from one school to 

twenty participants and required participating countries/economies to have least 200 schools 

from the national population of in-study schools (TALIS 2018 Technical Report, 2018). The 

homogeneous nature of teachers at the same school sharing similar opinions or “clustering-

effect” informed the choice of the sample size of twenty (TALIS 2018 Technical Report, 2018). 

This created a sample size of 4,000 teachers representing 200 schools across a country, and 

exceptions to which schools were included had to reviewed and approved by the TALIS 

sampling team (TALIS 2018 Technical Report, 2018). The earlier evidence from the 2008 and 

2013 samples demonstrated that the clustering impact was actually less than expected. The 

earlier results in most countries was better than 9.4% when compared to a margin of error in a 
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simple random sample and equal to that of a simple random sample of 433 teachers (TALIS 2018 

Technical Report, 2018).  

The TALIS survey used a sampling process for international teacher participation. This 

included a stratified two-stage probability sampling design (TALIS 2018 Results (Volume II), 

2018). This meant that teachers who taught in the secondary levels were randomly selected from 

a prepared list of teachers who worked at randomly selected schools (TALIS 2018 Results 

(Volume II), 2018). The target population included all teachers employed at the schools; 

however, the dataset in this study was focused on lower secondary teachers in grades seven, 

eight, and nine who participated (TALIS 2018 Technical Report, 2018). The survey was confined 

to schools and teachers teaching in “regular” schools, not those who teach adults or those 

teachers who work at schools only serving students with special needs (TALIS 2018 Technical 

Report, 2018). The TALIS survey uses questions to collect data in order to design consistent and 

comparable findings that are helpful to creating and enacting policies directed at school 

leadership, educators, and support staff with an overall direction towards impacting students’ 

learning (TALIS 2018 Results (Volume II), 2018). All of the TALIS material, presentations, and 

data contained on the website are open and available to the public at www.oecd.org. The OECD 

website does not require special permission for the use of its data when using it for additional 

research. The themes and topics addressed in the TALIS 2018 include the same topics from the 

earlier testing but also new ones including diversity, innovation, and well-being. The TALIS 

2018 survey looked at eleven themes and concerns related to professional characteristics and 

teaching practices, approaches, classroom setup at a school, and classroom level.  

Trait emotional intelligence. A thorough review of the TALIS survey was conducted by 

the researcher, during which 34 items were identified as applying to trait EI. The researcher then 
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completed a face validity check on these isolated items from the TALIS 2018 instrument by 

consulting with an expert to verify (Patten & Bruce, 2014). The identified questions and related 

items from the TALIS 2018 survey were sent to a renowned trait EI researcher to verify whether 

the isolated items in the TALIS 2018 instrument applied to trait EI for this study. The expert 

verified that the identified questions and items were related to trait EI domains discussed in 

Chapter II. An example of one item from the survey reads Teachers and students get along well 

with each other. This statement aligned with the trait EI domain of Trait happiness. Each 

subsequent statement was aligned to one or more trait domains, which is included in Appendix 

B. 

Career choice. A construct validity process was carried out to identify items from the 

TALIS 2018 Teaching and Learning survey that are related to the construct of career choice. The 

construct validity process required reviewing all items to evaluate whether the survey gathered 

data about related indicators of career choice (Patten & Bruce, 2014) and determining whether 

the construct was measured (Boudah, 2011). Aspects of the construct explicitly measured 

included choosing a career, ease in selecting a career, satisfaction with the career choice, 

confidence in the career, and commitment to remain in the career. Twenty-four items from the 

TALIS survey were identified to measure the construct of career choice-making. One example of 

an item for career choice reads Teaching offered a steady career path. This statement aligned 

with career choice, specifically with choosing a career. Each subsequent statement that was 

aligned with career choice is included in Appendix C. 

Data Analysis 

The SPSS file of the TALIS 2018 Survey was downloaded directly from the OECD 

website. The researcher used version IBM SPSS Statistics 26 for Social Sciences (SPSS). The 
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data files were uploaded onto the researcher’s laptop using the SPSS program and analyzed using 

the statistical functions of the software. The imported data were cleaned prior to the analysis by 

conducting a Run of Frequencies on the dataset (Morgan et al., 2013). This allowed the 

researcher to check that the minimum and maximum values are in line with the original data and 

identify any missing data. All responses with missing data were removed from the dataset. 

Another check used was the Run Descriptors program of SPSS to verify that all of the 

employment regions have been included in the upload (Morgan et al., 2013). This was done by 

selecting the bubble for variable list in the Display Order for the Descriptive options and then 

having it appear in alphabetical order (Morgan et al., 2013). This allowed the researcher to verify 

that all of the countries were included and ensure all responses were included by comparing the 

match between the descriptive statistics and the original SPSS file for employment region.  

The dependent variables in this study were trait EI and career choice. The independent 

variables in this study were employment region and years of teaching experience, which also 

served as the grouping variables for testing differences between the dependent variables. The 

Kruskal-Wallis test, which is a nonparametric independent samples test, was used to test for 

difference. This test allows the researcher to see if the independent groups are different from one 

another. The study contained independent samples meaning that participants can be members of 

only one level within a variable. This test was chosen because the independent variables, 

employment region and years of teaching experience, had more than two levels.  

Employment region contained five locations: Africa, Europe, East Asia Pacific, Latin 

America, and Near East-South Asia (“Schools Worldwide – Schools at Posts,” 2020). Each 

participant could only be working in one of the five locations. Years of teaching experience 

contained six categories: 0–5 years, 6–10 years, 11–15 years, 16–20 years, 21–25 years, and 26 
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or more years. Each participant could only choose one of the six categories. The locations and 

categories allowed for the independent samples required for the Kruskal-Wallis test (Cronk, 

2018).     

The selection of the Kruskal-Wallis nonparametric test was also based on the use of non-

interval or non-ratio-scaled dependent variables (Morgan et al., 2013) that are more appropriate 

for nonparametric tests (Cronk, 2018). The Kruskal-Wallis test does not indicate how much 

lower or better one group is compared to another group in a study(Gay et al., 2009); results only 

presented whether a significant difference between trait EI and career choice, based on each of 

the independent variables, existed.  

Limitations and Delimitations 

The data for this study came from the TALIS Survey, a secondary dataset from the 2017–

2018 school year. The Organisation for Economic Co-operation and Development (OECD) has 

conducted the TALIS Survey in 2008, 2013, and 2018; however, only the data from the 2017–

2018 survey were considered in this study. Therefore, the study was limited to one year and was 

not longitudinal. This research is not tracking and analyzing data of teachers from the past 15 

years. One additional limitation was that the use of the secondary dataset was not originally 

designed to specifically evaluate the research questions raised in this study. However, there were 

some advantages to using the TALIS survey dataset, such as being able to access over 80,000 

international teachers from various school settings and geographical regions. This same study 

carried out on a smaller scale would not be able to contribute to our understanding of 

international teaching in the same manner. Delimitations included the choice not to develop a 

specific trait EI survey to send out to a smaller teacher population to gather focused data on this 

variable.  



TRAIT EMOTIONAL INTELLIGENCE AND CAREER CHOICE 43 

Summary 

Previous research has demonstrated that one of the largest potential influences on student 

achievement is the teacher. For example, in some cases, an effective teacher can positively 

influence a student’s achievement growth up to a year and a half of growth (Borman & Dowling, 

2008; Hanushek, 2016) compared to an ineffective teacher, who can lower that growth by a half 

a year (Hanushek, 2016; Lindqvist et al., 2014; Sanders & Rivers, 1996). Additional research has 

demonstrated that high levels of EI represent a positive determining factor in reducing stress and 

producing clarity in career choice and choice making processes (Brown et al., 2003; Di Fabio et 

al., 2012).  

This study involved learning more about the relationship between trait EI and the career 

choice of international teachers. There is a dearth of English-language research about teaching in 

these respective areas and this is significant when considering that EI positively impacts health 

and wellness, a finding supported by other studies (Salovey & Mayer, 1990). For example, 

individuals with the presence of EI are more apt to create a positive mental health picture of 

themselves and how they are living their lives (Brackett et al., 2011; Di Fabio & Palazzeschi, 

2009; Furnham & Petrides, 2003; Zeidner & Matthews, 2018). Udayar (2018), in another study, 

discovered the presence of the trait for EI in people with lower levels of difficulty in making a 

choice about a career choice and possessing the skill to approach the situation with less 

“dysfunctional beliefs” distracting the individual.  

The researcher conducted a quantitative, non-experimental approach called causal-

comparative or ex post facto design (Creswell, 2014; Patten & Bruce, 2014) to examine the 

presence of trait EI in international school teachers and levels of career choice versus 

employment region and number of years of experience. The study used the Kruskal-Wallis 
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nonparametric independent samples test with the SPSS software. Data for this study were 

sourced from the TALIS 2018 Teaching and Learning Survey from OECD (Teaching and 

Learning International Survey (TALIS) 2018 Conceptual Framework, 2018). Chapter IV presents 

the findings from this study. 

  



TRAIT EMOTIONAL INTELLIGENCE AND CAREER CHOICE 45 

CHAPTER IV 

RESULTS OF THE DATA ANALYSIS 

Introduction 

This chapter presents the findings of the study and the statistical methodology utilized as 

described in Chapter III. The current study examined the differences between trait emotional 

intelligence (trait EI) and career choice based on teachers’ country of employment and their 

cumulative years of experience as a teacher. The data used for this study were collected in 2018 

by the Organisation for Economic Co-operation and Development (OECD) using the Teaching 

and Learning International Survey. The dataset was systematically cleaned by the researcher to 

remove any missing data (Cronk, 2018) not removed in the original 2018 dataset. The data were 

then analyzed using the Statistical Package for Social Sciences (SPSS) version 26. Both 

descriptive and inferential statistics are provided in this chapter. 

Demographic Data Analysis 

Participants supplied information regarding demographic data for the study. A sample of 

86,153 teachers across 35 countries was chosen for this study. Countries were divided into five 

regions (“Schools Worldwide – Schools at Posts,” 2020), Africa, Europe, East Asia Pacific (East 

Asia), Latin America, and Near East-South Asia (Near East), a classification which is 

summarized in Appendix A. Teacher experience level provided the other demographic variable 

in this study. 

International Employment Regions 

Individual participants identified their country of employment for teaching, and countries 

were then grouped into five regions as summarized in Table 1. Based on these regional 

groupings, 1 percent of the participants taught in the Africa region, while approximately 51 
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percent of the participants taught in the Europe region. A summary of the regional distribution of 

the participating teachers is provided in Table 1. 

Table 1 

Frequency Distribution of Participants by International Employment Region 

 Frequency Percent Valid Percent Cumulative Percent 
 Africa 991 1.2 1.2 1.2 
Europe 44098 51.2 51.2 52.3 
East Asia 9729 11.3 11.3 63.6 
Latin America 4383 5.1 5.1 68.7 
Near East 26952 31.3 31.3 100.0 
Total 86153 100.0 100.0  
 
Teaching Experience 

Individual participants were also grouped according to their years of experience. 

Teaching experience was defined by six categories: 0–5 years, 6–10 years, 11–15 years, 16–20 

years, 21–25 years, and 26 or more years. Fifteen percent of the participants indicated that they 

have taught for five or less years, while nineteen percent indicated that they have taught for 26 or 

more years. A summary of the experience levels of the participating teachers is provided in Table 

2. 

Table 2 

Frequency Distribution of Experience Level 

 Frequency Percent Valid Percent Cumulative Percent 
 0–5 years 13122 15.2 15.2 15.2 
6–10 years 16018 18.6 18.6 33.8 
11–15 years 15403 17.9 17.9 51.7 
16–20 years 14327 16.6 16.6 68.3 
21–25 years 10687 12.4 12.4 80.7 
26 or more years 16596 19.3 19.3 100.0 
Total 86153 100.0 100.0  
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Inferential Data Analysis 

Research Question One 

The first research question asked: Is there a difference between trait emotional 

intelligence and career choice in international teachers based on employment regions? The 

descriptive statistics for this research question are summarized in Table 3.   

Table 3 

Descriptive Statistics of Trait EI and Career Choice by Employment Region 

 N Mean Std. Deviation Std. Error Min Max 
Trait EI Africa 991 3.0291 .28351 .00901 2.15 3.76 

Europe 44098 2.8619 .27562 .00131 1.74 4.00 
East Asia 9729 2.7319 .26385 .00267 1.09 4.00 
Latin America 4383 2.9134 .29212 .00441 2.09 3.85 
Near East 26952 2.9254 .30289 .00184 1.71 3.97 
Total 86153 2.8716 .29024 .00099 1.09 4.00 

Career Choice Africa 991 2.7631 .27586 .00876 1.75 3.71 
Europe 44098 2.6294 .24600 .00117 1.50 4.00 
East Asia 9729 2.8642 .24095 .00244 1.17 4.00 
Latin America 4383 2.6099 .29469 .00445 1.50 3.83 
Near East 26952 2.7814 .29966 .00183 1.38 4.00 
Total 86153 2.7040 .28112 .00096 1.17 4.00 

Note. Possible responses and means range from 1 to 4. For trait EI, higher means indicate an 
increased presence of trait EI. For career choice, higher means indicate an increased belief in 
one’s career choice as teacher. 
 

A Kruskal-Wallis test was conducted (Cronk, 2018) comparing trait EI and career choice 

across the five regions of international schools. A significant result was found for trait EI (H(4) = 

3,530.159, p < .01) and career choice (H(4) = 9,185.197, p < .01), indicating that there were 

differences in both trait EI and career choice based on the region. Summaries of the results are 

provided in Table 4.  

Table 4a 
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Kruskal-Wallis Test of Trait EI by Employment Region 

Item Result 
Total N 86,153 
Test Statistic 3,530.159 
Degrees of Freedom 4 
Asymptotic Sig. (2-sided test) .000* 

Note. The significance level is .05.* 
 
Table 4b 

Kruskal-Wallis Test of Career Choice by Employment Region 

Item Result 
Total N 86,153 
Test Statistic 9,185.197 
Degrees of Freedom 4 
Asymptotic Sig. (2-sided test) .000* 

Note. The significance level is .05.* 
 

Follow-up pairwise comparisons (Table 5) indicated that most regions differed 

significantly (p < .05) when paired with each other, except for the Latin America and Near East 

comparison for trait EI and the Africa Near East comparison for career choice. The average trait 

EI by region, with 4 being the highest possible, is as follows: Africa 3.03, Europe 2.86, East Asia 

2.73, Latin America 2.91, Near East 2.93. The average career choice by region, with 4 being the 

highest possible, is as follows: Africa 2.76, Europe 2.63, East Asia 2.86, Latin America 2.61, 

Near East 2.78. 

Table 5a 

Pairwise Comparison of Trait EI by Employment Region 

Sample1-Sample2 Test Statistic Std. Error Std. Test 
Statistic 

Sig. Adj. Sig. 

East Asia-Europe 11,388.773 278.445 40.901 .000 .000* 
East Asia-Latin America -15,580.305 452.228 -34.452 .000 .000* 
East Asia-Near East -16,481.785 294.018 -56.057 .000 .000* 
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East Asia-Africa 24,977.182 828.914 30.132 .000 .000* 
Europe-Latin America -4,191.532 393.707 -10.646 .000 .000* 
Europe-Near East -5,093.012 192.203 -26.498 .000 .000* 
Europe-Africa 13,588.409 798.495 17.018 .000 .000* 
Latin America-Near East -901.480 404.871 -2.227 .026 .260 
Latin America-Africa 9,396.878 874.398 10.747 .000 .000* 
Near East-Africa 8,495.397 804.058 10.566 .000 .000* 

Note. Each row tests the assumption that the Sample 1 and Sample 2 distributions are the same. 
Asymptotic significances (2-sided tests) are displayed. The significance level is .05.* 
Significance values have been adjusted by the Bonferroni correction for multiple tests. 
 
Table 5b 

Pairwise Comparison of Career Choice by Employment Region 

Sample1-Sample2 Test Statistic Std. Error Std. Test 
Statistic 

Sig. Adj. Sig. 

Latin America-Europe 1,382.849 393.472 3.514 .000 .004*                       
Latin America-Africa 13,462.867 873.875 15.406 .000 .000* 
Latin America-Near East -14,694.492 404.629 -36.316 .000 .000* 
Latin America-East Asia 23,108.822 451.957 51.131 .000 .000* 
Europe-Africa 12,080.018 798.017 15.138 .000 .000* 
Europe-Near East -13,311.643 192.088 -69.300 .000 .000* 
Europe-East Asia -21,725.973 278.278 -78.073 .000 .000* 
Africa-Near East -1,231.625 803 .577 -1.533 .125 1.000 
Africa-East Asia -9,645.955 828.418 -11.644 .000 .000* 
Near East-East Asia 8,414.330 293.842 28.636 .000 .000* 

Note. Each row tests the assumption that the Sample 1 and Sample 2 distributions are the same. 
Asymptotic significances (2-sided tests) are displayed. The significance level is .05.* 
Significance values have been adjusted by the Bonferroni correction for multiple tests. 
 
Research Question Two 

The second research question asked: Is there a difference between trait emotional 

intelligence and career choice in international teachers based on their years of experience? The 

descriptive statistics for this research question are summarized in Table 6. 
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Table 6 

Descriptive Statistics of Trait EI and Career Choice by Experience Level 

 N Mean Std. Deviation Std. Error Min Max 
Trait EI 0–5 years 13122 2.8524 .27708 .00242 1.76 4.00 

6–10 years 16018 2.8854 .28845 .00228 1.82 4.00 
11–15 years 15403 2.8775 .29332 .00236 1.09 4.00 
16–20 years 14327 2.8731 .29120 .00243 1.91 4.00 
21–25 years 10687 2.8765 .29752 .00288 1.74 3.91 
26 or more years 16596 2.8637 .29270 .00227 1.71 3.91 
Total 86153 2.8716 .29024 .00099 1.09 4.00 

Career Choice 0–5 years 13122 2.7140 .27277 .00238 1.50 4.00 
6–10 years 16018 2.7146 .28589 .00226 1.63 4.00 
11–15 years 15403 2.7131 .28618 .00231 1.17 4.00 
16–20 years 14327 2.7074 .27990 .00234 1.54 3.88 
21–25 years 10687 2.7034 .27988 .00271 1.46 3.88 
26 or more years 16596 2.6751 .27813 .00216 1.38 4.00 
Total 86153 2.7040 .28112 .00096 1.17 4.00 

Note. Possible responses and means range from 1 to 4. For trait EI, higher means indicate an 
increased presence of trait EI. For career choice, higher means indicate an increased belief in 
career choice as teacher. 
 

A Kruskal-Wallis test was conducted (Cronk, 2018) comparing trait EI and career choice 

with the five regions of international schools. A significant result was found for trait EI (H(5) = 

105.634, p < .01) and career choice (H(5) = 258.985, p < .01), indicating that there were 

differences in both trait EI and career choice based on teachers’ experience level. Summaries of 

the results are provided in Table 7. 
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Table 7a 

Kruskal-Wallis Test of Trait EI by Experience Level 

Item Result 
Total N 86,153 
Test Statistic 105.634 
Degrees of Freedom 5 
Asymptotic Sig. (2-sided test) .000* 

Note. The significance level is .05.* 
 
 

Table 7b 

Kruskal-Wallis Test of Career Choice by Experience Level 

Item Result 
Total N 86,153 
Test Statistic 258.985 
Degrees of Freedom 5 
Asymptotic Sig. (2-sided test) .000* 

Note. The significance level is .05.* 
 

Follow-up pairwise comparisons (Table 8) indicated that approximately half of the 

experience level categories differed significantly (p < .05) when paired with each other, though 

only four pairs differed significantly for both trait EI and career choice. The average trait EI by 

experience level, with 4 being the highest possible, is as follows: 0–5 years: 2.85, 6–10 years: 

2.89, 11–15 years: 2.88, 16–20 years: 2.87, 21–25 years: 2.88, and 26 or more years: 2.86. The 

average career choice by experience level, with 4 being the highest possible, is as follows: 0–5 

years: 2.71, 6–10 years: 2.72, 11–15 years: 2.71, 16–20 years: 2.71, 21–25 years: 2.70, and 26 or 

more years: 2.68. 
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Table 8a 

Pairwise Comparison of Trait EI by Experience Level 

Sample1-Sample2 Test Statistic Std. Error Std. Test Statistic Sig. Adj. Sig. 

0–5 years-26 or more years -824.548 290.396 -2.839 .005 .068 

0–5 years-16–20 years -1,541.458 300.378 -5.132 .000 .000* 

0–5 years-21–25 years -1,833 .601 323.911 -5.661 .000 .000* 

0–5 years-11–15 years -1,931.309 295.320 -6.540 .000 .000* 

0–5 years-6–10 years -2,726.738 292.701 -9.316 .000 .000* 

26 or more years-16–20 years 716.910 283.494 2.529 .011 .172 

26 or more years-21–25 years 1,009.053 308.318 3.273 .001 .016* 

26 or more years-11–15 years 1,106.761 278.129 3.979 .000 .001* 

26 or more years-6–10 years 1,902.190 275.346 6.908 .000 .000* 

16–20 years-21–25 years -292.143 317.738 -.919 .358 1.000 

16-20 years-11–15 years 389.851 288.536 1.351 .177 1.000 

16–20 years-6–10 years              1,185.280 285.854 4.146 .000 .001* 

21–25 years-11–15 years 97.708 312.960 .312 .755 1.000 

21–25 years-6–10 years 893.137 310.490 2.877 .004 .060 

11–15 years-6–10 years 795.429 280.534 2.835 .005 .069 

Note. Each row tests the assumption that the Sample 1 and Sample 2 distributions are the same. 
Asymptotic significances (2-sided tests) are displayed. The significance level is .05.* 
Significance values have been adjusted by the Bonferroni correction for multiple tests. 
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Table 8b 

Pairwise Comparison of Career Choice by Experience Level 

Sample1-Sample2 Test Statistic Std. Error Std. Test Statistic Sig.  Adj. Sig. 

26 or more years-21–25 years 2,487.385 308.134 8.072 .000 .000* 

26 or more years-16–20 years 2,904.284 2.83.325 10.251 .000 .000* 

26 or more years-11–15 years 3,505.597 277.963 12.612 .000 .000* 

26 or more years-6–10 years 3,650.178 275.181 13.265 .000 .000* 

26 or more years-0–5 years 3,712.470 290.223 12.792 .000 .000* 

21–25 years-16–20 years 416.899 317.548 1.313 .189 1.000 

21–25 years-11–15 years 1,018.212 312.773 3.255 .001 .017* 

21–25 years-6–10 years 1,162.793 310.304 3.747 .000 .003* 

21–25 years-0–5 years 1,225.085 323.717 3.784 .000 .002* 

16–20 years-11–15 years 601.313 288.363 2.085 .037 .556 

16–20 years-6–10 years 745.894 285.683 2.611 .009 .135 

16–20 years-0–5 years 808.186 300.199 2.692 .007 .106 

11–15 years-6–10 years 144.581 280.367 .516 .606 1.000 

11–15 years-0–5 years 206.873 295.143 .701 .483 1.000 

6–10 years-0–5 years 62.292 292.525 .213 .831 1.000 

Note. Each row tests the assumption that the Sample 1 and Sample 2 distributions are the same. 
Asymptotic significances (2-sided tests) are displayed. The significance level is .05.* 
Significance values have been adjusted by the Bonferroni correction for multiple tests. 
 
Summary 

With an alpha level of 95% (p < .05), statistically significant differences resulted from the 

Kruskal-Wallis tests for trait EI and career choice in comparison with each independent variable 

as identified in each research question. The independent variable of the first research question 

was international country region of employment, while the independent variable of the second 
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research question was overall years of teaching experience. The results of the follow-up pairwise 

comparisons overall supported the results of the Kruskal-Wallis tests, but also identified some 

paired differences that were not significant. Chapter V will discuss these results and conclude 

with implications for future research. 
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CHAPTER V 

ANALYSIS AND SYNTHESIS 

Introduction 

In this chapter, the researcher will discuss the findings of the study by analyzing and 

interpreting the results. This is followed by an analysis of the demographic data discussing any 

groups omitted from the study, patterns observed in the frequencies of each group, and a 

consideration of why are they noteworthy. Then, the two research questions are analyzed 

including a review of descriptive statistics and identifying the patterns and what was learned 

about the independent variables. Additionally, the pairwise comparison results for each research 

question are analyzed. The chapter closes with a discussion of the limitations and 

recommendations for the field, future research suggestions and other notes identified by the 

researcher . 

Discussion of Findings 

Demographic Data Analysis 

When reviewing the demographic data concerning the countries that participated, ten 

were omitted from the study. These countries were omitted due to missing and incomplete 

responses found while cleaning the data. Countries omitted included: Bulgaria, Hungary, 

Iceland, Italy, Japan, Netherlands, New Zealand, Russia, Singapore, and Sweden. Further review 

of the countries that participated show that only one country represented the region of Africa.   

In reviewing the frequency distribution of experience level by region, Africa’s was 

identified as the lowest. One possible reason for Africa’s low frequency could be attributed to the 

the number of public schools and international schools that are available to participate in the 

TALIS survey by comparison to the other regions. Another possible reason could be the history 
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of Europe in Africa and the related expropriation and theft, followed by international trade and 

development. Africa has one of the earliest versions of what would be later termed an 

international school was opened in Lesotho in 1890. In contrast, Europe was the region with the 

largest frequency compared to all other regions in the study. One possible reason for this could 

be that the OECD is headquartered in Europe and better known by schools within its region than 

by those outside the region. An additional reason for Europe’s high frequency, may have to with 

its potentially longer history of public schooling, and it was one of the earliest regions to 

welcome international schools by comparison with other regions (Hayden & Thompson, 1995). 

One pattern that emerged was the uniformity in the frequency distribution across all of 

the experience levels. Among the six experience levels in the study, all had similar percentages 

of participants. The equal number of participants in each category is surprising because research 

has shown that new teachers leave the field at rates of 20–30% within the first three years, and 

almost half will leave by the end of five years in the US (Alvarado & Cooper, 2006; Barnes et 

al., 2007; Coulter & Abney, 2009; Guarino et al., 2006; R. M. Ingersoll, 2001). By comparison, 

in the UK and in some developing countries 40% of new teachers leave the profession during a 

similar time period (Alvarado & Cooper, 2006). Additionally, a third of all schools participating 

in the 2008 TALIS survey reported a shortage of qualified teachers (Ainley & Carstens, 2018). 

One additional reason why the frequency level is the lowest in the first experience level might be 

attributed to fewer teachers joining the profession, which has been documented in the literature 

(Alvarado & Cooper, 2006).  

It was surprising to see that the highest frequency occurred in the group with the most 

years of experience, 26 years or more. One would expect that the frequency in this category 

would be less due to teacher retirement. However, one possible reason why this was not the case 
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could be attributed to the number of international teachers who, after finishing a career in North 

America, will then decide to embark on an international teaching career. 

Research Question One 

The first research question was focused on determining whether there is a difference 

between trait EI and career choice in international teachers based on employment region. The 

findings of this study show that there is a difference in trait EI and career choice based on an 

individual’s employment region. The data also presented some interesting results and patterns 

across the employment regions. For example, Near East, and Latin America have nearly identical 

trait EI presence based on mean scores, while East Asia has the lowest EI presence.  

One possible reason for the Near East and Latin America being similar is the importance 

religion plays in these regions, the value placed upon relationships, and the importance of 

extended family. Africa had the lowest participant frequency but the highest trait EI. However, 

these results might be due to the small sample size as previously noted and might not represent 

the whole region . However, this is contrasted with East Asia which had the lowest presence of 

trait EI.  

 One possible reason for East Asia’s lowest presence of trait EI could be attributed to the 

level of in-service which has been given to teachers in this area of professional development 

(Chan, 2004). The literature has shown that the emphasis in this region, in particular China has 

been on exposing students to trait EI but not training and educating teachers (Yin et al., 2013).  

Reviewing the career choice descriptive statistics, teachers in East Asia had the greatest 

belief in their career choice as a teacher. Possible reasons include the regions’ high value on 

education, strong salary and benefit packages, respectful and obedient student body (Borg & 

Riding, 1991; Guarino et al., 2006; Scott et al., 2001; Skaalvik & Skaalvik, 2015; Troesch & 
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Bauer, 2017; Zembylas & Papanastasiou, 2006) and high levels of professional autonomy (Burns 

& Luque, 2015). According to the literature, salary and benefits packages and student behavior 

are some of the reasons that contribute to teachers leaving one school for another. Additionally, 

East Asian international schools are seen by international teachers as well resourced, established, 

and possessing strong leadership teams who provide stability and professional development 

programs.  

In contrast to East Asia’s strong career choice belief is Latin America’s, which finished 

with the lowest. One possible reason could be due to the societal perception of the teaching 

profession, which might differ in East Asia and Latin American. Latin America’s societal view 

on the teaching profession over the last few decades has slowly has lost its stature and prestige 

(Burns & Luque, 2015). Teachers could perceive this perception and it might be reflected in a 

teachers’ belief  about their career choice. 

The Kruskal-Wallis test found a significant difference for both trait EI and career choice 

with the five employment regions. The Kruskal-Wallis shows there is a difference in the 

presence of trait EI when compared to each region. In determining what the differences are 

between each group, in this case region, the pairwise comparison provided this data.  

The pairwise comparison of trait EI by employment region expands the Kruskal-Wallis 

findings by detailing how the regions differ (or do not differ) between one another. When 

reviewing the pairwise comparison of trait EI by employment region, each pair was significantly 

different from one another except for Latin America and Near East South Asia. The researcher 

did not anticipate this result and instead was expecting greater similarities across regions.  

The finding of significant difference in trait EI displayed in the pairwise among all but 

one pair might be due to the general diversity among and between societies. For example,  the 
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orientation of societies broadly speaking span from collective to individualistic. Generally 

speaking the collective societies of Japan, Korean, China focus on the group accomplishment 

and interdependence. This is contrasted with individualistic societies of Western Europe and 

North America (Gökçen et al., 2014; Jin et al., 2015). Additionally, some of the significance in 

difference could be attributed to cultural differences. Asia’s more collective approach contrasted 

to the more individualistic and stronger focus on positive self-relevant information in western 

societies (Gökçen et al., 2014). For example, there are various types of emotional words used in 

diverse cultural contexts which might have different meanings for the same emotional word in 

different cultures (Wang et al., 2015). In addition, the trait EI components of wellbeing, 

emotionality, self-control, and sociability (Fredrickson, 2004; Garland et al., 2010) could be 

interpreted slightly differently in different regions, resulting in differences. 

The pairwise comparison results for Latin America compared with the Near East was the 

only exception for difference in trait EI by employment region. One possible reason for this 

could be that these two regions are more aligned with one another culturally than any other 

region. For example, it could be that the two regions share cultural similarities such as levels of 

openness and a desire for connectedness among individuals. It is perceived among international 

teachers that both regions are viewed as welcoming and relatively more open cultures to join. 

Additionally, there is a migration of teachers, who move between these two regions quiet 

frequently. Teachers often move from one region to the other, finding similarities in students’ 

characteristics of being charismatic, outgoing, and talkative. Additionally, perhaps the emphasis 

on religion that each region has could be one possible reason for why they are not significantly 

different from one another.  
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When reviewing the results of the pairwise comparison of trait EI by employment region, 

the data show that East Asia Pacific and Europe are significantly different from all the other 

regions. One possible reason for this could be the cultural diversity among and between regions. 

Additionally, there might be differences due to the cultural definitions and interpretations of trait 

EI components. There is some general alignment related to behaviors associated with trait EI and 

the experience of emotion across all cultures. However, the differences among regions exist 

perhaps in the attitude toward emotions, the expression and amount of emotional experiences 

(Wang et al., 2015). The results of the pairwise comparison also provided data on career beliefs 

levels relative to employment region.  

The Kruskal–Wallis test showed that there is a difference for career belief levels across 

each region. In determining what the differences are between the regions when compared to one 

another regarding career belief levels, the pairwise comparison provided this data. When 

reviewing the results for the pairwise comparison of career choice by employment region, all of 

the groups showed a significant difference except for one pair: Africa and Near East.  

One possible reason could be the small participant frequency for Africa. However, an 

additional reason could be that both regions are distinctive among international teachers. The 

region of Africa is selected by those who have worked their previously and desire it again or 

perceive it as an adventure and seek it out. Among international teachers, the Near East can be 

perceived as exciting and radically different from their home country and selected as an 

adventure choice. 

When reviewing the results of the pairwise comparison of career belief by employment 

region, the data show that Latin America was significantly different from all the other regions. 

One possible reason could be the massive growth of the education industry in Latin America. 
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The growth of schools and related infrastructure could create situations where school systems are 

underfinanced (Burns & Luque, 2015). The growth of schools and education systems requires 

the hiring more teachers who potentially are less qualified. Additionally, the underfinancing of 

the schools can result in lower salaries for teachers in Latin America (Burns & Luque, 2015). 

The literature shows that the same caliber of teacher candidates are not drawn to the profession 

when compared to earlier periods (Burns & Luque, 2015).  These could be some of the reasons 

for why the career belief levels among teachers in Latin America are the lowest. 

Research Question Two 

In evaluating research question two, which looked at differences between trait EI and 

career choice based on years of experience, the researcher discovered patterns in the descriptive 

statistics. One pattern was that trait EI and career choice by experience level both decrease over 

time, reaching their lowest point during the experience levels of 21–25 and 26 or more years 

respectively. Another interesting pattern is that the highest presence of trait EI and career choice 

happen at the same experience level, 6–10 years. One final overall pattern relative to trait EI is 

that all teachers, no matter the experience level, have a consistent presence of trait EI. 

One possible reason for the decline in career choice belief and trait EI over a teacher’s 

career is found in the literature where the decreasing presence of trait EI allows a teacher to a 

lesser degree over time to manage, monitor and avoid classroom disputes or emotional 

interruptions to the learning environment (Di Fabio & Palazzeschi, 2009; Ignat & Clipa, 2012; 

Roy, 2015). The decrease in trait EI presence during the career of a teacher could explain the 

decline in the career choice belief. Additionally, the literature has shown the link between the 

presence of trait EI and a teacher’s job performance and level of job satisfaction. The presence of 
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trait EI increases the level of job satisfaction and job performance (Li et al., 2018), which could 

help explain the peak level of career choice during experience level 2.  

Another possible reason for why career choice belief of teachers declines over time could 

be related to a lack of salary adjustments, promotion, and recognition opportunities. For 

example, research shows teacher salaries are generally in the middle when compared with 

similarly educated professionals, however, there is no salary adjustment due to additional skills 

or training over time. In addition, the teaching profession generally shows a flat salary trajectory 

over the span of a career when compared with other professionals where the salary increases are 

much higher (Burns & Luque, 2015).  Teaching as a profession has few opportunities for 

promotion, and this can make it challenging to get recognized or feel distinguished as an 

educator when year after year the role of a teacher remains unchanged.  

Another surprising finding was that teachers with the least experience have the second 

highest career belief while having the lowest trait EI presence. During experience level of 0–5 

years, a teacher is inexperienced, and can lack confidence, but career the choice belief is the 

highest. However, teachers have not operationalized the use of some aspects of trait EI 

components, such as wellbeing, emotionality, sociability, and self-control (Bucich & MacCann, 

2019; Fiorilli et al., 2019; Petrides, 2013). This result is contrasted with the most experienced 

teachers, who have the lowest career belief and second lowest trait EI presence. The teachers 

with the most experience could be wondering if they chose their careers correctly, and about the 

value of their contributions and the status of their autonomy. The low career belief could be due 

to what is reflected in the literature, namely, that  the decrease in the presence of trait EI 

negatively impacts job satisfaction (Li et al., 2018). Low career belief could also be related to 

lack of trait EI presence that negatively impact an individual’s positive mental health and a 
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teacher’s ability to manage and avoid classroom dispute and emotional interruptions (Di Fabio & 

Palazzeschi, 2009; Ignat & Clipa, 2012; Roy, 2015). 

A third pattern in the descriptive data reveals that the highest presence of trait EI and the 

strongest belief in the career choice happens in years 6–10. The pattern aligns with other research 

findings that show trait EI to be a foundational characteristic of a thriving workplace with better 

mental health, social support and recognized power in the workplace (Schutte & Loi, 2014). 

Furthermore, the literature shows that the increased presence of trait EI levels results in greater 

levels of career choice adeptness and creativity (Emmerling & Cherniss, 2003; Udayar et al., 

2018b). Additionally, this pattern supports the literature which showed trait EI positively impacts 

health and wellness (Di Fabio & Palazzeschi, 2009; Salovey & Mayer, 1990) and creating a 

more positive mental health picture of themselves and how they are living their lives (Di Fabio & 

Palazzeschi, 2009; Fredrickson, 2001). Another possible reason for career choice being the 

strongest during this period could be that teachers do not start out as masters and that it takes 

time to learn the role. One possible reason for trait EI’s high presence during this same period 

could be that teachers feel more in control of trait EI components and are able to integrate them 

into their daily classroom and professional practice.      

The Kruskal-Wallis test compared trait EI and career choice with experience level. A 

significant result was found indicating that there is a difference between trait EI and career 

choice based on experience level, which answers the second research question. The pairwise 

comparison of these two variables expanded the Kruskal-Wallis findings. 

The pairwise comparisons of trait EI by experience level showed that approximately half of 

the pairs showed a significant difference. In reviewing the pairs that are significantly different, 

all of the pairs included one of the following experience levels: 0–5 years or 26 or more years. 
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For both experience levels, trait EI is at its lowest presence compared with all other experience 

levels. For career choice belief, it is second highest at level 0–5 years and lowest at 26 or more 

years. One possible reason for why trait EI is at the lowest presence during the first experience 

level, 0-5 years might have to do with unfamiliarity of how to integrate the components of trait 

(Bucich & MacCann, 2019; Fiorilli et al., 2019; Petrides, 2013). During the final experience 

level, 26 or more years it might have to decreased belief in the career choice being at its lowest 

level. 

The pairwise comparisons of career choice by experience level shows that 26 or more years 

of experience is always part of a pair that is significantly different. One possible reason for this 

finding could be that career choice belief is at its lowest level at this point. The lack of belief in 

one’s career choice to be a teacher could be related to feelings of disenchantment with the role, 

questioning the selection of the career, and questioning whether the career choice has made a 

difference. Additionally, the low ceiling of teacher’s salaries over time and the limited 

opportunities for advancement or promotion could be a reason for the career belief to decrease 

over time (Burns & Luque, 2015). 

Limitations 

A limitation previously noted is that the data for this study came from the TALIS Survey, 

a secondary dataset from the 2017–2018 school year. Another previous limitation mentioned was 

that the use of the secondary dataset was not originally designed to specifically evaluate the 

research questions raised in this study. The use of the secondary dataset does not allow for 

comparing the results with other studies about trait EI or career choice, and instead inferences 

can only be made with other research studies.  
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New limitations that emerged, which were unexpected, included the limited number of 

countries that were part of the employment regions. The employment regions were not as robust 

as hoped for due to countries being omitted for incomplete data when the set was being cleaned. 

Another new limitation that emerged was that Africa had only 1 country in the study. Africa is a 

continent with over 50 countries and so, with only one country included the region, it is not 

wholly represented. Additionally, the limited number of participants from Africa make it difficult 

to draw conclusions about the continent as a whole.  

There were also newly discovered limitations regarding the participants. One new 

limitation was the overall reduced sample size. The final n was equal to 86,153, but nearly 

200,000 participants had to excluded from the final dataset due to missing data. An additional 

limitation was the researcher was not able to disaggregate the participants in terms of what type 

of school and if it was an international school. 

Recommendations 

Based on the findings in this study, some specific recommendations arise for 

international school leadership practices, teacher career decision making, and future research.. 

The following recommendations emerge after reviewing the findings and reflecting upon the 

literature in the field and the need for further research. 

Recommendations for international school leaders based on this study include the following: 

• School leaders should support the growth of trait EI and career choice of all teachers 

• When looking to recruit teachers or find leaders that the highest levels of trait EI and 

career choice belief is strongest among teachers in experience level 6 – 10 years. 

• Promote the growth and understanding of trait EI in all teachers by providing training and 

education in this area 
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• Identify training programs that develop trait EI presence and strengthen a teacher’s belief 

in their choice to be in the profession throughout a teacher’s career 

• Develop a teacher mentor program for teachers in career year eleven and beyond to 

support trait EI development   

• Promote an understanding and application of trait EI among teachers to potentially 

increase student academic, emotional, and social outcomes 

The following are recommendations for international school teachers to consider when 

evaluating employment opportunities: 

• Teachers who wish to find regions strong in trait EI and career choice belief should look 

towards Near East and South Asia based on the data from this study 

• Teachers wishing to find regions with the greatest presence of trait EI could look towards 

Near East and South Asia, and Latin America 

 

Recommendations for future research include the following: 

• Longitudinal study using secondary data from OECD to follow participant cohorts based 

on experience levels to examine the change in trait EI presence and career choice belief 

values 

• Examine trait EI and career choice of teachers with 11–15 years of experience and 

beyond to see which trainings programs have the greatest impact on reversing the 

downward trend in these areas 

• Examine the presence of trait EI and career choice belief in teachers in experience level 

6-10 to identify reasons for why the levels are the highest 
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• Examine the level of trait EI and career choice among teachers in Africa to determine 

data for the region 

• Examine teachers in experience level of 26 or more years regarding presence of trait EI and 

career choice 

• Examine the causes of career choice declining throughout a teacher’s career 

 

 

Practitioner Notes 

 
• The data from this study indicates the highest presence of trait EI and career choice 

occurs as the same experience level, 6-10 years. Therefore, when considering the 

recruitment of teachers, international school leaders should spend more time looking for 

teachers in experience level 6-10 years, because these individuals have the highest 

presence of trait EI and career choice. The high levels may also impact a school leader’s 

ability to retain those individuals. 

• The data from this study shows that teachers’ trait EI and career choice belief decrease 

over time. Career choice belief is at its lowest point and trait EI is at second lowest level 

during experience level 26 or more years.  International school leaders may be less 

successful in recruiting teachers in this experience level due to their low levels of trait EI 

and career choice. It might also prove more challenging to retain teachers with 26 more 

years of experience. 

• The data from this study shows that both 0-5 years and 26 or more years’ experience 

levels, trait EI is at the lowest presence as compared with all other experience levels. 

During these same periods career choice belief is not at their highest level in either level. 
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International school leaders might want to proceed cautiously with recruitment of 

teachers in these two categories. 

• The data from this study showed that trait EI and career choice belief both decrease 

starting at year eleven. The downward spiral continues through the end of a teacher’s 

career. For international leaders they might want to focus their recruitment efforts on 

those teachers with less than eleven years of experience. 

• The data from this study highlighted the benefits that the trait EI presence can have on 

student learning outcomes, the classroom learning environment and job satisfaction. For 

the international leaders it might be important to look for teachers who have this training 

and work to provide such training at their schools for all teachers. 

• The data from this study showed that teachers in career experience 26 or more years to 

have the lowest career belief and second lowest trait EI presence. For educational leaders 

it might be important to look at specific training to develop trait EI presence and impact 

career belief levels to support our most experienced teachers in the field. 
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APPENDIX A 

TALIS Survey Countries by Region 

Africa Europe East Asia Latin America Near East 
South Africa Austria China Argentina Australia 
 Belgium Korea Brazil Israel 
 Croatia Viet Nam Chile Kazakhstan 
 Cyprus  Columbia Saudi Arabia 
 Czech Republic  Mexico Turkey 
 Denmark   United Arab Emirates 
 England    
 Estonia    
 Finland    
 France    
 Georgia    
 Latvia    
 Lithuania    
 Malta    
 Norway    
 Portugal    
 Romania    
 Slovak Republic    
 Slovenia    
 Spain    

Note. Belgium includes Flanders. China includes Chinese Taipei and Shanghai. 
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APPENDIX B 

TALIS Survey 34 Trait Emotional Intelligence Items 

Item Trait EI Domain(s) 

1. Teaching allowed me to influence the development of 
children and young people. 

Emotional Management 

2. Teaching allowed me to benefit the socially disadvantaged. Trait Empathy 
Self-Motivation 

3. Teaching allowed me to provide a contribution to society. Self-Esteem 
Trait Happiness 

4. I can get students to believe they can do well in 
schoolwork. 

Self-Esteem 
Trait Happiness 

5. I can help students value learning. Self-Esteem 
Trait Happiness 

6. I can control disruptive behavior in the classroom. Stress Management 

7. I can make my expectations about student behavior clear. Assertiveness 

8. I can calm a student who is disruptive or noisy. Emotional Regulation 

9. I can get students to follow classroom rules. Emotional Management 

10. I can provide an alternative explanation, for example when 
students are confused. 

Adaptability 

11. I can vary instructional strategies in my classroom. Adaptability 

12. I have control over disciplining students. Emotional Management 

13. I can cope with the challenges of a multicultural classroom. Adaptability 

14. I can adapt my teaching to the cultural diversity of students. Trait Empathy 

15. I can ensure that students with and without a migrant 
background work together. 

Emotional Perception 

16. I can raise awareness for cultural differences amongst 
students. 

Trait Empathy 
Emotional Perception 

17. I can reduce ethnic stereotyping amongst students. Trait Empathy 
Emotional Perception 
Emotional Management 

18. Teachers and students get along well with each other. Trait Happiness 
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19. Most teachers believe that the students’ well-being is 
important. 

Trait Empathy 

20. Most teachers are interested in what students have to say Emotional Perception 

21. If a student needs assistance, the school provides it. Trait Empathy 

22. Teachers can rely on one another. Relationships 

23. I experience stress in my work. Trait Happiness 

24. My job leaves me time for my personal life. Stress Management 

25. My job negatively my mental health. Stress Management 

26. My job negatively my physical health. Stress Management 

27. Having too much lesson preparation is a source of stress. Self-Esteem 

28. Having too many lessons to teach is a source of stress. Stress Management 

29. Having too much marking/grading is a source of stress. Stress Management 

30. Having too much administrative work to do (e.g. filling out 
forms) is a source of stress. 

Stress Management 

31. Having extra duties due to absent teachers is a source of 
stress. 

Adaptability 

32. Maintaining classroom discipline is a source of stress. Adaptability 
Self-Esteem 
Emotional Perception 

33. Being intimidated or verbally abused by students is a source 
of stress. 

Awareness 
Emotional Regulation 

34. Addressing parent or guardian concerns is a source of 
stress. 

Trait Empathy 
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APPENDIX C 

TALIS Survey 24 Career Choice Items 

1. Teaching offered a steady career path. 

2. Teaching provided a reliable income. 

3. Teaching was a secure job. 

4. The teaching schedule (e.g. hours, holidays, part-time positions) fit with 
responsibilities in my personal life. 

5. I have control over determining course content. 

6. I have control over selecting teaching methods. 

7. I have control over assessing students’ learning. 

8. I have control over determining the amount of homework to be assigned. 

9. Keeping up with changing requirements from authorities is a source of stress. 

10. The advantages of being a teacher clearly outweigh the disadvantages. 

11. If I could decide again, I would still choose to work as a teacher. 

12. I would like to change to another school if that were possible. 

13. I regret that I decided to become a teacher. 

14. I enjoy working at this school. 

15. I wonder whether it would have been better to choose another professional. 

16. I would recommend this school as a good place to work. 

17. I think that the teaching profession is valued in society. 

18. I am satisfied with my performance in this school. 

19. All in all, I am satisfied with my job. 

20. I am satisfied with salary I receive for my work. 

21. Apart from my salary, I am satisfied with the teams of my teaching 
contract/employment (e.g. benefits, work schedule). 

22. Teachers’ views are valued by policymakers in this country/region 

23. Teachers can influence educational policy in this country/region. 

24. Teachers are valued by the media in this country/region. 
 


