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Abstract. The new realities of police cooperation and leading in the international level ask for
culturally attuned and emotionally sensitive global police leaders who can react to the challenges of the
particular foreign environments of various countries and complex interpersonal work situations. Also
for police leaders with the different frame of responsibility, it is important to be self-aware and
empathetic and be able to read and regulate their own emotions while intuitively grasping how others
feel and gauging their organization’s emotional state. The most gifted leaders accomplish that by using
a mysterious blend of psychological abilities known as EI. Therefore the purpose of the research is to
explore how the EI impacts to successful police leadership and cooperation in a global world.

Keywords: emotional intelligence, leadership, police cooperation
INTRODUCTION

The development of information technologies has impacted almost every aspect of our
lives, “shrinking” our world into a global village, so different economies and cultures are closer
than ever. People are now aware of the cultures, traditions, lifestyle, living conditions prevailing
in almost every corner of the world. Interestingly, this is going beyond awareness and into a
state of integration and globalization that is a result of cross-pollinated views, ideologies,
products and services. With the changing of global reality has been created a new ideological
context that calls for international social responsibility and accountability that goes beyond
individualism, beyond borders, highlighting the importance of global thinking, so it is obvious,
that we need to extend the mode of concern for individual actions from local boundaries to a

global level.
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One of the brightest examples of globalization is the establishment of the European Union
(EU). Under the umbrella of this union, no one Member State is alone anymore, that is why we
must learn how to think and lead the processes globally, how to improve the cooperation and
understanding of each other. It is important to understand, that now we are 28 different
European countries, whose mission is to ensure to their citizens economic and social welfare,
stability and security, as well as participation in international events (European Commission,
2014). In the same time, together with all the benefits of living in the world without borders,
the globalization opened up new opportunities for criminals, what creates definite challenges
for EU's police organizations as well as for police leaders.

As globalization marches on, experts are lining up to help us understand foreign cultures.
But the advice often hovers on the surface- for instance, you should come in time to the meeting
in Germany and know how deeply to bow in Japan. Such advices are essential for survival, but
they won’t help with bigger challenges, such as managing cross-cultural teams and operations
or developing sustainable partnerships with organizations outside your borders. Without an in-
depth understanding of a culture, the reality of what is truly happening and why it is happening
can remain invisible. People’s behaviors are driven by deeply ingrained cultural history, norms,
values and emotions (Koivuinemi, 2019). When we don’t understand those norms, we often
interpret the words and actions of others through our own cultural lens. Unfortunately, this
ethnocentric perspective can easily lead to false impressions and damaged relationships.

The new realities of police cooperation and leading in the international level ask for
culturally attuned and emotionally sensitive global police leaders who can react to the
challenges of the particular foreign environments of various countries and complex
interpersonal work situations. Scholarly works (Alston, 2009; Bar-On, 1997, 2000; Clawson,
2009; Goleman, 1995, 1998; Hatfield, 2009; Heifetz & Linsky, 2002; Kaiser, Hogan, & Craig,
2008; Mayer, Roberts, & Barsade, 2008; Nelson & Low, 2011; Northouse, 2007; Ozbun, 2011;
Salovey & Mayer, 1990; Shuck & Herd, 2012; Whetten & Cameron, 2010; Yukl, 2010) and
practical experiences show that Emotional Intelligence (EI) is one of the emerging concepts,
which is essentially relevant to the development of efficient global leaders and for promoting
better cross-cultural interaction. Also for police leaders with the different frame of
responsibility, it is important to be self-aware and empathetic and be able to read and regulate
their own emotions while intuitively grasping how others feel and gauging their organization’s
emotional state. The most gifted leaders accomplish that by using a mysterious blend of

psychological abilities known as EIL
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The purpose of the research is to explore how the EI impacts to successful police
leadership and cooperation in a global world.

Methodology. To achieve the aforementioned purpose in this essay following methods
of research would be applied:

. Method of scientific literature analysis- for disclosure of theoretic aspects
presented by various scholars regarding the concepts of EI and leadership as supporting
arguments for scientific reasoning;

. Method of synthesis- for presenting the comprehensive synthesis of the concepts
of EI and leadership by separately analyzing and combining different elements of those notions;

. Method of content and source analysis- for the analysis of scientific literature;

. Method of comparative analysis- for analysis of the concepts and theoretical,
practical aspects of successful leadership, the notions of EI and its positive effect on leadership.

. Method of historical analysis- for analysis of the historical development of
concepts of EI and leadership.

o Method of empirical analysis- for generating results from the author’s personal
professional experience, which in turn, grounded with documents and scientific literature, will
assist to elaborate recommendations.

. Methods of logic and generalization- will be used in summarizing the analyzed

theoretical and practical scientific material and providing the conclusive remarks.

EI AS A KEY CONCEPT TO SUCCESSFUL POLICE LEADERSHIP AND
COOPERATION IN THE GLOBAL WORLD

The challenges of globalization and an alarming tendency of cross-border crimes shoved
that wellbeing of the EU citizens depends on police organization's ability to ensure a high level
of security in all Member States. The problem is that no one State can solve these limitless
global issues by acting separately. However, by joint efforts on European level may lead to a
solution and reduce the concern of citizens. There always should be available effective and
synchronized tools, which are provided by the equal vision of the problems and global
management. In the same time the international cooperation within the EU and the global world
is also a key to tackle this question, but one of the obstacles which disturb the implementation
of internal and international security measures in particular and any reform, in general, is an

absence of strong strategical and global leaders in police organizations.
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Role of Emotions and EI in Police Work and Leadership

It is widely acknowledged that successful global leadership requires multiple
intelligences (Appendix 1), but one of the key concepts, which has a significant impact to
leadership skills is the EI, which is especially topical for the police leaders. Policing makes
great emotional demands on officers (Martin, 1999), who are required to deal with myriad crisis
situations while maintaining order, delivering service, and controlling the criminal element.
Even more than bravery and physical strength, the work demands savvy communication and
human relations skills that may be unrecognized and undervalued by officers themselves that
is why police leaders must be proactive change agents with high cooperation skills utilizing EI
to enhance the organizational culture of their agency. Well known leadership author Warren
Bennis (2001) went further suggesting that EI, more than any other asset, more than intellect or
technical expertise is the most important overall success factor in careers. It is obvious that
emotions are central in every relationship aspect of our lives, including family, friendships, and
the workplace. Managed proactively and effectively, emotions can improve our relationships
as well as the cooperation in general. They can guide and direct our thinking to include actions
that are realistic and appropriate, even saving our lives. Unmanaged, emotions can “hijack”
reasoning and logic, contributing to responses we may subsequently regret. To more effectively
protect and serve the public as well as take part in international operations, police officers and
leaders have an obligation to learn to appropriately monitor their own and other’s emotions and
use this knowledge to guide their thinking, action, and decision making. When progressive
police leaders explore all available tools at their disposal to combat the current social disdain
toward the police profession, a clearer understanding of EI becomes essential on different levels

of policing.

EI Concept’s Development

John Mayer and Peter Salovey first coined the term EI in 1990 and have continued to
conduct research on the significance of the construct. Their pure theory of EI integrates key
ideas from the fields of intelligence and emotion. They further mentioned that EI is based on a
model of intelligence. It proposes that EI is comprised of two areas: experiential (ability to
perceive, respond, and manipulate emotional information without necessarily understanding it)
and strategic (ability to understand and manage emotions without necessarily perceiving
feelings well or fully experiencing them) (Mayer & Salovey, 1997). Their four-branch model

identifies EI as being comprised of a number of mental abilities that allow for the appraisal,
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expression, and regulation of emotion, as well the integration of these emotion processes with
cognitive processes used to promote growth and achievement (Salovey & Grewal, 2005;
Salovey & Mayer, 1990)(Appendix 2).

Reuven Bar-On is another prominent scholar researching the EI constructs and the creator
of the emotional quotient term. From a slightly different perspective, Bar-On refers to the EI as
to the concern of understanding oneself and others, adapting to and coping with immediate
surroundings to achieve success when dealing with environmental requirements (Bar-On, 1997)
(Appendix 3).

Daniel Goleman, a psychologist and science writer who has previously written on brain
and behavior discovered the work of Salovey and Mayer in the 1990s. Inspired by their findings,
he began to conduct his own research in the area and eventually wrote landmark book which
familiarized both the public and private sectors with the idea of EI (Goleman, 1998). In this
book, he defines EI as the capacity for recognizing our own feelings and those of others, for
motivating ourselves, for managing emotions well in ourselves and in our relationships.
Goleman‘s (1998) first model of EI identified five domains, or dimensions, of emotional
intelligence encompassing twenty-five competencies. Three dimensions, self-awareness, self-
regulation, and motivation, described personal competencies related to knowing and managing
emotions in one‘s self. The remaining two dimensions, empathy, and social skills described
social competencies related to knowing and managing emotions in others. As Goleman refined
his model, the self vs. others distinction would remain an important dimension of his emotional
intelligence typology. A statistical analysis by Richard Boyatzis (2000) supported collapsing
the twenty-five competencies into twenty, and the five domains into the four: self-awareness,
self-management, social awareness, and relationship management (Boyatzis, Goleman, &
Rhee, 2000) (Appendix 4).

No matter of the discrepancies between definitions of EI, what is clear is that El is distinct
of what is known as a standard intelligence. EI quotient is defined as an array of skills that
prove one’s ability to identify and understand own behaviors, moods, and impulses and conduct
him to best respond to the requirements of a certain context (Kasapi & Mikiotis, 2014).
McGarvey (1997) defines EI as the talent to relate with people and grasp their emotions, a
quality vital for the management of employees, attraction of citizens and colleagues.

Stys and Brown (2004) highlighted the existence of three main models of EI. The model
of Salovey and Mayer (1997) defines EI as a pure cognitive ability. A second model by Bar-

On (1997) considers EI as a form of mixed intelligence, driven by cognitive skills and
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personality aspects, influencing the general well-being. The third model established by
Goleman (1998) also suggests that EI is a mixed intelligence that involves cognitive ability
and personality features. However, compared to Bar-On model, Goleman construction indicates
how cognitive and personality aspects lead to work environment success.

Harms and Credé (2010) suggest that EI can be approached as either a trait or an ability.
In the first case, El is an innate factor that enables and promotes wellbeing. In the second case,
El is important to comprehend and manage emotions, as well as understand and integrate them
into cognitions. Debates about the positioning of EI has led Mikolajczak et al. (2009) to build
a tripartite model of EIl introducing three levels of EI: knowledge (what individuals know about
emotions and the management of emotion-laden situations), abilities (what one can do), and

traits (what people actually do) (Appendix 5).

EI as a Key Concept to Successful Police Leadership and Cooperation

Daniel Goleman, the foremost contributor to the field of EI and leadership underlined that
leaders with a high EI level are crucial to organizational success. They have the ability to seize
employees’ feelings related to their work environment, solve the issues that arise, manage their
own emotions to gain the staff confidence and understand the political and social agreements
within an organization (Goleman, 1998, 2001). The literature also notes a successful global
leader ability to increase the performance of the organization by establishing a particular work
climate (Carmeli, 2003).

The scholarly works have developed a large number of theories that outline which
features define the most effective leader. The academic research studies two distinct types of
leaders: transformational and transactional (Mandell & Pherwani, 2003). Transformational
leaders raise interest among subordinates, create a different working environment, increase the
visibility of the company goals, offers assistance in order to improve the performance of the
organization employee and motivate staff to put the best interest of the company over their own
interests. Alternatively, transactional leaders reward or discipline subordinates in accordance
with their performance. As described by Bass and Avolio (1994), transactional leaders focus
on work guidelines, task accomplishment, and employee positive outcomes. Given the
similarities that exist between the features of transformational leaders and EI (empathy, inter
and intrapersonal skills, self-awareness), large academic evidence document a clear relationship
between the concepts (George, 2000; Daus & Ashkanasy, 2005; Harms & Crede, 2010).

Complementing a leader’s EI that enhances performance, employee engagement has also been
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a central topic in organizational science as a determinant of success at the workplace. As it was
identified, leaders with the high level of EI better involve employees in the teamwork and are
more successful in the cooperation (Robinson et al., 2004; Harter et al., 2009).

As leadership is a dynamic exhaustible reality, success highly depends on the followers
and situational context (Marques, 2007). The essential characteristic of a performing leader is
given by his skills in successfully analyzing cases and formulating the optimal response at a
given time. George (2000) highlighted the critical role of emotions in the leadership process. In
addition, Marques (2007) documented that the ability to control emotional impulses, understand
and manage them greatly supports successful relationship development and the solving of
conflicts. Intrapersonal and interpersonal abilities associated with EI are a skill set most
commonly cited by scholarly works (Dulewicz & Higgs, 2003; Rosete & Ciarrochi, 2005;
Downey et al., 2006). The literature offers extensive empirical evidence on the positive effect
of EI on leadership effectiveness (Goleman, 1995, 1998; Wong & Law, 2002; Coetzee &
Schaap, 2004; Leban & Zulauf, 2004; Srivastava & Bharamanaikar, 2004; Kerr et al, 2006).
ED’s impact on management performance is one of the main discussion points in the current
leadership debates. As indicated by Goleman (1997) important leadership skills highly depend
on the on the competencies to understand and control emotions at the workplace; hence the
ability accompanied with EI will influence the capability to lead people. In addition, since the
leader’ emotions influence their employees’ behavior, the EI is treated as one of the major
factors to distinguish between successful and unsuccessful leaders (Bagshaw, 2000; Dulewicz
and Higgs, 2000). Schutte et al. (1998) suggested that EI of leaders is powerfully connected
with a modern corporate culture including greater optimism, less depression and lower
impulsivity levels in the working environment. George (2000) study showed that EI fostered
by leaders would lead to increased employee motivation, cooperation, financial results, and
productivity. Given that, the EI cannot be delineated from the notion of leadership, which
explains the rationale for considering this link in any organization. Emotionally intelligent
individuals perform a successful leadership (Zeidner, 2001).

Singh (2009) conclusions show that increased EI facilitates problem-solving in any
circumstance, encourages and stimulates employees. Under the police working environment,
relationship construct proves especially important and significant. Presently, employees are
particularly attracted to a leader’s ability to understand, cooperate and create powerful
connections that enhance their performance. Jordan et al. (2002) stressed that emotionally

intelligent individuals possess valuable skills to create cohesive and performing teams in a more
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efficient manner compare to less emotionally intelligent people. EI leaders have the ability to
optimally solve any issue arising at a certain moment, and adjust their style in order to obtain
the finest outcomes from every employee of the company. Highly EI people stand out as
successful leaders because of their predisposition to a more transformational leadership style
(Zafra et al., 2008). As far as an EI leader is sensible to emotional consciousness, self-esteem,
impressionability, improvement, innovation, risk-taking, service direction, communication,
building of relationships and mutual flexibility (Kulkarni et al., 2009), it is possible to conclude
that the concept of EI positively correlates also with the ability to ensure the successful
cooperation.

There are a plethora of papers that document a substantial impact of leaders' EI on the
performance of employees and organizations, so also the teams, which have EI leader show in
general better cooperation skills (George, 2000; Ruderman et al., 2001; Bradberry& Greaves,
2003; Caruso, & Salovey, 2004; Voola et al., 2004; Lopes et al., 2004; Killian, 2011; Brackett
et al., 2011), what is extremely important coping with the global challenges and fighting with
the international crimes. The skills of highly EI leaders are crucial for the creation of an
encouraging environment that facilitates constructive empowerment schemes driving
subjective wellbeing (Akerjordet & Severinsson, 2008). In the same time highly El leaders have
superior abilities to help their subordinates maintain positive moods while interacting with other
people and performing emotional tasks (O’Boyle et al., 2010), what is vital in police work. The
ability of El individuals to turn all positive emotions into performance and to reverse the impact
of negative emotions transforming them into challenging objectives could unlock huge
opportunities for any police organization as well as facilitate cooperation (Law et al., 2004).
All previously meant studies show that the concept of El is very topical for the police leaders
as well as for successful international cooperation. It is also important, that among other
encouraging research finding it was identified that EI changes with age and can be improved
upon (Berman & West, 2008; Nelson & Low, 2011; Low & Hammett, 2012). This suggestion
that the ability to augment, nurture, and develop EI skills should resonate as good news for

police organizations in the local and EU levels.

CONCLUSIONS AND RECOMMENDATIONS

Growing evidence suggests El is a factor in predicting work performance that involves
regular interpersonal contact with people, what actually is the cornerstone of the police

profession, in the same time it was also identified, that the ability to understand yourself and
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others in a multidimensional framework is important not only to leaders in the local
organizations but to global leaders working in different countries and cultures. The overall
result of researches shows that EI plays a significant role in motivation, creativity, decision
making, negotiation, leadership and successful cooperation.

The high level of EI is especially important for police leaders in the period of such
dramatic changes, which are connected with the globalization processes, because leading of
police structures and organizations requires leadership from individuals skilled in global aspects
of cooperation and it means that are required leaders, which have the abilities to persist in the
face of adversity, endure in frustrating, confusing, and lonely foreign environments, adapt to
different ways of thinking, and elicit the right responses in cross-cultural interpersonal
relationships. Police leaders which are involved in international cooperation, even more, the
local leaders must have a high level of EI, what will aloud to spark positive energy in people
who come from different parts of the world and excite them. They must be able to connect those
people, allow them space to cross-fertilize ideas and achieve the highest degree of collaboration.
New global police leaders need to cope with cultural differences in positive ways, i.e. respect
towards different cultures, willingness to learn and adapt to new cultures; they need to
acknowledge the significance of cultural diversity, show readiness to embrace initiatives and
opinions regardless of which culture they come from, and they need the flexibility to move
around in culturally prolific environments, what is actually impossible to provide without the
high level of EI. An improved understanding of EI also can act as a countermeasure to the ever-
present volatility, uncertainty, complexity, and ambiguity demands of the 21st-century police
officer and leaders, which must act in a global world.

During the scholarly analysis, it was identified, that for the EU the need for local police
leaders of transformation to global police leaders has never been so urgent, but this process
requires the development of definite competencies and there is still not a clear vision on what
it means to be a global police leader. One thing is clear, that it is erroneously to promote leaders
to international assignments based only on technical and organizational skills without taking
into consideration the multidimensional concept of intelligence, which includes rational and
logic-based verbal and quantitative intelligence, EI and CI.

The good news is that the key to making a change in the quality of police leadership is to
understand that EI skills can be taught, improved upon, and put into everyday police practice,
operations and cooperation. It is possible to improve EI competencies of leaders and teach them

to leverage strengths and find ways to compensate in areas where they are either average or
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underperforming. Taking into the consideration previously meant fact it is obvious that
necessary to embrace EI as part of police leadership development programs and that way to
impact on improved levels of global performance and cooperation.

During the police leaders’ selection and promotion processes, organizations must either
select or promote leaders with the appropriate skills or develop its existing leaders in those
skills, particularly as they relate to EI. Furthermore, it must either choose those who possess
high levels of motivation to be successful leaders or develop those motivations in them.

From an organizational perspective, developing successful global police leaders is not
just the task of the human resources department, rather, the entire organization must be involved
in areas such as mentoring, coaching, role modeling, assessment, education, and providing
experience. Only then can the organization expect the improvement of skills in police leaders
and better international cooperation.

Directions of future research of EI in the context of police leadership and international
police cooperation may refer to the investigation of the concept of CI. In 2003, Christopher
Earley and Soon Ang claimed that EI may not transfer across borders if the symbolism and the
ability to respond to the affective states of others carry different interpretations across cultures
(Earley & Ang, 2003). Therefore, successful international cooperation for police leaders it is
important to recognize the role of cultural and policy differences in general in order to achieve

improvements and progress in police work on the national and international level.

Appendix 1
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Appendix 2
Mayer and Salovey’s EI model
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Source: https://www.researchgate.net/figure/The-Mayer-and-Salovey-1997-four-branch-model-of-emotional-
intelligence-El-abilities_figl_317825018

Appendix 3

Bar-On’s EI model
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Appendix 4

Goleman’s EI model
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Appendix 5

Mikolajczak, Petrides, Coumans & Luminet’s EI model

Emotional Intelligence
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Source: Mikolajczak, M, Petrides, K.V., Coumans, N., & Luminet, O. (2009). The moderating effect of trait
emotional intelligence on mood deterioration following laboratory-induced stress. International Journal of
Clinical and Health Psychology, 9(3), 455-477.
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