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abstract The purpose of the study was to examine the relationship between emotional intelligence and transformational leadership style 
and leadership effectiveness among academic heads in national universities in Sri Lanka. The Multifactor Leadership Questionnaire (MLQ 
form5x) developed by Bass & Avolio (1992) examined the transformational leadership style of academic heads as perceived by academic 
subordinates. Emotional Competence Inventory 2.0 (Sala, 2002) measured the four dimensions of emotional intelligence. The four dimensions 
were self-awareness, self-management, social awareness, and relationship management. Correlation and stepwise regressions were used to 
analyse the relationship between the variables of emotional intelligence and transformational leadership and leadership effectiveness in 
national universities in Sri Lanka. 

The statistical results of the study revealed that there was no statistically significant relationship between emotional intelligence and 
transformational leadership style of heads of the academic departments perceived by academic subordinates. The relationship between total 
emotional intelligence and leadership effectiveness was not significant. 
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Introduction

National universities differ from other complicated social 
institutes in many ways. They have complicated objectives, 
difficult job processes, academic freedom, autonomy as 
well as the unique structure of the university which serve 
the students who are both the customers and the products of 
the system (Arasteh, 2005). Higher educational institutions 
fall into a distinctive class of organisations whose main 
characteristics are uncertainty and conflict (Lindsay, 1983).  

Faculty members are the major source of university 
education and they become effective in fulfilling his or her 
academic duties with a supportive and positive environment. 
Creating such an environment is very important in the 
national universities. 

Leaders are in charge of creating a shared faculty vision, 
and are responsible for developing an organisational 
climate, which is conducive to motivating and developing 
faculty members. The heads of departments as managers 
should motivate, evaluate, reward and provide development 
opportunities for their faculty and these activities are directly 
affect the faculty members’ attitudes, behaviours, and 
performance. The university management style develops 
based on the tasks, which are essentially different from those 
of the other organisations.

At present, several trends are expected to challenge in 
national universitiesin Sri Lanka. Such as greater competition 
for students, more demanding, career-oriented students, 
higher expectations and universities should contribute to the 
development of a learning society and globalisation of the 
education industry. 
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Emotional intelligence (EI) is considered as an important 
factor in a successful leader (Goleman, 1998). In the fi eld 
of higher education, academic head’s leadership is most 
important when guiding and directing their departments. 
Despite theoretical links betweenemotional intelligence and 
leadership, there has been relatively little empirical research 
examining the relationship between emotional intelligence 
in the workplace and effective leadership (Gardner & 
Stough, 2002) particularly in the National Universities. 
Earlier researches have proposed that in leadership, dealing 
effectively with emotions may contribute to how one handles 
the needs of individuals, how one effectively motivates 
employees, and makes them feel at work (Goleman, 1998). 
Today’s effective leadership skills have been described 
to depend, in part on the understanding of emotions and 
the abilities associated with EI (Cooper & Sawaf, 1997; 
Goleman, 1998). 

Transformational leadership has been found to be consistently 
related to organisational and leadership effectiveness in well 
over 100 studies (Bryman, 1992; Lowe, 1996) as quoted by 
Reeds (2005). Transformational leaders believe in the need 
for change. They, then establish clear vision for the future 
of the organisation, and provide a model that is consistent 
with the vision. They promote the acceptance of group goals 
and provide individualised support afterwards. As a result, 
followers of transformational leaders often feel trust and 
respect towards the leader and are motivated to do more than 
they are expected to do. 

Pro���� St�t���nt

Today national universities in Sri Lanka face number 
of challenges. These include lack of relevance of many 
programmes, diffi culties in fi nding employment from current 
programmes, inadequate Quality Assurance mechanisms for 
the entire national university System (Wijewardana, 2010). 
National university system in Sri Lanka should produce 
skilled, hardworking and innovative graduates because Sri 
Lanka needs research and innovation capacity to promote a 
dynamic economic development.

Because of that reason, universities are attempted to advance 
themselves in academic programs, research and innovation 
and academic excellence and they are trying to keep their 
status in the competitive environment. Academic heads play 
an important role in the success of institutions of higher 
education. They are established to develop, preserve, and 
transmit knowledge. 

It is believed that the success of each national university 
is measured by the success of its departments. Heads of 
departments are the fi rst line leaders of each and directly 
infl uence the quality of their departments. Academic heads 
have to manage the department fi nances, implementing 

departmental laws and rules to duties such as curricular 
changes, conducting lectures evaluations, recruiting 
new lecturers and staff, maintain proper records about 
lectures, staff and students, administrating and supervising 
scholarship and organizing general activities such as faculty 
meetings and social events.They want to transform their 
status to world recognize programmes. But there are many 
trends of education in the world and vice chancellors and 
academic heads are trying hard to realise the new trends 
of education.However all the universities are governed by 
the University Grants Commission in Sri Lanka. Under 
the limitations of UGC, national universities can recognize 
their status in programs, research, publications, faculties, 
students, innovations, collaborations, industry linkages and 
entrepreneurships through certifi cations like ISO and other 
relevant recognitions. 

To achieve such objectivesin national education institutes, 
leaderplays a vital role to guide the direction and 
implementation of processes towards improvement. Leaders 
can direct human resources toward the strategic objectives 
of the organisation and ensure that organisational functions 
are in line with the external environment. There must be 
a connection between individuals and groups and how 
emotional intelligence improves the performance, how 
organisation can acquire, develop, and retain human capital. 
Exactly how, and to what extent emotional intelligence 
accounts for effective transformational leadership is 
currently unknown (Palmer., 2001).

Therefore this study aims at investigating the relationship 
between emotional intelligence of academic heads, their 
leadership style and leadership effectiveness.

R����rc� Qu��tion�

 1. What is the relationship between the emotional 
intelligence of academic heads and their 
transformational leadership as perceived by academic 
subordinates in national universities in Sri Lanka?

 2. What is the relationship between emotional intelligence 
of academic heads and their leadership effectiveness 
perceived by academic subordinates?

 3. What is the level of emotional intelligence of academic 
heads in national universities in Sri Lanka?

 4. What is the level of leadership effectiveness of 
academic heads in national universities in Sri Lanka?

O���cti��� o� t�� Stud�

The objective of the research is examining the relationship 
between the emotional intelligence of academic heads, their 
leadership style and leadership effectiveness in the higher 
education institutes in Sri Lanka.
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Specifi c objectives are;
 i. To determine the relationship between emotional 

intelligence of academic heads and their 
transformational leadership style as perceived by 
academic subordinates in national universities in Sri 
Lanka.

 ii. To determine the relationship between emotional 
intelligence of academic heads and their leadership 
effectiveness perceived by academic subordinates?

 iii. Identify the level of emotional intelligence of academic 
heads in national universities in Sri Lanka?

 iv. Identify the level of leadership effectiveness of 
academic heads in national universities in Sri Lanka

Conc��tu�� Fr����or�

The conceptual framework employed in the study to 
determine the relationship between the emotional intelligence 
and transformational leadership behaviour. 

Lit�r�tur� R��i�� �nd t�� St�t���nt� 
o� H��ot�����

Transformati onal Leadership and Emoti onal 
Intelligence

In the last few decades, within the fi eld of leadership, 
transformational leadership behaviour has come to represent 
the most effective form of close engagement between leaders 
and followers that motivates the latter to perform beyond 
their transactional agreements (Wang & Huang, 2009).

Studies have shown that transformational leadership is 
associated with effective leaders (Griffi th, 2004). Leaders 
engaging in transformational behaviours have been shown 
to produce a variety of positive outcomes in organisational 

settings. Transformational leadership has consistently been 
linked to high levels of efforts (Seltzer & Bass, 1990), 
performance (Yammarino & Bass, 1990), and satisfaction 
with the leader (Seltzer & Bass, 1990; Lowe, 1996).

Goleman (1998) states that transformational leader is 
one who practices an emotional craft and is high in 
emotional intelligence. He concludes by claiming that a 
transformational leader is one who is highly emotionally 
intelligent. Goleman’s view was supported by Kupers 
& Weibler (2006) who suggest that as transformational 
leadership demands leaders who are emotionally self-
aware and capable for an emotional self-management, all 
transformational components require personal emotional 
intelligence competencies.

Bass and Avolio (1996) as cited by Reeds (2005) point out 
that transformational leadership comprises four dimensions: 
Idealised infl uence, Motivation, Intellectual stimulation and 
Individualised consideration.

Barling (2000) asserts in his study that individuals high 
in emotional intelligence would be more likely to use 
transformational behaviours. Another study by Barling 
(2000) found that individuals with greater emotional 
intelligence report greater scores in inspirational motivation, 
individualised motivation and individualised consideration, 
components of transformational leadership. Based on 
the above studies the researchers suggested that there is a 
signifi cant relationship between emotional intelligence 
and transformational leadership style. Based on the above 
literature it is postulated that 

hypotheses 1

H1: There is a signifi cant relationship between the 
overall emotional intelligence of academic heads and 
transformational leadership style as perceived by academic 
subordinates.

figure 1: conceptual framework
 

Independent variable     dependent variable 

     +   Transformational 
Leadership Style 

Emotional Intelligence 
of academic heads + 

Leadership 
Effectiveness 
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Emoti onal Intelligence and Leadership 
Eff ecti veness

Transformational leaders are consistently rated by 
subordinates as being more effective leaders and have been 
consistently linked with greater performance and success 
(Lowe & Kroeck,1996). Kerr et al.’s, (2006) study indicated 
that an individual’s emotional intelligence may indeed be a 
key determinant of effective leadership.

Goleman (1998) argues strongly that emotional intelligence 
is a prerequisite for successful leadership. Sivanathan & 
Fekken (2002) report in their study that leaders reporting 
greater emotional intelligence were perceived to be more 
effective as leaders. According to Gardner & Stough (2002) 
study, the outcomes of leadership will correlate signifi cantly 
with the components of emotional intelligence. Therefore, 
leaders with high levels of emotional intelligence have an 
aptitude to tap into their followers and lead transformationally 
and as result effectively.

Goerge (2000) proposes that emotional intelligence plays 
a role in leadership effectiveness and according to him the 
ability to manage moods and emotions in one and in others 
theoretically contribute to the effectiveness of leaders. Based 
on the above literature it is postulated that 

hypotheses 2

H2: There is a signifi cant relationship between the overall 
emotional intelligence of academic heads and leadership 
effectiveness as perceived by academic subordinates.

R����rc� M�t�odo�o��

Research Setti  ng, Design and Sample

The target population for this study is all the lecturers in 
Sri Lankan national universities and it is approximately 
4000. This study is confi ned to the lecturers and heads of 
the departments of three faculties located in three national 
universities within Colombo District in Sri Lanka. The 
study population of the study is 20 academic heads and 
250 lecturerswho have been working in those faculties 
in permanent basis. Hence for the study the entire study 
population will be considered as the sample and such method 
is popularly known as universalistic perspective of sampling.  
As the researchers have decided 250 questionnaires were 
distributed among faculty members of those universities.
All the relevant instructions were given in the questionnaire. 
The lecturers were asked to fi ll the questionnaire by paying 
attention to the EI, transformational leadership style 
and leadership effectiveness of their current head of the 
department. However only 107 questionnaires were returned 
and only 102 were in usable state.The response rate is nearly 
40%.

Measurement

Two popular instruments will be applied and administered. 
The Multi Factor Leadership Questionnaire (MLQ5x) was 
used to measure heads of academic department’s leadership 
style and their leadership effectiveness as perceived by 
lectures. It was designed and developed by Bass & Avolio 
(2000). This instrument is commonly employed for 
organisational surveys. It has been designed based on a 
fi ve- point Likert scale and the rating scale for leadership 
items include: not at all (0), once a while (1), sometimes (2), 
fairy often (3), not always (4). The MLQ includes 45 items. 
36 items represent the nine leadership factors, fi ve factors 
for transformational, three factors for transactional and 
one factor for laissez-faire leadership. Each factor consists 
of four items. Nine items assess three leadership outcome 
scales that are effectiveness (4 items), extra effort (3 items), 
and satisfaction (2 items). 

The second instrument is Emotional Competence Inventory 
(Boyatzis et al., 2000) 

 It will measure the emotional intelligence domains of 
academic heads. The instruments are collected raw data 
entered and analysed using co relational statistics.   

A hierarchical regression analysis will be conducted 
to determine if emotional intelligence is a predictor of 
transformational leadership style. The SPSS for Windows 
Statistical Package is used to test the model.

D�t� An����i� �nd Pr���nt�tion

Demographic Factors of the Respondents

Emotional intelligence and leadership style may be 
infl uenced by demographic characteristics such as gender, 
age, and education level (Mayer., 2002). The academic 
subordinates sample consisted of 50 males and 52 females 
and academic headssample consists of 10 males and 7 
females. 64 of the academic subordinates were under the age 
of 35. 9 were between the ages of 36 and 45, 26 lecturers 
were between the ages of 46 and 55, and 3 lecturers were 
over 55. 2 academic heads were between the ages of 25 to 
35, 09 were 36 to 45 and 6 were over 46. Table 1 shows 
that summary of marital status academic heads. According 
to the statistical results constitute 100% academic heads are 
married. Among the academic subordinates 68.6% lecturers 
are married while 31.4% are unmarried. With regard to the 
level of education, 50% of lecturers and 72.2% academic 
heads were qualifi ed in masters while 36.3% lecturers were 
bachelor’s degree holders. 13.7% of academic subordinates 
and 27.8 academic heads were qualifi ed withdoctoral degree.
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Correlati on between Emoti onal Intelligence 
and Transformati onal leadership

Table 1 shows the analysis of the correlation between the 
four domains of emotional intelligence. There was a negative 
non-signifi cant correlation between overall emotional 
intelligence score of academic heads and transformational 
leadership style as perceived by lecturers. Therefore 
hypothesis H1was not supported.

Self-awarenesswas not correlated with idealised infl uence 
(r=-.054) and intellectual stimulation (r=.33). There is a 
signifi cant negative relationship at the 0.01 level (r= -.224) 
between the self-awareness and inspirational motivation and 
(r= -.213) between individualised consideration as perceived 
by lecturers.

Self-management was not correlated statistically with 
idealised infl uence (r=-.54) and intellectual stimulation 
(r=-.33). Negative signifi cant level at 0.01 (r= -.224) was 
in self-awareness and inspirational motivation and (r= 
-.213) between individualised consideration. There was 
a non-signifi cant correlation in social awareness with (r=-
.014) idealised infl uence, (r=.180) inspirational motivation, 

(r=0.39) intellectual stimulation and (r=.029) individualised 
consideration as perceived by lecturers.

Relationship management was not correlated statistically 
with idealised infl uence

 (r= -.072) and intellectual stimulation (r=-.057), intellectual 
stimulation (r=.088) and individualised consideration 
(r=.124) as perceived by lecturers.

Correlati ons between Emoti onal Intelligence 
and Leadership Eff ecti veness

Table 2 shows the results of the emotional intelligence and 
leadership effectiveness. Four dimensions of emotional 
intelligence have been studied with the factors of leadership 
effectiveness.

Analysis of the correlation between them shows the values as 
self-awareness (r=-.054, p<0.01), self-management (r=-.54, 
p<0.01), social awareness (r=-.040, p<0.01) and relationship 
management (r=-.31, p<0.01) and there was a negative non-
correlated relationship between emotional intelligence and 
leadership effectiveness. Therefore, H2 was not supported.

table 1: correlation between emotional Intelligence and transformational leadership

1 2 3 4 5 6 7 8 9

Self-awareness
Sig

1

Self-management
Sig

1.000** 1
.000

Social Awareness
Sig

.461** .461** 1
.000 .000

Relationship Management
Sig

.883** .883** .663** 1

.000 .000 .000

Total Emotional
Sig

.945** .945** .710** .964** 1

.000 .000 .000 .000

Idealised Infl uence
Sig

-.054 -.054 -.014 -.072 -.055 1

.593 .593 .890 .472 .582

Inspirational Motivation
Sig

-.224* -.224* .180 -.057 -.098 .223* 1

.024 .024 .071 .573 .329 .025

Intellectual Stimulation
Sig

.033 .033 .039 .088 .054 .241* .084 1

.745 .745 .694 .378 .587 .015 .401

Individualised Consideration
Sig

-.213* -.213* .029 -.124 -.150 .270** .264** .283** 1

.032 .032 .771 .214 .131 .006 .008 .004

Total 
Transformational  Leadership

-.196* -.196* .097 -.077 -.109 .661** .640** .572** .720**

.049 sig .049 .277 .000 .000 .000 .000

*. Correlation is signifi cant at the 0.05 level (2-tailed).

**. Correlation is signifi cant at the 0.01 level (2-tailed).
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In previous studies, transformational leadership was related 
to leadership effectiveness (Lowe, 1996). Additionally, it 
was stipulated that emotionally intelligent leaders should 
have a higher aptitude to tap into their followers and hence 
lead them transformationally.

Regression of Transformati onal Leadership 
with Emoti onal Intelligence

Stepwise regression analysis was calculated using each 
component of emotional intelligence as independent 
variable and transformational leadership as the dependent 
variable. The emotional intelligence of self-management 
and transformational leadership (B=.196, p<0.01) was not 
followed by relationship management as the secondary 
predictor of transformational leadership. According to 
Table 3 the highest adjusted R square was .061 and which 
indicated 6.1% variation on total transformational leadership 
at 0.38 level. F value is higher than of self-management on 
relationship management at the same signifi cant level. There 
is no signifi cant relationship between emotional intelligence 
and transformational leadership style.  

Emotional Competence Inventory was used to analyse level 
of emotional intelligence of academic heads. Table 4 shows 

the mean of the each components of emotional intelligence.

Levels of Emoti onal Intelligence of Academic 
Heads

Level of emotional intelligence of academic heads was in 
high range in national universities. All the variables were in 
the high competency level butself-confi dence and teamwork 
and collaboration were in the medium level.

Findin��

The purpose of this study was to investigate the relationships 
among emotional intelligence, transformational leadership 
style and leadership effectiveness. 

It was hypothesised that academic heads emotional 
intelligence is not supported to use transformational 
leadership behaviours in the national universities in Sri 
Lanka.The examination of emotional competence inventory 
and MLQ (Multi Factor Leadership Questionnaire) scores 
showed statistically negative relationship between overall 
emotional intelligence and transformational leadership style 
of academic heads.

table 2: correlations between emotional Intelligence and leadership effectiveness

Self-
awareness

Self-management
Social 

Awareness
Relationship 
Management

Leadership
effectiveness

Self-awareness 1 1.000** .461** .883** -.054

Self-management 1.000** 1 .461** .883** -.054

Social Awareness .461** .461** 1 .663** -.040

Relationship Management .883** .883** .663** 1 -.031

Leadership effectiveness -.054 -.054 -.040 -.031 1

**. Correlation is signifi cant at the 0.01 level (2-tailed).

table 3: regression of transformational leadership and emotional Intelligence-stepwise

Model R Square R square 
change

Adjusted R 
Square

Standardised 
Coefficients Beta

F Sig.

1 (Constant) . .000
Self-management .196a .039 .029 -.196 3.975 .049

2 (Constant) .000
Self-management .196a .039 .029 -.575 3.975 .006
Relationship Management .283b .080 .061 .430 4.263 .038

a. Dependent Variable: Total Transformational
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In the literature it was highlighted that academic heads 
reporting higher emotional intelligence were perceived 
by lecturers to display better transformational behaviours 
(Goleman,1998). However, in the study it was not proved 
and hypothesis H1was not supported. It was expected that, 
the variables of emotional intelligence would positively 
correlate with four dimensions of transformational 
leadership. 

Hypothesis H1 stated that there is a negative non-signifi cant 
correlation between the four branches of emotional 
intelligence and transformational leadership style. None 
of these were supported in the study. The only signifi cant 
result of the entire comparison between the four dimensions 
of emotional intelligence and transformational leadership 
style was the inspirational motivation and individualized 
consideration thought the branches of emotional intelligence 
dimension of self-awareness and self-management at the 
0.05 signifi cant level.

Self-awarenesswas not correlated with idealised infl uence 
(r=.54) and intellectual stimulation (r=.33). There is a 
signifi cant negative relationship at the 0.01 level (r= -.224) 
between the self-awareness and inspirational motivation and 
(r= -.213) between individualised consideration as perceived 
by lecturers. Self-management non-correlated statistically 
with idealised infl uence (r=-.54) and intellectual stimulation 
(r=-.33). Negative signifi cant level at 0.01 (r= -.224) was in 
self-awareness and inspirational motivation and (r= -.213) 
between individualised consideration.

There was a non-signifi cant correlation in social awareness 
with (r=-.014) idealised infl uence, (r=.180) inspirational 
motivation, (r=0.39) intellectual stimulation and (r=.029) 
individualised consideration as perceived by lecturers.
Relationship Management was not correlated statistically 
with idealized infl uence (r= -.072) and intellectual 
stimulation (r=-.057), intellectual stimulation (r=.088) 
and individualised consideration (r=.124) as perceived by 
lecturers.

It was identifi ed through the study that the emotional 
intelligence is not related to the transformational leadership 
style. Transformational leadership style was rated by 
subordinates and emotional intelligence was measured 
through self-assessment questionnaire by academic heads. 
But in the previous studies leadership style and emotional 
intelligence was measured by the subordinates.

This study investigated the outcome of the research is 
not match with the literature (Bass, 2000). Leadership 
effectiveness is critical to maintain organisational successes 
and higher level of leadership effectiveness.  It can evaluate 
subordinate performance and transformational leaders not 
being rated as effective leaders by their followers.Analysis 
of correlation showed that there was a negative correlation 
between emotional intelligence and leadership effectiveness 
among the academic heads of national universities and 
their academic subordinates. Self-awareness (r=-.054), 
self-management (r=-.54), social awareness (r=-.040) and 
relationship management (r=-.31) were not proved the H2.

table 4: level of emotional Intelligence of academic heads

Dimension Competency Mean

Self-awareness
Emotional Awareness 4.5882
Accurate- Self-assessment 4.5882
Self-confi dence 4.1176

Self-management

Self-control 4.1765
Transparency 4.5294
Adaptability 4.4118
Achievement Drive 4.6471
Initiative 4.2353
Optimism 4.2353

Social Awareness Empathy 4.4706
Service Orientation 4.4706

Relationship Management
Developing Others 4.3529
Inspirational Leadership 4.2353
Chang Catalyst 4.1765
Infl uence 4.0000
Confl ict Management 4.1176
Team Work and Collaboration 4.1176
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Findings indicated that results of this study did not agree 
with various studies carried out in the past.Therefore 
H1 and H2 have not been proved through this study that 
there was no relationship between emotional intelligence 
and transformational leadership of academic heads and 
leadership effectiveness.

One of the main reasons for inconsistency of the fi ndings 
in this research with those of the previous research done in 
other settings in the world can be identifi ed as in Sri Lankan 
national universities, the procedure of appointing heads of 
the departments is based on seniority. The offi ce bearing 
period of head of the department is limited to three years. 
Once particular department head’s offi ce period is over, then 
the vice-chancellor of the university has the sole authority to 
appoint any of the lecturers as the next head of the department 
and such authority has been granted by the University Act.

But according to the traditions of the universities as well as 
to minimize the confl icts, the next most senior lecturer will 
be appointed as the new head of the department. According 
to some of the lecturers who made comments, they have 
observed that there are political infl uences as well with 
regard to appointing heads of departments. Once the leader 
is appointed purely based on seniority we can’t expect 
everybody to be a transformational leader and also effective 
leader. 

Most of the heads carry out all the administrative work 
within their offi ce period. Some of the heads complained 
that rather than attending meetings they don’t have time to 
engage in their academic and research work. On the other 
hand they are not motivated to do extra work. According to 
the current procedures head of the department is being paid 
monthly allowance and it is limited to Rs1000/= per month 
and it is not suffi cient for the work load carried out and risk 
taken by a head of the department.

In most of the professions there is a career ladder. If someone 
comes to a certain position and if he performs well he is being 
promoted to the next level in the hierarchy. But unfortunately 
in state universities in Sri Lanka there is no assurance or path 
for the heads to climb up the career ladder after completing 
head of the department position successfully. Once a head 
of the department completes his offi ce period for three years 
again he will become a normal lecturer in the department. 
But he has an opportunity to be the dean of the faculty. 
But again dean of the faculty is appointed not based on 
performance but based on the majority of the votes of the 
permanent faculty members. 

These are some of the reasons which affect adversely for 
heads to become transformational leaders. According to 
some lecturers who participated in the survey, there are 
heads of the departments who do not like to give up their 
position since they want to enjoy certain benefi ts.They are 
not even interested to do at least a PhD eventhough there 

are many opportunities available for Sri Lankan academics 
to do their doctoral studied now. Head of the department 
must be a role model specially for the junior lecturers in the 
department. All these reasons affect head of the department 
to be an effective leader.

R�co���nd�tion�

This study shows that there is no signifi cant relationship 
between emotional intelligence and transformational 
leadership style as perceived by academic subordinate. 
It is recommended that academic head should trust their 
subordinates and institutions to manage successfully 
situations and to concern about others. 

When implementing emotional intelligence in an academic 
situation, there should be positive interpersonal relationships 
and mutual trust between academic head and subordinates.

Emotional intelligence is not strong factor in the hiring and   
retention of academic heads in the national universities. 
Academic heads should get feedback from lectures in order 
to examine their leadership style and they should understand 
subordinate’s satisfaction and their leadership style and 
leadership effectiveness.

The research questions addressed in this study were related 
to the relationship between the emotional intelligence of 
academic heads and the perceptions their leadership style 
as perceived by subordinates. The results of this study 
would suggest that national universities might want to 
further evaluate that practice and determine appropriation of 
measuring theirleaders. This study focused on the mix model 
and this should be useful to the other universities to improve 
performance.

The results of this study should not be broadly generalised, 
they are still important to consider for today’s practitioners. It 
appears that many of the benefi ts to the regarding emotional 
intelligence to an individual’s leadership success and 
effectiveness still need to be identifi ed and confi rmed. This 
study showed that those relationships between emotional 
intelligence, leadership style and leadership effectiveness do 
not exist.

According to this study, there is no relationship between 
emotional intelligence of academic heads and their leadership 
style as perceived by subordinates and their leadership style. 
Goleman (1995; 1998a; 1998b; 2000) has claimed that the 
key to a leaders effectiveness and success in an organisation 
is their emotional intelligence. But this study suggests that 
there are no relationships between the two. This study was 
intended to address the gap between existing literature 
and current practice of the relationship between emotional 
intelligence and leadership effectiveness. It was identifi ed 
through this study that effective leadership is not related to 
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the individual emotional intelligence. But this is one study 
and it would not be true with other organisation. Researchers 
in the fi eld of HRD suggest that emotional intelligence 
is a key role of leadership development and leadership 
effectiveness (Drodge & Murphy, 2002).These results are 
contrary to what has been suggested by some researchers in 
HRD and other disciplines. This study provides additional 
information to the area of emotional intelligence, leadership 
and the fi eld of HRD.

 Hence it is very important to make necessary changes to 
the procedures adopted by the universities with regard to 
appointing new head of the departments. It is recommended 
to consider not only the seniority but also performance 
when appointing heads for department. It is also important 
to provide them fi nancial and other inducements and 
recognition for their good work. Since we know the 
universities are beurocratic organisations and it is not easy to 
implement new ideas, some heads may have visionary ideas, 
but due to so many restrictions they are not in a position to 
implement those innovative and creative ideas. Heads must 
be given freedom to implement their own creative ideas by 
making fl exible rules.

Su����tion� �or �utur� r����rc�

Further research is recommended using a similar design with 
larger samples with evaluation of academic heads emotions 
by the subordinates. It is better to use 360 degree instruments 
to measure emotional intelligence of leaders.

Use of emotional competence inventory and multifactor 
leadership questionnaire can be used to determine training 
needs, performance evaluation, and development purposes. 
According to this study there was a negative non-signifi cant 
relationship between emotional intelligence and leadership 
style. It explains the need of training and development. 
Emotional intelligence competencies should also be studied 
through the use of quantitative techniques between individual 
performance and organisational effectiveness. The question 
of gender differences in the area of emotional intelligence 
will be an area for further investigation.

Use of alternative measures of EI could also be investigated. 
Bar-On EQi, Genos Emotional Intelligence inventory and 
MSCEIT are different types of measures of emotional 
intelligence. Another measure recently developed or in 
development through the Institute for Personality and Ability 
Testing (IPAT) may merit further research. 

The construct of emotional intelligence itself also needs to be 
investigated further. The construct is viewed very broadly in 
some bodies of work and very narrowly in others. The term 
emotional intelligence has many defi nitions. A more close 
defi nition of emotional intelligence is needed for clarity and 
to assist future researchers and practitioners. 

In addition to clarity around the defi nition of emotional 
intelligence, the uniqueness of this construct needs to 
be investigated further. The question of whether or not 
emotional intelligence is contributing anything unique is an 
important one to answer. 

Another recommendation for future research is to study 
the concept of emotional intelligence from a qualitative 
perspective. It may be that emotional intelligence is diffi cult 
to be measured in the quantitative perspective. 

Emotional intelligence can be linked with many areas, 
like customer citizenship behaviour, job satisfaction, staff 
turnover, organisational developments. These areas can 
be used to investigate the relationship between emotional 
intelligence and these areas.

Though this study’s results should not be broadly generalised, 
they are still important to consider for today’s practitioners. 
It appears that many of the benefi ts espoused regarding 
emotional intelligence to an individual’s leadership success 
and effectiveness still need to be empirically confi rmed. This 
study showed that those relationships between emotional 
intelligence, leadership style and leadership effectiveness do 
not exist. Hence, further research is needed in the areas of 
this construct and associated measurement tools.

Conc�u�ion

The results of this study differed from those reported by 
Cheah & Shirley (2012). They evaluated the relationships 
of emotional intelligence, transformational leadership 
and leadership effectiveness of academic heads in higher 
learning educational institutions in Malaysia.  Buford (2001), 
using a mixed model perspective of emotional intelligence, 
found a relationship between emotional intelligence 
and transformational leadership. An examination of the 
relationship between emotional intelligence, leadership style, 
and perceived leadership effectiveness showed that there was 
no signifi cant relationship between emotional intelligence 
and transformational leadership style (Weinberger, 2003).

Emotional intelligence models are developed as ability 
(Salovey & Meyer, 1990), competencies model (Goleman, 
1998) and mixed model (Bar-on and Parker, 2000) in 
different countries. Individual’s attitudes and behaviours are 
different. To identify the level of emotional intelligence, it 
is not easy to describe the kinds of characteristics of leaders 
in various organisations. Instruments used in this study to 
identify the relation between emotional intelligence and 
transformational leadership are not pre-tested. There is 
another reason for not proving the research.

Most of the researches are conducted by western countries 
using these models. There is a cultural difference between 
western countries and Sri Lanka. Most of them like to be 
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treated as individuals rather than representatives. They 
believe people should have equal social, legal and political 
rights. There is no discrimination on the grounds of race, 
gender and marital status, physical and intellectual disability. 
Their ideas are open with other people. They also have 
shared value, respect for equal worth, dignity and freedom 
of the individual, freedom of speech and association.

But Sri Lankan context is totally different from them. Most 
of institutions and people do not have equal social, political 
and legal rights. Gender, age and physical discriminations 
are prevalent in Sri Lanka. Therefore this research is not 
proven with Sri Lankan context. 
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