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 Abstract 

This study attempts to identify the relationship between Sri Lankan Army officers’ 

performances of officers serving the Sri Lankan army and Emotional Intelligence. Four 

dimensions of Emotional Intelligence namely Self Awareness, Self Management, Social 

Awareness and Relationship Management were identified as independent variables in 

order to make a conceptual link between them and performance of Army officers as 

dependent variable. A sample of 147 Sri Lankan Army officers was taken covering the entire 

island. A structured questionnaire was used to gather data. Descriptive statistical analysis, 

Frequency analysis and correlations analysis were used as Analytical Tools. Findings 

revealed that emotional intelligence has a positive impact on employee performance with 

two domains namely Self Awareness and Relationship Management, however results do not 

support the hypothesis that Self Management and Social Awareness have significant 

influence on employee performance in the Sri Lankan military context.  

 

Key Words: Emotional intelligence, Self-awareness, Self-management, Social awareness, 

Relationship management. 

 

 

Introduction 

 
There has been a debate with regard to the effect of emotional intelligence of 

commissioned officers in security forces and their performance. Not only the performance 

itself of the commissioned officers, but in general scholars found that emotional intelligence 

plays a pivoting role in deciding performance of soldiers serving the armed forces. Role of 

leadership in the Sri Lankan army is becoming increasingly important since contemporary 

post war issues and challenges become more complicated. Army personal have to now 

perform secondary roles of military (rather than primary role of military that is combat 

duties), mainly nation building duties. A larger percentage of government employees in Sri 

Lanka consist of people serving the defense forces. Out of this, almost half of them are 

working in the Sri Lanka army. The military leaders or the commissioned officers need to be 

thorough in this new topic that has emerged, i.e. “emotional intelligence”, as these leaders 

command larger number of soldiers. From this research it is expected to examine the 

relationship between emotional intelligence and its impact on the performance of military 

officers in Sri Lanka army. 
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According to Bar-On (2002), Emotional Intelligence includes an array of non-

cognitive capabilities, competencies, and skills that influence one’s ability to succeed in 

coping with environmental demands and pressures. It increases the capacity to be aware of, 

control, and express one’s emotions, and to handle interpersonal relationships judiciously 

and empathetically. Emotional intelligence is one of the crucial factors to both personal and 

professional success. Goleman (1998) stated it is the capacity for organizing our own 

feelings and those of others, for motivating ourselves, and for managing emotions well in us 

and in our relationship. Emotional Intelligence is similar to the Army definitions on 

“situational awareness”, “common sense”, “maturity” and the “whole person” concepts. Post 

war Sri Lankan Army of the current era must have leaders with flexibility, adaptability and 

persuasiveness to be successful in its secondary roles. It is important for the Army leaders to 

posses emotional intelligence. This shows that emotional intelligence is exactly what the 

Army needs to inculcate, promote, and foster in its leaders at every level including 

commissioned and even non-commissioned officers. In Sri Lankan Army, annual 

confidential evaluation forms are used to measure personal qualities such as adaptability, 

persuasiveness. The Army has to identify theories of Emotional Intelligence for academic 

achievements of its officers to become successful leaders.  Most of the military manuals or 

doctrines do not discuss the emotional aspects of soldiers and their leaders in peace or even 

in combat. But emotional skills advanced by emotional intelligence are particularly critical 

to understand how soldiers react and carry out their duties. 

 

Objectives of the Study 

1. To identify the level of emotional intelligence of officers (leaders) in the Sri 

Lankan Army. 

2. To examine the relationship between Emotional Intelligence of officers in the Sri 

Lankan Army and their performance. 

3. To provide some recommendations on utilizing knowledge of Emotional 

Intelligence in shaping leadership behavior and management processes of military. 

 

Methodology 

This study adopted a survey method to investigate the impact of emotional 

intelligence on employees’ performance, i.e. the officers attached to Sri Lankan army. There 

are about 3500 officers serving in the Sri Lanka army, in various camps all over the country 

and under foreign missions. Out of 3500 officers, 5% of them is considered as the sample of 

the study. Therefore, a sample of 175 military officers was randomly selected from the 

military ranks of Second Lieutenant up to Colonel covering various military establishments 

in the country. Structured Self Administrated questionnaire was administered to the officers 

selected. The questionnaire used for the study was broadly divided into two sections. 

Personal information would be the first section of the questionnaire. The second section 

included questions to measure the level of emotional intelligence of military officers. The 

second section of the questionnaire consists of forty items. Where applicable, items used in 

previous studies were adopted to the purpose of this study to ensure validity of survey 

measures. All constructs were measured via a five-point Likert scale, the options of the scale 

varies from strongly disagree (1) to strongly agree (5).   Reliability of all constructs of 

independent variables was tested with Cronbach Alfa coefficients that were ranged from 

0.746 to 0.834 and they are accepted. To measure performance of military officers, data was 
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obtained from the annual performance appraisal form of employees. In data analysis, 

Pearson correlation analysis is used to analyze the correlation between emotional 

intelligence and employee performance. In addition, descriptive statistics were used to 

identify the level of emotional intelligence of the employees.  

Conceptualization 

Based on literature review this study developed the following conceptual framework with a 

view to achieving the formulated objectives. Accordingly, as the independent variables of 

the study, four Emotional Intelligence dimensions: Self-Awareness, Self management, 

Social Awareness and Relationship Management have been identified.  

 

 

 

 

 
 

Figure .1: Conceptual Framework 

 

On the other hand, Employee Performance is taken as the dependent variable of the study. 

Based on the above independents variables and the dependent variable following hypotheses 

are proposed for the study. 
 

H1- Self awareness has an influence on army officer’s performance 

H2 -Self management has an influence on army officer’s performance 

H3 -Social awareness has an influence on army officer’s performance 

H4 -Relationship management has an influence on army officer’s performance 

 

Results and Discussion 

Level of Emotional Intelligence  

During this study, an attempt was made to identify the level of emotional 

intelligence of Sri Lankan army officers. This was done by calculating the total scores of 

each domain of emotional intelligence based on 5 point Likert scale.  Accordingly, all the 

items embedded in the construct were grouped mainly into three categories. The three 

categories namely are: Low, Medium and High respectively. Specifically, the total sore that 

falls between 1-25 is considered as low level emotional intelligence, the total sore which 

falls between 26 to 38 is taken as medium level while sores between 39-50 are considered as 

high level of emotional intelligence.  

 

 

 

Employee 

Performance 

 

Leaders EI Dimensions 

1.   1. Self-Awareness 

   2. Self-Management 

   3. Social Awareness 

   4. Relationship Management 
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Table:1. Frequency Analysis of EI Domains - Self Awareness 
 

Total 

Score 

1 to 10 

on Grid 

Level of Self 

Awareness 

Number of 

Respondents 

Percentage   

% 

Cum 

Percentage % 

10-20 
1 

Low 10 6.81 6.81 
21-25 2 

26-30 3 

Medium 112 76.19 83.00 
31-33 4 

34-36 5 

37-38 6 

39-40 7 

High 25 17.00 100 
41'-43 8 

44-46 9 

47-50 10 

Total  147 100 100 

 

According to the findings, total of 10 respondents covering 6.81% officers fall into 

the lower level of Self Awareness domain. Similarly, 76.19% of the officers fall into the 

medium level of Self-awareness domain and more importantly, 17.00% of the officers have 

higher level of Self-Awareness. Accordingly, it can be seen that more than 93% of officers 

have at least medium level of self awareness. The findings clearly indicate that, among the 

majority of officers in Sri Lankan army, Self-Awareness exist at a reasonably higher level. 

 

Table: 2. Frequency Analysis of EI Domains - Self Management 

Total 

Score 

1 to 10 

on Grid 

Level of Self 

Management 

Number of 

Respondents 

Percentage   

% 

Cum 

Percentage 

% 

10-20 1 
Low 14 9.52 9.52 

21-25 
2 

26-30 3 

Medium 106 72.11 81.63 31-33 4 

34-36 5 

37-38 6 

39-40 7 

High 27 18.37 100 
41'-43 8 

44-46 9 

47-50 10 

Total  147 100 100 

Source: Researcher’s Survey Data  

With regard to the second domain of EI, i.e. Self-Management domain, 14 respondents 

covering 9.52% officers fall into the category of lower level Self management domain. 
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Further, total of 133 respondents covering more than 90% of officers fall into the category 

of the medium and higher levels.   

 
Table 3 - Frequency Analysis of EI Domains - Social Awareness  
 

Total 

Score 

1 to 10 

on Grid 
Level of Social 

Awareness 

Number of 

Respondents 

Percentage   

% 

Cum 

Percentage % 

10-20 1 
Low 8 5.44 5.44 

21-25 2 

26-30 3 

Medium 112 76.19 81.63 
31-33 4 

34-36 5 

37-38 6 

39-40 7 

High 27 18.37 100 
41-43 8 

44-46 9 

47-50 10 

Total  147 100 100 

Source:  Researcher’s Survey Data 

Findings given in Tables 3 show that, more than 94 % of respondents have at least 

medium level of Social awareness. This indicates that these officers are more likely to be 

comfortable with change to encourage people to express opinions contrary to those with 

authority, adapts his or her leadership style to suit the requirements of specific situations, 

and it could be directive or non-directive as the situation warrants . 

 

Table: 4 Frequency Analyses of EI Domains - Relationship Management 

Total 

Score 

1 to 10 

on Grid 

Level of Relationship 

Management 

Number of 

Respondents 
Percentage  % 

Cum Percentage 

% 

10-20 1 
Low 10 6.80 6.80 

21-25 2 

26-30 3 

Medium 82 55.78 62.58 
31-33 4 

34-36 5 

37-38 6 

39-40 7 

High 55 37.42 100 
41'-43 8 

44-46 9 

47-50 10 

Total  147 100 100 

Source:  Researcher’s Survey Data 

Looking at the domain of Relationship Management, it is noted that 93.2% of 

respondents fall in to the category of medium and above. This shows that officers who are 

strong in managing relationships tend to maintain higher levels of performance. It is 
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important to highlight the fact that Sangwan, (2011) too came up with similar findings with 

regard to Relationship Management domain. 

 

Descriptive Analysis 

In this study, descriptive statistics of the latent constructs were explained using the 

mean and standard deviation with a view to providing a better understanding of the 

descriptive analysis of the study phenomenon. In order to achieve this, Statistical Package 

for social Sciences (SPSS) was used to determine the mean and the Standard deviation of the 

constructs. 

 

Table 5: Descriptive Statistic of Latent Construct 

      Domains Mean  S. D. 

1.   Self Awareness 3.37 1.01 

2.   Self Management 3.61 1.03 

3.   Social Awareness 3.38 1.00 

4.   Relationship Management 3.12 0.99 

 
As shown in Table 5, the mean values of the construct ranged from 3.12 to 3.61 

while Standard Deviation values ranged from 0.99 to 1.03. Accordingly, Self-Management 

domain recorded the highest mean score of 3.61 and standard deviation of 1.03 while the 

least mean score of 3.12 is recorded for Relationship- Management domain with the 

standard deviation value of 0.99. The highest mean score for self-management indicates that 

in general, the Self-Management ability of these Army officers is good. This result is 

consistent with the findings of (Goleman and Boyatzis, 2002) which obtained a mean value 

of 3.33 with a standard deviation value of 0.93 for the same. The highest mean value for 

Self-Management domain indicates that most of the officers are more likely to practice 

leadership responsibilities such as maintaining open and effective lines of communication, 

adapting leadership style to the specific situation, establishing and keeping attention on 

identified goals, well. 

 

 The correlation analysis has been used to examine the relationship 

between four domains of emotional intelligence and employee performance. Table 6 

presented the results of correlation analysis of the four independent variables and the 

dependent variable.  
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Table 6:  Results of Correlation Analyses  

EI Domains 
Performance  

Pearson Correlation Sig. (2-tailed) 

Self Awareness .170 .039 

Self Management .130 .117 

Social Awareness .124 .135 

Relationship Management .184 .026 

Source: Researchers Survey Data 

 

Table 6 shows that Pearson correlation coefficient between Self Awareness and 

Employee Performance is 0.170 which is significant at 0.05 level of significance. This 

indicates that there is an association between Self Awareness and Employee performance. 

This result supports and confirms the first hypothesis that Self-Awareness has an influence 

on employee performance and it is important to note that, Goleman, Boyatzis & McKee, 

(2002), has made a similar conclusion.  

 

The Pearson correlation coefficient for Relationship Management and Employee 

Performance is 0.184 which is significant at the 0.05 level (2 tailed). This result supports the 

fourth hypothesis that Relationship Management has an influence on Employee performance 

in the Sri Lankan army. This result also proved the concept defined by Goleman, Boyatzis & 

McKee, (2002). However, the results reveal that there is no significant relationship between 

Self Management and Employee Performance where Pearson correlation coefficient for Self 

Management and Employee performance is 0.130. Therefore, the researcher was unable to 

prove the second hypothesis that is Self Management has an influence on the Employee 

Performance. Further Pearson correlation coefficient for Social Awareness and Employee 

performance is 0.124 which is not significant at any convention level (That is 0.01 level or 

0.05 level) of significance.  Therefore, according to the data analysis, the researcher was 

unable to find a significant association between Social awareness and Employee 

performance.  

 
Conclusions and Recommendations 

Based on the  four Emotional intelligence domains of Goleman, four hypothesis 

have been developed to investigate the relationship between emotional intelligence domains 

namely Self awareness, Self Management, Social Awareness, Relationship Management and 

the performance of Army officers in Sri Lankan army. The study indicates that emotional 

intelligence has a significant effect on officer performance. Accordingly, results show that 

Relationship Management has the highest positive relationship with performance of officers 

attached to Sri Lankan army. As expected, Self Awareness is also found to be significant 

factor on army officers’ performance.  However, there is no evidence to support the predicts 

that Self Management and Social Awareness have significant influence on officers’ 

performance. Since Emotional Intelligence is still a new concept, there are some concerns 

with its validity and actual impact on leadership communications. Therefore, more research 

on the area is needed to justify its actual relevance. But emotional intelligence is a concept 

that could be implemented in other areas in life such as family life, education and in the 
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community. Finally, it can be suggested that additional research is needed to validate the 

findings of this study. As the senior officers that command the officers evaluated the 

performance of these officers, the perceptions of the senior officer could highly influence 

the findings. Further if this evaluation done by the same officer annually for several years 

continuously, the nature of responses may differ. Therefore, this factor too has to critically 

be considered. 
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