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Abstract 
Aim: This study explored the relationship of emotional intelligence of the academic administrators and the 
assessment of teachers on the leadership style of the academic administrators in selected Higher Education 
Institutions. 
Methodology: There were 57 teacher-respondents and 27 administrator-respondents in the online survey and 
interview. Frequency count and percentages, arithmetic means and standard deviation were used to describe the 
leadership and trait emotional intelligence, while Pearson Coefficient of Correlation was used to describe the 
relationships of the academic administrators’ leadership style as assessed by the teachers and the academic 
administrators’ self- assessment of their trait-emotional intelligence. 
Results: Among the nine leadership-styles, a hybrid leadership style which is autocratic-transformational leadership 
style emerged as the highest with a composite mean of 4.52 and a standard deviation of 0.64. This was followed by 
two non-hybrid leaderships styles of transactional and transformational leadership styles. When it comes to the 
Emotional Intelligence of the academic administrators, the Well-being as one the facets of emotional trait include 
trait empathy, emotion perception and relationships. 
Conclusion: The trait-emotional intelligence drives the academic administrators to be effective leaders considering 
all leadership styles are significantly correlated with their trait emotional intelligence. 
 
Keywords: Emotional Intelligence, trait emotional, leadership styles, administrators 
 
 
INTRODUCTION 

People have emotions. How people manage those emotions help them to determine their effectiveness in 
relating with others. As educational leaders, people often have daily encounters with students, parents, government 
officials and the community as a whole. With all these encounters, they communicate - which  put them at times or 
in most of the time in stressful situation or become emotional.  
 For many years, leaders have relied on quantifiable means or those hard skills that can be measured in 
spreadsheets to make decisions while dismissing the importance of emotional intelligence or soft skills like self-
awareness, self-control and sociability in managing people.  According to Wong (2016), a leader will meet people 
“with different levels of ability in handling their emotions”. How these leaders interact can result to a positive or 
negative outcome for all parties involved. Leaders need a strategy on how to manage their emotions and the emotion 
of other people. Leaders set the tone of their organization. If they lack emotional intelligence, it could have more far-
reaching consequences, resulting in lower employee engagement and a higher turnover rate. 
 During the pandemic, when physical interaction was prohibited as part of the health protocol, teachers and 
other educators still need to communicate and collaborate with each other. They need to lead, communicate well and 
be in proper composure in dealing with their students and colleagues even virtually. With the anxiety and stress 
looming in the atmosphere at that time, interactions with their family (because they were working at home), 
colleagues and students, the more they need to have a better and stronger emotional intelligence. A wrong decision 
or outburst while online, or in video-conferencing, and all other virtual encounters might result to consequences that 
later they will regret.  
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 School leaders are always in the spotlight and must remember that they present an emotional model for 
others to follow. Educational leaders can have a profound influence on others. If an educator’s actions are impulsive 
in nature, then the results of their actions may be disastrous. How emotional intelligence influence leadership and 
how this  influences affect educators' leadership style in Higher Education Institutions (HEIs) are the subject of this 
study. Goleman, Boyatzis and McKee (2002) found that emotional intelligence competencies are not innate talents; 
meaning that emotional intelligence is a set of skills and behaviors in which some people may have the proficiency in 
certain aspects of emotions but it can be learned, developed , and enhanced. Learned abilities on various aspects 
have  a unique contribution to making leaders more resonant, and therefore more effective.  
 The findings from foreign and local literature have articulated the importance of emotional intelligence in 
ensuring effective leadership for leaders in general and also for school heads and administrators. However, in the 
context of the Philippines, few studies have been conducted on emotional intelligence in relation to school leadership. 
This study therefore contributes to the limited body of knowledge on emotional intelligence and school leadership in 
the Philippines.   
 There is a dearth on the study of leadership style specific to its relationship to trait-emotional intelligence. 
Consequently, studies on leadership styles and emotional intelligence in higher education institution are limited, if 
there are, most of them were conducted more than 10 years ago. Considering that this study was conducted during 
the time of Covid-19, therefore this is an important and  pivotal study to present fresh findings focusing on the 
influence of trait-emotional intelligence and leadership preferences of educators in higher education institutions, 
hence this study could fill-in the huge gap in the body of research pertaining to this literature. 
 Hence, this study is aimed to determine the relationship of emotional intelligence to the perceived 
leadership styles of academic administrators in three selected 
HEI's in Manila.  
 
Objectives 
 This study was conducted to determine the influence of leadership style  to the emotional intelligence of 
academic administrators in selected HEI's. 
 Specifically, this study sought to answer the following queries: 
     1. What is the demographic profile of the two groups of respondents in terms of the  following?   

 1.1 Teachers 
     1.1.1 Sex 
     1.1.2 Age 
     1.1.3 Educational Attainment 
     1.1.4 Teaching experience 
1.2 Academic Administrators  
    1.2.1 Sex 
     1.2.2 Age 
     1.2.3 Educational Attainment 
     1.2.4 Teaching experience 

2. What is the assessment of the teacher respondents on the leadership style of the academic administrators in  
    terms of: 
       2.1 Non- hybrid leadership style  
             2.1.1 Transactional leadership 
                 2.1.2 Transformational leadership 
                 2.1.3. Democratic leadership 
                 2.1.4. Autocratic leadership 
                 2.1.5. Laissez-faire leadership 
          2.2 Hybrid leadership style 
  2.2.1 Autocratic-transformational 
                  2.2.2 Autocratic -transactional 
              2.2.3. Democratic-transformational 
3. Is there a significant difference in the assessment of the teacher-respondents on the leadership style of    
   academic administrators when teachers are grouped according to profile? 
4. What is the level of the emotional intelligence of the academic administrators in terms of: 
 4.1 Emotionality 
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     4.2 Sociability 
     4.3 Well-being 
     4.4 Self-control 
     4.5 Global traits 
5. Is there a significant difference in the level of trait-emotional intelligence of academic administrators when  
    they are grouped according to profile? 
6. Is there a significant relationship between the assessment of teachers on the leadership style of academic   
   administrators and the trait-emotional intelligence of the academic administrators?  
7. Based on the results of the study, what action plan can be proposed to enhance the leadership style and   
   emotional intelligence of academic leaders to better serve the university?  

 
Hypothesis  
        The following were tested in this study: 
          

 Hypothesis 1: There is no significant difference on the assessment of the teacher-respondents on the      
     leadership style of academic administrators when teachers are grouped according to profile.  
 Hypothesis 2.There is no significant difference in the level of trait-emotional intelligence of academic  
     administrators when they are grouped according to profile 
 Hypothesis 3. There is no significant relationship between the assessment of teachers on the leadership  
     style of academic administrators and the trait-emotional intelligence of the academic administrators.  

 
METHODS 
 
Research Design 

The study utilized a quantitative research design, specifically descriptive comparative correlations research 
design. In analyzing the data gathered through the online survey, and establishing significant differences and 
relationships among variables, it requires quantifiable information, thus a quantitative analysis was employed.  

The study made use of descriptive-value, correlational design to determine the relationship of emotional 
intelligence to the leadership styles of academic administrators in selected HEI’s. The descriptive research fits this 
study since it described the leadership preferences alongside with the educators’ emotional intelligence and the 
interplay of these variables.  
  
Population and Sampling 
 This study involved college instructors/professors and academic administrators from three selected 
recognized universities in Manila. These three universities were chosen based on their similarities in terms of the type 
of schools like a private recognized higher education institution and access given to the author to conduct this study 
among the educator-respondents.   
 These educators comprise of full-time faculty members who have been in service for at least 3 years in the 
university, deans, assistant deans, academic heads, program chairpersons and other academic-administrators who 
currently hold a full-time job as administrator and or concurrently took a part-time teaching position in the university.   
 Considering the pandemic condition when this study was conducted, the respondents were selected using a 
purposive- quota sampling procedure. Thirty (30) respondents from each University were selected comprising of 20 
teachers and 10 academic administrators who were subject for evaluation of their leadership style.  From a total of 
60 teachers and 30 academic administrators  on 57 teachers and 27 administrators responded in the online survey 
which brought to 95% and 90% percentage participation from teachers and administrators respectively. 
 
Instrument 
 Two valid and reliable instruments were used to gather data on leadership styles and emotional intelligence 
of the research participants.    

1. The Vansimpco Leadership Survey (VLS)  
The VLS, an instrument developed by Drs. Barry Vann, Aaron Coleman, and Jennifer Simpson (2014), is 

selected as the ideal instrument for this study because of its validity and versatility. The VLS provides reliable 
feedback on nine different leadership styles based on its 27 questions (Vann et al., 2014). VLS is a more versatile bi-
lateral instrument with blended leadership styles. The results of the reliability test on the VLS reported a Pearson’ 
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Product Moment Correlation r produced a significant result, (r = 0.91, p < .001), thereby making the VLS a 
dependable and effective instrument for testing leadership. The universality of the VLS allows researchers in virtually 
any setting to gather data to make decisions regarding leadership initiatives, training, and employment. The 
possibilities are limitless for innovative leaders and researchers to better understand current leadership styles of 
members of their selected populations (Vann et al., 2014). 

2. Trait Emotional Intelligence Questionnaire- Short Form (TEIQues-SF) 
     The Trait Emotional Intelligence Questionnaire, or TEIQue, is an openly accessible instrument developed to 
measure global trait emotional intelligence. (https://psychometriclab.com) . Based on the Trait Emotional Intelligence 
Theory, the Trait Emotional Intelligence Questionnaire is a significant part of research in emotional intelligence (EI). 
The Trait Emotional Intelligence Questionnaire exists in a long form and a short form. TEIQUE-LF consists of a 153-
item self-report using 15 subscales and requires 25 minutes to complete. TEIQue-SF consists of a 30-term 
questionnaire . The TEIQue SF was chosen for this study because of its applicability for an online survey.  The 
respondents use a 7-point scale for the items. This 30-item form includes two items from each of the 15 facets of the 
TEIQue including two global traits; adaptability and self-motivation. Items were selected primarily on the basis of 
their correlations with the corresponding total facet scores, which ensured broad coverage of the sampling domain of 
the construct.  
 All TEIQue variables (facets, factors, and global score) had reasonably normal distributions. None of the 
variables had a skew or kurtosis greater than 1 . Eight of the 15 facets had high alphas (between 0.70 and 0.85), six 
showed moderate levels (between 0.63 and 0.68) and one (relationships) showed a low level (0.55). Reliabilities 
were satisfactory for all four TEIQue factors; Well-being (0.82), Self-Control (0.69) Sociability (0.78), and 
Emotionality (0. 70).The reliability of the global trait EI score was high at α=0.86). Of particular interest to many 
users is the robustness of the alphas, which remain strong (especially at the factor level and, without exception, at 
the global level) even in small sample research (N < 50). Although a systematic quantitative study would be 
necessary to evaluate the effects of sample size variation on the internal consistencies of the TEI Que variables, 
based on scoring of over seven dozen datasets from many countries suggests that users of the inventory can expect 
reliable measurement in a wide range of contexts. 
 
Data Collection 

Upon the approval and permission of concerned authorities to conduct this proposed study, the 
questionnaire and interview protocol, the researcher administered the questionnaire to the target respondents 
through Google Forms.  Data collection and retrieval follows.  Microsoft Excel particularly the Data Analysis Tool pack 
was used to analyze and communicate the results.   

Part 1 of the survey questionnaire is about the profile of the teachers and academic administrator-
respondents, Part 2 is about the leadership style using the VLS survey instrument and Part 3 is the emotional 
intelligence survey using the TEI Que-SF instrument to determine and describe the emotional intelligence of the 
academic administrators. The teachers evaluate the academic administrators' leadership style.   

An informed consent was provided as proof that the participant was protected, and his rights were 
expressed. The names of participants were not revealed to preserve their private and confidential responses as per 
ethics in research.  
 
Treatment of Data 

Gathered data were processed using the Microsoft Excel Data Analysis Tool Pack. Statistical treatments used  
in descriptive analysis include: 

 1.    Frequency count and percentages were used to describe the profile of the respondents. 
 2.    Arithmetic means and standard deviation were used to describe the leadership style and trait emotional  
        intelligence of the academic administrators. 
 3.    t-test was used to determine the significant differences between two means of   leadership style and sex profile     
        Of the respondents. It was also used to test the significance of correlation coefficients.   
 4.    F-test was used to determine the significant differences of leadership style when grouped according to the r     
        Respondents' profile. The level of confidence was set at 5%.  
 5.    Pearson Coefficient of Correlation (Pearson r) was used to describe the relationships of the academic  
       administrators' leadership style as assessed by the teachers and the academic administrators' self-assessment    
       of their trait-emotional intelligence.  
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Ethical Considarations 

The following ethical guidelines were considered by the researcher in the gathering of data: 
1. Protecting the anonymity and confidentiality of research participants.In conducting the respondents’ answers, the  
    researcher was discreet enough about the demographic profile and make a personal commitment to protect the     
    identities of the participants. Confidentiality was maintained all throughout the research from data gathering to  
    data analysis. 
2. The sensitivity check on the questions used were schemed and checked. 
3. The researcher was aware and sensitive the differences in age, sex, class, status, and culture that were raised  
    ethical issues during the course of the respondents’ discussion or during the data gathering. 
4. The researcher sought the informed consent to the schools included in the research, explained the purpose of the      
    research, before proceeding to the data gathering. The participating schools gave a certified document that the  
    researcher undergoes ethical research procedures. 
5. The researcher recognized that respondents are autonomous people who share information willingly. Respondents  
    were given opportunities to exercise their rights as autonomous persons to voluntarily accept or refuse to  
    participate in the study. The dignity of all respondents were respected. The researcher also considered the  
    anonymity of the respondents throughout the entire duration of data gathering, writing and publication.  
    Codes were used in most cases. 
6. The researcher personally gathered the data. 
7. The researcher exercised integrity of data by maintaining a clear and complete record of raw data that were  
    acquired. 
  
RESULTS and DISCUSSION 

This study investigated the relationship between the leadership style and emotional intelligence of academic 
administrators of selected higher education institutions in Manila. With the aim to describe and establish relationship 
between leadership styles and emotional intelligence of academic administrators, this mix-method analysis of the 
phenomenon hopefully provided needed explanations of the phenomena.  

The findings of this study are presented in the following discussions based on the analysis and 
interpretations of data. The findings are arranged according to the same sequence in the Statement of the Problem 
in Chapter 1.  

 
1.  Demographic Profile of Educators in HEI's   

Information of the basic characteristics of the respondents is necessary and  
essential in this research study to provide a clearer interpretation of findings presented later in the study and can 
provide an approximate indication of the representativeness of the survey.   
 Table 1 presents the profile of the respondents in terms of sex, age, educational attainment and work 
experience in the University they're teaching or working as academic administrator.  
The table clearly reveals that participants in this study are mostly female. Female outnumbered male respondents 
which accounts for 56% while males at 44%. In many studies, females dominate particularly in the field of 
education. In the 2017 Global Gender Gap Report of the World Economic Forum (WEF), which states that, on 
average, men are underrepresented in the fields of education, health, and welfare whereas women are 
underrepresented in the Science, Technology, Engineering, and Mathematics (STEM) fields (WEF, 2017). 
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Table 1 
The Respondents' Profile 

Profile  Sex Faculty Academic Admin Total 
  f % f % f % 
Sex Male 

Female 
Total 

26 
31 
57 

46% 
54% 
100% 

9 
18 
27 

33% 
67% 
100% 

37 
47 
84 

44% 
56% 
100% 

Age group 61 & over 
51-60 
41-50 
31-40 
21-30 
Total 

1 
28 
15 
10 
3 
57 

2% 
49% 
26% 
18% 
5% 
100% 

0 
8 
16 
3 
0 
27 

0 
30% 
59% 
11% 
0- 
100% 

1 
36 
31 
13 
3 
84 

1% 
43% 
37% 
15% 
4% 
100% 

Educational 
Attainment 

P. Graduate 
Doctoral 
Masteral 
Bachelor 
Total 

1 
15 
40 
1 
57 

2% 
26% 
70% 
2% 
100% 

2 
10 
15 
0 
27 

7% 
37% 
56% 
0 
100% 

3 
25 
55 
1 
84 

4% 
30% 
65% 
1% 
100% 

Experience 15& over 
12-14 
9-11 
6-8 
3-5 
Total 

26 
13 
14 
3 
1 
57 

46% 
23% 
25% 
5% 
2% 
100% 

6 
10 
8 
3 
0 
27 

22% 
37% 
30% 
11% 
0 
100% 

32 
23 
22 
6 
1 
84 

38% 
27% 
26% 
7% 
1% 
100% 

    
From a total of 84 participants, distributed to 57 teachers and 27 academic administrators, mostly are in the 

age range of  51-60 years old which accounts for a 49 % of the total teacher-respondents, and 59% of the total 
academic administrators' respondents at the age range of 41-50 years old.  The combined total brings to 43% of the 
total   respondents at the age range of 51-60 years old and 37% at the age range of 41-50 years old. If combined, 
this will constitute a majority of 80% in the age range of 40-60 years old. It is sufficient to say that the faculty and 
school administrators involved in this study are in their senior years – an indication that the respondents are 
experienced teachers and educational leaders.  

Psychological studies have shown that older leaders have some distinctive qualities compared to younger 
leaders. According to Truxillo and Burlacu (2015),  the age of a leader or subordinate can significantly impact how 
they view and interact with one another. For Kearney (2008) , age moderated the relationship between 
transformational leadership (comprised of charisma, inspirational motivation, intellectual stimulation, and 
individualized consideration). This proves to show the relationship of age to leadership qualities which will be 
discussed in the succeeding pages of this chapter. 

As expected, most of the respondents have completed their masters’ degree which is required in teaching at 
the tertiary level in the Philippines. About 65% obtained their masters’ degree and 34% obtained their doctorate 
degree and post-graduate studies. Only about 1% who have not obtained a master’ degree yet. This respondent 
actually is in the process of completing  academic requirements (thesis writing),  a tenured faculty member and 
academic administrators.       
  The selected universities as an academic institution strictly adhere to the requirements stipulated by the 
Commission on Higher Education, which requires its faculty members to have at least a Master’s degree as a 
requirement to teach in the tertiary level. This only means that these Universities find the significance of educational 
attainment of its faculty in the process of providing quality education to its students by providing them opportunities 
to undergo various continuing education programs. 

This outcome reveals that the respondents of this study are truly representatives of educational leaders who 
can provide a better perspective of the tertiary education system and its prevailing condition especially during the 
pandemic and post-pandemic stages of tertiary education. Ideally, school leaders would have a few years of 
experience in the classroom to truly understand students and learning before they take a building role.   
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  The table shows that teachers about 37% have 15 or more years of teaching and the academic 
administrators have been in the University for 12-14 years. It would suffice to say that the respondents in this study 
are well-immersed in university teaching and or administrative work with more than 10 years of experience hence 
considered and identified as educational leaders.   
 
Academic Administrators' Leadership Styles 

Table 2 presents the leadership style of HEI's academic administrators as assessed by the teachers.   
Among the nine leadership-styles,  a hybrid leadership style which is autocratic-transformational leadership 

style emerged as the highest with a composite mean of 4.52 and a standard deviation of 0.64. This was followed by 
two non-hybrid leaderships styles of transactional and transformational leadership styles. The teachers on the 
average strongly agree on the provisions that the academic administrators display an autocratic-transformational 
leadership style in managing the school. It means to say that the academic leaders practice both an autocratic 
leadership and transformational leadership.  

This hybrid leadership style can be used during times of change when involvement and inclusion are desired 
from followers regarding the decision-making and communication process. This style can also be adopted when 
mentoring opportunities are presented, both for the leader and for emerging employees (Vann et al, 2014) . Since it 
is a hybrid leadership style, the leader may need to utilize more or less Autocratic or Transformational Leadership 
strategies, depending on the situation.  

Table 2 
Leadership Style of Academic Administrators in HEI as Assessed by Teachers 

Leadership Style Composite 
Mean 

SD Rank Interpretation 

A. Non-hybrid 
    

 Transactional 4.45 0.61 2 A 
 Democratic 4.36 0.76 5 A 
 Autocratic 4.23 0.77 7 A 
 Transformational 4.43 0.59 3 A 
 Laissez Faire 4.01 0.77 8 A 

B. Hybrid     
 Autocratic-transformational 4.52 0.64 1 SA 
 Autocratic-transactional 4.33 0.76 6 A 
 Democratic-transformational 4.41 0.63 4 A 
 Democratic-transactional 3.50 0.94 9 A 
Scale Interpretation.  4.51-5.00. Strongly Agree (SA); 3.51-4.50- Agree(A); 2.51-3.50- Neutral  
 (N); 1.50-2.50-Disagree (D); 1.00-1.50 - Strongly Disagree (SD) 

 
 Autocratic leadership is helpful in situations where an organization faces constant change or a crisis. It will 
be able to react to the situation promptly compared to other leadership style.  The dynamism of schools like the 
HEI's will require an authoritarian leader to cope with the changes brought by technology, political situation, 
demands from students and parents, economic crisis and even recently the Covid 19 pandemic. Transformational 
leadership on the other hand, assumes institutions need and require a transformation; that innovation is always 
preferable to the status quo, and that followers are eager to behave personal and intimate relationships with their 
leaders. Transformational leaders achieve their results through personal charisma, charm, clear vision, and passion. 
Followers of transformational leaders believe themselves valued as an individual, and often feel empowered to 
perform better. (Vann et al, 2014)  

 Second in rank is transactional leadership, a non-hybrid leadership style,  which obtained a composite mean 
of 4.45 and a standard deviation of  0.61.  Transactional leaders are leaders who lead by rules and regulations to 
complete their objectives on time or move people and supplies in an organized way. Transactional leaders are result-
oriented. They set the criteria for their workers according to previously defined requirements. Commonly called as 
managerial leaders, these administrators work best with employees who know their job well and are motivated by 
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reward-penalty system. The above leadership traits aptly describes the respondent administrators because as 
educators, they need to abide by and implement the policies of the University and the CHED.  

According to Flynn(2019), Transactional leaders relies on authority to motivate employees. Transactional 
leader works best in mature organizations that already have clearly defined structure and goals, to keep them on 
track, and reinforce the status quo. Examples of transactional leaders include managers, who tend to focus on 
supervision, processes and follower's performance.  

Third in rank is transformational leadership a non-hybrid leadership style with a composite mean of 4.43 and 
a standard deviation of 0.59 
 Transformational leadership is a style whereby leaders influence, inspire, and encourage employees to 
deliver positive change. They work with teams beyond their immediate self-interests to identify needed change and 
create a vision to guide that change. They lead by example and strive for a strong sense of organizational culture, 
employee ownership, and autonomy in the workplace—motivating individuals without micromanaging. In education, 
these leaders encourage both students and teachers to greater levels of achievement (Fontein, 2022).  
 The three lowest composite means obtained are the Democratic-transformational leadership, Autocratic and 
laissez- faire leadership. 
 The hybrid leadership style of democratic-transformational although agreeable among teachers, failed to 
reach the rank to be considered as preferred leadership style. Laissez-faire leaders take a “hands off” approach to 
leadership which is an opposite of democratic and transformational leadership. These leaders believe that followers 
know their role and job better than they do, and, thus, should be left alone. Furthermore, a leader may pose as 
democratic to placate followers but has no real intention of truly implementing the ideas of others. Ironically enough 
and often downplayed in the literature, to have a truly democratic leadership style requires someone willing to exert 
their will upon the group to maintain order and keep conservations and ideas germane.  
 
Educators’ Leadership Styles as assessed by teachers grouped according to sex, age, education, and 
years of work experience profile. 

Table 3 presents the academic administrators' leadership styles as assessed by teachers when grouped 
according to sex.   

Based on the highest arithmetic mean obtained, the academic administrators leadership style as assessed 
by teachers were identified. The table reveals that male and female teachers do not differ significantly on their 
assessments of the administrators' leadership style as shown by their mean ratings of 4.55 and 4.56 respectively.  
The table reveals that female teachers' assessment of their leaders' leadership style is almost the same with their 
male counterparts. 

The table further reveals that the mean differences of each of the leadership style are not significant. 
Therefore, sex is not a differentiating factor of leadership style. Therefore, the null hypothesis of no significant 
difference is accepted at 5% level of significance.  

It is worth to note that the academic administrator's leadership style as assessed by the teachers revealed 
no significant differences between male and female teachers' assessment. While the female teachers outnumbered 
the male teachers, their point of view with regards to their academic administrators as leaders were just the same.   
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Table 3 
Significant Differences on Means of Academic Administrators' Leadership Styles as Assessed by 

Teachers Grouped according to Sex. 

 
 Table 4 presents the leadership styles grouped according to age of teacher- respondents. In terms of age, 
the leadership styles do not differ significantly as a whole, the table reveals. However, two leadership styles 
appeared to have significant differences when it comes to age. These leadership styles are democratic leadership and 
democratic-transformational- leadership.  For democratic leadership, the obtained F-value in the analysis of variance 
is 4.02 which turned out to be significant. Hence, the hypothesis of no significant difference is rejected at 5% level of 
significance. The democratic -transformational leadership obtained an F-value of 2.96 which is significant at 5% level 
of confidence. Therefore, the null hypothesis in this case is rejected.    

The finding indicates that the teachers who most of them are of the same age with the academic 
administrators are inclined to favor democratic leadership style or democratic-transformational leadership.  It implies 
that the teachers in their senior years tend to see their academic administrators exhibits the democratic leadership 
style or democratic -transformational leadership style. Being consultative and easy to approach with, the senior 
teachers prefer this kind of leaders.   

The findings of this study corroborate the study of Walter and Scheibe (2012), in reviewing available 
research on the relationship between age and leadership. They have identified  that  younger and older leaders 
appear to be equally effective. Age doesn’t seem to impact a leader’s willingness to step up, issue directives, and 
provide rewards for performance. In contrast, however, age does seem to affect a leader’s openness to change. As 
leaders grow older, they become less willing to make changes and are less interested in innovation. Research also 
suggests that older leaders are more likely to take a passive approach to their leadership role—for example, 
delegating many duties and becoming actively involved only in crisis situations. They are also more likely to maintain 
the status quo rather than respond to new opportunities that arise. In some situations, maintaining rather than 
innovating would be a positive. 
 
 

Leadership Style 
Sex 

Mean SD Comp. 
t-
value 

Sig Decision 
Ho 

Interpretation 

A. Non-hybrid 

 Transactional 
Male 4.45 0.63 

-0.50 0.31 Accepted Not Significant 
Female 4.45 0.59 

 Democratic 
Male 4.39 0.74 

-1.48 0.07 Accepted Not Significant 
Female 4.46 0.63 

 Autocratic 
Male 4.25 0.75 

-0.45 0.32 Accepted Not Significant 
Female 4.24 0.69 

 Transformational 
Male 4.46 0.58 

-0.10 0.46 Accepted Not Significant 
Female 4.46 0.52 

 Laissez faire 
Male 3.48 0.74 

0.30 0.38 Accepted Not Significant 
Female 3.46 0.69 

B. Hybrid        

 Autocratic-
transformational 

Male 4.55 0.61 -0.73 
 
 

0.23 
 

Accepted     Not Significant 

Female 4.56 0.53 

 Autocratic-
transactional 

Male 4.39 0.72 -0.45 0.33 Accepted     Not Significant 

Female 4.37 0.63 
 Democratic-

transformational 
Male 4.40 0.61 -1.04 0.15 Accepted    Not Significant 

Female 4.38 0.60 
 Democratic-

transactional 
Male 3.47 0.89 0.79 0.21 Accepted    Not Significant 

Female 3.47 0.90 



International Journal of Open-Access, Interdisciplinary & New Educational Discoveries of ETCOR Educational Research Center (iJOINED ETCOR) 

 

356 

 

Table 4 
Significant Differences on Means of Academic Administrators' Leadership Styles as  

 Assessed by Teachers Grouped According to Age 
 

 

Leadership Style 

Age 

Mean SD Com
p. 
F-
test 

Sig Decision 
Ho 

Interpretation 

A. Non-hybrid 

• Transactional 

61& over 4.54 0.83 

0.28 0.89 Accepted Not 
Significant 

51-60 4.42 0.62 
41-50 4.48 0.56 
31-40 4.45 0.61 

21-30 4.42 0.74 

• Democratic 

61& over 3.54 1.45 

4.02 0.00 Rejected Significant 
51-60 4.42 0.68 
41-50 4.46 0.56 
31-40 4.39 0.81 
21-30 4.43 0.40 

• Autocratic 

61& over 4.04 1.46 

0.55 0.70 Accepted 
Not 

Significant 

51-60 4.24 0.69 
41-50 4.25 0.62 
31-40 4.19 0.86 
21-30 4.23 0.71 

• Transformational 

61& over 4.13 1.10 

0.44 0.78 Accepted 
Not 

Significant 

51-60 4.45 0.55 
41-50 4.46 0.47 
31-40 4.44 0.61 
21-30 4.44 0.46 

• Laissez faire 

61& over 3.83 1.44 

0.28 0.89 Accepted 
Not 

Significant 

51-60 3.99 0.70 
41-50 4.07 0.65 

31-40 3.95 0.80 

21-30 3.99 0.66 
B. Hybrid        

• Autocratic-
transformational 

61& over 4.04 1.36  
 
1.60 

 
 
0.33 

 
 
Accepted 

 
Not Significant 

51-60 4.54 0.55 
41-50 4.62 0.41 
31-40 4.46 0.75 
21-30 4.54 0.38 

• Autocratic-
transactional 

61& over 4.00 1.60 0.54 0.70  
Accepted 

 
Not Significant 

51-60 4.37 0.66 
41-50 4.41 0.56 
31-40 4.29 0.79 
21-30 4.36 0.49     

• Democratic-
transformational 

61& over 4.29 1.00  
 
2.96 

 
 
 
0.02 

 
 
Rejected 

 
 
Significant 51-60 4.35 0.62 

41-50 4.43 0.56 
31-40 4.37 0.62 

• Democratic-
transactional 

21-30 4.36 0.57 

61& over 3.67 1.31 
51-60 3.48 0.88 1.35  

0.25 
Accepted Not Significant 

41-50 3.45 0.88 
31-40 3.42 0.91 
21-30 3.46 0.93 
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 Table 5 presents the differences in the leadership style of academic administrators' grouped according to 
the education degree of the teacher-respondents. 

The table shows the varying educational attainment from Bachelor's degree to Post graduate studies. It can 
be recalled that the respondents both teachers and academic administrators are masters' degree holders which is 
expected of them and some finished a their doctoral degree especially among academic administrators.  
 The table reveals that the leadership styles did not differ to each other when grouped according to the 
teachers' educational attainment, with their composite means close to each other. It only means that there is no 
significant difference in the leadership styles when respondents are grouped according to their educational 
attainment. The computed f-values did not warrant any significance based on the probability which are all greater 
than 0.05.  The null hypothesis, therefore, is accepted at 5% level of significance.  

This suggests that the educational attainment is not a differentiating factor of leadership styles. Considering 
that the styles are not mutually exclusive, and it cannot be discounted that some combination of both styles may 
enhance effective leadership and performance. Furthermore, academic leaders must keep on exploring opportunities 
and finding conditions that will facilitate the success of achieving the ultimate objectives of their institutions. 

 
Table 5 

 Differences in the leadership style of academic administrators' leadership styles grouped   
                            according to the education degree of the teachers. 
 

Leadership Style Educ. 
Attainment 

Mean SD Comp
. 
F-test 

Sig Decision 
Ho 

Interpretation 
A. Non-hybrid 

 Transactional 

Post 
Graduate 

4.37 0.55 

0.14 0.72 Accepted Not Significant Doctoral 4.45 0.60 
Masteral 4.45 0.62 
Bachelor 4.21 0.78 

 Democratic 

Post 
Graduate 

4.43 0.55 

0.22 0.89 Accepted Not Significant Doctoral 4.38 0.78 
Masteral 4.44 0.67 
Bachelor 4.46 0.40 

 Autocratic 

Post 
Graduate 

4.30 0.71 

1.17 0.32 Accepted Not Significant Doctoral 4.13 0.82 
Masteral 4.27 0.69 
Bachelor 4.29 0.63 

 Transformational 

Post 
Graduate 

4.50 0.53 

0.02 0.99 Accepted Not Significant Doctoral 4.40 0.58 
Masteral 4.47 0.55 
Bachelor 4.54 0.40 

 Laissez faire 

Post 
Graduate 

4.07 0.41 

0.74 0.53 Accepted Not Significant 
Doctoral 3.95 0.72 

Masteral 4.02 0.73 

Bachelor 3.92 0.75 

B. Hybrid        
 Autocratic- Post 

Graduate 
4.43 0.50  

 
 
 

 
 

 
Not Significant 
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 Table 6 presents the administrators' leadership style grouped according to length of teaching experience at 
the University. The table shows the range of teaching experience the teachers spent in their respective University. 
The lowest range is 3 to 5 years, and the highest teaching experience is 15 years and over.  The table shows that in 
each leadership style, there seems no significant difference among the teachers when grouped according to their 
work experience as shown by the computed F-value which turned out to fall below the acceptable level of 
significance.  

However, differences emerged as significant in three leadership styles; Democratic, Autocratic-
transformational, and Democratic-transformational. The teachers differed significantly in their assessments of the 
academic administrators' leadership style when grouped according to their work experience. 

This would mean that teaching experience is not a differentiating factor in leadership styles except in 
democratic, autocratic -transformational and democratic- transformational. The three leadership styles; democratic, 
autocratic-transformational and democratic-transformational obtained an F-value of 2.59 (p=0.04), 2.74 (0.03) and 
2.96 (p=0.02) respectively which are all significant at 95% level of confidence. It would be sufficient to say that the 
null hypotheses of no significant difference on these leadership styles were rejected at 5% level of significance.   
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

transformational Doctoral 4.48 0.63 1.48 0.22 Accepted 
Masteral 4.57 0.56 
Bachelor 4.79 0.35 

 Autocratic-
transactional 

Post 
Graduate 

4.33 0.38 0.36 0.79  
Accepted 

 
Not Significant 

Doctoral 4.27 0.74 
Masteral 4.40 0.67 
Bachelor 4.58 0.46 

 Democratic-
transformational 

Post 
Graduate 

4.33 0.47 

 
1.37 

 
0.25 

 
 
Accepted  

 
 
Not Significant 

Doctoral 4.38 0.58 
Masteral 4.38 0.62 
Bachelor 4.38 0.65 

 Democratic-
transactional 

Post 
Graduate 

3.50 0.84 

Doctoral 3.43 0.91 
Masteral 3.47 0.89 1.37 0.25 Accepted Not Significant 
Bachelor 3.92 0.79 
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Table 6 
Significant Differences on Means of Academic Administrators' Leadership Styles as Assessed by 

Teachers Grouped according to Teaching Experience 

 

Leadership Style Experien
ce 

Mean SD Comp. 
F-test 

Sig Decision 
Ho 

Interpretation 

A. Non-hybrid 

• Transactional 

15& 
over 

4.43 0.63 

0.21 0.93 Accepted 
Not 

Significant 

12-14 4.41 0.60 
9-11 4.48 0.58 
6-8 4.49 0.65 
3.5 4.44 0.78 

• Democratic 

15& over 4.40 0.73 

2.59 0.04 Rejected Significant 
12-14 4.53 0.48 
9-11 4.39 0.78 
6-8 4.54 0.44 
3.5 3.85 0.94 

• Autocratic 

15& over 4.20 0.72 

0.55 0.70 Accepted 
Not 

Significant 

12-14 4.30 0.64 
9-11 4.21 0.82 
6-8 4.40 0.67 
3.5 4.37 0.77 

• Transformational 

15& over 4.39 0.57 

1.10 0.36 Accepted Not 
Significant 

12-14 4.56 0.44 
9-11 4.44 0.60 
6-8 4.64 0.42 
3.5 4.37 0.79 

• Laissez faire 

15& over 3.94 0.76 

0.77 0.54 Accepted 
Not 

Significant 

12-14 4.07 0.58 
9-11 4.02 0.77 

6-8 4.12 0.56 

3.5 4.26 0.83 
B. Hybrid        
• Autocratic-

transformational 
15& over 4.54 0.58  

 
2.74 

 
 
0.03 

 
Rejected 

 
Significant 12-14 4.63 0.41 

9-11 4.49 0.70 
6-8 4.54 0.39 
3.5 4.44 0.58 

• Autocratic-
transactional 

15& over 4.35 0.74 1.22 0.30  
Accepted 

 
Not 
Significant 

12-14 4.45 0.44 
9-11 4.32 0.76 
6-8 4.44 0.51 
3.5 4.30 1.02     

• Democratic-
transformational 

15& over 4.33 0.67  
 
2.96 

 
 
 
0.02 

 
 
Rejected 

 
 
Significant 

12-14 4.43 0.49 
9-11 4.43 0.60 
6-8 4.35 0.55 
3-5 4.56 0.65 

• Democratic-
transactional 

15& over 3.45 0.90 
12-14 3.50 0.84 
9-11 3.50 0.94 0.75  

0.5
6 

Accepte
d 

Not 
Significant 6-8 3.27 0.83 

3.5 3.81 0.97 
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The Academic Administrators' Trait-Emotional Intelligence 
 
 Trait emotional intelligence in leadership is referred to as the ability to  understand and manage one's 
emotions, as well as recognize and control others' emotions and perspectives. It must be clearly emphasized that 
trait-emotional intelligence concerns people’s beliefs about their emotions. In a scale of 1-7, academic administrators 
were asked to rate themselves on the different factors in relation to the facets of trait-emotional intelligence. Thus, 4 
and above is considered a high score and below 4 is considered low score. 
  Table 7 presents the trait-emotional intelligence of selected University academic administrators. 
 

Table 7 
Trait-emotional Intelligence of Selected University Academic Administrators 
Trait -emotional 

intelligence 
Composite Mean SD Rank Interpretation 

1. Well-being 5.98 0.87 1 High Score 

2. Self-control 5.07 0.83 5 High Score 
3. Emotionality 5.53 0.85 2 High Score 
4. Sociability 5.08 0.89 4 High Score 
5. Global traits 5.48 0.71 3 High Score 

 
Well-being as one of the facets of emotional trait include trait empathy, emotion perception and 

relationships. Compared with other facets, a composite score of 5.96 is considered a high score. It means that the 
administrators dominant trait- emotional intelligence are self-esteem, trait optimism and trait happiness. These 
educators are likely to be successful and self-confident. They look for the bright side of life and thus cheerful and 
satisfied.   

A high score on this factor reflect a generalized sense of well-being, extending from past achievements to 
future expectations. Overall, the administrators feel positive, happy, and fulfilled compared with individuals who have 
low self-regard and disappointed about their life as it is at present. 

The second highest score yielded is on the factor of Emotionality with a composite score of 5.70.  This 
would mean that the respondent-educators are in touch with their own and other people’s feelings. They can 
perceive and express emotions and use these qualities to develop and sustain close relationships with important 
others against those individuals who find it difficult to recognize their internal emotional states and to express their 
feelings to others, which may lead to less rewarding personal relationships. This factor includes trait empathy, 
emotion perception and relationships.  

Sociability means that the educators emphasizes social relationships and social influence. They deal with 
others in social context rather than on personal relationship with family and close friends. These educators are better 
in social interaction. They are good listener and can communicate well. These educators exercise healthy degree of 
control, they cannot be intimidated by external pressure and stress. However, they are not expressive people. 

The other two facets - self- control and global traits were also rated high by the administrators themselves.  
It only indicates that the academic administrators look at themselves with a stable and healthy trait-emotional 
intelligence. As such, these leaders with high emotional intelligence can use their ability to recognize and understand 
their own emotions to make more informed and rational decisions. They can also use their ability to empathize with 
the emotions of their team members to take into account their perspectives and needs when making decisions. This 
can lead to better decisions that are more aligned with the goals and values of the school they served.  

 
Differences on Trait-Emotional Intelligence of Academic Administrators When Grouped According to 
Their Profile 

 
Table 8 presents the significant differences of trait emotional intelligence of the academic administrators 

when grouped according to sex.  
The table reveals that the academic administrators in four facets of emotional intelligence; well-being, self-

control, emotionality, and sociability differed significantly when they are grouped according to sex. Well-being 
obtained a t-value of -4.29 (p=0.00), Self-control, -3.17 (p=0.00), Emotionality, -2.24 (p=0.00), and Sociability, -
4.56 (p=0.00).  
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The significant differences mean that when it comes to trait-emotional intelligence. male and female 
administrators  differed with each other. The female administrator showed a stronger emotions compared to their 
male counterparts as shown by their composite means. The computed t-value were all significant and the null 
hypotheses were rejected at 5% level of significance.  

In terms of global trait emotional intelligence , it is worth to recall that it consists of the four facets of well-
being, self-control, emotionality and sociability with two additional facets of adaptability and self-motivation. This 
trait global emotional intelligence obtained a t-value of -1.49 with p=0.07 which is above 0.05 significance level, 
hence considered as not significant. The non-significance of this particular facet would only mean that male and 
female academic administrators do not differ when it comes to adaptability and self-motivation. It would mean that 
sex is not a differentiating factor of adaptability and self-motivation. The null hypothesis of no significant difference 
is therefore accepted at 5% level of significance.  

Table 8 
Differences on trait-emotional intelligence of academic administrators when grouped according to sex 

Trait -emotional 
Intelligence 

Sex Mean Computed t-
value 

Sig Decision 
Ho 

Interpretation 

1. Well-being 
Male 5.26 

-4.29 0.00 Reject Significant 
Female 6.37 

2. Self-control 
Male 4.51 

-3.17 0.00 Reject Significant 
Female 5.54 

3. Emotionality 
Male 5.26 

-2.24 0.02 Reject Significant 
Female 5.96 

4. Sociability 
Male 4.32 

-4.56 0.00 Reject Significant 
Female 5.57 

5. Global traits 
Male 5.24 

-1.49 0.07 Accept Not 
Significant Female 5.65 

 
Table 9 presents the significant differences of trait emotional intelligence of the academic administrators 

when grouped according to age.  
The academic administrators' trait composite means obtained across age range of Well-being in trait 

emotional intelligence differ at each other as shown by the significant computed F-values at  5.050 with p=0.008, 
which is less than the 0.05 level of significance. This means that the academic administrators differ with each other 
in terms of their well-being. The older the academic administrator, the higher their self-esteem , optimism and 
happiness. It could also mean that as the academic administrators become older, the more they become positive and 
self-confident. The null hypothesis of no significant difference on this aspect is therefore rejected at 5% level of 
significance.  

The other trait emotional intelligence obtained a non-significant f - values thus the academic administrators 
perceived themselves the same in terms of self-control, emotionality, sociability and global traits. The null hypothesis 
of no significant differences are therefore accepted at 5% level of significance.  
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Table 9 
Differences on trait-emotional intelligence of academic administrators when grouped according to Age 

 
Trait -emotional 

Intelligence 
Age Mean Computed 

F-value 
Sig. Decision 

on Ho 
Interpretation 

1.Well-being 

51-60 6.56 

5.06 .008 Reject Significant 
41-50 5.83 
31-40 4.59 
21-30 0.00 

2. Self-control 

      
51-60 5.56 

1.36 0.280 Accept Not Significant 
41-50 5.12 
31-40 4.25 
21-30 4.50 

3. Emotionality 

      
51-60 5.88 

 
0.23 

 
0.88 Accept Not Significant 

41-50 5.71 
31-40 5.52 
21-30 5.50 

4. Sociability 

      
51-60 5.60 

2.08  
0.13 

Accept Not Significant 
41-50 4.97 
31-40 4.00 
21-30 5.50 

5. Global traits 

      
51-60 5.64 

 
0.33 0.72 Accept Not Significant 

41-50 5.47 
31-40 5.28 
21-30  

 
 Table 10 reveals the significant differences of trait emotional intelligence of the academic administrators 
when grouped according to educational attainment.   

 The table shows almost the same composite means across the educational levels of the academic 
administrators in each of the trait emotional intelligence. It means that education is not a differentiating factor of 
trait emotional intelligence. Whatever level of education an individual achieves, his trait-emotional intelligence is not 
affected at all. Anybody can be happy, contented, confident or emotionally vibrant whatever you attained in your 
education.   

A closer look at the table will show that the f-values did not register any significance in each of the 
emotional intelligence across educational attainment; Well-being (f=0.70, p=0.51), Self-control (f=1.60, p=0.22), 
Emotionality ( f= 1.50, p=0.24), Sociability (f=1.50, p=0.24) and Global traits (f=0.27, p=0.84). The null hypotheses 
therefore are accepted at 5% level of significance. The academic administrators do not differ significantly in their 
trait-emotional intelligence when grouped according to their educational attainment.  

It is suffice to say that the education background of the academic administrators do not necessarily affect 
their well-being, self-control, emotions, sociability including their global traits.  
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Table 10 
Differences on trait-emotional intelligence of academic administrators when grouped 

according to Educational Attainment 
 

Trait-emotional 
Intelligence 

Education Mean Computed 
F-value 

Sig Decision 
on Ho 

Interpretation 

1. Well-being 
Post-Grad 5.34 

0.70 0.51 Accept Not Significant Doctoral 5.92 
Masteral 6.07 

2. Self-control 
Post-Grad 5.58 

1.60 0.22 Accept Not Significant Doctoral 4.79 
Masteral 5.40 

3. Emotionality 
Post-Grad 6.50 

1.50 0.24 Accept Not Significant Doctoral 5.81 
Masteral 5.50 

4. Sociability 
Post-Grad 6.50 

1.50 0.24 Accept Not Significant Doctoral 5.81 
Masteral 5.50 

5. Global traits 
Post-Grad 5.59 

0.27 0.84 Accept Not Significant Doctoral 5.35 
Masteral 5.60 

 
Table 11 shows the significant differences of trait emotional intelligence of the academic administrators 

when grouped according to administrative experience.  
It can be gleaned from the table that the mean scores obtained in the four facets and in the global-trait 

factors are all above 5.0 which are indicative of a strong. trait-emotional intelligence. The table shows that the 
composite means obtained for each facet of emotional intelligence across the number of years working in the school 
or administrative experience of the academic administrator are almost the same to each other. The f-values with the 
probability for significance obtained are: Well-being (f=1.52, p=0.23), Self-control (f= 1.16, p=o.35), Emotionality 
(f=0.23, p=0.88), Sociability (f=0.42, p=0.74) and Global traits (f=0.35, p=0.79).    

The table shows clearly that each facet of emotional intelligence did not register any significance across 
work or administrative experience. The probability obtained were all above 5% of the limit for significance, hence the 
null hypotheses of no significant differences are therefore accepted. It only shows that the length of experience does 
not affect the trait-emotional intelligence of an academic administrator.  
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Table 11 
Differences on trait-emotional intelligence of academic administrators when grouped 

according to their Administrative Experience 
Trait-emotional 
Intelligence 

Experience Mean Computed 
F-value 

Sig Decision 
on Ho 

Interpretation 

1. Well-being 

15 & over 6.61 
1.52 0.23 Accept 

Not 
Significant 12 - 14 5.92 

9-11 5.69 
6-8 5.50     

2. Self-control 

15 & over 5.58 

1.16 0.35 Accept Not 
Significant 

12 - 14 4.97 
9-11 5.40 
6-8 4.33 

3. Emotionality 

15 & over 5.88 

0.23 0.88 Accept 
Not 

Significant 
12 - 14 5.71 
9-11 5.52 
6-8 5.50 

4. Sociability 

15 & over 5.60 

0.42 0.74 Accept Not 
Significant 

12 - 14 4.97 
9-11 4.00 
6-8 5.50 

5. Global traits 

15 & over 5.52 

0.35 0.79 Accept 
Not 

Significant 
12 - 14 5.53 
9-11 5.49 
6-8 5.08 

 
Relationship of Leadership Style of Academic Administrators and Their Trait - Emotional Intelligence  

 
Table 12 presents the Coefficient of Correlations (Pearson r) of Academic Administrators' Trait Emotional 

Intelligence and Leadership styles. 
The correlation coefficient indicates the relationship of two variables which range from -1 to +1. A 

correlation of -1.00 is just as strong as a correlation of 1.00. In social research, it generally used values of 0.10, 
0.30, and 0.50 indicating weak, moderate, and strong relationships, respectively.  

Table 14-A shows the coefficient of correlations between Well-being and Leadership Styles. The table 
reveals that there exists a significant relationships between the two variables. The table shows that Well-being is 
significantly and moderately correlated with transactional leadership (r=0.31), democratic leadership ( r= 0.45), 
autocratic leadership , ( 0.12), transformational leadership (r=0.35). Likewise, it is also significantly and moderately 
correlated with hybrid leadership styles; autocratic transformational (0.38), democratic transformational (r=0.27), 
and democratic transactional (r=0.36).  

Going further, the trait emotional intelligence of Self-control is also correlated with all leadership styles but 
the relationship is weak.  Emotionality is also correlated, however, only democratic (r=0.30), transformational 
(r=0.35), autocratic-transformational (R=0.35), democratic-transformational ( r= 0.37)  and democratic-
transactional (r= 0.42) turned to correlate moderately.  

A closer look at the table, the trait emotional intelligence of well-being is correlated with democratic 
leadership (r=0.452), transformational leadership (r=0.346), transactional (r=0.311), autocratic-transformational 
(r=0.378), and democratic transactional leadership (r=0.355).  Emotionality is found to be correlated with 
democratic transactional leadership. (0.42), transformational (r=o.37) and autocratic- transformational (0.35). 
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Sociability shows a weak correlations with all leadership styles while the global traits is correlated moderately with all 
hybrid leaderships. styles.  

It could be surmise that the trait-emotional intelligence is significantly correlated with leadership styles 
although it is only weak to moderate relationships. A closer look at the table will also reveal that the highest 
coefficient of correlations obtained is between Well-being and democratic leaderships with a coefficient of r= 0.45 
and between Emotionality and democratic-transactional leadership with coefficient of r= 0.42. These coefficient 
correlations almost hit strong relationships.  

Similar results were revealed in the study of Raquel Gómez-Leal et al (2021) that emotional intelligence is 
key for effective leadership and that the most commonly used skills/competences are self-awareness, self-
management and empathy. Additionally, the literature makes it clear that the extent to which the leader builds 
trusting relationships contributes greatly to the development of teacher satisfaction and performance.  

Current research suggests that emotional intelligence continues to grow in importance and is a critical 
component of effective leadership. High emotional intelligence allows one to make more informed decisions and to 
solve problems more easily.  

This study finds credence with the quantitative correlational study of  Dianna Fanon (2018) who examined 
the relationship between emotional intelligence and leadership style of educational leaders Results suggested that 
individuals with high levels of emotional intelligence are most likely to use a transformational-leadership style and 
least likely to use a laissez faire leadership style.  

 
Table 12 

Coefficient of Correlations (Pearson r) of Academic Administrators' Trait Emotional 
Intelligence and Leadership styles 

 
A. Well-being VS Leadership Styles 
Leadership Styles Coefficient r Computed t-

value 
Sig Decision on 

Ho 
Interpretation 

A. Non-hybrid      
     

Transactional 0.311 2.41 0.00 Reject Significant 
Democratic 0.452 8.35 0.00 Reject Significant 
Autocratic 0.122 11.86 0.00 Reject Significant 
Transformational 0.346 10.7 0.00 Reject Significant 
Laissez-faire 0.241 0.6 0.00 Reject Significant 

B. Hybrid 
     
     

Autocratic-
transformational 

0.378 6.00 0.00 Reject Significant 

Autocratic-transactional 0.064 8.35 0.00 Reject Significant 
Democratic-
transformational 

0.273 6.39 0.00 
 

Reject Significant 

Democratic-
transactional 

0.355 10.7 0.00 Reject Significant 

B. Self-control 
Leadership Styles Coefficient r Computed t-

value 
Sig Decision on 

Ho 
Interpretation 

A. Non-hybrid      
     

Transactional 0.18 2.46 0.00 Reject Significant 
Democratic 0.19 7.25 0.00 Reject Significant 
Autocratic 0.14 10.05 0.00 Reject Significant 
Transformational 0.28 9.39 0.00 Reject Significant 
Laissez-faire -0.11 -0.11 0.00 Reject Significant 
B. Hybrid      
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Autocratic-
transformational 

0.28 4.39 0.00 Reject Significant 

Autocratic-transactional 0.00 7.25 0.00 Reject Significant 
Democratic-
transformational 

0.24 4.65 0.00 
 

Reject Significant 

Democratic-
transactional 

0.21 9.39 0.00 Reject Significant 

C. Emotionality 
Leadership Styles Coefficient r Computed t-

value 
Sig Decision 

on Ho 
Interpretation 

A. Non-hybrid      
     

Transactional 0.01 3.12 0.00 Reject Significant 
Democratic 0.30 10.03 0.00 Reject Significant 
Autocratic 0.12 11.86 0.00 Reject Significant 
Transformational 0.35 15.0 0.00 Reject Significant 
Laissez-faire 0.13 3.0 0.00 Reject Significant 

B. Hybrid 
     
     

Autocratic-
transformational 

0.35 6.16 0.00 Reject Significant 

Autocratic-
transactional 

0.13 10.03 0.00 Reject Significant 

Democratic-
transformational 

0.37 4.48 0.00 
 

Reject Significant 

Democratic-
transactional 

0.42 11.22 0.00 Reject Significant 

D. Sociability 
Leadership Styles Coefficient r Computed t-

value 
Sig Decision on 

Ho 
Interpretation 

A. Non-hybrid      
     

Transactional 0.09 2.12 0.00 Reject Significant 
Democratic 0.11 6.62 0.00 Reject Significant 
Autocratic 0.10 13.3 0.00 Reject Significant 
Transformational 0.12 8.37 0.00 Reject Significant 
Laissez-faire 0.16 2.03 0.00 Reject Significant 

B. Hybrid 
     
     

Autocratic-
transformational 

0.12 3.61 0.00 Reject Significant 

Autocratic-transactional 0.14 6.62 0.00 Reject Significant 
Democratic-
transformational 

0.14 4.46 0.00 
 

Reject Significant 

Democratic-
transactional 

0.14 8.37 0.00 Reject Significant 

E. Global Traits 
Leadership Styles Coefficient r Computed t-

value 
Sig Decision on 

Ho 
Interpretation 

A. Non-hybrid      
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Transactional 0.21 -2.43 0.00 Reject Significant 
Democratic 0.32 -8.09 0.00 Reject Significant 
Autocratic 0.17 -12.35 0.00 Reject Significant 
Transformational 0.00 -9.93 0.00 Reject Significant 
Laissez-faire 0.02 -1.56 0.00 Reject Significant 

B. Hybrid 
     
     

Autocratic-
transformational 

0.34 -4.81 0.00 Reject Significant 

Autocratic-transactional 0.33 -8.09 0.00 Reject Significant 
Democratic-
transformational 

0.33 -4.92 0.00 
 

Reject Significant 

Democratic-
transactional 

0.34 -9.92 0.00 Reject Significant 

      
 
 

Conclusion 
1.   In terms of the profile of respondents according to sex, the respondent educators have almost equal number of    
      representation although female educators outnumbered the male educators of about three faculty members, the    
      difference is insignificant. 
2.   Most of the educators are in the mid to senior years, well-experienced, and mostly   are teaching show a vibrant  
      group with high level of trait-emotional intelligence  
3.   The preference of the hybrid- leadership styles only indicates that in reality leadership style cannot be confined   
      to one kind of leadership but rather situational, depending on the condition of the environment.  
4.  The leadership style preference of transformational and democratic leadership or its hybrid is indicative of   
     educators' characteristics of willingly taking steps to improve classroom practice or instruction. 
5.  Considering that age is a differentiating factor of trait-emotional intelligence in terms of Well-being, it can be  
     concluded that the older the academic administrator, the higher their self-esteem, optimism, and happiness. It   
     could also mean that as the academic administrators become older, the more they become positive and self- 
     confident.  
6.  The trait-emotional intelligence drives the academic administrators to be effective leaders considering all  
      leadership styles are significantly correlated with their trait emotional intelligence. 
7.   It is not remote that leadership styles will evolve, and different names will replace the existing ones, but its  
      relationship to emotional intelligence continue to exist which tends to become a a critical component of  
      leadership. Emotional Intelligence is significant and relevant to current organizational climates and educational  
      settings, hence emotional intelligence plays a vital role in ensuring leadership effectiveness. 
 
Recommendations 
1. Emotional intelligence has a positive relationship on leadership style as shown by significant correlations  
    established in this study. Therefore, being emotionally stable and fit should be a criterion for appointment for  
    academic administrator. Emotional intelligence should also be included as part of the selection and promotion  
    process for leadership positions.   
2. Considering the important role of emotional intelligence to affect leadership style among educational leaders, all  
    faculty and academic staff should be trained and equipped with emotional intelligence skills 
3. The Leadership and Emotional Intelligence Enhancement Framework for HEI's should be improved  to suit the  
    specific needs of a particular university.  
4. The ability to connect emotionally with teachers and employees and lead with emotional intelligence is essential  
    for leadership effectiveness, it is because how the leader makes his subordinates feel can impact his engagement,  
    as well as his productivity. 
5. Similar study must be conducted on this post-pandemic period to obtain a more reliable and to achieve better    
    results when sampling requirements can be followed and the environment to conduct a research survey is more  
    conducive. 
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6. Emotions can weave through every work situation an employee can experience, including change and uncertainty,  
    interactions with colleagues, conflict and relationships, attitude , stress and burnout and achievement and failure.  
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