
p- ISSN: 2708-2113 e-ISSN: 2708-3608 L-ISSN: 2708-2113 
URL: http://dx.doi.org/10.31703/gesr.2018(III-I).04   

  

 

Role of Emotional Intelligence in Strengthening links of Teacher Management-
Skills with their Performance in HEIS of Khyber-Pakhtunkhwa, Pakistan 

 
Gohar Nadeem*   Allah Nawaz† 

 
Vol. III, No. I (2018) | Pages: 29 – 38 | DOI: 10.31703/gesr.2018(III-I).04 

 
Abstract: Teacher’s management skills (TMS) determine his/her performance in the workplace 
however, there are many factors which affect relationships between TMS and teacher-performance (TP). 
One of the most highlighted factors is the emotional intelligence (EI) of teacher. In the current study, both 
personal EI (PEI) and social EI (SEI) have significantly played their role however, social EI has emerged 
as Full mediator confirming the assumption that for social interactions, SEI is more relevant than PEI.  
Positivism has been used as the research philosophy which emphasizes to accept facts and figures as 
knowledge if verified through observational ‘scientific-method’ for both data collection and analysis. 
Survey approach was applied on literature and field surveys with scientific treatment of data 
supplemented by statistical procedures. Correlations and mediations are significant with huge statistics 
thereby confirming the assumed interactions of variables. The study has implications for the stakeholder 
to consider EI as the major contributor towards positive relations between TMS and TP. 
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Introduction 
Management skills can be taught, and learned with self-discipline, dedication, and time. Knowledge and 
skills of management are needed to motivate the students for learning purposes. Teachers are supposed 
to be expert in using their conceptual, technical and human skills to prepare the students for learning 
with motivation and willingness (Hosseinpour, Tamimi, Hosseinpour, Hashami, Jafarzadeh, 2014). 
Teachers play many other roles in the classroom, they set the quality of their classrooms, build favorable 
environment, mentor the students, serve as role models, manage instructional materials and always care 
for the future of students under them (Wilson-Morgan, 2015).  

Teachers are the crucial change agents who steer their school structures, cultivate relationships and 
lead students to achievement as role models using a collaborative strategy with the students and fellow 
teachers (Anho, 2015). Current work environments are facing new challenges therefore need to get more 
dynamic every next day. Due to global competition and developing expectations of stakeholders, new 
managerial requirements are cropping up continuously. An efficient management is anchored on several 
management skills including communication, motivation, and negotiation as the main pillars of 
interpersonal relations in the workplace (Hosseinpour et al., 2014). The employees with adequate 
management skills are reportedly far better in giving good performance as compared to those co-workers 
who are poor in commanding these skills to manage their work and work environment effectively and 
efficiently (Templer, 2018). 

Teachers are managers in the classroom and across the learning environing for their students 
including library work, lab assignments, tests, assignments, exams and a diversity of extracurricular 
activities. Teachers need management skills to play their different roles as a teachers like managing the 
instructional procedures, learning activities, attitudes and feeling of the students as well as the classroom 
atmosphere (Anho, 2015). Classroom and teaching management cannot be detached because both are 
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characterized by discipline, suitable teaching methods, best use of teaching materials, effective 
communication as well as a prompt students’ evaluation (Wilson-Morgan, 2015). 

Teacher performance is critical for every educational institution from school to college to university. 
There are several models to measure the employee performance like teachers in higher education 
institutions (Chegini, 2010). One of the widely used model includes the measurement of efficiency, 
effectively, innovativeness and responsiveness of the employees’ behavior of every individual employee 
(Nsour, 2012). These four constructs are believed to collectively demonstrate the performance of 
employees irrespective or the type and size of the organization or institution (Zirra & Mambula, 2019).  

Emotional intelligence is the ability of an individual to understand his emotions and that of others 
with whom he has to interact like the co-workers in an organization. Teacher’s emotional intelligence is 
critical because he has to motivate, inspire, stimulate and influence the students for learning (Zeidner, 
Matthews & Roberts, 2004). All this possible only if the teacher is emotionally intelligent enough to 
identify and measure the intensity of emotionally state of mind of the students (Yaghoubi, Mashinchi, & 
Hadi, 2011). There is personal and social emotional intelligences in every human being (Mehmood, 
Qasim, & Azam, 2013). Both personal and social aspects of a teacher’s emotional intelligence help 
teachers in managing their work environment for teaching and learning thereby giving best possible 
performance in the favor of the learners and the institution (Malik & Shahid, 2016).  

Current study measures statistical significance of the relationships between TMS and TP as 
supported by the EI of teachers in their workplace of higher education in Khyber Pakhtunkhwa, Pakistan. 
The findings highlight the roles of both personal EI and social EI in relations of TMS with TP. The 
performance of teachers is fully mediated by their social EI, while social EI has emerged as supporting 
the relationship partially in line with teacher management skills.  

 
Research Design 
Philosophy and Approach 
In ‘Positivist’ philosophy of social research, knowledge is a verifiable entity. The researcher extracted the 
research-model from literature and used it as guideline for verification of knowledge with primary data 
from field survey. Statistical tools were applied to test the hypotheses emerging from the model. 
Literature and field surveys were used for data collection while statistical procedures assisted to verify 
links between the research variables in the context of sample. Qualitative data was processed with 
‘Thematic-analysis’ (Stirling, 2001) and ‘Argumentation’ by Toulmin (1958). For quantitative analysis, 
statistical procedures were applied including mediation model of Baron and Kenny (1986) besides 
correlation and regression analysis. 
 
Reliability and Validity 
Validity measurement refers to know the ability of a construct/instrument to measure precisely what it 
is supposed to compute. While reliability is the estimation of consistent use of the instrument across 
different situations (Field, 2009:11). Croanbach Alpha was used to compute reliability scores while factor 
analysis procedure was run to measure validity statistics to test for linear relationships among the 
variables, Kaiser-Meyer-Olkin [KMO] tool for sampling adequacy was used. Kaiser, (1970) suggested 0.6 
as the minimum score KMO test. Barlett’s Test of Sphericity (Bartlett, 1954) helped to know the statistical 
significance t (p˂0.001) of factorability of matrix. 
 
Table 1. Reliability Statistics 

  N of Items Cronbach's Alpha 
1 Management Skills 8 .752 
2 Teacher Performance 6 .774 
3 Personal Emotional Intelligence 5 .661 
4 Social Emotional Intelligence 7 .778 
5 Questionnaire  26 .916 
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Validity-Statistics 
Required Critical-values 

1. KMO test [Sampling Adequacy]: = or > 0.7  
2. Bartlett’s test [test of Sphericity]: = or < 0.05  
3. Factor-loading: = or > 0.4  

 
Table 2. Pretests [KMO & Bartlett] 

 Management Skills Teacher Performance Personal EI Social EI 
KMO test  .770 .766 .755 .789 
Bartlett's 
test 

Chi-square 
[822.164] [df.28] 
p-value = .000 

Chi-Square 
[735.699] [df.15] 
p-value = .000 

Chi-Square 
[203.213] [df.10] 
p-value = .000 

Chi-Square 
[705.373] [df.21] 
p-value = .000 

 
Table 3. Factor-Loadings 

Management skills Teacher performance Personal EI Social EI 
Items Loadings Items Loadings Items Loadings Items Loadings 
MS1 .797 TP1 .656 PEI1 .654 SEI1 .723 
MS2 .352 TP2 .739 PEI2 .581 SEI2 .772 
MS3 .494 TP3 .677 PEI3 .609 SEI3 .660 
MS4 .475 TP4 .781 PEI4 .727 SEI4 .741 
MS5 .535 TP5 .474 PEI5 .687 SEI5 .487 
MS6 .549 TP6 .875   SEI6 .356 
MS7 .755     SEI7 .799 
MS8 .780 Note. Items with <0.4 factor-loadings were excluded from analysis. 

9  6  5  7  
 
Literature Review 
Management-Skills 
Management skills refer to the knowledge and ability of the managers/teachers to perform some specific 
managerial functions or duties. These skills can be learned and used to work professionally. Thus, one 
can develop these skills with the help of learning and practicing as a manager in the classroom or 
educational institution (Hosseinpour et al., 2014). There are several groupings of the managerial skills 
and different skills are more relevant to a specific work situation (Anho, 2015). For example, teacher as a 
manager has to handle students, co-workers and the work environment therefore the tensions and 
worries are different from the one who is working in some non-teaching organization. Though 
management skills like conceptual, technical and human can be learned through training and 
experiences however, command over skills needs extra attention and dedication to learn and really 
command so everybody cannot show the same results as the other manager (Templer, 2018). Following 
types of skills are indispensable for every manager or administrator in any institution:  

 
Conceptual Skills 
Conceptual skills characterize the abstract thinking of the managers, meaning that they have to create 
the ability to think over the available facts and figures for performing managerial functions. 
Imaginations, innovations and creativity are the fundamental requirements for having conceptual skills 
(Hosseinpour et al., 2014). Conceptual powers enable the managers to see the whole issue or assignment 
through diagnosis and analysis of all the relevant information to develop a unique and educated view of 
the situation. Conceptually competent managers can predict the future of the institution or department 
as a corporate entity. The conceptual skills help managers to search outside for the betterment and 
improvement of the organization while making decisions relating to the workforce and functioning of 
the organizational units/sections (Wilson-Morgan, 2015). 
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Technical Skills 
Technical skills or hard skills are rudimental for every employee to perform his duties or functions as per 
technical requirements of the organization. Technical skills are scientific therefore based on scientific 
knowledge and practices as per prevailing standards and yardsticks (Hosseinpour et al., 2014). Almost 
every activity undertaken in any organization has some basic level of technical considerations, which 
must be in the knowledge-cache of the managers and visible from his practical actions performed for the 
achievement of organizational, group and individual objectives or goals in the organization. Technical 
skills need formal and proper training by professional managers, which are then used as per work 
requirements. Inability of a manager in any required skill negatively effects the performance at employee, 
group and corporate levels (Anho, 2015). 

 
Human or Interpersonal Managerial Skills 
The most critical and decisive set of skills for every manager particularly a teacher in higher education 
institution are the interpersonal management skills to generate teamwork spirit so that all the group 
members are welded together into a single compact mindset which obviously strengthens the group 
performance as well as corporate productivity. These skills enable the managers to lead and motivate the 
human resources for better work outputs (Anho, 2015). Human skills like communication, motivation, 
negotiation, emotional intelligence, self-confidence, self-esteem etc., are indispensable to create 
humanly and friendly work conditions to inspire and prepare employees to work with interest, attention 
and dedication thereby making best performance possible and achievable (Templer, 2018).  

 
Teacher-Performance 
Employee or organizational performance is the output by workforce using organizational facilities as per 
standards of the organization and other stakeholders. Every employee has to perform individually in his 
area of work assignment thereby make valid contributions to the group and corporate performance. An 
employee like teacher has to perform according to the formal standards of higher education for the 
achievement of objectives and goals of organizational performance (Nsour, 2012). It is however notable 
that an employee’s performance is dependent on many factors including personal, group and 
organizational, for instance, research tells that satisfied employees give better performance than the 
dissatisfied workforce (Landy, 1985). Likewise, the employees are more likely to turnover if they are not 
happy or demotivated in the work environment (Zirra & Mambula, 2019). 

The command over management skills is the basic factor which determines the performance of the 
employees. Conceptually, technically and humanly competent workers/managers know about the 
niceties of the work assignment therefore their performance is expected to the closer to the required 
standards of the organizational for individual, group and corporate performance. There are different 
factors for individual, group and organizational performance. Individual performance is mostly based on 
the personal knowledge and skills of the manager; however, group and organizational performance 
needs social skills and corporate policies and procedures to assist individuals and groups to perform 
effectively (ILO, 2015). The measurement of employee performance is done through different models, 
such as the following is one of the widely used framework to compute employee or teacher performance:  

1. Effectiveness: The effectiveness of the teacher performance refers to the production of wanted 
results. The effectiveness is the successful process, which helps in achieving the organizational 
goals and objectives. It is about the awareness of teachers, administrators and support staff about 
the organizational vision, missions and objectives of the university. Thus, the measurement of 
effectiveness consists of all the performance related data, which verifies the understanding and 
achievement of organizational goals as per expectations of the stakeholders (Nsour, 2012).  

2. Efficiency: Efficiency is giving results without wasting material, time and energy/effort. It is the 
input-output ratio, for instance, reduction in the number of workforces assigned to make a 
product. Efficient performance means consuming minimum resources and giving best possible 
results. Efficiency is critical for the countries and organizations with limited resources because 
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efficient working is characterized with minimum wastage of resources to give desired output 
(Zirra & Mambula, 2019).  

3. Innovativeness: Innovation is the transformation of new ideas into the real product or service that 
is salable and usable. The innovation is founded on the creativity of the employees at individual, 
group and corporate levels. To capture the changing needs of the public, all organizations, both 
public and private have to innovate using the latest technologies to meet one or another new 
needs of the public. Creativity is the process of preparation, incubation and illumination while 
innovation is the conversion of creative ideas into physical and practical methods and procedures 
to come up with improved products and services (Zirra & Mambula, 2019).  

4. Responsiveness: It is the ability of an employee to keep track of stakeholder needs and search for 
new methods and procedures to meet the emerging requirements of the concerned people 
(Nsour, 2012). Technologies keep on emerging for better and improved organizational 
performance and service of the stakeholders therefore it is the responsibility of management to 
stay sensitive to the changing needs of the stakeholders and identifying the technologies to meet 
those needs with new modus operandi.  

 
Emotional-Intelligence 
The conception of emotional intelligence (EI) was introduced in 1920s when Thorndike (1920) postulated 
the emotional intelligence as consisting of three distinct dimensions: abstract, mechanical and social 
intelligences (Yaghoubi et al., 2011). Then in 1980s, contributions by many other researchers were made 
to expand the construct of EI. Gardner (2013) introduced the concept of “intra-emotional-intelligence” 
and “inter-emotional intelligence” and similarly, Steiner (1984) theorized about the ability of EI. These 
researchers therefore contributed to the development of EI in becoming a hot topic among the scholars 
and researchers in organizational behavior (Salovey & Mayer, 1990; Malik & Shahid, 2016). 

Emotional intelligence is ability of an employee like teacher to identify and understand his/her 
emotions and that of the co-workers and students and then behave accordingly as per the situation. At 
the moment higher education institutions are facing several problems related to the poor academic 
performance, parents’ expectations, quality-education, student-problems, and workload etc., (Yaghoubi 
et al., 2011). These issues make it hard for teachers to manage academic duties and increasing demands 
from the society. Researchers report that socially pressurized teachers become victim of emotional 
challenges. Research tells that, if teachers learn to enhance their emotional abilities, they can better 
manage these challenges. Thus, EI is tool for teachers to understand and accordingly adjust their 
emotions thereby getting emotional balance (Mehmood et al., 2013). Teacher has to study the emotions 
with the objective of properly managing classroom environment, students’ learning patterns and their 
motivation. Goleman (1998) has divided these competencies into two broad categories: personal and 
social 

 
Personal EI 

1. Self-Awareness: It is the backbone of EI and refers to an individual’s ability to know and 
continuously monitor one’s own emotions. This awareness is indispensable for self-understanding 
and psychological insight. Goleman defines it as knowing internal states, preferences, resources, 
and the intuitions (Goleman, 1995). Further, a number of studies have underlined certain 
attributes in this regard like self-consciousness and purpose-in-life as a social object (Gabbott, 
Tsarenko & Mok, 2011). This ability is associated with the ability to know emotions, impulses and 
moods (Baczyńska, 2015). 

2. Self-Regulation: It is also known as emotional management and involves managing one’s internal 
states, resources, and impulses (Goleman, 1995). It includes conscientiousness, self-control, 
adaptability, innovation and trustworthiness as well as self-monitoring to adjust behavior 
situational and external factors (Quebbeman & Rozell, 2002). Self-monitoring, self-control, and 
adaptability influence one’s reaction to conflict or stress in the workplace. However, one with 
poor self-regulation is reportedly more expected to behave emotionally resulting into conflict and 
stressful conditions (Baesu & Bejinaru, 2015).  
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3. Self-Motivation: It involves the control of emotional tendencies, which guide and support 
attainment of goals (Goleman, 1995). Commitment, achievement-orientation, initiative and 
optimism are the leading attributes for self-motivation (Seligman, 1990). The reactions to negative 
events are linked to personal goal attainment and mediated by self-regulation (Yaghoubi et al., 
2011). Thus, self-motivation is the ability to resist against negative feedback and work with hope 
of success rather than fear of failure and stay ready for change to develop (Malik & Shahid, 2016). 

 
Social EI 

4. Empathy: It refers to the awareness of others’ needs, concerns, and feelings (Goleman, 1995). 
Empathy is about having a service orientation, understanding and developing others, expressing 
diversity, and political awareness. The employees having empathy are comparatively far more 
accurate in understanding social behavior (Neuman & Baron, 1998). The empathetic employees 
mostly avoid aggressive behaviors and manage them properly because of their capability to 
accurately understand fellow workers (Yaghoubi et al., 2011).  

5. Social Skills: These skills are an individual’s ability to successfully manage the interpersonal 
relationships in the workplace (Salovey & Sluyter, 1997). This ability consists of effective 
communication, influencing, conflict management, leadership, change management, 
collaboration and cooperation capabilities and teamwork (Mehmood et al., 2013). Social skills 
relate to interaction skills like listening others attentively, taking turns, and allowing people to 
talk without any interruption (Baczyńska, 2015). 

 
Theoretical Framework 

 
 
 
 
 
 
 
 

Empirical Findidngs 
Descriptive Results 
Table 4. Descriptive Statistics 

 N Minimum Maximum Mean Std. Deviation 
Management-Skills [IV] 337 3.11 5.89 4.3337 .51780 
Teacher Performance [DV] 337 3.10 6.75 4.8111 .59058 
Personal EI [MV1] 337 2.80 7.00 5.1947 .68806 
Social EI [MV2] 337 3.29 6.57 4.8245 .61807 

Analysis: PEI has got maximum mean-score followed by SEI, TP and TMS.  
 

Testing of Hypothesis 
H1. Predictors [MS, PEI & SEI] are significantly associated with TP 
 
Table 5. Correlations 

 Personal EI Social EI Management Skills 
Teacher Performance Pearson Correlation .775** .760** .582** 

Sig. (2-tailed) .000 .000 .000 
N 337 337 337 
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**. Correlation is significant at the 0.01 level (2-tailed). 
Analysis: All predictors are significantly associated with the dependent variable therefore H1 is accepted 
as true and substantiated.  
 
H2. Personal-EI significantly mediates between MS and TP 
 
Table 6. Computing ‘a’ (H2) 

Model Summary ANOVA 
Model R R Square Adjusted R2 Std. Error F Sig. 

1 .548a .300 .298 .57649 143.643 .000b 
Coefficients 
Model Unstandardized Coefficients Standardized Coefficients t Sig. B Std. Error Beta 
1 (Constant) 2.040 .265  7.696 .000 

Management-Skills .728 .061 .548 11.985 .000 
a. Dependent Variable: PEI; b. Predictors: (Constant), MS 

Analysis: Path ‘a’ is significant therefore pre-condition is established for further processing. 
 

Table 7. Computing ‘c, b, & ĉ’ (H2) 

Model Summary ANOVA 
Model R R Adj-R2 Std. E Change Statistics   

R2 F df1 df2 SigF F Sig. 
1 .582a .339 .337 .48081 .339 171.928 1 335 .000 171.928 .000b 
2 .798b .636 .634 .35729 .297 272.656 1 334 .000 292.001 .000c 
Coefficients 
Model Unstandardized Coefficients Standardized Coefficients 

t Sig. B Std. Error Beta 
1 (Constant) 1.933 .221  8.741 .000 

Management-Skills .664 .051 .582 13.112 .000 
2 (Constant) .792 .178  4.443 .000 

Management-Skills .257 .045 .226 5.716 .000 
Personal EI .559 .034 .651 16.512 .000 

a. Dependent Var: TP; b. Predictors: (Const.), MS; c. Predictors: (Const.), MS, PEI 
Analysis: Both path ‘b’ and ‘ĉ’ are significant thereby suggesting that there is partial mediation by PEI 
between TMS and TP. Further, there is 0.297 change in R2 showing the weight of the change in TP due 
to the mediator. Thus, H2 is substantiated.  
 
H3. Social-EI significantly mediates between MS and TP 

 
Table 8. Computing ‘a’ (H3) 

Model Summary ANOVA 
Model R R Square Adjusted R2 Std. Error F Sig. 
1 .719a .517 .516 .42998 359.248 .000b 
Coefficients 
Model Unstandardized Coefficients Standardized Coefficients t Sig. B Std. Error Beta 
1 (Constant) 1.103 .198  5.581 .000 

Management-Skills .859 .045 .719 18.954 .000 
a. Dependent Variable: SEI; b. Predictors: (Constant), MS 

Analysis: The pre-condition of significant path ‘a’ is substantiated. 
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Computing ‘c, b, & ĉ’ (H3 
 
Table 9. Model Summary 

Model R R2 Adj-
R2 Std. E 

Change Statistics ANOVA 
R2 F f1 df2 SigF F Sig. 

1 .582a .339 .337 .48081 .339 171.928 1 335 .000 171.928 .000b 
2 .762b .580 .578 .38370 .241 192.028 1 334 .00 230.997 .000c 
Coefficients 
Model Unstandardized Coefficients Standardized Coefficients t Sig. B Std. Error Beta 

1 (Constant) 1.933 .221  8.741 .000 
Management-Skills .664 .051 .582 13.112 .000 

2 (Constant) 1.187 .184  6.435 .000 
Management-Skills .084 .058 .074 1.445 .149 
Social EI .676 .049 .707 13.85

7 .000 

a. Dependent Var: TP; b. Predictors: (Const.), MS; c. Predictors: (Const.), MS, SEI 

Analysis: R2 of 0.241 shows that SEI has made substantial addition to the change in test variable. Further, 
path ‘ĉ’ has also gone insignificant thereby declaring that SEI has fully mediated between TMS and TP.  
 
H4 is therefore accepted as true.  
 
Discussions & Conclusions 
Teacher management skills are necessary to give performance in the class and the institution 
(Hosseinpour et al., 2014). Teacher performance is concerned with teaching, mentoring and contributing 
to the overall management of the institution. The quality of teacher management skills primarily define 
his/her role however, there are other organizational and personal factors which also help teachers to 
effectively use their management skills to give best performance (Anho, 2015). In the current work 
environment in Pakistan, the emotional intelligence is indispensable for any teacher working in school, 
college or university (Baczyńska, 2015). 

It is therefore concluded that the empirical study verifies the impacts of personal and social EI in 
strengthening the connections between teacher management skills with his/her performance as a 
teacher. The results show that there is role of personal EI in connecting teacher management capabilities 
with organizational performance however, the social EI has bigger impact and decisive role through 
FULL mediation between management-skills and teacher-performance. The stakeholders are therefore 
expected to take note of these findings and incorporate the consideration of teacher EI in their HRM 
practices so that the positive role of teacher’s personal characteristics are properly capitalized on for the 
best performance and development of the educational institution. 
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