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Police officers endure a great amount of stress as a result of facing critical, often life-
threatening situations on a regular basis. Chronic stress from operational experiences as 
well as organizational stress can cause police officers to face burnout and become 
emotionally exhausted, depersonalized, and experience a decline in personal 
accomplishments. Research indicates that police officers face a high burnout rate, but 
there is a gap in the research as it pertains to police leaders. Previous research also 
indicates that an individual’s emotions can mitigate how they react to stressful situations 
and environments. The purpose of this study was to determine if there is a relationship 
between police leaders’ emotional intelligence and their burnout. This was done by 
examining emotional intelligence and burnout of police leaders in a mid-sized southern 
police department using the Wong and Law Emotional Intelligence Survey and burnout 
using the Maslach Burnout Inventory. This study also examined if there was a difference 
in emotional intelligence and burnout between leaders assigned to field operations and 
investigative services bureaus. 

The profession of policing is known to have a high amount of stress and fatigue due to 
high demands both physically and psychologically. The stress of responding to and 
handling critical incidents often involving the threat of physical violence or even death 
can lead to extreme fatigue and the possibility of mental health deterioration that can 
lead to burnout. Police leaders often face similar stresses as police officers but must also 
deal with inter-organizational conflict and personnel matters that can add to the fatigue 
and stress of the daily job requirements and lead to burnout amongst police department 
leadership. According to Lynette (2003), professional burnout occurs when employees 
experience negative changes in behavior and attitude which evolves in response the 
strain of work related stressors.  How police leaders cope with stress plays a major role 
in how the stress effects their life and their productivity while at work. According to 
Salovey, Mayer, Goldman, Turvey, and Palfia (1995), those who are better able to 
distinguish among feelings and regulate emotional expression, are less likely to 
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experience distress reactions following exposure to stressful events. There is a 
significant amount of research on police officers and their burnout, but there is a gap in 
research from the perspective of the leaders within police departments. Emotional 
intelligence was the independent variable for this study while burnout was the 
dependent variable.  

Police departments respond to calls for service as well as investigate crimes after they 
have been committed. Those assigned to field operations respond for calls for service 
while those assigned to investigative services investigate crimes after they have been 
committed. Field operations officers and leaders are responsible for the initial response 
to calls such as domestic violence, sexual assaults, and violent crimes such as 
aggravated assaults and homicide. Investigators and investigative leaders are 
responsible for the long-term outcome of the investigation such as conducting lengthy 
interviews and identifying suspects. The two groups have been identified because of the 
difference in which those assigned to the groups experience stress and traumatic events. 
Those assigned to field operations experience extremely intense stress while responding 
to traumatic events while those assigned to investigative services experience the long-
term stress of attempting to solve difficult cases. This study examined leaders from the 
two groups of police leaders that include field operations and investigative services to 
determine if there is a difference between leaders’ emotional intelligence by their group 
as well as their burnout between groups. This study also examined if there was a 
relationship between emotional intelligence and burnout with tenure being a 
controlling variable. In a study conducted by Thornton and Herndon (2016), it was 
found that the number of years of service plays a major role in how stress is coped with. 
Thornton and Herndon found that officers with more years of service had less 
emotional dysfunction and therefore more years of service may lead to better coping 
skills.   

Literature Review 

Emotional Intelligence 

Leadership involves countless interactions between leaders and followers on a daily 
basis. How the leader interacts with the followers exactly impacts the followers’ 
perception of the leader as well as the followers’ job satisfaction and extra-role behavior 
of the follower (Wong & Law, 2002). As a result of the interactions between the leader 
and the follower, the leader creates culture within their organization. According to 
Wong and Law (2002), “emotional awareness and emotional regulation become 
important factors affecting the quality of the interactions” (p. 244). The theory of 
emotional intelligence can be generalized into two models: the ability based model and 
the trait based model (Tang, Yin, & Nelson, 2009). The ability based model was 
developed by Mayer and Salovey (1990) who defined emotional intelligence as “a type 
of intelligence reflecting the ability to process emotional information in four 
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dimensions: perceiving emotion, appraisal and recognition of emotion in others, 
regulation of emotion in the self, and use of emotion to facilitate performance” (Wong & 
Law, 2002, p. 246). According to Van Rooy and Viswesvaran (2003), the four dimensions 
of emotional intelligence have been proposed as sequential steps with perceiving 
emotion being first, with using emotion to facilitate thought, understanding emotion, 
and managing emotions.  

Zhou and George (2003) submit that emotional intelligence is the ability for one to 
effectively “reason about emotions and use emotions to aid cognitive processes and 
decision making” (p. 552). The first dimension of emotional intelligence is the ability to 
perceive emotion within the self as well as others. The ability to appraise and express 
emotions differs from one individual to another. According to Zhou and George, “some 
people are perfectly aware of how they feel and can express their own emotions 
whereas others are either not aware or have difficulty accurately expressing their 
emotions and feelings” (p. 553). Similarly, some individuals are better able to accurately 
perceive emotions in others while some individuals lack the ability to perceive, 
appraise, and express emotions that have been or are being experienced by others 
(Zhou & George, 2003). Wong and Law (2002) posit that those who are high in the 
ability to perceive emotions will usually sense and acknowledge their emotions before 
most people.  

The second dimension of emotional intelligence as it is explained by Mayer and Salovey 
(1990) is appraisal and recognition of emotions in others. According to Wong and Law 
(2002), appraisal and recognition of emotion in others is “people’s ability to perceive 
and understand the emotions of those people around them” (p. 246). Emotions in others 
can be caused by a multitude of variables and individuals who have high emotional 
intelligence are able to understand the causes and consequences of emotions that are 
experienced by others. They are also able understand that emotions may change over 
time and will recognize how and why they change.  

The third dimension of emotional intelligence set forth by Mayer and Salovey (1990) is 
the ability to regulate emotion in the self. Wong and Law (2002) posit that those who are 
able to manage their own emotions are better able to recover from psychological 
distress. Managing emotions is a critical aspect of a leader and as Zhou and George 
(2003) point out, “while emotional reactions are functional in that they provide meaning 
and signal where attention should be focused, unmanaged emotions can interfere with 
effective information processing” (p. 554). Therefore, effective management of emotions 
in the self allows the leaders to effectively communicate information to all stakeholders.  

The fourth dimension of emotional intelligence is the use of emotion to facilitate 
performance. According to Wong and Law (2002), “this relates to the ability of 
individuals to make use of their emotions by directing them towards constructive 
activities and personal performance” (p. 246). Emotionally intelligent leaders also have 
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the ability to facilitate cognitive processes. Zhou and George submit that “emotions and 
cognitions are highly interdependent and emotional intelligence provides people with 
the capability to use emotions to contribute to the effective cognitive processing of 
information” (p. 553). Those who are high in emotional intelligence are more likely to be 
able to use their emotions to process information and adapt to changing environments. 
Conversely, those who are not high on emotional intelligence may find it difficult to use 
their emotions to adapt and to facilitate cognitive processes.  

There have been numerous studies conducted with empirical evidence that discuss 
cognitive and noncognitive systems of the brain and how that effects emotions; 
however, there exists no specific theory that discusses how emotional intelligence 
effects the outcomes of organizations (Wong & Law, 2002). In order to help understand 
how emotions effect organizational outcomes, Wong and Law (2002) utilized Gross’ 
(1998) model of emotion regulation. Gross defined emotional regulation as “the process 
by which individuals influence which emotions they have, when they have them, and 
how they experience and express these emotions” (p. 275). Interestingly, Gross’ 
definition of emotion regulation resembles the definition of emotional intelligence. 
According to Gross, in order for someone to regulate their emotions, they must first be 
able to understand emotions and that one can dictate how they experience emotion and 
how they express emotion. “Therefore, according to the definitions of EI and emotional 
regulation, persons with high EI should be more able to modulate their response 
tendencies and have more effective regulation processes” (Wong & Law, 2002, p. 247). 
Emotional response tendencies can be regulated by manipulating input systems and 
output systems (Gross, 1998). By manipulating input and output systems, employees of 
organizations can modulate their perception of their work environment. By doing so, 
employees may be selective about who they interact with, which allows them to focus 
on specific aspects of their work environment (Wong & Long, 2002). Employees may 
also manipulate their emotion outputs by “intensifying, diminishing, prolonging, or 
curtailing certain emotions” (Wong & Law, 2002, p. 247). As it pertains to organizational 
and workplace outcomes, interpersonal interaction is a key component to 
organizational settings. Many interpersonal interactions occur between employees and 
their leaders where they discuss individual performance, job duties, as well as 
subordinates reporting outcomes to the leader. As such, “affective commitment towards 
other people is a necessary component of social interaction and argued that the showing 
of positive emotions is associated with a high likelihood of success at work” (Wong & 
Law, 2002, p. 248).  

Burnout 

 What is burnout? According to Maslach and Schaufeli (1993), burnout is a set of 
negative psychological experiences reflecting a “wearing out” from prolonged exposure 
to the stresses of work. Burnout, as presented by Maslach and Schaufeli, is viewed as a 
syndrome consisting of three parts: emotional exhaustion, depersonalization, and 
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reduced personal accomplishments. Due to regular and overwhelming stressors at 
work, individuals may become emotionally exhausted and may feel like they have very 
little energy left to devote to their jobs. As a result of feeling left with little to no energy, 
emotionally exhausted workers may “withdraw physically and psychologically from 
their work” (Lynette, 2003, p. 13). Withdrawing from work physically leads to 
absenteeism while withdrawing from work psychologically results in a lack of 
production at work. When an employee’s withdrawal from work continues over a 
period of time and becomes more intense, he/she may reach the point of detachment. 
When the employee has reached the point of detachment, he/she may develop negative 
attitudes toward the workplace and towards their clients, or other stakeholders. 
Reaching this point of detachment is known as depersonalization and leads to the 
employee feeling less committed to the organization and diminished caring about 
his/her lack of production (Lynette, 2003). An employee feeling depersonalized will 
often not meet the needs of the client or stakeholder and thus, impedes the 
organizations ability to meet its goals. The third aspect of burnout involves the 
employee experiencing negative feelings about themselves which leads to reduced 
personal accomplishments (Maslach et al., 1996). According to Yanez (2004), “research 
shows that burnout is not only related to negative outcomes for the individual, 
including depression and a sense of failure, fatigue, and loss of motivation, but also in 
relating to negative outcomes or the organization, including absenteeism, turnover, and 
poor productivity” (p. 2).  

Police officers generally face stress that comes from two sources in their daily work life. 
The first source of stress comes from the daily stress of responding to high stress calls 
for service. The second source of stress is internal organizational stress. Police officers 
regularly face stressful situations during their work day that include critical incidents 
and possibly life-threatening situations. They face hostile crowds and see horrendous 
crime scenes involving death and mutilation of human bodies. “Critical incidents 
typically evoke intense emotions and events related to violence usually trigger high 
anxiety and a sense of hopelessness” (Basinska, Wiciak, & Daderman, 2014).  The 
second source of stress, organizational stress, comes from inter-organizational 
bureaucracy such as staff shortages, promotions, and the use of non-objective 
performance evaluation criteria (Basinska et al., 2014). Additionally, the perception of 
lack of support, poor communication, and management styles can lead to stress in the 
workplace for officers (Yanez, 2004). The combination of the two stressors leads to 
officers being fatigued and a reduction in job satisfaction. In many cases, police 
organizations are short staffed, leading officers to have to compensate for such 
shortages by working more hours, handling more calls for service, and being exposed to 
more traumatic events. Officers who have to handle more than a normal work load are 
susceptible to fatigue and exhaustion. Acute fatigue, which is fatigue immediately after 
work is a normal function of everyday experiences and work (Basinska et al., 2014). 
However, police officers who are required to work longer hours, rotate day/night 
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shifts, and are making up for organizational deficiencies in personnel are susceptible to 
prolonged fatigue. Acute fatigue is normal and energy can be regenerated prior to 
responding to work the very next day. Prolonged fatigue is especially dangerous 
because the energy needed for the next shift is not regenerated and officers return the 
next day for work still fatigued from previous work days (Basinska et al., 2014). This 
leads to a decrease in concentration, poor decision making, and increases the time to 
complete tasks and fosters mistakes. Such fatigue can “expose police officers to a 
heightened risk of injury and may threaten public safety” (Basinska et al., 2014). 
Stressful situations and fatigue can lead to exhaustion and officer burnout. Police 
leaders are exposed to a similar amount of stressful operational work as well as 
organizational stress, but have the added stress of handling personnel decisions and 
problems. Police leaders are also faced with making critical decisions while on the scene 
of an active crime such as a hostage/barricade and active shooter situations. 
Organizationally, police leaders must navigate receiving orders from the upper 
administration and giving out those orders to officers who may not be particularly 
happy with what they have been tasked to do. Police leaders are also tasked with 
enforcing rules and regulations within the organization to help guide officers when 
they are carrying out their duties. According to Yanez (2004), police departments are 
frequently managed in an authoritarian manner and officers and front-line leaders are 
very seldom given the opportunity to provide input about decision making, 
departmental goals and objectives, and how officers are deployed. Front line leaders 
often see themselves as robots who are simply waiting for orders from the high-level 
administrators which can cause substantial amounts of stress and anxiety (Yanez, 2004). 

An individual’s emotions and how they handle those emotions play a role in how they 
process stressful situations. According to Basinska et al. (2014), “positive emotions, 
especially high-arousal emotions, are conducive to engagement” (p. 669). This means 
that positive emotions help individuals to stay motivated to perform daily tasks, but 
also to accept new and difficult tasks. Positive emotions also help individuals maintain 
a positive attitude towards an organization (Basinska et al., 2014). Conversely, Basinska 
et al.  found that negative emotions can lead to fatigue and ultimately, exhaustion.  

Research Questions 

There is a significant amount of research on police officers and their burnout, but there 
is a gap in research from the perspective of the leaders within police departments. 
Those assigned to field operations respond for calls for service while those assigned to 
investigative services investigate crimes after they have been committed, which leads to 
the following research questions: 

RQ1: Is there a difference in the leaders’ Emotional Intelligence, Self-Awareness by 
Department Groups Field Operations, and Investigative Services? 
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RQ2: Is there a difference in the leaders’ Emotional Intelligence, Recognition of 
Emotions in Others by Department Groups Field Operations, and Investigative 
Services? 

RQ3: Is there a difference in leaders’ Emotional Intelligence, Self-Regulation by 
Department Groups Field Operations, and Investigative Services? 

RQ4: Is there a difference in leaders’ Emotional Intelligence, Use of Emotions to 
Facilitate Performance by Department Groups Field Operations, and Investigative 
Services? 

RQ5: Is there a difference in the leaders’ Burnout Emotional Exhaustion by Department 
Groups Field Operations and Investigative Services? 

RQ6: Is there a difference in leaders’ Burnout Depersonalization by Department Groups 
Field Operations and Investigative Services? 

RQ7: Is there a difference in leaders’ Burnout Personal Accomplishments by 
Department Groups Field Operations and Investigative Services? 

Research Hypotheses 

As a result of the above literature review, the following research hypotheses are 
presented.  

RH1: There is a positive relationship between leaders’ Emotional Intelligence, Self-
Awareness, and Burnout Emotional Exhaustion. 

RH2: There is a positive relationship between leaders’ Emotional Intelligence, 
Recognition of Emotions in Others, and Burnout Emotional Exhaustion. 

RH3: There is a positive relationship between leaders Emotional Intelligence, Self-
Regulation, and Burnout Emotional Exhaustion. 

RH4: There is a positive relationship between leaders’ Emotional Intelligence, Use of 
Emotions to Facilitate Performance, and Burnout Emotional Exhaustion. 

RH5: There is a positive relationship between leaders’ Emotional Intelligence, Self-
Awareness, and Burnout Depersonalization.  

RH6: There is a positive relationship between leaders’ Emotional Intelligence, 
Recognition of Emotions in Others, and Burnout Depersonalization.  

RH7: There is a positive relationship between leaders’ Emotional Intelligence, Self-
Regulation, and Burnout Depersonalization.  
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RH8: There is a positive relationship between leaders’ Emotional Intelligence, Use of 
Emotions to Facilitate Performance in Others, and Burnout Depersonalization.  

RH9: There is a positive relationship between leaders’ Emotional Intelligence, Self-
Awareness, and Burnout Reduced Personal Accomplishments. 

RH10: There is a positive relationship between leaders’ Emotional Intelligence, 
Recognition of Emotions in Others, and Burnout Reduced Personal Accomplishments. 

RH11: There is a positive relationship between leaders’ Emotional Intelligence, Self-
Regulation, and Burnout Reduced Personal Accomplishments.  

RH12: There is a positive relationship between leaders’ Emotional Intelligence, Use of 
Emotions to Facilitate Performance in Others, and Burnout Reduced Personal 
Accomplishments.  

Method 

The population for this study included leaders from a mid-sized southern police 
department which has approximately 750 sworn police officers with approximately 150 
of those sworn officers being leaders. Leadership within the police department consists 
of corporals, sergeants, lieutenants, captains, and assistant chiefs.  The organization is 
split into three bureaus that include the Field Operations Bureau, Investigative Services 
Bureau, and the Administrative Services Bureau. For the purpose of this study, only the 
Field Operations Bureau and the Investigative Services Bureau was examined as they 
are the personnel who are handling calls for service and investigations into crime. The 
two groups were referred to as departmental groups or, DG. Fifty-two leaders 
participated in the study and consisted of a mix of males and females and had a variety 
of experience and years of tenure with the police department.  Tenure was 
operationalized as years of service. The leaders selected their years of service through a 
dropdown box on the survey. The leaders completed the WLEIS (Wong and Law 
Emotional Intelligence Survey) instrument as well as the MBI (Maslach Burnout 
Inventory). The variables for this study included Emotional Intelligence (EI), Burnout 
(BO), and Departmental Groups (DG). Within Emotional Intelligence, EI1 will refer to 
perception of emotions within the self, EI2 will refer to appraisal of emotions in others, 
EI3 will refer to the ability to regulate emotions in the self, and EI4 will refer to the use 
of emotion to facilitate performance. Within Burnout, BO1 will refer to emotional 
exhaustion, BO2 will refer to depersonalization, and BO3 will refer to personal 
accomplishments.  

To collect data for the survey, a survey was created on Survey Monkey that included 
the WLEIS and the MBI. An email with a link to the survey was sent to all supervisors 
on the police department asking them to participate in the survey. Five subsequent 
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emails were sent asking for participation until the final number of participants reached 
52.  

The sample size consisted of 52 participants who are police supervisors assigned to 
operations or investigations. Of the 52 participants, 48 were male and four were female 
and 27 were assigned to operations and 25 were assigned to investigations. The 
participants ranged in tenure from nine years to 30 years with an average tenure being 
18.5 years.  

Measurement Instruments 

Any behavior can be studied by providing the participant with an instrument to 
measure the behavior itself. According to Cozby and Bates (2015), the most common 
way to measure a behavior is to ask participants questions that tell the researcher about 
the participant. Obtaining information about participants can be gathered by providing 
the participants with a questionnaire or the researcher conducting an interview with the 
participants. In either case, the researcher must consider whether or not the instrument 
being used to gather the data is reliable, valid, and how the participants react to the 
measures. The reliability of an instrument refers to the ability of the instrument to 
produce consistent results. In order to obtain reliability, “researchers use careful 
measurement procedures that might involve carefully training observers to record 
behavior or paying close attention to how questions are phrased” (Cozby & Bates, 2015, 
p. 101). A common indicator of reliability is Cronbach’s alpha, which provides the
average of all possible split half reliability coefficients (Cozby & Bates, 2015). Validity
refers to “the adequacy of the operational definition of variables” (Cozby & Bates, 2015,
p. 105). As it pertains to measurement instruments, the questions asked of the
participants must actually measure the construct that it intends to measure. Reactivity
can be a problem for researchers and as Cozby and Bates (2015) posit, a measure is
reactive if the participant becomes aware of the measurement and they change their
behavior as a result.

The WLEIS is a self-reported instrument that follows the basic principles of Emotional 
Intelligence set forth by Mayer and Salovey (1990) who developed the MSCEIT. The 
WLEIS has been used multiple times by previous researchers to test emotional 
intelligence in individuals and is the basis for this study (Crosby, 2016). The WLEIS is a 
scale that ranges from 1 to 7 representing strongly disagree to strongly agree. Wong and 
Law (2002) report alpha scores of .89 for the scale, a score that has been found to be 
credible during multiple studies on emotional intelligence (Crosby, 2016). Ng, Wang, 
Zalaquett, and Bodenhorn (2007) conducted a confirmatory factor analysis of the WLEIS 
and found that Cronbach’s alpha for dimension one, self-awareness to be .84, dimension 
two, appraisal of emotion in others to be .84, dimension three, regulation of emotion to 
be .87, and dimension four, use of emotion to facilitate performance to be .85.  
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This study utilized the Maslach Burnout Inventory to test the leaders’ burnout. The MBI 
is the most widely used test for burnout and according to Schaufeli, Bakker, Hoogduin, 
Schaap, and Kladler (2001), the MBI is used in over 90% of journal articles and 
dissertations that assess burnout. The MBI was originally developed by Christina 
Maslach and Susan Jackson for the purpose of assessing burnout among individuals. 
The instrument measures the three constructs of burnout that include emotional 
exhaustion, depersonalization, and personal accomplishment. The MBI has 22 
questions, nine of which pertain to emotional exhaustion, five for depersonalization, 
and eight for personal accomplishment that takes approximately 10-15 minutes to 
complete. The MBI uses a 7-point frequency scale. The 7-point scale starts with 1=never, 
2 = a few times a year or less, 3= once a month, 4= a few times a month, 5= once a week, 
6= a few times a week, and 7= every day. Shaufeli et al. (2001) stated that high levels of 
emotional exhaustion and depersonalization combined with low levels of personal 
accomplishments are characteristics of burnout. The MBI has consistently been found to 
be internally consistent as Cronbach’s alpha scores are usually well over .70 (Schaufeli 
et al., 2001). Phghosyan, Aiken, and Sloane (2009) conducted an analysis of the MBI and 
found that Cronbach’s alpha for Emotional Exhaustion was .93, Personal 
Accomplishment was .78, and Depersonalization was .82. In order to obtain the data for 
this study, the MBI and the WLEIS will be distributed through an online survey 
program. The online program will allow for the participants to provide truthful 
answers anonymously. Once the participants have completed the surveys, the results 
will then be made available to the researcher for analysis.     

Analysis 

To test if there is a difference in EI or BO between DG, a t-test was conducted with DG 
being the independent variable and EI and BO being the dependent variable. In order to 
predict burnout in police leaders, a multiple regression was conducted utilizing the EI 
and BO scores of the participants.  The sample size for this study was based on the 
multiple regression model and t-tests. To properly run the multiple regression, 20 
participants are needed per group. To run the t-tests, 25 participants are needed per 
group. Therefore, a minimum of 25 participants per group will be utilized to conduct 
the study.  

Results 

To examine whether there was a difference in EI Self Awareness, EI Recognition of 
Emotion in Others, EI Self-Regulation, EI Use of Emotion to Facilitate Performance, BO 
Emotional Fatigue, BO Depersonalization, and BO Personal Fulfillment, a t-test was 
performed with each category with operations and investigations defined as the groups. 
A t-test was performed with EI Self Awareness and there was no significant difference 
in the scores for operations (M=24.7, SD=2.5) and investigations (M=24.9, SD=2.4) 
groups; t(50)=-.204, p= .84. 
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Table 1 

Difference in Emotional Intelligence, Self-Awareness between police leaders assigned to field 
operations and investigations.  

A t-test was performed with EI Recognition of Emotion in Others and there was no 
significant difference in the scores for operations (M=21.6, SD=3.2) and investigations 
(M=21.68, SD=3.3) groups; t(50)=-.057, p= .938>.05. 

Table 2 

Difference in Emotional Intelligence, appraisal of emotions in others between police leaders 
assigned to field operations and investigations.  

A t-test was performed with EI Self Regulation and there was no significant difference 
in the scores for operations (M=23.2, SD=3.9) and investigations (M=23.7, SD=2.8) 
groups; t(50)=-.483, p= .631>.05. 

Table 3 

Difference in Emotional Intelligence, self-regulation between police leaders assigned to field 
operations and investigations.  

A t-test was performed with EI Use of Emotion to Facilitate Performance and there was 
no significant difference in the scores for operations (M=24.6, SD=2.0) and 
investigations (M=23.5, SD=2.4) groups; t(50)=1.758, p= .085>.05. 

EI Selfawareness N M SD Std. Error Mean 

Field Operations 27 24.74 2.49 .48 

Investigations 25 24.88 2.42 .48 

EI Othersapp N M SD Std. Error Mean 

Field Operations 27 21.63 3.15 .60 

Investigations 25 21.68 3.26 .65 

EI Selfreg N M SD Std. Error Mean 

Field Operations 27 23.22 3.89 .75 

Investigations 25 23.68 2.81 .56 
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Table 4 

Difference in Emotional Intelligence, use of emotions between police leaders assigned to field 
operations and investigations.  

A t-test was performed with BO Emotional Fatigue and there was no significant 
difference in the scores for operations (M=40.4, SD=9.6) and investigations (M=40.7, 
SD=6.9) groups; t(50)=-.133, p= .895>.05. 

Table 5 

Difference in Burnout, emotional fatigue between police leaders assigned to field operations and 
investigations.  

A t-test was performed with BO Depersonalization and there was no significant 
difference in the scores for operations (M=23.0, SD=4.3) and investigations (M=21.8, 
SD=4.4) groups; t(50)=1.025, p= .310>.05. 

Table 6 

Difference in Burnout, depersonalization between police leaders assigned to field operations and 
investigations.  

A t-test was performed with BO Personal Fulfillment and there was no significant 
difference in the scores for operations (M=29.6, SD=8.2) and investigations (M=27.8, 
SD=4.8) groups; t(50)=.955, p= .344>.05. 

EI UOE N M SD Std. Error Mean 

Field Operations 27 24.55 2.01 .39 

Investigations 25 23.48 2.40 .48 

BO Emotion 
fatigue 

N M SD Std. Error Mean 

Field Operations 27 40.37 9.57 .18 

Investigations 25 40.68 6.93 1.39 

BO 
Depersonalization 

N 
M 

SD Std. Error Mean 

Field Operations 27 23.04 4.33 .83 

Investigations 25 21.80 4.37 .87 
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Table 7 

Difference in Burnout, personal fulfillment between police leaders assigned to field operations 
and investigations.  

A simple linear regression was calculated to predict BO Emotional Fatigue based on EI 
Self Awareness, β=-.220, (50) = 5.036, p>.05. The regression model was found to be not 
significant (F(1,50)=2.554, p>.05. with an R2=.049.  A simple linear regression was 
calculated to predict BO Emotional Fatigue based on EI Recognition of Emotion in 
Others,β=-.017, (50) = 5.110, p>.05. The regression model was found to be not significant 
(F(1,50)= .014, p>.05, with an R2 of .000. A simple linear regression was calculated to 
predict BO Emotional Fatigue based on EI Self-Regulation, β= -.781, (50) = -.781, p>.05. 
The regression model was found to be not significant (F(1,50)= .611, p>.05, with an R2 of 
.012. A simple linear regression was calculated to predict BO Emotional Fatigue based 
on EI Use of Emotion, β= -.237, (50) = -.453, p>.05. The regression model was found to be 
not significant (F(1,50)= .205, p>.05, with an R2 of .004. 

Table 8 

Regression analysis summary for EI Self-Awareness, EI Recognition of Emotion in Others, EI 
Self-Regulation, and EI Use of Emotion predicting Burnout, Emotional Fatigue. 

BO Emotional 
Fatigue 

B SE B ß t p 

EISelfawareness -.754 .472 -.220 -1.598 .116 

EIRecognition -.044 .371 -.017 -.119 .906 

EISelf Reg -.270 .346 -.110 -.781 .438 

EIUse of 
Emotion 

-.237 .522 -.064 -.453 .653 

A simple linear regression was calculated to predict BO Depersonalization based on EI 
Self-Awareness, β= -.376, (50) = -1.522, p>.05. The regression model was found to be not 
significant (F(1,50)= 2.315, p>.05, with an R2 of .044. A simple linear regression was 
calculated to predict BO Depersonalization based on EI Recognition of Emotions in 
Others, β= .261, (50) = 1.370, p>.05. The regression model was found to be not significant 
(F(1,50)= 1.878, p>.05, with an R2 of .036. A simple linear regression was calculated to 

BO 
personalfulfillment 

N M SD Std. Error Mean 

Field Operations 27 29.59 8.19 1.58 

Investigations 25 27.80 4.75 .95 
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predict BO Depersonalization based on EI Self Regulation, β= .037, (50) = 5.016, p>.05. 
The regression model was found to be not significant (F(1,50)= .042, p>.05, with an R2 of 
.001. A simple linear regression was calculated to predict BO Depersonalization based 
on EI Use of Emotions, β= 0.039, (50) = .143, p>.05. The regression model was found to 
be not significant (F(1,50)= .021, p>.05, with an R2 of .000. 

Table 9 

Regression analysis summary for EI Self-Awareness, EI Recognition of Emotion in Others, EI 
Self-Regulation, and EI Use of Emotion predicting Burnout, Depersonalization. 

BO 
Depersonalization 

B SE B ß t p 

EI Selfawareness -.376 .247 -.210 -1.522 .134 

EI Recognition .261 .190 .190 1.370 .117 

EI Self Reg .037 .182 .029 .206 .838 

EI Use of Emotion .039 .273 .020 .143 .887 

A simple linear regression was calculated to predict BO Personal Fulfillment based on 
EI Self-Awareness, β= -.694, (50) = -1.827, p>.05. The regression model was found to be 
not significant (F(1,50)= 3.338, p>.05, with an R2 of .063. A simple linear regression was 
calculated to predict BO Personal Fulfillment based on EI Recognition of Emotion in 
Others, β= -.288, (50) = -.965, p>.05. The regression model was found to be not 
significant (F(1,50)= .932, p>.05, with an R2 of .018. A simple linear regression was 
calculated to predict BO Personal Fulfillment based on EI Self Regulation, β= -.304, (50) 
= -1.091, p>.05. The regression model was found to be not significant (F(1,50)= 1.190, 
p>.05, with an R2 of .023. A simple linear regression was calculated to predict BO 
Personal Fulfillment based on EI Use of Emotions to Facilitate Performance, β= -.339, 
(50) = -.804, p>.05. The regression model was found to be not significant (F(1,50)= .646,
p>.05, with an R2 of .013.

Table 10 

Regression analysis summary for EI Self-Awareness, EI Recognition of Emotion in Others, EI 
Self-Regulation, and EI Use of Emotion predicting Burnout, Emotional Fatigue.  

BO Personal 
Fulfillment 

B SE B ß t p 

EI 
Selfawareness 

-.694 .380 -.250 -1.827 .074 

EI Recognition -.288 .298 -.135 -.965 .339 

EI Self Reg -.304 .279 -.152 -1.091 .281 



Spiritual Leadership in Collectivist and Individualist Cultures  P a g e  | 156 

Emerging Leadership Journeys, Vol. 11 Iss. 1, pp.142-159. 
© 2018 Regent University School of Business & Leadership 
ISSN 1941-4684 | editorelj@regent.edu 

EI Use of 
Emotion 

-.339 .422 -.113 -.804 .425 

The statistical analysis did not lead to any statistically significant results. The lack of 
statistically significant results leads to the rejection of RH 1-12 and acceptance of the 
null hypothesis.  

Discussion 

Police officers and police leaders face similar stresses on a daily basis. Officers and 
leaders each  respond to critical incidents involving high stress decisions that must be 
made and even life-threating dangers. Police leaders, however, face additions 
organizational stressors such as enforcing rules and regulations and making personnel 
decisions. Although the literature is clear that the stressors faced daily by police officers 
can lead to burnout, there is a gap in research as it pertains to police leadership and 
burnout and there is no research to indicate if there is a relationship between emotional 
intelligence and burnout amongst police leaders. According to previous research 
conducted by Zhou and George (2003), emotional intelligence involves reasoning about 
emotions and using emotions to help the cognitive processes and decision making 
ability. Burnout, according to Maslach and Schaufeli (1993) is an emotional response 
that includes emotional exhaustion, depersonalization, and reduced personal 
accomplishment. This study examined burnout amongst leaders in two of the most 
common police groups, field operations and investigations. The research helped to 
determine if there is a difference in burnout between the two groups and if there is a 
difference in emotional intelligence between the two groups. This research found that 
there is no difference in emotional intelligence between the two departmental groups, 
operations and investigative supervisors. Although the previous research indicated that 
emotional intelligence may relate to emotional responses such as burnout, this research 
also found that emotional intelligence is not a significant predictor of burnout in police 
leaders.  

Although it was not the purpose of this study, it was noted that the police leaders who 
participated in the study indicated a higher than average burnout rate. The average 
combined burnout rate was 91.7, meaning that the average police leader feels some 
measure of burnout a few times a month. Future research should follow up on police 
leader burnout to determine factors that lead to burnout amongst police leaders. 
Identifying those factors could lead to practical implications that reduce burnout and 
lengthen the longevity of police leaders lives and careers.  

Limitations in Research 

The individuals who participated in this study all work for the same police department. 
Further research would benefit from a wider range of departments that are represented. 
Police departments that range in size would provide a broader perspective that is more 
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representative of police departments across the country. This study also did not ask the 
participants how long they had been assigned to their current assignment. Therefore, it 
is possible that supervisors could have been recently assigned to their assignment and 
therefore the conditions of either operations or investigations may not have had any 
effect on the participant yet. The sample size for the study required 25 participants for 
each group in order to conduct t-tests and multiple regression successfully. The study 
resulted in 25 participants assigned investigations and 27 assigned to operations. A 
larger sample size would be beneficial in future research in order to generalize the 
results to policing as a profession. 

About the Author 
Mike Thomas is a third-year Organizational Leadership PhD student at Regent 
University. He is a police Lieutenant and 15-year veteran of the Norfolk Police 
Department located in Norfolk, Virginia and is a graduate and instructor of the 
International Association of Chiefs of Police’s Leadership in Police Organizations 
course.    

Correspondence concerning this article should be addressed to Mike Thomas at 
charth3@mail.regent.edu. 

References 

Basinska, A., Wiciak, I., & Daderman, M. (2014). Fatigue and burnout in police officers: 
the mediating role of emotions. Policing: An international Journal of Police 
Strategies& Management, 37(3). 665-680. 

Cote, S., Lopes, P., Salovey, P. & Miners, C. (2010). Emotional intelligence and 
leadership emergence in small groups.  The Leadership Quarterly, 21. 496-508. 

Cozby, P. & Bates, S. (2015). Methods in behavior research (12th ed.). New York, NY: 
McGraw-Hill Education. 

Fiori, M., & Antonakis, J. (2011). The ability model of emotional intelligence: Searching 
for valid measures. Personality and Personal Differences, 50(3). 329-334. 

Gross, J, (1998). Antecedent and response focused emotion regulation: Divergent 
consequences for experience, expression, and physiology. Journal of Personality 
and Social Psychology, 2(3). 271-299.   



Spiritual Leadership in Collectivist and Individualist Cultures  P a g e  | 158 

Emerging Leadership Journeys, Vol. 11 Iss. 1, pp.142-159. 
© 2018 Regent University School of Business & Leadership 
ISSN 1941-4684 | editorelj@regent.edu 

Lynette, J. (2003). Emotional intelligence, negative mood regulation expectancies, and 
professional burnout among police officers. ProQuest Dissertations 

Maslach, C., & Schaufeli, W. (1993). Historical and conceptual development of burnout. 
Washington, DC: Taylor & Francis. 

Ng, K., Wang, C., Zalaquett, C. & Bodenhorn, N. (2007). A confirmatory analysis of the 
Wong andLaw emotional intelligence scale in a sample of international college 
students. International Journal of Advanced Counselling, 29, 173-185.  

McCleskey, J. (2012). Emotional intelligence and leadership: A review of the progress, 
Controversy, and criticism. International Journal of Organizational Analysis, 22(1), 
76-93.

Poghosyan, L., Aiken, L., & Sloane, D. (2009). Factor structure of the maslach burnout 
Inventory: An analysis of data from large scale cross-sectional surveys of Nurses 
from eight countries. International Journal of Nursing Studies, 46(7). 984-902.  

Salovey, P., Mayer, J., Goldman, S., Turvey, C., & Palfia, T. (1995). Emotional attention, 
clarity, and repair: Exploring emotional intelligence using the Trait Meta-Mood 
Scale. Emotion, Disclosure, & Health. 125-154.  

Shaufeli, W., Bakker, A., Hoogduin, K., Schaap, C., & Kladler, A. (2001). On the clinical 
validity of the maslach burnout inventory and the burnout measure. Psychology 
and Health, 16. 565-582.  

Tang, H., Yin, M., & Nelson, D. (2009). The relationship between emotional intelligence 
and leadership practices. Journal of Managerial Psychology, 25(8). 899-926. 

Thornton, M., & Herndon, J. (2016). Emotion regulation in police officers following 
distress: Effects of tenure and critical incidents. Journal of Police and Criminal 
Psychology, 31(4). 304-309.  

Van Rooy, D., & Viswesvaran, C. (2003). Emotional intelligence: A meta-analytic 
investigationof predictive validity and nomological net. Journal of Vocational 
Behavior, 65. 71-95.  

Wong, C., & Law, K. (2002). The effects of leaders and follower emotional intelligence 
onperformance and attitude: An exploratory study. The Leadership Quarterly, 13. 
243-274.

Yanez, L. (2004). Police officer burnout: An examination of officer stress, the policing 
subculture and the advantages of family counseling. Proquest Dissertations. 



Spiritual Leadership in Collectivist and Individualist Cultures  P a g e  | 159 

Emerging Leadership Journeys, Vol. 11 Iss. 1, pp.142-159. 
© 2018 Regent University School of Business & Leadership 
ISSN 1941-4684 | editorelj@regent.edu 

Zhou, J. & George, J. (2003). Awakening employee creativity: The role of leader 
emotional intelligence. The Leadership Quarterly, 14. 545-568. 


