ence And Leadership Behavior In The Nigerig, (hm-‘mr.-im,

Fmosonal Intellig

INTELLIGENCE AND LEADERSHIP BEHA (R

EMOTIONAL N CONSTRUCTION INDUSTRY

[N THE NIGERIA

Chukwucmeka Patrick Ogbu' Chinedu C. Adindu

ity Surveyd a State Polvtechnie, Aba, Abia Stare
'Department of Quantity Surveying. Abia State P‘. i
Email: memekusa @ vahoo.com

*Department of Quantity Surveying. Abia State Polvtechnic, Aba, Abia State
(4 A 4 ; ;
f Email: gsecadindn @ yalhoo.com

ABSTRACT

Different authors have investigated the various competences, skitls or abilities that constitute emaotional _\i'.lirer'ﬁ‘gm-r_
Hawever the relative importance of each of the emotional conipelence components .lfm._s ner been investigare]
especially as regards relationship management. A descriptive survey researeh n’ff.'.'rgn was ﬂdﬂ’}l?h’d. wiih
questionnaive as the major rescarch instrument, in wiich the relationship management 51.{3’.‘5 Gf.fﬂrl‘.fﬂ“m‘#l{m leader;
in Victoria Island and Ikeja areas of Lagos Swte Nigeria were studied. The study also mvestigated the emotiong)
conipetences under the relationship management domain, and the b havioral attributes within the competences, Dyt
gathered were analyzed using deseriptive and inferential starivtics. Ry lative-importance index ranking tsing the
Severity Index shows that the variable Hdentifv and encourave upportunity for collaboration across and wihiy
= groups' wnder Teamwork and Collaboration ranked hiphest amongst all atiributes of relationship management
identified, while *Use non-verbal cties fike tone of voice to facus on the messaee’ under C otneinicatton skills ranke
least, ANOVA test showed thar there is na significant difference between the contributions of developing others
leadership, influence, communication, change caralvst, conflict tanagement. building bonds, teamwork a
collabaration to relationship management. Possession of all relui, wiship managemens competences by construction
indwstry leaders s strongly advecared, F urthermore, it is veconmended thar knowledge of communication skills by

members of the industry should be improved and diversified as a way of improving relationship management
compeiences,

KEYWORDS: Emortionai Intelligence, Leadership, Relationship Management

INTRODUCTION

he pril_nury focus of leadership is on effectiveness
espective of its domain of applic

. Mdy serve as a common thread that hinds together

i aton — managerial, | discrete leader hip the

military, parlia igioue “ = ] 3 Acersinp themes. : s g

infnrmrL %uilﬁ;'ﬁf}’;.l’i'gﬂﬂgﬂ-- dpolltlcui. formal or Leadership will continue to dominate in significance
S A=A, Ciled in Reed, 2005) asserts that | O waric Ui of construction

lcadership effectivenes P :::T::ﬁ} *—:1:1"- l?“ml""-lt"‘es required of constructi

SIry executives,

Emotional  Intelligence (EI) s increasingly  being

recognized as an jmportant issue in the workplace.

facior in | Rescarch by Sunindijo and Hadikusum (2005) shows

leader's singular | that for an individual to be a star performer in every

Ok filh field, El is twice as important as Intellecyg) Quotient
Wry concery f, R :

Wi i decade i; th:fdlhr construction Industry pver :;IQ:: i hat 1Q predicts only aboy 2 {

L I | i A & . 2T
levels of he orgar velopment of Jeaders at all 20 (1997) states tht 1Q p £ APE20 peren

Nization (Bugjer 4nd Chinowsky, 2006). | Of career success, while EI predicts aboyg g percent of 8
SlmhmEitr (1997, obsery ’ person’s success in life.
Manugers spend SETVEs  (hyt

8% of project | Butler and Chinowsky (2006) also identif, interpersonal
COOperating fof l‘hcir Working time | skills and empathy as key El behayigpe that need |
!cadership Skills by, e qf’ﬂsseﬁsmn of effective | additional attention  during  the development of
IMperative Project Project Managers s thus an | construction industry exaculives. b
1994, ' Boals must pe achieved (Loo, | The aim of this research is (0 investigae the
management (social skills) abilities ¢
industry leaders, .
The following objectives will be pursyeq

Mes and results, Bygs {1990) and
conclude  thy leadership can be
single  maog imporiang
85 or failure, and 4

regarded g5 g,
Organizationy| Suce
Job is 10 g resuls,

relationship |

o Construction |

19 and  Hayy) N

EnUmeration oM (2005} make elabor
X : arate
eifectiye leadership behaviors t;:‘ﬂ

o
leaders exhibj

1t (%} n :

research hag been ¢ "'-lt‘m_e e, The approach 1o

; ; INVestipe . ification and ranking of ;
a8 pointed oy b, ngsf;gdlc these themes, However i) ldenmtification an g of im

Portant arripyres
research examyin: ), an emerg: ; of competences under relationsh
Mining £Motiony] intellige g_lnﬁ 'Ii»é:d:-' of management domain of E[ 4 B P
nee i feg ership i " SIruction
industry leaders.
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mich competence under the

-y Detet .mﬂnagemmdomainc‘omﬁbun_:sm
A .-flalj'f:ﬂ:{; o the leaders relationship
:Iﬂlggcnﬂ'“ abilities.

LITE“TURE REVIEW
1
I
t'::'Isu'[:gl'eErrnnen! still exists among researchers
Much ¢ e precise definition of leadership. Perhaps
rtF"'d'“gn for this is that offered by Bosman (2003) that
reaso .« a phenomenon involving complex

jeadership between the leader, the followers and the

ineraction
’“m::ﬁ,p has therefore elicited numerous definitions
=differem authors. Avery and Baker (1990) define
ip as the process of influence between a leader
and his follower 10 attain group, organizational and
social goals. Fertman and van Linden (1999) view
leaders a8 individuals who think for themselves,
communicate their thoughts and feelings to others, and
help others understand and act on their own beliefs.
Kashiwagi, Sullivan, Badger. and Kashiwagi (2007)
ceive leadership as the ability to align resources,
manage change. and increase organizational efficiency,
quality and stability.
Leadership is the ability to envision a goal and harness
available human and material resources for the
atainment of the goal in a cordial, safe and sustainable
way, even in the face of crisis, constraints or opposition.
Kouzes and Posner (1987) in Leech (2007) posit that
leadership is an observable, leamable set of practices.
According to Leech (2007) the following 14 attributes or
‘iraits” possessed by leaders can be leamed or emulated:
1) physical vitality, 2) intelligence. 3) eagemess (0
accept responsibility, 4) task competence, 3}
understanding of followers and their needs, 6) skill in
desling with people, 7) need for achievement, 8)
tapacity to motivate people, 9) courage and resolution,
I‘U} trustworthiness, 11) decisiveness, 12)  self-
ﬂ]ﬂde"“{f- 13) assertiveness, and 14)
Aplability/flexibility.
m:‘;‘iri ranscend their own self-interest for the good of
negdskdp'?-ullﬂn. They activate followers® higher order
mem'mc‘“fd promote trust leading 1o emotional
motis Alon with  these  leaders,  inspirational
3;.“““1- and intellectual stimulation.
majg:m:m has been identified as one of the
pl_:va”':ﬂgfﬂ of the construction industry in
Tﬂndcrﬁ;ﬁt dﬂﬂadt‘: '\"thile technology is s!o?«rly
Mangge INg activities such as  project
‘*"ﬂlx-li:ninc“l" influences such as globalization,
Grgum?ﬁl_dcln-ur_\' mechanisms, and changing
Ecisin'nqm“ul structures  require bu_Ri_ness
Irangami'n 'lhu[ challenge  the traditional
'lnnu,.g;?dl focus of the industry (Butler and
SKY, 2006),
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Emotional Intelligence (ET)

Before the carly 90s. emotions were mot cosidered w e
of value to business relationships and tcammwork.
were herefore an unwamied inflacuce, 10 be controlled
or sublimated since it reflacied weakness and instabiliey
in the organization man (Prins. 2006).

El is the ability 10 perccive emotions. 0 access asd
generale emotions so as 10 assist thought. ic understand
emotions and emotional knowlcdpe, and 10 reflectively
regulale cmotions s0 as 0 promote smotional asd
intellectual growth (Mayer and Salovey. 1993). Goleman
(1998) defined El as the capacity for recopnizing our
own feelings and those of others, for motivaing
ourselves, and for managing emotions well in us and in
our relationships. El is an amay of nos-cogmitive
capabilities, competencies and skills that mflucace one’s
ability to succeed in coping with environmental demands
and pressures (Bar-On, 1997). These definitions proscst
different reflections of the true sdemtity of the comcept of
El El is the possession of behavioral competencics o
control one’s emotions and that of others, and hamess
both for organizational or project SeCOEss.

Emotional intelligence of the project manager s key
among several other compeiences for owerall project
SUCCESS.

Measurement of EI

Mayer, Salovey, Caruso and the MSCEIT

Mayer. Salovey and Camuso developed Mayer Salovey
Caruso Emotional Intelligence Test (MSCTEIT). They
argued that El can be measured by one’s ability to read
emotions in faces, or in group mcractions. The MSCEIT
is a test, and your El depends om wour answers. The
MSCEIT is useful in understanding your ability, or kack
of ability. in recognizing emotions in  others,
{Renaissance Lawyer. 2008).

Reuven Bar-On and the EQ-1

Based on 19 years of research, and tested on over 45.
000 individuals world wide. the Bar-On Emotional
Quoticnt [nventory (EQ-1) was deveboped by Dr. Rewven
Bar-On. The EQ-i was lk:&glmdmmamhrd
constructs related 0 emotional imelligence. Like the
MSCEIT, the EQ-i is a self-report and your score s 3
reflection of your answers. The EC-i is well regarded for
selection purposes and career development (Renaissance
Lawyer, 2048)

Daniel Goleman and the ECI .
Goleman views EI as a set of conpetencics that can :
assessed using the Ermwodsina

Competence Inventory (ECT. Described 25 a W) 1r:i
back tool, a person’s score on the EC1 is determmned .},
the feed back from the person’s boss. peeTs and thost
who report 1o him at work.

chaiszmsc Law yer (208 mdicaics that the lﬁ"-_l“”“’“
is for use only as a developn
compensation decisions.

Chukwuemeka Patrick Ogba’ Chineds - Adindn
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38  RESEARCH METHOD
The Design
Dﬂafmmhmmchwmgaﬂmedbytlwuscof
questionnaire contaiming scaled questions. structured 1o
answer the questions posed. The work I'ocum:!‘nn
Relation<liip Management inspite of the four criticai
areas of emotional intelligence. There are four critical
areas of emotional intelligence encompassing eighteen
competences (hat exist in theory viz:
Sell-Awareness: Emotional Self-Awareness. Accurale
Sell-Assessment. Self-Confidence
Self-Managemeni: Emotional Self-Control,
Transparency, Adapuability. Achievement Orientation,
Initiative, and Optimism.
Secial  Awaremess:  Empathy.
Awareness, and Service Orientation -
Relationship Management (social skills): Deve oping
Orthers. Inspirational Leadership, Change Catalyst.

Influence, Conflict Management, Teamwork and
Collaboration.

38 questionnaires were administered on project
managers,  construction  managers  and
executives of comstruction firms in Victoria
Island and Ikeja Areas of Lagos State Nigeria.
These categories of construction workers carry
out leadership functions in the construction
industry in Nigeria. The data collection was by
a self-report process in which respondents rated
themselves in a S5-point  Likert scale
questionnaire. Companies covered by the
rescarch were those registered with the
Federation of the Construction Industry (FOCT)
and the Nigeria Institute of Building (NIOB)
who operate in the research area.

Respoase Raie

Overall, 31 properly completed questionnaires were

retumed giving an acceplable response rale of K34

Table I: Rate of Return of Questionnaires

Research

Ths research iesied the following hypothesis

He: Tl!'l'l."ii o sigmificant difference between the
comtnibutions of developin

m Communication,  change catalysy,

conflict managemen, building bonds, eamwork

onship managemen|

Organizational

the
5. leadership,
Catalysg,

Decision Rule-
m&ﬂﬁszﬂlﬁ.m‘m
Mictlneds

o Data Analyses 2t Ho

atiributes of respondents, it was NECESSAry 10 weigl, the
attributes” relative importance. The Severity Inge, S1
methad was used to rank the attributes, _

SI is a non-parametric techmique that s -
aggregate weighting of the imual frequency scor, e
each factor. Oladapo (2006) gave the formyl, fo
Severity Index as: »

S.1= % 2005/ =n

Wifi
i=1

Where S 1 is the severity index and wi is the weigh fi
each rating (i.e. rating in scale/mumber of Poinis iy

scale), fi is the frequency of response and n is the
nunher,

The Sumistcal Package for Social Sciences (SPSS
software was used to generate an analysis of vari
(ANOVA) for the data in order 1o cxamine
comributions of the emotionul competences under
relationship management domain

4.0 RESULTS, ANALYSES AND DISCUSSIONS

The data gathered for this research were analyzed lﬂ%
presented in this section

Table 2 shows the re

spondents” areas of specialization
Iprofessions,

From Tuble 3. 61% of the respondents have an industry)
work experience for more than siy vears. Closely follow
this are those whose work experiences fall within 1<
Syears (39% ) - the Upconmng leaders of the industry.

Relationship Management

This work mvestigated relation
compelences )
headmgs:

iship management (socidl
varubles  of the  sample under the
developing  others, leadership,  influenced
|.‘H|_'|II1!I.IJ'1I¢;|,IN.1|'|_ L‘lldl‘lgc L'-ﬂ-llj'\l. conflict manage y
h‘"”dl ng bonds, ang leamwork and collaboration. 50¢
Competencies determine how an individual mand

hisher e l:!tlul].\;l'u[h with  others  (Prins, 20004
Diew clopingOihers

The ranking of developing others attributes is presé?
m T

able 4 Respondents ranked give direction’
demonstrations o develop someone as ihe I
important attribute, with an SI value of 71.0%. |
these writers' conviction that giving directions
Tntm is an important process of ment
ot

Leadership

Table 5 shows the ranking of leadership anribuiés:

The consistendly and visibly lead by example and 0
clear standard Jor teams and colleagues 3
first (S1 = 75.1%). This result confirms that 3 I e
have great followership if he is good ar what he ¢

JED Vol 6. No. L. 20
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mﬂhﬂi factor = lead by giving

by using formal authority or positional

:ﬁm-rﬁ":_ 64 20 idicates that construcuon workers
E M-

Pm" i { leaders that are bossy.

pow 650

uBiLE §; Loadership

'“:‘:lm-mg attributes under r'ru'Tm_'rrrr suggcm that
nbeTs of the construction mdustry in Victoria l_sl;qd
[keja Arcas of Lagos State, Isloulh“'f_slcm Nigeria
we 10 facts and vse of empirical evidence. rather
mfm_q:kss arguments, It also shows that members of
1wn.1u5|n tend to use influential people to make others
":1:“; therr deas or respond 1o their demands. The i
lr.;n}.mg competence - Take svmbolic actions o have a
cific impact on the audience (81=58,1%%) - suggests
acak ability 1o make specific impact on an audience
LsIng mbolic actions by industry members,

TABLE 6: Influence

Respondents”  use of engaging stvle in wnting  or
presenting 10 an audience must be related o the ability o
use computer soltware such as power point. This will
however require further research inguiry. Lack of use of
non-verbal cues like tone of the
message (ranking 6™ §7 =470 indicates that most
respondents are not tramed communicaiors

ving ' Ny finlis O

Change Catalyst
Table 8 shows r."\;\urululhl- ranking of the ofuirnge
catwlvst attnibutes. Respondents of this research ranked

ftate g need for change highest (S1=73.570) The lactor
persimaliv Tead change iniian b ranked 5 -=|'-i!.|r\'|4t|~.
implving reluctance on the pan of respondents (o take

responsibility for puoneening change. 1t further sugzests
that the Nigerian busmess environment or the nature of

the organizations do not allow ciplovess W take the
h:..-.dln.ulun-:'r effort

Conflict Management

Table 9 shows the rankang of the aunbutes under conflict
Managcment.

People  who are skilled in the confhct
Management competence have the ability 1o
andle dufficuly people and tense situations
:a:t!:'i‘l‘ﬂn::.r} ;md.t;u.'t (Goleman, ]!liJH!_ The

2ol Focus disagreements on the issues
o Hons imvolved rather than the person as
T Appears stuggest that respondents attack
f:;:ritn::.uwm than however, this s
T the case when we give regands to the
:'lIH{:IIwZi:‘(Jf_ ‘-Altlm‘ll this factor possesses. The
Indugp, .r'* of the opinon that construction

Y employees in the area covered by this

IS5,

‘ED Val, 6, No. 1, Mav, 2001

research do not reduce business issues to
personal levels.

Building Bonds

Table 10 shows respondents’ ranking of the attribnses
under building hond's,

Respondents indicate a high level of willingness 1o
network with new people and 10 use opportunitics. hence
the ranking of continuously broaden and maintoin o
wide network of relationships as the first (51 = 79.4%).
The researchers agree to this finding that respondents
have strong affinity for building bonds.

Teamwork and Collaboration

Teamwork and collaboration deal with the abily 10
work with other people 1o achieve shared goals.
Collaboration across and within groups is akm 10
building network of relationships. It is not surprising that
this factor was ranked first by respondents with an S/
value of §3.2%. The factor express positive expectation
and respect for others’ works ($1=65.8%) imphes that
respondents tend 1o see their works as the best. This
tendency discourages participation and further creates a
sense of insecurity among team members.

Test of Hypothesis

Table 12 shows the analysis of the relationship
management competences using analysis of variance
(ANOYA) test statistics computed with the SPSS
software.

With reference 1o Table 12, sig. =005 therefore, we
sccepted the null hypothesis affirmmng that no significant
difterence exists between the contributions of developing
others. leadership,  influence, communication, chomge
catalvat, conflicr management, building bonds, teamwork
and colluboranion 1w relanonship management. This
means that statistically. none of the competences under
the doman of relanonship management determmnes
one’s relationship management skills more than the
other.
5.0 SUMMARY AND CONCLUSION

This rescarch ook a closer Jook ot relatonship
munagement (social skills) as a2 domain of emaoinonal
intelhgence: an  abiluy  recemtly found w0 he an
mdispensable wol Tfor leadership

Based on the findings of (s siwdy the following
conclusions are made

Among  developme  others attnbuies o relanonshap
nupagement,  give  directams or demomesiration B
develop semieone ranks hughest with 8="1ir, while
recogiize apecilic strengths or development ranks least
with N = S0l 1'%

Foi the competence, deader g, comsisiendly snd visibly
W sl ver clvar standiards for rdms and
while the

fi P X - ﬂ
Chukwuemeka Parnck Oghu’ Chinedu €. Adindu J

Teand Iy e saieniy L
collvisenis ranks highest with S = 781
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least ramkimy facoow is lrad by giving direction and, by
wsing omc's formal awthority and positional power
(SI=542%)

Under Influence. wse factusl argument to persuade and
mfluemce ovhers e.g appeal 1o reason or data ranks
Wighess wish S1 = 72.9%. Take symbolic actions 1o have
& specific impoct om the audience (SI1=58.1%) ranks
heasy.

Use emgagzing .ivie im wrifing or prescnling 1o an
andience (SI=78.1% ) and Use non-verbal cues like tone
of vouce 1o focus om the message (S1=43.9%) rank
ozt amd feast sespectively among communication
ey ety

Among change catalvst sttribuics, siate a need for
chamge (SI=735%) ranks highest while models the
chamge expected of others (51 = 56.8% ) ranks least.
Uwder comflict mamagemens. bring disagreement and
prevamce mio the open ranks highest with $/=78. 74,
and find a commen ideal 10 which all parties 1o a conflict
cam endorse ramks least with SI = 71 0%,

network  of  relationships
(SI=79.4%) and wse siromg murual rela

tionships fowards
work goals (SI = 652%) rank highest and least
EspecTively.

oppornemry for collaboration across and within groups
ranks heghess with S/ = 83.0%. while express positive
expeciation or respect for others” works ($1=65.8%)
ranks beasg

kB 5 father concluded tha identify and

encourage
oyportunity for collaboration azross and within groups
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