Journal of Construction Project Management and Innovation Vol. 7 SI (1): 1977-1994, 2017
ISSN 2223-7852
© Sustainable Human Settlement and Construction Research Centre 2017

ASSESSMENT OF ORGANISATIONAL LEADERSHIP FOR
KNOWLEDGE MANAGEMENT PRACTICE IN THE NIGERIAN
CONSTRUCTION INDUSTRY

Kulomri Jipato ADOGBO?, Baba Adama KOLO?, and Kene Christopher Lawrence
NZEKWE?3

! Department of Quantity Surveying, Ahmadu Bello University, Zaria, PH
+2348033500589, Email: kjiadogbo@yahoo.com
2 Department of Quantity Surveying, Ahmadu Bello University, Zaria, PH
+2348058424499, Email: babaadamakolo@yahoo.com
3 Department of Quantity Surveying, Ahmadu Bello University, Zaria, PH
+2348033080875, Email: kenecnzekwe@yahoo.com

ABSTRACT

The Nigerian construction industry (NCI) is described as being slow to innovate and
lacking the capacity to deliver its services and products adequately. However, studies have
continued to suggest ways of improving service delivery in the industry. One such way is
for the NCI to adopt concepts of knowledge management (KM) to improve service
delivery. The aim of this study is to assess organisational leadership for the adoption of
KM practice in the NCI. The objectives of the study are to identify the attributes of
leadership behaviours and KM; to establish the leadership behaviours exhibited by
consulting firms in the NCI, and to establish whether the consulting firms in the NCI
exhibit KM. The instrument used for data collection in this study was a structured
questionnaire. The instrument was administered on senior management staff of consulting
firms in the NCI. The number of questionnaires completed and returned were 110 which
represented 45.9 per cent of the total questionnaires administered (240). The data collected
were analysed in the form of descriptive statistics to achieve the study objectives. The
findings of the study showed that of the three leadership behaviours, the firms surveyed
exhibit transformational leadership behaviours more than the transactional and laissez-faire
leadership behaviours. Also, the results also showed that the most prevalent KM
behaviours exhibited by firms is ‘information technology’ and the least exhibited is
‘strategy’. The existence of the transformational leadership behaviour and prevalence of
KM behaviours suggests that there is a basis for the development of a framework for the
adoption of KM practice by firms in the NCI. It is recommended that consulting firms
formally adopt KM practice to improve their competitiveness in the market place and the
quality of their service delivery in the NCI.
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1. BACKGROUND OF THE STUDY

The Nigeria construction industry (NCI) has been found to be lagging behind in terms
of service delivery and capacity to satisfy the needs of its clients (Kolo and lbrahim, 2010).
There is consensus among researchers and professionals that the industry is slow to
innovate (Odediran et al., 2012) and firms often lack the capacity to deliver. Despite the

1977


mailto:kjadogbo@yahoo.com
mailto:babaadamakolo@yahoo.com
mailto:kenecnzekwe@yahoo.com

Vol. 7 SI (1): 1977-1994, 2017

state of the industry in Nigeria, studies have continued to suggest ways of improving
service delivery: one such way is the recommendation for the NCI to adopt concepts of
knowledge management (KM) to improve its service delivery (Anago, 2006: Sodiya et al.,
2006: NIQS, 2012).

The Egan Report (1998) identified the following five key drivers of change in the
construction industry: (i) committed leadership, (ii) a focus on the customer, (iii) integrated
process and terms, (iv) a quality-driven agenda; and (v) commitment to people. The Egan
Report identified leadership as one of the five key drivers of change in the construction
industry. Stogdill (1974) defined leadership as a process whereby an individual supports
other group members in the learning processes needed to attain group or organisational
goals. Stogdill (1974) also defined leaders as individuals who have a clear idea of what
they want to do personally and professionally and the strength to persist in the face of
setbacks and failures.

According to Robbins and Judge (2009), a major shift in leadership research came
when researchers recognised the need to develop contingency theories that included
situational factors. Research has shown that the traditional theories of leadership tend to
believe that certain types of leadership behaviours work better in some cultures than in
others. It had been suggested that the development of leadership research can be divided
into the following stages (Toor, 2009): (i) classical approaches, which include motivation
and trait theories during the first half of the 20th century, (ii) transactional approaches,
which include behavioural and contingency theories during the 1950s and 1960s, (iii)
transformational and charismatic leadership theories during the 1970s and 1980s and (iv)
developments within the most recent decades. However, new concepts do not replace the
earlier approaches but are concurrent with them in practice

Robbins and Judge (2009) cited House et al. (2002) (the Global Leadership and
Organisational Behaviour Effectiveness (GLOBE) research programme), which gathered
data on approximately 18,000 middle managers in 825 organisations, covering 62
countries. It is the most comprehensive cross-cultural study of leadership ever undertaken.
One of the results emerging from the GLOBE programme is that there are some universal
aspects to leadership. Specifically, a number of the elements making up transformational
leadership appear to be associated with effective leadership. Literature has amply shown
that transformational leadership is a form of leadership behaviour that is receptive to
change management initiatives which include KM. Transactional leadership primarily
emphasises control through rule compliance and maintaining stability within an
organisation rather than promoting change. Laissez-faire leadership behaviour is the most
passive and therefore the least effective of the leadership behaviours.

Crawford (1998), Crawford (2005), Crawford and Strohkirch (1997a, 1997b, 2000),
and Crawford, Gould, and Scott (2003) established that transformational leadership was
related to personal innovation. In their findings, transformational leaders were
significantly more innovative than transactional and laissez-faire leaders. Innovation is a
change management initiative which includes knowledge management (KM). KM is
defined as “...a process by which knowledge is identified, captured, codified, stored,
disseminated (shared/transferred), implemented (adapted, transformed, synthesised) and
its impact measured for the benefit of an organisation” (Suresh, 2008). The behavioural
manifestation of innovation is the ability to create and manage information and
knowledge. Given the substantial relationship between innovation and transformational
leadership, research looking at the relationship of the outcome of innovation (knowledge
management) and transformational leadership seems more than deserving of
investigation (Bryant, 2003; Crawford and Strohkirch, 2002).
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Kasimu et al. (2012) developed a KM framework for civil engineering (CE)
construction firms in Nigeria and conclude that the implementation depends on the
commitment, attitudinal behaviours, dedication and personal interest of the top
management and employees. Their findings suggest that leadership is a key factor for any
KM initiative to succeed in the NCI. In the views of Odusami et al. (2003), not much work
has been done on leadership, particularly in the NCI. Assessing leadership for KM in the
NCI will reveal whether Nigerian consulting firms possess the leadership behaviours that
will enhance the adoption KM practice in the NCI.

2. PROBLEM STATEMENT

The adoption of KM concepts has been suggested by researchers (Anago, 2006:
Sodiya et al., 2006: NIQS, 2012) as one of the ways by means of which service delivery in
the NCI can be improved. The NIQS (2012) concludes that to deal effectively with the
challenges of project complexities there is a need for effective leadership and knowledge
among professionals. Bryant (2003) argued that there is a clear relationship between
transformational leadership and knowledge management in organisations. The foregoing
predispositions by Bryant (2003), Kamisu et al. (2012) and the NIQS (2012) serve as
ample motivation for further investigation as to whether the consulting firms in the NCI
possess the leadership behaviours that will facilitate the adoption of KM practice.

The aim of this study is to assess organisational leadership for the adoption of knowledge
management (KM) practice in the NCI with a view to improving service delivery. The
objectives are to identify the attributes of leadership behaviours and KM; to establish the
leadership behaviours exhibited by consulting firms in the NCI, and to establish whether
the consulting firms in the NCI exhibit KM.

3. LITERATUREREVIEW
3.1 The Nigerian construction industry

The construction industry is encumbered with problems relating to efficiency and
productivity. Indeed the problems associated with the construction industry exists in
developed and developing countries owing to the uniqueness of the industry (Ofori,
2000; Proverbs, Holt and Cheok, 2000). The activities of the construction industry have
been observed to be highly knowledge-intensive (Windrum et al., 1997 in Egbu and
Robinson, 2005). Anumba et al. (2007) posited that too often the construction industry is
known for its products (e.g. buildings, roads, bridges, dams and monuments) and not
seen as an industry that provides services to its clients and customers. This is despite the
very high levels of ‘service-input’ needed in the formation of construction products. The
Nigerian construction industry (NCI) has been described as a “sleeping giant” in terms of
service delivery and capacity to satisfy the needs of its clients (Kolo and Ibrahim, 2010
p653). The NCl contributes an average of 5 per cent to the annual gross domestic product
(GDP) and an average of about one-third of the fixed capital investment (Omole, 2000).
It accounts for employing approximately 8 million people, having a population of
approximately 140 million. This represents approximately 20 per cent of Nigeria’s
workforce (National Bureau of Statistics, 2006). The NCI has become increasingly more
sophisticated and challenging. Many projects are becoming larger and more technical,
requiring high quality professional services of more specialised people who are driven by
knowledge to add value and improve the prospects of the industry in Nigeria.
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3.2 Leadership and innovation

Mullins (2007) cited a 2005 report by the Advanced Institute of Management Research
in co-operation with the Chartered Management Institute which draws attention to the
impact of leadership on innovation. The report refers to the dual role of leaders, first as
motivators, inspiring people to transcend the ordinary, and second as professionals,
designing an organisational environment that enables employees to be innovative. The
primary challenges for organisational leaders in promoting innovation are to:

(i) recognise and develop appropriate leadership for the different stages of the

innovation  process, and

(ii) create organisational contexts that support complete innovation processes of

different degrees of novelty.

One of the most important organisational problems is that attitudes are negatively disposed
towards change. For this reason, one feels the necessity for modern leadership. Another
aspect of this leadership is having the leaders higher up on organisational structure
providing support such as knowledge management. Since the implementation of
knowledge management is an underlying project in order to improve organisation systems,
the multilateral support of the managers of different levels of organisation is crucial. Fullan
(2001, p. 5) refers to the importance of relationship building as a basic component of the
change process and effective leadership: “Leaders must be consummate relationship
builders with diverse people and groups — especially with people different from
themselves”. Effective leaders constantly foster purposeful interaction and problem solving
and are wary of easy consensus.

Different types of leadership may also be most appropriate at different stages in the
development of a business organisation. Leadership can also vary between public and
private sectors and depend upon the size of the organisation. According to the DTI (2004),
a primary challenge for organisational leaders in promoting innovation is to recognise and
develop appropriate leadership for the different stages of the innovation process. How
leaders are selected, supported, evaluated, motivated and developed is likely to differ
depending upon the stage of the innovation process for which they are responsible. For
instance, transformational leadership skills may be more useful in early-stage innovation
activity, such as research and development (R&D) and product development but
transactional leadership skills are also essential to the smooth functioning of
commercialisation.

3.3 Types of leadership
3.3.1 Transformational leadership theory

At the core of transformational leadership is the concept of transformation, or
change of the organisation. According to Bass (1985), transformational leadership best
reflects this change. Burns (1978, p. 20) defined transformational leadership as a process in
which "..leaders and followers raise one another to higher levels of morality and
motivation". A chief element of transformation is the ability to cultivate the needs of the
follower in a follower-centred manner. Transformational leadership is founded on
empathy, understanding, insight, and consideration; not manipulation, power wielding, or
coercion. Tichy and Devanna (1986, p. xii) opined that "Transformational leadership is
about change, innovation, and entrepreneurship". The most important role of the
transformational leader, however, is to paint a vision of a desired future state and
communicate it in a way that causes followers to believe and have faith in the vision of
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organisational transformation to make the pain of change worth the effort.
Transformational leaders encourage their followers to be more innovative and creative.

Few researchers address the relationship between information management and
leadership, and even fewer address the relationship between transformational leadership
and knowledge management (Politis, 2001; Crawford, 2005). According to Klenke (1994),
information technology and the actions of leaders create new organisational forms.
Leadership is at the centre of the interaction between task demands, people, technology,
and organisation structure. The relationship between innovation and leadership is difficult
to articulate given the variety of functional leadership behaviours and the range of
information technologies. Technology and leadership have reciprocal effects on each other;
a change in one necessitates a change in the other. Brown (1994) opined that
transformational leadership is needed in an evolving technological society. Today society
is moving from controlled change to accelerated change nearly beyond control. Both
attitude and behaviour must be the target of transformational leaders. Transformational
leaders must meet market demands faster and better than before, given the increasingly
interdependent economy.

Robbins and Judge (2009) conclude that transformational leaders pay attention to
the concerns and developmental needs of individual followers; they change followers’
awareness of issues by helping them to look at old problems in new ways; and they are
able to excite, arouse, and inspire followers to put in extra effort to achieve group goals.
They further posited that transformational leaders are able to motivate followers to perform
above expectation and transcend their own self-interest for the sake of the organisation.
Vroom and Jago (1988), in a study of R&D firms, found, for example, that teams led by
project leaders who scored high on transformational leadership produced better-quality
products as judged one year later and were more profitable five years later.

Yukl (2006) provides a set of guidelines for transformational leadership: (i) Articulate
a clear and appealing vision of what the organisation could accomplish or become to help
people understand the purpose, objectives and priorities of the organisation, and to help
guide the actions and decisions of members; (ii) Explain how the vision can be attained
and establish a clear link between the vision and a credible conventional yet
straightforward strategy for attaining it; (iii) Act confident and optimistic about likely
success, demonstrate self-confidence and conviction, and emphasise positive aspects of the
vision rather than the obstacles and dangers; (iv) Express confidence in followers and their
ability to carry out the strategy for accomplishing the vision, especially when the task is
difficult or dangerous, or when members lack confidence in themselves; (v) Use dramatic,
symbolic actions to emphasise key values and demonstrate leadership behaviour through
dramatic, highly visible actions including risking personal loss, self-sacrifice or acting
unconventionally; (vi) Lead by example by recognising that actions speak louder than
words, through exemplary behaviour in day-to-day interactions with subordinates and by
demonstrating consistency in daily behaviour.

3.3.2 Transactional leadership theory

Transactional leaders focus mainly on the physical and the security needs of
subordinates. The relationship that evolves between the leader and the follower is based on
bargaining, exchange or reward systems (Bass, 1985; Bass and Avolio, 1993).
Transactional leaders guide or motivate their followers in the direction of established goals
by clarifying role and task requirements (Robbins and Judge, 2009). Transactional
leadership is at the heart of the management process aimed at keeping the organisation
running smoothly and efficiently. Its emphasis is primarily on control through rule
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compliance and maintaining stability within the organisation rather than by promoting
change. By clarifying expectations and satisfying followers’ external needs, followers
build their confidence and morale and are more productive (Daft, 2005).
Bass (1990) identified three characteristics of transactional leadership as the following:
i. Contingent reward: contracts exchange of rewards for effort, promises rewards for
good performance, recognises accomplishments;
ii. Management by exception (active): watches and searches for deviations from rules
and standards, takes correct action; and
ili. Management by exception (passive): intervenes only if standards are not met.

3.3.3 Laissez-faire leadership theory

In this type of leadership style the leader abdicates his or her responsibilities and avoids
making decisions. Laissez-faire is the most passive and therefore the least effective of the
leadership behaviours. Leaders using this style are rarely viewed as effective. Management
by exception — regardless of whether it is active or passive — is slightly better than laissez-
faire, but it is still considered ineffective leadership. Leaders who practise management by
exception style tend to be available only when there is a problem, which is often too late.
Contingent reward leadership can be an effective style of leadership: however, leaders will
not get their employees to go above and beyond the call of duty when practising this style
ofleadership.

Table 1: Leadership model factors as measured by MLQ 5X

Transformational factors Transactionalfactors Laissez-faire factors

Idealised influence Contingent reward — Laissez-faire leadership —
attributes — Influence to Rewards are only based on Abdicates his/her

change worker attributes outcomesandthefocusison responsibilities, avoids
Idealised influence close management guidance  making decisions
behaviour — Influence to of activities Management—

change workerbehaviour by- exception (active) —

Inspirational motivation —  Focusing on intervention

Inspiring othersto perform only after a mistake has

at a higher level been made. Active implies

Intellectual Stimulation -
Challenging the intellect to
obtain new ideas and
transformations

Individual consideration —

close focus on every activity
Management-by -
exception (passive) -
Intervention is only made
when workers make a

mistake on tasks they have
defined

Acknowledging each
individual for their
contributions

Source: Bass and Avolio (2004)

4. RESEARCH METHOD

A quantitative research approach, synonymous with the traditional, experimental, or
positivist method (Leedy and Ormrod, 2005), was adopted for the study. According to
McQueen and Knussen (2002), a questionnaire survey is one of the most cost-effective
ways to involve a large number of people in the process in order to achieve better results.
The questionnaire survey was adopted to establish the leadership behaviours
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(transformational, transactional and laissez-faire) exhibited by consulting firms in the NCI,
and to establish whether the consulting firms in the NCI exhibit KM. The reasons for
adopting the structured questionnaire are that it facilitates data analysis and the estimations
of validity and reliability indices for the instrument.

The frequency with which an individual engages in leadership behaviours was
determined by the Multifactor Leadership Questionnaire (MLQ), Form 5X developed by
Bass and Avolio (2004). The MLQ has developed a track record for providing insights into
leadership behaviours and this is the basis on which the researchers decided to adopt the
test and use it to obtain the leadership information required for this study. The MLQ form
5X analyses leadership behaviours in three primary areas: transformational, transactional
and laissez-faire behaviours. The MLQ 5X breaks these three primary categories into nine
factors, five of which are considered transformational leadership behaviours, three
transactional, and one laissez-faire.

The first part of the questionnaire focused on leadership behaviours which were
measured by using a modified version of Bass and Avolio’s (2004) multifactor leadership
questionnaire (MLQ) Form 5X. The second part of the instrument utilised in this study was
the knowledge management inventory. The inventory focused exclusively on the
behavioural aspects of KM and the content was derived from Gamble and Blackwell
(2001). The questionnaire was administered to senior management staff of consulting firms
in the NCI.

4.1 Population and sampling

The population of this study was drawn primarily from the Architects’ Registration
Council of Nigeria (ARCON), the Quantity Surveyors’ Registration Board of Nigeria
(QSRBN), the Council of Registered Engineers of Nigeria (COREN), and databases of
registered consulting firms in Abuja (FCT) and Kaduna State. A total of 498 consulting
firms were obtained from the field survey.

4.2 Scope

The study focused on consulting firms in the NCI, namely architectural, quantity
surveying, structural engineering, electrical and mechanical engineering practice firms.
The data for the study were obtained from these construction consulting firms based in
Kaduna and Abuja; Nigeria. The construction consulting firms were selected because
previous research works identified them as knowledge—intensive service sectors. The
study used the Multifactor Leadership Questionnaire (MLQ) form 5X created by Bass
and Avolio (2004) and considered only transformational, transactional and laissez-faire
leadership behaviours. The study also used sample questions created by Gamble and
Blackwell (2001) for knowledge management inventory — a typology of personal KM
categories.

The choice of Kaduna and Abuja for this study was premised on the fact that both
cities have a fair concentration of consulting firms in the NCI. Former literature studies
have shown that consulting firms are knowledge-oriented firms which suited the
requirements of the study.

4.3 Sampling frame and sample size

To ensure that adequate representation of information was collected, the sample frame
used in this study was drawn primarily from the registers of the State chapters of the
various professional institutions (ARCON, QSRBN and COREN) that made up the target
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population of the study areas. In order to determine a suitable size for the sample, the

formula from Yamane (1986) was applied for calculating sample size i.e.
J"II-

NS e (1)

1+ N(g)?

where
n =required sample size
N = the population size
e = level of precision (0.050).

The sample size for this study was calculated to be 222 using the above-stated formula. To
this end a systematic sampling was used to select the consulting firms that were issued
with structured questionnaires through hand delivery to their offices.

A total of 240 questionnaires were administered and 110 questionnaires were
completed and returned. Moser and Kalton (1971) posit that the result of a survey could be
considered as biased and of little significance if the return rate was lower than 30-40 per
cent. Based on the foregoing assertion, the number of questionnaires completed and
returned was therefore considered adequate for analysis, as 110 represents 45.9 per cent of
the total questionnaires administered (240).

4.4 Dataanalysis

The data collected for this study was analysed using descriptive statistics which provide
simple summaries about the sample and about the observations that have been made. This
involved the use of frequencies, percentages and means for presenting description findings
of the survey.

5. DATA PRESENTATION AND ANALYSIS
5.1 Response rate and demographics of respondents

5.2
Table 2: Response rate of consulting firms
. . Number of Number of Percentage of
Professional practice firms . .
questionnaires  responses response
Architectural firms 48 30 62.5
Quantity surveying firms 48 46 95.8
Structural engineering firms 48 16 333
Electrical engineering firms 48 11 22.9
Mechanical engineering firms 48 7 14.6
Total 240 110

Table 2 shows that one hundred and ten (110) questionnaires were returned out of two
hundred and forty (240) sent out, which represents a total response rate of 45.9 per cent.
Quantity surveying practice firms had the highest response rate of (46), followed by
architectural firms with a response rate of 30. Structural engineers had 16 responses, while
electrical engineers and mechanical engineers had the least number of responses at 11 and
7 respectively.

Table 3: Qualification of respondents

Qualification Frequency Percentage
MSc 39 35
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BSc 58 53
PGD 5 5
HND 8 7
Total 110 100

Table 3 provides information relating to the qualifications of the survey respondents in
the consulting firms. As shown in this Table, 53 per cent of the respondents had earned a
BSc, 35 per cent had an MSc, while only 7 per cent and 5 per cent of the respondents had
an HND and PGD respectively. The percentage rate of the survey respondents with an
MSc and BSc were far more than those with an HND and PGD. It can therefore be inferred
that the survey respondents in the consulting firms were well educated. It is therefore
evident that reliable information was provided by the survey respondents since all of them
were well educated in their respective professions.

5.3 Establishing the leadership behaviours exhibited by consulting firms in the NCI

The leadership behaviours were determined by the Multifactor Leadership
Questionnaire (MLQ), Form 5X which analyses leadership behaviours in three primary
areas: transformational, transactional and laissez-faire behaviours. The MLQ 5X breaks
these three primary categories down into nine factors, five of which are considered
transformational leadership behaviours, three transactional, and one laissez-faire.

Table 4: Extent of leadership behaviours in consulting firms in the NCI
Arch QS Struct. Elect. Mech. Overall
Engr Engr Engr
Mean Mean Rank

Transformational

Inspire workers and others to 467 470 463 428 400 4.46 1
perform at a higher level

Acknowledging each 455 440 438 440 398 4.34 2
individual/worker for their

contributions

Challenge the intellect of 409 420 398 390 400 4.03 3
workers to get new ideas and

transformations

Influence to change workers’ 388 398 390 3.72 378 3.85 4
attributes

Influence to change workers’ 382 397 380 384 367 3.82 5
behaviour

Transactional

Rewards are only based on 300 298 284 282 291 291 6
outcomes and the focus is on

close management guidance of

activities

Watching and searching for 280 292 287 272 277 282 7
deviations from rules and

standards before taking

corrective measures

Focusing on intervention only 267 287 263 239 259 263 8
after a mistake has been made
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Laissez-faire
Abdicates responsibilities and 227 222 256 227 229 232 9
avoids making decisions

The overall results show a similarity in the responses of all the professionals with the
transformational leadership behaviour having the highest mean, followed by the
transactional behaviour. The laissez-faire behaviour had the lowest mean of 2.32 and is not
considered to be the practice of professionals in the industry.

5.4 Establishing whether the consulting firms in the NCI exhibit KM

Five key aspects of KM were identified as applicable to the industry, namely
awareness and commitment, strategy, information technology (IT), organisation, and
culture. Table 5 shows the extent to which each variable within these categories is present
in consulting firms of the NCI.

Table 5: Extent to which KM practices exist in consulting firms in the NCI

PRACTICES Mean
Awareness and commitment 4,11
Demonstrate commitment to KM with resources, action, guidelines and

activities 4.59
Support, knowledge sharing and learning 4.14
Intellectual assets are recognised and some measure of value attached 4.09
Staff understands the concept of KM 4.08
Business strategy and knowledge is widely recognised as the basis of our
competitive position 3.63
Strategy 3.16
There is a vision for how KM should integrate into the business 3.68
It is clear how KM initiatives support the business plan 3.68
There are defined responsibilities and a budget set for KM 2.92
KM principles are well established 2.85
There is a programme of initiatives within the business plan to improve

KM 2.66
Information technology 4.59
Technology is a key enabler in ensuring the right information is available

to the right people at the right time 4.76
IT allows effective communication across boundaries and even time zones 4.73
IT makes the search for information much easier 4.71
Staff uses the IT in place effectively as a normal working practice 4.56
Hardware and software are updated routinely without significant debate 4.18
Organisation 3.67
Staff are rotated to spread best practice ideas in order to assist with the

dissemination of best practice 411
Formal networks exist to facilitate the dissemination of knowledge 4.07
Information is available to users in formats they can use and understand 3.88
Informal networks across the organisation are encouraged 3.49
A flexible, well-structured, up-to-date knowledge map exists to point staff

in the direction of the knowledge they seek 2.82
Culture 4.32
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Constantly seeking best practice and trying to re-use existing projects and

knowledge whenever possible 4.79
Recording and sharing of knowledge is routine and second nature 4.40
Regular reviews or debriefings are used to see what has been learnt from

projects 4.36
Everyone is willing to give advice or help on request to anyone else in the

firm 4.14
Knowledge sharing is seen as a strength; mentoring and coaching are

encouraged 3.93

As shown in Table 5, the mean scores for all aspects of the KM ‘awareness and
commitment’ were all greater than 4.0 for all the consulting firms considered. In addition,
the overall mean score for the awareness and commitment behaviour was greater than 4.11
which clearly indicates that all the consulting firms agree that awareness and commitment
behaviours exist in their practice firms. The extent to which each component of the KM
‘strategy’ exists in consulting firms in the NCI showed varied mean scores as low as 2.66
(‘programme of initiatives within the business plan’) to the highest being 3.68. The varied
means suggest that all the consulting firms agreed that the strategy behaviour existed in
their firms, but were not sure of the existence of some of its components in their respective
consulting firms. The mean scores for all aspects of the KM ‘information technology’ were
higher than 4.0 in all behaviours (with overall average of 4.59), an indication that all the
consulting firms agree that information technology behaviours exist in their firms. The
components of the KM ‘organisation’ exist in consulting firms in the NCI. However, the
mean score for ‘existence of up-to-date knowledge map’ was much lower than the other
four components. The respondents agreed that the ‘organisation’ behaviour existed to a
large extent in their firms, but were not sure of the existence of some of its components in
their respective consulting firms. The mean scores for all aspects of the KM ‘culture’ were
all greater than 3.0 with an overall mean of 4.32 which suggests that all the consulting
firms agree that culture behaviours exist in their firms.

Discussion of results

As shown in the results, consulting firms in the NCI (architectural firms, quantity
surveying firms, structural engineering firms, electrical engineering firms and mechanical
engineering firms) all agree that transformational leadership behaviours are exhibited by
the leadership in their respective consulting firms, but disagree with the exhibition of
transactional and laissez-faire leadership behaviours by the leadership of their consulting
firms. In addition, the results also showed that there are varying mean rates of
agreement/disagreement that the three leadership behaviours (transformational,
transactional and laissez-faire) are exhibited by the practice firms as evident from the
analysis. Similarly, the results also show that KM (awareness and commitment, strategy,
information technology (IT), organisation, and culture) exists in construction consulting
firms in the NCI.

The exhibition of transformational leadership behaviours by the leadership of
construction consulting firms in the NCI and the corresponding existence/presence of KM
in the firms clearly conforms to Bryan’s (2003) assertion that there is a clear relationship
between transformational leadership and knowledge management in organisations. It also
agrees with the suggestion of Kasimu et al. (2012) that leadership is a key factor for any
KM initiative to succeed in the NCI. In addition, it shows that KM is present in the
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consulting firms as a result of the transformational leadership behaviour being exhibited by
the leadership of the consulting firms in the NCI.

Politis (2001) found that transformational leadership styles are related to dimensions of
knowledge acquisition, while Crawford, Gould and Scott (2003) established that
transformational leadership was related to innovation (knowledge management). In their
findings, transformational leaders were significantly more innovative than transactional
and laissez-faire leaders. The outcome of this study clearly indicates that transformational
leadership is related to knowledge management in organisations (consulting firms) in the
NCI, which further supports the positions of Politis (2001) as well as Crawford, Gould and
Scott (2003) as outlined above.

6. Summary, conclusion, and recommendations

Summary of findings

Consulting firms in the NCI (architectural firms, quantity surveying firms, structural
engineering firms, electrical engineering firms and mechanical engineering firms) exhibit
transformational leadership behaviours much more than transactional and laissez-faire
leadership behaviours. KM was found to be present in all the construction consulting firms
in the NCI owing to the transformational leadership behaviours being exhibited by the
leadership of the consulting firms. Information technology (IT) is the KM inventory most
common in the consulting firms in the NCI, while strategy is the least common KM
inventory in the consulting firms in the NCI.

Conclusion

The results of the study have shown that transformational leadership behaviours are present
in the construction consulting firms in the NCI, which consequently is responsible for the
presence of KM in the construction consulting firms. It can therefore be concluded that the
construction firms in the NCI possess the right leadership behaviours that facilitate the
adoption of KM.

Recommendations

The following recommendations are made based on the findings of this study:

i The transformational leadership behaviours exhibited by the consulting firms have
a strong relationship with higher productivity, higher morale and satisfaction,
higher organisational effectiveness, lower absenteeism, and greater organisational
adaptability by employees of the consulting firms. The foregoing outcomes are all
embedded in the transformational leadership components of idealised influence
attributes, idealised influence behaviour, inspirational motivation, intellectual
stimulation and individual consideration. It is therefore pertinent that the consulting
firms harness this strong positive relationship present in their firms between senior
management and employees as a result of the characteristics of transformational
leadership behaviours in order to reap increased productivity for their firms.

ii. Transformational leadership is associated with effective leadership and it is
receptive to innovation. Innovation is a change management initiative which
includes knowledge management. On the basis of this fact the consulting firms can
formally adopt KM practices to improve their competitiveness in the market place
and the quality of their service delivery in the NCI.
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