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ABSTRACT

Emotional Intelligence (EI) is an important competence in teamwork settings. Predominantly,
previous EI studies on teams have focused on individual-level EI, neglecting the synergy of
team members in a team. Therefore, this study aimed to assess the influence of team EI on the
performance of construction design teams. A mixed method approach was used to collect data
by means of a questionnaire survey and focus group interviews. The questionnaire was used
to collect data on team EI and team performance, while the focus group interview was
conducted to give insights on team activities based on the results from the questionnaire
survey. A total of 50 projects were selected, constituting eight (8) teams through convenience
and purposive sampling techniques. The 8 teams consisted of 38 individuals. Thus, the
questionnaire was administered to 88 respondents, of whom 17 valid responses were received,
while the focus group interview was conducted with members of one team. Means,
percentages and correlational analysis were utilised in the analysis of the quantitative data,
while content analysis was used to analyse the qualitative data. The results obtained for team
EI and performance were used for correlational analysis, which revealed that team EI has a
significant positive association with the team’s self-direction and average (overall)
performance, as indicated by the correlation results (Th= .432, p=.046) and (Tb= .401, p=.042)
respectively. The content analysis revealed that team norms improved with participation in
multiple projects. This suggests that TEI contributes significantly to the performance of the
construction design teams. This study holds significant practical implications for the training
of construction professionals, with the potential to foster the development of high emotional
intelligence (EI). Furthermore, it extends its relevance to client organizations seeking to hire
design team consultants who possess emotional intelligence. To achieve improved team
performance, it is suggested that client organisations consider incorporating a team-based EI
assessment alongside the evaluation of technical expertise during the hiring process.
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1. INTRODUCTION

The project-based nature of construction requires different professionals to come together
as teams for project success. The Construction Design Team (CDT) is one of the numerous
teams in a construction project comprising several professionals, such as Architects, Builders,
Civil Engineers, Quantity Surveyors (QS), and Service Engineers. The interdisciplinary and
temporary nature of CDTs pose a challenge in managing people effectively to ensure
successful project delivery (Loosemore et al., 2003). However, Emotional Intelligence (EI)
competencies have also been found to improve team effectiveness. Lindebaum (2008) and
Lindebaum and Jordan (2012) pointed out the contribution of EI to the relational and
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interpersonal performance of construction project managers and, consequently, to the
success of project teams.

Barinua, et al. (2022) revealed a significant relationship between emotional intelligence
and team effectiveness. Several studies have shown that there is a positive relationship
between the team leader EI and the team performance in work, virtual and students’ teams
(Coleman and Ali, 2022; Mysirlaki and Paraskeva, 2020; Zhang et al. 2019). However, these
studies on TEI have largely focused on individual-level EI by studying team leader EI and
individual emotional intelligence of team members (Rezvani et al., 2018; 9; Hobbs and Smyth,
2012; Leicht et al., 2009; Polychroniou, 2009). However, Feyerhem and Rice (2002) and
Druskat and Wolft (2001) found that individuals with high EI working in teams do not
necessarily make an emotionally intelligent team. This is because of the more complicated
nature of team interaction to attend to another level of awareness and regulation. Barinua et
al. (2022) reported that the relationship between team performance and team leader
emotional intelligence is complex. This suggests that teamwork success does not depend
solely on leader EI, but also on the collective EI of team members (i.e. team emotional
intelligence).

Peltola (2016) found that TEI does not contribute to team performance in financial
service teams, while Koman and Wolft (2008) established that a team leader’s EI influences
the formation of team EI norms which further influences team performance in military teams.
However, Lee and Wong (2019) reported that team emotional intelligence is positively
related to team performance in various companies within several sectors, such as banking,
investment, health care, information technology, and pharmaceutical industries. While these
relationships have been reported in other sectors, none of these studies are representative of
the construction industry because of the temporary and interdisciplinary nature of teams in
construction. In particular, construction does not promote a culture of control by leaders, as
found in other settings, such as the military. Therefore, this creates a gap in knowledge
regarding team EI and performance in construction, particularly because the construction
industry has been characterised as having adversarial relationships and diverse competences,
which can be effectively moderated by emotional competences. Thus, the aim of this study
was to assess the influence of team EI on the performance of construction design teams.

2. LITERATURE REVIEW

2.1 Concept of team emotional intelligence

EI generally refers to the ability of an individual to recognise and regulate emotions in one’s
self and others. It has been proven that EI abilities promote greater performance in
individuals. Recently, EI has gained popularity as an essential personal factor for eftective
teamwork. Studies have established that leaders and team members with high EI positively
influence team interaction and productivity (Barczak et al., 2010; Cole et al., 2019; Mills,
Prati, et al., 2003). Barczak et al. (2010) established that emotional intelligence significantly
promotes team trust which in turn, fosters a collaborative culture that enhances the creativity
of the team among student teams. This suggests that EI could play a crucial role in shaping
team dynamics and outcomes. However, it is important to note that this study focused on
student teams, and the findings may not fully translate to professional settings. While Cole
et al. (2019) examined the impact of EI on collaboration among professionals working in
teams. Their findings indicated a significant regression of collaboration on emotional
intelligence, highlighting the potential importance of EI in facilitating effective teamwork.
Results also found a significant indirect effect between emotional intelligence and
collaboration as mediated by factors such as strengths, opportunities, aspirations, and results.
This suggests that EI may not only directly influence collaboration but also affect it
indirectly through other variables. The context of these studies may make generalisation of
findings inappropriate due to differences in experience and context.
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Nevertheless, the concept of Emotional Intelligence (EI) has gained significant
attention, particularly in the context of teamwork. EI encompasses an individual's ability to
recognize and manage emotions, both in oneself and in others, and has been linked to
improved performance. Recent research has highlighted the importance of EI in promoting
effective teamwork, suggesting that leaders and team members with high EI can positively
influence team dynamics and productivity. However, it is important to distinguish between
individual-level EI and team-level EI. While individual EI focuses on personal emotional
awareness and regulation, team emotional intelligence (TEI) or group emotional intelligence
(GEI) refers to the collective emotional awareness and regulation within a team or group.
For consistency, the term TEI refers to EI in groups and teams. Team EIs theory is based
on the framework of awareness and regulation of emotion at the group level and is very
different from the individual-level EI of group members (Wolft, 2006). While individual EI
is important, TEI adds another layer of complexity to the understanding of emotional
intelligence in the context of teamwork, highlighting the importance of considering group
dynamics and interactions in addition to individual skills.

The concept of TEI can be further understood through the framework of Team
Performance Theory, which posits that effective team functioning is influenced by a
combination of task-related and socio-emotional elements. This theory suggests that TEI is
a key component in boosting team performance by facilitating effective communication,
coordination, and conflict resolution among team members. Notably Team Performance
Theory highlights the importance of emotional awareness and regulation for team
effectiveness. Team EI is rooted in the idea that within a team, specific patterns of behavior
and norms emerge as the group carries out its tasks. This notion, as described by Wolft
(2006), highlights the collective nature of emotional intelligence within a team setting, where
the interactions and dynamics among team members shape the overall emotional climate and
effectiveness of the team. The development of Team EI can be traced back to the foundational
works of Goleman and Boyatzis on Emotional Intelligence (EI). EI, characterised by the
ability to recognize and regulate emotions in oneself and others, is considered crucial for
effective team interaction and productivity. In a team context, the team leader plays a pivotal
role in motivating collective action and fostering supportive relationships among team
members, as noted by Prati et al. (2003). The multifaceted nature of emotional dynamics
within teams, as highlighted by Barsade and Gibson (1998), revealed the key aspects of the
group/team context to be the ability to evoke and manifest emotions at various levels,
including individual, group, and inter-group levels. This underscores the significant impact
that emotions can have on member behavior and group outcomes. Understanding and
managing these emotions collectively are essential for promoting a positive team
environment and achieving successful outcomes.

Norms are standards of behaviour shared by members of a social group which can be
unspoken and often unwritten sets of informal rules that reflect the group’s expectations of
action and interactions (Druskat and Wolff 2001). In addition, norms define what behaviours
are acceptable or not, good or not, right or not, or appropriate or not (O’Hair & Wiemann,
2004). In addition, Emmit and Gorse (2003) stated that norms can be said to be the most
powerful and influential form of social control in a group setting, yet they are often the least
visible. Thus, TEI can be defined as “the ability of a team to create norms that manage
emotional processes so as to cultivate trust, group identity, and group efficacy” (Druskat &
Wolff, 2001 p.17). Later, the term was redefined as “the ability of a team to generate a set of
norms that guide the emotional experience in a team in an eftective way (Wolff, 2017 p.33).”
This makes group EI a developed competency of behaviours and capabilities that allows for
the perception, recognition, understanding and management of emotions by the group such
that the group is able to successfully manage its own emotional state and also understand its
context, purpose and interaction with the larger organisational emotional system (Ghuman,
2011).
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In this study, TEI refers to the ability of group members to generate a set of norms that
effectively guides the emotional state of the team. Thus, emotional intelligence exists in
teams as a collection of norms (expectations about how team members should behave in a
team) which is more than an individual team member’s ability. This was based on Druskat
and Wolff's TEI theory, which contains a set of nine emotionally competent norms, as shown
in Table 1.

Table 1: Team emotional intelligence group norms

Levels Dimensions Norms
Group Awareness of members Understand Team Members
Group Management of members Address Unacceptable Behavior
Individual Demonstrate Caring
Group Self-Awareness Review the Team
Support Expression
Group Group Self-Management Build Optimism
Solve Problems Proactively
Group Social Awareness Understand Team Context
Cross-Boundary (External) Group Management of External Build External Relationships
Relationships

Source: Wolff (2017)

The team EI norms outlined in table 1 formed the basis of the instrument used in
determining team EI as developed by Druskat and Wolft and offered through the Group
Emotional Intelligence (GEI) partners.

2.2 Team interaction

Effective management of workgroups requires an understanding of the psychological and
social influences on behaviour within organisations (Kramer, 2006). In addition to the
‘personal self the individual also has a number of ‘selves’ derived from different social
contexts and membership of groups. Thus, work teams can be better understood in the
context of both individual and social interaction resulting from group activities in the form
of group norms and group social capital. By recognizing and understanding these
psychological and social influences on behaviour, managers can better manage workgroups
and create environments that foster collaboration, communication, and productivity.

Groups develop a pattern of informal social relations, codes and practices that constitute
acceptable group behaviours known as norms (Mullins, 2010). Mullins further added that
norms provide in addition to acceptable behaviour, system of sanctions to members who do
not conform to the group norms as well as provide method of controlling conflict within the
group. Established norms have been proven to improve performance (Brown, 1997).
Although the behaviour and characteristics of groups change and develop over time, it is well
known that groups develop (and are subject to) behavioural norms. Norms mature over time,
as newly formed groups develop patterns of interaction (Heinicke and Bales, 1953; Keyton,
1999). Hare (1976) stated that group norms can be so influential that some members express
a judgement that differs from the one they hold privately.

The social capital concept has been widely used to explain the importance of social
factors in increasing the level of performance and achieving an organisation’s goals. Edwards
(2004) refers to social capital as “networks, together with shared norms, values and
understanding that facilitate co-operation within and between groups” Thus, an
organisation’s ability to foster social capital by bringing people together for recurrent
interaction over time provides organisations with a performance advantage (Nahapiet and
Ghoshal, 1998). The basic idea of social capital is that it improves communication between
individuals, generates cooperation that can benefit individuals, and also for the organisation
in general. Milana and Maldaon (2015) found that social capital can be generated through
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social interactions between individuals or groups which could be either negative (i.e. negative
teelings are characteristic of relations between the parties) or a positive push toward
achieving benefits. Thus, social capital is the main explanation for the success of the human
group (whether an organisation or society) interaction, as well as a more realistic indicator
of the development of a group, community, or society (Milana and Maldaon, 2015).

Studies have linked social capital, emotional intelligence, and productivity to high
integration (Brooks and Nafukho, 2006). Specifically, Nazem and Gheytasi (2014 established
the existence of a positive significant relationship between principals' emotional intelligence
and social capital in education departments. Additionally, the four dimensions of employees’
EI have a significant positive impact on structural and relational social capital, thereby
suggesting that social capital levels can be improved by enhancing the identification,
development, and cultivation of EI (Xiao, 2020). These studies highlight the importance of
emotional intelligence in fostering social capital, which in turn can enhance productivity.

2.3 Team performance

According to Mickan and Rodger (2000), effective teamwork is at three different levels:
organisational, team, and individual. The organisational structural characteristics of
teamwork refer to relatively stable procedures of coordination and control. The team
processes describe subtle aspects of interaction and patterns of organising that transform
inputs into outputs. Finally, individual contributions are perceived as prerequisite
characteristics of effective teamwork. This study used the team performance measure
developed and validated by Druskat et al. (2003) to assess the performance of construction
design teams. This measure contains the following five items:

1. Efficiency in getting things done

ii. Quality of their work

iii. Ability to be self-directed

iv. Performance against all other teams in the division that perform similar tasks.
v. Ability to continue working together eftectively in the future.

These items provide a comprehensive evaluation framework that considers both the
tangible outcomes of teamwork (efficiency, quality) and the intangible aspects (self-direction,
teamwork continuity). This approach allows for a more holistic assessment of team
performance, taking into account the multifaceted nature of effective teamwork.

2.4 Overview of teams in construction

Project teams within construction consist of consultants, contractors, specialists and others
who come together to design, manage and construct a product” (Winch, 2002). These teams
have designated functions and each team’s contribution affects the overall outcome of the
project. Construction teams are multi-disciplinary in nature and are most often derived from
several organisations to form the project team (Emmit and Gorse, 2003). These
characteristics of teams within the construction industry are bound to affect their
effectiveness as there will be potential conflicts arising from differing perspectives and
priorities. Thus, there is a need to effectively manage interactions between members for
successful project delivery (Emmitt, 2010; Herrera et al., 2020; Songer and Walker, 2004).
The interactions can be effectively managed by the use of EI skills. Herrera et al. (2020)
classified interactions into traditional interactions and commitment management. The
traditional dimensions of interaction include the transfer of information, linking of trust,
coordination, collaboration, and learning among team members. The dimensions of
interaction associated with commitment management are associated with each of the speech
acts: requirements, negotiation, declaration of completion, and declaration of acceptance
(Long and Arroyo, 2018).
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The consultants in a construction project are mainly known as the construction design
team (CDT). The design team consists of professionals who articulate clients’ needs into
reality. These professionals are; Architects, Quantity Surveyors, Services Engineers,
Structural Engineers and Project managers (represent the client). Thus, making the CDT a
multidisciplinary team with its membership is more often derived from separate
organisations that come together mainly for the achievement of the project goal. However,
CDT members have different values, attitudes, and goals (Loosemore et al. 2003). This
diversity within the CDT increases the likelihood of conflicts arising. Walker (2007) defined
a team as a group that ideally ensures that the business objectives of organisations are aligned
within teams through common design/project objectives; conflicting and contrasting
business objectives and lack of mutual accountability are known to exist in typical
construction teams (Garbharran et al., 2012; Takim and Adnan, 2008). Interaction is
particularly important at the design stage because decisions made are significant to all
subsequent stages.

2.5 Procurement routes and team formation in construction

Despite the existence of several procurement routes such as Design and Build, management
Contracting, Public-Private partnerships, and so on, several studies have reported that the
traditional procurement system is the most used procurement method in the procurement of
public infrastructure in Nigeria (Babatunde et al., 2010; Adenuga and Dosumu, 2012; Aje et
al., 2018). The predominance of the traditional procurement system in Nigeria can be
attributed to the strong support it receives from the Public Procurement Act (PPA), which
favors traditional procurement routes. The Traditional method involves the client engaging
the services of design consultants (design team) to develop a design and prepare contract
documents. Itis based on the outcome of the design phase, known as the pre-contract stage,
in which the construction takes place. Larmour (2011) stated that this method is used to
describe procurement which involves the client’s design team producing a full construction
design. Usually, the design consultant is from separate organisations and seldom from a
single organisation, unlike the design and build method in which the design consultants
belong to the contracting organisation. This type of team formation makes it difficult for
members to collaborate and trust each other. The reliance on a sequential design-bid-build
process in the traditional approach can lead to inefficiencies and delays compared to more
integrated and collaborative procurement routes such as Design and Build or Public-Private
Partnerships. However, EI can foster collaboration and trust among team members.
Individuals with high EI are more likely to exhibit empathy, communicate effectively, and
build positive relationships, which are essential for successful teamwork.

2.6 Emotional intelligence and performance in construction

Emotional intelligence has proven to be a performance indicator at both individual and team
levels. Despite a few studies within construction, there are studies that show the relevance
of EI and performance within construction. At the individual level, Mischung et al. (2015)
established that construction project workers with higher EI exhibit higher satisfaction,
greater commitment to their job, and lower turnover intentions, which in turn positively
affect performance. Similarly, Azad (2011) found that emotional intelligence relates
positively to team performance. Thus, individuals and teams with high levels of EI are more
likely to maintain effective and open communication with others. In addition, Rezvani et al.
(2018) found that, in a large-scale construction project, teams with high levels of EI were
more likely to regulate their emotions to work towards a productive outcome. Thus, there
is some evidence to suggest that EI is positively related to both individual and team
performance in construction, however, the literature is limited, and more research is needed
to fully understand the impact of EI on performance different contexts and project settings.
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3. RESEARCH METHOD

3.1 Research approach

The objective of this research was to establish the relationship between team-level emotional
intelligence and team performance. This research used a mixed method approach through
the collection of quantitative and qualitative data and appropriate analysis for each of the
different types of data collected.

3.2 Population and sample selection
The population for this study is building project teams for institutional projects sponsored
by the Tertiary Education Trust Fund (TETfund) projects in three selected institutions in
the northwest region of Nigeria which were awarded between 2010 and 2015. However, a
study of samples from which inferences about population can be drawn is needed because of
the difficulties of attempting to study the whole population (Fellows and Liu, 2003).
However, TEI, as conceptualised by Druskat and Wolff, requires teams to interact regularly
and must have worked for at least six (6) months. These conditions may not be present in all
CDTs; therefore, the teams studied were carefully selected to fulfil these criteria. Therefore,
the exact number of teams fulfilling these criteria could not be ascertained.

Thus, owing to the temporary nature of construction teams, the nature of the study, and
the absence of an exact population, teams were first identified through a snowballing
technique and purposive sampling based on the following criteria:

1. Same team composition for at least two (2) projects.

ii. The two variables that affect group development are the length of time that a group
has existed and the number of occasions that the group has met (Emmit, 2010). Thus,
teams with one (1) or more projects within the defect liability period, as at the time of
data collection, were selected.

iii. Availability and consent of all design team members to participate in the survey.
iv. The completed design stage of at least one (1) project so as enables the team to
assess the major role of the design phase.

A total of 58 projects were identified; however, only 50 completed the design stage of
the projects at the time of data collection. These 50 projects were further examined, and it
was revealed that some teams were engaged in more than one project thereby eight (8)
distinct teams were identified. The eight (8) teams consisted of thirty-seven (37) individuals,
with each team comprising the project manager, architect, quantity surveyor, service
engineer, and structural engineer.

3.3 Instrument for data collection

The data collection instrument used in this study was a structured questionnaire
administered electronically. The questionnaire comprised two sections: the Team Emotional
Intelligence (TEI) survey and the team performance measure. The TEI survey is a
proprietary tool developed by Druskat and Wolft and offered through the Group Emotional
Intelligence (GEI) partners. This measure (TEI survey) was chosen to gather data from the
construction design teams under investigation due to its proven reliability and validity in
previous studies. It consists of 68 statements grouped into nine norms, including Group
Fundamentals and social capital of teams (see Table 1). The TEI survey utilizes a 5-point
Likert scale ranging from "Strongly Disagree" to "Strongly Agree" for participants to rate
their responses.

The measurement of design team performance was based on a self-assessment team
performance measure developed and validated by Stubbs (2005). This measure employs a 5-
item questionnaire using a 3-point Likert-type scale: poor, average, and outstanding. The
decision to use self-assessment measures was supported by Busseri and Palmer's (2000)
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findings, which established a positive correlation between construction design teams' self-
assessment ratings of team process and team outcomes.

Additionally, a focus group interview was conducted using a semi-structured approach.
The purpose of the interview was to gain deeper insights into the results obtained from the
quantitative study. The questions asked during the interview were strictly based on the
findings of the questionnaire survey, focusing on the experiences of the projects examined in
this study, as well as drawing on relevant experiences from other projects.

3.4 Data analysis

Data obtained from the questionnaire survey were compiled and entered into Microsoft
Excel. The data analysis involved the use of means for assessing team emotional intelligence
and team performance. Further analysis was carried out using Kendall’s tau correlation
analysis to establish relationships between the variables. Kendall’s tau is a non-parametric
test that assesses statistical associations when the sample size is small and provides a direct
interpretation in terms of the probabilities of observing the agreeable (concordant) and non-
agreeable (discordant) pairs. Content analysis was used to analyse the results of the focus
group interaction which lasted 25 minutes and was recorded using a mobile device. The
recorded interview was later transcribed and analysed to identify major themes from the
discussions.

3.5 Research ethical considerations

All participants were fully informed of the purpose of the research by means of a preamble in
the email detailing the purpose, procedure, and expected duration for completing the
questionnaire. In addition, the information provided by participants was treated with strict
confidentiality, and the findings were only used for research purposes. All participants were
granted anonymity.

4. RESULTS, ANALYSIS AND DISCUSSION

4.1 Responses obtained from questionnaire survey and focus group interview
The survey was administered to eight (8) teams consisting of 37 team members. Twenty-
tfour (24) responses were obtained as shown in Table 2.

Table 2: Profile of valid responses

Profile Team A Team B Team C Team D
Recurrent team participation 7 2 14 13
Time span of interaction 7 yrs 8 years 6 yrs 5 yrs
Non- Project interaction of members Yes Yes Yes Yes
Response Rate 100% 80% 100% 80%
Number of Team Members 5 5 4 5
Team Formation Multi- Multi- Inter-firm Inter-firm
disciplinary | disciplinary
4.2 Correlational analysis between team EI and performance of construction

design teams

To establish the relationship between team emotional intelligence and the performance of
the construction design team, Kendall's tau b was carried out between TEI norms and
performance, Team emotional intelligence levels/ total TEI and performance. The result of
the analysis is presented in Table 8 and 4 for team norms and team levels respectively.
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Table 3: Correlation between team EI norms and performance measures

PEF PQT PSD PAT PFR AVE_P

TEL_BR T 0.206 0.206 0.303 0.336 0.159 0.348
Sig. (2-tailed) 0.346 0.346 0.167 0.125 0.458 0.082

TEI_CA Tb 0.224 0.470" | 0.481" 0.231 0.303 0.449"
Sig. (2-tailed) 0.317 0.036 0.032 0.303 0.167 0.028

TEI_CB Tb 0.465" 0.284 0.395 0.234 0.154 0.427"
Sig. (2-tailed) 0.040 0.210 0.081 0.301 0.488 0.038

TEI_CN Tb 0.163 0.391 0.340 0.000 | -0.074 0.192
Sig. (2-tailed) 0.457 0.074 0.121 1.000 0.732 0.338

TEI_IU Tbh 0.482" 0.153 0.254 0.827 0.272 0.421"
Sig. (2-tailed) 0.029 0.488 0.250 0.139 0.209 0.037

TEI_PS Tb 0.515" 0.131 0.458" | 0.271 0.297 0.483"
Sig. (2-tailed) 0.020 0.551 0.038 0.219 0.170 0.016

TEI_TE Tb 0.266 0.255 0.348 0.114 0.088 0.276
Sig. (2-tailed) 0.229 0.249 0.117 0.606 0.687 0.173
TEI_UT Tb 0.386 0.290 0.324 0.155 0.157 0.361
Sig. (2-tailed) 0.076 | 0.183 | 0.187 | 0477 | 0.460 0.069

TEI_WE Tb 0.271 0.173 0.339 0.100 | -0.037 0.304
Sig. (2-tailed) 0.217 0.429 0.122 0.647 0864 0.129

#*_Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).
c. List wise N = 17

A two-tailed Kendall's tau-b correlation was conducted to examine the relationship
between the nine (9) team emotional intelligence (TEI) norms and five (5) performance
measures. The results identified specific norms that influence team performance. The team
performance measures assessed were Team Efficiency (PEF), Quality of Teamwork (PQT),
Teams' Ability of Self-Direction (PSD), Performance against Similar Teams (PAT), and
Teams' Possible Future Relationship (PFR). The findings indicate that the "Build External
Relationships" (TEI_BR) norm showed a weak positive association with all five performance
measures (PEF, PQT, PSD, PAT, and PFR). However, the association between TEI_BR and
average performance was not statistically significant. Therefore, the ability of a team to
facilitate positive external contact, obtain support, and secure resources did not significantly
contribute to team performance in the studied construction design teams. The correlational
analysis revealed a positive association between the "Build Optimism" (TEI_CA) norm and
all performance measures. Two measures, POT and PSD, showed statistical significance at
the 95% confidence level (tb = .4770, p = .036; Tb = .481, p = .032, respectively). Additionally,
the association between TEI_CA and average performance was significant at 95% confidence
level (tb = .499, p = .028). These results suggest that a team's ability to foster a positive
group affect and maintain an optimistic outlook significantly contributes to teamwork
quality, team self-direction, and overall performance.

Similarly, a positive association was found between the "Demonstrate Caring"
(TEI_CB) norm and all performance measures, with only the PEF measure showing
statistical significance at the 95% confidence level (tb = .465, p = .040). Furthermore,
TEI_CB had a significant positive association with average performance at the 95%
confidence level (Tb = .427, p = .0388). This indicates that team members' ability to
communicate affection, appreciation, and respect to one another significantly contributes to
team efficiency and overall performance.

Regarding the "Address Unacceptable Behavior" (TEI_CN) norm, the correlation
analysis revealed a positive association with four performance measures and a negative
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association with the PFR measure. However, the association between TEI_CN and average
performance was positive but not statistically significant. Therefore, a team's adherence to
conduct rules and the ability to address unacceptable behavior may not significantly impact
performance measures and could even deter the possibility of future relationships.
Furthermore, the analysis between the "Understand Team Members" (TEI_IU) norm and
all performance measures was similar to that of the TEI_CB norm. Positive associations were
tound with all performance measures, with only the PEF measure showing statistical
significance at the 95% confidence level (tb = .482, p = .029). Additionally, TEI_IU had a
significant positive association with average performance at the 95% confidence level (tb =
421, p =.037). These findings suggest that team members' ability to understand each other's
teelings, interests, concerns, strengths, and weaknesses significantly contributes to team
efficiency, team self-direction, and the potential for future relationships.

The correlational analysis between the "Solve Problem Proactively" (TEI_PS) norm
and all performance measures revealed a positive association with all measures, with two
measures showing statistical significance at the 95% confidence level. Specifically, the
measures PEF and PSD showed statistical significance at 95% (tb = .515, p = .020) and (tb
= .458, p = .038) respectively. FFurthermore, the association between TEI_CA and average
performance was significant at 95% confidence level (Tb = .483, p = .016). These results
indicate that a team's ability to anticipate and provide solutions to situations before they
occur significantly contributes to team efficiency, team self-direction, and average
performance. On the other hand, the "Understand Team Context" (TEI_UT) and "Review
the Team" (TEI_TE) norms showed a non-significant positive association with all
performance measures, including average performance. This suggests that team members'
ability to understand the socio-political system of the organization and evaluate team
activities, including emotional states, strengths, and weaknesses, may not significantly
impact any of the performance measures.

Finally, the "Support Expression" (TEI_WE) norm exhibited a positive association with
four performance measures but had a negative association with the PFR performance
measure. Consequently, the association of TEI_CN with average performance was positive
but non-significant. These findings indicate that team members' ability to accept emotions
as part of the group and encourage the expression and examination of feelings is not
significant for any performance measure and may even deter the possibility of future
relationships (PFR) performance measure.

In summary, only four team emotional intelligence norms showed positive significant
associations with some of the performance measures. The other five TEI norms
demonstrated non-significant positive associations, except for TEI_CN and TEI_WE
norms, which had a negative association with the PFR measure.

Table 4: Correlation between TEI levels/total TEI and performance measures

PEF PQT | PSD PAT PFR | AVE_P

IND Correlation Coefficient 0.374 0.342 | 0.409 0.264 0.183 0.420"

Sig. (2-tailed) 0.085 | 0.115 | 0.059 | 0.223 | 0.533 0.034
GRP Correlation Coefficient 0.309 0.2%4 | 0.408 0.154 0.096 0.333
Sig. (2-tailed) 0.153 | 0.279 | 0.069 | 0.478 | 0.650 0.092
CRB Correlation Coeflicient 0.312 0.322 | 0.326 0.246 0.158 0.367

Sig. (2-tailed) 0.142 0.129 | 0.125 0.247 0.464 0.059

TOTAL_TEI| Correlation Coeflicient 0.351 0.362 | 0.432* | 0.219 0.072 0.401*
Sig. (2-tailed) 0.105 0.094 | 0.046 0.311 0.734 0.042

*#%_Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).
c. List wise N = 17
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The results indicate that all associations between TEI levels and performance measures
have a non-significant positive relationship, except for the association between individual
(IND) level and average performance, which is significant at the 95% confidence level (Tb =
0.420, p = .034). Additionally, the total TEI score shows a significant positive association
with the PSD measure and average performance at the 95% confidence level (tb = .432, p =
.046) and (Tb = 0.401, p = .042) respectively. The tb values for all significant associations
indicate a moderate strength of association.

4.3 Association of TEI norms with group fundamentals and social capital

The theory of team emotional intelligence, as conceptualized by Druskat and Wolff (2001),
incorporates team social capital and group fundamentals. Social capital encompasses aspects
of the social structure and facilitates interactions that lead to positive outcomes (Nahapiet
and Ghoshal, 1998). Team emotional intelligence norms are predictive of group
fundamentals and social capital within a team. To explore the relationship between social
capital/group fundamentals and team EI, a correlational analysis was conducted. The results
of the analysis are presented in Table 5.

Table 5: Correlational analysis between team EI norms and group fundamentals and social capital

GF-GO | GF-MP | GF-RR | SC-CD | SC-IN | SC-SRT | SC-TI

TEI_BR | Corr. Coef. 0.611% 0.142 0.898" 0.600" | 0.427* 0.494* 0.594™*
Sig. (2-

tagile(d) 0.002 0.466 0.047 0.002 0.028 0.011 0.003

TEI_CA | Corr. Coef. | 0.647* 0.249 0.388 0.721** | 0.500* 0.664** 0.621**
Sig. (2-

ta%le(d) 0.001 0.209 0.055 0.000 0.012 0.001 0.003

TEI_CB | Corr. Coef. 0.620™ 0.426* 0.366 0.792" | 0.708" | 0.818* 0.545™*
Sig. (2-

ta%le(d) 0.002 0.083 0.073 0.000 0.000 0.000 0.009

TEI_CN | Corr. Coef. 0.427* 0.225 0.342 0.688" | 0.452" 0.720™* 0.594™*
Sig. (2-

ta%le(d) 0.029 0.248 0.084 0.000 0.020 0.000 0.003

TEI_IU | Corr. Coef. 0.624™* 0.538™ 0.578" | 0.518™ | 0.515™ 0.549™ 0.436"
Sig. (2-

tagile(d) 0.001 0.006 0.004 0.009 0.009 0.005 0.033

TEI_PS | Corr. Coef. 0.798™ 0.445" 0.517 | 0.681™ | 0.557™ 0.633™ 0.508"
Sig. (2-

tagile(d) 0.000 0.023 0.009 0.001 0.004 0.001 0.018

TEL_TE | Corr. Coef. 0.470* 0.255 0.358 0.782" | 0.518* 0.718™ 0.524"
Sig. (2-

ta%le(d) 0.017 0.194 0.073 0.000 0.009 0.000 0.011

TEL_UT | Corr. Coef. | ¢ gog** 0.346 0.448* | 0.519™ | 0.562** | 0.554* | 0.525*
Sig. (2-

ta%le(d) 0.001 0.074 0.023 0.007 0.004 0.004 0.009

TEI_WE | Corr. Coef. 0.467* 0.149 0.213 0.664* | 0.442* 0.742™* 0.538™
Sig. (2-

ta%le(d) 0.017 0.442 0.281 0.001 0.023 0.000 0.008

*%*_Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).
c. List wise N = 17

The results of the two-tailed Kendall's tau-b correlation between team emotional
intelligence norms and the group fundamentals/social capital of construction design teams
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demonstrate positive associations. However, not all associations reached statistical
significance, as indicated by the p-values. The relevant associations are as follows:

The Understand Team Members (TEI_IU) and Solve Problem Proactively (TEI_PS)
norms showed significant associations with all the group fundamentals and social capital
attributes, albeit at varying levels of significance. TEI_IU had significance at 99% for all
attributes, except for Team Identity (SC_TI) at 95% significance. TEI_PS showed two
significant associations at 95% significance for Meeting Procedures (GF_MP) and Team
Identity (SC_TI) attributes.

Additionally, three norms showed significant associations with two group fundamentals
attributes and all social capital attributes. Build External Relationships (TEI_BR) and
Understand Team Context (TEI_UT) were relevant for predicting the Goal and Objectives
(GF_GO) and Roles and Responsibilities (GF_RR) attributes. Demonstrate Caring
(TEI_CB) showed significant associations with GF_GO and GF_MP. These associations
varied in significance levels, with TEI_BR at 99% significance for GF_GO, Creating Debate
(SC_CD), and SC_TT, and at 95% signiticance for GF_RR, Innovation (SC_IN), and Safety
and Risk Taking (SC-SRT). All significant associations of TEI_UT were at 99% significance,
except for GF_RR at 95% significance. Similarly, all significant associations of TEI_CB were
at 99% significance, except for GF_MP at 95% significance.

Lastly, four TEI norms showed significant associations only with the GF_GO attribute
of group fundamentals and all social capital attributes. These norms are Address
Unacceptable Behavior (TEI_CN), Support Expression (TEI_WE), Build Optimism
(TEI_CA), and Review the Team (TEI_TE). The significance levels of associations with
GF_GO were 99% for TEI_CA and 95% for TEI_CN, TEI_TE, and TEI_WE. The
significance levels of the social capital attributes were 99% for TEI_CA, TEI_CN, and
TEI_WE with SC_CD, SC_SRT, and SC_TI, and 95% for SC_IN. TEI_TE showed
significance at 99% for SC_CD, SC_IN, and SC-SRT, and at 95% for SC_TTI.

In summary, all team emotional intelligence norms demonstrated significant positive
associations with all social capital attributes and the Goals and Objectives attribute of group
fundamentals. Additionally, Kendall's Tau-b correlation was performed to explore the
relationship between total group fundamentals and social capital with all team emotional
intelligence levels/Total EI, and the results are presented in Table 6.

Table 6: Correlational analysis between TEI levels and group fundamentals/social capital

AVE_GF AVE_SC

IND Correlation Coefficient 0.610™ 0.709™

Sig. (2-tailed) 0.001 0.000
GRP Correlation Coeflicient 0.506™* 0.698™
Sig. (2-tailed) 0.007 0.000
CRB Correlation Coeflicient 0.586™ 0.559™

Sig. (2-tailed) 0.001 0.002
ToTAL_TEI Correlation Coeflicient 0.587*" 0.722™*
Sig. (2-tailed) 0.004 0.000

The results indicate that all levels of team emotional intelligence, including Individual
(IND), Group (GRP), and Cross-Boundary (CRB), have positive and significant associations
with Group Fundamentals at a 99% significance level. Similarly, all TEI levels show positive
and significant associations with Social Capital. Consequently, the overall team emotional
intelligence levels exhibit positive and significant associations with both Group
Fundamentals and Social Capital at a 99% significance level.

4.4 Result from content analysis of focus group interview

All four teams were approached for a focus group session, but only members of team B
expressed their availability and willingness to participate. Therefore, the focus group
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interaction was conducted with three individuals from team B, including the team leader and
two team members. Prior consent was obtained to record the discussion, which lasted for 25
minutes. Subsequently, the recorded conversation was transcribed and analyzed using
content analysis to identify pertinent themes. The discussions revolved around the survey
results as well as the participants' experiences from other similar projects that were not
covered in the questionnaire. The findings are presented as follows:

1. Will the findings on team emotional intelligence (TEI) also hold true for other teams
in which you have participated, and why?

The participants responded by acknowledging that team norms differ across the various
teams they have been a part of, primarily due to factors such as leadership and commitment.
Additionally, one team member noted that "in the initial stages of working together as a
team, it can be challenging for members to demonstrate adherence to team norms. However,
with more projects and increased participation, team norms tend to improve."

ii.  How does the performance of this team compare to other similar teams in which you
have participated?

All participants unanimously agreed that despite the challenges inherent in the projects
under consideration, the performance of their team was superior to most of the other projects
they have been involved in. They attributed this success to the team leader's emotional
intelligence, which played a crucial role in influencing the team's emotional norms. When
asked if they would prefer to work together in future projects, all participants responded
affirmatively. Furthermore, they expressed that even with the same team members, they may
choose not to work with certain clients. This demonstrates that the potential for a future
relationship with other team members depends not only on the team itself but also on the
nature of the client involved.

4.5 Discussion of results
The analysis of the nine (9) team emotional intelligence (TEI) norms in relation to
performance attributes, as illustrated in Table 3, demonstrates that four of the TEI norms
effectively predict three key performance indicators: the quality of work (PQT), efficiency in
task completion (PEF), the team's self-directiveness (PSD), and overall performance levels.
This discovery aligns with previous research, particularly the study conducted by Koman
and Wolff in 2008, which also identified a significant relationship between TEI norms and
the performance of military teams. Specifically, the Build Optimism (TEI_CA) norm
significantly predicts PQT, while the Demonstrate Caring (TEI_CB), Understand Team
Members (TEI_IU), and Solve Problem Proactively (TEI_PS) norms are significant in
predicting the efficiency of construction design teams. This implies that these norms serve
as predictive norms for enhancing group efficiency within construction design teams, thus
suggesting that empathy is evident among the construction design team members, contrary
to the popular belief of the existence of an adversarial relationship in the industry
(Humphreys et al., 2003). Additionally, the content analysis uncovers that establishing team
norms might present challenges for teams collaborating for the first time. However, as teams
engage in more projects, they tend to enhance their norms. This observation can be linked
to the transient nature of teams in the construction project context. Moreover, the content
analysis highlights that, even within teams that have previously achieved successful
collaboration, the potential for future projects is influenced not solely by team composition
but also by the client in question. This corroborates with Druskat et al.'s (2007) study, which
also identified that high-performing teams within cross-functional development teams were
more proactive in seeking support compared to their average-performing counterparts.

In Table 4, the associations between TEI levels and performance are presented, showing
non-significant positive relationships, except for the association of the individual (IND) level
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with average performance. This reveals that individual-level TEI has a substantial impact on
a team's self-direction, suggesting that individuals with high emotional intelligence (EI) play
a pivotal role in fostering self-directed teams where members proactively take ownership of
their tasks and responsibilities. Consequently, total TEI exhibits a significant positive
association with the PSD measure and overall performance, which further emphasizes that
the TEI will predict not only team self-direction but also the team performance in CDTs.
These findings provide further evidence of the importance of team emotional intelligence,
contradicting the findings in financial service teams reported by Peltola (2016) and
corroborating the results of Lee and Wong (2019), which indicate a positive relationship
between team EI and team performance.

Moving on to the relationship between team emotional intelligence and group
tundamentals, the Demonstrate Caring (TEI_CB), Understand Team Members (TEI_IU),
Understand Team Context (TEI_UT), and Solve Problem Proactively (TEI_PS) norms are
relevant in predicting all the Group Fundamentals attributes. These four TEI norms were
also found to be relevant to some of the performance measures. Additionally, the Support
Expression (TEI_WE) norm is relevant in predicting only the Goal and Objectives
(GF_GO) attribute, while the Build External Relationships (TEI_BR), Build Optimism
(TEI_CA), and Review the Team (TEI_TE) norms are relevant in predicting the GF_GO as
well as the Roles and Responsibility (GF_RR) attributes, and by extension, team
performance. These findings establish a distinct correlation between team Emotional
Intelligence (EI) norms and the fundamental components of group operation. This
underscores the notion that well-defined roles among design team members contribute to
the formulation of TEI norms. Consequently, these results align with the conclusions drawn
by Svalestuen et al. (2015), who emphasized that "identifying the design team member's role"
is a critical indicator of team performance. Although, Senaratne and Gunawardane (2015)
pointed out that design teams in the construction industry were primarily formed based on
tunctional roles rather than team roles.

Furthermore, the results in Table 6 demonstrate that all team EI levels are significantly
associated with the Group Fundamentals of the construction design teams. This finding
suggests that TEI levels, as well as the overall team emotional intelligence, have the potential
to predict the Group Fundamentals, which in turn can influence team performance. These
findings align with the assertions of Druskat and Wolff (2008) and other researchers who
have highlighted the positive association between TEI norms and Group Fundamentals.
This finding reveals that the team's ability to adhere to group guidelines and foster positive
norms is crucial for team performance as previously established by Druskat et al. (2007).

Relationship between team emotional intelligence and social capital

All team EI norms exhibit significant positive relationships with all the Social Capital
attributes, indicating that all the TEI norms are relevant in describing the Social Capital
dynamics within the group. Similarly, all team emotional intelligence levels (IND, GRP, and
CRB), as well as the total TEI, are associated with all the Social Capital attributes, including
Safety and Risk Taking (SC_SRT), Team Identity (SC_TT), Innovation (SC_IN), and
Creating Debate (SC_CD). This is noteworthy as it suggests that TEI norms have a broad
and consistent relevance in describing the dynamics of Social Capital within a group. These
findings support the findings of Druskat and Wolff (2008) and Richer (2015) about TEI
norms and Social Capital as highly significant to team effectiveness. It is evident that Social
Capital serves as a valuable predictor of a team's ability to develop and adhere to positive
norms. It also highlights the bidirectional relationship between Social Capital and TEI
norms, shedding light on how the social dynamics within a team influence the establishment
and adherence to norms.

14



Bello et al. JCPMI, 14(2): 1-18

5. CONCLUSION

Based on the findings discussed earlier, this study concludes that the total team emotional
intelligence (TEI) has a significant positive association with the Self-direction measure and
the overall performance of construction design teams. These findings suggest that TEI plays
a significant role in contributing to team performance in the context of construction design
teams involved in institutional public projects procured through traditional procurement
routes and funded by the tertiary education trust fund (TETfund). It is important to note
that these conclusions are specific to this particular type of project and team members who
have had interactions in multiple projects of a similar nature. It is possible that the results
may vary for different types of projects and teams. Further research is needed to explore the
impact of TEI on team performance in various project contexts to gain a comprehensive
understanding of'its significance

6. IMPLICATIONS OF FINDINGS

This study holds significant practical implications for the training of construction
professionals, with the potential to foster the development of high emotional intelligence
(EI). Furthermore, it extends its relevance to client organizations seeking to hire design team
consultants who possess emotional intelligence. Thus, the study suggests that the pre-
qualification criteria for potential design team members in the construction industry should
be enhanced to address the fragmented nature of the industry and promote teamwork. This
can be achieved by including an evaluation of previous team participation in addition to
individual evaluation. By considering team experience and performance in previous projects,
the evaluation process can identify professionals who have demonstrated the importance of
teamwork and have the ability to work eftectively in a team setting.

Furthermore, the study recommends incorporating an assessment based on Group
Fundamentals and Social Capital into the pre-qualification criteria. This would enable the
identification of professionals who are likely to contribute to the formation of positive team
emotional norms. By evaluating attributes related to Group Fundamentals and Social
Capital, such as the ability to establish clear goals and roles within a team, promote
innovation, foster a sense of team identity, and encourage open communication and debate,
the selection process can identify individuals who possess the necessary skills and attitudes
to enhance team performance.

Opverall, enhancing the pre-qualification criteria to include evaluations of previous team
participation and assessments of Group FFundamentals and Social Capital can contribute to
creating teams that prioritize teamwork, collaboration, and effective communication,
ultimately leading to improved project outcomes in the construction industry.

7. LIMITATIONS AND RECOMMENDATIONS FOR FURTHER
STUDIES

The study acknowledges the limitation of a relatively small sample size, which may affect the

statistical significance and generalizability of the findings. To gain further insight and assess

the extent of generalizability, a focus group interview was conducted. This adds depth to the

study and forms a basis for future comprehensive research.

To strengthen the research and enhance generalizability, it is recommended to replicate
the study using a larger sample size. This would provide a more robust statistical analysis
and increase the representativeness of the findings. Additionally, expanding the study to
other team-related work environments within and outside the construction industry, such as
teaching and learning in higher education institutions, hospitals, and financial institutions,
would allow for a broader understanding of team emotional intelligence in different contexts.
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Furthermore, the study suggests replicating the research in other procurement routes,
such as design and build and public-private partnership. This would enable a comparison of
findings across different project delivery methods, providing a more comprehensive
understanding of the impact of team emotional intelligence.

In summary, conducting future research with larger samples and in various work
environments and procurement routes will contribute to a more comprehensive
understanding of the role of team emotional intelligence. This will enhance the
generalizability of the findings and provide valuable insights into the importance of team
emotional intelligence across different contexts.
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