Midocean University I

College of Management MIDOCEA

UNI\/FQ%II\I

Department of Project Management

The Impact of Emotional Intelligence on Project team members in
Riyadh City Projects

Prepared by:
Engr Haitham Berhan
Academic Number: 253002768

Supervised by:
Dr. Alfaisal Hasan

Year:2026




Copyright: -

Copyright is held by Midocean University. All materials and content contained
in this research are the property of the University and may not be used,
republished, or distributed without prior permission from Midocean
University.

Engr Haitham Berhan
Master of Project Management
Candidate College of Management,

Midocean University




Abstract:

Emotional intelligence (EI) has emerged as a critical factor influencing
individual and team performance in project-based environments. This study
examines the impact of emotional intelligence on project team members
working on projects in Riyadh City, with a focus on understanding how
emotional competencies contribute to communication, collaboration, conflict
resolution, leadership effectiveness, and overall project success. As Riyadh
continues to experience rapid urban development under Saudi Vision 2030,
project teams are required to operate in increasingly complex and
multicultural environments, making emotional intelligence an essential
competency for effective teamwork. Using a quantitative research approach,
data are collected from employees working in Construction fields through a
structured questionnaire and analyzed using appropriate statistical techniques
to examine the relationship between emotional intelligence and team
performance indicators.

The study investigates key dimensions of emotional intelligence, including
self-awareness, self-regulation, motivation, empathy, and social skills, and
evaluates their influence on project team effectiveness. The findings are
expected to demonstrate that higher levels of emotional intelligence positively

affect team collaboration, employee engagement, decision-making, and
project outcomes while reducing workplace conflicts and improving
organizational performance. The study contributes to the growing body of
knowledge on project management by providing empirical evidence from the
context of Riyadh City projects and offers practical recommendations for
organizations to integrate emotional intelligence into recruitment, leadership
development, and project management practices to enhance project success.

Keywords: Emotional Intelligence, Project Management, Project Team
Members, Team Performance, Riyadh City, Saudi Vision 2030, Leadership,
Organizational Performance.
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CHAPTER 1

INTRODUCTION




INTRODUCTION:

Since early days, Construction sector is one of the sectors which plays a big
role in civilization the country. At the same time, it’s one of the sectors where
the time & quality plays an important role in implementing projects, therefore
the project managers & team members perform their tasks under big pressure,
this pressure creates conflicts, misunderstanding & unhealthy environments.

As we see these days in Riyadh City, Saudi Arabia fast & and highly
collaborative work environment, technical knowledge and professional
expertise alone are no longer sufficient to ensure team success. Organizations
increasingly recognize that emotional intelligence is a critical factor that
influences how individuals communicate, collaborate, and perform within
teams. Emotional intelligence refers to the ability to recognize, understand,
manage, and regulate one's own emotions while also recognizing and
responding appropriately to the emotions of others. These abilities enable
individuals to build positive relationships, make sound decisions under
pressure, and effectively navigate interpersonal challenges.

The impact of emotional intelligence on team members extends beyond
individual performance. Teams composed of emotionally intelligent members
are more likely to experience higher levels of trust, cooperation, and mutual
respect. Such teams communicate openly, handle disagreements
constructively, and adapt more effectively to changing situations. Emotional
intelligence also encourages empathy, active listening, and emotional support,
creating an inclusive environment where members feel valued and motivated
to contribute their ideas. As a result, emotionally intelligent teams often
demonstrate greater creativity, stronger problem-solving abilities, and
improved decision-making.




Problem Statement:

As we experience these days in Riyadh city, highly populated city, growing
markets, and diversity in team co-workers. This concludes that people come
from different cultures and different languages as consequences of this many
organizations continue to experience low productivity, poor communication,
interpersonal conflicts, and reduced employee engagement due to insufficient
emotional intelligence among team members and leaders. When individuals
struggle to recognize, understand, and manage their own emotions—or
respond effectively to the emotions of others—it can weaken teamwork, trust,
and overall organizational performance. Despite growing recognition of EI as
an important workplace competency, there is still a need to better understand
how emotional intelligence influences team members' collaboration, job
satisfaction, motivation, and effectiveness. Therefore, this study seeks to
examine the impact of emotional intelligence on team members specifically in
Construction sector and determine how it contributes to improved teamwork
and organizational success.

Study Questions:

Main Study Question:

e How does emotional intelligence impact on project team members?

Sub-Main Questions:

e How does emotional intelligence impact on project team member’s
productivity?
How does emotional intelligence impact on project team member’s
integrity?
“How does emotional intelligence impacts on project team member’s
communication?”’




Study Purposes:

The purpose of this study is to examine the impact of emotional intelligence on
team members at construction sectors performance, communication,
collaboration, and overall effectiveness within a team. The study aims to
determine how emotional intelligence influences interpersonal relationships,
conflict resolution, job satisfaction, and teamwork in Construction Company in
Riyadh city.

This study also aims to determine whether emotional intelligence contributes to
increased team engagement, job satisfaction, and commitment among team
members. By exploring the relationship between emotional intelligence and
team dynamics, the research intends to identify the ways in which emotionally
intelligent behaviors support cooperation, reduce interpersonal conflict, and
improve collective problem-solving.

Importance of Study:

In Construction sector, studying the importance of the impact of emotional
intelligence on team members is important because it helps explain how
emotions influence teamwork, communication, and performance.

It improves communication among team members and allows them to express
their ideas clearly and at the same time listen actively

In Construction sector is not easy building trust among members due to
diversity in positions labors, Engineers, high management.

Which will be held to reduce conflicts among team members.




Research Hypotheses:

Main Research Hypothesis:

There is a statistically significant relationship between emotional intelligence
and team members.

Sub-Main Research Hypothesis:

There is a statistically significant relationship between emotional intelligence
and team member’s productivity.

There is a statistically significant relationship between emotional intelligence
and team member’s integrity.

There is a statistically significant relationship between emotional intelligence
and team member’s communication.

There is a statistically significant relationship between emotional intelligence
and Stakeholders of the project.

Theoretical Model:

Independent Variable:

Emotion Intelligence

Dependent Variable:

Team Member’s Outcomes
Performance

Collaboration

Trust

Commitment




Scope of Research:

Location of the research: This research was conducted in Riyadh City, Saudi
Arabia on Construction Projects

Who conducted the research: This research was conducted on random
people in Riyadh city projects

Time of the research: This research was conducted May-July 2026

Chapter Conclusion:

In this chapter, we provided an overview of the research, mentioning the
general concept of the chosen topic and the reasons for its selection. It defines
the research problem and presents the questions the study seeks to answer.
Furthermore, it clarifies the significance of the research and its objectives, as
well as the hypotheses it aims to substantiate.




CHAPTER 2
LITERATURE REVIEW




Introduction:

In this chapter, we address the theoretical framework of the research by
reviewing studies concerning the impact of emotion intelligence in relation to
the team member’s performance, communication, trust as well as the necessity
of drawing upon this existing literature and how the current study differs from
previous ones.

Theoretical Framework:

In this chapter, we will address the study variables: Emotion intelligence and
project performance.

We will examine the key concepts associated with each and their impact on
the success of construction projects in the Riyadh region.

We will begin by defining the concept of emotion intelligence, then move on
to define project performance across multiple productivity, communication,
trust & commitment.

A. Usage of EI: This technique is used to improve the relationship
between team members, increase productivity & performance.

B. Reason for using EI: As there is diversity among team members in
Riyadh City, conflicts & misunderstanding occur continuously in
construction sectors especially in highly populated cities like Riyadh,

C. Work Performance after using EI: Their findings showed that team
members’ emotional intelligence was positively associated with trust
among team members, which improved overall team performance.




Summary of Past studies

In this section, we will address previous studies and what distinguishes the
current study from them.

1- Daniel Goleman's Emotional Intelligence Theory:

Emotional intelligence is the ability to recognize, understand, manage, and use
emotions effectively in oneself and others. According to Goleman, emotional
intelligence consists of five key components:

1. Self-awareness — Recognizing one's own emotions and their effects.

2. Self-regulation — Managing emotions appropriately in different
situations.

. Motivation — Maintaining a positive attitude and working toward goals.
. Empathy — Understanding and sharing the feelings of others.

. Social skills — Building positive relationships and communicating
effectively.

In a team setting, members with high emotional intelligence are more likely to
communicate openly, resolve conflicts constructively, collaborate effectively,
and support one another. These behaviors contribute to greater team cohesion,
trust, job satisfaction, and overall team performance.




2- John D. Mayer and Peter Salovey's Ability Model of Emotional
Intelligence:

This framework views EI as a set of abilities involved:
« Perceiving emotions,
Using emotions to facilitate thinking,
Understanding emotions, and
« Managing emotions.

These abilities help team members make better decisions, adapt to challenges,
and maintain productive interpersonal relationships.

Conceptual Relationship:
Independent Variable:
Emotional Intelligence

e Seclf-awareness
e Self-regulation
e Motivation

e Empathy

e Social skills

Dependent Variable (DV):
Team Member Outcomes
o Team collaboration
Communication effectiveness
Conflict resolution
Job satisfaction

o Team performance

The theoretical framework proposes that emotional intelligence positively
influences team members by improving interpersonal relationships,
communication, collaboration, and conflict management. As emotional
intelligence increases, team members are expected to work more effectively
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together, leading to improved individual and team outcomes. This framework
provides the theoretical basis for examining how emotional intelligence
contributes to team success in organizational settings.

3- Feyerherm and Rice examined the relationship between team emotional
intelligence, leadership emotional intelligence, and team performance
among customer service teams. The study found that certain emotional
intelligence abilities, especially understanding and managing emotions,
were positively related to aspects of team performance such as customer
service quality. The researchers concluded that emotional intelligence
plays an important role in improving team effectiveness.

Chang, Sy, and Choi investigated the influence of team emotional
intelligence on team performance using data from 91 teams. Their
findings showed that team members’ emotional intelligence was
positively associated with trust among team members, which improved
overall team performance. The study suggested that emotionally
intelligent members contribute to stronger relationships and better team
outcomes.

Rezvani and colleagues examined the relationship between team
emotional intelligence, trust, conflict, and team performance among
project teams. The results showed that emotional intelligence positively
influenced team performance by increasing trust and reducing conflicts
within teams. The study highlighted emotional intelligence as an
important factor for successful teamwork.

This study explored how emotional intelligence contributes to team
performance by examining different ways of measuring team-level
emotional intelligence. The findings indicated that emotional
intelligence is linked with improved team performance and that the
emotional abilities of team members influence how effectively teams
work together.




7- Jordan et al. investigated the relationship between emotional
intelligence and team effectiveness. The study examined how
emotionally intelligent teams develop better communication,
cooperation, and problem-solving abilities. The findings indicated that
teams with higher emotional intelligence were more capable of
managing stress and adapting to difficult situations, resulting in
improved team performance.

Druskat and Wolff explored the concept of group emotional intelligence
and its influence on team effectiveness. The study proposed that
emotionally intelligent teams develop shared norms that encourage
trust, understanding, cooperation, and constructive conflict
management. The researchers concluded that emotional intelligence
improves team functioning by strengthening relationships among
members.

Prati et al. studied emotional intelligence, leadership effectiveness, and
team outcomes. The findings showed that emotional intelligence
contributes to better teamwork by improving communication, reducing
interpersonal problems, and increasing team cohesion. The study
emphasized that emotionally intelligent members are more effective in
collaborative environments.

10- Ayoko and colleagues examined how emotional intelligence
influences team conflict management and communication. The study
found that emotionally intelligent team members were better able to
recognize emotional reactions, manage disagreements, and maintain
positive relationships within teams.

11- Chang et al. examined the effect of team emotional intelligence
on team performance among 91 teams. The study found that emotional
intelligence among team members increased trust within teams, which
positively influenced team performance. The authors concluded that
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both members’ and leaders’ emotional intelligence contribute to
effective teamwork.

12- Mahon conducted a qualitative study involving IT teams to
examine the relationship between team emotional intelligence and
teamwork performance. The study found that effective teams
demonstrated stronger trust, communication, conflict resolution skills,
and the ability to adapt to changing situations.

13- Miao et al. conducted a meta-analysis examining the relationship
between emotional intelligence and workplace outcomes. The study
found that emotional intelligence was positively related to job
performance, teamwork behaviors, and interpersonal effectiveness,
showing that emotionally intelligent employees contribute positively to
organizational teams.

Benefits from previous study:

e By reviewing previous studies, the researcher was able to identify
research gaps and formulate the research problem
Leveraging the theoretical frameworks of previous studies to design the
current study
Determining the research methodology and selecting the optimal
methods and tools for data collection and analysis
Highlighting the theoretical and practical significance of the research
topic.
Determining the method for calculating the appropriate research sample
size.

What distinguishes this study from previous studies:

This study focuses specifically on the Riyadh region of Saudi Arabia, lending
it significant local value regarding the region's unique challenges and
opportunities. It coincides with the major changes and rapid developments the
Kingdom is witnessing under Vision 2030, thereby enhancing the importance
of its findings and recommendations. Furthermore, the study examines the
impact of emotion intelligence on a wide range of project performance
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dimensions—such as commitment, trust, productivity offering a
comprehensive perspective that addresses these factors collectively, an
approach not previously covered in existing literature. Thus, the study is
distinguished by its specific geographic focus, the breadth of the dimensions
analyzed, and its alignment with the Kingdom's major developments, all of
which reinforce its scientific and practical value.

Chapter Conclusion:

In this chapter addresses the theoretical framework of the research by
reviewing the study variables. It explains the concept of emotion intelligence
and team project performance—specifically commitment, trust, productivity,
and stakeholder satisfaction. Additionally, it reviews previous studies and
highlights what distinguishes the current study from them.




CHAPTER 3
RESEARCH METHODOLOGY




Introduction:

This chapter outlines the research methodology and procedures, including the
definition of the methodology, the study population and sample, and the data
collection instruments—covering their development and the verification of
their validity and reliability—as well as the statistical tools and processes to
be used for data analysis, as follows:

Research Methodology:

The descriptive-analytical method was adopted due to its suitability for the
nature of the study. Data was collected from a sample of construction projects
employees in the Riyadh region using a questionnaire specifically designed
for this purpose. The questionnaire included questions aimed at gathering
information on the impact of Emotion Intelligence on team within the context
of construction projects in the Riyadh region.

Following data collection, the data were analyzed using appropriate statistical
methods to determine the relationships between the research variables.

Research community:

The study population consisted of engineers working on construction projects
in the Riyadh region of the Kingdom of Saudi Arabia.

Research sample:

A random sample was selected from the research population—engineers
working on construction projects in the Riyadh region of Saudi Arabia. The
questionnaire was converted into an electronic form using Google Drive, and
the link was distributed to the target sample via social media applications. A
total of 00 questionnaires were collected; following review and verification,
00 were deemed valid for analysis.




The distribution of the sample according to demographic characteristics was
as shown below:

Iltem Description Quantites | Percentage

Male 28 82%
Gender |Female 6 18%
Total 34
30years or below 5 15%
31lyearsto 35years 19 56%
36yearsto40years 5 15%
41yearsorabove 5 15%
Total 34
Bachelors 31 91%
Educational [Masters 3 9%

Level PhD 0 0%
Total 34
5yearsorless 12 35%
6yearsto 10 tears 10 29%
11lyearsto 15years 7 21%
16 years or more 5 15%
Total 34
Contractor 16 47%
Consultant 6 18%
Employer |Client 3 9%
Others 9 26%
Total 34
Riyadh 27 79%
Work Region |Others 7 21%
Total 34

Years of
Experience

The table above shows that most of the sample (82%) are male and 18% are
female, Additionally, 56% of the sample falls within the 31-35 age group, and
91% hold a bachelor's degree. Furthermore, 35% of the sample possess more
than five years of experience, which enhances the reliability of the results.
Regarding employment, 47% of the sample work for contractors, while 79%
work in Riyadh Region.




Search tool:

To collect data and achieve the research objectives, the questionnaire was
chosen as the primary tool due to its ease of application, low cost, accuracy of
results, and diversity of data. The questionnaire underwent pilot testing on a
small sample of participants before widespread distribution to ensure its
effectiveness and the reliability of the results. After data collection, it was
analyzed and the results extracted using SPSS software. (Al-Zoubi, 2023)

Steps for preparing the research instrument:

Step 1:

The researcher defined the main objective of the research, which is to identify
the impact of Emotion Intelligence on team performance, specifically focusing
on construction projects in the Riyadh region of Saudi Arabia.

Step 2:
Defining the measurement areas for the research instrument:
The measurement areas for the research instrument consisted of two parts:

e Demographic characteristics: (gender, age, educational level, years of
experience, employer, client type)

e Questions about the impact of Emotion Intelligence on team members
on projects

Step 3:

Drafting the research instrument items in their initial form after defining the
questionnaire domains.

Step 4:

Scaling responses for the main dimensions: Responses to the statements
within the dimensions were scaled using a five point scale (Strongly Agree —
Agree — Neutral — Disagree — Strongly Disagree), with scores of 5, 4, 3, 2, and
1 assigned respectively.




Step 5:

Drafting the research instrument instructions. The questionnaire instructions
were drafted to inform the sample members of the study instrument's purpose,
ensuring that the statements were clear and appropriate for the respondents'
level, presenting study variable details in a simplified manner, and
emphasizing the privacy and confidentiality of the information provided.

Step 6:

Finalizing the questionnaire and administering it to the target sample. This
involved converting the questionnaire into an electronic form via Google
Drive and subsequently sending the link to the target sample members through
social media applications.




CHAPTER 4
DATA ANALYSIS., RESULTS AND

RECOMMENDATIONS




Introduction:

This chapter presents the findings derived from the intelligence analysis
conducted using the study's data, addressing the research questions and
examining the research hypotheses. It also outlines several results that inform
the formulation of recommendations and proposals.

Data Analysis:

In this section of the research, a description of the variables under study is
presented as follows:

A- Who were our respondents?

In this section, we will know who our respondents were and how does the
Analysis effects our study.

Gender
34 responses

® Male
® Female

The Gender of the Respondents were as follows:

e Male —82.4%
e Female -17.6%




Age

34 responses

@ 30 years or less

@ 31 years - 35 years
36 years - 40 years

@ 40 years or above

The ages of the Respondents were as follows:

30 years or less - 14.7%

31 years — 35 years - 55.9%
36 years — 40 years - 14.7%
40 years or above - 14.7%

Education Level
34 responses

@ Bachelors
@ Masters
PhD

The Educational level of the Respondents was as follows:

e Bachelor’s degree — 91.2%
e Master’s degree — 8.8%
e PhD - 0%




Years of Experience
34 responses

@ 5 years or less

: ® 6 years - 10 years
11 years - 15 years
@ 16 years or above
29.4%

The years of Experience of the Respondents were as follows:

5 years or less — 35.3%

6 years — 10 years —29.4%
11 years — 15 years — 20.6%
16 years or above — 14.7%

Employer

34 responses

@ Contractor

@ Consultant
Client

@ Others

The Employment of the Respondents was as follows:

Contractor —47.1%
Consultant — 17.6%
Client — 8.8%
Others — 25.5%




Work Region

34 responses

@ Riyadh
@ Others

The Work Region of the Respondents was as follows:

e Riyadh - 79.4%
e Others —20.6%




B- Respondents responses: -

In this section, we will here the responses of our respondents and how does
the Analysis effects our study.

Note: The rate of the statements was on a scale of 1 to 5, where 1
represents “Strongly Disagree” and S represents “Strongly Agree”

o 35.3% of the respondent agrees that the Term Emotion Intelligence
was familiar with them, which is considered “Satisfactory”

The means that Emotion Intelligence is not used in certain projects, which
reflects that conflicts and misunderstandings have high chances to occur.

The term " Emotion intelligence " is familiar among the Teamwork place

34 responses

15

12 (35.3%)

6 (17.6%) 6 (17.6%) 6 (17.6%)
4(11.8%)




® 50% of respondents strongly agree that Emotional intelligence enhances
communication among construction team members, it is considered as
“average *

Emotional intelligence enhances communication among construction team members
34 responses

20

17 (50%)

6 (17.6%)

4 (11.8%) e 4 (11.8%)

2

o 47.1% of the respondents strongly agree that Emotional intelligence

enhances communication among High level Management, it is considered
as “below average *

Emotional intelligence enhances communication among High level Management
34 responses

16 (47.1%)

10 (29.4%)

4 (11.8%) 4 (11.8%)




o 61.8% of the respondents strongly agree that Project managers with high
emotional intelligence improve team morale, which concludes the high
impact of Emotion Intelligence on the team members at the project sites. It
is considered as “Good”.

Project managers with high emotional intelligence improve team morale
34 responses

30

21 (61.8%)

7 (20.6%)
4 (11.8%)

1

e 58.8% of the respondents strongly agree that Emotional intelligence
helps reduce workplace conflicts on construction sites, it is considered as
“Above average”

Emotional intelligence helps reduce workplace conflicts on construction sites
34 responses

20 (58.8%)

7 (20.6%)

4 (11.8%) e

3




o 58.8% of the respondents strongly agree that emotionally intelligent
leadership contributes to better project outcomes, it is considered as
“above average *

Emotionally intelligent leadership contributes to better project outcomes
34 responses

20 (58.8%)

6 (17.6%)
4 (11.8%) 4 (11.8%)

® 52.9% of the respondents strongly agree that team members with higher

emotional intelligence adapt better to project changes, it is considered as
“average

Team members with higher emotional intelligence adapt better to project changes
34 responses

18 (52.9%)

8 (23.5%)

4 (11.8%) 4 (11.8%)




e 41.2% of the respondents strongly agree that Emotional intelligence
positively influences safety compliance in construction projects, it is
considered as “below average”

Emotional intelligence positively influences safety compliance in construction projects
34 responses

15
14 (41.2%)

8 (23.5%) 7 (20.6%)
8 0

4(11.8%)

o 47.1% of the respondents strongly agree that Emotional intelligence
increases trust among construction team members. It is considered as
“below average”

Emotional intelligence increases trust among construction team members
34 responses

16 (47.1%)

9 (26.5%)

5 (14.7%)
4 (11.8%) — *

1 2




o 58.8% of the respondents strongly agree that team members with high
emotional intelligence communicate more effectively under pressure, it is
considered as “above average

Team members with high emotional intelligence communicate more effectively under pressure
34 responses

20 (58.8%)

7 (20.6%)

4 (11.8%) e

3

® 55.9% of the respondents strongly agree that Emotional intelligence
reduces misunderstandings on construction projects, it is considered as

“above average “

Emotional intelligence reduces misunderstandings on construction projects
34 responses

19 (55.9%)

6 (17.6%) 6 (17.6%)
3 (8.8%)

1




e 52.9% of the respondents strongly agree that the open communication is
encouraged by emotionally intelligent leaders, it is considered as *“ above
average”

Open communication is encouraged by emotionally intelligent leaders
34 responses

18 (52.9%)

8 (23.5%)

4 (11.8%) e

3

e 47.1% of the respondent strongly agree that emotionally intelligent

employees are more willing to support their colleagues, it is considered as
“below average “

Emotionally intelligent employees are more willing to support their colleagues
34 responses

16 (47.1%)

11 (32.4%)

4 (11.8%) S

3




o 47.1% of the respondents strongly agree the Emotional intelligence
improves cooperation between contractors, consultants, and clients, it is
considered as “ below average”

Emotional intelligence improves cooperation between contractors, consultants, and clients
34 responses

16 (47.1%)

11 (32.4%)

4 (11.8%)
2 (5.9%)

3

e 50% of the respondents strongly agree that Emotional intelligence helps
resolve workplace conflicts effectively, it is considered as “average”

Emotional intelligence helps resolve workplace conflicts effectively
34 responses

17 (50%)

9 (26.5%)

4 (11.8%) 4 (11.8%)




o 41.2% of the respondents strongly agree that Emotional intelligence
contributes to timely completion of construction tasks, it is considered as
“below average”

Emotional intelligence contributes to timely completion of construction tasks
34 responses

15
14 (41.2%)

8 (23.5%)
6 (17.6%)

3 (8.8%) 3 (8.8%)

o 44.1% of the respondents strongly agree that Emotional intelligence
increases employee productivity, it is considered as “below average *

Emotional intelligence increases employee productivity
34 responses

15
15 (44.1%)

9 (26.5%)

6 (17.6%)
4 (11.8%)




o 47.1% of the respondents strongly agree that Emotional intelligence
helps construction workers cope with workplace stress, it is considered as
“below average “

Emotional intelligence helps construction workers cope with workplace stress
34 responses

16 (47.1%)

8 (23.5%)
6 (17.6%)

3 (8.8%)

1

o 35.3% of the respondent strongly agree that emotionally intelligent

employees remain calm during project challenges, it is considered as
“Satisfactory”

Emotionally intelligent employees remain calm during project challenges
34 responses

15

12 (35.3%)
10 (29.4%)

7 (20.6%)

4 (11.8%)




e 38.2% of the respondent strongly agree that Emotional intelligence
reduces the negative effects of work pressure, it is considered as
“Satisfactory”

Emotional intelligence reduces the negative effects of work pressure
34 responses

15

13 (38.2%)

9 (26.5%)
7 (20.6%)
5 (14.7%)

* 44.1% of the respondent strongly agree that Emotional intelligence helps
team members maintain a positive attitude during project delays, it is
considered as “below average”

Emotional intelligence helps team members maintain a positive attitude during project delays.
34 responses

’
5 15 (44.1%)

8 (23.5%) T
8 0

4 (11.8%)




o 38.2% of the respondent strongly agree that Emotional intelligence
contributes to the successful completion of construction projects, it is
considered as “below average”

Emotional intelligence contributes to the successful completion of construction projects
34 responses

15
13 (38.2%)
10 (29.4%)

7 (20.6%)

3 (8.8%)

e 41.2% of the respondent strongly agree that Projects led by emotionally
intelligent managers are more likely to achieve their objectives, it is
considered as “below average”

Projects led by emotionally intelligent managers are more likely to achieve their objectives
34 responses

15
14 (41.2%)

11 (32.4%)

5 (14.7%)
3 (8.8%)




o 44.1 % of the respondent strongly agree that Emotional intelligence
improves the overall performance of construction project teams, it is
considered as “below average

Emotional intelligence improves the overall performance of construction project teams
34 responses

15
15 (44.1%)

8 (23.5%) 7 (20.6%)
.07

3 (8.8%)

e 35.3% of the respondent strongly agree that Emotional intelligence

enhances client satisfaction with project outcomes, it is considered as
“Satisfactory”

Emotional intelligence enhances client satisfaction with project outcomes
34 responses

15

12 (35.3%)
11 (32.4%)

6 (17.6%)
4 (11.8%)




e 41.2% of the respondent strongly agree that Emotional intelligence
improves coordination between project stakeholders, it is considered as
“below average”

Emotional intelligence improves coordination between project stakeholders
34 responses

15
14 (41.2%)

10 (29.4%)

5 (14.7%)
4 (11.8%)

o 38.2% of the respondent agrees that Emotional intelligence strengthens

decision-making within project teams, it is considered as “Satisfactory”

Emotional intelligence strengthens decision-making within project teams
34 responses

15

Else 12 (35.3%)
B 0

PAta-E%) 4 (11.8%)
i 0




o 47.1% of the respondent strongly agree that the Organizations should
provide emotional intelligence training for construction professionals, it is
considered as “below average”

Organizations should provide emotional intelligence training for construction professionals
34 responses

16 (47.1%)

6 (17.6% 6 (17.6%
5 (14.7%) (o) (47:6%)

o 47.1% of the respondents strongly agree that Emotional intelligence is as

important as technical skills in construction project management, it is
considered as “below average”

Emotional intelligence is as important as technical skills in construction project management
34 responses

16 (47.1%)

7 (20.6%) 7 (20.6%)

3 (8.8%)

1




o 47.1% of the respondent strongly agree that Emotional intelligence
provides a competitive advantage in construction project delivery, it is
considered as “below average”

Emotional intelligence provides a competitive advantage in construction project delivery
34 responses

16 (47.1%)

8 (23.5%
7 (20.6%) 23:0%)

3 (8.8%)

1

RESULTS:




Questionnaire

Avergae Rating
out of §

The term " Emotion intelligence "is familiar among the Teamwork place

3.18

Emotional intelligence enhances communication among construction team
members

3.79

Emotional intelligence enhances communication among High level Management

Project managers with high emotional intelligence improve team morale

Emotional intelligence helps reduce workplace conflicts on construction sites

Emotionally intelligent leadership contributes to better project outcomes

Team members with higher emotional intelligence adapt better to project changes

Emotional intelligence positively influences safety compliance in construction
projects

Emotional intelligence increases trust among construction team members

Team members with high emotional intelligence communicate more effectively
under pressure

Emotional intelligence reduces misunderstandings on construction projects

Open communication is encouraged by emotionally intelligent leaders

Emotionally intelligent employees are more willing to support their colleagues

Emotional intelligence improves cooperation between contractors, consultants,
and clients

Emotional intelligence helps resolve workplace conflicts effectively

Emotional intelligence contributes to timely completion of construction tasks

Emotional intelligence increases employee productivity

Emotional intelligence helps construction workers cope with workplace stress

Emotionally intelligent employees remain calm during project challenges

Emotional intelligence reduces the negative effects of work pressure

Emotional intelligence helps team members maintain a positive attitude during
project delays.

Emotional intelligence contributes to the successful completion of construction
projects

Projects led by emotionally intelligent managers are more likely to achieve their
objectives

Emotional intelligence improves the overall performance of construction project
teams

Emotional intelligence enhances client satisfaction with project outcomes

Emotional intelligence improves coordination between project stakeholders

Emotional intelligence strengthens decision-making within project teams

Organizations should provide emotional intelligence training for construction
professionals

Emotional intelligence is as important as technical skills in construction project
management

Emotional intelligence provides a competitive advantage in construction project
delivery

3.905333333




Recommendations: -

Conduct a study on the impact of Emotion Intelligence on project
performance.

Identify research gaps in the current study and conduct an in-depth study
addressing them.
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APPENDIXES




Subject: Request for Arbitration of Research Questionnaire

Dear DI, ..o e , [ hope this email finds
you well. I am writing to inform you that I am a student at Midocean
University - College of Management, specializing in a master’s degree in
project management. I am currently conducting research titled " The Impact
of Emotional intelligence on project team members in Riyadh city
projects " as part of my master's program requirements in Project
Management. I am reaching out to request your expertise in reviewing and
validating the survey designed for my research.

Attached is a copy of the survey, and I kindly ask you to review it and provide
your insights and suggestions regarding the accuracy and appropriateness of
the statements in measuring the study's objectives.

Additionally, I would appreciate any recommendations for modifications,
whether it be rephrasing, removing, or adding new statements. Thank you very
much for your time and effort.

I look forward to receiving your valuable feedback.

Sincerely,
Engr Haitham Berhan
Master of Project Management

Candidate College of Management,

Midocean University
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Questionnaire
Dear MI. / MS. oo ,

I would like to inform you that I am a student at Midocean University —
College of Management, specializing in a master’s degree in project
management. [ am currently conducting research titled " The Impact of
Emotional intelligence on project team members in Riyadh city projects "
as part of the requirements for the master's program in Project Management.
Given the importance of your opinions, I kindly request you complete this
survey. I assure you that your responses will be highly valued and treated with
utmost confidentiality, used solely for the purpose of academic research.
Therefore, I hope your answers will reflect reality as closely as possible to
contribute to achieving accurate results. Thank you for your cooperation.

Sincerely,

Haitham Berhan
Master of Project Management
College of Management

Midocean University

Supervisor
Dr. Alfaisal Hasan
College of Management,

Midocean University




Acknowledgment

I would like to express my sincere gratitude and appreciation to all
participants of this survey for your valuable time and efforts. Your active
participation and insightful feedback have significantly contributed to the
success of this study. I greatly value your cooperation and support, and I
assure you that your responses will be treated with the utmost confidentiality
and used solely for academic research purposes.

Haitham Berhan
Master of Project Management
College of Management

Midocean University

Ry S
Al iSa a8y o Gl 138 8 (S Ll asead ol 5 KAl Gallay s gl

(:S.\}bd J.ﬁ\ M\J.ﬂ\ 0la C\A.i\ @ﬁ.&d&hmu YAPS| #Ua;vmj Allagl) (:SSSJLJAA %)
Candl Gl Y Y 28505 5 3al e Jalatis oSla) o oS0 S 415 Sac g

OB 2 aint o

eJLA.uAS‘ 5 la) aiuala s

5 laY! A4S

i shae dasla




e Al Jasll iy 8 (5 8l 5 a1 31 el 8 i 58 sa JalaS akalall £1SA

Ly o juiial) 8 Jandl 38 slimel o aklall olSA 3 Al jall s2a Jlifig  a jliiall

da s Ostaill s Jucal sil) 3 3a5 8 dpdlalall il LS danline 488 agd o 38 5l ae ¢l )
Al pandl il 3,055 ) paiaal JBa (g ¢ 5 piall Ll Ll (3uiad 5 BaLAL Al e il
el g liall (358 (e (e 2030 ASlaal) Ay 5" U] (rasia Gy )l gl Al de jludiall
Allad el Lol 30168 alalall oLSAN (pe Jmany Lo COLBLERD 20aT 5 dyintil) gl iy ansi iy b
glad 3 Galelall e ULl pas oy an (AaS Aing Apmgiia Al jall adint 5 e laal) Janll
£\SAN (G A8l Cand AiDlal) Ailian V) ) aladiiudy Leldas 5 e Lliiul e caleliny)
dardl 38 ol il yine g ilalal)

(I kel 5 ¢ AN o gl Gl A Ly - ibalad) SlSAN Ay 1) Sl 8 A ol o2 Cans
Oos . aa il 8 Jandl (58 A0lad o W il 206 - dpelaia ) ol jlgall 5 ccalaledll y dpilall g
O Osbaal o Uay) 355 Alalall olSA (e aii yall <l giasall o gilinl) el (o a8 giall
)5 e Db ay jludiall il g ¢ )l Mas) ililae 5 ¢yl sall lani) (5 siana 5 ¢33 il ¢liac

4 yrall o) i) 8 Al ol agusy s sall 0V Cpman g Jaa) Ay 8 Cile ) juall (e 2all b
e (A il é@wzmaﬁ).}jﬁﬂﬁﬁd%wﬁﬁjd\s)bj Jae (4 daaliiall
Jshis ek gill Gllee 8 ilalal) SA adl il sall dilae Cilpa 55 2385 LS ¢l )

bl Zlad (a3 a5 Caagn @l g ca sl 5 la) il jlas 5 ¢

Ande ¢l el g 5 piall (35 eliac] ca liiall 3] ¢ gibalall ¢S dialial) cilalsl)
“‘;A:\L.\.\S\ c1aYy) ‘Sdgﬂ\ <2030 :\:\Jja.ul\ 4.\}) ‘u.a\i)j\




M I DOCEA gl daala

NI'NS E RS | TY SJ‘JY‘M

& bdiall 3l piiala

oAbl At an Lda B £ g pdiall (328 a1 S o Ablal) oS LAl

llal) slas s
O 3 gl gllase a1 / o
253002768 /g-aeélﬁ“ PURY



http://www.tcpdf.org

