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ABSTRACT
Natural resource management in Australia over the past 40 years, in part, has been influenced
by the need for global public sector reform. These reforms have provided the foundation for
the development of the current Australian natural resource management model which is based
on the establishment and operation of locally driven natural resource management
committees. These committees operate in an environment where decisions are often complex
and contentious, and where leadership and community engagement are vital for achieving
long-term natural resource management outcomes. As these newly formed committees began
operation it was observed by the community and stakeholder groups that some committees
were more effective than others. This observation prompted a review of the natural resource
management model by the Australian Government focused primarily on the economic and
environmental aspects of the model. The evidence in the literature supports the importance
of emotional competencies in the effectiveness of both individuals and committees, although
this was overlooked in the development of the review process for the Australian natural
resource management model. This study investigated what influence both individual and
group emotional competence has on the effective operation of natural resource management
committees.

This research project was a case study of seven natural resource management committees.
Quantitative and qualitative data were collected by surveying committee members of each of
the seven natural resource management committees and two observers of each committee.
Three sets of survey data were collected to facilitate data triangulation and to provide detailed
emotional competence profiles for the seven natural resource management committees. The
first and second sets of data collected targeted individual committee members on each of the
seven committees, and the third set of data collected targeted two observers from each
committee. Additional data, which has provided supplement to the survey data, was collected
from individual committee member follow-up interviews, state and federal reviews of each
committee and committee annual reports. The emotional competence profiles for each of the
seven natural resource management committees were then analysed against a set of outcomes
to determine whether there was a relationship between the effective operation of each
committee.
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The findings of this study showed that there was a very strong relationship between group
emotional competence and the operating effectiveness of natural resource management
committees.

Committees with an overall higher rating of group emotional competence

ranked higher in achieving their ten natural resource management criteria. Examples of the
criteria used are developed systems and processes for the facilitation of open learning, long
term project outcomes documented and implementing stakeholder engagement processes.
All seven committees reported the use of emotionally competent group behaviours from a
moderate to large extent, and while the emotional competence profiles were all statistically
significantly different, the profile trends were consistent. The behavioural norms of creating
emotional resources, confronting members and team self-evaluation were ranked the lowest,
along with the dimensions of group management of members, group self-awareness and
group self management. All committees perceived that the use of emotionally competent
group behaviours were higher at both the individual and cross-boundary levels when
compared to the group level.

There was no statistical relationship between committee

emotional competence and the emotional competence of individual committee members,
even though there were significant differences among the emotional competence profiles for
individual members. The statistical results indicated that the emotional competence of the
Chair did not impact on the level of emotional competence within the respective committee,
although, the qualitative results did suggest that there were linkages between the behaviours
adopted by the Chair and the ability of the committee to develop emotionally competent
behavioural norms. Finally, specific team characteristics and behaviours associated with
committee emotional competence profiles were identified, and when related to the natural
resource management governance principles that contribute to the effective operation of these
committees, the results suggested that a number of committees had well developed
accountability, adaptability, capability and networking skills. The results also suggested that
all but one of the committees had poorly developed legitimacy, transparency and
inclusiveness and integration skills.

There were a number of identified delimitations of this study in which the first was the small
sample size. Due to the tyranny of distance and the perception by committee members that
the results of this study would be used negatively by government, only seven of the current
59 natural resource management committees operating across Australia volunteered to
participate.

The study relied predominately on the collection of quantitative data from

questionnaires which measured an individual’s perceived emotional competence and not their
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actual emotional competence. The measurement of committee performance was based solely
on independent, state and federal government reviews, reports and audits and can be
considered the third delimitation of this study. These documents could potentially result in
bias due to their development by government and therefore it would be useful for future
research to complement these outcomes with performance data and perceptions from the
wider community. The fourth delimitation of the study was that contextual factors, such as
the developmental phase of the committee and the organisational climate in which the
committee is operating was not considered. A future area for research should examine the
effects of committee developmental phases and the public sector organisational culture on the
development of individual committee member and committee emotional competence. The
study relied mainly on the collection of quantitative data from individual committee members
and observers and can be considered the fifth delimitation of the study. It would have been
beneficial to engage the committees in focus group discussions to explore the use of
emotional competent behaviours. The final identified delimitation of this study is that data
collected represents a single snapshot in time. Emotional competence can be learned and
changes in the development of committees and their potential for delivering effective
outcomes can occur across multiple time scales. As a result, it would be desirable to collect
individual and group emotional competence, and committee effectiveness data over a period
of time to enable a dynamic interpretation of the emotional competence and the possible
attribution of causal relationships.

In addition to those areas already mentioned, future research must ‘bridge the gap’ and move
towards identifying the structural and cultural components within the public sector
framework that prevent or suppress the development of emotional competence in natural
resource management committees. This area of research should also endeavour to examine
the effects of the public sector organisational culture on the Chair’s emotional competent
behaviours and the development of individual emotional competence.

Finally, future

researchers may wish to investigate the different ways that educational and training programs
can improve the emotional competencies for both individuals and committees.

From both an Australian and international perspective, the results from this study have
practical implications for natural resource management. The key implication is recognising
that emotional competence impacts on the performance of committees and therefore the
challenge for the public sector is in developing mechanisms, structures and cultures that will
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facilitate and support the development of emotionally competent committees and Chairs. In
working towards achieving this, the public sector needs to initiate innovative educational and
training programs which will not only assist in developing emotional competence, but
provide understanding of an individual’s or committee’s emotional competence and identify
potential for improvement, along with stimulating self-reflection and providing important
stakeholder feedback. In addition, the current selection process for appointing members to
natural resource management committees should be reviewed and consideration given to
including emotional competence elements in varying degrees according to the specific
requirements for natural resource management.

To date, the importance of the human component of the Australian Natural Resource
Management Model has been assumed by the Australian and State and Territory public
sectors. This research provides the first ever review of this human component and suggests
that the human component plays a vital role in determining the effectiveness of natural
resource management committees.
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CHAPTER 1

Introduction

1.1

Overview

Natural resource management, both internationally and within Australia, has been shaped
over the last 40 years in part by the global need for public sector reform. The international
public sector reform agenda has been highly complex and intricate, displaying wide
variations between countries in terms of the pace and extent of the reform (Johnston, 2003;
Halligan, 2001).

While each individual country has developed reform programs and

distinctive reform models and strategies it has been acknowledged that global public sector
reform is driven by seven common factors (Australian Public Service Commission, 2003).
The first factor for consideration is globalisation and the increasing internationalisation of
economies and the global pressures on governments to cooperate and compete in new and
more innovative ways. The ability to capture and manage data, information and images, as
well as the availability of technology to deliver services in previously unimaginable ways
presents the second challenge to governments. The third and fourth drivers of public sector
reform are resource constraints generated by the need to balance budgets and avoid budget
deficits and demographic changes in the population. The final three drivers which encompass
changing community expectations of government, the move from a closed system to a more
participative and inclusive culture in policy development and changing attitudes to
government fuelled by rising expectations of citizens have all had a marked impact on natural
resource management (Tiernan et al., 2002).

The United Nations, along with countries such as Australia, Canada, New Zealand, South
Africa and America, have embraced the final three drivers of public sector reform and have
developed natural resource management models which have replaced the traditional ‘topdown’ model of centralised management that relies on governments for planning and
implementation with an approach that relies on participation by citizens through regional
boards or committees (Beeton et al., 2006; Endter-Wada et al., 1998; Hooper, McDonald &
Mitchell, 1999).

Chapter 1 - Introduction

Page 1

The role of emotional competence on the effectiveness of natural resource management committees

Since the 1970’s, successive Australian Governments have worked towards the
implementation of extensive and significant reforms in the public sector. These reforms have
been based on promoting efficient and effective resource management, responsiveness to
clients, transparency in government operations, the opportunity for citizens to participate in
policy making, fair dealing between government and citizens, and the ethical behaviour of
public officials (Verspaandonk, 2001). The mid-1980’s witnessed a renewed emphasis on the
goals of efficient and effective resource management and citizen participation in policy
making.

Following in the footsteps of the Australian Government State and Territory Governments
introduced major public sector reforms in key agencies. These reforms provide a strong
commitment to working with the community to develop better policies and ways to deliver
them (NSW Premier’s Department, 2001), and are based on community consultation and
public participation.

The State and Territory Governments are continually developing

strategies and initiatives which aim at increasing the opportunities for people to participate in
local decision making processes that in turn will work towards building rapport with the
community, providing a mechanism for negotiation, managing change proactively and
providing leadership (NSW Department of Premier and Cabinet, 2011).

1.2

Australian Natural Resource Management Model

With a new direction, focused on community consultation and public participation, the model
for natural resource management began to move from a closed system to a more participative
and inclusive system (Keating, Davis & Weller, 2000). To facilitate the implementation of
this new model (Figure 1) the State and Territory Governments established natural resource
management committees where membership was comprised of individuals from the
community that were appointed by either a stakeholder based selection process or a
competitive merit based selection process. While each State and Territory had a common
agreement with the Australian Government with respect to the structures, legislative powers,
responsibilities and reporting channels of the newly formed natural resource management
committees there are inconsistencies between the States and Territories with regard to the
name given to the committees and the mechanical pathways for liaising with State and
Territory Governments.
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Figure 1: Model of Natural Resource Management in Australia
Chapter 1 - Introduction

Page 3

Technical

Planning

The role of emotional competence on the effectiveness of natural resource management committees

In NSW the key component of this reform was the establishment of 13 Catchment
Management Authorities. In January 2004 the Catchment Management Authorities were
formally constituted as statutory authorities and began operation under the Catchment
Management Authorities Act 2003 (Pannell et al., 2007). NSW Catchment Management
Authorities are locally driven organisations with a board that consists of a chairperson and up
to six board members, who provide a range of experience, skills and knowledge in areas such
as primary production, cultural heritage, biodiversity conservation, business administration
and governance. Catchment Management Authorities are responsible for managing natural
resources at the catchment scale and their key roles include preparing Catchment Action
Plans and managing incentive programs to implement these plans (NSW Catchment
Management Authorities, 2008).

Natural resource management in Queensland is led by 14 regional natural resource
management bodies with a diversity of structures and governance arrangements. These
groups are all private sector businesses with some being companies and some incorporated.
They are non-statutory authorities and are community based. There is no consistency in the
titles between them and no one model for how they are established, but they all have the
responsibility for preparing, implementing, monitoring and evaluating accredited regional
natural resource management plans. These bodies also have the responsibility for working in
partnerships with a range of stakeholders at the regional, state and federal levels (Pannell et
al., 2007).

The Victorian Government has established a natural resource management system under the
Catchment and Land Protection Act 1994 aimed at integrating catchment management.
Under this Act, Victoria is divided into 10 catchment regions and a Catchment Management
Authority is established for each region. These Catchment Management Authorities form a
major part of the framework for achieving sustainable management of Victoria’s land and
water resources (Victorian Department of Sustainability and Environment, 2008).

Each

Catchment Management Authority must have a board, which consists of a chairperson and up
to eight members who collectively must have experience and knowledge in land
management, water resource management, waterway management, natural resource
management, primary production, strategic or business planning and financial management.
More than one half of the board members must be persons whose principal occupation is
primary production (Victorian Consolidated Legislation, 2008).
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Catchment Management Authorities are broad-ranging and include preparing regional
catchment strategies and coordinating and monitoring its implementation, advising the
Minister on regional priorities and resource allocations, and recommending actions to prevent
land degradation on Crown land.

In 2004 the South Australian Government introduced the Natural Resources Management Act
2004 to provide a more integrated and sustainable structure to the State’s natural assets.
Through the Act the state was divided into eight natural resource management regions and a
regional natural resource management board established for each region (Government of
South Australia, 2008). A regional natural resource management board consists of up to nine
members appointed by the Governor and who, collectively, have the skills, knowledge and
experience necessary to enable it to carry out their functions effectively (South Australian
Parliament, 2004). The key functions of each regional natural resource management board is
to prepare, implement, monitor and review a regional natural resource management plan and
to promote public awareness and understanding of the importance of integrated and
sustainable natural resource management (Government of South Australia, 2008).

Unlike other Australian states and territories Western Australia does not have a single piece
of legislation covering natural resource management. Instead, it has a complex, and not very
well integrated set of Acts that makes natural resource management in this state challenging.
There are six regional natural resource management groups or Catchment Councils that have
the role of developing regional strategies and implementing them through investment plans.
These regional natural resource management groups are non-statutory community based
bodies that have both community and government representatives on their boards. Many of
these groups have up to 20 members which have been appointed according to their skills base
(State NRM Office, 2008a).

The Northern Territory is a single natural resource management region and is unique in the
fact that 47% of land tenure is grazing leases and 44% is Aboriginal freehold land (Australian
Government, 2008a). In December 2005 the Natural Resource Management Board was
established and officially incorporated in order to implement a strategic approach to natural
resource management through the Northern Territory Integrated Natural Resource
Management Plan and Regional Investment Strategy. The Board consists of six directors, an
independent chairperson and a Northern Territory Government representative. Membership
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of the Board is based on the skills and knowledge required to support best practice
governance, business, legal and contractual issues as well as the achievement of natural
resource management and conservation outcomes.

Broadly the Natural Resource

Management Board is responsible and accountable for identifying and integrating
opportunities and priorities for natural resource management, promoting and nurturing
partnerships, managing investment funds and reporting to stakeholders.

Natural resource management in the ACT is essentially managed by four committees; the
Natural Resource Management Board, the Environment Protection Technical Advisory
Committee, the Interim Namadgi Advisory Board and the Flora and Fauna Committee. The
Natural Resource Management Board (or Council) was established in 2003 with
responsibility for the preparation of the ACT Natural Resource Management Plan,
development of the associated investment strategy and the implementation and review of the
plan. The Board is comprised of up to thirteen community members who have been selected
for their capacity to contribute on natural resource management issues, to achieve balance in
views and to achieve equity in representation (ACT Natural Resource Management Board,
2004).

In 2002 the Natural Resource Management Act was passed and formed the basis for the
establishment of the Tasmanian Natural Resource Management Council, regional
committees, development and accreditation of regional strategies and natural resource
management principles and priorities (Australian Legal Information Institute, 2008). There
are three Regional Natural Resource Management Committees whose regions are based on
local government boundaries, which coincide with the Cradle Coast Authority, Northern
Tasmania Development and the Southern Tasmania Councils Authority.

The regional

committees are non-regulatory and committee members are appointed by the Minister for
Primary Industries and Water. A regional committee can have between 12 to 15 members
and each committee includes only one whole of government member representing State
government.

The remaining members come from the Indigenous community, local

government, community, conservation, industry and landholders.

The function of these

committees is to identify regional priorities, prepare natural resource management strategies,
implement and monitor activities and promote natural resource management principles to the
community (Tasmanian Government, 2008a).
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As these new committees were established and began operation it was perceived that this
model would provide wholly for the effective operation of natural resource management
committees (Cleary, D. 2006, pers, comm., 4 April). Observations by stakeholder groups,
such as the irrigation industry, Landcare, local government and state and federal government
agencies, suggest that this may not be the case, and that the effective operation of natural
resource management committees may be underpinned by their ability to make decisions and
lead the community in the direction of sustainable natural resource management (Davidson et
al., 2008).

The current natural resource management model operating in Australia is being reviewed in
terms of the relevance of regional key targets, the applicability of adopted best management
practices and the methods for monitoring and evaluating the condition of the natural resource
(Australian Government, 2008b). The Australian Government has also commenced a review
on the public participation and community consultation component of the model which will
focus on determining whether the model has improved community awareness of natural
resource management issues, has aided in natural resource managers adopting new
information and technology and whether the government support systems in place are
effective in engaging the community (Australian Government, 2007). To date the Australian,
State and Territory Governments have not reviewed the model in terms of natural resource
management committee composition and their ability to make decisions and provide
leadership.

1.3

Emotional Intelligence and Natural Resource Management

With natural resource management being often complex and contentious it is important to
have natural resource management committees who are able to provide leadership and engage
the community in natural resource management decisions (NSW Department of
Infrastructure, Planning and Natural Resources, 2003a).

To aid in the development of

leadership and community engagement the most common strategy employed is referred to as
capacity building (Australian Government, 2007). Capacity building relates to a range of
activities by which individuals and committees improve their capacity to achieve natural
resource management outcomes (Australian Government, 2007).

Capacity building for

natural resource management must go beyond the traditional transfer of knowledge,
technology and technical capability to incorporate the development of both human and social
capital (Australian Government, 2007). The development of human and social capital will
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require the capacity building framework to incorporate activities that will enhance the
capability of individuals and provide processes within a community that will support
individuals to exercise their capabilities (Australian Government, 2007). The development of
human capital in Australian natural resource management is often overlooked in favour of the
traditional knowledge transfer leaving those individuals and committees involved without the
capacity to develop the skills fundamental to building relationships within the committee,
between committees and with the wider community (Buchy & Race, 2001; Whelan & Oliver,
2005).

Herkenhoff (2004) has indicated that in environments where leadership and

community engagement are vital, those involved need emotional capabilities to inspire and
empathise with the community. The importance of emotional capabilities in the success of
individuals and groups is further highlighted by Higgs (2004), Moriarty and Buckley (2003)
and Tischler, Biberman and McKeage (2002) who suggest that performance and success are
improved if the emotional competencies of conscientiousness, emotional resilience,
motivation, interpersonal sensitivity and self-awareness are focused and developed. The
literature demonstrates (Cadman & Brewer, 2001; Druskat & Wolff, 2001a; Palmer et al.,
2000; PsychPress, 2004; Welch, 2003) that the use of emotional intelligence competencies is
beneficial for predicting performance, selecting leaders and managers and building stronger
teams. It is therefore not unreasonable to question, in the absence of any review focusing on
the human component of natural resource management, whether the current Australian model
of participatory committees will productively serve the needs for the community and lead the
way to sustainable natural resource management.

Emotional intelligence is about people being able to assess their own feelings and thoughts,
gauge the feelings and thoughts of those around them, and adjust their behaviour to respond
to the right things in the right way at the right time (McLelland, 2004). It is concerned with
the integration of feelings, thoughts and behaviours to deal appropriately with any set of
circumstances that may arise (Goleman, 2004). According to Bar-On (2000) there are four
main branches of emotional intelligence which include the ability to be aware of, to
understand and to express oneself; the ability to be aware of, to understand and to relate to
others; the ability to deal with strong emotions and control one’s impulses; and the ability to
adapt to change and to solve problems of a personal or social nature.

Numerous studies have consistently demonstrated that emotional intelligence is the common
factor, which marks out individuals as leaders, innovators and effective managers (Cadman &
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Brewer, 2001; Palmer et al., 2000; PsychPress, 2004). Goleman (2004) also suggests that
emotional intelligence has a role to play in the performance of individuals in their specific
fields of work.

He showed that a wide range of emotional intelligence competencies

distinguished top performers from average performers.

Based on the data from a variety of sources the following six examples show that emotional
intelligence contributes to the bottom line in any work organisation. The United States Air
Force used emotional intelligence surveys to select recruiters (their front line human resource
personnel) and found that the most successful recruiters scored significantly higher in
emotional intelligence competencies compared to unsuccessful recruiters. This allowed the
Air Force to increase their ability to predict successful recruiters by three fold (Cherniss,
2004). A survey of more than 300 top level executives from fifteen global companies
showed that six emotional intelligence competencies distinguished the stars from the average
(Spencer, 1997). In jobs of medium complexity, a top performer is 12 times more productive
than those at the bottom. In the most complex jobs, a top performer is 127 times more
productive than an average performer (Hunter, Schmidt & Judiesch, 1990).

Goleman

suggests that one-third of this difference is due to technical skill and cognitive ability while
two-thirds is due to emotional competence (Goleman, 1998). In a large firm, using standard
methods to hire division presidents, 50% left within two years mostly because of poor
performance. When the firm started selecting based on emotional competence only 6% left
within 2 years (McCelland, 1998). Another emotional competence, the ability to handle
stress, has been linked to success as a manager and a leader (Lusch & Serpkeuci, 1990).

Various literature shows that potentially, by introducing the concept of emotional intelligence
into the work environment the effects may be greater confidence in influencing and inspiring
both colleagues and committee members by fostering positive attitudes and creating a sense
of contribution and belonging (Palmer et al., 2000). It may also cultivate an ability to build
rapport with a diverse range of people and foster a network of people built on goodwill and
trust (Goleman, 2004). Further studies by Goleman (2004) also suggest that the introduction
of emotional intelligence into the workplace provides an environment, which fosters effective
listening, while encouraging debate and open discussion, and orchestrating win-win
situations. This would provide employees with greater confidence to mediate and negotiate
difficult situations. Emotional intelligence in the workplace has also been linked to the
cultivation of the ability to think ‘outside the box’ when change demands the application of
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new ideas to achieve results (Anonymous, 2004), and the further development of team
collaboration and performance through being more aware of their personal emotions and their
colleagues’ emotions (Advanced Communication Skills, 2004).

An improved ability to

manage personal emotions, understand other people’s emotions and to handle stress was also
observed by Cherniss (2000) in workplaces where an emphasis was placed on encouraging
the concept of emotional intelligence.

While it has been acknowledged that emotional intelligence is critical in fostering teamwork
(Druskat & Wolff, 2001a) the majority of studies have focused on emotional intelligence as
an individual competency.

Natural resource management in Australia is based on the

operation of natural resource management committees, which must function as a team and
therefore it is critical to understand team emotional intelligence. Druskat and Wolff (2001a)
suggest that team emotional intelligence is more complicated than individual emotional
intelligence because teams interact at more levels. This observation is further supported by
Welch (2003) who reports that team emotional intelligence is made up, not only of each
individual’s emotional intelligence, but also from a collective competency.

Research by Druskat and Wolff (2001a) shows that three conditions are essential to a group’s
effectiveness. These conditions are trust among members, a sense of group identity and a
sense of group efficacy. Even if these conditions are absent, cooperation and participation
are still possible but the team will not be as effective. To be most effective the team needs to
create emotionally intelligent norms which will support behaviours for building trust, group
identity and group efficacy. Creating awareness of emotions through team self-evaluation
and seeking feedback, and regulating emotions through creating resources for working with
emotion, creating an affirmative environment and solving problems proactively are the norms
that are established by emotionally intelligent groups. This research showed that the most
effective teams are the emotionally intelligent ones.

Emotional intelligence is a concept that has been embraced by the corporate world but has
not been widely recognised as a practical tool for government. Studies by Cherniss, 2000;
Higgs, 2004; Luthans, 2002; Mayer, Caruso and Salovey, 2000; Moriarty and Buckley, 2003
have shown that emotional intelligence is important in effective communication, building
rapport and influencing others, underpinning performance, understanding and meeting
customer needs, fostering teamwork and motivating others.
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While the literature on emotional intelligence is varied it becomes evident that there has been
very little emphasis placed on studies in relation to government agencies and natural resource
management committees. As a result, this study will evaluate the human component of the
Australian Natural Resource Management Model by establishing and applying a model of
emotional competence, which will not only consider the emotional competence of individual
committee members, but the emotional competence of natural resource management
committees themselves. The literature states that emotional intelligence is important in
effective communication, building rapport and influencing others, underpinning performance,
understanding and meeting customer needs, fostering teamwork and motivating others. This
study will aim at determining whether these factors are important in the management of
natural resources in Australia. This study will also have important theoretical and applied
implications for the development of natural resource management recruitment criteria, the
selection of committee members not only for natural resource management committees, but
also for other government appointed committees and the composition of government
appointed committees.

1.4

Justification of the Study

As previously discussed, the change in the direction of natural resource management in
Australia was driven partly by the need for global public sector reform. These reforms
provided a foundation for the development of the current Australian Natural Resource
Management Model which is based on three primary factors. First, the model was built on
the belief that the community has a right to information, to express views about government
policies and services, and most importantly, to be involved in shaping the decisions which
affect people’s daily lives or environment (NSW Department of Land and Water
Conservation, 1998a). Second, Carson et al. (2002) claim that the existing environmental
policy process where policies have traditionally been developed in a vacuum were unable to
deal with the complexity and contentious nature of natural resource management. State and
Territory Governments began to appreciate that solutions, which are locally driven,
determined and implemented are amongst the longest lasting in their effect. Third, there is a
change in the community expectations of a government, which is required to provide high
quality and customised services to clients (Keating et al., 2000).

After considering these three factors State and Territory Governments initiated the
establishment of locally driven natural resource management committees. It was considered
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that to successfully achieve community consultation and public participation, and to empower
the community to take control of natural resource management issues (NSW Department of
Infrastructure, Planning and Natural Resources, 2003b), these committees would need to
build rapport with the community, to negotiate, to manage change proactively and
importantly, to provide leadership.

As these newly formed natural resource management committees began to operate it was
observed by stakeholder groups, such as the irrigation industry, Landcare and local
government, that some committees were more effective than others (Council of Australian
Governments, 2006). This observation has prompted a review of the operation of the natural
resource management model by the Australian Government. This review is focused firstly on
the economic and environmental aspects of the model. The review of these aspects will
broadly address key targets, best management practices, methods for monitoring and
evaluating the natural resource and on-ground expenditure. The social, or human component
of the model will be reviewed in the context of whether the model has improved community
awareness of natural resource management, aided in the adoption of information and new
technology and whether the government support systems in place are effective (Australian
Government, 2008). It is recognised that it is difficult to measure the effectiveness of
committees and often the outputs measured do not provide an understanding of why the
committee has or has not been effective. Generally, the review of the Australian Natural
Resource Management Model will measure those physical, environmental and economic
outputs that are considered easy to quantify (Buchy, Ross & Proctor, 2001; Hooper et al.,
1999; Margerum, 1999).

Even though there is literary evidence which supports the

importance of emotional competencies in the effectiveness of both individuals and
committees to build rapport with the community, to negotiate, to manage change proactively
and to provide leadership the review does not address this component as human capital is
considered inherently difficult to measure.

As a result, this study evaluated the human component of the natural resource management
model through the study of the emotional competence profiles of natural resource
management committees in Australia.
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1.5

Research Methodology

This research project is a case study of seven natural resource management committees where
both quantitative and qualitative data were collected by surveying the individual committee
members of each committee and two observers of each committee who have attended at least
three committee meetings. State and federal reviews of each committee and committee
annual reports will supplement the survey data.

Three sets of survey data were collected to facilitate data triangulation and to provide detailed
emotional competence profiles for each natural resource management committee. The first
and second sets of data will target individual committee members and the third set of data
will target committee observers.

1.5.1

Research Objectives and Questions

The primary objective of this study is to determine what influence both individual and group
emotional competence has on the effective operation of natural resource management
committees. It also investigates the type of team characteristics and behaviours associated
with emotional intelligence profiles.

This primary objective was addressed through the following aims and corresponding research
questions:

1. To describe the emotional competence of committees,
a. What is the emotional competence profile for each committee?
b. Is there a relationship between the age and gender composition of a
committee and committee emotional competence?
c. What is the emotional competence profile for each committee as assessed
by the observers?
d. Does observer data differ from committee self-assessment?
2. To describe the emotional competence of individual committee members,
a. What is the emotional competence profile for each individual committee
member?
3. To assess the impact of individual emotional competence on group emotional
competence,
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a. Is there a relationship between individual committee member emotional
competence and committee emotional competence?
4. To describe the type of team characteristics and behaviours associated with
different emotional competence profiles,
a. What are the team characteristics and behaviours associated with different
emotional competence profiles?
5. To investigate the relationship between group emotional competence profiles and
the operating effectiveness of natural resource management committees.
a. What is the impact of emotional competence on the committee’s ability to
achieve their performance targets?

1.5.2

Participants

This study focused on surveying members of seven natural resource management committees
and two observers for each of the seven committees.

Natural resource management

committees operate across all States and Territories, with a board that consists of a
chairperson and in some cases up to 20 members, along with a general manager/or executive
officer and a small team of professional staff. In general the members on the board provide a
range of experience, skills and knowledge in areas such as primary production, cultural
heritage, biodiversity conservation, business administration and governance. While each
natural resource management committee deals with slightly different issues they are all
required to deal broadly with catchment targets of biodiversity, soils, dryland salinity,
riverine ecosystems and community. These targets will be achieved through the development
of natural resource management plans and accompanying investment strategies.

Observers for each of the seven natural resource management committees will be selected
from both staff and stakeholder attendees.

1.5.3

Emotional Intelligence Measures

Participants were asked to complete two surveys: the Individual Work Profile Questionnaire
and the Committee Experience Questionnaire.

1.5.3.1 Individual Work Profile Questionnaire
The Individual Work Profile Questionnaire was developed by Nowack (1997) and is a selfreport measure designed to measure a set of interpersonal, social and communication
Chapter 1 – Introduction

Page 14

The role of emotional competence on the effectiveness of natural resource management committees

competencies that people need to develop to manage emotion. The questionnaire is based on
a conceptual model of emotional intelligence that measures three components: selfmanagement, relationship management and communication. These components are then
broken down into 17 scales which are measured by three to five questions using a Likert 1 to
7 frequency scale ranging from ‘An extremely small extent’ to ‘An extremely large extent.’
Each scale has been designed to accepted standards for internal consistency reliability
measured by Cronbach’s Coefficient alpha, which is in the range 0.67-0.89.

1.5.3.2 Committee Experience Questionnaire
The Committee Experience Questionnaire was developed by Wolff and Druskat (2004) and is
a self-report measure designed to measure the norms (behaviours) that guide a group’s
interaction with its members (individual level), the group as a whole (group level) and others
outside the group (cross-boundary level). At each of these levels there are three norms that
create awareness of emotion in the group and norms that regulate group behaviour. The
Committee Experience Questionnaire is designed to measure the following nine norms:
interpersonal understanding, confronting members who break norms, caring behaviour, team
self-evaluation, creating resources for working with emotion, creating an affirmative
environment, proactive problem solving, organisational understanding and building external
relationships (Wolff, 2006). The measure consists of 57 items requiring a response to a
Likert 1 to 7 frequency scale ranging from ‘Completely Disagree’ to ‘Completely Agree.’

The Committee Experience Questionnaire is a group level measure and therefore it is
recommended that a minimum of 75% of the group members must complete the
questionnaire to be considered a valid measure of Group Emotional Intelligence (Wolff,
2006).

The average internal consistency reliability for all nine norms, measured by

Cronbach’s Coefficient alpha, is 0.823

1.5.4

Procedure

The aims of this study were achieved by surveying natural resource management committee
members and observers attending committee meetings, and then collating this information to
describe both individual and committee emotional competence profiles.

The overall

emotional competence score for each natural resource management committee will then be
analysed against a set of outcomes to determine whether there is a relationship between the
effective operation of each committee.
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Three sets of survey data were to be collected to facilitate data triangulation and to provide a
detailed emotional competence profile for each natural resource management committee.
The first and second sets of data to be collected will target individual committee members on
each of the seven natural resource management committees. There are up to eight committee
members on each committee and they will be asked to complete both the Individual Work
Profile Questionnaire and the Committee Experience Questionnaire.

This will provide

individual committee member emotional competence profiles along with emotional
competence profiles for each of the natural resource management committees. The third set
of data to be collected will be committee observer data. Two observers for each committee
will be asked to attend a number of committee meetings and complete an Observer
Questionnaire.

The data collected from the Observer Questionnaire will provide an

assessment of group emotional competence for each committee as a whole.

Following the completion of all questionnaires a committee member was randomly selected
to participate in a follow-up interview. In this interview the committee member will be asked
to identify and comment on behaviours that are perceived to either assist or hinder in the
achievement of the committee’s outcomes.

Once the individual and group emotional competence profiles for each committee had been
constructed they were assessed against independent government data, which is publicly
available, to determine the operating effectiveness of each committee.

1.6

Delimitations of the Study

The study should be considered within the context of the following delimitations. The study
was based on the collection of mainly quantitative data from committee members and
observers, and although a follow up interview was held with a committee member from each
committee, no focus groups were used to explore examples of emotional competence.
Another delimitation is that the data collected represents a single snapshot whereas with
committee effectiveness it would be desirable to collect group emotional competence and
committee effectiveness data over a period of time. Using a self-report questionnaire can be
inaccurate due to the questionnaire’s vulnerability to social desirability factors as well as an
individual’s management of perception and deception. In this study two observers were
asked to observe and rate the committee’s emotional competence levels for the nine
behavioural norms over the course of three separate committee meetings. The results indicate
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that the emotional competence perceptions of the two observers for each of the seven
committees were highly correlated with the emotional competence perceptions of the
committee members. This provides a degree of confidence that the level of committee
emotional competence recorded by both the committee members and the observers is an
accurate representation of emotional competence for the nine behavioural norms. It should
also be noted that the measurement of committee performance was based solely on
independent, state and federal government reviews, reports and audits which may have
resulted in potential bias. It would be useful for future research to complement the outcomes
of these documents with objective performance data and perceptions from the wider
community.

1.7

Conclusion

Public sector reform, both internationally and within Australia, has shaped natural resource
management over the past 40 years. The Australian government continues to be innovative
in the area of natural resource management as programs, strategies and models are developed
that replace the traditional top-down policy development process with the community
participation approach.

The current Australian Natural Resource Management Model is based on community
consultation with the delivery mechanism being the establishment of natural resource
management committees.

These committees have the responsibility of negotiating and

implementing locally driven natural resource management solutions which are often complex
and contentious. Driving the success of these committees is their ability to build rapport with
the community, negotiate, to manage change proactively and to provide leadership.

Emotional competence underpins the ability of the Australian government and natural
resource management committees to effectively utilise a model based on the community
participation approach. Research in emotional competence is vital to evaluate the human
component of the Australian Natural Resource Management Model and gauge the usefulness
of an emerging emotional competence focus.
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CHAPTER 2

Literature Review

2.1

Public Sector Reform

International public sector reform over the last 40 years has been notable for the magnitude,
breadth and significance of the changes. There has been wide variation between countries in
terms of the pace and extent of the reform, and the level of commitment to new public
management.

These changes have been characterised by the development of reform

programs and models that have been applied over time, under various country traditions
(Halligan, 2001).

The most commonly acknowledged drivers of change and their respective importance and
influence in determining the international public sector environment have been identified by
Keating et al. (2000) and Rivlin (1996). First, Keating et al. (2000) identified five major
groups of factors, which have generated the main changes to the norms of governance. In
this context the term governance means the broader exercise of political power in society,
particularly the ways in which community affairs are managed. Governance is broader than
government and may include, for example, partnerships, mutual obligation, self-management,
and administration through other non-state intermediaries.

Rivlin (1996) identified

globalisation, societal and community expectations and resource constraints as the three
significant pressures changing the roles and responsibilities of governments internationally.
From this research the information about drivers of change can be consolidated into a list of
seven (Australian and New Zealand School of Government, 2009; Tiernan et al., 2002).

Globalisation is often considered as the first driver of change and describes the process of
increasing interdependence and global enmeshment which occurs as money, people, images,
values and ideas flow ever more swiftly and smoothly across national boundaries (Hurrell &
Woods, 1995). The main components of globalisation consist of economic, financial and
trade integration, knowledge-based and technological integration and standardisation,
linkages between cultural and scientific endeavour, and increasingly globalised policies
governing domestic policies from market production and competition to human rights and
living standards. The challenges of globalisation are generally seen as threats to national
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sovereignty, limitations on domestic policy makers, and a gradual shift of political power
from national based governments to international bodies such as the United Nations, or to one
particular nation such as the United States of America (Keating et al., 2000).

The second identified driver of change is the rapid advancement in technology which has
revolutionised the ways governments can collect and manage information and deliver
services through websites and e-government (Tiernan et al., 2002). The information sources
available to policy makers are increasing, as are the topics on which information can be
gathered and stored which raises concerns that society is being split between those who are
knowledge rich and those who are knowledge poor (Keating et al., 2000). Advances in
technology have also led to the notion of the official sitting behind the bureau with regular
hours being questioned as both policy delivery and organisational cultures become more
flexible and client focused (Tiernan et al., 2002).

A requirement to balance budgets or avoid budget deficits, reduce debt levels or curtail
expenditure has led to governments imposing fiscal limits on its services and organisations.
As the third identified driver of change, resource constraints have forced governments to
marshal resources and develop programs and strategies that will enable these resources to be
spent more wisely. Governments are also expected to behave in ways that are considered
fiscally sound and to provide evidence of good fiscal management (Rivlin, 1996).

The fourth driver of change is shifting demographics which are described by Salt (2004) as
the clustering of the population to the eastern seaboard of Australia, the aging population
which places more emphasis on the work-life balance, and the growth in the social and
political rights of women which provides choices for combining motherhood and careers.
These changes are resulting in a society and a workforce that have different attitudes, needs
and skills. With these issues in mind governments are developing family friendly policies to
encourage the better integration of family life and work life. These policies often include
greater flexibility of working hours, reductions in compulsory or expected overtime and the
establishment of childcare and crèche centres attached to the workplace (Tiernan et al., 2002).
Marchant (2001) also observes that governments need to focus on identifying inventive ways
to capitalise on the resources that are represented by the aging population.
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As the nature of the labour market changes and the rise of a more educated society evolves
the demands on government also change through societal and community expectations. As
the fifth identified driver of change there is a demand for more customised services rather
than the one size fits all rule that has been an operating characteristic of most governments.
The increase in demand for more customised services has been partnered with communities
becoming less prepared to pay increased taxation to sustain such preferences (Rivlin, 1996;
Tiernan et al., 2002).

The sixth driver of change relates to political ideology. Ideas about the role and nature of
government have changed from the Keynesian era when people felt that governments ought
to be active players in the economy and society to an era of neo-liberal influences where
government is seen to be part of the problem. More recently ideas have focused on renewing
government, creating a right balance of involvement in the economy and society and
searching for new ways to facilitate service delivery. These new ideas focus on governments
ensuring that they move away from the traditional closed system to a more participative and
inclusive culture (Miragliotta, 2002).

The seventh identified driver of change is community attitudes towards government and the
increasing levels of mistrust which have brought legitimacy, credibility and authority into
question (Tiernan et al., 2002). The community no longer believes that governments and
officials have the public interest at heart and individuals believe that they should have access
to government information in order to evaluate the validity of decisions. This perception has
resulted in administration becoming a more open process and governments thinking about
data collection and the provision of information (McAllister & Wanna, 2001).

Reform across the international public sector is often complex and manifold, and is driven by
an agenda influenced by many organisations, individuals, governments and events. While it
has been acknowledged that there are seven major drivers of public sector reform, the factors
driving change are complex and vary depending on a country’s culture and economic
environment.

The shape and structure of Australian governments and the public sector have changed
substantially over the last 40 years. These changes have seen a reduction in government
ownership at both the federal and state levels which have resulted in the role of government
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changing from owner and manager to standard setter and regulator.

Along with these

changes, Australian public sector reform has focused on performance that has resulted in
devolved administrative responsibility within agreed standards and enhanced accountability.
This area of reform has developed a public service that undertakes business planning,
emphasises flexibility and responsiveness and encourages the involvement of stakeholders in
the development and implementation of policy (Australian Public Service Commission,
2003).

The public sector reforms that have shaped natural resource management in Australia have
focused on providing citizens with choice in the services delivered to them and involving
them in policy development and service delivery. Members of the public have an increasing
expectation that they will not only be informed about policy initiatives and programs, but be
involved in the development and implementation of policies. Such involvement is now part
of the government agenda and agencies and Ministers are encouraged to use a range of
techniques to achieve this outcome (Caddy, 2001; Carson et al., 2002).

Early in the

development of policy, agencies often seek to set up contact and consultation with a wide
range of interested parties. This consultation is not always about getting these people to
support a policy, but rather to understand it, and where possible, contribute to its
development.

The principle of involving the public in policy making is accepted in natural resource
management in Australia, although this consultation can also have a negative effect. It is
difficult to identify stakeholders and understand where to draw the lines in considering a
group that wants to be involved as a genuine or minor stakeholder. The concept is also
related to the definition of community which can have a geographical, cultural or ideological
meaning (Buchy, Ross & Proctor, 2000). The other important issue to consider is that public
participation may lead to the acceptance of structures that foster powerful relationships within
and between stakeholders.

This may essentially result in the power moving from the

government to those stakeholders that can mobilise a high level of symbolic capital (Whelan
& Oliver, 2005). Groot et al. (2000) warns that stakeholders with high importance but low
influence may need to be protected while others with low importance but high influence
could present a risk for the process. Consultation can also have a negative effect through
raising expectations, mobilising resistance and bringing unrepresentative views to the table,
but if done well can increase the quality, effectiveness and legitimacy of decision making.
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Governments have further diversified their sources of policy advice as they seek to draw on a
wider range of opinions, research and expertise. Both the federal and state governments have
expanded their use of ministerial advisors, consultants and advocacy groups. More recently
there has been a rapid growth in the number of ‘think tanks’ conducting research directly
related to policy development and providing advice to agencies and Ministers (Cahill, 2008;
Marsh, 1994).

Over the years governments and agencies have worked towards providing a more open and
consultative approach through community liaison committees, meetings with peak industry
bodies, calls for submissions to policy reviews and direct consultation with stakeholders.
These mechanisms recognise the expertise, and the differing values and perspectives of
community members and their increasing expectations to influence the services that they
receive and the policies that affect them. Throughout Australia good policy making is
increasingly involving proactive communications, listening to

community views,

understanding the fears and sensitivities of those affected, providing feedback and explaining
government policy.

The effectiveness of a program or policy initiative can be greatly

influenced by the quality of the consultative approach (Australian Public Service
Commission, 2003).

A key challenge relevant to this study for natural resource management in Australia is
developing mechanisms, structures and cultures within the public sector reform framework
that will effectively facilitate the management of a resource that is inherently difficult to
manage.

2.2

Natural Resource Management in Australia

The natural resources of Australia include land, water, soil, plants, animals and microorganisms. These natural resources do not exist in isolation, but are linked together to form
natural systems of varying scales, such as rivers; lakes and wetlands; estuaries and coasts;
forests; geological systems and mountains.

Natural resource management is the management of these systems, and any activity that uses,
develops or conserves the natural resources of Australia (Parliament of Tasmania, 2002).
The discipline of natural resource management must not only manage the environmental
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values, but integrate the management of the social and economic values by involving the
community in planning and decision making.

Australia is a large and ancient continent. It has a unique and fragile environment moulded
by the absence of uplift or volcanic activity over the past 125 million years (Siebert &
Simkin, 2002). This phenomenon, coupled with the processes of weathering and leaching,
has resulted in a land surface that is generally very flat and soils that are shallow, stony and
high in salt (Brady, 1994).

Being the driest inhabited continent, Australia’s climate is characterised by low and
extremely variable rainfall and high variable temperatures. The unpredictability of rainfall
from year to year is more extreme than any other continent and raises concerns about the
sustainable management of surface and groundwater resources. Our plants and animals have
evolved on a geographically isolated continent whose diverse range of climatic drivers can be
attributed to the evolution of unique ecosystems and an unforgiving landscape (Bureau of
Meteorology, 2007).

In 1788, with the arrival of the first European settlers and convicts in Australia, the landscape
was subjected to extensive clearing for agriculture and the construction of towns; extraction
of water for irrigation and stock which led to the modification of river courses and flow
regimes; crops being planted in unsuitable areas; overgrazing by sheep and cattle; and the
introduction of exotic plant species and animals such as rabbits, foxes and cats (Cocks, 1992).
These impacts were further exacerbated by government policy, incentive structures,
regulatory directives to farmers and the lack of understanding of the Australian environment
(Bammer et al., 2005).

As Australia continued to grow and develop, government incentives favoured land clearing,
practices that encouraged the use of land for agricultural production and fostered the attitude
that the use of natural resources was not a limit to growth (Cocks, 1992). In essence, the
natural resource base of Australia was being mined, and the long-term consequences of
accelerated land and water use has only recently become evident (Bammer et al., 2005).

In 1986, under the Hawke Federal Government, a Landcare Program emerged as a distinctive
entity across all Australian states and territories. Lobbying from major conservation and
Chapter 2 – Literature Review

Page 23

The role of emotional competence on the effectiveness of natural resource management committees

farmer groups resulted in the Australian Government committing $360 million to what
became known as the Decade of Landcare (Curtis & Lockwood, 2000). To landholders, the
Landcare Program was a way of coming together and working with the government to solve
natural resource management problems in their local area (Campbell, 1994).

For the

government, Landcare was a program aimed at engaging a large proportion of the rural
community in an attempt to provide landholders with skills, awareness and information that
would make them better natural resource managers (Curtis & De Lacy, 1996). Landcare
established the foundations for stronger stewardship ethics and more sustainable resource
management practices in Australia.

The Landcare Program provided landholders and government with the opportunity to address
a wide variety of natural resource management issues, but it was the emerging relationship of
community groups working in partnership with government agencies that distinguished
Landcare from previous strategies (Curtis & Lockwood, 2000). Landcare was to become
instrumental, not only in changing the way natural resources were managed in Australia, but
by paving the way for community participation in decision making processes (Lyden, Twight
& Tuchman, 1990; Whelan & Oliver, 2005).

By 1992 regional Catchment Management Committees had been established in most
Australian states and territories. These committees usually comprised of government agency
staff and community representatives that had been ministerially appointed. They had limited
legislative backing and were responsible for developing and implementing regional
catchment management strategies (Curtis & Lockwood, 2000). Supporters of this model
anticipated that the inclusion of community participation would lead to a more holistic and
collaborative approach to natural resource management in Australia (Whelan & Oliver,
2005).

With the apparent success of regional Catchment Management Committees the Australian
Government embarked on a program of natural resource management reform. The reform,
based on a combination of three approaches, included a green planning approach involving
the development and implementation of policies, strategies and plans; an institutional reform
approach focusing on new governance arrangements and the development and enforcement
of legislation; and a public participation approach encouraging the community and industry to
work together to address shared problems (Buhrs & Aplin, 1999).
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With overarching legislation and policy foundations set by the Australian Government, and in
order to tackle the complex, and often contentious issues of natural resource management in
Australia, the State and Territory Governments embarked on a program of public sector
reform which was aimed at increasing community participation in the management of natural
resources and policy development (Moore & Rockloff, 2006). The reform was built on the
belief that the community has the right to be involved in decisions that affect them, the
existing environmental policy processes were unable to deal with the complexity of the issues
and the community expects a higher level of customised services (NSW Premier’s
Department, 2001).

A key component of the natural resource management reforms was a significant shift in
decision-making from government to community based committees. This new direction was
built on the confidence that solutions, which are locally driven, determined, implemented and
reviewed, are amongst the longest lasting in their effect.

This new partnership shifted

responsibility away from government to consensus based community decision making. This
resulted in the Government not only being responsible for providing direction, but facilitating
opportunities for the community to participate in establishing agendas and developing
acceptable outcomes (NSW Department of Land and Water Conservation, 1998a).

Commitment to this new partnership, and to natural resource management reform as a whole,
was further strengthened by the development of a reciprocal agreement. This agreement was
viewed essentially as a contract in which the State and Territory Governments were obliged
to implement the recommendations from committees, providing that the decisions had been
reached by consensus and that the relevant Ministers approved of the recommendations. The
reciprocal agreement also served to strengthen the credibility and deliverability of the natural
resource management reform framework and ensured the partnership with the community
continually moved forward (NSW Department of Infrastructure, Planning and Natural
Resources, 2003b; NSW Department of Land and Water Conservation, 1998b).

The public participation approach to natural resource management in Australia remains an
important objective for both the Australian and State and Territory Governments
(Verspaandonk, 2001). This approach has led to the development of a natural resource
management model (Figure 1) where regional bodies have the responsibility for developing
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integrated plans, identifying priorities for investment and achieving on-ground change
(Abrahams, 2005.)

To facilitate the implementation of this new model, and to ensure that the natural resource
management framework and the roles of both government and community remained focused
(Caddy, 2001; Enfield, 1999), the State and Territory Governments established natural
resource management committees where membership was comprised of individuals from the
community that were appointed by either a stakeholder based selection process or a
competitive merit based selection process. While each State and Territory had a common
agreement with the Australian Government with respect to the structures, legislative powers,
responsibilities and reporting channels of the newly formed natural resource management
committees there are inconsistencies between the States and Territories with regard to the
name given to the committees, program administration, regional responsibilities and
resourcing (Robins & Dovers, 2007). Table 1 provides a brief description of the State and
Territory natural resource management committees.
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Table 1 Australian Natural Resource Management Regional Bodies
State/
Territory

Title of regional bodies
(and number of)

Number of
members

Form

Responsibilities

Support bodies

Key state agency that
manages relationship

NSW

Catchment Management
Authorities (13)1

1 chairperson
6 members2

Statutory authority
under the Catchment
Management Authority
Act 20031

Preparing Catchment Action
Plans and managing
incentive programs to
implement these plans2

Natural Resources
Commission3
Natural Resources
Advisory Council4

Department of
Environment and
Climate Change

QLD

Regional Committees (14)1

1 chairperson
Member
numbers vary1

Companies,
incorporated
associations and
advisory bodies1

Preparing, implementing,
monitoring and evaluating
accredited regional natural
resource plans1

Regional Groups
Collective5

Department of Natural
Resources and Water

Victoria

Catchment Management
Authorities (10)6

1 chairperson
8 members7

Statutory authorities1

Preparing regional
catchment strategies and
coordinating and monitoring
its implementation6

Environmental
Assessment Council8

Department of
Sustainability and
Environment

SA

Regional Natural Resource
Management Boards (8)9

1 chairperson
8 members10

Body corporates1

Preparing, implementing,
monitoring and reviewing
regional natural resource
management plans9

Natural Resource
Management Council11

Department of Water,
Land and Biodiversity
Conservation

WA

Catchment Councils (6)12

1 chairperson
Up to 20
members12

Non-statutory
community bodies12

Advising on the delivery of
major natural resource
management programs and
coordinating the
development of a natural
resource management
decision framework13

Natural Resource
Management Council13

Natural Resource
Management Office

Tasmania

Natural Resource
Management Committees
(3)14

1 chairperson
Up to 16
members14

Incorporated
associations or body
corporates15

Identifying regional
priorities and preparing
plans and strategies for
natural resource
management16

Natural Resource
Management Council
Natural Resource
Management Advisory
Group16

Department of Primary
Industries and Water
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State/
Territory

Title of regional bodies
(and number of)

Number of
members

Form

Responsibilities

Support bodies

Key state agency that
manages relationship

NT

Natural Resource
Management Board (1)14

1 chairperson
6 members
1 govt
representative17

Statutory17

Identifying and integrating
opportunities and priorities
for natural resource
management18

Natural Resources,
Environment, The Arts
and Sport

Natural Resources,
Environment, The Arts
and Sport

ACT

Natural Resource
Management Committees
(4)19

1 chairperson
Up to 10
members19

Non-statutory19

Providing strategic advice
and developing natural
resource management
plans19

Community Groups

ACT Government

1

Source: Pannell et al., 2007; 2Source: NSW Catchment Management Authorities, 2008; 3Source: Natural Resources Commission, 2007
Source: Natural Resources Advisory Council, 2007; 5Source: Queensland Regional Natural Resource Management Groups Collective, 2008
6
Source: Victorian Department of Sustainability and Environment, 2008; 7Source: Victorian Consolidated Legislation, 2008;
8
Source: Victorian Environmental Assessment Council, 2008; 9Source: Government of South Australia, 2008; 10Source: South Australian Parliament, 2004
11
Source: South Australian Arid Lands, 2008; 12Source: State NRM Office, 2008a; 13Source: State NRM Office, 2008; 14Source: Tasmanian Government, 2008
15
Source: Australian Legal Information Institute, 2008; 16Source: Tasmanian Government, 2008a; 17Source: Australian Government, 2008a
18
Source: Natural Resource Management Board, 2008; 19Source: ACT Natural Resource Management Board, 2004
4
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As these natural resource management committees were established and began operation it
was observed by stakeholder groups that some committees were more effective than others
(Council of Australian Governments, 2006; Davidson et al., 2008). These observations and
the inconsistencies between committees outlined in Table 1 prompted a review of the natural
resource management model focused firstly on the economic and environmental aspects of
the model, and secondly on the social, or human component of the model.

2.2.1

Review of the Natural Resource Management Model in Australia

The Australian Natural Resource Management Model is currently being reviewed in terms of
the relevance of regional key targets, the applicability of adopted best management practices
and the methods for monitoring and evaluating the condition of the natural resource.

The current model specifies the minimum set of targets that a regional natural resource
management body must adopt in their planning process. These targets are characterised as
aspirational, achievable resource condition and management action targets. Aspirational
targets are often set out as vision or goals and provide statements about the desired condition
of the natural resource in the long term, which guides regional planning and sets a context for
the measurable and achievable targets. Achievable resource condition targets are specific,
time bound and measurable targets which relate to the condition of the natural resource, and
must be pragmatic and achievable. In addition, regional bodies are required to set short term
targets relating mainly to management actions or capacity building.

While it is

acknowledged that each natural resource management region will have differing targets there
is a requirement to ensure that there is consistency in setting and measuring progress towards
targets, aggregating and reporting on progress, comparing national program achievements
and enabling feedback to regions on how they are contributing to achieving national
outcomes. This forms the first component of the review of the natural resource management
model in Australia (Australian Government, 2008b).

The second component of the model to be reviewed is the adoption of best management
practices in natural resource management. Kilpatrick (2002) suggests that the failure to adopt
environmental best management practices threatens the livelihoods and quality of life of
future Australian generations. Under the model there is a set of principles, relating to policy
and planning, that provide a basis for the development and adoption of best management
practices. To be adopted, the development of a best management practice needs to be based
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on integrated, comprehensive and transparent decision making, decision making evolved
from good science, appropriate compliance and enforcement mechanisms and appropriate
investment strategies (Edwards, 2008; Moore & Rockloff, 2006).

These principles are

currently under review to determine whether they have provided an effective basis for the
development and adoption of best management practices in the field of natural resource
management (Australian Government, 2008b).

An integral component of the natural resource management model is the core set of resource
condition indicators that measure progress towards the agreed national outcomes on a
medium and long term basis (The Wentworth Group, 2002). These condition indicators are
collated to provide a report on the conservation, sustainable use and management of
Australia’s land, water, vegetation and biological resources. If condition indicators are to
provide relevant data then they should be easily interpreted and monitored, be statistically
verifiable and show trends, be cost effective and consistent, directly address the set objectives
and provide early warning of potential problems. This is often referred to as the SMART
criteria and is being used to assess the relevance and practicality of each condition indicator
(Australian Government, 2008).

Public participation and community consultation is an important component of the natural
resource management model and relates to a range of activities by which individuals, groups
and organisations improve their capacity to achieve sustainable natural resource management.
The capacity to achieve sustainable natural resource management in this context relates to
awareness, skills, knowledge, motivation, commitment and confidence.

It focuses on

enhancing genuine community engagement from planning to on-ground actions, and in
addition should foster social cohesion within communities, and build both human and social
capital (Davidson et al., 2008; Edwards, 2006; Lockwood et al., 2007). The model includes
four broad activity areas for achieving community engagement, and should not be pursued in
isolation of one another.

The first identified activity area is working towards making

individuals within the community aware of regional natural resource management issues and
the linkages between these issues and the long-term viability of the community. The second
identified activity area is ensuring that natural resource managers are willing to, and able to
access necessary information, data and science to make sound decisions. Equipping natural
resource managers and users with the necessary technical, people management, project
management and planning skills to participate in the development and implementation of
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sustainable natural resource management has been identified as the third activity area.
Facilitation and support have been identified as the fourth activity area and involve the
engagement and motivation of the community (Australian Government, 2007).

Natural resource management goes beyond understanding the relevance of key regional
targets, the applicability of best management practices, the methods for monitoring and
evaluating the condition of the natural resource and the importance of public participation
and community consultation.

It should also focus on enhancing genuine community

engagement by fostering social cohesion within communities and building both human and
social capital (Reddel & Woolcock, 2004; Seymour et al., 2008; Stratford et al., 2007). It is
well recognised that in order to achieve long-term environmental outcomes, investments in
people are critical (Australian Government, 2007) and while the public participation model
has been widely embraced in the management of natural resources in Australia, there has
been some argument regarding whether the participants have the necessary social,
environmental and economic skills to deliver effective natural resource management and
governance (Allan & Curtis, 2003; Australian Government, 2007; Lane, 2007).

In the

management of natural resources, decision-making can be complex and contentious, and
further compounded by the need to provide leadership and engage the community (NSW
Department of Infrastructure, Planning and Natural Resources, 2003a). A number of studies
have indicated that in complex decision-making environments where leadership and
community engagement are vital those involved need to have focused and developed
emotional competencies of conscientiousness, emotional resilience, motivation, resilience,
interpersonal sensitivity and self-awareness (Druskat & Wolff, 2001a; Herkenhoff, 2004;
Higgs, 2004; Moriarty & Buckley, 2003; Tischler et al., 2002).

To date the Australian, State and Territory Governments have not reviewed the model in
terms of natural resource management committee composition and their emotional
competency profiles.

2.3

Emotional Intelligence

Emotional intelligence is about people being able to assess their own feelings and thoughts,
gauge the feelings and thoughts of those around them, and adjust their behaviour to respond
to the right things in the right way at the right time (McLelland, 2004).

The various

conceptual theories of emotional intelligence have led to competence based and ability based
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individual measures (Mayer, Salovey & Caruso, 2004). These measures use a self-report
personality based approach, an informant approach or an ability based assessment approach.
Group emotional intelligence can also be measured and is often considered to be more
complicated than individual emotional intelligence (Druskat & Wolff, 2001a).

Group

emotional intelligence is a measure of emotionally competent behaviours, and like individual
emotional intelligence, can be measured using self-report based approaches, informant based
approaches or ability based assessments (Druskat & Wolff, 2001b).
2.3.1

Historical Review of Emotional Intelligence

Charles Darwin was the first researcher to scientifically study the construct of emotional and
social intelligence focusing on the importance of emotional expression for survival and
adaptation (Bar-On, 2005; Buck, 2006). Darwin (1872) suggested that emotional displays
can have adaptive value in social animals because they reveal inner states of the responder
that are useful for social co-ordination. This implies that the inner state of the responder
(sender) must be associated with external expression, and that the receiver must be able to
“pick up” the expression via sensory cues, such as posture, facial expressions and
pheromones.

Nearly half a century later the term and concept of social intelligence again appeared in the
early writings of Dewey (1909) when he wrote “ultimate moral motives and forces are
nothing more or less than social intelligence.” Dewey discussed social intelligence in the
context of morality and public education. In 1911 the argument for social intelligence was
again reignited when Herbert Lull submitted an article titled “Moral Instruction through
Social Intelligence” to the American Journal of Sociology. In this article Lull discussed the
importance of revising the public school curriculum in order to more thoroughly engage the
student (Landy, 2006).

In 1920 Thorndike, a professor of educational psychology at Columbia University Teachers
College, made a comment in Harper’s Magazine about the possibility of a form of
intelligence that he termed “social intelligence,” that was distinct from abstract or academic
intelligence (Derkson, Kramer & Katzko, 2002; Goleman, 2001).

Thorndike (1920)

suggested three modes of intelligence: abstract, mechanical and social, and offered simple
and straightforward definitions. He defined abstract intelligence as the ability to understand
and manage ideas and symbols, such as words, numbers, chemical or physical formulae, legal
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decisions, scientific laws and principles, and the like. Mechanical intelligence was defined as
the ability to learn to understand and manage things and mechanisms such as a knife, gun,
mowing machine, automobile, boat, lathe, piece of land, river, or storm. Lastly, he defined
social intelligence as the ability to manage and understand men and women, boys and girls, to
act wisely in human relations. Thorndike proposed that social intelligence included both the
comprehension of social behaviour and norms as well as social conduct.

Thorndike’s

definition of the three modes of intelligence, and particularly that of social intelligence,
attracted the attention of colleagues laying the foundations for future research into the
concept of emotional intelligence.

Having defined social intelligence Thorndike (1921) proposed a means of evaluating social
intelligence in the laboratory. It was a simple method of matching pictures of emotive faces
with descriptions of emotions. While this method seemed feasible in a laboratory situation,
Thorndike maintained that because social intelligence manifests in social interaction, genuine
situations with real persons would be necessary to accurately measure the concept.

Sixteen years later Thorndike and Stern (1937), after reviewing Thorndike’s initial social
intelligence measurement method, identified three components of social intelligence. The
first component encompassed an individual’s attitude towards society, which included factors
such as politics, economics, and values such as honesty. The second component involved
social knowledge, which focused on being well versed in sports, contemporary issues and
information generally about society. The third component of social intelligence was an
individual’s degree of social adjustment. This component was a measure of whether an
individual was introverted or extroverted and was measured by an individual’s responses to
questionnaires. One of the most noted questionnaires of the time was the George Washington
Social Intelligence Test that measured judgement in social situations, memory for names and
faces, recognition of mental states from facial expression, observation of human behaviour,
social information and recognition of mental states behind words (Landy, 2006).

A psychometric analysis of 500 responses to the George Washington Social Intelligence Test
concluded that the questionnaire was a poor test of general intelligence and failed to measure
the ability of an individual to deal with people. The discussion focused on the fact that social
intelligence may be a complex of several different abilities, or a complex of a large number
of social habits and attitudes (Thorndike, 1936). From this analysis Thorndike and Stern
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(1937) concluded that the measure of social intelligence was difficult and that further
investigation, via situation tests, may throw more light on the nature of the ability to manage
and understand people.

The interest and empirical research on social intelligence diminished substantially after 1940,
which may have partly been due to the negative review of the George Washington Social
Intelligence Test (Landy, 2006) and the study by Eimecke and Fish (1948) whose findings
questioned the validity of the George Washington Social Intelligence Test. Some interest in
the concept did remain and was often cautiously referred to as instruments for the
measurement of IQ (Wechsler, 1952).

In 1983 the interest in the theory of emotional intelligence was reignited when Gardner
(1983) proposed a model of multiple intelligence. In his model Gardner proposed that there
were two varieties of personal intelligence: the interpersonal intelligences and the
intrapersonal intelligences, which were both linked to the role of emotion. With the interest
in the concept of emotional intelligence gaining momentum Bar-On (1988) coined the term
Emotional Quotient and developed an assessment tool, the Bar-On Emotional Quotient
Inventory, which measured emotional intelligence in terms of wellbeing. Based on further
research by Bar-On (2007), Gowing (2001), Newsome, Day and Catano (2000) and Slaski
and Cartwright (2002) it was concluded that the Bar-On Emotional Quotient Inventory was a
reliable and valid self-report measure of emotionally and socially intelligent behaviour.

An article titled “Emotional intelligence,” and published by Mayer and Salovey in 1990,
provided the most influential statement of emotional intelligence theory in its current form.
They argued that a comprehensive emotional intelligence model must include some measure
of thinking about feeling, an aptitude lacked by models that simply focus on perceiving and
regulating feelings (Goleman, 2001). Mayer and Salovey’s current model comprises of four
tiers of abilities that range from basic psychological processes to more complex processes
integrating emotion and cognition (Mayer & Salovey, 1997). Due to this model, and the
accompanying Mayer-Salovey-Caruso Emotional Intelligence Test having only been recently
published there is a need for further research to determine the incremental validity of the
measure (Brackett & Salovey, 2004; Conte, 2005).
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In 1990 Daniel Goleman, a science reporter with the New York Times, stumbled upon the
article recently published by Mayer and Salovey. He was excited about his find and the fact
that the theory of emotional intelligence questioned the pre-eminence of IQ. Here was a new
way of thinking about the ingredients of life success and he began to review not only the
theory of emotional intelligence, but a wide variety of other scientific developments such as
the field of affective neuroscience (Goleman, 2008).

This led to the development of

Goleman’s Emotional Competence Framework, which is almost entirely self-reflexive and
socially rational. The framework’s emphasis is on empathy, social skills, self-awareness and
self-regulation, which reflects an individual’s potential for mastering these skills or
competencies (Emmerling & Goleman, 2003; Harriss, 2006).

Using the Emotional

Competence Framework as a base Goleman, along with several other colleagues, developed
the Emotional Competence Inventory 2.0. This 360-degree tool measures 18 competencies,
which have been organised into four clusters: self-awareness, self-management, social
awareness and relationship management. The Emotional Competence Inventory 2.0 has been
specifically designed to assess the emotional and social competencies of individuals in
organisations (Consortium for Research on Emotional Intelligence in Organizations, 2008).
Studies have shown that the Emotional Competence Inventory 2.0 is reliable and has been
able to predict job/life success, work performance and success as a leader (Boyatzis & Sala,
2004; Emmerling & Goleman, 2003; Sala, 2002).

The development and research on emotional intelligence has progressed significantly from its
inception by Darwin, Dewey and Thorndike. This development has often been controversial
and has elicited alarm in the scientific community as the application of the construct became
widespread in the absence of peer reviewed scientific evidence (Landy, 2005).

2.3.2

Defining Emotional Intelligence

Emotional intelligence is defined in many ways and the first definitive application of the term
appeared in a doctoral dissertation by Wayne Payne in 1976 (Ashkanasy & Daus, 2005).
However, his theory was never published and Salovey and Mayer (1990) provided the initial
definition of the construct in terms of perceiving, understanding and managing emotion in
self and others. Generally, emotional intelligence is defined as the ability to effectively deal
with emotions and most definitions include components relating to accuracy in recognising
others’ emotions, accuracy in understanding one’s own emotions, and effectiveness in using
emotional information (Geher, 2004).
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The literature classifies the definitions of emotional intelligence into three streams. Stream 1
is based on the four branch abilities model proposed by Mayer and Salovey and Stream 2
encompasses the self and peer report measures based on the Mayer and Salovey model.
Stream 3 comprises traditional social skill measures as well as emotional intelligence
measures and is often referred to as the mixed model (Ashkanasy & Daus, 2005; Joseph &
Newman, 2010; O’Boyle et al., 2011).

One of the more widely accepted definitions of ability based emotional intelligence is that
proposed by Mayer and Salovey (1993). They define emotional intelligence as the ability to
monitor one’s own and others emotions, to discriminate among them and to use this
information to guide one’s thinking and actions.

Mayer and Salovey’s definition of

emotional intelligence is based on the realisation that traditional measures of intelligence
failed to measure an individual’s ability to perceive, process and effectively manage emotions
and emotional information (Emmerling & Goleman, 2003). In the formulation of this theory
emotional intelligence is recognised more specifically as the ability to perceive emotions, to
assess and generate emotions to assist thought, to understand emotions and emotional
knowledge, and to reflectively regulate emotions to promote emotional and intellectual
growth (Mayer & Salovey, 1997). This conceptualises emotional intelligence as a set of
mental abilities (Mayer, Caruso & Salovey, 2000) that is best measured using a test that is
performance or ability based (Emmerling & Goleman, 2003). This focus on performance
based assessment is similar to the methods used to measure traditional intelligence (IQ).

Bar-On (1997a) defines the mixed model of emotional intelligence in terms of an array of
emotional and social knowledge and abilities that influence an individual’s overall ability to
effectively cope with environmental demands. This array includes the ability to be aware of,
to understand, and to express oneself; the ability to be aware of, to understand, and to relate
to others; the ability to deal with strong emotions and control one’s impulses; and the ability
to adapt to change and to solve problems of a personal or a social nature (Cherniss &
Goleman, 2001). The five domains in Bar-On’s model are intrapersonal skills, interpersonal
skills, adaptability, stress management, and general mood (Bar-On, 1997b). This definition
of emotional intelligence can be viewed as a model of psychological wellbeing and
adaptation (Bar-On, 2000). This model uses a self-report measure that specifically measures
emotionally and socially competent behaviour that estimates an individual’s emotional and
social intelligence (Emmerling & Goleman, 2003). The definition formulated by Bar-On is
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also supported by Martinez-Pons (1997) who defines emotional intelligence as an array of
non-cognitive skills, capabilities, and competencies that influence a person’s ability to cope
with environmental demands and pressures.

Another dimension to be added to the emotional intelligence mixed model argument was put
forward by Goleman (1998). Goleman defines emotional intelligence as the capacity for
organising our own feelings and those of others, for motivating ourselves, and for managing
emotions well in ourselves and in our relationships (Rahim & Minors, 2003). Goleman’s
theory of emotional intelligence represents a multidimensional construct consisting of four
components. These components reflect how an individual’s potential for mastering the skills
of self-awareness, self-management, social awareness and relationship management translates
into success in the workplace (Goleman, 2001). Goleman then theorises that each of these
four components becomes the foundation for learned abilities, or competencies, that depend
on underlying strengths in the relevant emotional intelligence component. An emotional
competence is defined as a learned capability based on emotional intelligence that results in
outstanding performance at work (Goleman, 1998). In this context, emotional intelligence
might predict the case by which an individual will be able to master the specific skills and
abilities of a given emotional competence (Emmerling & Goleman, 2003).

While all three defined models of emotional intelligence share a common core of basic
concepts the grounding of the theories behind each model leads to differences. The model
supported by Mayer and Salovey seeks to establish the validity and utility of a new form of
intelligence, whereas the Bar-On model seeks to develop a measure of social and emotional
intelligence predictive of emotional wellbeing and adaptation. Goleman’s model seeks to
develop a theory of work performance based on social and emotional competencies and is
therefore specific to organisational settings (Boyatzis, 1992; Emmerling & Goleman, 2003;
Spencer & Spencer, 1993). Importantly it must be noted that all three models are specifically
constructed to measure an individual’s emotional intelligence.

As individual emotional intelligence continued to develop Druskat and Wolff (2001a) began
to explore the model of group emotional intelligence. Group emotional intelligence is based
on a framework of awareness and regulation of emotion at multiple levels, and represents the
ability of a group to generate a set of behaviours that guide the emotional experience in a
group in an effective way (Wolff, 2006).
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In response to globalisation, rapid changes in external environments and the desire for an
organisation to remain competitive and provide adequate services to their customers,
managers are increasingly turning towards team (group) structures within the workplace
(Drach-Zahavy & Freund, 2007; Mealiea & Baltazar, 2005; Van Offenbeek, 2001). Team
structures, which integrate diverse perspectives, skills and knowledge are often introduced
into organizations with the objective of improving performance as well as the outcomes of
the individual member (Druskat & Wolff, 2001b; Molleman & Slomp, 2006). The dynamics
within these teams are influenced by factors including organisational context, group design,
group processes and societal factors (Fitzgerald et al., 2006). Further research by Donnellon
(1996) and Druskat and Wolff (2001a) determined that team dynamics, and consequently the
effectiveness of teams, is also strongly influenced by cooperation and collaboration among
team members. These observations are also supported by Moriarty and Buckley (2003) who
suggest that it is through participation and interaction that teams are able to function
effectively.

The need to understand how cooperation and collaboration develop in teams has led to the
development of the Group Emotional Intelligence Model by Druskat and Wolff (2001a).
Group emotional intelligence is defined as the ability of a group to generate a shared set of
norms (behaviours) that manage the emotional process in a way that builds trust, group
identity and group efficacy (Druskat & Wolff, 2001b). There are norms that guide a group’s
interaction with its members (individual level), the group as a whole (group level) and others
outside the group (cross boundary level). At each of these levels there are three norms that
create awareness of emotion in the group and norms that regulate group behaviour (Wolff,
2006).

When defining emotional intelligence it is important to understand the differences between
the concept of individual emotional intelligence and group emotional intelligence. Individual
emotional intelligence relates to having the ability to regulate one’s own emotions and being
aware of other’s emotions, whereas group emotional intelligence relates to the ability of the
group to be mindful of the emotions of its members, its own group moods, and the emotions
of other groups and individuals outside its boundaries (Druskat & Wolff, 2001a).
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2.3.3

Measuring Individual Emotional Intelligence

Emotional intelligence measures vary widely in both their content and in their method of
assessment. Measures of emotional intelligence tend to use either a self-report personality
based approach, an informant approach or an ability based assessment procedure. These
approaches result in different conceptualisations of emotional intelligence as well as very
different measures (Conte & Dean, 2006).

It is important to recognise that emotional intelligence measures are divided into ability based
assessments and competence based assessments (Conte & Dean, 2006). Ability models
conceptualise emotional intelligence as a set of mental skills that can be assessed with
performance tests that administer a set of questions to participants and score the correctness
of those responses based on expert judgement or consensus among a normative sample
(Brackett et al., 2006).

Competence based assessments measure emotional intelligence

through the exploration of emotional competencies, which describe personal and social skills
that lead to superior performance (Cooper & Sawaf, 1997; Mayer, Caruso & Salovey, 2000),
and are generally assessed by self-reporting inventories.

The increasing interest in the concept of emotional intelligence fuelled a proliferation of
measurement attempts as both individuals and organisations began embracing the concept as
a tool for improving life success and company productivity. As emotional intelligence
measures continued to be developed concern was registered in the scientific community
regarding the reliability and validity of these measures.

Research by Tett, Fox and Wang (2005) suggest that emotional intelligence measures may
number in the hundreds, but only few have been developed where peer-reviewed findings
have provided more credible evaluations of both reliability and validity. The future direction
for the ongoing development of emotional intelligence needs to focus on defining a
consensual definition and ensuring that emotional intelligence measures demonstrate strong
convergent validity (Spector & Johnson, 2006).

The following five emotional intelligence measures have all been peer-reviewed and are
considered the most popular among both researchers and consultants.
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2.3.3.1 Competence Based Individual Emotional Intelligence Measures
Bar-On Emotional Quotient Inventory
Bar-On (2004) proposed that emotional and social intelligence is a cross-section of interrelated emotional and social competencies that determine how effectively we understand and
express ourselves, understand others and relate with them, and cope with daily demands and
pressures. The Bar-On Emotional Quotient Inventory was developed to assess this model of
emotional-social intelligence.

The Bar-On Emotional Quotient Inventory is a self-report measure designed to measure a
number of constructs of emotionally and socially intelligent behaviour that provides an
estimate of emotional-social intelligence. The Bar-On Emotional Quotient Inventory was the
first measure of its kind to be published by a psychological test publisher (Bar-On, 1997a),
the first such measure to be peer-reviewed in the Buros Mental Measurement Yearbook (BarOn, 2008), and the most widely used measure of emotional-social intelligence to date (BarOn, 2004).

This measure consists of 133 items and takes approximately 30 minutes to complete. It gives
an overall emotional intelligence score as well as scores for five composite scales and 15
subscales (Table 2) (Bar-On, 2006).

Table 2 The Composite Scales and Subscales for the Bar-On Emotional Quotient Inventory
Composite Scales

Subscales

Intrapersonal (self-awareness and selfexpression)

•
•
•
•
•

Interpersonal (social awareness and interpersonal
relationship)

•
•
•
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Self-Regard: to accurately perceive,
understand and accept oneself
Emotional Self-Awareness: to be aware of
and understand one’s emotions
Assertiveness: to effectively and
constructively express one’s emotions and
oneself
Independence: to be self-reliant and free of
emotional dependency on others
Self-Actualisation: to strive to achieve
personal goals and actualise one’s potential
Empathy: to be aware of and understand how
others feel
Social Responsibility: to identify with one’s
social group and cooperate with others
Interpersonal Relationship: to establish
mutually satisfying relationships and relate
well with others
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Composite Scales

Subscales

Stress Management (emotional management and
regulation)

•
•
•

Adaptability (change management)

•
•
•

General Mood (self-motivation)

•

Stress Tolerance: to effectively and
constructively manage emotions
Impulse Control: to effectively and
constructively control emotions
Reality-Testing: to objectively validate one’s
feelings and thinking with external reality
Flexibility: to adapt and adjust one’s feelings
and thinking to new situations
Problem-Solving: to effectively solve
problems of a personal and interpersonal
nature
Optimism: to be positive and look at the
brighter side of life
Happiness: to feel content with oneself,
others and life in general
Source: Bar-On (2006)

Over the past 20 years researchers have examined the reliability of the Bar-On Emotional
Quotient Inventory. Research by Matthews, Zeidner and Roberts (2002), Newsome, Day and
Cantano (2000) and Petrides and Furnham (2000) support the findings that the Bar-On
Emotional Quotient Inventory is a consistent, stable and reliable measure with an overall
internal consistency of 0.97, which exceeds the 0.90 minimum for total scores suggested by
Nunnally (1978). The Bar-On Emotional Quotient Inventory overall retest reliability was
0.79 after 3 months (Conte & Dean, 2006).

Research findings and independent reviews by Dawda and Hart (2000), Derkson, Kramer and
Katzko (2002) and Dulewicz, Higgs and Slaski (2003) suggest that the Bar-On Emotional
Quotient Inventory is a valid measure of emotionally and socially intelligent behaviour.

The Emotional Competence Inventory 360
The Emotional Competency Inventory 360 was developed by Boyatzis, Goleman and
colleagues, and is designed to assess emotional competencies and positive social behaviours
of individuals (Conte, 2005).

The test is based on the definition that an emotional

intelligence competence is the ability to recognise, understand, and use emotional
information about oneself or others that leads to, or causes, effective or superior performance
(Boyatzis & Sala, 2004).
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This test is a 360-degree assessment technique, which enables emotional competency data to
be collected from a self-report questionnaire and reports from both peers and supervisors.
This measure consists of 110 items and takes approximately 30 to 45 minutes to complete. It
gives an overall emotional intelligence score as well as scores for four clusters and 18
competencies (Table 3) (Consortium for Research on Emotional Intelligence in
Organizations, 2008).

Table 3 Clusters and Competencies for the Emotional Competency Inventory 360
Clusters

Competencies

Self-Awareness concerns knowing one’s internal •
states, preferences, resources, and intuitions.
•
•
Self-Management refers to managing one’s •
internal states, impulses, and resources.
•
•
•
•
•
Social Awareness refers to how people handle •
relationships and awareness of other’s feelings,
needs, and concerns.
•
•
Relationship Management concerns the skill or •
adeptness at inducing desirable responses in
others.
•
•
•
•
•

Emotional Awareness: recognising one’s
emotions and their effects
Accurate Self-Assessment: knowing one’s
strengths and limits
Self-Confidence: a strong sense of one’s selfworth and capabilities
Emotional Self-Control: keeping disruptive
emotions and impulses in check
Transparency: maintaining integrity, acting
congruently with one’s values
Adaptability: flexibility in handling change
Achievement: striving to improve or meeting
a standard of excellence
Initiative: readiness to act on opportunities
Optimism: persistence in pursuing goals
despite obstacles and setbacks
Empathy: sensing others’ feelings and
perspectives, and taking an active interest in
their concerns
Organisational Awareness: reading a group’s
emotional currents and power relationships
Service Orientation: anticipating,
recognising, and meeting customer’s needs
Developing Others: sensing others’
development needs and bolstering their
abilities
Inspirational Leadership: inspiring and
guiding individuals and groups
Change Catalyst: initiating or managing
change
Influence: wielding effective tactics for
persuasion
Conflict Management: negotiating and
resolving disagreements
Teamwork and Collaboration: working with
others toward shared goals. Creating group
synergy in pursuing collective goals

Source: Consortium for Research on Emotional Intelligence in Organizations (2008)
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Research by Conte (2005), Gowing (2001) and Sala (2002) show that the internal consistency
reliability of the self-assessment scales and the peer and supervisor scales range from 0.61 to
0.85, and 0.80 to 0.95 respectively.

The developers of the Emotional Competence Inventory 360 suggest that it is supported by
validity evidence but due to proprietary reasons very few researchers have had the
opportunity to evaluate the test.

As a result there are few independent, peer-reviewed

assessments of the reliability and validity of the Emotional Competence Inventory 360
(Conte, 2005; Van Rooy & Viswesvaran, 2004).

Schutte Self Report Emotional Intelligence Test
Schutte et al. (1998) developed the Schutte Self Report Emotional Intelligence Test based on
the Salovey and Mayer (1990) model of emotional intelligence. The Salovey and Mayer
model of emotional intelligence is comprised of the following four branches or abilities:
•

Perception of Emotion (Branch 1) – is the ability to perceive emotions in oneself
and others, as well as in objects, art, stories, music, and other stimuli.

•

Use of Emotion to Facilitate Thought (Branch 2) – is the ability to generate, use,
and feel emotion as necessary to communicate feelings or employ them in other
cognitive processes.

•

Understanding of Emotion (Branch 3) – is the ability to understand emotional
information, how emotions combine and progress through relationship transitions, and
to appreciate such emotional meanings.

•

Management of Emotion (Branch 4) – is the ability to be open to feelings and to
modulate them in understanding and growth (Brackett & Salovey, 2004).

By using the Salovey and Mayer model of emotional intelligence as the basis for the
development of a self-report test Schutte et al. (1998) hoped that it would provide a solid
foundation for a measure of an individual’s current level of emotional intelligence.

Originally the Schutte Self Report Emotional Intelligence Test comprised of 62 items, which
reflected an adaptive tendency toward emotional intelligence within the framework of the
Salovey and Mayer model. Following a pilot of the 62 item test, and subsequent review, a 33
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item test was developed where respondents used a 5-point scale to indicate to what extent
each item described them (Schutte et al., 1998).

Research by Schutte, Schuettpelz and Malouff (2001), Schutte et al. (1998) and Tett, Fox and
Wang (2005) all reported that the overall internal consistency of the Schutte Self Report
Emotional Intelligence Test was 0.90 and the overall retest reliability was 0.78 after 2 weeks.
The findings indicate that the test is a reliable, valid measure of emotional intelligence and
may have potential applications in exploratory research on emotional intelligence, including
the effects of emotional intelligence and whether emotional intelligence can be enhanced.
Wong and Law's Emotional Intelligence Scale
In 2002 Wong and Law developed a self-report, personality based emotional intelligence
measure, the Wong and Law Emotional Intelligence Scale (Wong & Law, 2002). The
original purpose of developing this measure was to be beneficial for future leadership and
management research. This measure contains 16 items divided into four subscales: Self
Emotion Appraisals, Others' Emotion Appraisals, Regulation of Emotion and Use of
Emotion. The response format of the Wong and Law Emotional Intelligence Scale is a 7point Likert-type scale (Shi & Wang, 2007).

Studies by Law, Wong and Song (2004), Shi and Wang (2007) and Tett, Fox and Wang
(2005) showed the measure to have an overall internal consistency of 0.86, which provides
evidence of the validity of the measure in both mapping emotional intelligence and
measuring emotional intelligence. To date there is no retest reliability data available for the
Wong and Law Emotional Intelligence Scale.

Emotional Intelligence View 360
The Emotional Intelligence View 360 was developed by Kenneth Nowack (PhD), a licensed
psychologist and researcher in the area of 360 degree feedback, emotional intelligence and
occupational health. This particular test is designed to measure a set of interpersonal, social
and communication competencies that people need to develop to manage emotion. It also
provides a tool in which behavioural change efforts aimed at improving self-management,
relationship management and communication skills may be facilitated (Envisia Learning,
2008a).
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The Emotional Intelligence View 360 is based on a conceptual model of emotional
intelligence that measures three components; self-management, relationship management and
communication (Table 4).

Table 4 Components and Scales of the Emotional Intelligence View 360
Components
Self-Management

Relationship Management
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Scales
• Self-Development- manages one’s own time,
energy and abilities for continuous personal
growth and maximum performance.
• Adaptability/Stress Tolerance - maintains
balance and performance under pressure and
stress. Ability to effectively cope with
ambiguity and change in a constructive
manner.
• Self-Control - manages and control emotions
and behaviour in the face of interpersonal
conflict. Demonstrates patience, rarely
overreacts or loses control.
• Trustworthiness - demonstrates and
practices high standards of personal and
professional integrity. Displays honesty and
candour. Creates trusting relationships with
others.
• Strategic Problem Solving - analyses a
situation, identifies alternative solutions, and
develops specific actions. Gathers and
utilises available information in order to
understand and solve organisational issues
and problems.
• Achievement Orientation - accomplishes
tasks, projects and assignments on time and
with quality
• Building Strategic Relationships - initiates
and cultivates strategic internal and external
networking relationships that foster both
individual and organisational goals. Builds
and maintains effective and collaborative
relationships with diverse internal and
external stakeholders.
• Conflict Management - negotiates and
effectively resolve interpersonal differences
with others.
• Leadership/Influence - utilizes appropriate
interpersonal styles and approaches in
facilitating a group towards task
achievement.
• Interpersonal Sensitivity/Empathy - takes
actions that demonstrate consideration for the
feelings and needs of others.
• Team/Interpersonal Support - assists,
motivates, encourages and supports others
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Components

Communication

Scales
who depend on each other to accomplish
tasks, projects and assignments
• Collaboration - establishes and develops
cooperative, supportive and collaborative
working relationships with others.
• Written Communication - expresses written
thoughts and ideas in a clear and concise
manner.
• Two-Way Feedback - keeps others informed
in a timely manner.
• Oral Communication - conveys oral
thoughts & ideas in a clear and concise
manner
• Oral Presentation - presents individual and
organizational viewpoints to groups in a clear
and persuasive manner.
• Listening - listens and understands the verbal
communications of others
Source: Envisia Learning (2008b)

The initial version of the Emotional Intelligence View 360 was developed using both the
emotional intelligence model proposed by Goleman (1998) and items drawn from three
already validated multi-rater feedback tools (Nowack, 1997). This version was piloted with a
group of 165 executives, managers and professional employees within a number of
organisations. Based upon the results and statistical analysis from the pilot testing the
Emotional Intelligence View 360 was revised in item content and wording.

The Emotional Intelligence View 360 is a 74 item questionnaire. Each of the 17 scales are
measured by 3 to 5 questions using a Likert 1 to 7 frequency scale. Each scale has been
designed to accepted standards for internal consistency reliability, which is in the range 0.670.89. The overall internal consistency reliability of the measure is 0.80 (Buvoltz, Powell &
Solan, 2007; Pedro, 2006; Yusof, 2006). As this particular measure is only relatively new
there is no retest reliability data available.

2.3.3.2 Ability Based Individual Emotional Intelligence Measures
Mayer-Salovey-Caruso Emotional Intelligence Test
The most recent measure developed by Mayer, Salovey and Caruso is the Mayer-SaloveyCaruso Emotional Intelligence Test, which is a multiple-task ability scale based on their four
branch ability model of emotional intelligence (Gowing, 2001). This test is designed to
measure emotional intelligence by directly assessing a person's capacity to identify emotions
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in others, to use emotions to facilitate thought, to understand emotional meanings, and to
know how to manage emotions. Unlike competence based emotional intelligence tests the
Mayer-Salovey-Caruso Emotional Intelligence Test is an ability based measure that evaluates
a participants' response according to a criterion of correctness rather than relying on selfjudgement. This is important because actual skill is uncorrelated or minimally correlated
with self-judged skills in this area (Caruso, 2008; Mayer, 2008).

The Mayer-Salovey-Caruso Emotional Intelligence Test consists of 141 items and takes
approximately 30-45 minutes to complete. The 141 items are divided into four branches and
each branch is divided into the following tasks:

Branch 1 – Perceiving Emotions is measured through:
•

Task 1 – Faces: participants are asked to identify the emotions in faces

•

Task 2 – Pictures: participants are asked to identify the emotions conveyed by
landscapes and designs

Branch 2 – Using Emotions to Facilitate Thought is measured by:
•

Task 3 – Sensations: participants compare emotions to other tactile and sensory
stimuli

•

Task 4 – Facilitation: participants identify the emotions that would best facilitate a
type of thinking

Branch 3 – Understanding Emotions is measured through:
•

Task 5 – Changes: this tests a person’s ability to know under what circumstances
emotional intensity lessens and increases and how one emotional state changes into
another

•

Task 6 – Blends: asks participants to identify the emotions that are involved in more
complex affective states

Branch 4 – Managing Emotion is measured through:
•

Task 7 – Emotion Management: involves presenting participants with hypothetical
scenarios and asking how they would maintain or change their feelings
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•

Task 8 – Emotion Relationships: involves asking participants how to manage others’
feelings so that a desired outcome is achieved (Mayer, Salovey & Caruso, 2004).

The overall internal consistency reliability of the Mayer-Salovey-Caruso Emotional
Intelligence Test is 0.96. Internal consistency reliabilities for each of the four branches range
from 0.76 to 0.96 (Caruso, Mayer & Salovey, 2002; Ciarrochi, Chan & Caputi, 2000;
Roberts, Zeidner & Matthews, 2001). In further research by Brackett and Mayer (2003) the
test-retest reliability over a three week interval was calculated as 0.86.

2.3.4

Measuring Group Emotional Intelligence

Group emotional intelligence is often considered more complicated than individual emotional
intelligence because groups interact at more levels. Individual emotional intelligence is
having the ability to be aware of and regulating one’s own emotions as well as having the
ability to be aware of and regulating other’s emotions. Groups, however, must attend to
another level of awareness and regulation. They must be mindful of the emotions of their
members, their own group emotions or moods, and the emotions of other groups and
individuals outside the group boundary (Druskat & Wolff, 2001a).

Group emotional intelligence represents the ability of a group to generate a set of norms, or
behaviours, that guide the emotional experience in a group in an effective way. There are
norms that guide the group’s interaction on an individual level, a group level and a cross
boundary level, and within these levels there are norms that create awareness of emotion in
the group and norms that regulate group behaviour (Wolff, 2006).

At each of these

interactive levels, emotionally competent behaviour builds trust, group identity and group
efficacy, which have been linked empirically to group effectiveness (Druskat & Wolff,
2001b).

While there has been a significant shift towards teamwork in organisations over the last
decade (Osterman, 1999) there has been very little emphasis placed on the development of a
tool to measure team or group emotional intelligence. Currently, the Workgroup Emotional
Intelligence Profile and the Group Emotional Intelligence Survey are two measurement tools
that have been developed and validated for use in measuring group emotional intelligence.
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The Workgroup Emotional Intelligence Profile
The Workgroup Emotional Intelligence Profile was developed by Jordan et al. (2002) to
specifically profile the emotional intelligence of individuals in work teams.

The early

development of the Workgroup Emotional Intelligence Profile involved a detailed analysis of
the literature relating to emotional intelligence from which 44 statements and concepts were
identified as contributing to the emotional intelligence construct.

While sorting and

reviewing these 44 statements it became obvious that a number of themes were emerging
which provided the initial construct for the measurement tool.

Originally, dealing with own emotions, dealing with others emotions and the use of emotions
in problem solving were the three themes identified. These three themes were also consistent
with the definition of emotional intelligence proposed by Salovey and Mayer (1990). Using
these three themes as a foundation, statements from the literature were further sorted to create
subthemes.

The themes and subthemes of the Workgroup Emotional Intelligence Profile are shown in the
following table.

Table 5 Themes and Subthemes of the Workgroup Emotional Intelligence Profile
Themes
Dealing With Own Emotions

Dealing With Others Emotions

Use of Emotions in Problem Solving

Subthemes
• Awareness of Own Emotions
• Control of Felt Emotions
• Ability to Display Emotions
• Recognition of Others Emotions
• Ability to Manage Others Emotions
• Empathy
This theme was considered to be a single
construct and therefore was not divided into
subthemes.

It should also be noted that these constructs were consistent with early definitions for
emotional intelligence (Mayer & Salovey, 1993), but differed by separating abilities in
relation to self and abilities in relation to others (Jordan et al., 2002).

The Workgroup Emotional Intelligence Profile uses a seven point Likert-type response scale
where one represents strong disagreement and seven represents strong agreement. This
measure includes items that are designed to measure felt emotional experience, discrepancies
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between felt and expressed emotions, methods of handling expressed emotions in others and
techniques used to apply emotions in others.

Jordan et al. (2002) report that the internal consistency reliabilities for each of the three
themes and six sub themes range from 0.39 to 0.89. To date there has been no research
conducted on the test-retest reliability of the Workgroup Emotional Intelligence Profile.

Group Emotional Intelligence Survey
The Group Emotional Intelligence Survey was developed by Druskat and Wolff and is based
on Goleman’s emotional intelligence framework of awareness and regulation of emotion at
multiple levels (Wolff, 2006). In group emotional intelligence these multiple levels include
interactions on an individual basis, a group basis and a cross-boundary basis.

Initial development work on the Group Emotional Intelligence Survey identified thirteen
norms (behaviours) that represented the set of behaviours observed in emotionally competent
groups (Druskat & Wolff, 2001a). As a result of further research by Hamme (2003) and
Wolff (2006) the survey was refined to include only nine norms and the items were reworded
to improve clarity and relevance.
The Group Emotional Intelligence Survey is designed to measure the following nine norms:
interpersonal understanding, confronting members who break norms, caring behaviour, team
self-evaluation, creating resources for working with emotion, creating an affirmative
environment, proactive problem solving, organisational understanding and building external
relationships (Wolff, 2006).

The nine norms that are measured by the Group Emotional Intelligence Survey are shown in
Table 6.
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Table 6 Group Emotional Intelligence Norms
Levels
Individual

Dimensions
Group Awareness of
Members

Group Management of
Members

Group Self-awareness
Group

Group Selfmanagement

Cross Boundary
(External)

Group Social
Awareness
Group Management of
External Relationships

Norms
1. Interpersonal Understanding: is the degree to
which a group attempts to understand the needs,
perspectives, skills and emotions of its members.
This norm relates to the ability of members to build
bonds among themselves.
2. Confronting Members Who Break Norms: is the
degree to which a group addresses member
behaviour that goes against agreed behaviour or is
harmful to group effectiveness. This requires
empathy, self-control and persuasion.
3. Caring Behaviour: is the degree to which a group
treats its members with respect, supports them,
seeks their perspectives, and validates their efforts.
This norm contributes to members identifying with
the group.
4. Team Self-evaluation: is the degree to which a
group is aware of how it is performing. An
Emotionally Intelligent group will be aware of their
collective moods and will seek out information to
assist in evaluating how well the group is working.
5. Creating Resources for Working with Emotion:
is the degree to which the group allows time and
resources for addressing member emotions.
6. Creating an Affirmative Environment: is the
degree to which a group stays positive and
optimistic in the face of challenges.
7. Proactive Problem Solving: is the degree to which
a group anticipates problems and takes action to
prevent them as well as taking action to address
challenges.
8. Organisational Understanding: is the degree to
which a group seeks to understand the needs and
concerns of those outside the group.
9. Building External Relations: is the degree to
which a group actively and strategically builds
relationships with other people and groups who can
affect their performance and provide resources.
Source: Wolff (2006)

When considering the nine norms it is important to note that each norm by itself is not
necessarily focussed on emotion, but does guide behaviour in the group that has emotional
consequences.

The Group Emotional Intelligence Survey is a group level measure and therefore it is
recommended that a minimum of 75% to 80% of the group members must complete the
questionnaire to be considered a valid measure of group emotional intelligence (Wolff, 2006).
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Wolff (2006) reports that the internal consistency reliabilities range from a high of 0.884 for
the norm of interpersonal understanding to a low of 0.740 for the norm of creating resources
for working with emotion. The average reliability for all nine norms is 0.823. Currently
there is no available data on the test-retest reliability of the Group Emotional Intelligence
Survey.

Table 7 provides a summary of individual and group emotional intelligence measures.
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Table 7 Summary of Individual and Group Emotional Intelligence Measures
Individual Competence Based Measures
EI Measure
Bar-On Emotional Quotient
Inventory

Developed by
Bar-On

Base Model
Bar-On model

Type of Measure

Measures
•
•

Self-report

The Emotional Competence
Inventory 360

Boyatzis and Goleman

Goleman model

360-degree assessment

Schutte Self Report
Emotional Intelligence Test

Schutte, Malouff, Hall,
Haggerty, Cooper,
Golden and Dornheim

Salovey and Mayer model

Self-report

Wong and Law’s Emotional
Intelligent Scale

Wong and Law

Salovey and Mayer model

Self-report

Emotional Intelligence
View 360

Nowack

Goleman model

Self-report

Salovey and Mayer model

Performance test

•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•

Intrapersonal (self-awareness and self-expression)
Interpersonal scale (social awareness and interpersonal
relationship)
Stress management (emotional management)
Adaptability (change management)
General mood (self-motivation)
Self-awareness
Self-management
Social awareness
Relationship management
Perception of emotion
Use of emotion to facilitate thought
Understanding of emotion
Management of emotion
Self-emotion appraisals
Others’ emotion appraisals
Regulation of emotion
Use of emotion
Self-management
Relationship management
Communication

•
•
•
•

Perception of emotion
Use of emotion to facilitate thought
Understanding of emotion
Management of emotion

Individual Ability Based Measures
Mayer-Salovey-Caruso
Emotional Intelligenc Test

Mayer, Salovey and
Caruso
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Group Measures
EI Measure

Developed by

Base Model

Type of Measure

Workgroup Emotional
Intelligence Profile

Jordan, Ashkanasy,
Hartel and Hooper

Salovey and Mayer model

Self-report

Group Emotional
Intelligence Survey

Druskat and Wolff

Goleman model

Self-report
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Dealing with own emotions
Dealing with others’ emotions
Use of emotions in problem solving
Group awareness of members
Group management of members
Group self-awareness
Group self-management
Group social awareness
Group management of external relationships
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2.3.5

Selecting Emotional Intelligence Measures for Natural Resource Management

Committees
The design and development of a customised assessment tool to measure emotional
intelligence in natural resource management committees was impractical in the context of this
study. Developing and validating an emotional intelligence measure is a lengthy process
requiring pilot studies and peer review analyses (Schutte et al., 1998; Tett, Fox & Wang,
2005). Therefore, the identification and selection of an existing assessment tool that matches
the requirements of the study is important.

Before selecting an emotional intelligence measure from Table 7 it is important to identify
and understand the key knowledge and skills to be measured (Brackett et al., 2006; US Office
of Personnel Management, 2009). In this particular study the knowledge and skills to be
measured need to be identified for both individual emotional intelligence and group
emotional intelligence.

Research by Davidson et al. (2006), Davidson et al. (2008) and Lockwood et al. (2007)
identified eight governance principles that contribute to the effective operation of natural
resource management committees through the skills and abilities of the individual members.
The first principle is legitimacy, which refers to the powers given to the committees to fulfil
their delegated responsibilities and the ability of the committee to gain the confidence of
stakeholders and their respective communities.

Transparency is the second governance

principle identified and refers to the visibility of decision-making processes, the clarity with
which the reasoning behind decisions is communicated and the availability of relevant
information. The third principle is accountability, which refers to the ability of the committee
as a whole, and individual committee members to allocate and accept responsibilities.
Inclusiveness is the fourth identified principle and relates to the opportunities available for
stakeholders to participate in, and influence decision-making processes within the committee.
The fifth and sixth identified principles are fairness and integration which refers to respect
given to colleagues and stakeholders, and to the development of strategic relationships within
and outside the group, respectively. Principle seven is capability and refers to the knowledge,
skills, leadership and experience that enables the individuals to deliver on their
responsibilities. The eighth principle to be identified was the adaptability of the committee to
incorporate new knowledge and learning into decision-making and implementation and their
ability to identify and manage threats and opportunities.
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These eight governance principles are supported by a suite of individual skills that are
outlined in Table 8.

Table 8 Skills Associated with Natural Resource Management Governance Principles
Governance Principle

Skills

Legitimacy

•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•

Transparency

Accountability

Inclusiveness

Fairness

Integration

Capability

Adaptability

Trustworthiness
Ability to communicate
Ability to collaborate
Ability to build relationships
Ability to provide leadership
Ability to communicate
Ability to collaborate
Ability to build relationships
Ability and willingness to learn
Ability to self-assess
Ability to achieve outcomes
Ability to work within a team
Ability to provide support
Ability to build relationships
Ability to manage conflict
Ability to communicate
Ability to collaborate
Ability to lead and influence
Ability to work within a team
Ability to listen and consider other points of view
Ability to communicate
Ability to communicate
Ability to collaborate
Ability to build relationships
Ability and willingness to learn
Ability to self-assess
Ability to achieve outcomes
Ability to problem solve
Ability to communicate
Ability to collaborate
Ability to build relationships
Ability and willingness to learn
Ability to self-assess
Ability to self-assess
Ability to problem solve
Source: Adapted from Davidson et al. (2008)

It is not only important to assess the individual skills of committee members, but it is
important to assess the behaviour, or skills, of the committee as a whole. A natural resource
management committee is essentially a team and the definition of a team, or group, in the
literature can range from the simple to the comprehensive. Hensey (1992) defines a team as a
group of people with different skills, and often with different tasks, who work together
toward a common project, service, or goal with a meshing of functions and mutual support.
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A more comprehensive definition of a team is posed by Bertcher (1979) who suggests that a
group is a dynamic social entity composed of two or more individuals, interacting
interdependently in relation to one or more common goals that are valued by its members, so
that each member influences and is influenced by every other member, to some degree,
through face-to-face communication. Over time, if the individuals who comprise the group
continue to assemble, they tend to develop means for determining who is and who is not a
member, statuses and roles for members, and values and norms that regulate behaviour of
consequence to the group.

Bertcher’s definition of a team is regarded as comprehensive and embraces a number of
central concepts that are essential to understanding group behaviour. Possibly the most
important concept that is captured by this definition is the idea that groups change over time
in an evolutionary process and eventually form into teams with an established structure and
an acknowledged capability to be effective (Tyson, 1999).

Teams can be viewed as living organisms, and like the human life cycle, they have a
beginning, middle, and an end. The development of a team is not strictly linear, but tends to
progress in a series of forward movements, interspersed with interludes of backward steps.
The general movement of a team, if it is operating effectively, is towards a common goal,
despite the backward periods. The development of a team through the phases of forming,
maturing and dying has come to be known as the life cycle of the group (Tyson, 1999).

Following an extensive review of the literature concerning developmental sequences in small
groups Tuckman (1965) developed the Forming-Storming-Norming-Performing model which
clearly outlined the developmental stages observed in groups.

Pre-group is the first

developmental stage observed and occurs prior to the first meeting. During this period
members may or may not know who is involved, who the leader will be, what resources will
be available, and to some extent what the task will be. Interaction between team members
may or may not take place and individuals will be focused on building their own dreams
about what they hope to achieve.

The forming stage occurs as the team members come together for the first time. The team
members are looking for support and guidance and are testing the group environment to
discover what behaviours are acceptable. This is a period where individual members will
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explore how they will fit into the team and how they will relate to the team leader.
Conversation is largely superficial and the team will begin to define their boundary and to
establish the beginnings of its unique culture.

Stage two is known as storming and is characterised by conflict as personal agendas start to
emerge and members start to assert or defend their individuality. There is quite often infighting, a pecking order begins to emerge and interactions between individual members can
be uneven. The team may begin to feel a sense of hopelessness, and then apathy as doubts
arise about their ability to cope with the task.

If the group is able to weather the storming stage and successfully handle conflict and
hostility they often move into the norming stage. In this stage individual members start to
display tolerance towards each others’ differences and accept the group. Group cohesion
increases, and norms are established along with detailed procedures and roles. The team also
displays a greater sense of independence.

With a team structure and identity formed the members move into the performing stage
where the focus is on fulfilling roles and achieving a balance between productivity and
interpersonal relations. This stage is often interspersed with spontaneous collaborative efforts
and there is an understanding of the importance to share all information. Conflict can still be
frequent but it is viewed as a positive step towards decision making.

In most cases, when a team task is complete, the team will be dissolved. This is referred to as
the termination stage where the team will review and assess their goal achievement and need
to cope with the emotions of departure and make plans for the future (Hensey, 1992;
Kormanski, 1999; Tuckman, 1965; Tyson, 1999).

While the model proposed by Tuckman (1965) appears to be linear it is important to note that
a team’s progression is likely to be irregular with periods of stagnation and that a stage might
last an hour in one team and a month in another. The other important factor to recognise is
that the transition from one stage to another is usually gradual, and some teams may skip a
stage entirely while other teams may remain stuck and make little or no progress at all
(Tyson, 1999).
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The success of a team is considered a function of the number of desirable team characteristics
that can be built into their particular work environment (Mealiea & Baltazar, 2005).
Historically, a team’s success or effectiveness has been measured using achievement outputs
such as reports, decisions, solutions and plans with little or no regard for the group’s socialemotional processes. More recently research has focused on the characteristics of personal
growth and group cohesion in an attempt to balance both achievement and social-emotional
characteristics when assessing team effectiveness (Tyson, 1999).

There have been numerous studies that have identified the characteristics associated with the
success of teams (Bettenhausen, 1991; Cohen & Bailey, 1997; Johnson & Johnson, 1994;
Meredith Ross & Jones, 2008; Spreitzer, Cohen & Ledford, 1999). The characteristics
identified have included conflict resolution skills, collaborative problem solving,
communications, goal setting, establishment of norms and performance management
practices. Based on these studies Mealiea and Baltazar (2005) identified 17 characteristics
which are significantly related to team success.

The first characteristic identified is a clear purpose and the essence of a team is common
commitment, and without it teams struggle to develop direction, momentum and ownership
of a meaningful purpose (Katzenbach & Smith, 1993). In establishing a clear purpose the
group members as a whole agree on the team’s goals and these shared goals act in initiating
clear direction and ownership. Studies by Aube and Rousseau (2005), Pescosolido (2003)
and Werner and Lester (2001) all concluded that the establishment and commitment to team
goals enhanced the success of teams. In addition, Guzzo and Dickson (1996) also noted that
ill-defined goals lowered the performance of teams whereas specific, difficult goals for teams
raised group performance.

Consensus decision making is the second identified characteristic and is the process that
allows all members within a team to openly express their opinions and preferences and to
discuss any disagreement that might exist. Consensus decision making provides a means to
assess the situation, the requirements for a suitable solution and the positive and negative
aspects of alternative solutions, and to make a final decision not by coercion, but by fully
exploring the different combinations for a suitable solution. It was found that teams who
made higher quality decisions engaged effectively in the consensus decision making process
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compared to those teams who made lower quality decisions (Mayer, 1998; Roch & Ayman,
2005).

The third characteristic is shared leadership which occurs when the designated leader does
not dominate, and the roles such as contributor, collaborator, challenger, facilitator and
controller are shared by the group members at different times. This provides each member
with the opportunity to lead with initiatives and encourages the diffusion of responsibility
(Tyson, 1999). Stewart, Manz and Sims (1999) observed that this form of leadership results
in heightened team commitment and ownership and an increased ability of team members to
develop self-leadership skills. Teams that display shared leadership behaviours are often
more successful.

The fourth and fifth characteristics are listening and open communication respectively.
Fleming and Monda-Amaya (2001) observed that a critical variable for team effectiveness
was non-verbal communication, including listening. It has been noted that in groups where
members are willing to listen to each other problem solving, the transfer of information and
the building of relationships is greatly improved (Kangan Batman Institute of TAFE, 2009;
Mealiea & Baltazar, 2005). The facilitation of open communication involves group members
taking advantage of communication opportunities, openly sharing their feelings, providing
timely and relevant feedback, and sharing relevant information with other group members
(Mealiea & Baltazar, 2005). In a study by Hirokawa (1980) the data revealed that effective
teams spend more time talking about the processes involved in the management of their tasks,
along with talking about important and relevant issues until agreement is reached. In this,
members are actively sharing their opinions and information while also providing feedback.
These earlier findings are supported by Staudinger (2005) who observed that a consistently
high level of positive socio-emotional communication in combination with a consistently low
level of negative socio-emotional interaction facilitated team effectiveness.

Self-assessment which refers to the ability of the team and its members to assess
performance, changing environments, goals, operations and procedures is the sixth identified
characteristic. A successful team will provide frank and honest criticism without personal
attack, and the assessment is made with the intention of improving personal and group
performance. Self-assessment allows a team to learn from experiences and alter behaviour
and procedures to ensure success (Mealiea & Baltazar, 2005; Tyson, 1999).
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The seventh characteristic is civilized disagreement or conflict management which implies
that a team is comfortable with disagreement and has developed internal mechanisms for
seeking resolutions. De Dreu and Van Vianen (2001) noted that one reason why teams fail to
be productive is because they fail to develop a positive team climate and instead develop
relationship conflicts. These conflicts can be related to interpersonal issues, norms and
values and personal taste.

Teams that build and maintain intra-group trust and initiate

consensus decision making processes are commonly more successful at managing conflict
(Hempel, Zhang & Tjosvold, 2009; Simons & Peterson, 2000).

The style diversity of a team relates to characteristics such as age, gender, ethnicity,
background, skills, attitudes, personality and values, and is the eighth identified
characteristic. The amount and type of diversity within teams is an important characteristic
that shapes group processes and affects the experiences of the individual team members
(Mohammed & Angell, 2004). Team heterogeneity, if managed properly, can result in
optimal functioning of the team because individual members are not only tolerant of those
differences, but seek those differences out to increase and improve performance (Horwitz,
2005).

Networking and participation are the ninth and tenth identified characteristics. Teams that
have the ability and willingness to link up with external contacts and other teams achieve
superior performance compared with those teams who have weaker external networks (Shah,
Dirks & Chervany, 2006). Teams that have strong external networks are able to draw upon
these resources for information, support and assistance to achieve their goals. Both Mayer
(1998) and Werner and Lester (2001) in separate studies identified that workload sharing, or
dividing work equally among team members, and encouraging members to participate in a
wide range of group activities and decision making had positive impacts on team
effectiveness. In particular, it was observed that these groups worked in a more co-operative
atmosphere which led to higher quality decisions being made, along with the development of
strategies and operational processes.

The eleventh characteristic is informal relations, which refers to the fact that interpersonal
interactions and friendships are more likely to be sought out and maintained if the team
works in a comfortable and relaxed environment. Under these working conditions it has been
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demonstrated that team effectiveness is improved if internal friendships are encouraged (Jehn
& Shah, 1997; Shah, Dirks & Chervany, 2006).

The twelfth identified characteristic is clearly defined roles and assignments. Role clarity is
the team members’ common understanding of each individual’s expected roles and
assignments.

Clearly defined roles and assignments ensure that misunderstandings are

minimised, and that task assignments are understood and not duplicated. In addition, it has
also been noted that when each team member understands their role, the expectations of each
team member and the team as a whole can be clearly defined (Meredith, Ross & Jones,
2008).

The thirteenth and fourteenth characteristics are a willingness to share and being prepared for
independence respectively.

A team will benefit from sharing knowledge, experience,

emotional support, energy and tools possessed by other group members (Mealiea & Baltazar,
2005). A team that is prepared for independence is one in which members have a diverse
range of skills necessary to achieve the stated goals. Jenewein and Morhart (2008) and
Molleman and Slomp (2006) consider team autonomy, or team independence, to be a key
mechanism in maximising team effectiveness. This is achieved by allowing the team and its
members the freedom to develop their skills and the opportunity to make decisions.

Structural support is the fifteenth identified characteristic.

A team that operates in an

environment where support is offered, and where suggestions, ideas, information and
criticisms are offered in a constructive manner are often more successful than those teams
operating in an unsupportive environment (Tyson, 1999).

Studies have demonstrated that the characteristics and management style of the team leader
can have positive and negative impacts on overall team effectiveness. The identification of
characteristic number sixteen has shown that if the team leader is able to create a supportive
and co-operative working environment that includes information sharing, trust, respect and
member participation in decision making the team is often more successful (Dionne et al.
2003; Lopes-Zafra et al., 2008; Pillai & Williams, 2003). Murray (2006) also observed that
there was a significant relationship between team leader behaviours, such as training and
giving feedback, and the cohesiveness and effectiveness of teams.
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The final identified characteristic refers to the learning environment which relates to the
degree to which team members are allowed to learn from their experiences and the
experiences of others. This is fostered by a positive work environment, a supportive leader
and a high degree of trust and confidence among team members (Mealiea & Baltazar, 2005;
Tyson, 1999).

In reality few teams would be able to match the model of excellence described in the 17
characteristics of successful teams. If these 17 characteristics were thought of as a continuum
of team effectiveness, then the majority of groups would fall somewhere in the middle. As a
result, effective teams come to recognise their weaknesses, and through the processes of team
building are able to continue to develop along the continuum of effectiveness (Tyson, 1999).

Both the individual skills associated with natural resource management governance principles
and the skills or behaviours associated with the operation of a successful team can be
massaged into an existing emotional intelligence framework (Table 9).

Table 9 Emotional Intelligence Framework and Group Behaviours
Individual emotional
intelligence framework
component
Self-management

Natural resource
management
governance principles
• Accountability
• Capability
• Adaptability

Group emotional
intelligence framework
component
Individual

Relationship management

•
•
•
•

Group

Legitimacy
Transparency
Inclusiveness
Integration

Group behaviours
•
•
•
•
•
•
•
•
•
•
•
•
•
•
•

Communication

•
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Cross-boundary

•
•

Listening
Open communication
Informal relations
Willingness to share
Civilised
disagreement
Style diversity
Clear purpose
Consensus decision
making
Shared leadership
Self-assessment
Participation
Clear roles and
assignments
Prepared for
independence
Leader/management
style
Learning
environment
Networking
Structural support
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It should be noted that while each governance principle and group behaviour has been
assigned to an emotional intelligence framework component they do not operate in isolation,
and therefore a governance principle or group behaviour may be associated with multiple
emotional intelligence framework components.

Having identified the key knowledge and skills to be measured, and placing them within an
emotional intelligence framework, an appropriate assessment tool for both individual and
group emotional intelligence could be selected. The selected assessment tools, Emotional
Intelligence View 360 and the Group Emotional Intelligence Survey, are both based on the
Goleman (2001) mixed model of emotional intelligence, are self-report measures and
measure individual and group emotional competence. Following a review of the literature
and the nature of the study it was considered that these two tests were suitable measures as
they could easily be distributed as pen and paper surveys and the items could be modified to
focus on emotional competence in natural resource management (O’Boyle et al., 2011).

2.3.6

Issues With Measuring Emotional Intelligence

In relative terms emotional intelligence is still in a developmental stage where theory
building and hypothesis testing is collecting conceptual and empirical data to support the
further establishment and validity of the construct (Cherniss et al., 2006). This research has
led to the identification of three major areas of concern with emotional intelligence. These
three areas relate to definitional issues, the assessment of emotional intelligence and the
measurement of emotional intelligence in applied settings (Conte, 2005; Landy, 2005; Locke,
2005; Spector & Johnson, 2006).

When developing a construct such as emotional intelligence it is important to articulate a
clear conceptual definition that places the construct in a theoretical framework (Emmerling &
Goleman, 2003). To date there is no consensus definition of emotional intelligence and
therefore there is still uncertainty regarding exactly what emotional intelligence is. Currently,
all the existing proposed emotional intelligence definitions agree that the construct concerns
emotion related mental abilities and that the term intelligence implies that cognitive and
problem solving abilities are involved.

However, some of the definitions of emotional

intelligence can be extremely broad, including a variety of abilities and human attributes that
are considered to be loosely connected to problem solving abilities and emotions (Boyatzis,
Goleman & Rhee, 2000; Spector & Johnson, 2006). Of the multiple definitions there are
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three that have been widely used and recognised in the field. The first, proposed by Mayer
and Salovey (1993), defines emotional intelligence as the ability to monitor one’s own and
others emotions, to discriminate among them and to use this information to guide one’s
thinking and actions. The second definition has been formulated by Bar-On (1997a) and
defines emotional intelligence in terms of an array of emotional and social knowledge and
abilities that influence an individual’s overall ability to effectively cope with environmental
demands. The third, and most recent definition has been proposed by Goleman (1998) who
defines emotional intelligence as the capacity for organising our own feelings and those of
others, for motivating ourselves, and for managing emotions well in ourselves and in our
relationships. The most important distinction between these three definitions is that the
Mayer and Salovey definition focuses on the relationship between emotion and thought
which suggests that emotional intelligence is a strict form of intelligence, whereas the
definitions proposed by Bar-On and Goleman suggest that emotional intelligence is a mixed
model that overlaps with personality (Spector & Johnson, 2006). From these definitions it is
evident that there is little agreement over whether emotional intelligence represents a
cognitive aptitude for processing emotions, attributes of personality or some mechanism for
adapting to change and challenging situations (Matthew, Roberts & Zeidner, 2004). This
suggests that there is a need for further research that will continue to develop the definition
and scope of emotional intelligence.

One of the major controversies in emotional intelligence concerns assessment (Conte, 2005).
Emotional intelligence theorists and researchers have developed different measures that seem
to assess, in many cases, quite different constructs (Spector & Johnson, 2006). Furthermore,
it is not always clear that the measures are assessing anything distinct from other established
constructs (Landy, 2005), such as empathy or cognitive ability. The two major types of
emotional intelligence measures which have been developed are the summated rating scales
similar to personality tests (Wong & Law, 2002) and the direct ability measures similar to
cognitive ability tests (Mayer et al., 2003). Summated rating scale tests ask respondents to
rate their standing on items that reflect emotional intelligence, and assume that these
individuals are willing and able to accurately report on their own characteristics, experiences
and abilities. Direct ability measures ask respondents to choose the correct answers, and
assume that emotional intelligence is reflected in the ability to choose the correct answer to
questions concerning emotions (Spector & Johnson, 2006).
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The development of sound emotional intelligence measures must begin with a clear
articulation of the construct in question. With the concept of emotional intelligence being so
broad, and containing a variety of subcomponents, a sound emotional intelligence measure
will most likely need to be multidimensional.

With this in mind it is important that

researchers continue to work on refining constructs and measures, and collecting extensive
construct validity data to support these measures.

Zeidner, Matthews and Roberts (2004) argue that emotional intelligence measures are being
used for selection in work environments and other purposes in the absence of sufficient
scientific evidence supporting their validity. Their research emphasises that results linking
various measures to performance have been inconsistent and that there appears to be no clear
demarcation between emotional intelligence variables and the measured variables of IQ or
personality traits. These observations are also supported by Daus and Ashkanasy (2005) and
Day and Carroll (2004) who suggest that validation studies are necessary to demonstrate how
existing or future measures can be valid and consistent predictors of performance. These
studies will also need to demonstrate that emotional intelligence is a unique construct, even
though it may share IQ and personality traits.

2.3.7

Emotional Intelligence and Performance

Extensive research has focused on the relationship between cognitive ability and performance
on cognitive tasks (Schutte, Schuettpelz & Malouff, 2001).

In contrast there has been

relatively little research on the relationship between emotional intelligence and individual
performance effectiveness. Goleman theorised that emotional intelligence is an important
component of success and set out a framework that reflected how an individual’s potential for
mastering the skills of self-awareness, self-management, social awareness and relationship
management translated into academic and job success (Cherniss & Goleman, 2001).

Two major studies conducted in the United States Air Force (USAF) and the Israeli Defence
Forces (IDF) directly examined the impact of emotional intelligence on occupational
performance. The IDF study is the most extensive validity study conducted to date based on
over 5,000 participants during a 3 year period (Handley, 1997). Both the USAF and the IDF
were interested in examining the impact of emotional intelligence on performance and to see
if it could be applied in recruiting the right people for the job. In addition the IDF also
expressed a specific interest in examining if emotional intelligence could help identify
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leadership potential and the performance among recruits who serve in combat units under
stressful and potentially dangerous situations. Both the USAF and the IDF used the Bar-On
Emotional Quotient Inventory (EQ-i) to measure various aspects of emotional intelligence.
The EQ-i is a self-report measure of emotionally and socially intelligent behaviour, which
provides an estimate of an individual’s underlying emotional and social intelligence (Bar-On,
Handley & Fund, 2006).

The results from both the USAF and the IDF studies concluded that there was a significant
relationship between emotional intelligence and occupational performance.

The results

showed that high performers had a significantly higher emotional intelligence than low
performers and vice versa, which was demonstrated in both military recruiters and combat
soldiers. The results also demonstrated that emotional intelligence had the ability to identify
leadership potential and generate a profile that identified combat soldiers who would have the
ability to perform highly demanding and stressful tasks (Bar-On, Handley & Fund, 2006).

In other research, 300 executives from 15 global companies were analysed for emotional
competencies. The results suggest that high achievers were distinguishable from average
achievers by their superior abilities in six particular areas, including leadership, team
leadership, organisational awareness, self-confidence, achievement drive and influence
(Spencer, 1997). The findings from this study were further supported by Boyatzis (1999)
who studied corporate level executive performance by assessing the emotional intelligence
competencies of the partners of a global consulting firm. Those partners who scored above
the median on approximately half of the competencies tested, delivered on average US$1.2
million more profit from their accounts than their other partners.

Hunter, Schmidt and Judiesch (1990) conducted an extensive literature search for studies
containing information on employee production or output, and studies that reported the ratio
of actual output of highest producing employees to actual output of lowest producing
employees. This review reported that in jobs of medium complexity, a top performer is 12
times more productive than those at the bottom, and in the most complex jobs, a top
performer is 127 times more productive than an average performer.

Goleman (1998)

suggests that one-third of this difference is due to technical skill and cognitive ability while
two-thirds is due to emotional competence.
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More recent studies also support the findings that emotional intelligence is linked to
individual performance. In a study by Schutte, Schuettpelz & Malouff (2001) a community
sample of 38 participants were recruited from a pharmacy, a medical clinic, an electronics
firm and a university in the south-eastern region of the United States. The participants were
asked to complete a 33 item measure of emotional intelligence, which assessed to what extent
individuals characteristically perceived, understood, regulated and harnessed emotions. The
results supported the hypothesis that individuals with higher emotional intelligence
performed better on cognitive tasks, and when encountering difficulties whilst performing
those tasks they were better able to ward off the detrimental emotional effects of the
difficulties and persist with the task. These findings are further supported by Thi Lam and
Kirby (2002) who surveyed 304 undergraduate students at a university in the western United
States.

Their study clearly showed that overall emotional intelligence was related to

performance, in that higher emotional intelligence was associated with better cognitive
performance. In Macau, a Special Administrative Region of China, 662 owner-managers of
small to medium businesses in the retail and restaurant industry were asked to complete a
questionnaire that included questions relating to the profile of the business, the performance
of the business and their abilities in different areas of emotional and functional competencies.
The study showed that emotional competency variables were positively and significantly
correlated to gross profits and total sales (Ching Kan & Williams, 2002).

In a study

conducted by Higgs (2004) 289 agents from three call centres in the United Kingdom were
surveyed to explore the relationship between emotional intelligence and performance. The
study concluded that there was a strong relationship between overall emotional intelligence
and individual performance, as well as between the emotional intelligence elements of
conscientiousness, emotional resilience, motivation, interpersonal sensitivity and selfawareness. While research has shown that emotional intelligence is linked to individual
performance, Rode et al. (2007) concluded that the effects of emotional intelligence on
individual performance can be both direct and indirect in nature, and individuals must not
only have emotional intelligence, but also be motivated to use it.

With studies linking emotional intelligence to individual performance, McCelland (1998) and
Blank (2008) suggest that employers should use emotional intelligence competencies to
recruit, train and promote employees. A large company in the United States undertook an
emotional intelligence competency based program in an attempt to reduce the rate of turnover
of their executive staff. According to the company’s figures, 17 of the 35 executives (50%)
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they had hired using the traditional method of assessing work experience, technical skills,
cognitive skills and education had left the company within two years, either voluntary or
through being managed out. In comparison, out of 10 executives that were hired using an
emotional intelligence competency based program only one had left the company within two
years (McCelland, 1998).

During the last decade the focus on leadership and management has changed from control,
plan and inspect to the roles of motivating and inspiring, fostering positive attitudes and
creating a sense of contribution and importance with and among employees (Goleman, 2000).
The construct of emotional intelligence is considered a potential underlying attribute of
effective leadership and has been the subject of numerous studies (Stubbs – Koman & Wolff,
2008).

Palmer et al. (2000) surveyed 43 past and current students of the Swinburne

University Centre for Innovation and Enterprise Programs using the Meta Mood Scale. Of
the sample, 33% held higher management positions, 30% were middle level managers and
27% held lower management positions. 10% of the participants did not classify themselves
as falling within these categories. The study concluded that transformational leadership was
significantly correlated with both the ability to manage emotions in oneself and others.
Those leaders who considered themselves to have the ability to motivate and inspire
subordinates to work towards common goals, reported that they were able to manage
emotions both within themselves and others. The study also showed that leaders who rated
themselves as paying special attention to the achievement and developmental needs of
subordinates also rated themselves as more likely to monitor and manage emotions both
within themselves and in others. More recent studies also suggest that there is a relationship
between emotional intelligence and leadership. In a study of 80 elected public officials and
388 direct report staffers working with them Barbuto and Burbach (2006) reinforced the role
that emotional intelligence plays in leadership.

Similarly, Sunindijo, Hadikusumo and

Ogunlana (2007) in their study of 68 project managers in the Thai construction industry
concluded that managers with high emotional intelligence scores used stimulating, rewarding,
delegating, leading by example, open communication, listening, participating, and proactive
behaviour more than managers with lower emotional intelligence scores.

They also

concluded that managers with higher emotional intelligence scores tended to use more open
communication and proactive styles than managers with lower emotional intelligence scores.
This conforms to the theory of emotional intelligence, which states that emotionally
intelligent leaders will foster open communication and possess the confidence to influence
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and inspire. These findings are further supported by Chan (2007) who after surveying 498
Chinese students concluded that the management and regulation of one’s emotions were
important predictors of leadership.

Emotional intelligence has also been linked with the ability to build rapport with a diverse
range of people and fostering a network of people on goodwill and trust (Goleman, 2004).
Goleman (1998a) suggests that this is a social skill, and that socially skilled people tend to
have a wide circle of acquaintances, and are able to find common ground with people of all
kinds while effectively building rapport. This was also the conclusion reached by Giardini
and Frese (2008) in a study investigating the role of emotional intelligence on service
encounters with customers.

Emotional intelligence competencies have been shown to be significantly related to
individual performance, but at the team level the study of emotions and the effects of
emotions on team performance is a relatively new avenue of research. A study by StubbsKoman and Wolff (2008) specifically examined the relationship between emotional
intelligence of a leader, the group level emotional intelligence, and how both of these levels
of emotional intelligence affected performance of the team. Participants in this study were
either team leaders or members of a functioning military aircrew or maintenance team. In
total 349 aircrew and maintenance team members participated, in addition to 70 team leaders
and 73 managers. Team leader emotional intelligence was assessed using the Emotional
Competence Inventory (Boyatzis & Sala, 2004) and group emotional intelligence was
assessed using the Group Emotional Intelligence Measure (Wolff, 2006).

The study

concluded that a team leader’s emotional intelligence affects team level emotional
competence and team performance through the development of emotionally competent group
norms. The study also supported that the emotionally competent group norms affect team
performance.

In a recent review Ashkanasy and Humphrey (2011) discuss current research on emotion in
the organisational behaviour field based on five levels of analysis. These five levels are
within person, between persons (including individual emotional intelligence), dyadic
interactions, leadership and teams (including group emotional intelligence) and organisation
wide. In this review they suggest that this model is integrated across the five levels through a
common thread based on the neurobiology of emotion, and as a result allude to the fact that
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individual emotional intelligence may not directly impact on the emotional intelligence of the
group or team, but have an indirect effect via the model pathways between the five levels.
Earlier studies by both Jordan and Troth (2004) and Offerman et al. (2004) both indicated
that emotional competence had significantly positive effects on team performance. Offerman
et al. (2004) concluded that teams with higher average emotional intelligence performed
better on the team project than those teams with a lower average emotional intelligence.
Jordan and Troth (2004) concluded that teams with a higher average emotional intelligence
performed better in the area of problem solving and conflict resolution compared to those
teams with a lower average emotional intelligence.

The literature suggests that the implications of emotional intelligence on performance can be
broadly grouped into three categories. First, at an individual level emotional intelligence is
important in effective communication, building rapport and influencing others. Second, in
commercial terms, emotional intelligence is seen to underpin performance and in
understanding and meeting customer’s needs. Third, in an organisational context, emotional
intelligence is seen as critical in fostering teamwork and motivating others (PsychPress,
2004).

2.3.8

Improving Emotional Intelligence

Over the last decade emotional intelligence research has examined a range of diverse issues
such as the impact of emotion on decisions (Scott – Ladd & Chan, 2004), the relationship
between leader emotional intelligence and organisational change (Stubbs-Koman & Wolff,
2008) and the link between emotional intelligence and individual and group performance
(Cherniss & Goleman, 1998).

With evidence that suggests that emotional intelligence

predicts a range of positive outcomes, there has developed a need to establish whether
emotional intelligence can be improved through training (Groves, McEnrue & Shen, 2008;
Saarni, 1999).

A study by Boyatzis and Saatcioglu (2008) using a combination of cross-sectional and
longitudinal time series data collected as part of a 50 year longitudinal study of MBA
students at the Weatherhead School of Management, Case Western Reserve University, has
shown that students can develop emotional intelligence and cognitive competencies crucial to
effectiveness as a manager and leader. The results showed strong evidence of improvement
in the self-management, social awareness and social skills emotional intelligence clusters.
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Surveying 535 fully employed business students at a medium sized public university in the
Southwestern United States, Groves, McEnrue and Shen (2008) conducted a study to
determine whether it was possible to develop emotional intelligence. The results of their
study indicated that emotional intelligence can be developed, with the treatment group
demonstrating significant overall emotional intelligence gains across the dimensions of
perceiving emotions, using emotions to facilitate thought, understanding emotions and
managing emotions.

The above two studies support the findings of Dulewicz and Higgs (2004) who in three
separate studies involving managers, team leaders and the skippers and crews from a round
the world yacht race concluded that there was evidence to support the hypothesis that
emotional intelligence is capable of being developed.

They also concluded that the

participants in the two studies without specific emotional intelligence training intervention
showed limited changes in their emotional intelligence, compared to those participants in the
study that contained a specific emotional intelligence training component.

While research has acknowledged that emotional intelligence can be developed, future
studies need to focus on longer term programs, group emotional intelligence development,
groups other than managers and the stage at which emotional intelligence intervention is most
effective (Boyatzis & Saatcioglu, 2008).

2.3.9

Emotional Intelligence Programs for the Workplace

As the concept of emotional intelligence gains more momentum individuals, groups and
organisations strive to identify programs for their particular workplaces that will improve the
emotional intelligence competencies of their employees. Cherniss and Goleman (1998) have
proposed guidelines for effective social and emotional learning that provide the optimal
process for helping individuals to increase their emotional competence in personal and
interpersonal contexts. These guidelines suggest that training programs should consist of
four basic phases: preparation, training, transfer and maintenance and evaluation.

The

preparation phase begins before the individual commences formal training and involves
preparation for change. In this phase the organisation’s needs are assessed, along with
personal strengths and weaknesses. The second phase, or the training phase, covers the
change process itself and includes the processes that help people change the way in which
they view the world and deal with its social and emotional demands. The transfer and
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maintenance phase addresses the challenges faced by individuals as they attempt to use their
new skills and knowledge in their own workplace environments. The fourth phase involves
evaluation which focuses on continuous improvement at both the individual and
organisational level.

The effectiveness of any emotional intelligence development depends not only on the
techniques used but also on their design and implementation (Ornstein & Nelson, 2006). The
ingredients of effective implementation are identified as creating an encouraging
environment, gauging the participants readiness for change, setting manageable goals,
encouraging practice of new skills, inoculating against setbacks and providing follow up
support. While these components are recognised as being important, researchers need to
continue to evaluate emotional intelligence intervention programs and focus on identifying
the aspects of these programs that are necessary and sufficient for meaningful change to
occur (Cherniss & Goleman, 2001).

2.3.10 Emotional Intelligence and Natural Resource Management
Natural resource management in Australia has been driven, in part, by the need for global
public sector reform. These reforms demanded the provision of information by government
to its communities, to share views and to be involved in shaping decisions that affect the lives
of community members. The consideration of these factors led to the establishment of
locally driven natural resource management committees.

The management of natural resources in Australia is complex and requires natural resource
management committees who are able to provide leadership and engage the community in
natural resource management decisions (NSW Department of Infrastructure, Planning and
Natural Resources, 2003). These natural resource management committees must function as
teams and therefore it is critical to understand that the composition of the committees is
multi-disciplinary requiring synergy, which is only achieved through the dimensions of
emotional intelligence (Schalk & Sofo, 2010; Sofo & Schalk, 2008).

The increased use of teams, not only in natural resource management, but globally in
workplaces, has led to research attention on team effectiveness but very little attention on
emotional intelligence at the team level (Ilgen, 1999). Studies that focus on emotional
intelligence as an individual rather than as a team are numerous (Barbuto & Burbach, 2006;
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Blank, 2008; Goleman, 2008; Spencer & Spencer, 1993), and many have demonstrated that
emotional intelligence contributes to the bottom line in any work organisation.

Team

emotional intelligence is often considered more complex than individual emotional
intelligence because team members must attend to another level of awareness and regulation.
They must be mindful of the emotions of their members, their own team emotions and the
emotions of other teams and individuals outside the team boundary (Druskat & Wolff,
2001a).

Research by Druskat and Wolff (2001a) shows that there are three conditions essential to a
group’s effectiveness; trust among members, a sense of group identity and a sense of group
efficacy. To be most effective teams need to create emotionally intelligent norms that will
support the behaviours for building trust, group identity and group efficacy. This research
showed that the most effective teams were the emotionally intelligent ones.

The literature suggests that the implications of emotional intelligence can be broadly grouped
into three categories. First, George (2000), Herkenhoff (2004) and Tischler, Biberman and
McKeage (2002) suggest that at an individual level emotional intelligence is important in
effective communication, building rapport and influencing others. Second, in commercial
terms, emotional intelligence is seen to underpin performance and in understanding and
meeting customer needs (Higgs, 2004; Rahim & Minors, 2003; Schutte et al., 2001). Third, in
an organisational context, emotional intelligence is seen as critical in fostering teamwork and
motivating others (Druskat & Wolff, 2001b; Moriarty & Buckley, 2003; Welch, 2003).

In managing natural resources, decision-making processes can be complex and contentious,
and often further hindered by the need to provide leadership and engage the community
(NSW Department of Infrastructure, Planning and Natural Resources, 2003). Studies by
Druskat and Wolff (2001a), Herkenhoff (2004), Higgs (2004), Moriarty and Buckley (2003)
and Tischler et al. (2002) have indicated that in complex decision-making environments
where leadership and community engagement are vital those involved need to have focused
and developed emotional competencies of conscientiousness, emotional resilience,
motivation, resilience, interpersonal sensitivity and self-awareness.

While studies have examined emotional intelligence in the public sector, many have focused
on the relationship between emotional intelligence and leaders (Bhatta, 2001; Ferris &
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Connell, 2004) and emotional intelligence and the performance of individual employees
(Berman & West, 2008; Rosete & Ciarrochi, 2005; Vigoda-Gadot & Meisler, 2010). Many
of these studies are international and fail to recognise the growing importance of the role that
committees now play within the public sector.

Within Australia, and indeed globally,

research that addresses group emotional intelligence and natural resource management within
the public sector is a void.

The importance of introducing emotional intelligence as a construct into the public sector
workplace, and designing it specifically for natural resource management, is the potential for
meaningful change to occur in the context of committee performance and meeting
community expectations (Cherniss & Goleman, 2001). By targeting and understanding both
individual and group emotional intelligence, natural resource management committees have
the potential to develop the skills considered essential for making decisions (Herkenhoff,
2004), providing effective leadership (George, 2000) and engaging with the community
(Higgs, 2004).
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CHAPTER 3

Research Methodology

3.1

Overview

The primary aim of this study was to determine what influence both individual and group
emotional competence had on the effective operation of natural resource management
committees, and to investigate the type of team characteristics and behaviours associated with
emotional intelligence profiles.

This research project was a case study of seven natural resource management committees.
The case study research methodology was adopted which allowed the researcher to closely
examine the data within the specific context of natural resource management committees
(Zainal, 2007).

Eisenhardt (1989) and Zainal (2007) reported that case studies were

advantageous in that they present data of real-life situations and they provide better insights
into the detailed behaviours of the subjects of interest. This methodology provided an
opportunity for the researcher to go beyond the quantitative statistical results and explore
complex issues through observation, reconstruction and analysis (Tellis, 1997).

Case studies typically combine data collection methods (Eisenhardt, 1989) and therefore,
both quantitative and qualitative data were collected by surveying the following; committee
members of each of the seven natural resource management committees and two observers of
each committee who had attended at least three committee meetings. Additional data, which
supplemented the survey data, was also collected from state and federal reviews of each
committee and committee annual reports.

This study entailed the distribution of both an individual emotional intelligence questionnaire
and a group emotional intelligence questionnaire targeted at seven natural resource
management committees.

Each natural resource management committee has been

established under State/Territory and Australian federal legislation to manage natural
resources.
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Three sets of survey data were collected to facilitate data triangulation and to provide detailed
emotional competence profiles for each natural resource management committee. The first
and second sets of data collected targeted individual committee members on each of the
seven natural resource management committees. There were up to eight committee members
on each committee and they were asked to complete both the Individual Work Profile
Questionnaire and the Committee Experience Questionnaire.

This provided individual

committee member emotional competence profiles along with emotional competence profiles
for each of the natural resource management committees. The third set of data collected was
committee observer data. Two observers for each committee were asked to attend a number
of committee meetings and complete an Observer Questionnaire. The data collected from the
Observer Questionnaire provided an assessment of group emotional competence for each
committee as a whole.

Following the completion of all questionnaires a committee member was randomly selected
to participate in a follow-up interview. In this interview the committee member was asked to
identify and comment on behaviours that were perceived to either assist or hinder in the
achievement of the committee’s outcomes.

Once the individual and group emotional competence profiles for each committee had been
constructed they were assessed against independent government data, which is publicly
available, to determine the operating effectiveness of each committee.

3.2

Natural Resource Management Committee Study

3.2.1

Research Objectives and Questions

The primary aim of this study, which was to determine what influence both individual and
group emotional competence had on the effective operation of natural resource management
committees, was addressed through the following objectives and corresponding research
questions:

1. To describe the emotional competence of committees,
a. What is the emotional competence profile for each committee?
b. Is there a relationship between the age and gender composition of a
committee and committee emotional competence?
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c. What is the emotional competence profile for each committee as assessed
by the observers?
d. Does observer data differ from committee self-assessment?
2. To describe the emotional competence of individual committee members,
a. What is the emotional competence profile for each individual committee
member?
3. To assess the impact of individual emotional competence on group emotional
competence,
a. Is there a relationship between individual committee member emotional
competence and committee emotional intelligence?
4. To describe the type of team characteristics and behaviours associated with
different emotional competence profiles,
a. What are the team characteristics and behaviours associated with different
emotional competence profiles?
5. To investigate the relationship between group emotional competence profiles and
the operating effectiveness of natural resource management committees.
a. What is the impact of emotional competence on the committee’s ability to
achieve their performance targets?
Table 10 provides a summary of the research questions, data collected and method of
analysis.
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Table 10 Summary of Research Questions, Data Collected and Method of Analysis
Research Questions
1.

What is the emotional
competence (EC) profile
for each individual
committee member?

2.

What is the EC profile for
each committee?

Source of Data
(Instrument)
Work Profile
Questionnaire

Committee
Experience
Questionnaire
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Analyses

Null Hypotheses

•

Construct individual committee member component EC
profiles in the 3 component areas of self-management,
relationship management and communication.
• Construct individual committee member overall EC profiles
(∑ self-management, relationship management and
communication).
Using Pearson’s Correlation
• Compare individual committee member component EC
profiles.
• Compare individual committee member overall EC profiles
within each committee.
• Construct committee behavioural norm EC profiles in the 9
areas of interpersonal understanding, confronting members
who break norms, caring behaviour, team self-evaluation,
creating resources for working with emotion, creating an
affirmative environment, proactive problem solving,
organisational understanding and building external
relationships .
• Construct committee level EC profiles at the individual,
group and cross-boundary levels.
• Construct committee overall EC profiles (∑ 9 behavioural
norms).
Using Pearson’s Correlation
• Compare the behavioural norm EC profiles of each
committee.
• Compare the committee level EC profiles of each
committee.
• Compare the committee overall EC profiles of each
committee.
• Compare individual committee member’s assessment of the
nine behavioural norms within each committee.
• Compare individual committee member’s assessment of
level EC within each committee.
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Research Questions

Source of Data
(Instrument)

Analyses

Null Hypotheses

•

3.

What is the EC profile for
each committee as
assessed by the observers?

Committee
Experience
Questionnaire

4.

Does observer data differ
from committee selfassessment?

Committee
Experience
Questionnaire

5.

Is there a relationship
between individual
committee member EC
and committee EC?

•

What is the impact of EC
on the committee’s ability
to achieve their
performance targets?

•

6.

•

•

Work Profile
Questionnaire
Committee
Experience
Questionnaire

Independent
committee
review data
Focus group
discussions of
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Compare individual committee member’s assessment of
overall EC within each committee.
• Construct committee behavioural norm EC profiles.
• Construct committee level EC profiles.
• Construct committee overall EC profiles.
Using Pearson’s Correlation
• Compare observer assessment for behavioural norm EC
profiles within each committee.
• Compare observer assessment for overall EC profiles within
each committee.
Using Pearson’s Correlation
• Compare observer and committee member assessment of
behavioural norm EC profiles within each committee.
• Compare observer and committee member assessment of
committee level EC within each committee.
• Compare observer and committee member assessment of
overall EC profiles within each committee.
Using ANOVA
• Relationship between individual committee member
component EC profiles and committee level EC profiles.
• Relationship between individual committee member overall
EC profiles and committee overall EC profiles.
• Relationship between individual committee member overall
EC profiles and committee behavioural norm EC profiles.
• Relationship between the component EC profiles of the
Chair and the component EC profiles of other individual
committee members.
• Relationship between the overall EC profiles of the Chair
and the overall EC profiles of other individual committee
members.
Using ANOVA
• Identify % performance targets achieved.
• Relationship between % performance targets achieved and
committee behavioural norm EC profiles.
• Relationship between % performance targets achieved and
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There is no difference between observer and
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of the Chair and the EC profiles of the other
committee members.

There is no relationship between committee
behavioural norm EC profiles and committee
performance.
There is no relationship between committee
level EC profiles and committee performance.

The role of emotional competence on the effectiveness of natural resource management committees

Research Questions

Source of Data
(Instrument)
performance
targets achieved
• Supervisors
assessment of
performance
targets achieved
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Analyses
•

Null Hypotheses

committee level EC profiles.
Relationship between % performance targets achieved and
committee overall EC profiles.
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3.2.2

Participants

In operation across Australia there are currently 59 natural resource management committees.
All 59 natural resource management committees were contacted, initially by letter, and then
with a follow-up phone call from the researcher, inviting them to participate in the study.
While considerable interest was shown in the research project, participation was purely
voluntary, resulting in only seven committees choosing to participate in the study.

The study involved 58 participants, in which 44 were current members of a natural resource
management committee and 14 were observers. For each of the seven natural resource
management committees there were 44 current committee members surveyed. Committee
members surveyed were both male and female and ranged in ages from 25 to 70. Each
committee member had been appointed according to their skill and knowledge base, and as a
collective they provided a range of experience, skills and knowledge in areas such as primary
production, cultural heritage, biodiversity conservation, business administration, natural
resource management and governance. Broadly, committee members are responsible for
involving regional communities in the management of natural resources, and are the primary
means for the delivery of funding from the State, Territory and Australian Governments.

Observers for each of the seven natural resource management committees were selected from
both staff and stakeholder attendees at committee meetings.

3.2.3

Emotional Intelligence Measures

Individual Work Profile Questionnaire
Kenneth Nowack (PhD), a licensed psychologist and researcher in the area of 360 degree
feedback, emotional intelligences and occupational health developed the Individual Work
Profile Questionnaire to measure a set of interpersonal, social and communication
competencies that people need to develop to manage emotion (Nowack, 1997).

The

Individual Work Profile Questionnaire is based on a conceptual model of emotional
intelligence that measures three components; self-management, relationship management and
communication. These three components are then broken down into the following 17 scales:
self-development, adaptability/stress tolerance, self-control, trustworthiness, strategic
problem solving, achievement orientation, building strategic relationships, conflict
management, leadership, interpersonal sensitivity/empathy, team/interpersonal support,
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collaboration, written communication, two-way feedback, oral communication, oral
presentation and listening.

The initial version of the Individual Work Profile Questionnaire was developed using both
the emotional intelligence model proposed by Goleman (1998) and items drawn from three
already validated multi-rater feedback tools (Nowack, 1997). This version was piloted with a
group of 165 executives, managers and professional employees within a number of
organisations. Based upon the results and statistical analysis from the pilot testing the
Individual Work Profile Questionnaire was revised in item content and wording.

Each of the 17 scales are measured by three to five questions using a Likert 1 to 7 frequency
scale ranging from ‘To An Extremely Small Extent’ to ‘To An Extremely Large Extent.’ Each
scale has been designed to accepted standards for internal consistency reliability measured by
Cronbach’s Coefficient alpha, which is in the range 0.67-0.89, and retest reliability.
Cronbach’s Coefficient Alpha measures the average intercorrelation of items and is the
accepted measure of internal consistency reliability for psychometric scales.

Internal

consistency indicates how far the items in a scale measure the same dimension or trait.
Retest reliability refers to the test or questionnaires stability from one administration to the
next. Validity of a test or questionnaire provides information about the degree to which it is
actually measuring what it was designed to measure (Cameron, 2004).

The Individual Work Profile Questionnaire (Appendix 1) is designed to provide a focus about
specific emotional intelligence competency strengths and potential development areas. It also
provides a tool in which behavioural change efforts aimed at improving self-management,
relationship management and communication skills may be facilitated (Envisia Learning,
2008a).

Committee Experience Questionnaire
The Committee Experience Questionnaire was developed by Dr Vanessa Urch Druskat,
Associate Professor of Organisational Behaviour and Management at the University of New
Hampshire and Dr Steven Wolff, Research Consultant with the American based Haygroup,
specialising in leadership and organisational effectiveness (Wolff, 2006).
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Initial development work on the Committee Experience Questionnaire identified 13 norms
(behaviours) that represented the set of behaviours observed in emotionally competent groups
(Druskat & Wolff, 2001a). As a result of further research by Hamme (2003) and Wolff
(2006) the questionnaire was refined to include only nine norms and the items were reworded
to improve clarity and relevance.

Group emotional intelligence represents the ability of a group to generate a set of norms that
guide the emotional experience in a group in an effective way. There are norms that guide a
group’s interaction with its members (individual level), the group as a whole (group level)
and others outside the group (cross boundary level).

The Committee Experience Questionnaire (Wolff & Druskat, 2004) is a self-report measure
consisting of 57 items requiring a response to a seven dimension Likert scale ranging from
‘Completely Disagree’ to ‘Completely Agree.’

The items explore group emotional

intelligence at the individual, group and cross-boundary levels. Associated with these levels
are the dimensions of individual group awareness and regulation; group self-awareness and
self-regulation; and cross-boundary group social awareness and group social skills. At each
of these dimensions there are norms that create awareness of emotion in the group and norms
that regulate group behaviour.

The Committee Experience Questionnaire (Appendix 2) is designed to measure the following
nine norms: interpersonal understanding, confronting members who break norms, caring
behaviour, team self-evaluation, creating resources for working with emotion, creating an
affirmative environment, proactive problem solving, organisational understanding and
building external relationships (Wolff, 2006).

The Committee Experience Questionnaire is a group level measure and therefore it is
recommended that a minimum of 75% of the group members must complete the
questionnaire to be considered a valid measure of group emotional intelligence (Wolff, 2006).

Cronbach’s Coefficient Alpha reliability for each of the group emotional intelligence norms
is shown in Table 11.
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Table 11 Reliability of Group Emotional Intelligence Norms
Group Emotional Intelligence Norm

Cronbach’s Coefficient Alpha

Interpersonal Understanding

0.884

Confronting Members Who Break Norms

0.854

Caring Behaviour

0.877

Team Self-Evaluation

0.808

Creating Resources for Working With Emotion

0.740

Creating an Optimistic Environment

0.819

Proactive Problem Solving

0.755

Organisational Awareness

0.834

Building External Relations

0.839

The sample is based on a database of 473 team members comprising 91 teams.

The

reliabilities range from a high of 0.884 for the norm of interpersonal understanding to a low
of 0.740 for the norm of creating resources for working with emotion. The average reliability
for all nine norms is 0.823.

3.2.4

Committee Performance

Committee performance, or the operating effectiveness of the committee, was defined as the
percentage natural resource management criteria achieved. This was determined by first
identifying natural resource management criteria and then assigning a rating of achieved,
partly achieved, not yet achieved or not applicable for each of the criteria. Using state and
federal government reviews, reports and audits 10 natural resource management criteria,
common to all seven committees, were identified. These criteria were then assessed and
assigned a rating of achieved, partly achieved, not yet achieved or not applicable for each
committee.

The percentage natural resource management criteria achieved was then

calculated for each committee.

3.2.5

Procedure

Multimethod research, or triangulation, involves using two or more sources of data or
research methods to investigate a research question. Triangulation originated in the field of
social sciences where historically research findings were derived from a single research
method. Data derived from a single research method is considered vulnerable because it is
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difficult to estimate what impact measurement error is having on the findings (Bryman,
2001).

Triangulation is no longer confined to the study area of social sciences and is now used by
qualitative researchers to check and establish validity in their research studies. In effect, the
use of triangulation provides researchers with greater confidence in their findings (Guion,
2002).

Three sets of survey data were collected to facilitate data triangulation and to provide detailed
emotional competence profiles for each natural resource management committee. The first
and second sets of data collected targeted individual committee members on each of the
seven natural resource management committees. There were up to eight committee members
on each committee and they were asked to complete both the Individual Work Profile
Questionnaire and the Committee Experience Questionnaire.

This provided individual

committee member emotional competence profiles along with emotional competence profiles
for each of the natural resource management committees. The third set of data collected were
committee observer data. Two observers for each committee were asked to attend a number
of committee meetings and complete an Observer Questionnaire (Appendix 3). The data
collected from the Observer Questionnaire provided an assessment of group emotional
competence for each committee as a whole.

Each committee member of the seven natural resource management committees were asked
to complete both the Individual Work Profile Questionnaire and the Committee Experience
Questionnaire. Both questionnaires were provided to each member in the “paper and pencil”
format, along with instructions on how to complete the questionnaires. Committee members
were given 30 days in which to complete and return the questionnaires. A reply paid
envelope was provided to all committee members for the return of the questionnaires. Two
weeks after the distribution of the questionnaires each committee member was sent a
reminder, via facsimile and/or email, to complete the questionnaires. One week before the
due date for the return of the questionnaires each committee member was contacted, via
telephone by the research student.

Two observers for each of the natural resource management committees were asked to attend
at least three committee meetings and complete the Observer Questionnaire. The observers
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were given three months to complete the questionnaire, which provided adequate time to
attend at least three committee meetings.

Two months after the distribution of the

questionnaire each observer was sent a reminder, via facsimile and/or email, and one week
before the due date for the return of the questionnaires each observer was contacted, via
telephone by the research student.

Following the completion of all questionnaires a committee member was randomly selected
to participate in a follow-up interview (Appendix 4). In this interview the committee member
was asked to identify and comment on behaviours that were perceived to either assist or
hinder in the achievement of the committee’s outcomes.

Once all the data had been collected and analysed, emotional competence profiles for each
committee were constructed. These profiles were assessed against independent review and
audit data (GHD, 2008; GHD, 2009a; GHD, 2009b; Sinclair, Knight & Merz, 2008) and State
Government reviews and committee annual reports (NSW Government, 2009a, b, c, d ,e;
NSW Government 2010a, b; Queensland Government, 2009) to determine the operating
effectiveness of each committee.

A diagrammatic representation of this study’s procedural steps is shown in Figure 2.
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Ethics Application
Submitted and Approved

Pilot Study Designed and
Implemented

Individual Work Profile
Questionnaire Refined

Seven Natural Resource
Management Committees
Identified and Contacted

Committee Experience
Questionnaire Refined

Questionnaires

Individual Committee Members
Surveyed

Data Collection

Individual Committee Member
Emotional Competence Data

Committee Observers Surveyed

Committee Emotional
Competence Data

Committee Observer
Emotional Competence Data

Independent Review and Audit Data, Government Data and Individual Committee Member Interview Data Collected

Data Analysis

Figure 2: Study’s Procedural Steps
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3.2.6

Permission to Conduct the Study

Under both the National Statement on Ethical Conduct in Human Research and the Privacy
Act 1988 this study required approval by the University of Canberra Committee for Ethics in
Human Research to conduct research with human participants. After consideration of the
ethics application the study was granted approval by the Committee for Ethics in Human
Research (Approval Number: 08-40).

3.2.7

Data Analysis

Individual emotional competence scores for each committee member were calculated using
the raw data collected from the Work Profile Questionnaires.

Individual emotional

competence profiles were scored and plotted onto a profile chart. Each profile chart has a
score

against

the

following

emotional

competence

scales:

self-development,

adaptability/stress tolerance, self-control, trustworthiness, strategic problem solving,
achievement

orientation,

leadership/influence,

building

interpersonal

strategic

relationships,

sensitivity/empathy,

conflict

management,

team/interpersonal

support,

collaboration, written communication, two-way feedback, oral communication, oral
presentation and listening.

Committee emotional competence profiles were calculated using the raw data collected from
the Committee Experience Questionnaires. Emotional competence profiles were scored and
plotted onto profile charts for each natural resource management committee. Committee
emotional competence was scored and profiled against the following nine norms:
interpersonal understanding, confronting members who break norms, caring behaviour, team
self-evaluation, working with emotion, creating a positive environment, proactive problem
solving, organisational understanding and building external relationships.

To what extent do individual emotional competence profiles reflect committee emotional
competence profiles were analysed using ANOVA and regression. An ANOVA analysis of
the individual emotional competence scores for the members of the committees were
performed to see whether there was a significant difference between the mean scores of the
committees.

A regression analysis of the mean scores from the ANOVA were then

conducted on the committee emotional competence scores.

Regression analysis were

performed so that emotional competence profiles for each individual committee member and
for each committee as a whole could be established and used as a basis for comparison
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against performance data. Analyses was also conducted to determine the type of team
characteristics and behaviours associated with different emotional competence profiles.

Using independent, state and federal government reviews and audits a goal achievement
profile for each committee was developed. This profile was then compared to the emotional
competence profile of the committee and used as a performance measure to align with
emotional competence profiles of each committee.

Observer data was used to assist in developing emotional competence profiles for each
committee as a whole.

3.3

Pilot Study

A pilot study of an Environmental Management Program Project Team was conducted using
a self-report survey of emotional intelligence. This pilot study was carried out to allow the
researcher to gather information that could be used to refine or modify the research
methodology and in doing so increase the likelihood of success in the overall study.

The pilot study was conducted using the same methodology already described and involved
10 participants, in which eight were current committee members of an Environmental
Management Program Project Team and two were observers who regularly attended
committee meetings.

All eight committee members were selected to represent their

respective stakeholder organisations and all belonged to a state government agency. Higher
education qualifications had been completed and obtained by all committee members and
four committee members were at manager level and four were at scientific or project officer
level.

The two observers were not members of the committee but regularly attended committee
meetings in the capacity of advisors. One observer belonged to a state government agency
and the other observer to a tertiary institution. Both observers had completed and obtained
higher education qualifications.

The outcomes of this study indicated that there was a high level of consensus in the
perceptions of emotional intelligence at the individual, group and cross-boundary levels
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which implied that there was a consistency in self-awareness of the committee’s overarching
emotional intelligence. In addition, there was a moderate level of agreement of the existence
of emotionally competent group behaviours, along with the perception that the committee
operated more effectively in the dimension of self-awareness at individual and group levels
than at self-regulation at individual and group levels. The study also indicated that there was
a need for improving the effectiveness of members giving and receiving feedback and
creating resources to successfully work with the emotions of the committee (Sofo & Schalk,
2008). These findings provided a positive basis for the continuation of research in the area of
emotional intelligence and its influence on the operating effectiveness of natural resource
management committees.

3.4

Delimitations of the Study

As with all investigations, this study has identified six delimitations that should be
considered. First, the study involved 58 participants, in which 44 were current members of a
natural resource management committee and 14 were observers. The participating seven
natural resource management committees was considered to be a small sample size from the
current existing 59 natural resource management committees operating across Australia. All
59 natural resource management committees were contacted and invited to participate in the
study, but the tyranny of distance and the perception by committee members that the results
of the study would be used by government to negatively impact on the committees’ hindered
participation.

Second, the study relied on the collection of data from both the Individual Work Profile
Questionnaire and the Committee Experience Questionnaire. These questionnaires measure
an individual’s perceived emotional competence, not their actual emotional competence,
using a self-report technique. Ching Kan and Williams (2002) and Matthews, Roberts and
Zeidner (2004) note that the self-report methodology of measuring emotional intelligence can
be inaccurate due to the questionnaire’s vulnerability to social desirability bias as well as an
individual’s management of perception and deception. This concern is addressed by the
technique of 360 degree feedback which compares self-assessment responses to reports
provided by a respondent’s peers. In this study two observers for each committee were asked
to rate the committee’s emotional competence levels for the nine behavioural norms over the
course of three separate committee meetings. Care should be taken when interpreting the
individual committee member emotional competence profiles as the 360 degree feedback
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technique was not employed. In part this technique was not employed due to the logistics of
identifying peers and the reluctance of committee members to nominate peers to complete the
questionnaires.

The measurement of committee performance, based solely on independent, state and federal
government reviews, reports and audits, is the third delimitation that needs to be considered.
While these documents were extensive and detailed, the briefs used in guiding the preparation
and content of these documents were developed by government and therefore result in
potential bias. It would be useful for future research to complement the outcomes of these
documents with objective performance data and perceptions from the wider community. The
selection of the ten natural resource management criteria used to determine the committee’s
performance and the ranking of the committee’s performance was subject to interpretation by
the researcher and therefore may contain bias.

The fourth delimitation of the study was that contextual factors, such as the developmental
phase and organisational culture in which the committee was operating in, was not
considered. Hare (2010), Tuckman (1965), West, Patera and Carsten (2009) and Whelan
(2009) identified that group behaviours and group performance may change over time as the
group works through the forming, storming, norming and performing developmental phases.
This study assumed that all seven committees were operating in the performing phase.

Fifthly, the collection of mainly quantitative data from individual committee members and
observers can be considered a delimitation of this study. Although observers were asked to
provide additional comment to support their questionnaire answers and random committee
member follow-up interviews were conducted, it would have been beneficial to engage the
committees in focus group discussions to explore the use of emotional competent behaviours.

The final identified delimitation of this study was that the data collected represents a single
snapshot whereas it would be beneficial to collect emotional competence and committee
effectiveness data over a period of time. Changes in the development of committees and their
potential for delivering effective outcomes can occur across multiple time scales and can be
systematic and regular, or episodic and particular (Arrow et al., 2004; Pescosolido, 2003).
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CHAPTER 4

Results
4.1

Overview

The primary aim of this study was to determine what influence both individual and group
emotional competence has on the effective operation of natural resource management
committees. This aim was addressed by five objectives (Chapter 3) which explored both
individual committee member emotional competence and committee emotional competence.

The objectives of this study were achieved by surveying natural resource management
committee members and observers attending committee meetings. Three sets of survey data
were collected to provide detailed emotional competence profiles for the seven natural
resource management committees. The first and second sets of data collected targeted the
individual committee members through the completion of both the Individual Work Profile
Questionnaire and the Committee Experience Questionnaire. These data were then used to
compile emotional competence profiles for both individual committee members and the
committees as a whole. The third set of data collected was committee observer data through
the completion of the Committee Experience Questionnaire. These data were then used to
provide an assessment of group emotional competence for each committee as a whole.
Observers were also asked to make additional comments which have been recorded as
individual observer stories. Following the completion of all questionnaires a committee
member from each of the seven committees was randomly selected to participate in a followup interview. The results from these interviews have been recorded in individual committee
member stories and have been used to provide further support to the data.

In this chapter the order in which the data are presented is first the demographic data for all
individual committee members and observers. Committee emotional competence profiles are
then presented, followed by the emotional competence profiles for individual committee
members. Data for both the relationship between individual committee member emotional
competence and committee emotional competence and committee chair emotional
competence and committee emotional competence are presented next. Team characteristics
and behaviours associated with emotional competence profiles are presented for the seven
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natural resource management committees.

Finally, data on the relationship between

committee emotional competence and the operating effectiveness of natural resource
management committees are presented.

Chapter 4 – Results

Page 94

The role of emotional competence on the effectiveness of natural resource management committees

4.2

Demographic Information for Individual Committee Members and Observers

Data were obtained from seven natural resource management committees of which, committees one and five had six members each, committees
two and three had eight members each, committee four had seven members, committee six had four members and committee seven had five
members. Data from two observers for each committee were also obtained. All 58 participants responded to the questionnaires and provided
demographic information shown in Tables 12 and 13.

4.2.1 Profiles for Individual Members from the Seven Committees

Table 12 Demographic Information for Individual Committee Members
Position

Period of
Membership
(months)

Age Group

Sex

Education

Employment

Industry of
Employment

58
51
48
56
60
51

55-59
55-59
65-69
70+
55-59
55-59

Female
Female
Male
Male
Male
Male

Diploma
Graduate Diploma
Diploma
Degree
Certificate
Degree

Self-employed
Self-employed
Self-employed
Self-employed
Self-employed
Self-employed

Other
Agriculture
Agriculture
Agriculture
Agriculture
Professional,
Scientific, Technical

Chair
Member

24
12

40-44
60-64

Male
Female

Degree
PhD

Employed, full-time
Employed, part-time

Member
Member
Member

47
36
12

50-54
25-29
60-64

Female
Male
Male

Degree
Diploma
Year 10 or below

Self-employed
Self-employed
Self-employed

Government
Professional,
Scientific, Technical
Other
Agriculture
Agriculture

Committee One
Chair
Member
Member
Member
Member
Member

Committee Two
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Position

Period of
Membership
(months)

Age Group

Sex

Education

Employment

Industry of
Employment

30
36
60

40-44
45-49
50-54

Male
Male
Male

PhD
Degree
Masters

Employed, full-time
Employed, full-time
Employed, full-time

Education & Training
Government
Government

36
30
36
36
28
36
28
24

35-39
35-39
45-49
50-54
40-44
55-59
55-59
30-34

Female
Male
Male
Male
Male
Female
Male
Female

Degree
Degree
Degree
Masters
Degree
Degree
Degree
Masters

Employed, full-time
Employed, part-time
Employed, full-time
Employed, full-time
Employed, full-time
Employed, full-time
Employed, full-time
Employed, part-time

Government
Government
Government
Government
Government
Government
Government
Government

Chair

62

60-64

Female

PhD

Government

Member
Member

62
12

60-64
35-39

Female
Female

Degree
PhD

Employed, parttime
Self-employed
Employed, full-time

Member
Member
Member
Member

11
41
60
62

55-59
60-64
55-59
60-64

Male
Male
Male
Male

Graduate Diploma
Year 12
Year 10 or below
Year 10 or below

Self-employed
Not employed
Self-employed
Employed, full-time

Member
Member
Member
Committee Three
Chair
Member
Member
Member
Member
Member
Member
Member
Committee Four
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Position

Period of
Membership
(months)

Age Group

Sex

Education

Employment

Industry of
Employment

Chair

84

60-64

Male

Degree

Self-employed

Member
Member
Member
Member
Member

21
3
40
12
29

50-54
55-59
35-39
45-49
45-49

Female
Male
Female
Male
Male

Degree
Degree
Degree
Masters
Masters

Self-employed
Employed, full-time
Employed, full-time
Self-employed
Employed, full-time

Professional,
Scientific, Technical
Other
Government
Government
Agriculture
Other

66
23
54
5

65-69
65-69
40-44
30-34

Male
Female
Male
Male

Degree
Degree
Degree
Degree

Self-employed
Employed, part-time
Self-employed
Employed, full-time

Agriculture
Education & Training
Agriculture
Agriculture

42
60
54
6
43

60-64
45-49
60-64
50-54
65-69

Male
Male
Female
Female
Male

Certificate
Year 10 or below
Year 12
Degree
Year 12

Self-employed
Self-employed
Self-employed
Self-employed
Self-employed

Agriculture
Agriculture
Agriculture
Other
Agriculture

Committee Five

Committee Six
Chair
Member
Member
Member
Committee Seven
Member
Member
Member
Member
Member

Individual committee members were dominated by males (66%) in the age group 55-59 years, and nearly half of the individual committee
members held a degree level of education. 50% of the individual committee members were self-employed in the industry of agriculture.
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4.2.2 Demographic Information for Observers
Table 13 Profiles for Observers of the Seven Committees
Observer

Relationship to
Committee

Period of
Attendance
(months)

Age Group

Sex

Education

Employment

Industry of
Employment

Observer A

Manager

58

55-59

Male

Graduate Diploma

Employed, fulltime

Observer B

Staff

17

50-54

Female

Degree

Employed, fulltime

Professional,
Scientific,
Technical
Government

Observer A

Observer

66

40-44

Male

Masters

Observer B

Observer

39

55-59

Female

Degree

Employed, fulltime
Employed, fulltime

Observer A

Staff

36

35-39

Female

PhD

Observer B

Observer

36

35-39

Male

Degree

Observer A

Manager

48

60-64

Male

Degree

Observer B

Manager

60

50-54

Male

Degree

Committee One

Committee Two
Other
Government

Committee Three
Employed, parttime
Employed, fulltime

Government

Employed, fulltime
Employed, fulltime

Government

Government

Committee Four
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Observer

Relationship to
Committee

Period of
Attendance
(months)

Age Group

Sex

Education

Employment

Industry of
Employment

Observer A

Observer

120

55-59

Male

Masters

Government

Observer B

Facilitator

53

55-59

Male

Degree

Employed, fulltime
Self-employed

Observer A

Manager

60

40-44

Male

Degree

Observer B

Manager

63

55-59

Male

Degree

Observer A

Manager

24

50-54

Male

Masters

Employed, fulltime

Observer B

Manager

60

50-54

Male

Degree

Employed, fulltime

Committee Five

Professional,
Scientific,
Technical

Committee Six
Employed, fulltime
Employed, fulltime

Government
Government

Committee Seven
Professional,
Scientific,
Technical
Professional,
Scientific,
Technical

The 14 observers were dominated by males (79%) in the age group of 55-59 years. Half of the observers were employed full-time in
government and nine observers held a degree level of education.
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4.3

The Emotional Competence of Committees

Emotional competence profiles for each of the seven committees were constructed from the
Committee Experience Questionnaire responses. These profiles were comprised of nine
behavioural norms, which were divided into six dimensions and three levels.

Figure 3 shows the behavioural norm emotional competence profiles for the seven
committees. The emotional competence profiles for all seven committees generally followed
a similar trend pattern, with the behavioural norms of creating emotional resources and
confronting members been allocated the lowest score. It should be noted that committee four
does not seem to follow the general trend for interpersonal understanding.

Figure 3: Committee Emotional Competence Profiles
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Overall committee emotional competence scores were calculated for the seven committees
and are shown in Figure 4. All of the seven committees had emotional competency scale
scores ranging between 4.65 and 5.95.

Figure 4: Overall Committee Emotional Competence Profiles

ANOVA was used to identify any significant differences among the emotional competence
profiles for the seven committees and the nine behavioural norms, six dimensions and three
levels.

Both 0.05 and 0.01 levels of significance were used in the analysis.

Multiple

comparisons were then reported to identify the pattern of differences among the seven
committees.
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Committee Emotional Competence Behavioural Norms
Table 14 ANOVA Between Committee Emotional Competence Scores for the Nine
Behavioural Norms
Tests of Between-Subjects Effects
Dependent Variable: ValueEI
Source

Type III Sum

df

Mean Square

F

Sig.

62

4.366

8.183

.000

of Squares
a

Corrected Model

270.672

Intercept

10511.807

1

10511.807

19703.374

.000

EI

180.671

8

22.584

42.331

.000

Committee

68.757

6

11.459

21.480

.000

EI * Committee

20.498

48

.427

.800

.825

Error

177.656

333

.534

Total

11334.809

396

Corrected Total

448.329

395

a. R Squared = .604 (Adjusted R Squared = .530)

Table 14 shows ANOVA comparing each committee’s average score with each of the nine
behavioural norms. Table 14 indicated a significant difference between the behavioural norm
means (p=0.000) and the committee means (p=0.000). There was not a significant difference
between the behavioural norm means (p=0.825) across the seven committees.
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Table 15 Multiple Comparisons Among the Nine Behavioural Norms
ValueEI
Bonferroni
(I) EI

(J) EI

Mean

Std. Error

Sig.

Difference

95% Confidence Interval
Lower Bound

Upper Bound

(I-J)
Affirmative Environment

Creating Emotional

1.7000

*

.15572

.000

1.1979

2.2021

1.6848

*

.15572

.000

1.1828

2.1869

.8364

*

.15572

.000

.3343

1.3384

1.3561

*

.15572

.000

.8540

1.8581

1.3409

*

.15572

.000

.8388

1.8430

1.8210

*

.15572

.000

1.3190

2.3231

1.8059

*

.15572

.000

1.3038

2.3079

.5775

*

.15572

.009

.0754

1.0796

.9574

*

.15572

.000

.4553

1.4595

-1.7000

*

.15572

.000

-2.2021

-1.1979

-1.3561

*

.15572

.000

-1.8581

-.8540

-1.8210

*

.15572

.000

-2.3231

-1.3190

-1.8485

*

.15572

.000

-2.3506

-1.3464

-1.2435

*

.15572

.000

-1.7456

-.7414

-1.5227

*

.15572

.000

-2.0248

-1.0207

-.8636

*

.15572

.000

-1.3657

-.3616

-1.6848

*

.15572

.000

-2.1869

-1.1828

-1.3409

*

.15572

.000

-1.8430

-.8388

-1.8059

*

.15572

.000

-2.3079

-1.3038

-1.8333

*

.15572

.000

-2.3354

-1.3313

-1.2284

*

.15572

.000

-1.7304

-.7263

-1.5076

*

.15572

.000

-2.0096

-1.0055

-.8485

*

.15572

.000

-1.3506

-.3464

1.8485

*

.15572

.000

1.3464

2.3506

1.8333

*

.15572

.000

1.3313

2.3354

.6050

*

.15572

.004

.1029

1.1070

Resources
Confronting Members
Team Self-evaluation
Building External

Creating Emotional

Relationships

Resources
Confronting Members

Caring Behaviour

Creating Emotional
Resources
Confronting Members
Organisational
Understanding
Team Self-evaluation

Creating Emotional

Affirmative Environment
Building External

Resources

Relationships
Caring Behaviour
Interpersonal
Understanding
Organisational
Understanding
Proactive Problem Solving
Team Self-evaluation
Confronting Members

Affirmative Environment
Building External
Relationships
Caring Behaviour
Interpersonal
Understanding
Organisational
Understanding
Proactive Problem Solving
Team Self-evaluation

Interpersonal

Creating Emotional

Understanding

Resources
Confronting Members
Organisational
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(I) EI

(J) EI

Mean

Std. Error

Sig.

Difference

95% Confidence Interval
Lower Bound

Upper Bound

(I-J)
Understanding
.9848

*

.15572

.000

.4828

1.4869

-.5775

*

.15572

.009

-1.0796

-.0754

1.2435

*

.15572

.000

.7414

1.7456

1.2284

*

.15572

.000

.7263

1.7304

-.6050

*

.15572

.004

-1.1070

-.1029

1.5227

*

.15572

.000

1.0207

2.0248

1.5076

*

.15572

.000

1.0055

2.0096

.6591

*

.15572

.001

.1570

1.1612

-.8364

*

.15572

.000

-1.3384

-.3343

-.9574

*

.15572

.000

-1.4595

-.4553

.8636

*

.15572

.000

.3616

1.3657

.8485

*

.15572

.000

.3464

1.3506

-.9848

*

.15572

.000

-1.4869

-.4828

Proactive Problem Solving
-.6591
Based on observed means.
The error term is Mean Square(Error) = .534.
*. The mean difference is significant at the .05 level.

*

.15572

.001

-1.1612

-.1570

Team Self-evaluation
Organisational
Understanding

Caring Behaviour
Creating Emotional
Resources
Confronting Members
Interpersonal
Understanding

Proactive Problem

Creating Emotional

Solving

Resources
Confronting Members
Team Self-evaluation

Team Self-evaluation

Affirmative Environment
Caring Behaviour
Creating Emotional
Resources
Confronting Members
Interpersonal
Understanding

The post-hoc tests (Bonferroni) in Table 15 show that the means for creating emotional
resources, confronting members and team self-evaluation are significantly different (p<0.05)
from those of the six other behavioural norms. The means for creating emotional resources,
confronting members and team self-evaluation displayed significantly lower means than that
of the six other behavioural norms.
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Figure 5: Estimated Marginal Means Profile Plot of the Nine Behavioural Norms

The estimated marginal means profile plot (Figure 5) indicated that each committee perceived
that they had a low emotional competence score in creating emotional resources and
confronting members.
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Committee Emotional Competence Dimensions
Table 16 ANOVA Between Committee Emotional Competence Scores for the Six Committee
Emotional Competence Dimensions
Tests of Between-Subjects Effects
Dependent Variable: ValueEI
Source

Type III Sum

df

Mean Square

F

Sig.

of Squares
Corrected Model

115.279

a

41

2.812

2.989

.000

Intercept

8935.278

1

8935.278

9497.348

.000

Committee

71.683

6

11.947

12.699

.000

Dimension

33.450

5

6.690

7.111

.000

Committee * Dimension

13.706

30

.457

.486

.991

Error

333.050

354

.941

Total

11334.809

396

Corrected Total
448.329
395
a. R Squared = .257 (Adjusted R Squared = .171)

Table 16 shows ANOVA comparing each committee’s average score with each of the six
committee emotional competence dimensions. Table 16 indicated a significant difference
between the dimension means (p=0.000) and the committee means (p=0.000). There was not
a significant difference between the dimension means (p=0.991) across the seven committees.
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Table 17 Multiple Comparisons Among the Six Committee Emotional Competence
Dimensions
ValueEI
Bonferroni
(I) Dimension

(J) Dimension

Mean

Std. Error

Sig.

Difference (I-

95% Confidence Interval
Lower Bound

Upper Bound

J)
Group Awareness

.9304

*

.17909

.000

.4011

1.4597

.9848

*

.20680

.000

.3737

1.5960

.7742

*

.16885

.000

.2753

1.2732

Group Awareness

-.9304

*

.17909

.000

-1.4597

-.4011

Group Awareness

-.9848

*

.20680

.000

-1.5960

-.3737

-.7742

*

.16885

.000

-1.2732

-.2753

Group Management of
Members
Group Self Awareness
Group Self-Management

Group Management of
Members
Group Self Awareness
Group Self-Management

Group Awareness

Based on observed means.
The error term is Mean Square(Error) = .941.
*. The mean difference is significant at the .05 level.

The post-hoc tests (Bonferroni) in Table 17 showed that the means for group management of
members, group self-awareness and group self-management are significantly different
(p<0.05) from those of the three other dimensions. The means for group management of
members, group self-awareness and group self-management displayed significantly lower
means than that of the three other dimensions.
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Figure 6: Estimated Marginal Means Profile Plot of the Six Committee Emotional
Competence Dimensions

The estimated marginal means profile plot (Figure 6) indicated that each committee perceived
that they had a lower emotional competence score on the dimensions of group management
of members, group self-awareness and group self-management.

Chapter 4 – Results

Page 108

The role of emotional competence on the effectiveness of natural resource management committees

Committee Emotional Competence Levels
Table 18 ANOVA Between Committee Emotional Competence Scores for the Three
Committee Emotional Competence Levels
Tests of Between-Subjects Effects
Dependent Variable: ValueEI
Source

Type III Sum

df

Mean Square

F

Sig.

of Squares
a

20

4.058

4.145

.000

9827.177

1

9827.177

10037.011

.000

68.110

6

11.352

11.594

.000

Level

6.620

2

3.310

3.381

.035

Committee * Level

6.730

12

.561

.573

.864

Error

367.160

375

.979

Total

11334.809

396

Corrected Model
Intercept
Committee

81.168

Corrected Total
448.329
395
a. R Squared = .181 (Adjusted R Squared = .137)

Table 18 showed ANOVA comparing each committee’s average score with each of the three
committee emotional competence levels. Table 18 indicated a significant difference between
the committee means (p=0.000). There was not a significant difference between the
committee emotional competence level means (p=0.035) and the committee emotional
competence level means (p=0.864) across the seven committees.
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Figure 7: Estimated Marginal Means Profile Plot of the Three Committee Emotional
Competence Levels

The estimated marginal means profile plot (Figure 7) indicated that each committee perceived
that they had a lower emotional competence score at the group level.
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4.3.1

The Emotional Competence of Committees as Assessed by Both Members and

Observers
Individual committee emotional competence profiles were constructed from the Committee
Experience Questionnaire responses of both the committee members and the two observers.
Again, these profiles comprised nine behavioural norms, which were divided into six
dimensions and three levels.

The observations made by the observers regarding the emotional competence profiles of each
committee were further supported by individual observer stories.

Committee One
Figure 8 showed the behavioural norm emotional competence profile for committee one as
assessed by both the members and the two observers. The self-assessment of the emotional
competence profile by the members is closely mirrored by the assessment of the two
observers.

Figure 8: The Emotional Competence Profile for Committee One as Assessed by Members
and Observers

Chapter 4 – Results

Page 111

The role of emotional competence on the effectiveness of natural resource management committees

The Pearson method of computing correlation was used to determine the extent to which the
self-assessment of emotional competence by members was reflected by the emotional
competence assessment by the two observers. Table 19 showed that the assessment of
emotional competence between the members and Observer A (r=0.892, p<0.05), the members
and Observer B (r=0.951, p<0.05) and both Observer A and B (r=0.952, p<0.05) closely
reflected each other.

Table 19: Pearson Correlations Between Committee One Member Emotional Competence
Self-Assessment and Observer Assessment
Correlations
ObserverA
ObserverA

ObserverB

Committee1

.892

**

Pearson Correlation

.952

Sig. (2-tailed)

.000

.001

9

9

N
ObserverB

Committee1

**

**

Pearson Correlation

.952

Sig. (2-tailed)

.000

N

9

.951

**

.000
9

**

.951

**

Pearson Correlation

.892

Sig. (2-tailed)

.001

.000

N

9

9

Committee One Emotional Competence Behavioural Norms
Table 20 ANOVA Between Committee One Member Emotional Competence Scores for the
Nine Behavioural Norms
Tests of Between-Subjects Effects
Dependent Variable: ValueEI
Source

Type III Sum

df

Mean Square

F

Sig.

of Squares
a

13

3.339

16.331

.000

Intercept

1912.656

1

1912.656

9353.817

.000

Member

5.234

5

1.047

5.119

.001

38.177

8

4.772

23.338

.000

Error

8.179

40

.204

Total

1964.246

54

Corrected Model

EI

43.411

Corrected Total
51.590
53
a. R Squared = .841 (Adjusted R Squared = .790)
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Table 20 showed ANOVA comparing each committee member’s average score with the nine
behavioural norms.

Table 20 indicated a significant difference between the committee

member means (p=0.001) and the behavioural norm means (p=0.000).

Committee One Emotional Competence Dimensions
ANOVA comparing each committee member’s average score with the six dimensions
indicated that there was not a significant difference between the committee member means
(p=0.332) and the six dimension means (p=0.113).

Committee One Emotional Competence Levels
ANOVA comparing each committee member’s average score with the levels indicated that
there was not a significant difference between the committee member means (p=0.375) and
the three level means (p=0.282).
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Committee Two
Figure 9 showed the behavioural norm emotional competence profile for committee two as
assessed by both the members and the two observers.

Figure 9: The Emotional Competence Profile for Committee Two as Assessed by Members
and Observers

The Pearson method of computing correlation was used to determine the extent to which the
self-assessment of emotional competence by members was reflected by the emotional
competence assessment by the two observers. Table 21 showed that the assessment of
emotional competence between Observer A and members (r=0.695, p<0.05) and Observer B
and members (r=0.839, p<0.05) reflected each other, whereas the assessment between
Observer A and Observer B (r=0.526, p>0.05) appeared to have no relationship. Observer B
perceived that the committee had poorly developed building external relationships
behavioural norms compared to the perception of Observer A. Observer B generally scored
the committee lower in all behavioural norms compared to Observer A. The exception being
the behavioural norms of interpersonal understanding, caring behaviour and organisational
understanding.
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Table 21 Pearson Correlations Between Committee Two Member Emotional Competence
Self-Assessment and Observer Assessment
Correlations
ObserverA
ObserverA

ObserverB

Committee2

Pearson Correlation

.526

.693

Sig. (2-tailed)

.146

.038

9

9

N
ObserverB

Pearson Correlation

.526

Sig. (2-tailed)

.146

N
Committee2

.839

**

.005

9

9

*

.839

**

Pearson Correlation

.693

Sig. (2-tailed)

.038

.005

9

9

N
*. Correlation is significant at the 0.05 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).

*

Committee Two Emotional Competence Behavioural Norms
Table 22 ANOVA Between Committee Two Member Emotional Competence Scores for the
Nine Behavioural Norms
Tests of Between-Subjects Effects
Dependent Variable: ValueEI
Source

Type III Sum

df

Mean Square

F

Sig.

of Squares
a

15

2.485

9.942

.000

1857.282

1

1857.282

7429.885

.000

Corrected Model
Intercept

37.277

Member

5.139

7

.734

2.937

.011

EI

32.138

8

4.017

16.070

.000

Error

13.999

56

.250

Total

1908.557

72

Corrected Total
51.275
71
a. R Squared = .727 (Adjusted R Squared = .654)

Table 22 showed ANOVA comparing each of committee two member’s average score with
the nine behavioural norms.

Table 22 indicated a significant difference between the

committee member means (p=0.011) and the behavioural norm means (p=0.000).
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Committee Two Emotional Competence Dimensions
ANOVA comparing each committee member’s average score with the six dimensions
indicated that there was not a significant difference between the committee member means
(p=0.391) and the six dimension means (p=0.148).

Committee Two Emotional Competence Levels
ANOVA comparing each committee member’s average score with the levels indicated that
there was not a significant difference between the committee member means (p=0.440) and
the three level means (p=0.661).
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Committee Three
Figure 10 showed the behavioural norm emotional competence profile for committee three as
assessed by both the members and the two observers.

Figure 10: The Emotional Competence Profile for Committee Three as Assessed by
Members and Observers

The Pearson method of computing correlation was used to determine the extent to which the
self-assessment of emotional competence by members was reflected by the emotional
competence assessment by the two observers. Table 23 showed that the assessment of
emotional competence between Observer A and members (r=0.669, p<0.05) and Observer B
and members (r=0.839, p<0.05) and Observer A and Observer B (r=0.661, p<0.05) reflected
each other.
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Table 23 Pearson Correlations Between Committee Three Member Emotional Competence
Self-Assessment and Observer Assessment
Correlations
ObserverA
ObserverA

ObserverB

Committee3

Pearson Correlation

.661

.669

Sig. (2-tailed)

.053

.049

9

9

N
ObserverB

*

Pearson Correlation

.661

.789

Sig. (2-tailed)

.053

.012

N
Committee3

*

9

9

*

Pearson Correlation

.669

Sig. (2-tailed)

.049

.012

9

9

N
*. Correlation is significant at the 0.05 level (2-tailed).

.789

*

Committee Three Emotional Competence Behavioural Norms
Table 24 ANOVA Between Committee Three Member Emotional Competence Scores for the
Nine Behavioural Norms
Tests of Between-Subjects Effects
Dependent Variable: ValueEI
Source

Type III Sum

df

Mean Square

F

Sig.

of Squares
a

15

3.710

10.196

.000

Intercept

1557.684

1

1557.684

4280.723

.000

Member

22.860

7

3.266

8.974

.000

EI

32.795

8

4.099

11.266

.000

Error

20.377

56

.364

Total

1633.715

72

Corrected Model

55.654

Corrected Total
76.032
71
a. R Squared = .732 (Adjusted R Squared = .660)

Table 24 showed ANOVA comparing each committee member’s average score with the nine
behavioural norms.

Table 24 indicated a significant difference between the committee

member means (p=0.000) and the behavioural norm means (p=0.000).

Chapter 4 – Results

Page 118

The role of emotional competence on the effectiveness of natural resource management committees

Committee Three Emotional Competence Dimensions
Table 25 ANOVA Between Committee Member Emotional Competence Scores for the Six
Dimensions
Tests of Between-Subjects Effects
Dependent Variable: ValueEI
Source

Type III Sum

df

Mean Square

F

Sig.

of Squares
a

12

2.308

2.818

.004

Intercept

1296.897

1

1296.897

1583.127

.000

Member

22.860

7

3.266

3.986

.001

4.839

5

.968

1.181

.329

Error

48.333

59

.819

Total

1633.715

72

Corrected Model

Dimension

27.699

Corrected Total
76.032
71
a. R Squared = .364 (Adjusted R Squared = .235)

Table 25 showed ANOVA comparing each committee member’s average score with the six
dimensions. Table 25 indicated that there was a significant difference between the committee
member means (p=0.001) but not the six dimension means (p=0.329).

Committee Three Emotional Competence Levels
Table 26 ANOVA Between Committee Three Member Emotional Competence Scores for the
Three Levels
Tests of Between-Subjects Effects
Dependent Variable: ValueEI
Source

Type III Sum

df

Mean Square

F

Sig.

of Squares
a

9

2.664

3.173

.003

Intercept

1458.483

1

1458.483

1737.157

.000

Member

22.860

7

3.266

3.890

.001

Level

1.118

2

.559

.666

.517

Error

52.054

62

.840

Total

1633.715

72

Corrected Model

23.978

Corrected Total
76.032
71
a. R Squared = .315 (Adjusted R Squared = .216)

Table 26 showed ANOVA comparing each committee member’s average score with the
levels. Table 26 indicated that there was a significant difference between the committee
member means (p=0.001) but not the three level means (p=0.517).
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Committee Four
Figure 11 showed the behavioural norm emotional competence profile for committee four as
assessed by both the members and the two observers.

Figure 11: The Emotional Competence Profile for Committee Four as Assessed by Members
and Observers

The Pearson method of computing correlation was used to determine the extent to which the
self-assessment of emotional competence by members was reflected by the emotional
competence assessment by the two observers. Table 27 showed that the assessment of
emotional competence between Observer A and members (r=0.487, p>0.05), Observer B and
members (r=0.595, p>0.05) and Observer A and Observer B (r=0.113, p>0.05) appeared not
to reflect each other. Observer B generally perceived that the use of behavioural norms by
the committee was lower than that perceived by both the individual committee members and
Observer A. Observer A perceived that the committee had higher developed behavioural
norms of affirmative environment, proactive problem solving and organisational
understanding compared to the self-assessment observations made by individual committee
members.

Chapter 4 – Results

Page 120

The role of emotional competence on the effectiveness of natural resource management committees

Table 27 Pearson Correlations Between Committee Four Member Emotional Competence
Self-Assessment and Observer Assessment
Correlations
ObserverA
ObserverA

ObserverB

Committee4

Pearson Correlation

.113

.487

Sig. (2-tailed)

.773

.184

9

9

N
ObserverB

Pearson Correlation

.113

.595

Sig. (2-tailed)

.773

.091

9

9

N
Committee4

Pearson Correlation

.487

.595

Sig. (2-tailed)

.184

.091

9

9

N

Committee Emotional Competence Behavioural Norms
Table 28 ANOVA Between Committee Four Member Emotional Competence Scores for the
Nine Behavioural Norms
Tests of Between-Subjects Effects
Dependent Variable:ValueEI
Source

Type III Sum

df

Mean Square

F

Sig.

of Squares
a

14

1.880

6.825

.000

Intercept

1888.556

1

1888.556

6854.443

.000

Member

6.011

6

1.002

3.636

.005

EI

20.316

8

2.540

9.217

.000

Error

13.225

48

.276

Total

1928.107

63

Corrected Model

26.327

Corrected Total
39.552
62
a. R Squared = .666 (Adjusted R Squared = .568)

Table 28 showed ANOVA comparing each committee member’s average score with the nine
behavioural norms.

Table 28 indicated a significant difference between the committee

member means (p=0.005) and the behavioural norm means (p=0.000).
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Committee Four Emotional Competence Dimensions
Table 29: ANOVA Between Committee Four Member Emotional Competence Scores for the
Six Dimensions
Tests of Between-Subjects Effects
Dependent Variable: ValueEI
Source

Type III Sum

df

Mean Square

F

Sig.

of Squares
a

11

1.379

2.883

.005

Intercept

1640.457

1

1640.457

3430.592

.000

Member

6.011

6

1.002

2.095

.070

Dimension

9.154

5

1.831

3.829

.005

Error

24.387

51

.478

Total

1928.107

63

Corrected Model

15.164

Corrected Total
39.552
62
a. R Squared = .383 (Adjusted R Squared = .250)

Table 29 showed ANOVA comparing each committee member’s average score with the six
dimensions. Table 29 indicated that there was not a significant difference between the
committee member means (p=0.070), but there was a significant difference between the six
dimension means (p=0.005).

Committee Four Emotional Competence Levels
ANOVA comparing each committee member’s average score with the levels indicates that
there was not a significant difference between the committee member means (p=0.136) and
the three level means (p=0.203).
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Committee Five
Figure 12 showed the behavioural norm emotional competence profile for committee five as
assessed by both the members and the two observers.

Figure 12: The Emotional Competence Profile for Committee Five as Assessed by Members
and Observers

The Pearson method of computing correlation was used to determine the extent to which the
self-assessment of emotional competence by members was reflected by the emotional
competence assessment by the two observers. Table 30 showed that the assessment of
emotional competence between Observer A and Observer B (r=0.789, p<0.05) and Observer
A and members (r=0.663, p<0.05) reflected each other, whereas the assessment between
Observer B and members (r=0.479, p>0.05) differed in their perceptions of the use of the
team self-evaluation, creating emotional resources, organisational understanding and building
external relationships behavioural norms.
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Table 30 Pearson Correlations Between Committee Five Member Emotional Competence
Self-Assessment and Observer Assessment
Correlations
ObserverA
ObserverA

ObserverB

Pearson Correlation

.789

.663

Sig. (2-tailed)

.012

.052

9

9

N
ObserverB

Pearson Correlation

.789

*

.479

Sig. (2-tailed)

.012

.192

9

9

N
Committee5

Committee5

*

Pearson Correlation

.663

.479

Sig. (2-tailed)

.052

.192

9

9

N
*. Correlation is significant at the 0.05 level (2-tailed).

Committee Five Emotional Competence Behavioural Norms
Table 31 ANOVA Between Committee Five Member Emotional Competence Scores for the
Nine Behavioural Norms
Tests of Between-Subjects Effects
Dependent Variable: ValueEI
Source

Type III Sum

df

Mean Square

F

Sig.

of Squares
a

13

3.749

13.556

.000

Intercept

1344.054

1

1344.054

4859.517

.000

Member

27.161

5

5.432

19.640

.000

EI

21.582

8

2.698

9.754

.000

Error

11.063

40

.277

Total

1403.860

54

Corrected Model

48.743

Corrected Total
59.806
53
a. R Squared = .815 (Adjusted R Squared = .755)

Table 31 showed ANOVA comparing each committee member’s average score with the nine
behavioural norms.

Table 31 indicated a significant difference between the committee

member means (p=0.000) and the behavioural norm means (p=0.000).
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Committee Five Emotional Competence Dimensions
Table 32: ANOVA Between Committee Five Member Emotional Competence Scores for the
Six Dimensions
Tests of Between-Subjects Effects
Dependent Variable: ValueEI
Source

Type III Sum

df

Mean Square

F

Sig.

of Squares
a

10

3.279

5.220

.000

Intercept

1143.452

1

1143.452

1820.169

.000

Member

27.161

5

5.432

8.647

.000

5.632

5

1.126

1.793

.135

Error

27.013

43

.628

Total

1403.860

54

Corrected Model

Dimension

32.793

Corrected Total
59.806
53
a. R Squared = .548 (Adjusted R Squared = .443)

Table 32 showed ANOVA comparing each committee member’s average score with the six
dimensions. Table 32 indicated that there was a significant difference between the committee
member means (p=0.000) but not a significant difference between the six dimension means
(p=0.135).

Committee Five Emotional Competence Levels
Table 33 ANOVA Between Committee Five Member Emotional Competence Scores for the
Three Levels
Tests of Between-Subjects Effects
Dependent Variable: ValueEI
Source

Type III Sum

df

Mean Square

F

Sig.

7

4.363

6.857

.000

of Squares
Corrected Model

30.538

a

Intercept

1256.726

1

1256.726

1975.166

.000

Member

27.161

5

5.432

8.538

.000

Level

3.377

2

1.689

2.654

.081

Error

29.268

46

.636

Total

1403.860

54

Corrected Total
59.806
53
a. R Squared = .511 (Adjusted R Squared = .436)

Table 33 showed ANOVA comparing each committee member’s average score with the
levels. Table 33 indicated that there was a significant difference between the committee
member means (p=0.000) but not between the three level means (p=0.081).
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Committee Six
Figure 13 showed the behavioural norm emotional competence profile for committee six as
assessed by both the members and the two observers.

Figure 13: The Emotional Competence Profile for Committee Six as Assessed by Members
and Observers

The Pearson method of computing correlation was used to determine the extent to which the
self-assessment of emotional competence by members was reflected by the emotional
competence assessment by the two observers. Table 34 showed that the assessment of
emotional competence between Observer A and members (r=0.841, p<0.05) and Observer B
and members (r=0.853, p<0.05) reflected each other, whereas the assessment between
Observer A and Observer B (r=0.621, p>0.05) differed in their perceptions of the committees
use of the creating emotional resources, organisational understanding and building external
relationships behavioural norms.
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Table 34: Pearson Correlations Between Committee Six Member Emotional Competence
Self-Assessment and Observer Assessment
Correlations
ObserverA
ObserverA

ObserverB
.621

Sig. (2-tailed)

.074

.005

9

9

Committee6

Pearson Correlation

.621

Sig. (2-tailed)

.074

N

9

Pearson Correlation

**

.841

Sig. (2-tailed)

.853

**

.003
9
.853

.005

N
**. Correlation is significant at the 0.01 level (2-tailed).

.841

**

Pearson Correlation

N
ObserverB

Committee6

**

.003

9

9

Committee Six Emotional Competence Behavioural Norms
Table 35: ANOVA Between Committee Six Member Emotional Competence Scores for the
Nine Behavioural Norms
Tests of Between-Subjects Effects
Dependent Variable: ValueEI
Source

Type III Sum

df

Mean Square

F

Sig.

of Squares
a

11

2.300

4.722

.001

Intercept

1170.617

1

1170.617

2403.826

.000

Member

1.042

3

.347

.713

.554

EI

24.253

8

3.032

6.225

.000

Error

11.688

24

.487

Total

1207.600

36

Corrected Model

25.295

Corrected Total
36.982
35
a. R Squared = .684 (Adjusted R Squared = .539)

Table 35 showed ANOVA comparing each committee member’s average score with the nine
behavioural norms. Table 35 indicated no significant difference between the committee
member means (p=0.554) but a significant difference between the behavioural norm means
(p=0.000).
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Committee Six Emotional Competence Dimensions
ANOVA comparing each committee member’s average score with the six dimensions
indicates that there was not a significant difference between the committee member means
(p=0.825) and the six dimension means (p=0.553).

Committee Six Emotional Competence Levels
ANOVA comparing each committee member’s average score with the levels indicates that
there was not a significant difference between the committee member means (p=0.824) and
the three level means (p=0.533).
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Committee Seven
Figure 14 showed the behavioural norm emotional competence profile for committee seven
as assessed by both the members and the two observers.

Figure 14: The Emotional Competence Profile for Committee Seven as Assessed by
Members and Observers

The Pearson method of computing correlation was used to determine the extent to which the
self-assessment of emotional competence by members was reflected by the emotional
competence assessment by the two observers. Table 36 showed that the assessment of
emotional competence between Observer A and members (r=0.796, p<0.05), Observer B and
members (r=0.765, p<0.05) and Observer A and Observer B (r=0.992, p<0.05) all reflected
each other. Interestingly, both observers perceived that the committee used the behavioural
norms of organisational understanding and building external relationships to a higher extent
compared to the committee self-assessment by individual members.
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Table 36 Pearson Correlations Between Committee Seven Member Emotional Competence
Self-Assessment and Observer Assessment
Correlations
ObserverA
ObserverA

ObserverB

Committee7

**

.796

Pearson Correlation

.992

Sig. (2-tailed)

.000

.010

9

9

N
ObserverB

Pearson Correlation

.992

Sig. (2-tailed)

Committee7

**

.765

.000

N

Sig. (2-tailed)

.010

N
**. Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).

9

*

.796

*

.016

9

Pearson Correlation

*

.765

*

.016

9

9

Committee Seven Emotional Competence Behavioural Norms
Table 37 ANOVA Between Committee Seven Member Emotional Competence Scores for the
Nine Behavioural Norms
Tests of Between-Subjects Effects
Dependent Variable: ValueEI
Source

Type III Sum

df

Mean Square

F

Sig.

of Squares
Corrected Model
Intercept

a

12

4.380

11.905

.000

1224.389

1

1224.389

3327.926

.000

52.562

Member

19.907

4

4.977

13.527

.000

EI

32.655

8

4.082

11.095

.000

Error

11.773

32

.368

Total

1288.724

45

Corrected Total
64.335
44
a. R Squared = .817 (Adjusted R Squared = .748)

Table 37 showed ANOVA comparing each committee member’s average score with the nine
behavioural norms.

Table 37 indicated a significant difference between the committee

member means (p=0.000) and the behavioural norm means (p=0.000).
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Committee Seven Emotional Competence Dimensions
Table 38 ANOVA Between Committee Seven Member Emotional Competence Scores for the
Six Dimensions
Tests of Between-Subjects Effects
Dependent Variable:ValueEI
Source

Type III Sum

df

Mean Square

F

Sig.

of Squares
a

9

3.100

2.977

.010

Intercept

1019.969

1

1019.969

979.706

.000

Member

19.907

4

4.977

4.780

.003

7.989

5

1.598

1.535

.204

Error

36.438

35

1.041

Total

1288.724

45

Corrected Model

Dimension

27.896

Corrected Total
64.335
44
a. R Squared = .434 (Adjusted R Squared = .288)

Table 38 showed ANOVA comparing each committee member’s average score with the six
dimensions. Table 38 indicated that there was a significant difference between the committee
member means (p=0.003) but no significant difference between the six dimension means
(p=0.204).

Committee Number Seven Emotional Competence Levels
Table 39 ANOVA Between Committee Seven Member Emotional Competence Scores for the
Three Levels
Tests of Between-Subjects Effects
Dependent Variable: ValueEI
Source

Type III Sum

df

Mean Square

F

Sig.

of Squares
a

6

3.555

3.141

.013

Intercept

1139.533

1

1139.533

1006.881

.000

Member

19.907

4

4.977

4.397

.005

Level

1.421

2

.711

.628

.539

Error

43.006

38

1.132

Total

1288.724

45

Corrected Model

21.328

Corrected Total
64.335
44
a. R Squared = .332 (Adjusted R Squared = .226)

Table 39 showed ANOVA comparing each committee member’s average score with the
levels. Table 39 indicated that there was a significant difference between the committee
member means (p=0.005) but not between the three level means (p=0.539).
Chapter 4 – Results

Page 131

The role of emotional competence on the effectiveness of natural resource management committees

4.4

Individual Observer Stories

The following provides a summary of the individual observer stories for each of the seven
committees. A more detailed account of the individual observer stories can be found in
Appendix 5.

4.4.1

Committee One

To better understand their strengths and weaknesses committee one has commissioned an
independent consultant to audit the performance of the Chair and committee members. This
audit has resulted in the committee developing a skills matrix for each individual member.

Committee members behaviours are almost always regulated by the Chair in private and
discreetly. Committee members show respect for each other and ensure that communication
is open and leads to members fully understanding the issues and consequences of their
decisions.

The committee is prepared to look outside the square to solve problems and are active in
building external relationships with the community and policy makers to assist in achieving
their goals.

4.4.2

Committee Two

Committee members are far from hostile towards each other but they do come to the table
with fairly entrenched positions. The behaviour of committee members tends to be selfregulated, and in general, members appear willing to ensure that individuals are given ample
opportunity to comment, ask questions and vent frustration.

There is concern that the

committee as an entity appears apathetic to other’s behaviour which has on occasion’s
hindered open discussion. This is not assisted by the leadership skills of the Chair.

The nature of the committee is basically positive, although some members are reluctant to
make decisions that oppose the stronger members on the committee. This in the past has led
to exclusionist behaviour and a negative response to building external relationships.

Rapid changes in government policy has left the committee struggling to understand the new
roles and responsibilities of some members.
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4.4.3

Committee Three

The members of committee three have worked with each other for many years and have come
to know each other quite intimately. As a result, member’s behaviours are nearly always
dealt with by group discussion prior to or following a meeting.

The committee generally has a positive attitude and often views a problem as a challenge
rather than an obstacle. All members actively participate in discussions, although dominant
personalities, if not regulated by the Chair, can take over.

Committee Three has a good understanding of their operating environment and the impact
that their decisions will have on the management of natural resources and landholders. The
committee is also very conscious of ensuring that all stakeholders are involved in the decision
making process.

4.4.4

Committee Four

It has been observed that some members within the committee do not have their viewpoint
heard or are not as well respected as other members. This behaviour is exacerbated by the
Chair who will often ridicule or ignore issues raised by certain members.

The committee does not undertake any formal evaluation of their performance as this is seen
to be not necessary by the Chair and some members. This has led to the committee spending
considerable time discussing and complaining about matters that they have limited control
over.

Committee four has been successful in building external relationships with the community
and different levels of government.

4.4.5

Committee Five

Over the years the membership has shifted, but on balance members are consistently quite,
respectful and appreciative of others’ efforts. Behavioural issues are rare and these problems
are addressed by offering assistance, additional resources, information or forming a working
group or sub-committee. Differences of opinion are commonly expressed and there is scope
for tension and conflict that the Chair allows to play out.
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Committee five is a positive and focused committee which tackles challenges in a
constructive manner. The committee’s positive outlook is fuelled by their strategic alliances
which ensure that they are well informed and realistic about the decisions that they make.

4.4.6

Committee Six

Members from committee six are very committed to natural resource management and are
therefore very critical of their behaviour as both a committee and individuals. The committee
monitors their performance by receiving feedback from their client base.

4.4.7

Committee Seven

During committee meetings members communicate clearly and ensure that they understand
each other’s viewpoints.

Approximately every three years an external review on the

committee’s performance is conducted by an independent consultant.
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4.5

The Emotional Competence of Individual Committee Members

Emotional competence profiles for each of the 44 committee members were constructed from
the Individual Work Profile Questionnaire responses. These profiles were comprised of three
components; self-management, relationship management and communication. These three
components were then broken down into 17 scales.

ANOVA was used to identify any significant differences between the emotional competence
profiles for each of the 44 committee members within their committee and the three
components and 17 scales. Both 0.05 and 0.01 levels of significance were used in the
analysis. Multiple comparisons were then reported to identify the pattern of differences
amongst the committee members.
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Members From Committee One
Figure 15 showed the individual emotional competence scale profiles for the six committee
members.

Figure 15: Individual Committee Member Emotional Competence Profiles for Committee
One

Individual Emotional Competence Components
Table 40 ANOVA Between Committee One Individual Emotional Competence Scores for the
Three Components
Tests of Between-Subjects Effects
Dependent Variable: IValueEI
Source

Type III Sum

df

Mean Square

F

Sig.

of Squares
a

7

6.677

25.087

.000

Intercept

3071.998

1

3071.998

11542.718

.000

Member

44.483

5

8.897

33.428

.000

2.255

2

1.127

4.236

.017

Error

25.017

94

.266

Total

3164.299

102

Corrected Model

Components

46.737

Corrected Total
71.755
101
a. R Squared = .651 (Adjusted R Squared = .625)
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Table 40 showed ANOVA comparing each member’s average score with each of the three
individual emotional competence components. Table 40 indicated a significant difference
between the member means (p=0.000) and the components means (p=0.017).

The post-hoc tests (Bonferroni) in Table 41 showed that the means for committee members
number two and four were significantly different from the means of the other four committee
members. Committee member two had a significantly lower mean than all other members,
and committee member four had a significantly higher mean than all other members.

Table 41 Multiple Comparisons Among the Six Committee One Members for the
Components
IValueEI
Bonferroni
(I) Member

1

(J) Member

2
4
6

2

1
3
4
5
6

3

2
4

4

1
2
3
5
6

5

2
4

6

1
2
4

Mean

Std.

Difference (I-J)

Error

Sig.

95% Confidence Interval
Lower Bound

Upper Bound

.001

.1923

1.2583

.17695

.000

-1.9871

-.9211

.17695

.033

-1.0900

-.0241

.17695

.001

-1.2583

-.1923

.17695

.000

-1.7377

-.6717

.17695

.000

-2.7124

-1.6464

.17695

.000

-1.3447

-.2788

.17695

.000

-1.8153

-.7494

.17695

.000

.6717

1.7377

.17695

.000

-1.5077

-.4417

.17695

.000

.9211

1.9871

.17695

.000

1.6464

2.7124

.17695

.000

.4417

1.5077

.17695

.000

.8347

1.9006

.17695

.000

.3641

1.4300

.17695

.000

.2788

1.3447

.17695

.000

-1.9006

-.8347

.17695

.033

.0241

1.0900

.17695

.000

.7494

1.8153

.17695

.000

-1.4300

-.3641

.7253

*

.17695

-1.4541

*

-.5571

*

-.7253

*

-1.2047

*

-2.1794

*

-.8118

*

-1.2824

*

1.2047

*

-.9747

*

1.4541

*

2.1794

*

.9747

*

1.3676

*

.8971

*

.8118

*

-1.3676

*

.5571

*

1.2824

*

-.8971

*

Based on observed means.
The error term is Mean Square(Error) = .266.
*. The mean difference is significant at the .05 level.
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Table 42 Means of the Average Component Scores for Committee One
Components
Dependent Variable: IValueEI
Components

Mean

Std. Error

95% Confidence Interval
Lower Bound

Upper Bound

Communication

5.542

.094

5.355

5.729

Relationship Management

5.666

.086

5.496

5.837

Self-Management

5.317

.086

5.146

5.487

Table 42 showed that the component of self-management rated the lowest with a mean score
of 5.317 whereas the component of relationship management rated the highest with a mean
score of 5.666.

Individual Emotional Competence Scales
Table 43 ANOVA Between Committee One Individual Emotional Competence Scores for the
17 Scales
Tests of Between-Subjects Effects
Dependent Variable: IValueEI
Source

Type III Sum

df

Mean Square

F

Sig.

of Squares
a

21

2.594

12.005

.000

Intercept

3092.544

1

3092.544

14313.526

.000

Member

44.483

5

8.897

41.177

.000

9.987

16

.624

2.889

.001

Error

17.285

80

.216

Total

3164.299

102

Corrected Model

Scales

54.470

Corrected Total
71.755
101
a. R Squared = .759 (Adjusted R Squared = .696)

Table 43 showed ANOVA comparing each member’s average score with each of the 17
individual emotional competence scales. Table 43 indicated a significant difference between
the member means (p=0.000) and the scale means (p=0.001).

The post-hoc tests (Bonferroni) in Table 44 showed that the means for committee members
two and four were significantly different from the means of the other four committee
members. Committee member two had a significantly lower mean than all other members,
and committee member four had a significantly higher mean than all other members.
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Table 44 Multiple Comparisons Among the Six Committee One Members for the Scales
Multiple Comparisons
IValueEI
Bonferroni
(I) Member

(J) Member

Mean

Std.

Difference (I-J)
1

2

1.2077

.15943

.053

-.9618

.0030

.15943

.000

-1.9365

-.9717

.15943

.012

-1.0395

-.0746

.15943

.000

-1.2077

-.2429

.15943

.000

-1.6871

-.7223

.15943

.000

-2.6618

-1.6970

.15943

.000

-1.2942

-.3293

.15943

.000

-1.7648

-.7999

.4794

.15943

.053

-.0030

.9618

1.2047

*

.15943

.000

.7223

1.6871

-.9747

*

.15943

.000

-1.4571

-.4923

1.4541

*

.15943

.000

.9717

1.9365

2.1794

*

.15943

.000

1.6970

2.6618

.9747

*

.15943

.000

.4923

1.4571

1.3676

*

.15943

.000

.8852

1.8501

.8971

*

.15943

.000

.4146

1.3795

.8118

*

.15943

.000

.3293

1.2942

-1.3676

*

.15943

.000

-1.8501

-.8852

.5571

*

.15943

.012

.0746

1.0395

1.2824

*

.15943

.000

.7999

1.7648

-.8971

*

.15943

.000

-1.3795

-.4146

-.4794

4

-1.4541

*

-.5571

*

-.7253

*

-1.2047

*

-2.1794

*

-.8118

*

6

-1.2824

*

1
2
4
1
2
3
5
6
2
4

6

.2429

3

5

5

.000

.15943

4

4

Upper Bound

.7253

1

1
2
4

95% Confidence Interval
Lower Bound

2

3

3

Error

*

6

Sig.

Based on observed means.
The error term is Mean Square(Error) = .216.
*. The mean difference is significant at the .05 level.
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Table 45 Means of the Average Scale Scores for Committee One
Scales
Dependent Variable: IValueEI
Scales

Mean

Std. Error

95% Confidence Interval
Lower Bound

Upper Bound

Achievement Orientation

5.625

.190

5.247

6.003

Adaptability and Stress

4.833

.190

4.456

5.211

5.667

.190

5.289

6.044

Collaboration

5.998

.190

5.621

6.376

Conflict Management

5.533

.190

5.156

5.911

Interpersonal Sensitivity

5.800

.190

5.422

6.178

Listening

5.375

.190

4.997

5.753

Leadership Influence

5.267

.190

4.889

5.644

Oral Communication

5.667

.190

5.289

6.044

Oral Presentation

5.833

.190

5.456

6.211

Self Control

5.167

.190

4.789

5.544

Self-Development

4.917

.190

4.539

5.294

Strategic Problem Solving

5.733

.190

5.356

6.111

Trustworthiness

5.625

.190

5.247

6.003

Team and Interpersonal

5.733

.190

5.356

6.111

Two Way Feedback

5.277

.190

4.899

5.654

Written Communication

5.557

.190

5.179

5.934

Tolerance
Building Strategic
Relationships

and Empathy

Support

Table 45 showed that the scale of adaptability and stress tolerance rated the lowest with a
mean score of 4.833 whereas the scale of collaboration rated the highest with a mean score of
5.998.
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Members From Committee Two
Figure 16 showed the individual emotional competence scale profiles for the eight committee
members.

Figure 16: Individual Committee Member Emotional Competence Profiles for Committee
Two

Individual Emotional Competence Components
Table 46 ANOVA Between Committee Two Individual Emotional Competence Scores for the
Three Components
Tests of Between-Subjects Effects
Dependent Variable: IValueEI
Source

Type III Sum

df

Mean Square

F

Sig.

9

2.500

9.008

.000

of Squares
a

Corrected Model

22.497

Intercept

1119.136

1

1119.136

4032.999

.000

Member

20.934

7

2.991

10.777

.000

Components

2.457

2

1.229

4.427

.015

Error

25.530

92

.277

Total

2551.442

102

Corrected Total
48.027
101
a. R Squared = .468 (Adjusted R Squared = .416)
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Table 46 showed ANOVA comparing each member’s average score with each of the three
individual emotional competence components. Table 69 indicated a significant difference
between the member means (p=0.000) and the components means (p=0.015).

The post-hoc tests (Bonferroni) in Table 47 showed that the mean for committee member
number three was significantly different from the means of committee members one, two,
four, five and six. The means of committee members three and eight were significantly
different from the means of committee members one, two, four and six.
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Table 47 Multiple Comparisons Among the Eight Committee Two Members for the
Components
IValueEI
Bonferroni
(I) Member

(J) Member

Mean

Std. Error

Sig.

Difference (I-

95% Confidence Interval
Lower Bound

Upper Bound

J)
1

3
5
7
8

2

3
8

3

1
2
4
5
6

4

3
8

5

1
3

6

3
7
8

7

1
6

8

1
2
4
6

-1.3800

*

.20662

.000

-2.0448

-.7152

-.6931

*

.20662

.032

-1.3579

-.0283

-1.0262

*

.21088

.000

-1.7047

-.3477

-1.2612

*

.21088

.000

-1.9397

-.5827

-.8069

*

.20662

.005

-1.4717

-.1421

-.6881

*

.21088

.043

-1.3667

-.0096

1.3800

*

.20662

.000

.7152

2.0448

.8069

*

.20662

.005

.1421

1.4717

.9038

*

.20662

.001

.2390

1.5687

.6869

*

.20662

.036

.0221

1.3517

1.0469

*

.20662

.000

.3821

1.7117

-.9038

*

.20662

.001

-1.5687

-.2390

-.7851

*

.21088

.009

-1.4636

-.1065

.6931

*

.20662

.032

.0283

1.3579

-.6869

*

.20662

.036

-1.3517

-.0221

-1.0469

*

.20662

.000

-1.7117

-.3821

-.6931

*

.21088

.040

-1.3717

-.0146

-.9281

*

.21088

.001

-1.6067

-.2496

1.0262

*

.21088

.000

.3477

1.7047

.6931

*

.21088

.040

.0146

1.3717

1.2612

*

.21088

.000

.5827

1.9397

.6881

*

.21088

.043

.0096

1.3667

.7851

*

.21088

.009

.1065

1.4636

.9281

*

.21088

.001

.2496

1.6067

Based on observed means.
The error term is Mean Square(Error) = .277.
*. The mean difference is significant at the .05 level.
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Table 48 Means of the Average Component Scores for Committee Two
Components
Dependent Variable: IValueEI
Components

Mean

Std. Error

95% Confidence Interval
Lower Bound

Upper Bound

Communication

5.542

.217

5.111

5.974

Relationship Management

4.988

.076

4.837

5.139

Self-Management

4.866

.076

4.715

5.017

Table 48 showed that the component of self-management rated the lowest with a mean score
of 4.866 whereas the component of communication rated the highest with a mean score of
5.542.

Individual Emotional Competence Scales
Table 49 ANOVA Between Committee Two Individual Emotional Competence Scores for the
17 Scales
Tests of Between-Subjects Effects
Dependent Variable: IValueEI
Source

Type III Sum

df

Mean Square

F

Sig.

of Squares
a

19

1.638

7.946

.000

Intercept

2503.788

1

2503.788

12145.813

.000

Member

20.934

7

2.991

14.507

.000

Scales

11.083

12

.924

4.480

.000

Error

16.904

82

.206

Total

2551.442

102

Corrected Model

31.123

Corrected Total
48.027
101
a. R Squared = .648 (Adjusted R Squared = .566)

Table 49 showed ANOVA comparing each member’s average score with each of the 17
individual emotional competence scales. Table 49 indicated a significant difference between
the member means (p=0.000) and the scale means (p=0.000).

The post-hoc tests (Bonferroni) in Table 50 showed that the mean for committee member
three was significantly different from the means of committee members one, two, four, five
and six. The means of committee members three and eight were significantly different from
the means of committee members one, two, four and six.
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Table 50 Multiple Comparisons Among the Eight Committee Two Members for the Scales
IValueEI
Bonferroni
(I) Member

(J) Member

Mean

Std. Error

Sig.

Difference (I-

95% Confidence Interval
Lower Bound

Upper Bound

J)
1

2

-.5731

.17809

.052

-1.1482

.0020

3

-1.3800

*

.17809

.000

-1.9551

-.8049

-.6931

*

.17809

.006

-1.2682

-.1180

-1.0262

*

.18176

.000

-1.6132

-.4393

8

-1.2612

*

.18176

.000

-1.8482

-.6743

1

.5731

.17809

.052

-.0020

1.1482

3

-.8069

*

.17809

.001

-1.3820

-.2318

-.6881

*

.18176

.008

-1.2751

-.1012

1.3800

*

.17809

.000

.8049

1.9551

.8069

*

.17809

.001

.2318

1.3820

.9038

*

.17809

.000

.3287

1.4789

.6869

*

.17809

.006

.1118

1.2620

1.0469

*

.17809

.000

.4718

1.6220

-.9038

*

.17809

.000

-1.4789

-.3287

-.7851

*

.18176

.001

-1.3720

-.1981

.6931

*

.17809

.006

.1180

1.2682

-.6869

*

.17809

.006

-1.2620

-.1118

-1.0469

*

.17809

.000

-1.6220

-.4718

-.6931

*

.18176

.007

-1.2801

-.1062

-.9281

*

.18176

.000

-1.5151

-.3412

1.0262

*

.18176

.000

.4393

1.6132

.6931

*

.18176

.007

.1062

1.2801

1.2612

*

.18176

.000

.6743

1.8482

.6881

*

.18176

.008

.1012

1.2751

.7851

*

.18176

.001

.1981

1.3720

.9281

*

.18176

.000

.3412

1.5151

5
7

2

8
3

1
2
4
5
6

4

3
8

5

1
3

6

3
7
8

7

1
6

8

1
2
4
6

Based on observed means.
The error term is Mean Square(Error) = .206.
*. The mean difference is significant at the .05 level.
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Table 51 Means of the Average Scale Scores for Committee Two
Scales
Dependent Variable: IValueEI
Scales

Mean

Std. Error

95% Confidence Interval
Lower Bound

Upper Bound

Achievement Orientation

5.312

.161

4.993

5.632

Adaptability and Stress

4.500

.161

4.181

4.819

5.001

.161

4.682

5.321

Collaboration

5.229

.161

4.909

5.548

Conflict Management

4.775

.161

4.456

5.094

Interpersonal Sensitivity

5.125

.161

4.806

5.444

Leadership Influence

4.725

.161

4.406

5.044

Self-Control

4.500

.161

4.181

4.819

Self-Development

4.469

.161

4.149

4.788

Strategic Problem Solving

5.100

.161

4.781

5.419

Trustworthiness

5.312

.161

4.993

5.632

Team and Interpersonal

5.075

.161

4.756

5.394

5.542

.187

5.170

5.915

Tolerance
Building Strategic
Relationships

and Empathy

Support
Written Communication

Table 51 showed that the scale of self-development rated the lowest with a mean score of
4.469 whereas the scale of written communication rated the highest with a mean score of
5.542.
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Members From Committee Three
Figure 17 showed the individual emotional competence scale profiles for the eight committee
members.

Figure 17: Individual Committee Member Emotional Competence Profiles for Committee
Three

Individual Emotional Competence Components
Table 52 ANOVA Between Committee Three Individual Emotional Competence Scores for
the Three Components
Tests of Between-Subjects Effects
Dependent Variable: IValueEI
Source

Type III Sum

df

Mean Square

F

Sig.

of Squares
a

9

2.273

5.287

.000

Intercept

1127.987

1

1127.987

2624.205

.000

Member

17.288

7

2.470

5.746

.000

3.250

2

1.625

3.781

.026

Error

39.545

92

.430

Total

2610.099

102

Corrected Model

Components

20.454

Corrected Total
59.999
101
a. R Squared = .341 (Adjusted R Squared = .276)
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Table 52 showed ANOVA comparing each member’s average score with each of the three
individual emotional competence components. Table 52 indicated a significant difference
between the member means (p=0.000) and the components means (p=0.026).

The post-hoc tests (Bonferroni) in Table 53 showed that the means for committee members
one, two and four were not significantly different from the means of the other five committee
members.

Committee member six had a significantly different mean from committee

members three, five and seven.

Committee members five and seven had significantly

different means to committee members six and eight.

Table 53 Multiple Comparisons Among the Eight Committee Three Members for the
Components
IValueEI
Bonferroni
(I) Member

(J) Member

Mean

Std. Error

Sig.

95% Confidence Interval

Difference (I-

Lower Bound

Upper Bound

J)
3
5

6
6
8

6

3
5
7

7

6
8

8

5
7

-1.0138

*

.25716

.004

-1.8413

-.1864

-1.2523

*

.25716

.000

-2.0797

-.4249

-1.0294

*

.26246

.005

-1.8739

-.1850

1.0138

*

.25716

.004

.1864

1.8413

1.2523

*

.25716

.000

.4249

2.0797

1.1754

*

.26246

.001

.3309

2.0199

-1.1754

*

.26246

.001

-2.0199

-.3309

-.9525

*

.26766

.017

-1.8137

-.0913

1.0294

*

.26246

.005

.1850

1.8739

.9525

*

.26766

.017

.0913

1.8137

Based on observed means.
The error term is Mean Square(Error) = .430.
*. The mean difference is significant at the .05 level.

Table 54 Means of the Average Component Scores for Committee Three
Components
Dependent Variable:IValueEI
Components

Mean

Std. Error

95% Confidence Interval
Lower Bound

Upper Bound

Communication

5.519

.270

4.982

6.056

Relationship Management

4.841

.095

4.653

5.029

Self-Management

5.097

.095

4.909

5.285
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Table 54 showed that the component of relationship management rated the lowest with a
mean score of 4.841 whereas the component of communication rated the highest with a mean
score of 5.519.

Individual Emotional Competence Scales
Table 55 ANOVA Between Committee Three Individual Emotional Competence Scores for
the 17 Scales
Tests of Between-Subjects Effects
Dependent Variable: IValueEI
Source

Type III Sum

df

Mean Square

F

Sig.

of Squares
a

19

1.896

6.483

.000

Intercept

2541.059

1

2541.059

8689.482

.000

Member

17.288

7

2.470

8.445

.000

Scales

18.816

12

1.568

5.362

.000

Error

23.979

82

.292

Total

2610.099

102

Corrected Model

36.020

Corrected Total
59.999
101
a. R Squared = .600 (Adjusted R Squared = .508)

Table 55 showed ANOVA comparing each member’s average score with each of the 17
individual emotional competence scales. Table 55 indicated a significant difference between
the member means (p=0.000) and the scale means (p=0.000).

The post-hoc tests (Bonferroni) in Table 56 showed that the mean for committee member six
was significantly different from the means of committee members one, two, three, five and
seven. Committee members three and seven had significantly different means to committee
members six and eight.
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Table 56 Multiple Comparisons Among the Eight Committee Three Members for the Scales
IValueEI
Bonferroni
(I) Member

(J) Member

Mean

Std.

Difference (I-J)
1
2
3

6
6
6
8

5

6
8

6

1
2
3
5
7

7

6
8

8

3
5
7

Sig.

Error

95% Confidence Interval
Lower Bound

Upper Bound

.027

-1.4111

-.0412

.21211

.010

-1.4765

-.1066

.21211

.000

-1.6988

-.3289

.21648

.013

-1.4900

-.0919

.21211

.000

-1.9373

-.5673

.21648

.000

-1.7285

-.3303

.21211

.027

.0412

1.4111

.21211

.010

.1066

1.4765

.21211

.000

.3289

1.6988

.21211

.000

.5673

1.9373

.21648

.000

.4763

1.8745

.21648

.000

-1.8745

-.4763

.22077

.001

-1.6654

-.2396

.21648

.013

.0919

1.4900

.21648

.000

.3303

1.7285

.22077

.001

.2396

1.6654

-.7262

*

.21211

-.7915

*

-1.0138

*

-.7910

*

-1.2523

*

-1.0294

*

.7262

*

.7915

*

1.0138

*

1.2523

*

1.1754

*

-1.1754

*

-.9525

*

.7910

*

1.0294

*

.9525

*

Based on observed means.
The error term is Mean Square(Error) = .292.
*. The mean difference is significant at the .05 level.
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Table 57 Means of the Average Scale Scores for Committee Three
Scales
Dependent Variable: IValueEI
Scales

Mean

Std. Error

95% Confidence Interval
Lower Bound

Upper Bound

Achievement Orientation

5.563

.191

5.182

5.943

Adaptability and Stress

4.600

.191

4.220

4.980

4.291

.191

3.911

4.672

Collaboration

5.479

.191

5.098

5.859

Conflict Management

4.600

.191

4.220

4.980

Interpersonal Sensitivity

5.375

.191

4.995

5.755

Leadership Influence

4.450

.191

4.070

4.830

Self-Control

4.925

.191

4.545

5.305

Self-Development

4.781

.191

4.401

5.162

Strategic Problem Solving

5.275

.191

4.895

5.655

Trustworthiness

5.438

.191

5.057

5.818

Team and Interpersonal

4.850

.191

4.470

5.230

5.519

.223

5.075

5.963

Tolerance
Building Strategic
Relationships

and Empathy

Support
Written Communication

Table 57 showed that the scale of building strategic relationships rated the lowest with a
mean score of 4.291 whereas the scale of achievement orientation rated the highest with a
mean score of 5.563.
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Members From Committee Four
Figure 18 showed the individual emotional competence scale profiles for the seven
committee members.

Figure 18: Individual Committee Member Emotional Competence Profiles for Committee
Four

Individual Emotional Competence Components
Table 58 ANOVA Between Committee Four Individual Emotional Competence Scores for the
Three Components
Tests of Between-Subjects Effects
Dependent Variable: IValueEI
Source

Type III Sum

df

Mean Square

F

Sig.

of Squares
a

8

3.181

7.615

.000

Intercept

2819.978

1

2819.978

6750.729

.000

Member

25.437

6

4.239

10.149

.000

.095

2

.048

.114

.893

Error

38.849

93

.418

Total

3347.002

102

Corrected Model

Components

25.449

Corrected Total
64.298
101
a. R Squared = .396 (Adjusted R Squared = .344)
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Table 58 showed ANOVA comparing each member’s average score with each of the three
individual emotional competence components. Table 58 indicated a significant difference
between the member means (p=0.000) but not a significant difference between the
components means (p=0.893).

The post-hoc tests (Bonferroni) in Table 59 showed that the mean for committee member two
was significantly different from the means of committee members three, five, six and seven.
Committee member four had a significantly different mean from committee member five.

Table 59 Multiple Comparisons Among the Seven Committee Four Members for the
Components
IValueEI
Bonferroni
(I) Member

1

(J) Member

3
5

2

3
5
6
7

3

1
2

4
5

5
1
2
4

6
7

2
2

Mean

Std.

Difference (I-J)

Error

Sig.

95% Confidence Interval
Lower Bound

Upper Bound

.013

-1.5719

-.0974

.24018

.001

-1.7677

-.2672

.23600

.000

-2.0706

-.5961

.24018

.000

-2.2664

-.7658

.24018

.000

-1.8199

-.3194

.24018

.000

-1.9649

-.4644

.23600

.013

.0974

1.5719

.23600

.000

.5961

2.0706

.24018

.012

-1.6090

-.1085

.24018

.001

.2672

1.7677

.24018

.000

.7658

2.2664

.24018

.012

.1085

1.6090

.24018

.000

.3194

1.8199

.24018

.000

.4644

1.9649

-.8347

*

.23600

-1.0174

*

-1.3333

*

-1.5161

*

-1.0697

*

-1.2147

*

.8347

*

1.3333

*

-.8588

*

1.0174

*

1.5161

*

.8588

*

1.0697

*

1.2147

*

Based on observed means.
The error term is Mean Square(Error) = .418.
*. The mean difference is significant at the .05 level.
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Table 60 Means of the Average Component Scores for Committee Four
Components
Dependent Variable: IValueEI
Components

Mean

Std. Error

95% Confidence Interval
Lower Bound

Upper Bound

Communication

5.747

.153

5.443

6.050

Relationship Management

5.660

.100

5.462

5.858

Self-Management

5.681

.100

5.483

5.879

Table 60 showed that the component of relationship management rated the lowest with a
mean score of 5.660 whereas the component of communication rated the highest with a mean
score of 5.747.

Individual Emotional Competence Scales
Table 61 ANOVA Between Committee Four Individual Emotional Competence Scores for the
17 Scales
Tests of Between-Subjects Effects
Dependent Variable: IValueEI
Source

Type III Sum

df

Mean Square

F

Sig.

of Squares
a

20

2.032

6.954

.000

Intercept

3214.222

1

3214.222

11001.319

.000

Member

24.715

6

4.119

14.099

.000

Scales

15.278

14

1.091

3.735

.000

Error

23.666

81

.292

Total

3347.002

102

Corrected Model

40.632

Corrected Total
64.298
101
a. R Squared = .632 (Adjusted R Squared = .541)

Table 61 showed ANOVA comparing each member’s average score with each of the 17
individual emotional competence scales. Table 61 indicated a significant difference between
the member means (p=0.000) and the scale means (p=0.000).

The post-hoc tests (Bonferroni) in Table 62 showed that the mean for committee member two
was significantly different from the means of committee members three, four, five, six and
seven. Committee member six had a significantly different mean from committee member
two.
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Table 62 Multiple Comparisons Among the Seven Committee Four Members for the Scales
IValueEI
Bonferroni
(I) Member

(J) Member

Mean

Std.

Difference (I-J)
1

3
5
7

2

3
4
5
6
7

3

1
2
4

4

2
3
5

5

1
2
4

6
7

2
1
2

Sig.

Error

95% Confidence Interval
Lower Bound

Upper Bound

.001

-1.4538

-.2155

.20087

.000

-1.6475

-.3873

.20087

.013

-1.3461

-.0859

.19737

.000

-1.9525

-.7142

.19737

.027

-1.2765

-.0382

.20087

.000

-2.1462

-.8860

.20087

.000

-1.6997

-.4396

.20087

.000

-1.8447

-.5846

.19737

.001

.2155

1.4538

.19737

.000

.7142

1.9525

.19737

.020

.0569

1.2951

.19737

.027

.0382

1.2765

.19737

.020

-1.2951

-.0569

.20087

.001

-1.4888

-.2287

.20087

.000

.3873

1.6475

.20087

.000

.8860

2.1462

.20087

.001

.2287

1.4888

.20087

.000

.4396

1.6997

.20087

.013

.0859

1.3461

.20087

.000

.5846

1.8447

-.8347

*

.19737

-1.0174

*

-.7160

*

-1.3333

*

-.6573

*

-1.5161

*

-1.0697

*

-1.2147

*

.8347

*

1.3333

*

.6760

*

.6573

*

-.6760

*

-.8588

*

1.0174

*

1.5161

*

.8588

*

1.0697

*

.7160

*

1.2147

*

Based on observed means.
The error term is Mean Square(Error) = .292.
*. The mean difference is significant at the .05 level.
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Table 63 Means of the Average Scale Scores for Committee Four
Scales
Dependent Variable: IValueEI
Scales

Mean

Std. Error

95% Confidence Interval
Lower Bound

Upper Bound

Achievement Orientation

6.143

.204

5.736

6.549

Adaptability and Stress

5.086

.204

4.679

5.492

5.669

.204

5.262

6.075

Collaboration

5.977

.204

5.571

6.384

Conflict Management

5.429

.204

5.022

5.835

Interpersonal Sensitivity

6.257

.204

5.851

6.664

Leadership Influence

5.086

.204

4.679

5.492

Oral Communication

5.521

.274

4.975

6.067

Self-Control

5.286

.204

4.879

5.692

Self-Development

5.464

.204

5.058

5.871

Strategic Problem Solving

5.714

.204

5.308

6.121

Trustworthiness

6.393

.204

5.986

6.799

Team and Interpersonal

5.543

.204

5.136

5.949

Two Way Feedback

5.809

.204

5.402

6.215

Written Communication

5.810

.204

5.404

6.216

Tolerance
Building Strategic
Relationships

and Empathy

Support

Table 63 showed that the scales of adaptability and stress tolerance and leadership influence
rated the lowest with a mean score of 5.086 whereas the scale of trustworthiness rated the
highest with a mean score of 6.393.
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Members From Committee Five
Figure 19 showed the individual emotional competence scale profiles for the six committee
members.

Figure 19: Individual Committee Member Emotional Competence Profiles for Committee
Five

Individual Emotional Competence Components
Table 64 ANOVA Between Committee Five Individual Emotional Competence Scores for the
Three Components
Tests of Between-Subjects Effects
Dependent Variable: IValueEI
Source

Type III Sum

df

Mean Square

F

Sig.

of Squares
a

7

3.120

8.422

.000

Intercept

2784.525

1

2784.525

7517.010

.000

Member

20.048

5

4.010

10.824

.000

1.790

2

.895

2.416

.095

Error

34.820

94

.370

Total

2850.631

102

Corrected Model

Components

21.839

Corrected Total
56.659
101
a. R Squared = .385 (Adjusted R Squared = .340)
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Table 64 showed ANOVA comparing each member’s average score with each of the three
individual emotional competence components. Table 64 indicated a significant difference
between the member means (p=0.000) but not a significant difference between the
components means (p=0.095).

The post-hoc tests (Bonferroni) in Table 65 showed that the mean for committee member one
was significantly different from the means of the other five committee members. Committee
member two also had a significantly different mean to that of committee member three.

Table 65 Multiple Comparisons Among the Six Committee Five Members for the
Components
IValueEI
Bonferroni
(I) Member

1

(J) Member

Mean

Std.

Difference (I-J)

Error

2
3
4
5
6

2
3
4
5
6

1
1
1
1
1

Sig.

95% Confidence Interval
Lower Bound

Upper Bound

.000

.6953

1.9529

.20876

.002

.1930

1.4506

.20876

.000

.5589

1.8164

.20876

.000

.5259

1.7835

.20876

.000

.4759

1.7335

.20876

.000

-1.9529

-.6953

.20876

.002

-1.4506

-.1930

.20876

.000

-1.8164

-.5589

.20876

.000

-1.7835

-.5259

.20876

.000

-1.7335

-.4759

1.3241

*

.20876

.8218

*

1.1876

*

1.1547

*

1.1047

*

-1.3241

*

-.8218

*

-1.1876

*

-1.1547

*

-1.1047

*

Based on observed means.
The error term is Mean Square(Error) = .370.
*. The mean difference is significant at the .05 level.

Table 66 Means of the Average Component Scores for Committee Five
Components
Dependent Variable: IValueEI
Components

Mean

Std. Error

95% Confidence Interval
Lower Bound

Upper Bound

Communication

5.422

.111

5.201

5.643

Relationship Management

5.093

.101

4.891

5.294

Self-Management

5.218

.101

5.017

5.419
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Table 66 showed that the component of relationship management rated the lowest with a
mean score of 5.093 whereas the component of communication rated the highest with a mean
score of 5.422.

Individual Emotional Competence Scales
Table 67 ANOVA Between Committee Five Individual Emotional Competence Scores for the
17 Scales
Tests of Between-Subjects Effects
Dependent Variable:IValueEI
Source

Type III Sum

df

Mean Square

F

Sig.

of Squares
a

21

1.709

6.580

.000

Intercept

2793.972

1

2793.972

10759.106

.000

Member

20.048

5

4.010

15.441

.000

Scales

15.836

16

.990

3.811

.000

Error

20.775

80

.260

Total

2850.631

102

Corrected Model

35.884

Corrected Total
56.659
101
a. R Squared = .633 (Adjusted R Squared = .537)

Table 67 showed ANOVA comparing each member’s average score with each of the 17
individual emotional competence scales. Table 67 indicated a significant difference between
the member means (p=0.000) and the scale means (p=0.000).

The post-hoc tests (Bonferroni) in Table 68 showed that the mean for committee member one
is significantly different from the means of the other five committee members. Committee
member two also had a significantly different mean to that of committee member three.
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Table 68 Multiple Comparisons Among the Six Committee Five Members for the Scales
IValueEI
Bonferroni
(I) Member

(J) Member

Mean

Std.

Difference (I-J)
1

2
3
4
5
6

2
3
4
5

1
1
1
1
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Error

95% Confidence Interval
Lower Bound

Upper Bound

.000

.7952

1.8530

.17479

.000

.2929

1.3507

.17479

.000

.6588

1.7165

.17479

.000

.6258

1.6836

.17479

.000

.5758

1.6336

.17479

.000

-1.8530

-.7952

.17479

.000

-1.3507

-.2929

.17479

.000

-1.7165

-.6588

.17479

.000

-1.6836

-.6258

.17479

.000

-1.6336

-.5758

1.3241

*

.17479

.8218

*

1.1876

*

1.1547

*

1.1047

*

-1.3241

*

-.8218

*

-1.1876

*

-1.1547

*
*

6
1
-1.1047
Based on observed means.
The error term is Mean Square(Error) = .260.
*. The mean difference is significant at the .05 level.
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Table 69 Means of the Average Scale Scores for Committee Five
Scales
Dependent Variable:IValueEI
Scales

Mean

Std. Error

95% Confidence Interval
Lower Bound

Upper Bound

Achievement Orientation

5.708

.208

5.294

6.122

Adaptability and Stress

4.633

.208

4.219

5.047

4.278

.208

3.864

4.692

Collaboration

5.443

.208

5.029

5.857

Conflict Management

5.233

.208

4.819

5.647

Interpersonal Sensitivity

5.533

.208

5.119

5.947

Listening

5.208

.208

4.794

5.622

Leadership Influence

5.000

.208

4.586

5.414

Oral Communication

5.167

.208

4.753

5.581

Oral Presentation

5.625

.208

5.211

6.039

Self-Control

5.100

.208

4.686

5.514

Self-Development

4.917

.208

4.503

5.331

Strategic Problem Solving

5.367

.208

4.953

5.781

Trustworthiness

5.583

.208

5.169

5.997

Team and Interpersonal

5.067

.208

4.653

5.481

Two Way Feedback

5.167

.208

4.753

5.581

Written Communication

5.943

.208

5.529

6.357

Tolerance
Building Strategic
Relationships

and Empathy

Support

Table 69 showed that the scale of building strategic relationships rated the lowest with a
mean score of 4.278 whereas the scale of written communication rated the highest with a
mean score of 5.943.
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Members From Committee Six
Figure 20 showed the individual emotional competence scale profiles for the four committee
members.

Figure 20: Individual Committee Member Emotional Competence Profiles for Committee
Six

Individual Emotional Intelligence Components
Table 70 ANOVA Between Committee Six Individual Emotional Competence Scores for the
Three Components
Tests of Between-Subjects Effects
Dependent Variable:IValueEI
Source

Type III Sum

df

Mean Square

F

Sig.

of Squares
a

5

7.195

28.791

.000

Intercept

1838.484

1

1838.484

7356.961

.000

Member

35.081

3

11.694

46.794

.000

.892

2

.446

1.785

.176

Error

15.494

62

.250

Total

1903.837

68

Corrected Model

Components

35.974

Corrected Total
51.467
67
a. R Squared = .699 (Adjusted R Squared = .675)
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Table 70 showed ANOVA comparing each member’s average score with each of the three
individual emotional competence components. Table 70 indicated a significant difference
between the member means (p=0.000) but not between the components means (p=0.176).

The post-hoc tests (Bonferroni) in Table 71 showed that the mean for committee member
three was significantly different from the means of committee members one, two and four.
The mean for committee member four was significantly different from the means of
committee members one, two and three.

Table 71 Multiple Comparisons Among the Four Committee Six Members for the
Components
IValueEI
Bonferroni
(I) Member

(J) Member

Mean

Std. Error

Sig.

95% Confidence Interval

Difference (I-

Lower Bound

Upper Bound

J)
1

3
4

2

3
4

3

1
2
4

4

1
2

1.2518

*

.17146

.000

.7844

1.7191

1.7771

*

.17146

.000

1.3097

2.2444

.9694

*

.17146

.000

.5021

1.4367

1.4947

*

.17146

.000

1.0274

1.9620

-1.2518

*

.17146

.000

-1.7191

-.7844

-.9694

*

.17146

.000

-1.4367

-.5021

.5253

*

.17146

.019

.0580

.9926

-1.7771

*

.17146

.000

-2.2444

-1.3097

-1.4947

*

.17146

.000

-1.9620

-1.0274

*

.17146

.019

-.9926

-.0580

3
-.5253
Based on observed means.
The error term is Mean Square(Error) = .250.
*. The mean difference is significant at the .05 level.

Table 72 Means of the Average Component Scores for Committee Six
Components
Dependent Variable:IValueEI
Components

Mean

Std. Error

95% Confidence Interval
Lower Bound

Upper Bound

Communication

5.212

.112

4.989

5.436

Relationship Management

5.086

.102

4.882

5.290

Self-Management

5.358

.102

5.154

5.562
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Table 72 showed that the component of relationship management rated the lowest with a
mean score of 5.086 whereas the component of self-management rated the highest with a
mean score of 5.358.

Individual Emotional Competence Scales
Table 73 ANOVA Between Committee Six Individual Emotional Competence Scores for the
17 Scales
Tests of Between-Subjects Effects
Dependent Variable:IValueEI
Source

Type III Sum

df

Mean Square

F

Sig.

of Squares
a

19

2.170

10.173

.000

Intercept

1852.369

1

1852.369

8683.904

.000

Member

35.081

3

11.694

54.820

.000

6.147

16

.384

1.801

.059

Error

10.239

48

.213

Total

1903.837

68

Corrected Model

Scales

41.228

Corrected Total
51.467
67
a. R Squared = .801 (Adjusted R Squared = .722)

Table 73 showed ANOVA comparing each member’s average score with each of the 17
individual emotional competence scales. Table 73 indicated a significant difference between
the member means (p=0.000) but not a significant difference between the scale means
(p=0.059).

The post-hoc tests (Bonferroni) in Table 74 showed that the mean for committee member
three was significantly different from the means of committee members one, two and four.
The mean for committee member four was significantly different from the means of
committee members one, two and three.
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Table 74 Multiple Comparisons Among the Four Committee Six Members for the Scales
IValueEI
Bonferroni
(I) Member

(J) Member

Mean

Std. Error

Sig.

Difference (I-

95% Confidence Interval
Lower Bound

Upper Bound

J)
1

3
4

2

3
4

3

1
2
4

4

1
2

1.2518

*

.15842

.000

.8158

1.6877

1.7771

*

.15842

.000

1.3411

2.2130

.9694

*

.15842

.000

.5334

1.4054

1.4947

*

.15842

.000

1.0587

1.9307

-1.2518

*

.15842

.000

-1.6877

-.8158

-.9694

*

.15842

.000

-1.4054

-.5334

.5253

*

.15842

.010

.0893

.9613

-1.7771

*

.15842

.000

-2.2130

-1.3411

-1.4947

*

.15842

.000

-1.9307

-1.0587

*

.15842

.010

-.9613

-.0893

3
-.5253
Based on observed means.
The error term is Mean Square(Error) = .213.
*. The mean difference is significant at the .05 level.
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Table 75 Means of the Average Scale Scores for Committee Six
Scales
Dependent Variable: IValueEI
Scales

Mean

Std. Error

95% Confidence Interval
Lower Bound

Upper Bound

Achievement Orientation

5.562

.231

5.098

6.027

Adaptability and Stress

5.250

.231

4.786

5.714

4.832

.231

4.368

5.297

Collaboration

5.582

.231

5.118

6.047

Conflict Management

4.950

.231

4.486

5.414

Interpersonal Sensitivity

5.550

.231

5.086

6.014

Listening

5.500

.231

5.036

5.964

Leadership Influence

4.500

.231

4.036

4.964

Oral Communication

5.375

.231

4.911

5.839

Oral Presentation

5.187

.231

4.723

5.652

Self-Control

5.250

.231

4.786

5.714

Self-Development

5.062

.231

4.598

5.527

Strategic Problem Solving

5.400

.231

4.936

5.864

Trustworthiness

5.625

.231

5.161

6.089

Team and Interpersonal

5.100

.231

4.636

5.564

Two Way Feedback

5.000

.231

4.536

5.464

Written Communication

5.000

.231

4.536

5.464

Tolerance
Building Strategic
Relationships

and Empathy

Support

Table 75 showed that the scale of leadership influence rated the lowest with a mean score of
4.500 whereas the scale of collaboration rated the highest with a mean score of 5.582.
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Members From Committee Seven
Figure 21 showed the individual emotional competence scale profiles for the five committee
members.

Figure 21: Individual Committee Member Emotional Competence Profiles for Committee
Seven

Individual Emotional Competence Components
Table 76 ANOVA Between Committee Seven Individual Emotional Competence Scores for
the Three Components
Tests of Between-Subjects Effects
Dependent Variable: IValueEI
Source

Type III Sum

df

Mean Square

F

Sig.

of Squares
a

6

3.826

15.249

.000

Intercept

1938.909

1

1938.909

7728.835

.000

Member

22.285

4

5.571

22.208

.000

.668

2

.334

1.332

.270

Error

19.568

78

.251

Total

1997.562

85

Corrected Model

Components

22.953

Corrected Total
42.521
84
a. R Squared = .540 (Adjusted R Squared = .504)
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Table 76 showed ANOVA comparing each member’s average score with each of the three
individual emotional competence components. Table 76 indicated a significant difference
between the member means (p=0.000) but not a significant difference between the
components means (p=0.270).

The post-hoc tests (Bonferroni) in Table 77 showed that the means for committee members
two and five were significantly different from the means of the other three committee
members.

Table 77 Multiple Comparisons Among the Five Committee Seven Members for the
Components
IValueEI
Bonferroni
(I) Member

1

(J) Member

Mean

Std.

Difference (I-J)

Error

2
5

2

1
3
4

3

2
5

4

2
5

5

1
3

Sig.

Lower Bound

Upper Bound

.000

.5672

1.5599

.17180

.000

.8360

1.8287

.17180

.000

-1.5599

-.5672

.17180

.000

-1.2563

-.2637

.17180

.000

-1.2946

-.3019

.17180

.000

.2637

1.2563

.17180

.000

.5325

1.5252

.17180

.000

.3019

1.2946

.17180

.000

.5707

1.5634

.17180

.000

-1.8287

-.8360

.17180

.000

-1.5252

-.5325

.17180

.000

-1.5634

-.5707

1.0635

*

.17180

1.3324

*

-1.0635

*

-.7600

*

-.7982

*

.7600

*

1.0288

*

.7982

*

1.0671

*

-1.3324

*

-1.0288

*
*

4
-1.0671
Based on observed means.
The error term is Mean Square(Error) = .251.
*. The mean difference is significant at the .05 level.

95% Confidence Interval

Table 78 Means of the Average Component Scores for Committee Seven
Components
Dependent Variable:IValueEI
Components

Mean

Std. Error

95% Confidence Interval
Lower Bound

Upper Bound

Communication

4.757

.100

4.557

4.956

Relationship Management

4.711

.091

4.529

4.893

Self-Management

4.913

.091

4.731

5.095
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Table 78 showed that the component of relationship management rated the lowest with a
mean score of 4.711 whereas the component of self-management rated the highest with a
mean score of 4.913.

Individual Emotional Competence Scales
Table 79 ANOVA Between Committee Seven Individual Emotional Competence Scores for
the 17 Scales
Tests of Between-Subjects Effects
Dependent Variable: IValueEI
Source

Type III Sum

df

Mean Square

F

Sig.

of Squares
a

20

1.410

6.308

.000

Intercept

1955.041

1

1955.041

8743.220

.000

Member

22.285

4

5.571

24.915

.000

5.925

16

.370

1.656

.080

Error

14.311

64

.224

Total

1997.562

85

Corrected Model

Scales

28.210

Corrected Total
42.521
84
a. R Squared = .663 (Adjusted R Squared = .558)

Table 79 showed ANOVA comparing each member’s average score with each of the 17
individual emotional competence scales. Table 79 indicated a significant difference between
the member means (p=0.000) but not a significant difference between the scale means
(p=0.080).

The post-hoc tests (Bonferroni) in Table 80 showed that the means for committee members
two and five were significantly different from the means of the other three committee
members.
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Table 80 Multiple Comparisons Among the Five Committee Seven Members for the Scales
IValueEI
Bonferroni
(I) Member

(J) Member

Mean

Std.

Difference (I-J)
1

2
5

2

1
3
4

3

2
5

4

2
5

5

1
3
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Error

95% Confidence Interval
Lower Bound

Upper Bound

.000

.5919

1.5351

.16219

.000

.8608

1.8039

.16219

.000

-1.5351

-.5919

.16219

.000

-1.2316

-.2884

.16219

.000

-1.2698

-.3266

.16219

.000

.2884

1.2316

.16219

.000

.5572

1.5004

.16219

.000

.3266

1.2698

.16219

.000

.5955

1.5387

.16219

.000

-1.8039

-.8608

.16219

.000

-1.5004

-.5572

.16219

.000

-1.5387

-.5955

1.0635

*

.16219

1.3324

*

-1.0635

*

-.7600

*

-.7982

*

.7600

*

1.0288

*

.7982

*

1.0671

*

-1.3324

*

-1.0288

*
*

4
-1.0671
Based on observed means.
The error term is Mean Square(Error) = .224.
*. The mean difference is significant at the .05 level.
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Table 81 Means of the Average Scale Scores for Committee Seven
Scales
Dependent Variable: IValueEI
Scales

Mean

Std. Error

95% Confidence Interval
Lower Bound

Upper Bound

Achievement Orientation

5.150

.211

4.728

5.572

Adaptability and Stress

4.560

.211

4.138

4.982

4.466

.211

4.044

4.888

Collaboration

4.800

.211

4.378

5.222

Conflict Management

4.840

.211

4.418

5.262

Interpersonal Sensitivity

5.000

.211

4.578

5.422

Listening

4.600

.211

4.178

5.022

Leadership Influence

4.520

.211

4.098

4.942

Oral Communication

4.850

.211

4.428

5.272

Oral Presentation

4.800

.211

4.378

5.222

Self-Control

4.720

.211

4.298

5.142

Self-Development

4.450

.211

4.028

4.872

Strategic Problem Solving

5.200

.211

4.778

5.622

Trustworthiness

5.400

.211

4.978

5.822

Team and Interpersonal

4.640

.211

4.218

5.062

Two Way Feedback

4.602

.211

4.180

5.024

Written Communication

4.932

.211

4.510

5.354

Tolerance
Building Strategic
Relationships

and Empathy

Support

Table 81 showed that the scale of self-development rated the lowest with a mean score of
4.450 whereas the scale of trustworthiness rated the highest with a mean score of 5.400.
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4.6

Relationship Between Individual Committee Member Emotional Competence

and Committee Emotional Competence
A linear regression was performed between committee emotional competence as the
dependent variable and individual committee member emotional competence as the
independent variable.

The ANOVA table reported a F(1, 5)=1.063, p>0.05 which concluded that there was no
relationship between committee emotional competence and individual committee member
emotional competence. The results identified that 1.0% of the variation in the dependent
variable was explained by the independent variable (r2=0.175, adjusted r2=0.010).

4.7

Relationship Between Committee Chair Emotional Competence and Committee

Emotional Competence
A linear regression was performed between committee emotional competence as the
dependent variable and committee chair emotional competence as the independent variable.
It should be noted that the Chair of committee seven did not respond to the questionnaire and
therefore the regression analysis did not include committee seven.

The ANOVA table reported a F(1, 4)=2.265, p>0.05 which concluded that there was no
relationship between committee emotional competence and committee chair emotional
competence. The results identified that 20.2% of the variation in the dependent variable was
explained by the independent variable (r2=0.362, adjusted r2=0.202).
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4.8

Team Characteristics and Behaviours Associated with Committee Emotional

Competence
Emotional competence level profiles for each of the seven committees were constructed from
the Committee Experience Questionnaire responses. These profiles were comprised of three
levels; individual, group and cross-boundary.

Figure 22: Group Emotional Competence Level Profiles for the Seven Committees

Figure 22 showed that all committees, except for committee two, perceived that they had a
low emotional competence score at the group level. Committees one, three, four and six
perceived that they had a higher score at the cross-boundary level compared to the individual
level. Committees five and seven perceived that they had a higher score at the individual
level compared to the cross-boundary level.

Table 82 showed the team characteristics and behaviours that were perceived by each
committee to be present and used at either a high, moderate or low level within the
committee.
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Table 82 Team Characteristics and Behaviours Associated With the Seven Committees
Group Emotional
Competence Level

Individual

Group

Cross-boundary
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Team Characteristics and
Behaviours Associated with
Levels

Committee Perception of the Presence
and Use of these Behaviours

•

Listening

•

High
Cttee 5

•

Open communication

•

Cttee 7

•

Moderate
• Cttee 2

Low
• Cttee 1
•

Cttee 3

Informal relations

•

Cttee 4

•

Willingness to share

•

Cttee 6

•

Civilised disagreement

•

Style diversity

•

Clear purpose

•

Cttee 1

•

Consensus decision making

•

Cttee 3

•

Shared leadership

•

Cttee 4

•

Self-assessment

•

Cttee 5

•

Participation

•

Cttee 6

•

Clear roles and assignments

•

Cttee 7

•

Prepared for independence

•

Leader/management style

•

Learning environment

•

Networking

•

Cttee 1

•

Cttee 5

•

Cttee 2

•

Structural support

•

Cttee 3

•

Cttee 7

•

Cttee 4

•

Cttee 6

•

Cttee2

Page 174

The role of emotional competence on the effectiveness of natural resource management committees

4.9

The Relationship Between Committee Emotional Competence and the Operating

Effectiveness of Natural Resource Management Committees
Ten natural resource management criteria were selected and using independent review and
audit data and State Government reviews and committee annual reports each committee was
assigned a rating of achieved, partly achieved, not yet achieved or not applicable for each of
the criteria. These criteria were also grouped into either the individual, group or crossboundary emotional competence levels. These ratings were also supported by both the
individual committee member and individual observer stories.

Table 83 showed that committee one achieved 60% of the criteria, committee two achieved
44% of the criteria, committee three achieved 33% of the criteria, committee four achieved
50% of the criteria, committee five achieved 40% of the criteria, committee six achieved 60%
of the criteria and committee seven achieved 50% of the criteria.
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Table 83 Committee Effectiveness in Achieving Selected Natural Resource Management Criteria
*Effectiveness in Achieving Criteria
Natural Resource Management Criteria

Cttee 1

Cttee 2

Cttee 3

Cttee 4

Cttee 5

Cttee 6

Cttee 7

1. A strong and collaborative partnership between committee members.

A

A

A

A

A

A

A

NYA

PA

NYA

PA

PA

PA

PA

3. Commonly understood definition of what constitutes the committee’s
terms of reference and role.

A

A

A

A

PA

A

A

4. Developed system that ranks investment options, which incorporates
the best available information and multiple target achievement.

PA

NA

NA

PA

A

PA

PA

5. Documented expected long term project outcomes.

PA

PA

PA

PA

PA

PA

PA

6. Successfully achieves project outcomes in a timely manner.

A

A

A

A

PA

A

A

7. Developed system to monitor ongoing achievement of projects.

PA

A

PA

PA

A

PA

PA

8. Implementing a self-assessment strategy that promotes continual
operational review.

A

PA

PA

PA

PA

A

PA

2. Developed system and processes for the facilitation of an open
learning environment.
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*Effectiveness in Achieving Criteria
Natural Resource Management Criteria

Cttee 1

Cttee 2

Cttee 3

Cttee 4

Cttee 5

Cttee 6

Cttee 7

9. Identified community groups and stakeholders and implementing an
appropriate engagement strategy.

A

PA

PA

A

A

A

A

10. Implementing a communications strategy that promotes collaboration.

A

NYA

PA

A

PA

A

A

44

33

50

40

60

50

Percentage Criteria Achieved
60
*A=achieved; PA=partially achieved; NYA=not yet achieved; NA=not applicable
Individual Level
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A linear regression was performed between committee effectiveness as the dependent
variable and committee emotional competence as the independent variable.

The ANOVA table (Table 84) reported a F(1, 5)=81.441, p<0.05 which concluded that there
was a strong relationship between committee effectiveness and committee emotional
competence. Table 85 identified that 93.1% of the variation in the dependent variable was
explained by the independent variable (r2=0.942, adjusted r2=0.931).

Table 84 ANOVA Between Committee Effectiveness and Committee Emotional Competence
b

ANOVA
Model

Sum of

df

Mean Square

F

Sig.

Squares
1

Regression

566.102

1

566.102

34.755

5

6.951

Residual

Total
600.857
a. Predictors: (Constant), CommitteeEI
b. Dependent Variable: CommitteeEffectiveness

81.441

.000

a

6

Table 85 Linear Regression Model Summary
Model Summary
Model

R

R Square
a

1
.971
.942
a. Predictors: (Constant), CommitteeEI
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Square

the Estimate

.931
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4.10

Individual Committee Member Stories

Individual interviews were held with a selected member of each committee following the
completion of all questionnaires. In these interviews committee members were asked a series
of questions aimed at identifying or commenting on behaviours that are perceived to either
assist or hinder in the achievement of the committee’s outcomes.

The following provides a summary of the individual committee member stories for six out of
the seven committees. Committee members from committee one declined to participate in
the follow-up individual interviews. A more detailed account of the individual committee
member stories can be found in Appendix 6.

4.10.1 Committee Two
Committee two had a very well defined Terms of Reference which clearly stated the roles
and responsibilities of the members. It is considered that the Terms of Reference reflected
what the community needs, but did not necessarily reflect what the community wants.

The major success of the committee has been the development of an annual environmental
watering plan and the successful implementation of this plan. The targets set in this plan
were achieved, in particular, by the driving force of the Executive Officer and the initiation of
a planning day which provided committee members an opportunity to fully participate in the
development of the plan.

Internally, the major impediment was seen as the laziness of some committee members to
become involved and the personality of the Chair. Externally, the major impediment was the
shifting goal posts of government policy.

The relationship between committee members was generally harmonious and in most cases
the members were courteous and respectful of each other. In some cases, particularly when
issues become emotive, discussion could become quite personal and the focus was often lost.
This in the past had caused committee members to withdraw from the discussion and often
the process. Having a better understanding of the committee process and understanding why
some committee members react in the way that they do would be beneficial to the operation
of the committee.
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4.10.2 Committee Three
The primary goal of the committee was to develop a management plan for sensitive wetland
areas in NSW.

A community is made up of various stakeholders and this would determine whether the
committee’s terms of reference reflected the needs of the community. In this instance, the
committee’s terms of reference reflected what the wetland landholders and broader
community wanted, but did not reflect what the water users, such as irrigators, wanted.

The major success of the committee was the development of a draft Wetland Management
Plan, which was currently been implemented, and gaining the support of the wider
community in protecting and conserving wetlands. These successes were made possible
through conducting community consultation and involving the wider community and
stakeholders in the decision making process.

The major external impediments were the lack of clear policy, negative press, politics and the
lack of understanding of what the process was trying to achieve. Internal politics and the
sometimes bickering between committee members could impede progress as well.

Members generally listened to each other, although very contentious issues could lead to nonconstructive bickering and the development of factions within the committee.

In general, committee members had difficulty in assessing their own work and being able to
acknowledge problem areas. A better understanding of committee processes would aid in the
functioning of this committee.

4.10.3 Committee Four
Committee four’s goals were to determine the core values and strategic direction of the
organisation and oversee the work of the general manager and senior staff in the achievement
of the strategic objectives.

The terms of reference did reflect what the community expected from the committee in terms
of the governance of the organisation which included the accountability and responsibility for
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the investment by both the state and commonwealth governments in natural resource
management in the region.

The major success of the committee has been the development of a business model which has
insured that the professional capacity within the regional community has been maintained and
supported.

The major impediment internally has been ensuring senior staff understand the committee’s
priorities and strategic direction, and the major external impediment has been the changed
Federal Government funding arrangements.

Committee members felt comfortable enough to ensure robust discussion while being
respectful of each other’s points of view. In some cases, the committee could stray onto
discussions of operational matters instead of focusing on the strategic direction. This issue
has been assisted by attending committee only retreats where the focus is on improving the
cohesiveness of the committee and enabling members to have in depth discussions about
strategic issues.

4.10.4 Committee Five
Currently the terms of reference reflected what the community wants from the committee as
it is a collaborative model that draws together a wide range of interests and advises Ministers
in an unbiased and professional manner.

Two major successes of the committee were community engagement across the Great
Artesian Basin and an awareness rising across a range of stakeholders, including landowners,
extractive industries, policy makers and the Governor-General of Australia. The successful
implementation of the Great Artesian Basin Sustainability Initiative and noticeable
groundwater pressure recovery were also noted as successes for the committee.

Short sighted bureaucrats were considered to be the major impediment, both internally and
externally, to the committee achieving their goals.

The committee functions very well, although the ability to get timely technical information
could often lead to frustration between committee members and external stakeholders.
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4.10.5 Committee Six
Broadly the goals and priorities of the committee were described as better natural resource
management complementing productive farming, grazing and irrigation enterprises in the
catchment through strategic investment of NSW and Commonwealth funding.

To date there have been two major successes for the committee. The first was the acceptance
by producers/land managers of the need to manage for increased ground cover, and the
second was the Invasive Native Scrub Trial which has been accepted as a reasonable method
for dealing with a major problem for many in the catchment.

The successes of the committee were achieved by firstly listening to landholders concerns,
and then conducting practical trials.

The major impediment for the committee was the availability of external funding to continue
programs, which, internally impacts on the ability to maintain qualified staff.

Full face to face committee meetings were held six times a year, and the committee members
were continuously in contact via teleconferences and other electronic media. Members were
also encouraged to self-assess and attend applicable training courses which assisted in
maintaining and improving the relationship between members.

4.10.6 Committee Seven
The committee was focused on delivering the targets developed and agreed to by the
community, which were articulated and prioritised in the endorsed natural resource
management plan. It was considered that these priorities, and the set terms of reference, very
much reflected what the community wanted.

Over the past few years the committee has been successful in achieving a cultural heritage
program, an Indigenous Rangers program, a Senate Inquiry submission into the impacts of
mining, development of water use efficiency programs, naturally resourceful workshops for
women and a mental health issue program.
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Money and the constant staff turnover were viewed as the major impediments to the
operation of this committee. Members were mostly friends, as well as colleagues, and
enjoyed working with each other.

There was a very strong view that there was nothing that doesn’t work around the Board
table.

4.11

Summary

Individual committee members were dominated by males (66%) in the age group 55-59
years, and nearly half of the committee members held a degree level of education. 50% of
the committee members were self-employed in the industry of agriculture. The 14 observers
were dominated by males (79%) in the age group of 55-59 years and 50% of the observers
were employed full-time in government.

Nine of the observers held a degree level of

education.

The emotional competence profiles for all seven committees followed a very similar trend
pattern with the behavioural norms of creating emotional resources, confronting members and
team self-evaluation being allocated the lowest scores by each committee. All committees
perceived that they had a lower score for the dimensions of group management of members,
group self-awareness and group self-management. The level emotional competence profiles
showed that all committees perceived that they scored lower at the group level compared to
both the individual and cross-boundary levels. The overall emotional competency scale
scores for the seven committees ranged from between 4.65 and 5.95.

Generally, the self-reported emotional competence profiles for the seven committees were
mirrored by the observer reported emotional competence profiles. The exceptions were the
observer reported emotional competence profiles for both committee four and committee
five. Observer B for committee four perceived that the use of behavioural norms by the
committee was lower than that perceived by both the individual committee members and
Observer A. In the case of committee five, both observers rated the emotional competence
profile higher in all behavioural norms except for team self-evaluation, and additionally,
Observer B rated the confronting member’s behavioural norm lower.
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There were significant differences between individual committee member emotional
competence profiles within and between each of the seven committees. At the component
level, individual members of committee one and committee two perceived that they were
using the emotionally competent behaviours associated with self-management to a lesser
extent when compared to those behaviours associated with the components of communication
and relationship management.

Individual members of the remaining five committees

perceived that they were using the emotionally competent behaviours associated with
relationship management to a lesser extent when compared to those behaviours associated
with the components of communication and self-management. The scales of adaptability and
stress tolerance, self-development, building strategic relationships and leadership influence
were scored the lowest by individual committee members.

The results of this study showed that there was no statistical relationship between committee
emotional competence and the emotional competence of individual committee members. The
study also showed that there was no statistical relationship between the emotional
competence of the committee and the emotional competence of the respective Chair.

Overall, all committees, except for committee two, perceived that they used the behaviours
associated with the group emotional competence group level to a lesser extent than the
behaviours associated with both the individual and cross-boundary emotional competence
levels.

Committees one, three, four and six perceived that they used the behaviours

associated with the cross-boundary level to a greater extent compared to the individual level,
whereas committees five and seven perceived that they used the behaviours associated with
the individual level to a greater extent compared to the cross-boundary level.

This study showed that there was a strong statistical relationship between committee
effectiveness and committee emotional competence, with 93.1% of the variation in
committee operating effectiveness explained by group emotional competence.
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CHAPTER 5

Discussion and Conclusion

5.1

Introduction

This study was able to provide the first evaluation of the human component of the Australian
Natural Resource Management Model by establishing and applying a model of emotional
competence, which not only considered the emotional competence of individual committee
members, but the emotional competence of natural resource management committees
themselves. This study was a case study of seven natural resource management committees
currently operating within the Australian natural resource management framework. The
objectives of the study were achieved by firstly describing the emotional competence profiles
for both the seven committees as a group and the individual emotional competence profiles of
committee members. These emotional competence profiles were then used to describe the
type of team characteristics and behaviours displayed by each of the seven committees.
Finally, the committee emotional competence profiles were used to investigate the
relationship between committee emotional competence and the operating effectiveness of
each of the seven natural resource management committees.

The discussion in this chapter will reflect the structure of the research objectives and
questions in Chapter Three.

The emotional competence profiles of committees will be

discussed first, followed by the individual emotional competence profiles of committee
members within each committee. This section of the discussion will also explore the impact
of individual committee member emotional competence profiles on the emotional
competence profiles of committees.

The association between committee emotional

competence, team behaviours and natural resource management governance principles will
then be examined and discussed.

Finally, the relationship between group emotional

competence and the operating effectiveness of committees will be discussed.

5.2

The Emotional Competence of Committees

The results of this study showed that the emotional competence profiles for all seven
committees generally followed a similar trend pattern (Figure 3).

Committee members

perceived that their behavioural norm strengths were interpersonal understanding, caring
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behaviour and creating an affirmative environment. The behavioural norms of creating
emotional resources, confronting members and team self-evaluation were ranked significantly
lower than the other six behavioural norms and were therefore considered to be weaknesses
by committee members (Figure 5). The behavioural norm strengths corresponded to the
dimensional strengths of group awareness, group management of external relationships and
group social awareness (Figure 6).

This, in turn, corresponded with each committee

perceiving that their cross-boundary and individual group emotional competence levels were
stronger than their group level (Figure 7). Lewis (1998) and Stubbs-Koman, Wolff and
Howard (2011) suggest that this observed pattern of emotional competence consistency
across the seven committees may be attributed to the impact of work culture on emotional
processing in groups. All seven committees operate in similar environments where their
organisational framework is governed by a state or federal public service and their decision
making processes are constrained by legislation. This potentially creates a common cultural
framework for practice and interpersonal relations, and for interpreting and responding to
emotional issues and experiences (Erez & Gati, 2004). Typically, bureaucratic cultures, or
committees heavily influenced by bureaucratic cultures, tend to have a low tolerance for
emotional displays and do not encourage the development of processes for responding to
emotional issues (Edmondson, 1999). This may partially explain why the behavioural norms
of creating emotional resources, confronting members and team self-evaluation are perceived
to be poorly developed in these seven committees. Not only does organisational culture have
the potential to impact on the emotional competence profiles of the seven committees, but
Brackett et al. (2006) have shown that the composition or demographics of a committee may
also play a pivotal role.

Their research suggested that gender composition and age creates a set of social norms which
govern the development of emotional intelligence. In particular, their study discussed that
emotional abilities may operate or manifest differently for men and women because
generally, women are expected to be more emotionally adept than men, and the social norms
governing appropriate gendered behaviour for men and women are very different. Studies by
Fariselli, Ghini and Freedman (2008) and Leverson (2011) concluded that some parts of
emotional intelligence do increase with age, although this effect is slight, and, in addition,
there are elements of emotional intelligence that do not increase with age indicating that some
competencies must be developed through training. Similarly, research by Dahling and Perez
(2010) indicated that the emotion regulation motives and abilities of older adults do
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predispose them to regulate their emotional displays in a more positive and effective manner.
The demographic profile from the current research study shows that individual committee
members were dominated by males (66%) in the age group 55-59 years, nearly half of the
individual committee members held a degree level of education and 50% of the individual
committee members were self-employed in the industry of agriculture. This committee
composition may again partially explain the similar emotional competence profile patterns
observed across the seven committees.

From both an Australian and international perspective, the significance of the observed trend
pattern of emotional competence across the seven natural resource management committees
is twofold. First, the results from this study suggest that committee emotional competence is
potentially influenced by the organisational framework in which these committees operate,
and the associated work cultures. Over the last 40 years public sector reform has worked
towards developing an organisational structure which emphasises flexibility, responsiveness
and encourages community consultation and public participation in the development and
implementation of natural resource management policy.

While this has led to the

establishment of natural resource management committees, the future key challenge for
public sector reform is developing mechanisms, structures and cultures that will facilitate and
support effective emotional processing within the public sector framework. In doing this the
public sector will recognise the importance of investing in human capital.

Second, the results from this study also suggest that the similar demographic profiles for the
seven committees have impacted on committee emotional competence. These findings are
important when considering the selection process for committee members. Currently, natural
resource management committees in Australia are comprised of individuals from the
community that have been appointed by either a stakeholder based selection process or a
competitive merit based selection process.

Both these processes consider work/life

experience, technical skills and education as effective predictors of successful performance.
Over the last decade organisations have tentatively commenced implementing emotional
intelligence competency-based selection processes (Bar-On, Handley & Fund, 2006; Blank,
2008; Cadman & Brewer, 2001; Rode et al., 2007) which focus on personal and social
competencies as predictors of successful performance. This study provides cursory evidence
that the demographic profile of an individual should not be discounted in the selection
process for natural resource management committee members. As a result, this study may
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potentially initiate a review of the selection process for appointing members to natural
resource management committees as the functionality of the current process used for
selecting committee members is questioned.

5.3

The Emotional Competence of Individual Committee Members

The individual emotional competence profiles for all 44 committee members were
statistically significantly different from each other.

This was not a surprising result

considering that individuals have different personalities, wants, needs and abilities to assess
their own feelings and thoughts and gauge the feelings and thoughts of those around them
(Goleman, 2008; Serrat, 2009). At the component level, members from committees three
(Table 54), four (Table 60), five (Table 66), six (Table 72) and seven (Table 78) perceived
that their weakness was in relationship management, whereas members from committees one
(Table 42) and two (Table 48) perceived that their weakness was in self-management. Again,
this result was not surprising as Cherniss and Goleman (2001) and Nowack (2011) have
suggested that the set of competencies bound by the relationship management component are
considered complex and difficult to master, and therefore are commonly perceived as
weaknesses by individuals. The perceived component strengths were communication for
members from committees two, three, four and five; self-management for members from
committees six and seven; and relationship management for members from committee one.
Cherniss and Goleman (2001) iterate that while theoretically it may be important to study
each component separately, in real life situations individuals exhibit each component and
their corresponding competencies in groupings that allow components to support one another.
It appears that emotional competencies operate most powerfully in synergistic groupings.

The results of this study also concluded that committee emotional competence profiles were
not statistically influenced by the emotional competence of individual committee members.
This is supported by Druskat and Wolff (2001a) who also conclude that a team with
emotionally intelligent members does not necessarily make for an emotionally intelligent
group. Druskat and Wolff (2001a) suggest that a team needs to develop trust, group identity
and group efficacy which requires more than a few members who exhibit emotionally
intelligent behaviour.

Gantt and Agazarian (2004) also support the notion that group

emotional intelligence is a function of the organisational systems themselves, rather than the
property of individuals. They describe emotional intelligence in organisations as a dynamic
output of the function and structure and energy of the organisational system, in which
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individuals contribute the necessary energy for the development of organisational emotional
intelligence. While Harmer and Lutton (2007) also support the notion that a collection of
emotionally intelligent individuals does not translate into an emotionally intelligent team,
they did observe that enhancing an individual’s emotional intelligence does improve a team’s
demonstration of effective emotional intelligence behaviours.

The relationship between the individual emotional competence of the Chair of each
committee and the emotional competence of each committee was also explored. A linear
regression analysis concluded that there was no relationship between the individual emotional
competence of the respective Chairs and committee emotional competence. While there was
no statistical relationship between committee emotional competence and the individual
emotional competence of the Chair, qualitative data from the individual observer stories
affirm impact of the Chair. It was observed that committee one, two and four all had poorly
developed behavioural norms of confronting members and creating emotional resources. In
part, this may have been influenced by the behaviours adopted by the Chairs. In each of
these committees, the Chair “has adopted the sole responsibility for regulating committee
behaviour” and did not encourage members to assist in this role. On some occasions, as
reported in the interviews, the proceedings are also dominated by these three Chairs which
“does not allow for open and honest discussion.” In addition, it was observed through selfreport that all six Chairs perceived that they had poorly developed skills of self-development,
achievement orientation, building strategic relationships, written communication and twoway feedback, which according to Druskat and Wolff (2001a) and Jordan and Troth (2010)
may potentially inhibit the development of group trust, group identity and group efficacy.
Ashkanasy and Humphrey (2011) also suggest that individual emotional intelligence may not
directly impact on the emotional intelligence of the group, but have an indirect effect via the
neurobiology pathways of emotion.

The qualitative data observations support both the research conducted by Stubbs-Koman and
Wolff (2008) and Sunindijo et al. (2007) who examined the relationship between emotional
intelligence of a leader, the group level emotional intelligence, and how both of these levels
of emotional intelligence affect performance of the team. Both studies concluded that a team
leader’s emotional intelligence affects team level emotional competence and team
performance through the development of group emotionally intelligent behavioural norms.
Both studies also validated that leader’s behaviours are important in the development of team
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behavioural norms and that these behaviours were shown to be related to performance. A
more recent study by Zampetakis and Moustakis (2010) also supports the findings that a team
leader’s emotional intelligence can affect the development of the group and the resulting
group dynamics.

Carron and Bradley (2000) and Lopez-Zafra et al. (2008) also suggest that group
cohesiveness is an important predictor of how much influence emotional intelligence will
have on the emergence of leadership. They note that to lead, a leader needs a unified group
of followers, and cohesiveness is a key concept in the analysis of this behaviour.

The significance of these findings for natural resource management is bringing into focus the
reality that individual emotional competencies considered important for the performance and
success of natural resource management committees are perceived by committee members to
be poorly developed. This in turn provides a starting point for the development of programs
within the public sector framework which can target the underdeveloped individual emotional
competence components of self-management and relationship management. The conclusions
of this study also provide evidence that the individual emotional competence of the Chair
impacts on the development of emotional competent behavioural norms at the committee
level. As such, this knowledge may be particularly valuable for the development of different
training strategies and programs, as it provides important insight into the components and
levels of development of individual emotional competence. Past studies have consistently
shown emotional intelligence competencies to be significantly related to individual
performance (Boyatzis, 1992; Boyatzis & Saatcioglu, 2008; Goleman, 2000; Rode et al.,
2007), and as a result, emotional intelligence has become increasingly popular as a measure
for identifying potentially effective leaders, and as a tool for developing effective leadership
skills (Gabriel & Griffiths, 2002; Groves et al., 2008; Hicks & Dess, 2008; Huang et al.,
2010; Palmer et al., 2000; Rosete & Ciarrochi, 2005; Sunindijo et al., 2007). Again, the
conclusion of this study may potentially lay the platform for identifying effective natural
resource management Chairs and act as a tool for developing effective Chairs into the future.

This research suggests that the interactions between committee emotional competence,
individual emotional competence and the emotional competence of the Chair are complex. It
is suspected that these complex interactions are influenced by the organisational culture of
the public sector and the public sector climate.
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5.4

Team Behaviours and Governance Principles

This study attempted to identify the team characteristics and behaviours associated with the
emotional competence profiles of the seven committees and then relate them back to the
natural resource management governance principles essential for committee operation
(Figure 22 and Table 82).

The results show that six of the seven committees (committee one, three, four, five, six and
seven), perceived the presence of characteristics and the use of behaviours associated with the
group emotional competence level of group to be low. These characteristics and behaviours
corresponded with the natural resource management governance principles of legitimacy,
transparency, inclusiveness and integration. This suggests that these committees may have
had difficulty in gaining the confidence of stakeholders, ensuring that decision-making
processes and the reasoning behind these decisions are transparent and providing opportunity
for stakeholders to participate in and influence the decision-making processes. According to
Davidson et al. (2008) these four governance principles of legitimacy, transparency,
inclusiveness and integration are considered key functions for the operating effectiveness of
natural resource management committees because they support the integrity of these
committees, foster openness of communication and initiatives for sharing information, clarify
regional priorities and build a better understanding of natural resource management issues.
Interestingly, committee two perceived the presence of characteristics and the use of
behaviours associated with the group emotional competence level of group to be high. The
qualitative data from the individual committee two member interview affirm this perception.
It was noted by the individual committee member that committee two “has a very clear
purpose and very well defined terms of reference.”

In addition, committee members

willingly embrace the consensus decision-making process and although informal, participate
in self-assessment. The executive officer of this committee provides a positive leadership
style and the committee members encourage an open learning environment.

The results also show that committee’s one, three, four and six perceived the presence of
characteristics and the use of behaviours associated with the group emotional competence
level of individuals to be low. These characteristics and behaviours corresponded with the
natural resource management governance principles of accountability, capability and
adaptability. This suggests that these committees may have had difficulty in accepting and
delivering their responsibilities, and identifying and managing threats and opportunities.
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Prior and Anderton (1999) and Davidson et al. (2008) suggest that these behaviours are
important for ensuring that a committee is able to develop strategic and operational plans,
enhance human resources and proactively manage change. It is interesting to note that
committees one, four and six were the committees with the highest emotional competence
scores. This suggests that being emotionally competent as a group is important, but what is
equally important is developing the behaviours (or norms) that are specific to the group’s
role. Both Grandey and Diamond (2010) and Judge, Woolf and Hurst (2009) share the view
that developing behaviours that are specific to a job or a group’s role is critical for achieving
positive outcomes. Similarly, in a study by Morgeson and Humphrey (2006) the importance
of understanding the relationship between characteristics and behaviours of individuals and
teams and outcomes is also emphasised.

Not surprisingly, six of the seven committees (committee one, three, four, five, six and
seven), perceived the presence of characteristics and the use of behaviours associated with the
group emotional competence level of cross-boundary to be moderate to high.

These

characteristics and behaviours corresponded with the natural resource management
governance principle of fairness. This suggests that these committees are capable of building
effective external networks and establishing strategic relationships. These characteristics and
behaviours are important for ensuring that genuine public participation is provided for
(Davidson et al., 2008). Committee two perceived the presence of characteristics and the use
of behaviours associated with the group emotional competence level of cross - boundary to be
low. The qualitative data from the individual observer and committee member interviews
may partly explain this result. Committee two has “a very clear purpose and a very narrow
focus” and as a result finds it unnecessary to become involved in wider natural resource
management issues. As a consequence, this committee has a limited field of networking
opportunities and therefore may perceive that these characteristics and behaviours are less
developed.

The practical implications of these results is being able to bring a characteristic or behaviour
orientated perspective to natural resource management which adds to our understanding of
the interactions between emotionally competent group norms and the potential to achieve
good governance principles. It also provides evidence that the public sector should actively
ensure that natural resource management committees have a clear definition of their role and
function which will assist in developing appropriate behaviours.
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Repeated studies have shown that the identification of a set of team characteristics which
influence performance is an elusive, dynamic and complex phenomenon (Salas et al., 2004).
Over the past 25 years the science of team characteristics has evolved in the knowledge base
and the practice of managing teams. This science has produced evidence based principles,
guidelines, tools and methodologies that can be applied across many industries and domains
(Salas & Gorman, 2010). The most comprehensive listing of team characteristics has been
provided by Mealiea and Baltazar (2005), who identified 17 team characteristics and
provided preliminary empirical support to the argument that each of the 17 characteristics is
significantly related to team performance.

5.5

The Operating Effectiveness of Committees

Qualitative analysis shows a very strong relationship between group emotional competence
and the operating effectiveness of the seven natural resource management committees, with
the results supporting the hypothesis that there is a relationship between committee emotional
competence and the performance of the committee (Table 84). Committees with an overall
high rating of group emotional competence ranked significantly higher than committees with
an overall low rating of group emotional competence in achieving the 10 natural resource
management criteria (Figure 4 and Table 83).

These findings are supported by Druskat and Wolff (2001b) and Welch (2003) in their
research which showed, that just like individuals, the most effective teams are the
emotionally intelligent ones. Druskat and Wolff (2001b) went on to further identify that
establishing behavioural norms for emotional awareness and regulation at all levels of
interaction, teams were able to build the solid foundation of trust, group identity and group
efficacy which is essential for true cooperation and collaboration. The present research
provides evidence that committees one, four, six and seven have been able to successfully
establish behavioural norms that have provided a strong foundation for the development of
trust, group identity and group efficacy.

First, the development of trust in a committee environment occurs over a period of time and
is a function of committee member stability and committee size (Webber, 2008; Wheelan,
2009). The membership of committees one, four, six and seven has been relatively stable
over the last three to four years and all four committees have less than seven members which
maximises a committee’s potential to develop trust (Wheelan, 2009). Additionally, these
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four committees had incorporated team building activities or social functions into their
operating environment which have been found to facilitate the development of trust between
committee members (Pritchard & Ashleigh, 2007).

Second, group identity, or a feeling among members that they belong to a worthwhile group,
is fostered by the committee having a good understanding of their operating environment
(Druskat & Wolff, 2001b; Tyler & Blader, 2001), and the ability to generate open and
rigorous discussion resulting in a show of mutual respect for members (Mitchell, Nicholas &
Boyle, 2009). Committees one, four, six and seven all displayed the behavioural norms that
indicated that they had a good understanding of their operating environment and engaged in
discussions that were robust, but respectful of each member’s points of view.

Third, a committee’s ability to foster the impression of group efficacy early in its life has
been linked to performance. Group efficacy is achieved through self-assessment and the
development of strong and positive relationships with individuals and other groups that
believe in the committee as a whole (Edmonds et al., 2009; Pescosolido, 2003). It could be
suggested that committees one, six and seven all have a strong sense of group efficacy due to
their self-assessment processes and both their internal and external support networks.
Committee four may also have had a strong sense of group efficacy, although, unlike the
other three committees, they did not have a formalised self-assessment process. Quantitative
data from the individual observer interview affirms that committee four “does not have a
formalised self-assessment process” but members participate in informal self-assessment and
performance discussions.

In addition, recent studies by Kim et al. (2009), Luca and Tarricone (2010), O’Boyle et al.
(2011) and Stewart (2010) found that there is a strong correspondence between group
emotional intelligence and the effectiveness of teams. O’Boyle et al. (2011) suggest that
emotional intelligence is an important predictor of performance and work-related outcomes.
Their study also concluded that ability measures, self and peer report measures and mixed
models of emotional intelligence all predicted job performance equally as well.

These

observations are further supported by Luca and Tarricone (2010) and Stewart (2010) who
discuss that group emotional intelligence, and individual team member emotional
intelligence, play a pivotal role in determining the success and functionality of a team, and
the quality of the final product being developed. Luca and Tarricone (2010) also suggest that
Chapter 5 – Discussion and Conclusion

Page 194

The role of emotional competence on the effectiveness of natural resource management committees

the difference between success and mediocrity in a team environment, can be attributed to a
team’s mastery of the softer skills which are abilities and approaches grounded in emotional
intelligence.

A key implication of this study for natural resource management in Australia, and indeed
internationally, is recognising that emotional competence impacts on the performance of
committees. With natural resource management being often complex and contentious, and
requiring committee members to provide leadership and engage with the community,
strategies to develop and sustain effective committees are desired. This research supports the
strategy of developing emotionally competent natural resource management committees
throughout the public sector to attain effective, locally driven, on-ground natural resource
management solutions. Additionally, this research has indicated that committee Chairs affect
the development of group emotional competent behavioural norms. Therefore, the public
sector should work towards developing both emotionally competent Chairs as well as
emotionally competent natural resource management committees.

To develop both emotionally competent Chairs and committees the public sector could
employ two strategies.

First, as emotional competence can be developed (Boyatzis &

Saatcioglu, 2008; Groves, McEnrue & Shen, 2008) innovative educational and training
programs could be initiated. Walter, Cole and Humphrey (2011) caution that in doing so it is
very important to select an appropriate emotional intelligence measure dependent on the
purpose of its use. Initiating educational and training programs would not only assist in
developing emotional competence, but would provide understanding of an individual’s or
committee’s emotional competence and identify potential for improvement, along with
stimulating self-reflection and providing important feedback from key stakeholders. This
study has identified the potential for improvement in both individual and committee
emotional competence and therefore supports the strategy of employing educational or
training programs. Second, the public sector could include in their current selection process
for Chairs and committee members emotional competence elements in varying degrees
according to the specific requirements for natural resource management.

Up to now, the importance of the human component of the Australian Natural Resource
Management Model has been assumed by the public sector in Australia. This study has
evaluated the human component using a model of emotional competence in relation to
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members of natural resource management committees.

This study indicates that both

individual and committee emotional competence impacts on the performance of natural
resource management committees. Therefore, this study suggests that the human component
of the Australian Natural Resource Management Model plays a vital role in determining the
effectiveness of natural resource management committees.

5.6

Delimitations and Future Research

This study has identified six delimitations that should be considered.

First, the study

involved 58 participants from seven natural resource management committees which is
considered to be a small sample size from the current existing 59 natural resource
management committees operating across Australia. All 59 natural resource management
committees were contacted and invited to participate, but distance and the perception by
committee members that the results of the study would be used by government to negatively
impact on the committees’ hindered participation.

The second delimitation was the reliance on the collection of data from both the Individual
Work Profile Questionnaire and the Committee Experience Questionnaire.

These

questionnaires measure an individual’s perceived emotional competence, not their actual
emotional competence, using a self-report technique.

It is noted that the self-report

methodology of measuring emotional intelligence can be inaccurate due to the
questionnaire’s vulnerability to social desirability bias as well as an individual’s management
of perception and deception (Ching Kan & Williams, 2002; Matthews, Roberts & Zeidner,
2004). To address this concern two observers for each committee were asked to rate the
committee’s emotional competence levels for the nine behavioural norms over the course of
three separate committee meetings. Care should be taken when interpreting the individual
committee member emotional competence profiles as the 360 degree feedback technique was
not employed.

The measurement of committee performance, based solely on independent, state and federal
government reviews, reports and audits, is the third delimitation that needs to be considered.
While these documents were extensive and detailed, the briefs used in guiding the preparation
and content of these documents were developed by government and therefore result in
potential bias.
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The fourth delimitation of the study was that the developmental phase and organisational
culture in which the committee is operating in, was not considered. This study assumed that
all seven committees were operating in the performing phase.

Fifthly, the collection of mainly quantitative data from individual committee members and
observers can be considered a delimitation of this study. Although observers were asked to
provide additional comment to support their questionnaire answers and random committee
member follow-up interviews were conducted, engaging the committees in focus group
discussions to explore the use of emotional competent behaviours would have been
beneficial.

The final identified delimitation of this study is that the data collected represents a single
snapshot in time.

Changes in the development of committees and their potential for

delivering effective outcomes can occur across multiple time scales and can be systematic
and regular, or episodic and particular (Arrow et al., 2004; Pescosolido, 2003) and therefore it
would be beneficial to collect emotional competence and committee effectiveness data over a
period of time.

There are a number of areas highlighted by this study that future research may like to focus.
First, future research must ‘bridge the gap” and move towards the identification of structural
and cultural components within the public sector framework that prevent or suppress the
development of emotional competencies in natural resource management committees.
Gaining an understanding of these factors and their linkages to committee emotional
competence will allow for the development of mechanisms, structures and cultures that will
facilitate and support effective emotional processing within the public sector framework.

In addition, a future area for research might be to examine the effects of the public sector
organisational culture and climate on the development of individual emotional competence
and the development of committee behavioural norms. Future research might also address
how the public sector climate influences the Chair’s emotional competent behaviours which
in turn affect committee emotional competence. Ashkanasy, Wilderom and Peterson (2000)
determined that the context in which a leader and team are placed impacts on the
development of emotional intelligence and subsequently their success.
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Building on previous findings, it would be beneficial for future research to investigate
whether interactions between team characteristics/behaviours and emotional competence
have a moderating effect on committee performance and their ability to operate effectively
under their governance principles. Determining the team characteristics and behaviours that
are influenced by both individual and group emotional competence would also be beneficial
future research.

More research is also required to clarify the relationship between committee demographics
and the emotional competence of the committee. Additionally, the relationship between team
characteristics and behaviours, emotional competence and governance principles warrants
further investigation to determine whether there is an impact on the effectiveness of
committees.

Finally, the data collected in this study represents a single snapshot in time whereas with
team effectiveness it would be desirable to collect individual and group emotional
competence, and committee effectiveness data over a period of time. As the development of
committees and their potential for delivering effective outcomes can occur across multiple
time scales (Arrow et al., 2004), this would enable a dynamic interpretation of the emotional
competence of both individuals and committees and the possible attribution of causal
relationships. In this area researchers may wish to investigate the different ways that training
programs can improve the emotional competencies for both individuals and committees. A
component of this research may like to focus on the stages within a committee’s lifecycle
where emotional competence training intervention is most effective.
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Implications
This research study was designed to explore the impact of individual and group emotional
competence on the effectiveness of natural resource management committees.

As the

Australian Government continues to embark on public sector reform, the importance of
public participation in natural resource management has become evident through the
establishment of natural resource management committees. The management of natural
resources in Australia, and indeed globally, is complex and often contentious, and therefore it
is critical to have natural resource management committees who are able to provide
leadership and engage the community in natural resource management decisions.

It is

generally accepted that in order to achieve this, those committees and individuals involved
need emotional capabilities to inspire and empathise with the community. This model, the
Australian Natural Resource Management Model, is currently being reviewed with the
emphasis of this review being placed on the environmental and economic aspects of the
model.

With the literature providing strong and consistent support for the role that both individual
and group emotional intelligence plays in building effective relationships, underpinning
performance and fostering teamwork, the concept has been embraced by the corporate world.
Government, unlike the corporate world, has not readily embraced the concept of emotional
intelligence, so this study sought to evaluate the human component of the Australian Natural
Resource Management Model by establishing and applying a model of individual and group
emotional competence. This emotional competence paradigm provides the framework for
investigating the impact of individual and group emotional competence on the effectiveness
of natural resource management committees and the types of team characteristics and
behaviours associated with delivering natural resource management governance principles.

Overall, the conclusion is that group emotional competence has an impact on the
effectiveness of natural resource management committees even though the committees
generally had similar emotional competence profiles. All of the seven committees perceived
that their behavioural norms strengths were interpersonal understanding, caring behaviour
and creating an affirmative environment, whereas their perceived weaknesses were creating
emotional resources, confronting members and team self-evaluation. Committees with an
overall high rating of group emotional competence ranked significantly higher than

Chapter 5 – Discussion and Conclusion

Page 199

The role of emotional competence on the effectiveness of natural resource management committees

committees with an overall low ranking of group emotional competence in achieving the 10
identified natural resource management criteria.

Similarities between the seven committee emotional competence profiles can partly be
attributed to work culture and the demography of individual committee members. All seven
committees operate under a common cultural framework that is governed by a state or federal
public service, and in which their decision-making processes are constrained by legislation.
The literature also suggests that bureaucratic cultures are not sympathetic to the development
of processes for responding to emotional issues. Additionally, the demographic profiles of all
the seven committees were dominated by males in the age group 55-59 years which has
potentially resulted in a set of social norms that have influenced the development of
committee emotional competence.

The differences observed in the overall ratings of group emotional competence between the
seven committees may be partly explained by individual emotional competence. While there
was no statistical relationship between individual emotional competence and group emotional
competence, qualitative data from individual observer stories affirm impact of the Chair.
Observations confirm that the behaviours adopted by, and the emotional capabilities of the
Chair, impact on the ability of the committee to develop behavioural norms. There is also
support in the literature that individual emotional intelligence may indirectly impact on group
emotional intelligence.

This study identified a number of practical implications for the public service and natural
resource management. First, as emotional competence is a set of competencies that can be
developed the results from this study may be particularly valuable for the development of
training and educational strategies that initially focus on those competencies which have been
identified as being underdeveloped. Second, the results question the validity of the current
merit based or stakeholder based selection process for Chairs and committee members and
support the inclusion of emotional competence elements in varying degrees according to the
specific requirements for natural resource management.

Third, these results add to the

understanding of the interactions between emotionally competent group norms and the
potential to achieve good governance principles. The research indicates that by targeting
specific emotional competent group norms a committee can potentially increase the
successful delivery of their governance principles which in turn leads to a more effective
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committee. The final challenge for the public sector, through continued public sector reform,
is to develop mechanisms, structures and cultures that will facilitate and support effective
emotional processing.

As this research study implies that the public sector organisational culture may prevent or
suppress the development of individual emotional competence, including the emotional
competence of the Chair, and group emotional competence, it would be beneficial for further
research to identify those structural and cultural components of the public sector framework.

Emotional competence is positioned as a construct that can be employed by the public sector
to further strengthen the human component of the Australian Natural Resource Management
Model, and in doing so, initiate the development of emotionally competent natural resource
management committees who can provide leadership and effectively engage the community
in natural resource management decisions.
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APPENDICES
Appendix 1: Individual Work Profile Questionnaire

Individual Work Profile Questionnaire

Confidentiality
• Any information that you provide will be treated in complete
confidence.
• No individuals will be identified in the results.
• The research student (Tara Schalk) and the primary research
supervisor (Dr Francesco Sofo) will be the only people who have
access to the completed survey forms.
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Demographic Information
Please place a tick in the appropriate box.

Position on the Committee

 Member

 Chair

Period of Membership on Committee
Years:…………………………………

Months:…………………………………….

Age

 20-24 years
 25-29 years
 30-34 years
 35-39 years
 40-44 years

 45-49 years
 50-54 years
 55-59 years
 60-64 years
 65-69 years

 70+ years

Sex

 Male

 Female

Education

 Year 10 or below (or equivalent)
 Year 12 (or equivalent)
 Certificate
 Diploma
 Degree

 Graduate Diploma
 Graduate Certificate
 Masters
 PhD
 Other………………………………………………………………………

Employment

 Employed, work full-time
 Employed, work part-time

 Self-employed
 Not employed

Industry of Employment

 Agriculture
 Government
 Retail Trade
 Professional, Scientific, Technical
Appendices

 Education and Training
 Health Care
 Other………………………………………………………………
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Directions
This is a questionnaire about how you behave, think or feel in various situations. Consider each of the following
statements and place a tick in the appropriate column to indicate how far each statement applies to you. Do not
spend too long on each question. Your first reaction will usually be the best response. If you need to change an
answer, cross out your answer clearly and place a tick in one of the other boxes.
Please answer all questions

To an
Extremely
Small
Extent

To a
Very
Small
Extent

To a
Small
Extent

To a
Moderate
Extent

To a
Large
Extent

To a
Very
Large
Extent

To an
Extremely
Large
Extent

1. I seek and apply feedback and
constructive criticism from others
2. I maintain optimism and make the
most out of situations whether good or
bad
3. I handle tense situations without
overreacting, becoming overly
emotional or defensive
4. I practice high standards of personal
and professional integrity
5. I make decisions confidently and
quickly when necessary
6. I work hard to achieve and
accomplish tasks, projects,
assignments and goals
7. I effectively initiate and cultivate
strategic alliances with key senior
managers and others within the
organisation
8. I encourage others to express
contrary views, ideas and opinions
9. I communicate and express ideas in
a manner that persuades and influences
others
10. I make it easy for others to
disclose, share and openly talk about
their ideas, concerns and problems
11. I take initiative and offer formal
and informal assistance, training and
coaching to others
12. I solicit and value the thoughts,
opinions, feedback, and ideas of others
13. I am able to write in a logical,
organised, and clear manner
14. I maintain close contact and
communication with others
15. I maintain eye contact when
communication with others
16. I am able to confidently deliver
oral presentations that are persuasive,
clear, and logically organised
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Please answer all questions

To an
Extremely
Small
Extent

To a
Very
Small
Extent

To a
Small
Extent

To a
Moderate
Extent

To a
Large
Extent

To a
Very
Large
Extent

To an
Extremely
Large
Extent

17. I summarise and paraphrase what
others have said in order to clarify
understanding
18. I pursue continuous learning and
self-development of knowledge,
experiences and skills
19. I maintain a positive and
constructive outlook even when plans
or decisions are thwarted
20. I refrain from expressing
frustration or anger towards others
when upset (ie I do not raise my voice
or display impatience with others)
21. I maintain openness, honesty and
candour in interpersonal relationships
22. I research and utilise available
information in order to understand and
solve issues and problems
23. I complete tasks, projects and
assignments on time and with quality
24. I effectively build relationships and
partnerships with others
25. I discuss possible “win-win”
solutions and seek agreement on
specific actions when conflicts arise
with others
26. I modify my leadership style to
persuade, motivate and influence
others
27. I show sensitivity towards diversity
in the workplace and treat others in a
fair and consistent manner
28. I provide timely and ongoing
feedback to others regarding working
relationships and job performance
29. I develop cooperative, rather than
competitive, working relationships
with others
30. I use appropriate grammar, tense,
and language in all written
communications
31. I inform others about relevant
aspects of tasks, projects and
assignments in a timely manner
32. I articulate and enunciate clearly
when speaking and communicating
33. I am prepared and organised for
meetings, discussions and
Appendices
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Please answer all questions

To an
Extremely
Small
Extent

To a
Very
Small
Extent

To a
Small
Extent

To a
Moderate
Extent

To a
Large
Extent

To a
Very
Large
Extent

To an
Extremely
Large
Extent

presentations
34. I maintain appropriate eye contact
and attentive non-verbal behaviour
when being spoken to
35. I am able to realistically appraise
my strengths and development areas
36. I handle pressure and stress well
37. I maintain poise, composure and
control of behaviours in the face of
interpersonal challenge or threat
38. I am able to demonstrate
consistency between actions and words
(ie I am able to say and do things that
are consistent with each other)
39. I generate and consider multiple
options before making a decision
40. I follow through on stated
commitments and promises
41. I develop, cultivate and maintain a
broad base of support among
stakeholders
42. I allow for disagreements to
emerge and to be discussed openly
43. I am able to convince and persuade
others to see my perspective and ideas
44. I develop and maintain warm,
friendly, and sensitive relationships
with others
45. I acknowledge and recognise the
contributions and accomplishments of
others
46. I actively involve others in my
decision-making, planning, and
problem solving tasks when
appropriate
47. I use written communications
effectively and appropriately
(including email)
48. I communicate information needed
by others in a prompt and timely
manner
49. I clearly express and request
information from others
50. I handle questions in meetings and
presentations in a responsive and
diplomatic manner
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Please answer all questions

To an
Extremely
Small
Extent

To a
Very
Small
Extent

To a
Small
Extent

To a
Moderate
Extent

To a
Large
Extent

To a
Very
Large
Extent

To an
Extremely
Large
Extent

51. I take time to understand and listen
to others
52. I manage time effectively and
efficiently
53. I maintain an effective balance
between work, family and personal life
54. I avoid taking unnecessary risks or
making impulsive decisions without
adequate and relevant information
55. I create trusting relationships
making it easy to discuss and share
personal information
56. I stick with a decision or course of
action unless it is obvious that it is
incorrect
57. I perform work in a conscientious
and dependable manner
58. I make an effort to acknowledge
and resolve interpersonal conflicts
with others
59. I communicate in a manner that
inspires commitment and support
towards my ideas, suggestions and
opinions
60. I show an interest in and am
considerate of the feelings and needs
of others
61. I encourage cooperation and
teamwork among people who depend
on each other to get work done
62. I work collaboratively and noncompetitive with others
63. I clarify important points and
questions from others during
presentations
64. I wait out silences and listen
patiently without interrupting others
65. I am flexible and resilient in
response to adversity and challenge
66. I resist the desire to speak or act
when it will not be helpful to the
situation
67. I make high quality and logical
decisions based on adequate data and
information
68. I resist reacting defensively and
keep an open mind when others
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To an
Extremely
Small
Extent

Please answer all questions

To a
Very
Small
Extent

To a
Small
Extent

To a
Moderate
Extent

To a
Large
Extent

To a
Very
Large
Extent

To an
Extremely
Large
Extent

disagree with me
69. I am willing to assert my ideas and
opinions in the face of opposition and
challenge
70. I make an effort to understand and
take an interest in how others are
feeling
71. I express confidence in the skills
and abilities of others
72. I develop supportive, helpful, and
friendly working relationships with
others
73. I respect the ideas, abilities and
contributions of others and take a
genuine interest in their suggestions
and concerns
74. I provide clear, succinct and
logical answers to questions from
others

Thank you for taking the time to complete the questionnaire

For Research Student Use Only
Committee Identification Number: UC3013741_________________________________________
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Appendix 2: Committee Experience Questionnaire

Committee Experience Questionnaire

Confidentiality
• Any information that you provide will be treated in complete
confidence.
• No individuals will be identified in the results.
• The research student (Tara Schalk) and the primary research
supervisor (Dr Francesco Sofo) will be the only people who
have access to the completed survey forms.
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Demographic Information
Please place a tick in the appropriate box.
Position on the Committee

 Member

 Chair

Period of Membership on Committee
Years:…………………………………

Months:…………………………………….

Age

 20-24 years
 25-29 years
 30-34 years
 35-39 years
 40-44 years

 45-49 years
 50-54 years
 55-59 years
 60-64 years
 65-69 years

 70+ years

Sex

 Male

 Female

Education

 Year 10 or below (or equivalent)
 Year 12 (or equivalent)
 Certificate
 Diploma
 Degree

 Graduate Diploma
 Graduate Certificate
 Masters
 PhD
 Other…………………………………………….

Employment

 Employed, work full-time
 Employed, work part-time

 Self-employed
 Not employed

Industry of Employment

 Agriculture
 Government
 Retail Trade
 Professional, Scientific, Technical
Appendices

 Education and Training
 Health Care
 Other……………………………………
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Directions
This survey is about your experience with your committee.

The following pages contain a number of

statements that describe committees in general. Thinking specifically about your committee, please read each
of the following statements and then indicate how much you believe they are true for your committee by
circling an answer ranging from completely agreeing with the statement to completely disagreeing with the
statement.

There are no right or wrong answers on this questionnaire. The survey is merely a measure of the way you believe your
committee prefers to do things, and is aimed at understanding behaviors and needs that are characteristic of your

Completely disagree
Mostly disagree
Somewhat disagree
Neutral
Somewhat agree
Mostly agree
Completely agree

committee.

1
2

We make an effort to understand one another’s attitudes and views
We grumble about members who behave inappropriately, but don’t address them directly

1 2 3 4 5 6 7
1 2 3 4 5 6 7

3

Members of our group act in ways that show they care about each other

1 2 3 4 5 6 7

4
5
6
7
8
9
10
11

We periodically discuss what is working or not working in our group
We take time to talk about frustrations or other feelings in the group
When something goes wrong, we look at it as a challenge rather than an obstacle
When problems occur, we often feel powerless to address them
We find out how decisions are made in this company
Helping other groups often slows us down so we try not to get involved in their problems
We know which tasks are best suited to the skills and interests of which members
If a member behaves in a way that makes the rest of us uncomfortable, we confront him or
her directly
Some members treat other members badly

1
1
1
1
1
1
1
1

We try to be aware of our group’s mood and how it is affecting our work
We are careful to not let our feelings enter into our group discussions
A positive outlook is encouraged in our group
Our group comes up with ways to solve problems that others might say are out of our
control
We take the time to figure out why our boss makes certain decisions
We build relationships with groups that can help make a difference in our performance
We try to understand each other’s concerns and needs
If someone isn’t pulling his or her weight in our group, we ignore it
Certain members of the group treat other members with no respect
We do not evaluate our group and its performance
We have certain words or phrases we use to label the moods that arise in our group
In our group, we are optimistic about our ability to deal with difficulties
Our group anticipates problems so that we can prevent major issues
We seek to understand how our work contributes to the company’s goals
Other groups know that if they need our assistance or advice, we will give it to them
We try to understand each other’s strengths and weaknesses

1
1
1
1

2
2
2
2

3 4
3 4
3 4
3 4

5
5
5
5

6 7
6 7
6 7
6 7

1
1
1
1
1
1
1
1
1
1
1
1

2
2
2
2
2
2
2
2
2
2
2
2

3 4
3 4
3 4
3 4
3 4
3 4
3 4
3 4
3 4
3 4
3 4
3 4

5
5
5
5
5
5
5
5
5
5
5
5

6 7
6 7
6 7
6 7
6 7
6 7
6 7
6 7
6 7
6 7
6 7
6 7

12
13
14
15
16
17
18
19
20
21
22
23
24
25
26
27
28

Appendices

2
2
2
2
2
2
2
2

3
3
3
3
3
3
3
3

4
4
4
4
4
4
4
4

5
5
5
5
5
5
5
5

6
6
6
6
6
6
6
6

7
7
7
7
7
7
7
7

1 2 3 4 5 6 7
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29
30
31
32
33
34
35
36
37
38
39
40
41
42
43
44
45
46
47
48
49
50
51
52
53
54
55
56
57

We tell members who aren’t doing their fair share of the work to shape up
We express our appreciation for group member effort
We often compare ourselves to other groups to see how we are performing
We don’t make time in our group to let members discuss their frustrations
When a problem disrupts our progress, members express optimism about fixing it
We take actions to prevent problems that might occur
We don't work very hard to clarify how the work done by our group impacts the
organization as a whole
We don’t usually have time to help other groups
Members in my group try very hard to understand each other
We let members know if their actions are considered unacceptable
We work to build good relationships with important people and/or groups in the company
We set aside time to let members discuss how they feel
We don’t spend time evaluating the work done by our group
We spend more time complaining about the obstacles we face than we do finding ways to
overcome them
We work hard to solve our own problems so that we don’t have to rely on or wait for help
from outside our group
We seek out information about the concerns and needs of decision makers in the company
Members of our group build relationships with people and/or groups who can provide us
with resources and support
During discussions, when a member doesn’t understand something, it is more important for
us to keep moving than to clear up the confusion
We inform members if they are not meeting the needs of the group
We try to accommodate one another’s needs
Our group often asks others if they are satisfied with our performance
When there is tension in our group, we acknowledge or discuss it
We act decisively to address challenges
We work to find out the concerns and needs of others in the company
We let members know that we value their contributions
We regularly seek external feedback that will help us evaluate the way we are operating
We seek out information about the decision makers in this company
We ask each other questions to make sure we accurately understand each other
We don’t try to get to know one another

1
1
1
1
1
1
1

2
2
2
2
2
2
2

3
3
3
3
3
3
3

4
4
4
4
4
4
4

5
5
5
5
5
5
5

6
6
6
6
6
6
6

7
7
7
7
7
7
7

1
1
1
1
1
1
1

2
2
2
2
2
2
2

3
3
3
3
3
3
3

4
4
4
4
4
4
4

5
5
5
5
5
5
5

6
6
6
6
6
6
6

7
7
7
7
7
7
7

1 2 3 4 5 6 7
1 2 3 4 5 6 7
1 2 3 4 5 6 7
1 2 3 4 5 6 7
1
1
1
1
1
1
1
1
1
1
1

2
2
2
2
2
2
2
2
2
2
2

3 4
3 4
3 4
3 4
3 4
3 4
3 4
3 4
3 4
3 4
3 4

5
5
5
5
5
5
5
5
5
5
5

©2004 Steven Wolff, Vanessa Druskat

Thank you for taking the time to complete the questionnaire

For Research Student Use Only
Committee Identification Number: UC3013741_________________________________________
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Appendix 3: Observer Questionnaire

Observer Questionnaire

Confidentiality
• Any information that you provide will be treated in complete
confidence.
• No individuals will be identified in the results.
• The research student (Tara Schalk) and the primary research
supervisor (Dr Francesco Sofo) will be the only people who
have access to the completed survey forms.
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Demographic Information
Please place a tick in the appropriate box.

Period Attending Committee Meetings
Years:…………………………………

Months:…………………………………….

What is Your Relationship with the Committee (eg manager, staff, stakeholder)
………………………………………………………………………………………………….
Age

 20-24 years
 25-29 years
 30-34 years
 35-39 years
 40-44 years

 45-49 years
 50-54 years
 55-59 years
 60-64 years
 65-69 years

 70+ years

Sex

 Male

 Female

Education

 Year 10 or below (or equivalent)
 Year 12 (or equivalent)
 Certificate
 Diploma
 Degree

 Graduate Diploma
 Graduate Certificate
 Masters
 PhD
 Other…………………………………………….

Employment

 Employed, work full-time
 Employed, work part-time

 Self-employed
 Not employed

Industry of Employment

 Agriculture
 Government
 Retail Trade
 Professional, Scientific, Technical
Appendices

 Education and Training
 Health Care
 Other……………………………………
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Directions
The following pages contain a number of statements that describe committees in general. Thinking
specifically about the committee that you are observing, please read each of the following statements
and then indicate to what extent you agree with each statement by circling an answer.

There are no right or wrong answers on the questionnaire. The questionnaire is a measure of the way
you believe the committee prefers to operate based on your observations and knowledge of that
committee.

Space is also provided for any additional comments or evidence that you would like to provide on the
operation of this specific committee.

Section 1
This section is aimed at gathering information on the committee’s understanding of their strengths and

Completely disagree
Mostly disagree
Somewhat disagree
Neutral
Somewhat agree
Mostly agree
Completely agree

weaknesses, their understanding of each other and their ability to improve their performance.

1
2

Committee members make an effort to understand one another’s attitudes and views
The committee understands which tasks are best suited to the skills and interests of
individual members

1 2 3 4 5 6 7
1 2 3 4 5 6 7

3

Committee members try to understand each other’s concerns and needs

1 2 3 4 5 6 7

4
5
6

Committee members try to understand each other’s strengths and weaknesses
Committee members try very hard to understand each other
Committee members don’t try to get to know each other

1 2 3 4 5 6 7
1 2 3 4 5 6 7
1 2 3 4 5 6 7

Comments or evidence for your responses:
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
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Section 2
This section is aimed at gathering information on the committee’s ability to regulate member’s

Completely disagree
Mostly disagree
Somewhat disagree
Neutral
Somewhat agree
Mostly agree
Completely agree

behaviours.

1

Committee members grumble about members who behave inappropriately, but don’t
address the issue
If a member behaves in a way that makes the committee feel uncomfortable, the committee
confronts the member directly

1 2 3 4 5 6 7

3

If a member isn’t pulling their weight, the committee ignores it

1 2 3 4 5 6 7

4
5
6

The committee tells members who aren’t doing their fair share of the work to shape up
The committee lets members know if their actions are considered unacceptable
The committee informs members if they are not meeting the needs of the committee

1 2 3 4 5 6 7
1 2 3 4 5 6 7
1 2 3 4 5 6 7

2

1 2 3 4 5 6 7

Comments or evidence for your responses:
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
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Section 3

Completely disagree
Mostly disagree
Somewhat disagree
Neutral
Somewhat agree
Mostly agree
Completely agree

This section is aimed at gathering information on the committee’s ability to communicate and show
respect for each other.

1
2

Members of the committee act in ways that show they care about each other
Some members treat other members badly

1 2 3 4 5 6 7
1 2 3 4 5 6 7

3

Certain members of the group treat other members with no respect

1 2 3 4 5 6 7

4
5
6
7

The committee expresses their appreciation for group member effort
The committee lets members know that their contributions are valued
The committee attempts to accommodate one another’s needs
Committee members ask each other questions to ensure that they accurately understand
each other
During discussions, when a member doesn’t understand something, it is more important for
the committee to keep moving than to clear up the confusion

1
1
1
1

8

2
2
2
2

3
3
3
3

4
4
4
4

5
5
5
5

7
7
7
7

1 2 3 4 5 6 7

Comments or evidence for your responses:
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
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Section 4

Completely disagree
Mostly disagree
Somewhat disagree
Neutral
Somewhat agree
Mostly agree
Completely agree

This section is aimed at gathering information on the committee’s ability to self evaluate and how the
committee interacts and operates.

1
2

The committee periodically discusses what is working for them
The committee attempts to be aware of their mood and how it is affecting their work

1 2 3 4 5 6 7
1 2 3 4 5 6 7

3

The committee does not evaluate their group and its performance

1 2 3 4 5 6 7

4
5
6
7

The committee often compares themselves to other groups to see how they are performing
The committee doesn’t spend time evaluating the work done by the committee
The committee often asks others if they are satisfied with their performance
The committee regularly seeks external feedback that will help evaluate the way they are
operating

1
1
1
1

2
2
2
2

3
3
3
3

4
4
4
4

5
5
5
5

Comments or evidence for your responses:
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
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Section 5

Completely disagree
Mostly disagree
Somewhat disagree
Neutral
Somewhat agree
Mostly agree
Completely agree

This section is aimed at gathering information on the committee’s ability to create an environment,
which encourages expression by all members.

1
2

The committee takes time to talk about frustrations or other feelings in the group
The committee is careful no to let their feelings enter into discussions

1 2 3 4 5 6 7
1 2 3 4 5 6 7

3

The committee has certain words or phrases they use to label the moods that arise in the
committee

1 2 3 4 5 6 7

4
5
6

The committee doesn’t take time in meetings to let members discuss their frustrations
The committee sets aside time to let members discuss how they feel
When there is tension in the committee, they acknowledge or discuss it

1 2 3 4 5 6 7
1 2 3 4 5 6 7
1 2 3 4 5 6 7

Comments or evidence for your responses:
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
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Section 6

Completely disagree
Mostly disagree
Somewhat disagree
Neutral
Somewhat agree
Mostly agree
Completely agree

This section is aimed at gathering information on whether the committee has the ability to create a
positive work environment.

1

1 2 3 4 5 6 7

2

When something goes wrong, the committee looks at it as a challenge rather than an
obstacle
A positive outlook is encouraged in the committee

3

The committee is optimistic about their ability to deal with difficulties

1 2 3 4 5 6 7

4

When a problem disrupts the committee’s progress, members express optimism about
fixing it
The committee spends more time complaining about the obstacles they face than finding
ways to overcome them

1 2 3 4 5 6 7

5

1 2 3 4 5 6 7

1 2 3 4 5 6 7

Comments or evidence for your responses:
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………

Appendices

Page 244

The role of emotional competence on the effectiveness of natural resource management committees

Section 7

Completely disagree
Mostly disagree
Somewhat disagree
Neutral
Somewhat agree
Mostly agree
Completely agree

This section is aimed at gathering information on the committee’s style of operation and their ability
to generate responses to problems.

1
2

When problems occur, the committee often feels powerless to address them
The committee comes up with ways to solve problems that others might say are out of their
control

1 2 3 4 5 6 7
1 2 3 4 5 6 7

3

The committee anticipates problems so that they can prevent major issues

1 2 3 4 5 6 7

4
5

The committee takes actions to prevent problems that might occur
The committee works hard to solve their own problems so that they don’t have to rely on or
wait for help from outside the committee
The committee acts decisively to address problems

1 2 3 4 5 6 7
1 2 3 4 5 6 7

6

1 2 3 4 5 6 7

Comments or evidence for your responses:
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
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Section 8

Completely disagree
Mostly disagree
Somewhat disagree
Neutral
Somewhat agree
Mostly agree
Completely agree

This section is aimed at gathering information on whether the committee has an understanding of the
environment in which they operate.

1

The committee understands how decisions are made in the natural resource
management framework
The committee takes the time to figure out why the government makes certain decisions

1 2 3 4 5 6 7

3

The committee seeks to understand how their work contributes to natural resource
management

1 2 3 4 5 6 7

4

The committee doesn’t work very hard to clarify how their work impacts on natural
resource management in NSW as a whole
The committee seeks out information about the concerns and needs of decision makers in
natural resource management
The committee works to find out the concerns and needs of other groups in natural resource
management
The committee seeks out information about the decision makers in natural resource
management

1 2 3 4 5 6 7

2

5
6
7

1 2 3 4 5 6 7

1 2 3 4 5 6 7
1 2 3 4 5 6 7
1 2 3 4 5 6 7

Comments or evidence for your responses:
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
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Section 9

Completely disagree
Mostly disagree
Somewhat disagree
Neutral
Somewhat agree
Mostly agree
Completely agree

This section is aimed at gathering information on the committee’s ability to build external
relationships.

1
2

Helping other groups often slows the committee down so they try not to get involved
in their problems
The committee builds relationships with groups that can help make a difference to their
performance

1 2 3 4 5 6 7
1 2 3 4 5 6 7

3

Other groups know that if they need the committee’s assistance or advice, that the
committee will give it to them

1 2 3 4 5 6 7

4
5

The committee usually doesn’t have time to help other groups
Members of the committee build relationships with people and/or groups who can provide
the them with resources and support
The committee works to build good relationships with important people and/or groups in
natural resource management

1 2 3 4 5 6 7
1 2 3 4 5 6 7

6

1 2 3 4 5 6 7

Comments or evidence for your responses:
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………
……………………………………………………………………………………………………………

Thank you for taking the time to complete the questionnaire

For Research Student Use Only
Committee Identification Number: UC3013741_____________________________________
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Appendix 4: Committee Member Follow Up Questionnaire

Committee Member Follow Up
Questionnaire

Confidentiality
• Any information that you provide will be treated in complete
confidence.
• No individuals will be identified in the results.
• The research student (Tara Schalk) and the primary research
supervisor (Dr Francesco Sofo) will be the only people who
have access to the completed survey forms.
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Question 1
Why did you join the committee?
…………………………………………………………………………………………………
…………………………………………………………………………………………………
…………………………………………………………………………………………………
…………………………………………………………………………………………………
…………………………………………………………………………………………………
Question 2
Can you describe the goals and priorities of your committee?
…………………………………………………………………………………………………
…………………………………………………………………………………………………
…………………………………………………………………………………………………
…………………………………………………………………………………………………
…………………………………………………………………………………………………
Question 3
Do you believe that your Terms of Reference reflect what the community wants or needs
from your committee?
…………………………………………………………………………………………………
…………………………………………………………………………………………………
…………………………………………………………………………………………………
…………………………………………………………………………………………………
…………………………………………………………………………………………………
Question 4
Can you describe the major successes of the committee?
…………………………………………………………………………………………………
…………………………………………………………………………………………………
…………………………………………………………………………………………………
…………………………………………………………………………………………………
…………………………………………………………………………………………………
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Question 5
How were these successes achieved?
…………………………………………………………………………………………………
…………………………………………………………………………………………………
…………………………………………………………………………………………………
…………………………………………………………………………………………………
…………………………………………………………………………………………………
Question 6
What do you see as the major impediments, both internally and externally, to your committee
achieving their goals?
…………………………………………………………………………………………………
…………………………………………………………………………………………………
…………………………………………………………………………………………………
…………………………………………………………………………………………………
…………………………………………………………………………………………………
Question 7
How would you describe the relationship between committee members?
…………………………………………………………………………………………………
…………………………………………………………………………………………………
…………………………………………………………………………………………………
…………………………………………………………………………………………………
…………………………………………………………………………………………………
Question 8
Can you describe, or explain, what doesn’t work within your committee?
…………………………………………………………………………………………………
…………………………………………………………………………………………………
…………………………………………………………………………………………………
…………………………………………………………………………………………………
…………………………………………………………………………………………………
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Question 9
Are you able to think of anything that could be done to improve the relationship between
committee members?
…………………………………………………………………………………………………
…………………………………………………………………………………………………
…………………………………………………………………………………………………
…………………………………………………………………………………………………
…………………………………………………………………………………………………

Thank you for your assistance.

For Research Student Use Only
Committee Identification Number: UC3013741_________________________________________
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Appendix 5: Individual Observer Stories
Committee One
Understanding Strengths and Weaknesses
Observer A: Committee one, in attempting to understand their strengths and weaknesses
has developed a skills matrix for the members. This matrix records all the
members skills and is used to apportion work to each member according to
their skills.

Regulating Member’s Behaviours
Observer A: Inappropriate behaviour by committee member’s is dealt with by the Chair in
private.
Observer B: Mostly the committee members:
Behave appropriately and are respectful to each other.
If a member has an issue it is handled discreetly by the Chair.

Communicating and Showing Respect
Observer B: Time is always given to committee members, either within a meeting or
outside a meeting, to ensure that they fully understand the issues and the consequences of
their decisions.

Self-evaluating and Committee Interactions
Observer A: The committee has commissioned an independent consultant to:
Undertake an independent external audit on the performance of the Chair and
committee members.
The committee has also commissioned an independent consultant to undertake
a comprehensive stakeholder, partner and community survey on the
performance and profile of the committee.

Encouraging Expression by all Members
Observer B: The committee has much respect for each other.
They allow discussions of issues but I have never seen any anger, frustration
or inappropriate behaviour in meetings.
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Ability to Generate Responses to Problems
Observer B: The members are all very active in their local communities and have
developed strong networks.
They are prepared to look outside of the square to solve problems.
If an issue cannot be resolved then they will adopt a different approach in
order to achieve good natural resource management outcomes. The committee
also works closely with staff members to resolve issues.

Understanding of the Operating Environment
Observer A: The committee regularly meet with the community and policy makers to gain
a better understanding of natural resource management issues and to provide
advice.

Building External Relationships
Observer B: This is one of the major strengths of this committee.
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Committee Two
Understanding Strengths and Weaknesses
Observer A: The committee members are far from hostile to each other but they do come to
the table with fairly entrenched positions.
While they might mellow over time, their basic positions rarely, if ever, shift.
Observer B: Only a minority of the members do not make an effort to understand.

Regulating Member’s Behaviours
Observer A: I have:
Not seen any really inappropriate behaviour so there has been little need for
the committee to be brought into line.
In a number of instances there have been some minor rumblings about
individual behaviour but these behaviours appear to have been self-regulated.
With respect to workloads there doesn’t appear to be any clear expectations of
members other than to willingly contribute to the meetings.
Observer B: It appears that:
The committee as an entity seem apathetic to other’s behaviour.
Many members do not show enthusiasm for the attendance and activities of
the committee and are willing to leave everything up to one or two members.

Communicating and Showing Respect
Observer A: On rare occasions there has been the odd verbal put down, but on the whole
members are treated with respect.
Members do appear willing to ensure all members have ample opportunity to
understand the issues before them, and two-way questioning is common and
supported.
Observer B: A Chairperson in a group:
Can set the pace, keep to time and quietly speak with members about
communication and respect. I have not seen this behaviour in the present
Chair, who is not from a neutral organisation which makes it hard for
individual members and invited observers.
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Self-evaluating and Committee Interactions
Observer A: There has been no committee initiated evaluation. The closest evaluation of
the committee was a New South Wales Government audit which provided no
feedback to the committee.
There have been changes to the way the committee operates over the years,
such as the introduction of an annual planning day, but this has:
Been the result of Departmental requirements, rather than through any
conscious effort by the committee.
Observer B: The committee appears to behave in isolation.

Encouraging Expression by all Members
Observer A: If a committee member feels that they need to vent frustration then the
committee allows for this, although there is no formal process.
Observer B: The committee:
Is not good at allowing members the freedom to express themselves.

Ability to Create a Positive Work Environment
Observer A: The nature of the committee is basically positive and the work environment
remains effective.
Observer B: Many members only wish to hear positive news and hush those members that
express more cautious views.

Ability to Generate Responses to Problems
Observer A: Through a positive environment the committee can nearly always come up
with a response to a problem.
Observer B: The committee is made up of diverse members from polarised backgrounds.
Much of the committee’s work and decision making is set in the context of
government regulation. Members are often:
Scared to make decisions that oppose the strong members from certain
organisations.
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Understanding of the Operating Environment
Observer A: The committee has a very tight focus and as a result does not get too involved
in wider natural resource management issues. Recently the committee has
sought to foster relationships with other committees with a similar focus.
Observer B: Due to rapid government changes the committee has struggled to understand
the new roles and responsibilities of some members.

Building External Relationships
Observer A: The committee has:
Always been open to identifying other people or groups that could add value
to their work.
Observer B: I feel that there is:
A type of exclusionist behaviour at work.
Negative responses to building external relationships has often been
witnessed.

Appendices

Page 256

The role of emotional competence on the effectiveness of natural resource management committees

Committee Three
Understanding Strengths and Weaknesses
Observer A: These members have worked with each other for many years and have come
to know each other quite intimately. Some members informally conduct a
self-evaluation.
Observer B: While this committee is considered a relatively new entity the members have
all known each other for many years in their individual professional capacities.
To date the committee:
Has not commissioned a formal self-evaluation program.

Regulating Member’s Behaviours
Observer A: Due to the fact that the members have known each other for many years there
has really been no need for behaviours to be brought into line by the Chair or
the Executive Officer.
Observer B: Every now and then a committee member will grumble about inappropriate
behaviour but this is nearly always dealt with by group discussion prior to or
following a meeting.

Encouraging Expression by all Members
Observer A: Members, on the whole:
Encourage open discussion.
Observer B: During committee meetings all members participate in the discussion.
However, I have noticed that there are dominant personalities present that if
not controlled by the Chair can often take over.

Ability to Create a Positive Work Environment
Observer B: The committee generally has a positive attitude and often views a problem as a
challenge rather than a negative step backwards. Even under the restraints of
government red tape they:
Remain optimistic about achieving their goals.

Ability to Generate Responses to Problems
Observer A: Members tend to remain enthusiastic and are keen to be seen as a proactive
committee.
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Understanding of the Operating Environment
Observer A: Having worked in natural resource management for many years the members
are very aware of the environment that they operate and the constraints
imposed on them. They have a very good understanding of:
The impact that their decisions will have on the management of natural
resources and landholders.
Observer B: The committee seems to have a good grasp on the environment in which they
operate.

Building External Relationships
Observer B: The decisions that this committee makes will have implications for various
stakeholders and as a result the committee has been proactive in building
external relationships.
The committee is very conscious of ensuring that all stakeholders are involved.
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Committee Four
Understanding Strengths and Weaknesses
Observer A: The members make an effort to understand/know each other at a social level
but not so much at a professional level.
Observer B: Some individuals within the committee do not have their viewpoint heard or
respected as well as others.
When one of these individuals expresses a viewpoint other members ‘switch
off.’

Regulating Member’s Behaviours
Observer A: Initially the regulation was better, but this has deteriorated over time.
A few members are more interested in retaining their position on the
committee than confronting issues of performance.
Observer B: Some members of the committee clearly do not pull their weight and do not
undertake activities outside the meeting. Some members do not read meeting
papers prior to meetings and therefore do not come to meetings prepared. This
has not been addressed by the Chair or other committee members.

Communicating and Showing Respect
Observer A: Some issues raised by members are ridiculed or ignored by the Chair.
Sometimes the importance of an agenda item is dictated by a few individual’s
interests.
Observer B: The committee generally operates with mutual respect and communicates
accordingly.
However, usually time is short and discussion is cut short by the Chair and
decisions are forced without all members fully understanding the arguments
and points raised by other members and managers.

Self-evaluating and Committee Interactions
Observer A: The committee doesn’t spend enough time on self-evaluation and what is
evaluated is usually not enacted into action.
Observer B: The committee does not undertake formal evaluation of their performance as a
group.
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Individual performance review is undertaken with the group but no evaluation
of committee performance is undertaken.
Some time is allocated to committee discussion about performance and ways
of improvement but this is usually late in the day, rushed and not accepted
well by committee members, especially the Chair.

Encouraging Expression by all Members
Observer B: Frustrations, debate and adequate discussion of issues and points of view are
not dealt with by the committee.
When a committee member becomes frustrated they usually keep quiet and let
the Chair dictate the discussion. It is usually left up to the managers to pick
up the pieces and cope with a poorly formed discussion.

Ability to Create a Positive Work Environment
Observer B: The committee spend considerable time discussing and complaining about
matters that they have limited influence and control over, for example,
government policy, legislation and weather conditions.
There is no procedural process to deal with these matters.

Ability to Generate Responses to Problems
Observer B: The committee has a well written strategic plan and risk assessment and
management strategy.

However, these tools are underutilised and not

regularly referred to or acted upon by the committee.
They are pulled out once or twice a year, dusted off, updated and then put
back on the shelf.

Management deals with these tools regularly but the

committee does not interact with management in regard to problem
anticipation, solving and prevention.

Understanding of the Operating Environment
Observer B: The committee will seek information from government at the political and
agency level, although their efforts are usually not fruitful.

They seek

information from Landcare groups which is usually ‘self interest’ and single
issue. They do not attempt to deal with grass roots decision makers such as
farmers and graziers.
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There is no benchmarking or communication with other natural resource
management regional bodies to assess performance at a state and national
level.

Building External Relationships
Observer B: The committee has tried to build relationships with Local Government, State
Agencies and Landcare. These relationships are developing well but there is
still a level of suspicion within groups. This affects the level of support
available. The committee will often get involved with localised problems of
natural resource management which is very time consuming and resource
hungry.
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Committee Five
Understanding Strengths and Weaknesses
Observer B: Over the years membership has shifted but on balance the behaviour of
members in and between meetings tends to support an understanding of their
strengths and weaknesses.

Regulating Member’s Behaviours
Observer A: Behavioural issues are rare, and if or when they arise they are usually dealt
with in terms of creating an environment that will allow the committee to get
on with their work.
If there are problems, or issues, the committee will attempt to address these
by, for example, offering assistance, additional resources, information or
forming a working group or sub-committee.
Observer B: A number of members remain very passive and make minimal input and effort
with little or no response from others.
The approach is most often to work with the willing and allow others to sit
back.

Communicating and Showing Respect
Observer A: Views of stakeholders are actively sought and respected.
Observer B: Most members are consistently quite, respectful and appreciative of others’
efforts.

Self-evaluating and Committee Interactions
Observer A: There is regular reporting of activities and achievements and the recipients of
this information have ample opportunity to address any deficiency, both
formally and informally.
The committee’s achievements are periodically reviewed by an external,
independent consultant who usually reports on outcomes rather than the role
and functioning of the committee itself.
Observer B: The committee shows little self-awareness of its performance.
It focuses on task and shows little interest in evaluation.
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Encouraging Expression by all Members
Observer A: Differences of opinion are commonly expressed and the committee
endeavours to address the underlying concerns/issues to reach a consensus
decision.
Observer B: There is plenty of scope for tension and conflict and it is allowed to play out.

Ability to Create a Positive Work Environment
Observer A: Positive and focused committee, however, occasionally one or two members
can dominate.
Observer B:

The committee generally maintains a positive outlook and tackles challenges
in a constructive way.

Ability to Generate Responses to Problems
Observer A: Generally good at problem solving.
Observer B: The committee is not afraid to tackle problems and tries to head them off.

Understanding of the Operating Environment
Observer A: The committee uses:
Networks and it’s membership for natural resource management advice,
however, it chooses to focus on primary issues of water and pressure gain and
the associated environmental impacts.
Observer B: The make-up of the committee assists them to be well informed and realistic
about decision making in natural resource management.

Building External Relationships
Observer B: The committee makes strategic alliances for mutual benefit.
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Committee Six
Regulating Member’s Behaviours
Observer B: Members are very committed to natural resource management. The members
are more critical of themselves and their individual performance.

Self-evaluating and Committee Interactions
Observer B: External feedback is received from the client base.

Committee Seven
Understanding Strengths and Weaknesses
Observer A: Mostly committee conversations follow an agenda. During discussions the
members clearly understand each other’s background. They communicate
clearly, socialise over meals and travel together to regional meetings.

Self-evaluating and Committee Interactions
Observer A: The committee undertakes external reviews by an independent approximately
every three years.
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Appendix 6: Individual Committee Member Stories
Committee Two
The selected committee member joined the committee after submitting an expression of
interest for a vacant position.
I have always enjoyed working in this area and felt that my skills would be valuable to
the committee.

The primary goal for the committee is to develop and implement an annual environmental
watering plan for identified areas in the catchment. This primary goal is then divided into
eight objectives which must be addressed in the annual environmental watering plan.

As a committee:
We have a very well defined Terms of Reference which also clearly state our roles
and responsibilities.

With respect to whether the Terms of Reference reflect what the community wants:
I feel that they do reflect what the community needs, but not necessarily reflects what
the community wants.

The major success of the committee has been the development of their first annual
environmental watering plan and the successful implementation of this plan. The targets set
in this plan were achieved.

This particular success was achieved by the driving force of the Executive Officer and the
initiation of a planning day which provided committee members an opportunity to fully
participate in the development of the plan.
There is a lot of experience sitting around the table and to capture the knowledge and
harness the experience was integral to the committee’s success.

Internally, the major impediment is seen as the laziness of some committee members to
become involved and the personality of the Chair.
It is sometimes difficult for certain committee members to openly express themselves.
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Externally, the major impediment is:
The shifting goal posts of government policy and the willingness of certain sections of
the community and industry to accept that there is a need to provide the environment
with water.

The relationship between committee members is generally harmonious and in most cases the
members are courteous and respectful of each other. There does appear to be some very
strong personalities on the committee which, from time to time, has caused factions to be
formed and disrespect shown.

In some cases, particularly when issues become emotive, discussion can become quite
personal and the focus is often lost. This in the past has caused committee members to
withdraw from the discussion and often the process.

Having a better understanding of the committee process and:
Understanding why some committee members react in the way that they do would
assist committee member relations.
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Committee Three
The selected committee member joined the committee because of their interest in natural
resource management, particularly the management of sensitive wetland areas.
I expressed an interest in working with this committee and fortunately was given the
okay to do so by management.

The primary goal of the committee is to develop a management plan for sensitive wetland
areas in NSW. The priority of the committee was described as:
To protect and enhance the Ramsar sites and provide a mechanism for delivering
environmental flows.

A community is made up of various stakeholders and this will determine whether the
committee’s terms of reference reflect the needs of the community. In this instance, the
committee’s terms of reference reflect what the wetland landholders and broader community
want, but do not reflect what the water users, such as irrigators, want.

The major success of the committee was the development of a draft Wetland Management
Plan, which is currently been implemented, and gaining the support of the wider community
in protecting and conserving wetlands.

These successes were made possible through conducting community consultation and
involving the wider community and stakeholders in the decision making process.

The

success of the committee was also aided by:
Having very specific terms of reference and allotted roles for committee members.

The major external impediments are the lack of clear policy, negative press, politics and the
lack of understanding of what the process is trying to achieve. Internal politics and the
sometimes bickering between committee members can impede progress as well.

The relationship between committee members is:
Generally harmonious and there is a lot of respect for the knowledge and skills that
each member brings to the committee.

Appendices

Page 267

The role of emotional competence on the effectiveness of natural resource management committees

Members generally listen to each other, although very contentious issues can lead to nonconstructive bickering and the development of factions within the committee.

In general, committee members have difficulty in assessing their own work and being able to
acknowledge problem areas. A better understanding of committee processes would aid in the
functioning of this committee.
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Committee Four
The selected committee member is also the Chair of Committee Four and has always had a
strong interest in environmental issues and experience in governance. A position came up as
Chair of Committee Four and:
I applied as it covered both my interests and expertise.

Committee Four’s goals are to determine the core values and strategic direction of the
organisation and oversee the work of the general manager and senior staff in the achievement
of the strategic objectives.

The terms of reference do reflect what the community expects from the committee in terms of
the governance of the organisation which includes the accountability and responsibility for
the investment by both the state and commonwealth governments in natural resource
management in the region.

The major success of the committee has been:
The oversight of a business model which has involved a strong emphasis on
community engagement and support in the management of the region’s natural
resources.

This success has insured that the professional capacity within the regional community has
been maintained and supported, which the committee believes is the greatest asset within the
region.

It is acknowledged that the major success of the committee has been achieved by:
Ensuring that a significant proportion of the funding is directed towards community
support enabling that community capacity to be maintained and enhanced.

The major impediment internally has been ensuring senior staff understand the committee’s
priorities and strategic direction, and the major external impediment has been the changed
Federal Government funding arrangements.

Committee members feel comfortable enough to ensure robust discussion while being
respectful of each other’s points of view. The relationship between committee members:
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Is excellent.

In some cases, the committee can stray onto discussions of operational matters instead of
focusing on the strategic direction. This issue has been assisted by attending committee only
retreats where the focus is on improving the cohesiveness of the committee and enabling
members to have in depth discussions about strategic issues.
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Committee Five
The selected committee member is also the Chair of Committee Five and originally became
involved in natural resource management in their capacity as a shire engineer. This led to
them becoming intrigued with natural resource management and the unique nature of the
Great Artesian Basin. They became involved in natural resource management as a local
representative and have advanced to both state and national representation.

The goals and priorities of Committee Five are:
To monitor the effectiveness of the strategic management plan.

Currently the terms of reference reflect what the community wants from the committee as it
is a collaborative model that draws together a wide range of interests and advises Ministers in
an unbiased and professional manner. The committee member added that:
Moves to review the terms of reference, as part of an overall national water initiative,
may see the committee disappear or be modified as an ineffective community group.

Two major successes of the committee were described as community engagement across the
Great Artesian Basin and an awareness raising across a range of stakeholders, including
landowners, extractive industries, policy makers and the Governor-General of Australia. The
successful implementation of the Great Artesian Basin Sustainability Initiative and noticeable
groundwater pressure recovery were also noted as successes for the committee.

These successes were achieved:
Through the diligent focus on the committee’s objectives and priorities.

Short sighted bureaucrats were considered to be the major impediment, both internally and
externally, to the committee achieving their goals because the relationship between
committee members was described as:
Excellent. Members are collaborative, understanding and focused.

The committee member considered that the committee functioned very well, although the
ability to get timely technical information could often lead to frustration between committee
members and external stakeholders.
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Committee Six
The selected committee member, who is also the Chair of the committee, was invited to apply
for the position and appointed following an interview and ministerial approval process.
My interest as a former organiser in natural resource management encouraged me to
apply when invited.

Broadly the goals and priorities of the committee can be described as better natural resource
management complementing productive farming, grazing and irrigation enterprises in the
catchment through strategic investment of NSW and Commonwealth funding.

The terms of reference reflect what the community wants because:
The public consultation process during the Catchment Action Plan promotion and the
results from a catchment wide survey in 2008 have confirmed that the objectives of
the committee are relevant to our communities.

To date there have been two major successes for the committee. The first is the acceptance
by producers/land managers of the need to manage for increased ground cover, and the
second is the Invasive Native Scrub Trial which has been accepted as a reasonable method
for dealing with a major problem for many in the catchment.

The successes of the committee were achieved by firstly listening to landholders concerns,
and then:
Conducting trials in practical situations to demonstrate outcomes that can be
implemented on ground.

The major impediment for the committee is the availability of external funding to continue
programs, which, internally impacts on the ability to maintain qualified staff.
Relationships between committee members are:
Excellent. This allows for open and robust discussions at meetings leading to a
positive message from the committee to the widely dispersed staff throughout the
catchment.

When asked to describe what doesn’t work within the committee the selected member
responded:
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Work is probably not the right word, but there is a feeling of frustration with the
Bureaucracies in both Sydney and Canberra, that clearly do not have any
appreciation or knowledge of rangeland management issues.

Full face to face committee meetings are held six times a year, and the committee members
are continuously in contact via teleconferences and other electronic media. Members are also
encouraged to self-assess and attend applicable training courses which assists in maintaining
and improving the relationship between members.
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Committee Seven
The selected committee member, after working for many years on water issues at a state and
national level, felt a need to reconnect to their own region and become involved in a
committee that had a broader natural resource management agenda and an on-ground works
program which was being delivered.

Committee Seven is:
Working towards the equitable, efficient and sustainable use of water, land and other
environmental resources.

The committee is focused on delivering the targets developed and agreed to by the
community, which are articulated and prioritised in the endorsed natural resource
management plan. These targets cover land and soils, vegetation and biodiversity, water,
riverine, floodplain, wetlands and weeds and pest animals.

It is considered that these

priorities, and the set terms of reference, very much reflect what the community wants.

Over the past few years the committee has been successful in achieving a cultural heritage
program, an Indigenous Rangers program, a Senate Inquiry submission into the impacts of
mining, development of water use efficiency programs, naturally resourceful workshops for
women and a mental health issue program.

Varied skills of staff and directors have the energy and commitment to make the committee
successful. In particular:
The Chair and the CEO are very good at engaging at a political level and with senior
agency staff.

Money and the constant staff turnover are viewed as the major impediments to the operation
of this committee. Members are mostly friends, as well as colleagues, and enjoy working
with each other.

There is a very strong view that there is nothing that doesn’t work around the Board table.
If something potentially contentious comes up and a member is absent, we ask
ourselves, out loud, what would that member think or be concerned about. If a
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decision or action is required, and if it is possible, we contact that member for an
opinion.
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