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ABSTRACT
This study examined the relationship between emotional intelligence, change management and
project implementation within NEMA. The objectives were; examine the relationship between
emotional intelligence and project implementation; examine the relationship between change
management and project implementation; assess the relationship between emotional
intelligence and change management; and examine the mediation effect of change management

in the relationship between emotional intelligence and project implementation in NEMA.

This study was a cross-sectional research design along with a quantitative research approach.
The study focused on 29 projects under the KCL main project targeting the individual project
manager/assistant, main project managetr/assistant and field officer. Primary data was obtained
using a structured questionnaire instrument. The validity of the instrument was determined
using expert judgment and CVI while reliability using pretesting and Cronbach Alpha
coefficient. Data was analyzed using SPSS v. 25 and Med Graph system to obtain frequency

tables, inferential statistics and Med Graph used to interpret results.

The study found that there exists a significant and positive relationship between emotional
intelligence and project performance. There was a positive relationship between change
management and project implementation. It was also revealed that emotional intelligence is
positively associated with change management. Results revealed that change management fully

mediates the relationship between emotional intelligence and project implementation.

The study concludes that emotional intelligence and change management are key drivers of
project implementation. More so, change management fully facilitates the relationship between
emotional intelligence and project implementation. This study recommends; enhancing self-
awareness; intensify planning for change; proper managing change; and reinforcing change to

boost project implementation.

Xi



CHAPTER ONE
INTRODUCTION

1.0  Introduction

This chapter provides the introductory part of the study which examines the relationship
between emotional intelligence, change management and project implementation within
National Environment Management Authority (NEMA). It entails the back ground to the study,
statement of problem, purpose of the study, research objectives, research questions, scope of

the study, significance of the study and the conceptual frame work.

1.1  Background to the Study

Project implementation is crucial because no project can attain intended outcomes and
deliverables unless it is implemented (Mujabi et al., 2015). During this stage, project managers
are able to identify how well proposed ideas and expectations of the different stakeholders can
be put into reality through a series of activities (MacLean et al., 2012). Otherwise, they would
simply gripe with an idea of how the several activities and work plans will be conducted. This
explains why project implementers are keen to establish what needs to be done to successfully
implement projects. Successful project implementation necessitates fulfilling all intended
outcomes and deliverables within the planned time, budget or cost and scope. Such a project
must also satisfy the needs of targeted beneficiaries where it implemented (Mujabi et al., 2015;

Mwelu et al., 2019).

Importantly, Dynamic Capabilities Theory (DCT) informs that possession of dynamic
capabilities is key for project implementation. The theory indicates that projects are prone to
change which can affect the normal progression of the project if there is no effective change
management (Teece, Pisano & Shuen, 1997). As such, this theory postulates that change

management is inevitable in ensuring successful project implementation. On the other hand,



Contingency theory puts it that there is no universal strategy or plan that can guarantee project
implementation. Rather, project managers and team exercise emotional intelligence to be able
to identify appropriate policies, plans and strategies to ensure successful project
implementation (Burns & Stalker, 1961). Accordingly, contingency theory indicates that

emotional intelligence is crucial for ensuring successful project implementation.

Nevertheless, ensuring successful project implementation remains a major challenge. This is
expressed in consistent failure of projects to be fulfilled within time, scope, budget and meet
beneficiaries’ satisfaction (Performance Management Institute, (PMI, 2018)). Indeed, a survey
by United Nations Development Plan (UNDP, 2018) involving 2,390 projects indicates 6.3% of
projects in Latin America states of Peru, Mexico and Cambodia failed to satisfy beneficiaries
interests mainly due to inadequacies in emotional intelligence. Furthermore, KPMG, AIPM and
IPMA (2019) indicate over 81% of projects executed globally report time overruns; 56% do not
meet the standard required; 42% do not satisfy beneficiaries; while 67% report budget overruns

because they are unable to manage unprecedented changes during implementation.

Furthermore, in Uganda, NEMA has been implementing various projects, one of the mostly
completed one being; Conservation and Sustainable Use of the Threatened Savana Woodland
in the Kidepo Critical Landscape in North Eastern Uganda. However, Mukalazi (2017) reveals
the activity to construct a tourist cultural village in Atubungimoe was two months late and
incurred additional expenditure worth UGX. 7.78million. It is revealed that team leaders were
not emotionally intelligent in handling community concerns causing resistance and conflicts
which resulted in delayed implementation. In addition, failure in change management resulted
in failure to complete 75% of beehives of Kapedo and Lolelia Sub-Counties and % of

community groups which had been scheduled (Okiria-Ateker, 2017).



Although, emotional intelligence (Asare, 2016; Rezvani et al., 2016) and change management
(Belias & Koustelios, 2014; Nkuruziza et al., 2016) have been pointed out as key drivers of
project implementation, it appears like most of the available studies have been conducted in
other countries than Uganda with different dynamics. As such, it remains unclear whether these
variables are also applicable in Uganda’s context. In addition, there are suggestions that change
management mediates the relationship between emotional intelligence and project
implementation (Martinsuo & Hoverfilt, 2018; Teece, Pisano & Shuen, 1997), although no
statistical analysis is presented to that effect to support or reject the notion. These gaps propel
the researcher to examine the relationship between emotional intelligence, change management

and project implementation in a local context.

1.2 Statement of the Problem

Implementers of projects are required to execute all activities and deliverables within planned
time, scope, budget, and satisfy beneficiaries (Mwelu et al., 2019). When these attributes are
fulfilled, it is then concluded that the project has been successfully implemented. Whereas this
is the case, NEMA'’s recent Conservation and Sustainable Use of the Threatened Savana
Woodland Project has characterized numerous time and budget overruns with activities such
as; establishment of an ecotourism, and community initiative for biodiversity conservation &
land use management. Community groups which were meant to be formulated were never
formed while fewer beehives than earlier planned were constructed in Kapedo and Lolelia Sub-
Counties (Okiria-Ateker, 2017). If this is not checked, NEMA is likely to experience
unprecedented resources wastage resulting from project reworks. Some of the funders of
NEMA projects could also pull out putting the authority into financial difficulties. It is
anticipated that failure of NEMA to successfully implement this project can be attributed to
inadequate emotional intelligence (Martinsuo & Hoverfilt, 2018) and failures in change

management (Nkuruziza et al., 2016).



1.3

Purpose of the Study

To examine the relationship between emotional intelligence, change management and project

implementation within NEMA

1.4
i)

iii.)

iii.)

1.6

Research Objectives

To examine the relationship between emotional intelligence and project
implementation in NEMA

To examine the relationship between change management and project implementation
in NEMA

To assess the relationship between emotional intelligence and change management in
NEMA

To examine the mediation effect of change management in the relationship between

emotional intelligence and project implementation in NEMA

Research Questions

What is the relationship between emotional intelligence and project implementation in
NEMA?
What is the relationship between change management and project implementation in
NEMA?
What is the relationship between emotional intelligence and change management in
NEMA?
What is the mediation effect of change management in the relationship between

emotional intelligence and project implementation in NEMA?

Scope of the Study

1.6.1 Content Scope

This study comprised three variables, namely; emotional intelligence, change management and

project implementation. Herein, emotional intelligence was the independent variable, change



management was the mediating variable while project implementation was the dependent
variable. This study focused on examining the causality relationship between the studied
variables and testing the mediation effect of change management mediates the relationship

between emotional intelligence and project implementation.

1.6.2 Geographical Scope

This study was conducted in NEMA, with special focus on Conservation and Sustainable Use
of the Threatened Savana Woodland project (KCL project). The study focused on this project
because the performance monitoring reports revealed the project is one of the worst
implemented. The project fell short on over 32.1% of the total activities which were supposed

to be implemented (Mukalazi, 2017; Okiria-Ateker, 2017).

1.7 Significance of the Study

The study will provide management of NEMA information regarding the extent to which
emotional intelligence and change management influences project implementation. This
information could be used in undertaking decisions regarding the type of personnel who should

be assigned project managerial positions.

Policy makers, specifically Ministry of Water and Environment and Parliament could be guided
by the findings herein in amending policies, rules and guidelines guiding human resource

management in NEMA.

Future researchers could use the information presented herein to as a source of reference,

especially in such studies where at least one variable as covered herein is studied.



1.8 Conceptual Framework

EMOTIONAL PROJECT
INTELLIGENCE
CHANGE IMPLEMENTATION
e Self-awareness MANAGEMENT _
) e Time
e Self-management 5| e Planning for change [ |
) e Budget
e Social awareness e Managing change
. . e Scope
e Relationship e Reinforcing change
e Beneficiary satisfaction
management A

Source: Adopted and modified from literature review (Cockrell, McBurnett & Ellinger, 2012;
Creasy & Anantatmula, 2013; Mujabi, Otengei, Kasekende & Ntayi, 2015; Mwelu et al., 2019;
Padar, Pataki & Sebestyén, 2017, Tirri & Nokelainen, 2011)

The conceptual framework provides a diagrammatic comprehension of the proposed variables
in this study. This model indicates that project implementation is influenced by variables such
as: emotional intelligence and change management. By project implementation, attributes of
time, budget, scope and beneficiary satisfaction (Mujabi et al., 2015; Mwelu et al., 2019).
Specifically, the model illustrates that emotional intelligence has the ability to directly
influence project implementation. Such intelligence is exhibited in terms of self-awareness,
self-management, social awareness and relationship management as expressed and supported
by literature (Creasy & Anantatmula, 2013; Tirri & Nokelainen, 2011). Likewise, the
conceptual framework reveals that change management can influence project implementation.
This is reflected to be facilitated by a three-dimension of change management which constitutes
planning for change, managing change and reinforcing change (Cockrell, McBurnett &
Ellinger, 2012; Padar, Pataki & Sebestyén, 2017). Further extension of the model indicates that
through change management, emotional intelligence can determine project implementation.
The model therefore suggests that change management can mediate the relationship between

emotional intelligence and project implementation.



CHAPTER TWO

LITERATURE REVIEW
2.0 Introduction

This chapter presents a review of literature based on the objectives of the study thereby
identifying the gaps which the current study sought to address. In addition, the chapter explains

the theories which were applied to inform the study and the concepts of the study.

2.1 Theoretical Review
This study was informed by two theories, which include; dynamic capabilities theory and
contingency theory. These provided the theoretical justification for adopting emotional

intelligence and change management in project implementation.

2.1.1 Dynamic Capabilities Theory

Propounded by Teece and Pisano (1994), Dynamic Capabilities Theory (DCT) reveals that
execution of a manageable activity or projects necessitates possession of dynamic capabilities
in order to attain the desired outcomes. It reveals that projects are prone to change, which is
bound to curtail the fulfillment of project outcomes (Teece, Pisano & Shuen, 1997). Therefore,
a project must have the capacity to renew competences within to ensure their congruence with
the changing environment. When this is achieved, then the project will be regarded a
“dynamic” one. However, being dynamic is not good enough, but also, this theory emphasizes
that a project must possess the necessary capabilities. As reflected in theory, capabilities refer
to the ability to adapt, integrate and reconfigure both internal and external resources, skills,
competences to correspond with the demands of the prevailing environment (Eisenhardt &

Martin, 2000).

From this theory, it is evident that projects encounter change, and that when this happens, they

must be in position to plan for change, manage and reconfigure if they are to consistently keep



on course. Furthermore, one of the premises which the DCT hinges are capabilities which can
easily be traceable among project managers and their respective teams when executing projects.
In this regard, the theory concurs with the suggestion that emotional intelligence and change

management are necessary in implementation of projects.

2.1.2 Contingency Theory

Contingency theory advances the fact that there is no universal strategy or plan appropriate for
ensuring successful project implementation (Burns & Stalker, 1961). Rather, project managers
and their respective teams must be ready to formulate policies, procedures, strategies and
structures which provide a perfect match for the situation at hand (Burns & Stalker, 1961;
Lawrence & Lorsch, 1967). The theory defines a contingency as an event which has the
potential to counteract the project from running in a manner earlier anticipated in its initial
stages (Alves et al., 2017). Essentially, the contingency theory propels project managers and
teams to desist from focusing on one way of addressing matters, and hence exhibit
innovativeness where they can generate new ideas, champion and apply new ideas when
handling project matters if they are to successfully implement projects. Moreover, the theory
also serves as a signal for change management by preparing whoever is engaged in project

management to always plan for change, manage change and reconfigure change.

2.2 Emotional Intelligence

The concept of emotional intelligence is increasingly becoming prominent in different
disciplines, and project management is not an exception (Asare, 2016; Davis, 2011; Rezvani et
al., 2016). As indicated by Sanchez et al., (2020). Project managers and their respective teams
are not only judged by how intelligent they are, but also how they are able to relate with others
to make sure the project deliverables are achieved. In literature, emotional intelligence has

widely been defined based on the original definition by Mayer and Salovey (1993) which



defines the concept as “The ability of an individual to monitor one’s own and others’ emotions;
to discriminate among the positive and negative effects of emotion; and to use emotional
information to guide one’s thinking and actions.” (Magbool et al., 2017; Nwokah & Ahiauz,

2010).

Several studies have been conducted to indicate the relevance of emotional intelligence. For
instance, Magbool et al., (2017) indicate that emotional intelligent managers are able to manage
and control subordinates better off compare to those with lower emotional intelligence. In the
same context, Rezvani et al., (2018) stressed that emotional intelligence is associated with good
leadership where project managers effectively communicate with subordinates to keep a good
relationship. Furthermore, emotionally intelligent managers are able to solve new challenges
and problems that manifest during the project which result in numerous outcomes. Likewise,
consensus has been expressed towards the ability of emotional intelligence to keep the entire
project team self-motivated, self-confident, satisfied and aggressive which increases the
likelihood of task completion (Asare, 2016; Kiss et al., 2014). Based on the increasing evidence
in support of emotional intelligence, it seems reasonable to conclude that the possibility of any

project to achieve intended outcomes vests in the capabilities related to emotions.

From literature, constructs of self-awareness, self-management, social awareness and
relationship management have widely been considered as the major attributes for
operationalizing emotional intelligence (Creasy & Anantatmula, 2013; Kabunga et al., 2020;
Magbool et al., 2017; Sanchez et al., 2020; Tirri & Nokelainen, 2011). With this consistence, it
can be deduced that these constructs are appropriate measures for emotional intelligence, hence

worth adopting.



2.2.1 Self-Awareness

Self-awareness relates to a deep understanding of one’s emotions, strengths, and weaknesses as
well as the capability to make a self-assessment accurately and honestly (Creasy &
Anantatmula, 2013). Further explanation suggests that self-awareness involves people
persistence to one's case ideas and in likely way the sentiments of another individual. Self-
awareness is prime because it prepares individuals to make sound decisions irrespective of
uncertainities and pressires. In addition, it provides individuals with the capacity to make

unpopular views and decide on a way forward (Tirri & Nokelainen, 2011).

2.2.2 Self-Management

Self-management describes the ability of an individual to handle own attitude, traits, values,
emotions and habits (Rezvani et al., 2016). This can be exhibited in terms of trustworthiness,
self-control, adaptability and conscientiousness, sef-motivation and self-initiative expressed
towards tasks and obligations (Rezvani et al., 2018). Importantly, self-management lures

people to stay calm, clear and focused even if things go wrong.

2.2.3 Social Awareness

Social awareness demostrates the capability of an individual to understand and taking into
consideration the feelings of others, concerns and demands (Asare, 2016). In otherwords, social
awareness is being mindful of the issue that are considered socially worthy. It is important since
it predicts how people associate with other, read the mood of others, inspire and build

relationships as well as propelling listening and communicating skills (Rezvani et al., 2018).

2.2.4 Relationship Management
Relationship Management refers to the ablity of an individual to manage relationships with
others. This is manifested in the ability of an individual to communicate, collaborate and work

with others with ease (Sanchez et al., 2020). Relationship management is fundamental in
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managing conflicts, building bonds, stimulating effective leadershi and empowering
individuals to serve as change catalysts. Based on this, it can be argued that relationship

management is a capability which allows an individual to induce desireable responses in others

23 Change Management

Change management has been described as one of the aspects which are synonymous to project
management (Hornstein, 2015). Because of the interconnectedness, interdependence and
numerous activities that characterize projects, change is bound to occur during project
execution (Martinsuo & Hoverfilt, 2018). On that note, the researcher echoes that every project
must be prepared for change if it is to succeed. As observed in literature, the term change
management can be used to mean different things based on the context (Simpson, 2012). In
project management, change management can be defined exhaustively upon fist understanding
what “change” means in this context. According to Pollack and Algeo (2016), change refers to
anything which has the capacity to transform or impact the project through its structures, tasks

Or process.

Change management refers to the tools and processes which are applied to manage change in a
project and project team. Empirically, it has been defined as the process of re-planning and re-
organizing activities and processes within the project in relation to the project goals and
objectives (Pollack & Algeo, 2015). It can equally be defined as the planned process of
transforming from one status to another engineered by winning acceptance and commitment of

human resources who are responsible for effecting the proposed change (Padar et al., 2017).

The need to manage change has stayed high on the agenda due to the enormous advantages it
comes along with (Hornstein, 2015). It is emphasized that change management facilitates
individual transition by consolidating tools which will provide the positive implication towards

the change (Chepa et al., 2017). Similarly, ¢ and Hoverfdlt (2018) postulate that change
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management cuts across the entire project right from initiation to completion stage, hence
bearing the fruits for project success. To complement the same, Fraser-Arnott (2018) reveals
that change management facilitates enables projects to transform behaviors, values, systems,
and structures in congruence with the desired outcomes. That said, available literature
(Cockrell, McBurnett & Ellinger, 2012; Daniel, 2019; Padar et al., 2017) indicate that change
management is a process which constitutes planning for change, managing change and

reinforcing change.

2.3.1 Planning for change

Planning for change comprises four important stages, namely; identifying projects for change;
develop an effective communication plan; eliminate implementation barriers; and developing
the change plan (Cockrell et al., 2012; Pollack & Algeo, 2016). The first stage involves
assessing the project to prioritize areas which call for immediate attention, advancement or
change. It is necessary to improve communication across different people in order to
understand the overall appetite, aptitude and how people may react to change to facilitate
successful execution. Developing communication plan is necessary for ensuring that everyone
responsible for effecting change is aware and involved in transforming change (Padar et al.,
2017). Eliminating implementation barriers involves anticipating providing potential strategies
for potential concerns, fears and worries towards change. Subsequently, change managers are
supposed to prepare a change plan which exhaustively provides a crystal-clear vision;
explanation of relevance of the change areas; establish the project cost; and best- and worst-case

scenarios for change (Cockrell et al., 2012).

2.3.2 Managing Change
Pollack and Algeo (2016) reveal that resistance to change is normal and can be proactively

addressed. Although, persistent resistance to change is dangerous for the project and should be
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managed as soon as possible. Managing change is concerned with ensuring that employees and
managers of the project exhibit positive attitude and behavior towards change. According to
Cockrell et al., (2012), managing change requires keeping good communication employees,
sponsoring the roadmap for change as well as developing a coaching plan to increase
knowledge towards proposed change. Additionally, it necessitates training and drafting a

resistance management plan.

2.3.3 Reinforcing Change

Reinforcing change involves putting something in place to increase the possibility of executing
change behavior again. It is important in sustaining the change throughout the project tenure
(Pollack & Algeo, 2015). According to (Hornstein, 2015) reinforcement of change comes with
a lot of resistance from the project team because it is associated with manipulation or repetition.
Therefore, managers are supposed to associate reinforcement with flexible work schedules, and
creative compensation practices which can influence their teams to feel the tangible returns for
reinforcement. On the other hand, Martinsuo and Hoverfélt (2018) emphasizes successful
reinforcement of change hinges on the project’s ability to develop a feedback plan, develop a
compliance audit plan and putting in place recognitions and rewards for those who exhibit

change behavior.

24 Project Implementation

Project implementation is one of the dominant concepts in project management. Indeed, it is
enormously accepted that successful project implementation is a core objective of all project
implementers (Mwelu et al., 2019). Generally, project implementation is a concept which
signifies a process of transforming project ideas into reality or tangibles (MacLean et al., 2012;
Mujabi et al., 2015). Based on the same idea, Paina et al., (2017) add some ingredients to the

definition suggesting that project management is a process which involves coordinating tasks
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and activities with different people responsible for executing such responsibilities to make sure
they are executed in a manner that satisfactory with project outcomes. This is also
correspondent to Klingebiel and Rammer (2017) who indicate that project management is the
actual execution of activities of the project reinforced by proper resource allocation,
coordination, monitoring of both physical and human resources to achieve intended outcomes.
Therefore, it can be conclusive that project implementation is the operationalization of intended

outcomes into workable activities.

Project implementation is essential in ensuring that project outcomes are attained. Importantly,
project managers must put into consideration all expectations of stakeholders and identify
activities whose implementation can facilitate the achievement of intended outcomes
(Nkuruziza et al., 2016). As indicated by MacLean et al., (2012), the traditional Iron Triangle
constraints of time, scope and budget are important in ensuring successful project
implementation. On the other hand, Mwelu et al., (2019) indicate that evaluating project
implementation based on the three attributes is not sufficient enough because it does not put
into consideration the interests of external stakeholders. This is correspondent to Mujabi et al.,
(2015) who postulate that since projects contain affected people, it is important to establish
whether the project puts into consideration their interests, hence the level of satisfaction. As
such, these scholars reveal that the constructs for project implementation are time, budget,

scope and beneficiary satisfaction (Mujabi et al., 2015; Mwelu et al., 2019).

2.4.1 Time

All projects have a duration or time within which they are supposed to be completed. Failure to
complete. Failure to execute activities within the prescribed time will result in delayed
completion. Accordingly, the construct of time measures the extent to which individual

activities and the overall project are completed within the specified time. It is widely concurred
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that determining timeliness of the project best applies to completed projects (Mwelu et al.,
2019); MacLean et al., 2012; Mujabi et al., 2015). However, this is not conclusive especially
when the suggestion by Paina et al., (2017) is fully comprehended. According to them, one can
still predict timeliness of continuing projects; especially by examining the extent of completion
of the different activities. Projects which fall short with most activities are less likely to be
completed in time because such delay is likely to affect the execution of other activities which

are interdependent.

2.4.2 Budget

Budget or cost of the project is one of the components which is highly evaluated throughout the
project. Before a contractor sets the price for the project, the actual cost required to complete
activities are identified. On the other hand, the client is interested in identifying the best service
provider, who is not very expensive. By cost, most scholars refer to the money required to fund
the entire project. Although, (Nkuruziza et al., 2016) argue it is not enough to consider only
financial element, but also other resources such as time, human capital and machinery which
will be required to perfectly execute the project to meet the expectations of different parties.
When budgeting, it is important to put into consideration price variations, contingencies and

key assumptions for a realistic budget.

2.4.3 Scope

Scope describes the measurable outcomes which must be fulfilled by a given project. There are
specific standard parameters which must be fulfilled by the implementer as a justification for
receiving the amount of money received from the client (MacLean et al., 2012; Mujabi et al.,
2015). Failure to comply with these parameters results in loss of trust and litigation cases
against the contractor. On the other hand, fulfilling the scope increases satisfaction of different

stakeholders because it ensures that the project is fit for a purpose for which it was extended.
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Whereas it is agreed that scope is a complex attribute, technical specifications, function and
appearance and degree of conformity have been agreed as fundamental in assessing scope of

projects (Mwelu et al., 2019; Klingebiel & Rammer, 2017).

2.4.3 Beneficiary Satisfaction

There is no project without stakeholders, comprising both internal and external stakeholders.
These have varied interests which must be fulfilled if the project is to be widely accepted and
implemented under minimal or no conflicts. Beneficiary satisfaction is intended to assess the
extent to which the project fulfill interests of stakeholders According to Mujabi et al., 2015),
every project should be legitimate, socially and environmentally acceptable in order to satisfy
stakeholders. Most importantly, every project should take into consideration needs of different
stakeholders, open to opinions of beneficiaries and should be able to pose a positive impact

where it is implemented.

2.5 Emotional Intelligence and Project Implementation

The importance of emotional intelligence in project management has become a prominent one.
Prior research has consistently provided explanation why it is necessary for projects to
associate with employees who are emotionally intelligent to increase the likelihood of success.
Rezvani et al., (2016) study conducted across 373 project managers in the Australian defense
industry ascertaining that emotional intelligence enables managers to become more attentive,
efficiently handle conflicts as well as ensure effective communication. They reveal that these
initiatives culminate in improved coordination and monitoring activities which are important
facets for project implementation. Furthermore, a study by Magbool et al., (2017) was
conducted in Pakistani where 107 construction firms were studied. This study remarks that

emotionally intelligent personnel perform project tasks and responsibilities better off as
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opposed to their counterparts, as they do not only understand their own emotions but also of

their colleagues which helps them to coordinate tasks and responsibilities.

In addition, Davis (2011) puts it that emotionally intelligent people find it easy to create
relationships or encourage employees to work in teams which increases efficiency in task
execution. Moreover, members of the team express a willingness to help others due to the social
awareness and relationship management. Even though the above scholars concur, the
researcher identifies two gaps; first, none of the studies focuses on environmental related
projects, and secondly, no single study is specific to Uganda’s context. The current study is

keen to address these gaps.

In Uganda, Nwokah and Ahiauzu (2010) conducted a study focused towards understanding the
role of emotional intelligence in marketing perspective. The study established that high levels
of emotional intelligence stimulates transparency and integrity which builds confidence and
determination among employees to fulfill individual objectives and goals. Even then, this study
is within the local context of Uganda, it is generally old. Since the study was a cross-sectional
one, it is likely that a lot has changed to date. The current study will close the gap by providing
recent empirical evidence. On the other study, much as a study by Kabunga et al., (2020) argues
that emotional intelligence propels managers to behave in a manner which is perceived by
subordinates as attractive to increase commitment towards objectives, it is not specific to
projects. In this case, it is unclear whether the findings in other sectors where emotional
intelligence has been studied apply to project implementation. This will be addressed by the

current study.

In the same context, Creasy and Anantatmula (2013) reveal that project workers frequently
encounter terrible feelings because of tight deadlines and targets. However, emotional

intelligence empowers managers to enhance friendly sentiments such as satisfaction,
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commitment, and enthusiasm among members to develop a self-belief that even with a
multitude of tasks and responsibilities, they can still deliver. This is correspondent to Asare
(2016) who notes that a project team with high emotional intelligence find it easy to self-
accommodate one another and work in teams as well as bear self-confidence to provide solution
to difficult tasks and responsibilities however complicated the project may be until it is
successfully implemented. Because, emotional intelligence is associated with positive mood or
mindsets, managers are able to efficiently plan for scarce resources and coordinate diverse

teams towards project objectives (Rezvani et al., 2018).

2.6 Change Management and Project Implementation

Change Management (CM) is one of the disciplines which has been identified by numerous
authors as having the potential to influence project implementation (Chepa et al., 2017). As
argued by Andrade et al., (2016), no single project can be executed in a manner it was planned
because planning is often reliant on assumptions which are sometimes unrealistic. With change
management, project managers are able to harmonize shocks by aligning new strategies and
practices with the intended deliverable. Within the same context, Nkuruziza et al., (2016) one of
the reasons why most projects fail is the ability to manage change. Most managers find it
difficult to effectively communicate change which results in project disintegration and a lack of

coordination.

In this line, the researcher reveals that a lack of coordination is likely to increase delayed
implementation or non-implementation of projects. Likewise, Munassar et al., (2013) attest to
the fact that change management increases the projects’ ability to cope with the massive
changes after the project has been kick started. On that note, managers must exercise good
communication skills, persuasive and assertiveness skills to lead the change. However, most of

the dominant empirical studies above been conducted elsewhere other than Uganda, which
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signifies a lack of clarity about the variables in the local context. It is for this reason the

researcher proclaims the current study necessary to close this lacuna.

Conversely, Parker et al., (2017) indicates that change managers can easily plan and
reconfigure with change to attain intended deliverables. For instance, managers are able to
reschedule tasks and responsibilities and use available resources to minimize breakdowns
which would compromise with the progression of project work. Moreover, Simpson (2012)
denotes that change management enhances re-organizing and re-planning to facilitate proactive

and reactive management of the project.

Aside that, Belias and Koustelios (2014) emphasize that change management is inevitable
because it creates room for coping with change to ensure successful implementation. On that
note, the study suggests that project managers must have the capacity to manage change and
motivate subordinates to do the same since they are the key decision makers. Amidst the
consistence exhibited, most the studies are more organization specific (Parker & Cullen, 2015;
Simpson, 2012) which provide explanation of the relevance of change management are
organization-based rather than project-based. Accordingly, there is paucity of knowledge in
literature as far as the subject is concerned in project management, much as it is widely
accepted that all projects are bound to be affected by change (Andrade et al., 2016). Therefore,
there is need to seek an understanding of how change management can impact project

implementation.

2.7 Emotional Intelligence and Change Management

Different empirical studies have been conducted to explain the relationship between emotional
intelligence and change management. Generally, most of the scholars agree that emotional
intelligence is positively associated with change management (Obradovic et al., 2013). For

instance, Ugoani (2017) indicates that emotional intelligence allows project members to
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endorse the need for change, remove barriers and enlist other to accept the same in pursuant of
initiatives aimed at copying with the prevailing changes. Important to note, this study was
conducted within the Banking sector of Nigeria. Therefore, it is unclear if these findings can

apply to projects without undertaking further empirical study in the same discipline.

Similarly, Issah (2018) elaborates that change management is not a single man’s affair, but
rather necessitates changing the mentality of others to be part of it. Moreover, people who are
emotionally intelligent are able to influence subordinates to think and perceive issues within the
same manner because of their flexibility, resilience, optimistic and compassionate character
envisages emotional intelligence (Masole & van Dyk, 2016). Although this study indicates a
positive relationship as it is the case with Ugoani (2017), the results hereunder are not specific

to projects. This further widens knowledge gap, which the current study seeks to close.

It is further argued that managers who are capable of using their self-awareness and relationship
management prompt subordinates to accept change (Di Fabio et al., 2014). This conclusive
remark is based on the premise that whenever the project team is subjected to change, it raises
their emotions and stress upon creating imaginations. Because of this, project managers must be
able to exercise emotional intelligence such as self-awareness, social awareness and
relationship management to change attitude for proper reinforcement of change. This
corresponds with earlier study by Jordan (2004) who revealed that in most cases, change is
perceived as a threat creating anger, fear, anxiety, cynicism, resentment, and withdrawal.
However, emotionally intelligent are able to change attitude upon if analytically understand the
concerns of their subordinates. While these general claims have been made, they have not been
justified through empirical testing. This study seeks to address this by providing a correlational

analysis between the two variables.
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Nonetheless, a study by Vakola et al., (2004) provides a total controversy of findings. Herein,
the study observes that emotional intelligence does not contribute change management since
employees react differently to the proposed change. This equally concurs with Dhingra and
Punia (2016) who argue that it is easy to observe members who are skeptical when faced with
the need for a change, there pretenders who will express readiness to change, when practically
they are not. These are likely to compromise the ability of emotional intelligence to influence
change management in projects which necessitate a lot of coordination because of the
numerous activities that characterize them. From these findings, it is evident that studies in
relationship between emotional intelligence and change management are almost nonexistent in
Uganda. Therefore, there is need to minimize this knowledge gap by conducting a similar study

which is specific to the local context.

2.8 Mediation Effect of Change Management in the relationship between Emotional
Intelligence and Project Implementation

Generally, little is known about the mediation of change management in the relationship
between emotional intelligence and project implementation. Indeed, Malik and Masood (2015)
stress that much as change management is a sensitive issues in project management, it has not
been extensively explored to provide empirical explanation of its full potential, including
mediation. That said, a study by Levene and Higgs (2018) carried out in Russia reveals that for
a project to be fully implemented, it must be able to cope with the numerous changes, which can
only be resolved if managers are emotionally intelligent. Furthermore, Minbashian et al.,
(2018) indicate that change management is function of managers’ ability to exercise emotional
intelligence. Accordingly, this study concludes that project implementation necessitates
managers who not only understand their emotions, but also for their subordinates if it is remain

on course. Amidst the consistence expressed by these scholars, the researcher is concerned that
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none of these studies have been conducted in economies which are still developing like

Uganda. The current study finds it prudent to close this gap.

Doan et al., (2020) further extends a thought to suggest that change management mediates the
relationship between emotional intelligence and project implementation. In their submission,
they suggest that emotionally intelligent managers are able to scrutinize the various concerns of
employees responsible for rejecting change, which if adhered would stimulate success.
Through social awareness and relationship management, managers are able to create a room for
soliciting feedback which guides them in planning for change, managing and reinforcing

change to achieve intended results.

To complement, Minbashian et al., (2018) posit that emotional intelligence avails valuable
information which serves prepares managers and team to face reality during project
implementation. Therefore, this study acknowledges the fact that project implementation
cannot occur without change. At the same time, it indicates that the ability to change
successfully requires information which can fully be attained if emotional intelligence is
applied. Surprisingly, none of these studies goes ahead to provide statistical evidence to
confirm their expressions. Whether these proposals are realistic or not, the available literature
cannot provide a conclusive answer. Therefore, the current study finds it crucial to extract a

mediation analysis to provide a conclusion based on statistical analysis.

Even though the above scholars suggest that change management mediates the relationship
between emotional intelligence and project implementation, this idea has attracted a lot of
debate from other scholars. For instance Levene and Higgs (2018) disagree that change
management mediates the relationship between emotional intelligence and project
implementation. According to this study, project implementation involves considerable

challenges which cannot easily be addressed through change, but rather calls for the self-
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awareness of project managers to maneuver. On the other hand, Thakur and Srivastava (2018)
suggest that the ability to implement a project vests entirely in the nature of manpower who
shoulders the responsibility of exercising emotional intelligence rather than bringing and

managing change.

For instance, due to the emotional intelligence, managers may not reduce project incentives
even when the financial resources are not enough. Instead they would exercise social awareness
and relationship management to convince team members to work than exercising change
management (Thakur & Srivastava, 2018). Consequently, the study disregards the possibility
of change management mediating emotional intelligence and project implementation. With the
growing controversies surrounding the potential for change management to mediate the
relationship between emotional intelligence and project implementation, empirical evidence

based on statistically derived results is necessary.

2.9  Conclusion

As project implementers lobby to ensure that projects are implemented within time, scope,
budget and beneficiary satisfaction, extensive literature has been provided to guide on how this
can be attained. A review of empirical evidence suggest that successful project implementation
can be achieved if there is enhancement in emotional intelligence. They emphasize that project
managers and the team should exhibit self-awareness, relationship management and self-
management to enlighten emotional intelligence to increase project implementation. On the
other hand, it has been explained that change management is inevitable. In fact, it is revealed
that all projects are bound to encounter change in one way or the other. The ability of the project
to plan for change, manage change and reinforce change will enable projects to maneuver

through all threats associated with change to successfully implement the project.
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CHAPTER THREE
METHODOLOGY

3.0  Introduction

This chapter explains the methodology which was used in the study in pursuing the study
objectives. It provides the research design, study population, data source and data collection
instrument. The chapter further highlights how wvalidity and reliability, data analysis,

presentation and interpretation as well as ethical considerations were addressed.

3.1  Research Design

This study was a cross-sectional research design, and applied a quantitative approach. The
research design was a best fit for this particular study which had short time-frame within which
it was supposed to be completed. In addition, the research design which was used enables
drawing fast conclusions and recommendations, thereby; addressing the research phenomenon
(Creswell, 2014). The quantitative research approach was used because it would clearly
indicate the causal relationship between studied variables, hence providing answers to the

research questions.

3.2 Study Population
The study population comprised 29 projects under the Conservation and Sustainable Use of the
Threatened Savana Woodland in the Kidepo Critical Landscape in North Eastern Uganda

(KCL) project (Okiria-Ateker, 2017). These projects comprised the unit of analysis.

33 Sample Size

This study used a sample of 28 projects under the KCL, and this was based on the Krejcie and
Morgan (1970) table for selecting samples from known population. The study applied simple
random sampling technique to select the sample. This method involved writing each project on

a separate piece of paper and subsequently pulling all the projects together. Upon thorough
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mixing, a selection exercise was conducted. This involved picking a single paper at a time
without replacing until the 28 projects were selected. This method was applied since it is free

from bias because it guarantees that each project stands equal chance of being selected.

From the sampled projects, the researcher targeted three participants including a field officer,
project manager and KCL project manager, giving a potential number of respondents at 84.
These were regarded as the unit of inquiry. They were selected because they were directly
involved in the implementation process. Therefore, their actions had a direct inclination on
whether or not the project is successfully implemented within the expected parameters. In the
event where the project manager and KCL project manager were found to be responsible for
more than one project, the researcher solicited responses from the respective assistants. This
guaranteed that the number of participants selected from each project was uniform in all

circumstances.

3.4  Data Sources

Primary data was obtained from the project manager/assistant, KCL project manager/assistant
and field officer. This data source was selected because it enables obtaining data which is
specific to the subject matter. Moreover, primary data informs the current status of the research

phenomenon (Creswell, 2014)

3.5 Data Collection Instrument

The study used a structured questionnaire instrument to obtain whatever data used herein. The
instrument was selected because it solicits data which can effectively be used to quantify results
(Creswell, 2014). The researcher developed closed-ended questions which were anchored on a
5-Point Likert ranging from 1-5. Under this scale, 1 meant strongly disagree, 2-disagree, 3-not

sure, 4-agree while 5 meant strongly agree. The researcher applied this scale it allows
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respondents to rank their responses by clearly expressing the magnitude of agreement or

disagreement (Vagias, 2006).

3.6 Validity and Reliability
Expert judgment and Content Validity Index (CVI) were used to check validity of the

instrument. Under expert judgment, the researcher drafted the questionnaire and submitted it to
the supervisors who reviewed and guided on the best way to present Items. The questionnaire
was adjusted based on the guidance obtained. CVI involved distributing the questionnaire to
specific people to determine the content validity of Items by ranking them according to
relevance that is range of Very Relevant (VR), Relevant (R), Slightly Relevant (SR), and Very
Irrelevant (VI), Not Relevant (NR). The researcher computed the CVI from these results to
check whether the result obtained under each variable was over the minimum threshold of 0.7

(Dassen & Gemenis, 2012). The results are presented in Table 3.1.

Reliability was determined by pretesting and Cronbach Alpha coefficient. This study
conducted a mini-survey of 10-15 questionnaires to check for consistence within the responses.
The guided the researcher to make some changes to the Items. Cronbach Alpha coefficient
involved capturing obtained data into Statistical Package for Social Sciences (SPSS v. 25) and
analyzing the alpha coefficient for each variable until the results fulfilled the 0.7 threshold
(Nunnally & Bernstein, 1994). This analysis guided the researcher in eliminating some of the
Items/construct such as social awareness under emotional intelligence whose coefficient alpha
turned out low after all possible adjustments. The results for Cronbach Alpha coefficient are

presented under Table 3.1.

26



Table 3.1: Validity and Reliability

Variable Cronbach's Alpha CVI N of Items
Emotional Intelligence .88 .86 14
Change Management .87 78 14
Project Implementation 92 .78 19

Source: Primary Data

Table 3.1 revealed that the CVI obtained under each of the studied variable was above the
minimum acceptable threshold of 0.7. This meant that the instrument used in this study
contained good measures. This implied that the instrument used to collect data in relation to the
studied research phenomenon was fit to do so. The Cronbach Alpha coefficient for every
variable was also above 0.7, which meant that the responses obtained in the study were reliable
and consistent. In this case, the results implied that data obtained in this study was fit to be

based on to make conclusions and recommendations.

3.7  Measurement of Variables

Emotional intelligence measured in terms of self-awareness, self-management and relationship
management (Creasy & Anantatmula, 2013; Kabunga et al., 2020; Magbool et al., 2017;
Sanchez et al., 2020; Tirri & Nokelainen, 2011). The study adopted a total of 14-Items from the
Emotional Leadership Questionnaire presented by Schutte, Wolfensberger and Tirri (2014). The

Items were modified and later subjected to the 5-Point Likert scale.

Change management was measured using constructs of planning for change, managing change
and reinforcing change. These attributes have previously been used by studies such as Cockrell
et al., 2012; Daniel, 2019; and Padar et al., 2017 where they have been widely supported as
appropriate for accessing change management. The researcher self-developed a total of 14-
Items guided by literature presented by Hornstein (2015). The developed Items were anchored

on a 5-point Likert scale to obtain responses.
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Project implementation was measured in terms of time, budget, scope and beneficiary
satisfaction. These constructs remain prominent in numerous empirical studies such as; Mujabi
et al., (2015); and Mwelu et al., (2019). A total of 12 Items were adopted from Al-Hajj (2018)

while the rest (seven) were self-developed and later anchored on a 5-Point Likert scale.

3.8 Data Analysis, Presentation and Interpretation

Data obtained from the field was cleaned, edited, coded and captured in SPSS v. 25 for analysis.
Whereas data was obtained from different categories of respondents including; project
manager/assistant, KCL project manager/assistant and field officer, the researcher integrated
all the responses into one data set during analysis. Data analysis was neither categorical nor
assessed based on each project studied. After analyzing the data, the researcher obtained
frequency tables, correlation, regression analysis and Med Graph to present results. Frequency
tables presented results related to demographic characteristics. Correlation Analysis was used
to indicate causality between studied variables, while regression examined predictability. A

Med-Graph was used to present results analyzing mediation effect.

3.9 Ethical Considerations

When conducting this study, there are specific ethical considerations which were taken with
great importance. First and foremost, the researcher never engaged in data collection not until
the research proposal was fully accepted and a letter authorizing to carryout data collection was
provided by the university. In addition, before engaging the participants, the researcher sought
authorization from management of NEMA, specifically the Human Resource Department to
formally accept this exercise to commence. Likewise, the researcher put serious endeavors to
guarantee confidentiality of respondents and data obtained. From the organizational
perspective, the researcher made sure that all data obtained was strictly used for academic

purposes. From the respondent’s perspective, the researcher made sure that the distributed
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questionnaire did not contain sensitive information such as name, telephone number,
respondent’s category and name of project as these would compromise with confidentiality.
Furthermore, the researcher made sure that whoever decided to participate, does so at his/her
will. None of the participants was either rewarded, promised a reward or coerced to accept

participating in the study.
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CHAPTER FOUR

PRESENTATION AND INTERPRETATION OF FINDINGS

4.0  Introduction

This chapter provides the presentation and interpretation of findings based on the objectives of
the study which were; examine the relationship between emotional intelligence and project
implementation; examine the relationship between change management and project
implementation; assess the relationship between emotional intelligence and change
management; and examine the mediation effect of change management in the relationship

between emotional intelligence and project implementation in NEMA.

4.1 Response Rate

The number of projects from which at least a participant was obtained were 22 as opposed to the
targeted 29 projects. This represents 75.9% response rate which is above the minimum
recommended rate of 70% for basic research. The response rate therefore implied that the data
obtained in this study was not only enough to be relied upon to analyze; but also to be

generalized to the entire unit of analysis.

4.2  Demographic Characteristics
The demographic characteristics obtained in this study constituted project characteristics and

respondents’ characteristics. This study used frequency tables to present these results.

4.2.1 Project Characteristics
The characteristics obtained comprised duration of the project, actual completion, primary

funder and number of projects running. These results are presented in Table 4.1.
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Table 4.2: Project Characteristics

. Frequenc
Demographic (nq=22) ' Percent
Duration of sub-project
1 year 4 20.0
2 years 11 48.0
3 years 4 18.7
4 years 1 4.0
5 years 2 9.3
Expected completion date
2016 4 20.0
2017 11 48.0
2018 4 18.7
2019 1 4.0
2020 2 9.3
Actual completion of sub-project
2016 1 6.7
2017 4 16.0
2018 12 53.3
2019 3 13.3
2020 2 10.7
Primary funder of NEMA projects
International 20 92.0
Government 2 8.0

Table 4.1 revealed that most of the projects under the KCL project had a timeframe of 2 years
and therefore expected to be completed by end of 2017. This meant that most of the projects
under the KCL project were long-term. This implied that such projects had numerous
deliverables which were meant to be achieved to be considered successfully implemented. The
results further revealed that the actual completion of most of the projects occurred in 2018.
These results meant that most of the projects under the KCL project were characterized by time
overruns. Furthermore, results postulated that most projects under NEMA were primarily
funded by international agencies. This meant that most projects by NEMA characterized with a

high budget which necessitates international support to be implemented.
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4.2.2 Respondents’ Characteristics
This study obtained information related to gender, age bracket, education and experience of the

different categories of respondents who participated. These results are presented in Table 4.2.

Table 4.3: Respondents’ Characteristics

Demographic Frequency Percent
Gender

Male 50 75.8
Female 16 24.2
Age Bracket

Less than 30 14 21.2
30-39 34 51.5
40-49 16 24.2
50-59 1 1.5
60 and above 1 1.5
Education

Diploma 16 24.2
Bachelors 28 42.4
Master's Degree 17 25.8
Others 5 7.6
Experience

Less than 5 22 33.3
5-10 41 62.1
11 above 3 4.5

Note: frequency reflects the total number of filled questionnaires obtained from respondents
from the 22 projects

Results presented in Table 4.2 indicated that majority of the respondents were male. In this
case, these findings meant that the dominant workforce of the KCL project comprised of males
as opposed to females. This could be explained by the fact that all sub-projects under the KCL
were implemented in upcountry areas of Uganda, favoring males to grab these opportunities
because they are more flexible. Furthermore, the results revealed that most participants were
aged between 30-39 years. These findings meant the KCL project had mainly young people.
These are highly flexible and aggressive in their actions, so they could easily maneuver through
change encountered during project implementation. Likewise, results established that most of
the participants had bachelor’s degree or master’s degree. The implication is that KCL project

32



contained highly competent personnel who were capable of achieving successful project
implementation. In terms of experience, the results revealed that majority of participants had 6-
10 years. This meant that the KCL project had experienced personnel who had the potential to

make sure the project is completed within time, scope, budget and beneficiary satisfaction.

4.3 Correlation Analysis
This study used Pearson Correlation Analysis to establish the casual relationship between
studied variable. In particular, this study used Pearson Correlation Analysis because it provides

more realistic results. The results are presented in Table 4.3

Table 4.4: Pearson Correlation Analysis

Variable/Construct 1 2 3 4 5 6 7 8 9
Emotional Intelligence (1) 1

Self-awareness (2) 7471

Self-Management (3) 507 18 1

Relationship Management (4) .63 .21 23" 1

Change Management (5) S17 457 150 28 1

Planning for Change (6) 23° 28 =22 .01 697 1

Managing Change (7) 27 32" -07 .10 497 17 1

Reinforcing Change (8) A5 417 -16 317 767 297 367 1

Project Implementation (9) 537 467 .02 21 .68 44T 247 617 1

Notes: n=22 projects; *. p<.05 level (2-tailed). **. p<.01 level (2-tailed); Values rounded to
nearest two-decimals

4.3.1 Emotional Intelligence and Project Implementation

Table 4.3 obtained that there exists a significant and positive relationship between emotional
intelligence and project performance (r=.53, p<0.01). These results meant that improving
emotional intelligence would facilitate project implementation. Specifically, the results
revealed that self-awareness is significantly and positively associated with project
implementation (r=.46, p<0.01). In this regard, the results meant that boosting self-awareness
would enhance project implementation. On the other hand, the results obtained non-significant
and positive relationship between self-management and project implementation (r=.02) and

non-significant and relationship between relationship management and project implementation
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(r=.21). These results meant that neither self-management nor relationship management would
enhance project implementation even if they were to be improved. Overall, these results
implied that emotional intelligence can enhance project implementation. For this to happen,

emotional intelligence should be exhibited in terms of improvement in self-awareness.

4.3.2 Change Management and Project Implementation

Correlation results in Table 4.3 indicated significant and positive relationship between change
management and project implementation (r=.68, p<.01). The results meant that enhancing
change management would improve project implementation. Furthermore, the results revealed
significant and positive relationship between planning for change and project implementation
(r=.44, p<.01) and a significant and positive relationship between managing change and project
implementation (r=.24, p<.01). A significant and positive relationship between reinforcing
change and project implementation was also revealed as indicated in Table 4.3 (r=.61, p<.01).
From these findings, it is implied that boosting change management in terms of planning for
change, managing change and reinforcing change are important in enhancing project

implementation.

4.3.3 [Emotional Intelligence and Change Management

Table 4.3 revealed a significant and positive relationship between emotional intelligence and
change management (r=.51, p<0.01). The results meant that boosting emotional intelligence
would stimulate change management. Moreover, the results indicated that there exists a
significant and positive relationship between self-awareness and change management (r=.45,
p<.01). A significant and positive relationship was also obtained between relationship
management and change management (r=.23, p<.01). These findings meant that improving
self-awareness and relationship management is likely to stimulate change management. In this

case, these results implied that it is necessary to boost emotional intelligence in terms of self-
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awareness and relationship management in order to enhance change management. On the other
hand, the results revealed non-significant and negative relationship between self-management
and change management (r=-.15). These results implied that self-management does not

enhance change management.

4.4 Regression Analysis
The study used multiple regression analysis to examine the predictability of the independent

variable and the mediating variable towards the dependent variable. The results are presented in

Table 4.4.

Table 4.5: Multiple Regression Analysis

Unstandardized Standardized

Coefficients Coefficients
Std. Adj.

Model B Error Beta R R R? AR? t Sig.
1 (Constant) 1.097 336

Emotional 510 .095 .533 533 28 275 285  5.388 0.000

Intelligence 5
2 (Constant) .652 .290

Change 485 .084 .555 J15 .51 498 227  5.791 0.000

Management 2

Notes: 22 projects; F-value (Model 1) =29.029; F-value (Model 2) =27.753 VIF<5, Tolerance>.1;
Durbin-Watson=1.977

Table 4.4 revealed Adj. r*=.498 in relation to the predictability of emotional intelligence and
change management towards project implementation. These results meant that jointly
emotional intelligence and change management predicted up to 49.8% of the variances in
project implementation. The results further obtained standardized coefficient Beta=.533,
Sig<.05 in relation to emotional intelligence and Beta=.555, Sig<.05 in relation to change
management. These results meant that jointly emotional intelligence and change management
significantly predict project implementation. The results revealed AR?=.285 in regards to
emotional intelligence, which meant that emotional intelligence contributed 28.5% of the total

variance of project implementation. On the other hand, the results revealed AR?=.227 in relation
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to change management. This meant that in specific, change management explained 22.7% of
the total variance in project implementation. Henceforth, the above results implied that
emotional intelligence is a better predictor of project implementation compared to change

management.

4.5 Mediation of change management in the relationship between emotional
intelligence and project implementation

The study analyzed the mediation using Med Graph. The results are presented in Figure 4.1.

Independent Variable 0.530%* [c] N Dependent Variable
Emotional Intelligence 4 Project Implementation
(0.249) [c']
0.680***
0.510* [a]
(0.555%%*) [b]
Mediating Variable

Change Management

Type of mediation=Full; n=22; Direct=.530; Indirect=.281; * ***significance at p<.05, p<0.001; Sobel z-value=3.818547, p=0.000134

Figure 4.1: Mediation of change management in the relationship between emotional intelligence and project
implementation

Results in Figure 4.1 revealed Sobel z-value= 3.818547 and p-value=0.000134 in examining
the mediation of change management in the relationship between emotional intelligence and
project implementation. From these results, it was evidenced that the Sobel z-value was greater
than the p-value. In addition, the p-value obtained was less than .05 (p<.05). The satisfaction of
these two conditions meant that change management mediates the relationship between
emotional intelligence and project implementation. These results revealed that the beta weight
for the basic relationship of emotional intelligence and project implementation denoted as
c(r=.530) was significant (p<.05). On the other hand, the beta weight upon the inclusion of the

mediating variable (change management) denoted as c’(r=.249) was not significant. These
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results meant that change management was a full mediator in the relationship between

emotional intelligence and project implementation.
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CHAPTER FIVE

DISCUSSION, CONCLUSION AND RECOMMENDATION

5.0 Introduction

This chapter presents a discussion, conclusions, recommendations based on the findings in
relation to the objectives of the study which were to; examine the relationship between
emotional intelligence and project implementation; examine the relationship between change
management and project implementation; assess the relationship between emotional
intelligence and change management; and examine the mediation effect of change management
in the relationship between emotional intelligence and project implementation in NEMA. The
chapter also highlights specific methodological limitations of the study and areas for further

research.

5.1 Discussion of Findings

5.1.1 Emotional Intelligence and Project Implementation

Findings revealed a positive relationship between emotional intelligence and project
implementation. These findings suggested that enhancing emotional intelligence would
increase the propensity of project implementation. This notion is explained by the fact that
project managers who possess emotional intelligence capabilities are likely to make better
decisions which could facilitate execution of tasks and activities within time, scope, budget and
beneficiary satisfaction. With emotional intelligence, project managers’ decisions are not
merely reflective of their own emotions, but also take into consideration the positive and
negative emotions expressed by others. This inclusive approach could encourage subordinates

to execute tasks within the constraints of the project.

The findings are consistent with Rezvani's et al., (2016) study in Australia which revealed that

emotional intelligence enables managers to become more attentive, efficiently handle conflicts
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which facilitate project implementation. In the same manner, a study by Magbool et al., (2017)
in Pakistan attested that emotionally intelligent personnel exercise efficiency and effectiveness
in task execution which enhances the chances of executing the project within the designated
time and budget constraints. As indicated, none of these studies is specific to Uganda’s context.
Consistent with the empirical evidence, these findings are consistent with the dynamic
capabilities theory which emphasizes that for any project to be implemented successfully, it
requires leaders who exhibit specific capabilities. On that note, it can be argued that emotional

intelligence ids one of those capabilities that this particular study informs.

The current study is important because it clearly demonstrates the relevance of emotional
intelligence in facilitating project implementation in Uganda’s environment. The consistence
of the findings also suggests that the essence of emotional intelligence in project
implementation cuts across various project environments. Moreover, the study provides a firm
ground for policy makers and managers in Uganda to make sure emotional intelligence of
personnel is improved. It affirms that where emotional intelligence is enhanced, it will increase
on the propensity of implementing projects within time, budget, scope and beneficiary

satisfaction.

In addition, the findings obtained that exhibiting emotional intelligence through self-awareness
would stimulate project implementation. This is explained by the fact that emotionally
intelligent project members respect of community’s commonly accepted values which enable
them to minimize conflicts and increase collaboration which would culminate into successful
project implementation. In the same way, self-awareness is associated with increased tolerance
to constructive criticism and feedback by the project team. This is likely to enable project
members to solicit better ideas which could propel efficiency and minimize costs to implement

projects within time and budget. In the same line, one of the key emphasis of the dynamic

39



capabilities’ theory is that project personnel should ably correspond to the demands of the
prevailing environment (Eisenhardt & Martin, 2000). This notion can be interchangeably used
to explain leaders who accept positive criticism as well as leaders who appreciate community

values.

This corresponds with Creasy and Anantatmula (2013) who commented that self-awareness is
prime because it prepares individuals to make sound decisions irrespective of uncertainities and
pressires. Indeed, self-awareness has also been previously been described as one which accords
individuals with the capacity to make unpopular views and decide on a way forward (Tirri &
Nokelainen, 2011). Much as these studies are consistent, the study is consistent, it was
quantitative in nature. The revelance of the current study is that in addition to providing recent
findings about the relationship between emotional intelligence and project implementation, it

statistically demonstrates this relationship.

Notwithstanding, the findings revealed that relationship management does not facilitate project
implementation. It emphasized that even if project members do not exercise emotional
intelligent through relationship management, it would not barely affect project implementation.
These findings therefore implied that even if project members do not express genuine interest in
helping other subordinates; persuasively speak about things they perceive as important for the
project and express the ability to find practical ways of overcoming barriers to change, project
implementation is unlikely to be influenced. However, the findings contradict with Sdnchez et
al., (2020) who unleashed that relationship management is fundamental in managing conflicts,
building bonds and empowering individuals to effectively implement complex projects. In the
same context, these findings come by surprise from the researcher’s perspective considering the
fact that relationship management is core in guiding project members in compromizing with

specific situations and practices for the sake of successfully implementing projects. Although,

40



the lack of connection as evidenced informs that in some projects, relationship management is

crucial while in others its not.

Additionally, this study established that exhibiting emotional intelligence through self-
management does not enhance project implementation. This study teaches that policy makers
as well as managers do not have to bother about project members’ lack of self-management
intelligence because it does not enhance the propensity of project implementation. A lack of
association between self-management and project implementation informs that irrespective of
whether project members are able to juggle demanding situations and configure themselves in
accordance to the changing demands of the project, it won’t affect project implementation. In
the same way, this finds that irrespective of whether project members are flexible in adapting to

challenges encountered during the project will not affect its implementation.

This contradicts with Asare (2016) who notes that projects need members who are good at self-
management because they find it easy to self-accommodate one another and work in teams until
the project is successfully implemented. Similarly, Kabunga et al., (2020) emphasize that self-
management lures people to stay calm, clear and focused even if things go wrong. This is likely
to stimulate efficiency which could minimize time and cost overruns. However, none of these
studies provides statistical evidence to support this notion. Accordingly, the current study is of
the view that much as self-management appears necessary in projects, this emotional

intelligence attribute is unlikely to determine project implementation in particular.

5.1.2 Change Management and Project Implementation

Findings established that change management is positively associated with project
implementation. These findings postulated that enhancement of change management would
enhance project implementation. The essence of change management in project

implementation is explained by the fact that change is inevitable to every project. This is
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because no one can accurately predict the future to determine the appropriate time, cost and
other resources required to successfully implement a given project. With effective change
management, the project is able to properly plan for change, manage the change and reinforce
change such that the project sticks to its original plan. This is likely to increase the possibility of

completing the project within the time, budget, scope and beneficiary expectations.

Within the same context, Nkuruziza et al., (2016) expressed that one of the reasons why most
projects fail to successfully implement activities and tasks is to manage change. More so,
Andrade et al., (2016) postulate that no single project can be executed in a manner it was
planned because planning is often reliant on assumptions which are sometimes unrealistic.
Accordingly, the change management is revealed as the way forward for ensuring successful
project implementation. The findings are complementary to the contingency theory which
strongly denotes that there is no universal strategy that can guarantee successful
implementation of any project. Instead, this theory stresses that personnel must be ready to face

the change (Burns & Stalker, 1961).

The current study informs policy makers and managers to enhance change management by
properly planning for change in order to boost project implementation. This will enable projects
to effectively plan for the resources required throughout the project, identify the key aspects
which require close monitoring and effectively draft a communication plan for notifying all
stakeholders about change. As a consequence, projects will become efficient and effective
enough culminating in timeliness and consistent spending to minimize tendencies of cost and
budget overruns. This is consistent with Parker et al., (2017) who obtained that change
managers can easily plan and reconfigure with change to attain intended deliverables.
Moreover, Belias and Koustelios (2014) emphasize that change management is inevitable

because it creates room for coping with change to ensure successful implementation. Much as
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these scholars concur with the current study, they are relatively old. Therefore, the current study
provides empirical evidence to affirm that change management remains an important factor in

enhancing project implementation in the current project environment.

Specifically, the findings postulate that managing change is important in project management.
It demonstrates that the more projects are able to manage change, the more they would
guarantee successful implementation of the project. In this case, it endorses the relevance of
ensuring that project members are fully trained to execute different tasks and responsibilities.
This is because well-trained personnel are highly flexible and versatile, so they can be used to
execute different tasks and responsibilities where need arises. Subsequently, the project can be
able to manage human resources shortfalls which would result in delayed implementation of
specific tasks and activities. This is in agreement with the dynamic capabilities theory that
endorses that every project is prone to change but how this change is managed will determine

the actual outcomes (Teece et al., 1997).

Furthermore, this study teaches us to encourage project members to provide feedback regarding
the project because feedback serves as a source of innovative ideas which could guarantee that
the project is executed within the right time and budget. Moreover, feedback enables projects to
establish the extent to which various beneficiaries of the project are satisfied or dissatisfied with
the project to facilitate timely proactive strategies to enhance beneficiaries’ satisfaction. These
findings are consistent with Pollack and Algeo (2016) who demonstrated that managing
change addresses persistent resistance to change to intensify efficiency in projects execution.
On the other hand, Munassar et al., (2013) who postulate that change management increases the
projects’ ability to cope with the massive changes after the project has been kick started. This
guides the project to stick to the scope of the project while satisfying all interests of

beneficiaries. What is unique about the current study is that it fully extends understanding of the
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relationship between change management and project management beyond the concept itself.
In this case, it elaborates the essence of managing change, something which has almost been

ignored by the previous scholars (Munassar et al., 2013; with Pollack & Algeo, 2016).

Furthermore, the findings inform that effectively reinforcing change is paramount for
successful project implementation. In fact, reinforcing change is associated with efficient
communication, routine monitoring of the project right from start to finish as well as
considering proposed strategies as first priority. These are necessary in facilitating project
implementation because they enhance efficiency in implementing proactive strategies and
enable projects to address project failures in a timely manner. In the same manner, Martinsuo
and Hoverfilt (2018) indicate that successful reinforcement of change stimulates project
efficiency and increases successful project implementation. The current study therefore
extends knowledge by clearly expressing that reinforcing change is fundamental in enhancing

project implementation among in projects in Uganda.

5.1.3 Emotional Intelligence and Change Management

It was established that emotional intelligence is positively associated with change management.
These findings postulated that enhancing emotional intelligence would enhance change
management within projects. In this case, the findings unveiled that planning for change,
managing change and reinforcing change depends on the emotional intelligence of those in
charge of the project. These findings concur with Ugoani (2017) who emphasized that
emotional intelligence allows project members to endorse the need for change, remove barriers
and enlist other to accept the same in pursuant of initiatives aimed at copying with the
prevailing changes. However, this study was conducted in in Nigeria focusing the banking
sector. In this case, the current study is important for two reasons, one; it provides empirical
evidence indicating the relevance of emotional intelligence in enhancing change management

in Uganda’s context. Secondly, the study expounds knowledge by indicating that emotional
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intelligence is equally necessary in facilitating projects, not specific to banking are successfully
implemented. Therefore, it is wise to argue that the relevance of emotional intelligence is not

specific to a particular sector but rather several sectors.

Additionally, these findings concur with the contingency theory. According to this theory, the
capacity to manage change is envisaged on the policies, procedures or strategies that are put in
place (Burns & Stalker, 1961; Lawrence & Lorsch, 1967). It is no doubt that a manager requires
emotional intelligence to be able to formulate the policies or procedures emphasized to manage

change.

In particular, the study stressed that unlike self-management, self-awareness and relationship
management are crucial emotional intelligence attributes that would facilitate change
management within a given project. These findings notify policy makers and managers that
seeking to enhance change management within projects will require allocating personnel with
self-awareness and relationship management abilities. In particular, this study informs that
personnel with self-awareness can accept values of the community, express a willingness to
learn new things and welcome difficult assignments which would guide them to manage
change. Furthermore, the study unveils the relevance of having personnel who are tolerant to
constructive criticism and feedback because these attributes would increase their willingness to
seek suggestions from members and consider proposed strategies first when reinforcing
change. In the same manner, the findings believe that personnel who openly speak about their
vision and emotions during the project are important in change management. This tendency of
sharing would allow project implementers to identify causes of resistance to facilitate the
development of a proper resistance management plan which is a key aspect in managing

change.
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This is in line with Di Fabio et al., (2014) who advanced that whenever the project members are
subjected to change, they raise emotions and stress as a result of creating imaginations. Because
of'this, project managers must be able to exercise emotional intelligence such as self-awareness,
social awareness and relationship management to change attitude for proper reinforcement of
change. Earlier, Jordan (2004) postulated that change is perceived as a threat creating anger,
fear, anxiety, cynicism, resentment, and withdrawal. However, emotionally intelligent
managers are capable to change the mindset of project members to finally support change. On
that note, the current study affirms that exhibition of self-awareness within the project is
capable to encourage project members to support change. Policy makers therefore need
managers and other project members who have self-awareness abilities in order to plan,
manage and reinforce change. This contends with dynamic capabilities theory which stresses a
manager must exhibit “dynamic” tendencies to ably adopt change (Eisenhardt & Martin, 2000).
Moreover, being dynamic necessitates one to be able to diffuse in change, which is a matter of

emotional intelligence.

The findings also find that enhancing relationship management is likely to enhance change
management. Indeed, relationship management abilities prompts personnel to express genuine
interest in helping others and compelling members to stick to things which are considered
important for the project. Because of this, the current study postulates that such personnel
would welcome the idea of being delegated with roles and responsibilities and equipping their
workmates with skills to ably execute tasks and responsibilities which are paramount in
enhancing managing change. In the same manner, it has been previously stressed that
emotionally intelligent project members are able to influence others to think and perceive issues
within the same manner because of their flexibility, resilience, optimistic and compassionate

character exhibited as they build strong relationships (Masole & van Dyk, 2016). The current
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study adds knowledge by supporting this argument with statistical evidence to prove this

notion.

On the other hand, these findings sideline the essence of self-management in facilitating change
management. This meant that possession of self-management abilities by those in charge of the
project would not influence the status quo of change management. As such, the findings are of
the view that self-management abilities should not be overemphasized as far as change
management is concerned. Nonetheless, the findings contradict with Issah (2018) who
elaborates that change management is not a single man’s affair, but rather necessitates changing
the mentality of others to be part of it which is attainable when emotional intelligence is
exercised. Perhaps, the controversy between the current and the previous study could be
explained by the fact that the previous study did not fully scrutinize how different emotional
intelligence attributes affect change management. The current study fully addresses this
knowledge gap by providing statistical evidence to prove that self-management is not

necessary, much as relationship management and self-awareness are important.

5.1.4 Mediation of change management in the relationship between emotional
intelligence and project implementation

Findings established that change management mediates the relationship between emotional
intelligence and project implementation. The findings further revealed that change
management fully mediated the relationship between emotional intelligence and project
implementation. The findings therefore emphasized that the influence of emotional intelligence
towards project implementation is explained by how effectively change management is carried
out within a given project. In other words, these findings suggested that unless change
management manifests within projects, emotional intelligence cannot change the current of
projects failure to be implemented within the right time, scope, budget and beneficiary

satisfaction. The findings are consistent with a study conducted in Russia where Levene and
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Higgs (2018) indicated that for a project to be fully implemented, it must be able to cope with
the numerous changes, which can only be resolved if managers are emotionally intelligent. The
current study is therefore important because it provides empirical evidence which is specific to

Uganda’s context.

The findings demonstrate that much as emotional intelligence is important, change
management should be put at the forefront. In other words, it unveils that as managers exercise
self-awareness and relationship management, they should have their mindset aimed at ensuring
change management to ensure project implementation. Therefore, this study teaches us that
change management is the one that entirely facilitates the relationship between emotional
intelligence and project implementation. This contends with Doan et al., (2020) who
emphasized that change management mediates the relationship between emotional intelligence
and project implementation. Although, this study did not provide the type of mediation that
existed between these variables. In this case, the current study expounds on available literature
by revealing a full mediation of change management in the relationship between emotional

intelligence and project implementation.

This study finds that whereas it is necessary to have emotionally intelligent personnel within
any project, they must be able to effectively carryout change management in order to stimulate
project implementation. This implies that emotional intelligence within a given project cannot
be regarded appropriate within a project unless change management is effectively carried out.
The findings therefore communicate that in any project, project personnel must be able to
exercise emotional intelligence by successfully planning for change, managing change and
reinforcing change to guarantee successful project implementation. Accordingly, this study

teaches us to direct all effort towards seeking for individual effectively carryout change
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management rather than focusing on emotional intelligence in order to increase the propensity

of implementing projects within time, scope, budget while meeting beneficiary satisfaction.

The findings are in line with Minbashian et al., (2018) who suggest that emotional intelligence
increases confidence of managers and team to face change during project implementation.
Managers who do not have emotional intelligence will fail to address change which will affect
project outcomes, especially increasing time and cost overruns. Even then, the conclusive
remarks in this previous study were not based on any form of statistical analysis to confirm this

reasoning. This knowledge lacuna is fully addressed in the current study.

5.2 Conclusion

It is proved that emotional intelligence can facilitate project implementation, more so; NEMA
project. This teaches us that project members who are emotionally intelligent can guide projects
to be successfully implemented. Furthermore, it is clarified that what counts in emotional
intelligence is self-awareness unlike relationship management and self-management. The
message envisaged herein is that for purposes of project implementation, project members
should be scrutinized based on extent of self-awareness rather than assessing their relationship

management and self-management intelligences.

This research concludes that change management is a key driver of project management
specifically among NEMA projects. The lesson portrayed is that improving change
management would result in successful project implementation. It teaches that projects need
effective change management to increase the possibilities of completing within scheduled time,
budget, scope and beneficiary satisfaction. Importantly, the study endorses the inevitability of
effectively planning for change, managing change and reinforcing change within its change
management framework. Therefore, policy makers and managers need to be systematic while

conducting change management within projects.
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It has been proved that emotional intelligence is positively associated with change management
as far as NEMA projects are concerned. This is a communication to policy makers and
managers that having project members who are emotionally intelligent could enhance change
management in terms of; planning for change, managing change and reinforcing change.
Additionally, it is ascertained that unlike self-management, relationship management and self-
awareness are crucial in enhancing change management. Therefore, this study teaches us that
having project members who exercise emotional intelligence through self-awareness and

relationship management will increase the propensity of change management.

It is confirmed that change management mediates the relationship between emotional
intelligence and project implementation, specifically; NEMA projects. Moreover, the current
research unearths that change management is a full mediator in this relationship. From this, the
study informs that all possibilities of emotional intelligence to enhance project implementation
will entirely manifest where there is effective change management. What we learn from this is
that for projects to be successfully implemented, they must be able to plan for change, manage
change and reinforce change. It tasks project implementers to exhibit emotional intelligence,
especially relationship management and self-awareness towards ensuring effective change

management to guarantee successful project implementation.

5.3 Recommendations

1. Self-awareness should be enhanced among project members of NEMA projects. This
authority should make sure that personnel selected to conform with commonly accepted
values; tolerate constructive criticism and express a positive attitude towards learning

new things.

50



2. Projects by NEMA must intensify planning for change by fully understanding the scope
of the project, making proper resource forecasts and identifying key priority areas of the
project that need close monitoring.

3. Projects by NEMA must properly manage change to enhance project implementation.
They should mainly focus on training personnel such that they are competent enough to

execute different tasks and responsibilities within the same project.

4. Projects by NEMA must be ready enough to reinforce change to stimulate successful
project implementation. Reinforcing change should be enhanced by making sure that all
changes are communicated efficiently and carrying out routine monitoring of the

project.

5.4  Limitations of the study
This study concentrated on one main project, which also had few individual projects under it.
These results are therefore likely to be considered unfit to fit for generalization which violates

one of the hallmarks for good research.

The study was cross-sectional in nature in the sense that it drew all conclusions and
recommendations based on results obtained just once. Accordingly, this research does not

exhaustively provide changes overtime in relation to the studied variables.

5.5 Areas for further study

A longitudinal study examining the relationship between emotional intelligence, change

management and project implementation of projects extended by NEMA.

Examine the relationship between emotional intelligence, change management and project

implementation focusing on several other projects implemented by NEMA.
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Appendix I: Questionnaire Form

Dear Respondent

I am a student at Makerere University Business School conducting a study on a topic,
“Emotional Intelligence, Change Management and Project Implementation in National
Environmental Management Authority (NEMA)”. Please note this study focuses specifically
on the Conservation and Sustainable Use of the Threatened Savana Woodland in the Kidepo
Critical Landscape in North Eastern Uganda (KCL) project. You have been identified as one of
the resourceful people to participate in this study. You are requested to answer the questions as
honestly as possible to enable reliable conclusions and recommendations. All your responses
will be used strictly for research purpose and treated with anonymity and utmost
confidentiality.

SECTION A: DEMOGRAPHIC CHARACTERISTICS

Section A (I): Project Characteristics

1. Duration of project
2. Expected completion of project

3. Funding Agency of KCL project

4. Primary funding agency of NEMA projects

56

International Agency | Government | Others
1 2 3
Section A (I1): Respondent’s Characteristics
5. Gender
Male | Female
1 2
6. Age bracket
<30 years | 30-39 years | 40-49 years | 50-59 years | 60 years & above
1 2 3 4 5
7. Education Level
Diploma | Bachelor’s Degree | Master’s Degree | Others (Specify)
1 2 3 oo
8. Experience
Less than | 5- 11
Syrs 10yrs | above
1 2 3

SECTION B: You are requested to answer the following statements using the following key.
Key: 1-Strongly Disagree (SD), 2- Disagree (D), 3- Not Sure (NS), 4- Agree (A) and 5
represents Strongly Agree (SA




EMOTIONAL INTELLIGENCE

Items |SD |[D|NS |A [sA
SA1 | Self-awareness

The project team respected community's commonly | / 2 3 4 5
SA2 | accepted values during KCL project.

The project team were open to learn new things all the |/ 2 3 4 5
SA3 | time during the KCL

Project members of the KCL welcomed difficult | [ 2 3 4 5
SA4 | assignments anticipating to meet their expectations.

The project team was able to speak openly about their | 1 2 3 4 5
SAS5 | visions and emotions during KCL.

KCL project members were tolerant to constructive | 2 3 4 5
SA6 | criticism and feedback.

Self-management

The project team stayed calm and clearheaded under | [ 2 3 4 5
SM1 | high stress during KCL.

Project members remained unflappable when | [ 2 3 4 5
SM2 | confronted by a trying situation during KCL.

Project members were able to juggle demanding | [ 2 3 4 5
SM3 | situations while remaining focused during KCL.

Project members used to update themselves | [ 2 3 4 5
SM4 | according to the changing demands during KCL.

Project members were flexible in adapting to | [ 2 3 4 5
SMS5 | challenges of the KCL.

Social awareness

KCL members used to listen attentively and can grasp | / 2 3 4 5
SW1 | the other person‘s perspective.

KCL members were able to get along with people of | / 2 3 4 5
SW2 | diverse backgrounds or cultures.

KCL members understood the guiding values and | [ 2 3 4 5
SW3 | unspoken rules of the project.

KCL members monitored beneficiaries’ satisfaction | / 2 3 4 5
SW4 | carefully.

Relationship management

KCL project members spoke persuasively for the | [ 2 3 4 5
RM2 | things they perceived important for the project.

Members of KCL expressed genuine interest in | [ 2 3 4 5
RM2 | helping other subordinates.

Project members were capable of arguing| [ 2 3 4 5

compellingly for the things they noticed were
RM3 | important under the KCL.

The project team was able to find practical ways to | / 2 3 4 5
RM4 | overcome barriers to change during KCL.

CHANGE MANAGEMENT
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Items | SD [D| NS | A | SA

Planning for Change

PC1 | The scope of KCL project was fully notified to | [ 2 3 4 5
everyone who was supposed to be part of it.

PC2 | Timelines were discussed thoroughly during the KCL | / 2 3 4 5
project.

PC3 | Resources required during the KCL project were | [ 2 3 4 5
planned.

PC4 | The key aspects which necessitated close monitoring | / 2 3 4 5
during the KCL project were identified.

PC5 | An effective communication plan for the KCL project | 2 3 4 5
was drafted.

Managing Change

MC1 | Every KCL project member was trained to ably | [ 2 3 4 5
execute tasks and responsibilities.

MC2 | KCL project had a proper resistance management | / 2 3 4 5
plan.

MC3 | Every KCL project member was encouraged to give | [/ 2 3 4 5
feedback regarding the project.

MC4 | A clear communication plan was adopted during the | 7 2 3 4 5
KCL project.

MC5 | KCL managers frequently delegated subordinates | [ 2 3 4 5
with tasks and responsibilities.

Reinforcing Change

RC1 | Any changes during the KCL project were | [ 2 3 4 5
communicated efficiently.

RC2 | KCL project was routinely monitored throughout its | / 2 3 4 5
lifecycle.

RC3 | KCL project sought suggestions from members | [ 2 3 4 5
regarding how best to attain intended outcomes.

RC4 | Proposed strategies acquired from KCL members | [ 2 3 4 5
were highly considered during the project.

PROJECT IMPLEMENTATION
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Items SD |[D| NS | A SA

Time

KCL project was completed within time as had been | [ 2 3 4 5
TI1 scheduled.

KCL project commenced on the date as it had been | / 2 3 4 5
TI2 planned.

Each of the KCL projects was commenced as it had | / 2 3 4 5
TI3 been scheduled.

Some of the KCL projects were finished much earlier | 7 2 3 4 5
TI4 as it had been scheduled.

Some of the KCL projects encountered time overruns | / 2 3 4 5
TIS for them to be executed.

Budget

All projects under KCL were implemented in| [ 2 3 4 5
BU1 | accordance to the allocated cost.

The total expenditure incurred in implementing KCL | / 2 3 4 5
BU2 | project corresponds to what had been planned.

Some of the KCL projects were implemented at | [ 2 3 4 5
BU3 | relatively lower cost than earlier anticipated.

The overall cost incurred to implement KCL was | [ 2 3 4 5
BU4 | relatively lower than what had been planned.

Some of KCL projects were implemented after a | [ 2 3 4 5
BUS5 | supplementary expenditure approval.

Scope
SC1 | The KCL project was executed in accordance to plan. | [ 2 3 4 5
SC2 | All KCL anticipated projects were implemented. 1 2 3 4 5
SC3 | The deliverables attained under the KCL correspond | / 2 3 4 5

with the project plan.

Some modifications in KCL project made during its | / 2 3 4 5
SC4 | execution.

Beneficiary Satisfaction

The KCL project created a positive impact for | [ 2 3 4 5
BS1 | beneficiaries.

KCL project took into consideration needs and | [ 2 3 4 5
BS2 | interests of beneficiaries.

KCL project was implemented in consideration of | [/ 2 3 4 5
BS3 | environmental friendliness.

KCL project was supported by beneficiaries where it |/ 2 3 4 5
BS4 | was extended.

KCL project involved beneficiaries throughout the | / 2 3 4 5
BS5 | entire process.

Thank you very much for participating in this study!
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