

  sustainability-11-00330




sustainability-11-00330







Sustainability 2019, 11(2), 330; doi:10.3390/su11020330




Article



Positive Relational Management for Sustainable Development: Beyond Personality Traits—The Contribution of Emotional Intelligence



Annamaria Di Fabio 1,* and Donald H. Saklofske 2





1



Department of Education and Psychology (Psychology Section), University of Florence, Via di San Salvi, 12, Complesso di San Salvi, Padiglione 26, 50135 Firenze, Italy






2



Psychology Department, University of Western Ontario, London, ON N6A5C2, Canada









*



Correspondence: adifabio@psico.unifi.it







Received: 3 September 2018 / Accepted: 4 January 2019 / Published: 10 January 2019



Abstract

:

Positive relationships are of major importance in our personal and working lives for promoting well-being, and fostering healthy and sustainable organizations. The research literature suggests that emotional intelligence is a key factor in promoting and maintaining positive relationships. We examined the association between trait emotional intelligence and positive relational management in Italian workers, controlling for the effects of personality traits. Participants were administered the Big Five Questionnaire (BFQ), the Trait Emotional Intelligence Questionnaire Short Form (TEIQue-SF) and the Positive Relational Management Scale (PRMS). Hierarchical regression analyses showed that trait emotional intelligence explained an additional 14–16% of the variance beyond personality traits in relation to positive relational management in workers. These results underscore the relationship between trait emotional intelligence and positive relational management, offering new opportunities for promoting both personal well-being and healthy and sustainable organizations.
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1. Introduction


Relationships are an important need of people both in personal and working contexts [1] and are a major factor in promoting and supporting their health and well-being [2,3]. Since relationships are fundamental to the individual’s personal well-being [4,5,6], improving positive relationships can further foster well-being in the workplace [3,7,8] by promoting healthy and sustainable organizations [9,10,11] and increasing the adaptability of workers confronted with the ever present fluctuations and instability of 21st century work environments [9,12,13]. From the perspective of primary prevention [14,15,16], it is essential to act early and constantly to enhance the well-being of individuals [17,18,19]. The relevance of relational strengths in various contexts and especially in the work context has emerged in recent research [1,7,20]. To improve and manage positive relationships, the need to increase both relationships [1] and respect [21,22,23] have been suggested as key factors between oneself, other individuals and context demands [7,9]. Three pillars of respect, caring and connections with reciprocity between others and oneself are hypothesized to be fundamental for people to prosper in their personal and professional lives [8].



In this framework, the construct of positive relational management (PRM) was developed [7]. This construct is grounded in the importance of positive and healthy relationships [9] defined by respect and caring for others and the self that further recognizes both the balance in and the reciprocity of these relationships [1,7,20]. Thus PRM [8] goes beyond the more traditional concept of social support [14,24] to include respect (my respect for others, the respect of others for me, my respect for myself), caring (my care for others, the care of others for me, my care for myself), and connectedness (my connectedness with family members, with friends, with significant others, and reciprocity). Relationships further include the meanings constructed and shared in organizations at the individual and social levels [10]. Thus, in this framework, sustainability and sustainable development [9] call for promoting the well-being of workers and organizations through the enhancement of positive relationships and the creation of a positive narrative in everyday organizational environments [10].



On a related topic [15,16,25], emotional intelligence (EI) has emerged as a promising foundation and resource for the promotion of healthy and sustainable organizations [9,10,11]. In the current literature, two different views of EI are at the forefront of research [26], labelled trait EI [27,28] and ability-based EI [29]. A first group of trait models tends to describe EI as an integration of the affective dispositions of personality reflected in emotional self-perceptions [27,30] and emotional self-efficacy [28,31] mainly assessed through self-report measures. Among trait EI models, Bar-On model [27] presents a traditional model of trait emotional intelligence conceptualizing it as the perception of one’s own emotional and social abilities that regulate an individuals relationship with themselves and with others and response to environmental demands. A more recent and comprehensive trait EI model by Petrides and Furnham [28,31] refers to trait emotional self-efficacy as a constellation of self-perceptions relative to emotions related to the personality domain. This model [28,31], used in the present study, is more comprehensive, including aspects of EI such as emotion expression, emotion regulation, and self-motivation, which do not appear in the Bar-On [27] model.



In contrast, ability-based models [29] are grounded in the view that EI is an emotional ability related to understanding and managing emotions in everyday life. This group of EI models is more closely related to the cognitive abilities underlying and required in the processing and use of emotional information, and in this ability-framework, EI is detected through performance objective measures.



Emotional intelligence [2,14] is associated with perceived social support, a variable that regards relational aspects. EI has also emerged in the literature [15,16,25] as associated with well-being linked with positive inter- and intrapersonal relationships [4,8]. Good health and well-being represent one of the seventeen key sustainable development goals of the Agenda 2020–2030 of the United Nations [32] with the aim of a good quality of life for all people.



EI includes both intrapersonal awareness of oneself and of one’s own emotions, managing emotions, and self-motivation and also interpersonal awareness relative to understanding the emotions of others and respecting their feelings [28,31]. These aspects of intrapersonal and interpersonal awareness can permit greater access to more in-depth understanding of oneself [12] and the positive management of our relations with others [14,33,34], including integrating the self in relationships [7,12]. It is therefore prudent to continue our examination of the potential of the relationships between EI and such new constructs as PRM [7]. While ithas been recognized and empirically demonstrated that the major personality factors, reflected for example in the Big Five personality description, have a significant relationship with a wide range of human behaviors [35], it has also been shown that EI has quite consistently demonstrated incremental validity beyond that explained by major personality traits [14,16,18,19,25,36,37]. Thus, it could be expected that EI will also explain additional variance specifically in relation to PRM. Adding to the possible importance of EI is that is has been found to increase through specific training [30,38,39], in contrast to personality traits that are considered essentially stable [40].



The identification and application of variables that can be increased and that are associated with relational resources in different contexts and in particular in the workplace, is important for early interventions to promote well-being from a preventive perspective focusing on individual levels contributing to organizational strengths [7,12,14]. It can be asserted that the creation of a positive workplace relational environment will certainly contribute to enabling workers to strengthen their personal resources that contribute to their well-being as well as contributing to the building of a healthy business organization [7] in this current complex world of work [7,12,14]. The search for new factors that would contribute to a positive preventive perspective [14,15,16] and promote relational aspects, teamwork and a positive relational climate in organizations [7] is a challenging issue. The positive preventive perspective [14,15,16] and relational theory of working [1] points out the need for individuals to enhance and manage positive relationships [7].




2. Aim and Hypotheses


The present study explored the relationship between trait EI and PRM, controlling for the effects of personality traits.



Specifically, the following hypotheses were formulated.



Hypotheses 1.

EI will be positively associated with PRM.





Hypotheses 2.

EI will contribute incremental variance beyond the big five personality traits in relation to PRM.






3. Method


3.1. Participants


One hundred seventy-six Italian workers from different public and private organizations participated in the study. Participants included 60 men (34.09%) and 116 women (65.91%) who ranged in age from 27 to 64 years (M = 46.36, SD = 9.44). Participants were predominantly white Italians.




3.2. Measures


Big Five Questionnaire (BFQ). The Italian version of the Big Five Questionnaire BFQ [41] contains 132 items with a 5-point Likert scale response format ranging from 1 = Absolutely false to 5 = Absolutely true. The Cronbach alpha values reported by the authors [41] are: 0.84 for extraversion (e.g., “I am often completely absorbed in my commitments and activities”), 0.73 for agreeableness (e.g., “I hold in high regard the point of view of my colleagues”), 0.81 for conscientiousness (e.g., “I usually take care of everything in the smallest details”); 0.90 for emotional stability (e.g., “I have no trouble controlling my feelings”); and 0.75 for openness (e.g., “I like to keep myself informed of topics that are far from my areas of expertise”). The convergent validity of the BFQ factors was supported by positive correlations with the NEO Personality Inventory Revised NEO-PI-R [40] and the State-Trait Anxiety Inventory, Form X STAI [42].



Trait Emotional Intelligence Questionnaire Short Form (TEIQue-SF). The Trait Emotional Intelligence Questionnaire Short Form TEIQue-SF [43] and specifically the Italian version [44] is composed of 30 items drawn from the 153 item TEIQue. Questions are responded to on a 7-point Likert scale (1 = Completely disagree to 7 = Completely agree). Examples of items are: “Expressing my emotions with words is not a problem for me” and “I often find it difficult to see things from another person’s viewpoint”. The Cronbach’s alpha for the total EI score was 0.81 [44]. Correlations of the TEIQue-SF with the Bar-On Emotional Quotient Inventory Bar-On EQ-i [34] and the Mayer Salovey Caruso Emotional Intelligence Test MSCEIT [45] supported the construct validity of this scale.



Positive Relational Management Scale (PRMS). The Positive Relational Management Scale [7] is composed of 12 items rated on a five-point Likert scale (1 = strongly disagree to 5 = strongly agree). This scale measures three dimensions: respect (e.g., “I have respect for the value and uniqueness of others”), caring (e.g., “Others often take care of me”), and connectedness (e.g., “I keep a balance in my relationships between family, friends and significant others”). The Cronbach’s alpha coefficients were 0.82 for respect, 0.80 for caring, 0.81 for connectedness, and 0.85 for the total score [7]. Regarding concurrent validity, the PRMS positively and significantly correlated with the Multidimensional Scale of Perceived Social Support [24], the Satisfaction With Life Scale [46], the Meaning in Life Measure [47], and the Flourishing Scale [48].




3.3. Procedure and Data Analysis


The questionnaires were administered to small groups by a trained psychologist in accordance with Italian Privacy Law. The order of administration of the questionnaires was counterbalanced to control the effects of presentation. Descriptive statistics, Pearson’s correlation coefficients and hierarchical regressions were calculated for all measures. In addition, partial correlations were reported between EI (both the total score and its four dimensions) and PRM, controlling for gender and age.





4. Results


Means, standard deviations, and correlations between the BFQ, TEIQue-SF, and PRM are reported in Table 1.



The results of the correlational analysis confirmed that EI (both the total score and the four dimensions) was positively associated with PRM. In particular, PRM correlated r = 0.63 (p < 01) with TEIQue total; r = 0.56 (p < 01) with TEIQue well-being; r = 0.43 (p < 01) with TEIQue self-control; r = 0.44 (p < 01) with TEIQue emotionality; and r = 0.47 (p < 01) with TEIQue sociability. Partial correlations were also calculated between EI (total score and four dimensions) and PRM to determine if controlling for gender and age had an influence on the bivariate associations. The greatest difference that emerged was 0.02, and is therefore negligible.



The results of the hierarchical regression analysis with PRM as the dependent variable and with BFQ entered at the first step, followed alternatively by the TEIQue total score (see Table 2) and then the TEIQue facets (see Table 3) are presented below.



With regard to the first model, personality traits accounted for 28% of the variance at step one. At the second step, trait EI total added 14% to the incremental variance, accounting overall for 41% of the variance.



For the second model, personality traits accounted for 28% of the variance at step one, followed by trait EI dimensions adding 16% to the incremental variance. Personality and EI accounted overall for 43% of the variance in PRM



Thus in both regression analyses, EI added at least 50% incremental variance beyond personality traits in estimating PRM.




5. Discussion


The present study was designed to explore the relationship between trait EI and PRM, controlling for the effects of personality traits that are known to be strong predictors of relational behaviors. EI showed incremental validity beyond that explained by personality traits in relation to positive relational management. This finding further supports the significance of EI in a description of human behaviour that reflects social–emotional well-being beyond what is attributed to major personality factors [14,16,18,19,25,36,37].



The first hypothesis was confirmed. Both the intrapersonal aspects of emotional self-awareness and emotional management and also the interpersonal facets of the recognition of emotions in others and the capacity to adequately interact with others were positively related to PRM. This would follow from PRM reflecting relationality, operationally defined as respect and caring toward oneself and others, as well as the reciprocal connectedness in relationships [7,16,19]. It appears that because EI encompasses the perception, recognition and management of emotions, individuals higher in emotional intelligence would likely have greater positive relational management skills. These results also underscore the relationship between emotional intelligence and perceived social support, a relevant variable in the relationships framework [2,14].



The second hypothesis was also confirmed, with both the total EI and the four facets explaining an additional 14 and 16 percent of variance respectively in PRM beyond the major personality traits. These results are also in line with the literature [2,14], which showed the additional contribution of emotional intelligence with respect to personality traits in relation to perceived social support that includes relational aspects. At the level of the EI facets, well-being and sociability emerged as the two dimensions most associated with PRM, attesting to the importance of self-management when interacting and forming relationships with others. Well-being refers to the perception of having many positive personal strengths, whereas sociability relates to the effectiveness of our interaction with others. Thus, EI would appear to be a key to facilitating positive self-relational management [12,14,33,34]. Once again, the incremental validity that we found for EI beyond personality traits in relation to positive relational management, confirmed its potential, which has already been extensively described in the literature for other variables [14,16,18,19,25,36,37].



While the current findings regarding the relationship of PRM with personality and EI are encouraging, it is necessary to stress that the sample was limited to Italian workers from the Tuscany region who are not necessarily representative of all Italian workers. Future research should also extend the study of the relationship between these variables to workers with specific occupations from different organizations and from different geographical areas in Italy and certainly beyond in other countries. It will be also important to confirm these results in other studies and in the broader organizational and international contexts. It will be also useful in future research to investigate EI and PRM in relation to other promising constructs for healthy organizations in a prevention perspective that would include human capital sustainability leadership [49] among leadership styles, workplace relational civility [3], resiliency [50], and work related eustress and distress [51].



Notwithstanding these limitations, if the results of the present study are confirmed in future research, there are potential practical applications. EI is an individual differences factor that can be developed and increased [38,39,52,53]. Thus interventions could be introduced to enhance trait EI that in turn may contribute further to increasing positive relational management attitudes and skills [16,18,19,54,55,56].




6. Conclusions


These present results add support to the hypothesis that trait EI may be regarded as a positive individual differences variable that is further related to enhancing and managing positive relationships, improving respective and relationality, and promoting well-being in the workplace leading to healthy and sustainable organizations and work environments. The focus on trait EI and its relations with PRM opens new pathways to building individual and group relational strengths [12,16]. EI may represent a promising resource in tandem with PRM in contributing to the goal of good health and well-being for all people [32].
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Table 1. Means, standard deviations, and correlations between BFQ, TEIQue-SF, PRM.
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	Variable
	1
	2
	3
	4
	5
	6
	7
	8
	9
	10
	11





	1. BFQ Extraversion
	0.85
	
	
	
	
	
	
	
	
	
	



	2. BFQ Agreeableness
	0.28 **
	0.78
	
	
	
	
	
	
	
	
	



	3. BFQ Conscientiousness
	0.25 **
	0.32 **
	0.82
	
	
	
	
	
	
	
	



	4. BFQ Emotional stability
	0.17 *
	0.43 **
	0.12
	0.89
	
	
	
	
	
	
	



	5. BFQ Openness
	0.44 **
	0.51 **
	0.37 **
	0.35 **
	0.79
	
	
	
	
	
	



	6. TEIQue Total
	0.46 **
	0.48 **
	0.27 **
	0.58 **
	0.37 **
	0.87
	
	
	
	
	



	7. TEIQue Well-being
	0.37 **
	0.32 **
	0.34 **
	0.36 **
	0.33 **
	0.78 **
	0.80
	
	
	
	



	8. TEIQue Self-control
	0.19 *
	0.34 **
	0.10
	0.61 **
	0.19 *
	0.73 **
	0.39 **
	0.79
	
	
	



	9. TEIQue Emotionality
	0.30 **
	0.48 **
	0.11
	0.41 **
	0.35 **
	0.77 **
	0.48 **
	0.41 **
	0.80
	
	



	10. TEIQue Sociability
	0.53 **
	0.31 **
	0.25 **
	0.38 **
	0.26 **
	0.73 **
	0.46 **
	0.36 **
	0.49 **
	0.81
	



	11. PRM
	0.35 **
	0.39 **
	0.18 *
	0.40 **
	0.28 **
	0.63 **
	0.56 **
	0.43 **
	0.44 **
	0.47 **
	0.84



	M
	74.75
	82.61
	82.01
	74.08
	84.24
	155.68
	32.68
	28.62
	44.59
	27.52
	48.03



	SD
	8.37
	9.03
	8.82
	11.22
	8.64
	21.85
	6.18
	6.23
	6.48
	5.58
	5.94







Note. N = 176. ** p < 0.01. * p < 0.05. PRM = Positive Relational Management. Cronbach Alpha values shown on the diagonal in parenthesis.
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Table 2. Hierarchical regression. The contributions of personality traits (first step) and TEIQue total score (second step) to PRM.
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PRM




	

	
β






	
Step 1

	




	
BFQ Extraversion

	
0.26 **




	
BFQ Agreeableness

	
0.21 *




	
BFQ Conscientiousness

	
0.03




	
BFQ Emotional stability

	
0.28 **




	
BFQ Openness

	
0.05




	
Step 2

	




	
TEIQue Total

	
0.53 **




	
R2 step 1

	
0.28 ***




	
∆R2 step 2

	
0.14 ***




	
R2 total

	
0.41 **








Note. N = 176. * p < 0.05. ** p < 0.01. *** p < 0.001.
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Table 3. Hierarchical regression. The contributions of personality traits (first step) and TEIQue dimensions (second step) to PRM.






Table 3. Hierarchical regression. The contributions of personality traits (first step) and TEIQue dimensions (second step) to PRM.





	

	
PRM




	

	
β






	
Step 1

	




	
BFQ Extraversion

	
0.26 **




	
BFQ Agreeableness

	
0.21 *




	
BFQ Conscientiousness

	
0.03




	
BFQ Emotional stability

	
0.28 **




	
BFQ Openness

	
0.05




	
Step 2

	




	
TEIQue Well-being

	
0.36 ***




	
TEIQue Self-control

	
0.13




	
TEIQue Emotionality

	
0.03




	
TEIQue Sociability

	
0.16 *




	
R2 step 1

	
0.28 ***




	
∆R2 step 2

	
0.16 ***




	
R2 total

	
0.43 ***








Note. N = 176. * p < 0.05. ** p < 0.01. *** p < 0.001.
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