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INTRODUCTION

Put in simple terms, now more than ever, people
spend a major portion of their working day relating to
and interacting with others. For instance, corporate
leaders tasked with helping their employees and co-
workers accomplish corporate goals must possess the
necessary people skills to motivate and facilitate
optimal employee performance (Boyatzis, 1982).
Hayes (2002) suggested that a distinguishing factor
between the successful and unsuccessful leaders is his
or her level of interpersonal competence. One survey
of training and development professional supported
this point, with over one-third of the respondents
reporting that communication or interpersonal
relationships skills were the most important qualities
in a good boss (ASTD, 2000).

BACKGROUND TO THE STUDY

Many individuals have postulated about the origin and
scope of interpersonal skills. Klein and Colleagues
(2006) described the interpersonal skills label as an
umbrella term that refers to a wide variety of concepts
and associated terms, such as social skills, social
competence, people skills, face-to-face skills, human
skills and soft skills. Historically, social skill has
been evaluated from two perspectives. The trait-
based approach positions social skill as an enduring
personality characteristic (Friedman & Miller-
Herringer, 1991; Segrin, 1998) with relations to other
individual-difference variables, including empathy
(Nezlek, Feist, Wilson & Plesko, 2001) and
extraversion (Lieberman & Rosenthal, 2001). The
second perspective, the molecular model (Argyle &
Kendon, 1967; Hayes, 2002) views social skills as
situation-specific behaviours that are partially learned,

partially instinctive and subject to environmental and
situational factors.

STATEMENT OF THE PROBLEM

The professed need for strong interpersonal skills in
the corporate world extends to virtually every field of
endeavour. A survey commissioned by Microsoft of
500 board-level executives supports the value of
interpersonal skills. Of those surveyed, 61% said that
interpersonal and team working skills were more
important than information technology skills (Espiner,
2007).  Microsoft Chairman Bill Gates added
communication skills and the ability to work well
with different types of people are very important
(Espiner, 2007). No doubt, the increased importance
of these skills has provided the impetus for vast
amounts of spending on the interpersonal skills
training program in order to improve these critical
skills.

The increasingly multinational nature of corporations
today provides further impetus for understanding
interpersonal skills.  Multinational corporate are
constantly focused on the development and
implementation of global leadership strategies
(Caligiuri et al., 2001). Ne strategy popular with
corporate is to send expatriate managers and
executives on overseas assignments to manage the
operations of a foreign subsidiary (Caliguiri et al.,
2001). Without question, these expatriate executives
are doomed to fail if they do not have the
interpersonal and cross-cultural skills necessary to
interact in these foreign settings. In fact, it has been
estimated that up to 40% of expatriate employees
return early from their assignments - a reality that is
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very costly for the corporate (Black & Mendenhall,
1990).

THE NEED FOR THE STUDY

The relationship between interpersonal skills and
outcomes of interest to corporate is gaining increased
attention among scholars. Empirically, interpersonal
skills have documented relationships with important
workplace outcomes, including task performance, job
dedication, interpersonal facilitation and overall
performance (Ferris, Witt & Hochwater, 2001).
Although always important, the rapid expansion of the
service industry has enhanced the need for
interpersonal skills among both service centre
managers and front-line, customer-facing employees.
It is a fact that as the service sector in the overall
economy has continued to expand, service industry
employees have become the fastest growing segment
of the workforce. Employees who perform service-
oriented work must be able to execute behaviours
related to the interpersonal nature of job performance.

Hackman (1987) suggested that a well-designed
(work) group has four characteristics. The first two
characteristics simply require that, when forming
teams, the right number of people is brought together
and that they must possess the requisite task skills.
The third characteristic is most relevant to the current
research and states that effective teams are composed
of individuals with interpersonal skills as well as task
skills. The interpersonal skills, Hackman argues, are
what allow the team to use their collective task skills.
Moreover, it is suggested that the importance of
interpersonal skills is especially apparent in diverse
teams-teams that may be characterised by diversity in
demographics, values, knowledge or skills (Hackman,
1987).

THE SIGNIFICANCE OF THE STUDY

Existing literature in the domain of job performance is
also informatics to the discussion of interpersonal
skills and there are many models of job performance
in the corporate leadership literature (Campbell,
McCloy, Oppler & Sager, 1993). These and other
models have identified relevant aspects of job
performance that are interpersonal in nature. In
general, these models are quite comprehensive,
capturing those elements of performance that are
important for all jobs. However, the models usually
fail to capture interpersonal skills performance at a
finite level-a level that would allow for the design of a
valid selection, assessment or training system

(Carpenter et al., 2005). This is one area where the
current research article can provide a unique
contribution.

RESEARCH QUESTIONS
The study examined the following research questions:
1. What does a corporate leader need to

communicate in order to be effectively?
2. In which way is a corporate leader able to use the
communication skills?

HYPOTHESIS

H,: The necessity of interpersonal skills is not
growing in the corporate world in the era of post
globalisation.

Hi: The necessity of interpersonal skills is growing in
the corporate world in the era of post globalisation.

LITERATURE REVIEW

Effective interpersonal skills are building blocks that
competent communicators can use to provide clarity
and precision in messages, solve problems
collaboratively and demonstrate a calm and
supportive demeanour with mutual respect and an
authentic understanding of role as a corporate leader
(Ceri-Booms, 2010; Minter, 2010). Interpersonal
skills are a key social concern because without these
soft skills being effectively applied by a company’s
employees, customers may not receive consistent and
reliable customer service (Lovett & Jones, 2008) and
corporate may become a breeding ground for mistrust
and intergroup conflict (Hersey, Blanchard &
Johnson, 2001). Interpersonal skills are a strong
predictor of business and professional success
(Kraiger & Kirkpatrick, 2010) as well as an indicator
of a decrease in organisational success and problem
solving (Hersey, Blanchard & Johnson, 2001).
Scholars have indicated a shortage of interpersonal
skills in the work setting (Hagemann, 2009) and the
necessity for leaders to know both technical and
interpersonal skills to achieve performance goals
(Mitchell, Skinner & White, 2010).

Interpersonal skills, which are applicable for every
employee, consist of information exchange,
communication, diplomacy, conflict resolution,
problem-solving, the motivation of others, teamwork
and influence (Aldag & Kuzuhara, 2002). Additional
skills include planning, goal setting, change
management, stress management, time management
and delegation (Aldag & Kuzuhara, 2002; Bantu-
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Gomez & Rohrer, 2011). Interpersonal skills also
include self - disclosure and listening, which are
essential in superior and subordinate relationships.
Corporate leaders practising these interpersonal skills
will foster a valued and supportive environment of
commitment, trust, respect, transparency and
collaborative decision making (Bambacas &
Patrickson, 2008; Nayan, Shafie, Mansor, Maesin &
Osman, 2010).

In a nationwide survey pole of 150 executives in the
late 1980s, 11% of the executives said the skills most
lacking in job candidates were interpersonal skills
(Boles & Sonoo, 1997). In a 1990 study by the
business organisation, 88% of senior-level managers
exhibited social or interpersonal skills (Boles &
Sonoo, 1997). Results from a 2005 poll of 330
employees conducted by University of Phoenix
officials showed 96% of the responding executives
rated attitude, communication and interpersonal skills
as the most valuable employee traits (Cline, 2005).
The results of a survey conducted on human resources
professionals and performance professionals by
Business Performance Management Forum in 2007,
showed that the top three most valued competencies
in organisations were leadership, technical knowledge
and people skills (Kraiger & Kirkpatrick, 2010).

In a 2010 study, Gitsham and Peters from the
Ashridge Business School in the UK determined the
type of skills leaders will need (Developing Business
Skills for the 21% Century, 2009). In the Gitsham and
Peters study, 75% of respondents reported leaders
needed to know how to engage in dialogue to build
partnerships with key internal and external
stakeholders. The information about leaders engaging
in dialogue to build partnerships with key internal
stakeholders has an emphasis on the purpose of
leaders building employee and manager relationships
to achieve organisational performance goals (DI Pofi,
2002; O’Toole & Bennis, 2009).

INTERPERSONAL SKILLS IN
CORPORATE LEADERSHIP

The value corporate leaders place on interpersonal
skills becomes evident in employee and manager
relationships, which have an impact on organisational
performance. Bolt and Hagemann (2009) described
four signs that were an indication when a future leader
was experiencing trouble. These signs included the
shortage of communication, engagement, personal
issues, outside stressors, lack of follow through and

THE

maturity issues (Bolt & Hagemann, 2009). When the
leader no longer called to stay in touch with team
members this failure to stay in touch has been an
indicator of a decrease in commitment, engagement
and passion (Bolt & Hagemann, 2009). Other signs
of trouble included when a leader has poor self-
control, lack of self-awareness and low or
underdeveloped emotional intelligence (Bolt &
Hagemann, 2009; Liu, 2010).

Laurer (2007) suggested five traits for managers to

avoid, which can negatively affect employee and

manager relationships and organisational
performance. They are...

» The first trait is for a leader not to humiliate staff
members in front of other individuals.

» Second, leaders should not make fast decisions,
even though the decisive action is normal
behaviour today. Instead, a leader needs to assess
the situation thoroughly before making crucial
decisions to avoid making wrong decisions and
causing havoc on a company.

» Third, the leader needs to set realistic deadlines to
keep quality and staff morale from suffering.

» The fourth trait is for a leader not to interfere with
subordinates’ personal time outside the office.
The leader needs to demonstrate respect for team
members’ lives away from the workplace.

» Finally, perception becomes reality in the
workplace. In other words, if leaders frequently
favour one worker over another, other employees
may perceive the leader not treating everyone
equally.

Leaders are responsible for creating a culture of
adaptability in which all employees are responsible
and empowered to seem innovative answers to
existing and future organisational threats and
opportunities (Wu, Wang & Tsai, 2010; Ismil,
Mohamed, Sulaiman, Mohamed & Yusuf, 2011).
Leaders demonstrate their ability to lead when
problems and challenges are part of the situation
rather than when the organisation is experiencing
growth or success (Erkutlu, 2008; Nico & Coetzee,
2009). Specifically, effective corporate leadership
becomes necessary to businesses and communities
when people have to change their way of doing
business according to current structures, procedures
and processes (Erkutlu, 2008; Nico & Coetzee, 2009;
Babcock-Roberson & Strickland, 2010).

To engage in adaptive leadership leaders must engage

@ IJTSRD | Available Online @ www.ijtsrd.com | Volume —2 | Issue —4 | May-Jun 2018

Page: 2056



International Journal of Trend in Scientific Research and Development (IJTSRD) ISSN: 2456-6470

people in facing challenging realities and changing
some priorities, attitudes and behaviours to survive
and thrive in a constantly evolving setting (McLaurin
& Amri, 2008; Hickman, 2010). Leaders mobilize
people to meet immediate challenges and generate
cultural norms and leaders enable people to meet
ongoing, adaptive challenges (McLaurin & Amri,

2008; Hickman, 2010). The application of
interpersonal skills in employee and manager
relationships can have a positive impact on

organisational performance (Lovett & Jones, 2008).
A leader willingly learns and retools to think and
operate in new ways, experimenting with new ideas
and sharing the responsibilities with stakeholders,
who have an interest in the outcome (McLaurin &
Amri, 2008; Hickman, 2010).

Communication with stakeholders is important for an
explanation for changes and how the corporate leaders
seek to move forward with these changes (Ahmed,
Shields, White & Wilbert, 2010). If the news
conveyed by a leader is unfavourable, people will
appreciate an open and honest leader (Coates, 2010).
In other words, leaders communicate with
stakeholders by explaining why there are changes and
how the organisation leaders seek to move forward
with the new changes (Callahan, 2008). Additionally,
leaders convey the roles stakeholders will play in the
changes process as well as offer words of affirmation,
encouragement and hope (De Vries, Bakker-Pieper &
Oostenveld, 2010).

Team members making vital decisions facilitate open
discussions to hear everyone’s ideas. The team leader
creates an open communication process by clearly
stating the members’ roles, including shared
leadership, establishing key outside relationships and
including a broad team of players from diverse
backgrounds (Nico & Coetzee, 2009). Periodically,
the leader and team members stop to examine how
well the team members are functioning and the
leaders and team members explore opportunities to
improve effectiveness (Parker, 2008; Neufield, Wan
& Fang, 2010). Leaders share with all team members
to provide each person adequate knowledge and
understanding about the task of making informed
decisions (Dixon, 2009; Hickman, 2010; Reed, 2011).

Trust is an important interpersonal skill for a leader in
building successful employee and management
relationships (Katz, 2003). Takash (2009) sought to
explain why the development of strong relationships

and positive behaviours is a long process; however,
the development of strong relationships and positive
behaviours become part of longer - lasting positive
results. An individual who becomes a partner and not
an order taker has taken the first steps toward building
long-standing relationships no matter what status the
person possesses (Takash, 2009). Takash (2009)
explored how individuals can build trust in others,
create better and stronger relationships with honesty,
openness and listen to colleagues, management and
customers.

Interpreting Verbal and Nonverbal Communication
Behaviours as Corporate Leaders An individual who
has mastered interpersonal skills has the ability to
interpret  verbal and nonverbal communication
behaviours and the use of emotions by other
individuals (Verderber, Verderber & Fink, 2010).
According to Allinson, Armstrong & Hayes (2001),
intuitive leaders may be less dominating and more
nurturing than their analytic colleagues. They are
more liked and respected by analytic members than
analytic leaders are by intuitive members.

Leaders demonstrating technical competence and
theoretical knowledge have not been doing well;
instead, the leader must have the ability to interpret
emotional and visual cues from other individuals
(Cline, 2005; Anand & Udaya Suriyan, 2010).
Emotional intelligence involves interpersonal skills
and is useful to a leader in their understanding of
emotional cues (Katz, 2003; Anand & Udaya Suriyan,
2010). Jarik Conrad (2009) discussed taking four
steps for improving emotional intelligence (EI) in a
corporate organisation, which consisted of...

» In corporate EI into hiring processes

» Assess the EI of leaders and future leaders

» Ensure performance appraisals consider how the
job is done

» Make emotional intelligence a cornerstone of
succession planning.

METHODOLOGY

There are two principal research paradigms that can
be used in business research, namely — the positivistic
and a phenomenological / interpretivism paradigm.
According to Bryman and Bell (2007), positivism is
an epistemological position that advocates the
application of the methods of the natural sciences to
the study of social reality and beyond. The role of
positivism as stated by Anderson (2004) resides in
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searching for facts in terms of clarifying the
relationship between variables before identifying a
data collection pattern through statistical approaches
as followed in quantitative research procedures.
According to Collis and Hussey (2003), the
positivistic approach concentrates on facts and the
causes of social events, paying modest respect to the
subjective state of the individual.

The quantitative research is built on a numerical
measurement of specific characteristics related to a
phenomenon. Quantitative approaches employ
deductive logic, moving from the general to the
specific. The tools used to carry out quantitative
research tend to be surveys and questionnaires
(Coombes, 2001). It is a very structured approach and
is most often focused on objectivity, generalisability
and reliability (Collis & Hussey, 2003). The key
advantage of the quantitative approach, therefore, is
that it is based on fact and reliable data that enables
researchers to generalize their findings to the
population from which the sample has been drawn.

A non-experimental research design is an appropriate
approach to determine if a specific treatment
(Interpersonal skills of a corporate leader) influences
an outcome (corporate leadership skills and
effectiveness of the corporate) using a sample that is
not randomly assigned to a treatment or comparator
group (Creswell, 2014).

A questionnaire according to Collis and Hussey
(2003) can be used to gather data when the issues
which arise are likely to be confidential and sensitive
and give respondents more time to consider their
answers. The questionnaire survey, as defined by
McDaniel and Gates (2002) is comprised of a set of
questions designed to generate the evidence necessary
to accomplish the objectives of the research study. It
is a method of getting answers to the research
questions based on designing specific questions to be
answered by the research participants (Robson, 2002).
Questionnaires as a survey method may be viewed as
a comparatively simple and uncomplicated means of
examining participants’ attitudes, values, beliefs and
motives. When the survey includes sensitive issues, a
questionnaire affords a high level of confidentiality
and anonymity (Robson, 2002).

The questionnaire consisted of five close-ended
questions with an open-ended section at the end of the
questionnaire for participants to add any further
comments about their perception of the interpersonal
skills. The response scales took the form of the Likert
Scale. The Likert scale is one of the most widely used
response scales in research and is used to evaluate
behaviour, attitude or another phenomenon on a
continuum. Rating scales simplify and more easily
quantify peoples' behaviours or attitudes (Leedy &
Ormrod, 2005). A neutral response option has not
been given which might prove a bit disastrous if the
majority of the respondents decide to choose this, thus
posing a danger of not being able to conduct an
optimal evaluation.

The sample size is a significant characteristic of any
empirical study in which the goal is to make
assumptions about a population based on a sample.
Indeed, the sample size used in the study was
determined based on the data collection figures and
the need to obtain sufficient statistical power
(Saunders et al., 2009). Saunders et al. added that the
larger the sample size, lower the likely error in
generalizing to the population.

The survey was distributed to a purposeful sample of
300 participants includes corporate leaders from a
different spectrum, represents different areas of
specialization and comprises different sectors.
Statisticians contend that as a sample size increases,
variability (i.e., effort variance) decreases and power
increases. As power increases to detect a false null
hypothesis, there is an increased risk of falsely
rejecting a true null hypothesis.

ANALYSIS

The survey asked a series of questions in order to
establish whether there is a relationship between
interpersonal skills of a corporate leader and the
effectiveness of the corporate functioning. And the
focus of the research and the survey is to find out
whether the prominences of interpersonal skills
growing in the corporate world. This section provides
a summary of the information that was collected
through a questionnaire. The following tables and
figures provide a snapshot of interpersonal skills of a
corporate leader.
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Table 1: Impromptu Speeches

Indicator Non-Agree Agree
Strongly Dis-Agree Total Agree Strongly Agree  Total
Disagree
1 | In your opinion, a leader is good | 48 78 126 78 96 174
at making impromptu speeches. (16) (26) (42) | (26) (32) (58)

The survey respondents were asked whether a positively that a corporate leader should be able to
corporate leader is good at making impromptu make impromptu speeches.
speeches. Around 58% of respondents responded

Figure 1: Impromptu Speeches

Interpersonal Skills

B Strongly Disagree M Disagree M Agree M Strongly Agree

Table 2: Building Relationships

Indicator Non-Agree Agree
Strongly Dis-Agree Total Agree Strongly Agree Total
Disagree
2 | In your opinion, a leader generally | 45 75 120 60 120 180
builds solid relationships with those | (15) (25) (40) | (20) (40) (60)

working along.

The survey respondents were asked whether a  corporate leader should be able to build and maintain
corporate leader should generally builds solid solid relationships with those working along with
relationships with those working along. As high as him/her.

60% of the respondents agreed positively that a
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Figure 2: Building Relationships

Interpersonal Skills

B Strongly Disagree M Disagree ™ Agree M Strongly Agree

Table 3: Optimising Non-verbal Communications

Indicator Non-Agree Agree
Strongly Dis-Agree Total Agree Strongly Total
Disagree Agree
3 | In your opinion, a leader understands | 30 84 114 |51 135 186
and optimizes non-verbal | (10) (28) (38) | (17) (45) (62)
communications.

The survey respondents were asked whether a good as 62% of respondents agreed positively that a
corporate leader should be able to understand and corporate leader should understand and use optimally
optimise the usage of non-verbal communication. As the usage of non-verbal communication gestures.

Figure 3: Optimising Non-verbal Communications

Interpersonal Skills

B Strongly Disagree M Disagree M Agree M Strongly Agree
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Table 4: Collaborative Skills

Indicator Non-Agree Agree
Strongly Dis-Agree Total Agree Strongly Agree Total
Disagree
4 | In your opinion, a leader cooperates | 24 75 99 66 135 201
with others to create the best results. | (8) (25) 33) | (22) (45) (67)

The survey respondents were asked whether a  support that a corporate leader should use cooperative
corporate leader should cooperate with others to methods with fellow employees to obtain optimal
create the best results for the corporate. The highest results for the corporate.

i.e. 67% of the respondents reacted positively to

Table 4: Collaborative Skills

Interpersonal Skills

B Strongly Disagree M Disagree W Agree M Strongly Agree

Table S: Respecting Dignity and Rights

Indicator Non-Agree Agree
Strongly Dis-Agree Total Agree Strongly Agree Total
Disagree
5 | In your opinion, a leader respects the | 30 96 126 60 114 174
dignity and rights of others. (10) (32) (42) | (20) (38) (58)

The survey respondents were asked to respond number of respondents i.e. around 58% agreed that a
whether a corporate leader should respect the dignity  corporate leader must respect the dignity and natural
and natural rights of other fellow employees. A good rights of fellow beings.

Figure 5: Respecting Dignity and Rights

Sales

BlstQtr m2ndQtr ®m3rdQtr m4thQtr

10%
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The Interpersonal Skills statuses of both the
participants with disagrees and agree are presented in
Table 6. A perusal of the table provides that the
Interpersonal Skills has helped the employees to
increase their level Interpersonal skills. It is found
that overall 195 per cent of the total participants

disagreed and 305 per cent agreed to consist different
Interpersonal skills indicators i.e. impromptu speeches
build solid relationships, optimizes non-verbal
communications leaders, cooperates with others,
respects the dignity and rights of others.

Table 6: Interpersonal Skills Comprehensive

Indicator Non-Agree Agree
Strongly  Dis- Agree  Strongly
Disagree  Agree Agree
1| In your opinion, a leader is good at making | 48 78 126 | 78 96 174
impromptu speeches (16) (26) (42) | (26) (32) (58)
2| In your opinion, a leader generally builds solid | 45 75 120 |60 120 180
relationships with those working along. (15) (25) (40) | (20) (40) (60)
3| In your opinion, a leader understands and | 30 84 114 |51 135 186
optimizes non-verbal communications. (10) (28) 38) | (17) (45) (62)
4| In your opinion, a leader cooperates with others | 24 75 99 66 135 201
to create the best results. (8) (25) (33) |(22) (45) (67)
5| In your opinion, a leader respects the dignity and | 30 96 126 | 60 114 174
rights of others. (10) (32) (42) | (20) (38) (58)
Total 177 408 585 | 315 600 915
(59) (136) | (195) | (105) | (200) (305)

Note: The figures given in parentheses indicate percentages of participants and non-participants. The value of
Chi-square (y2) is 2.8712 between participants with disagree and agree. The table values at 5 per cent with 4
degrees of freedom are 9.48.

Figure 6: Interpersonal Skills Comprehensive

H Strongly Disagres

W Disagree M Agree M Strongly Agree ¥ Mon-Agree

W Agree

600

In order to measure the impact of Interpersonal skills,
employees with disagreeing compared with the agreed
employees. The table shows that overall 195 per cent
of the total participants were disagreeing and 305 per
cent was agreed consisting different relevant
indicators Chi-square (x2) test shows the significant
difference and positively accepted the hypothesis

regarding the different emotional indicators i.e.
impromptu speeches builds solid relationships,
optimizes non-verbal communications leaders,
cooperates with others, respects the dignity and rights
of others with interpersonal skills and organized
leadership.
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CONCLUDING COMMENTS

The research and findings presented here provide a
compelling case for the importance of socio-affective
competence at the corporate leadership levels of any
corporate. The use of effective interpersonal skills is
critical to the success of any corporate leader because
of the considerable amount of time these leaders
spend interacting with others. Additionally, the daily
interactions that exist between a leader and corporate,
team, or subordinates revolves around the
management of relationships. For instance,
possessing the ability to create a high degree of
affinity with followers allows a leader to influence
them in a positive and efficient manner.

Similarly, promoting diversity issues and valuing the
opinions of individuals with different beliefs fosters
an environment of support and encourages the
development of innovative solutions to corporate
issues. Thus, the individuals that are currently in key
leadership roles and/or those that are identified as
high potential should be exposed to each of the socio-
affective competencies.
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