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Abstract: This study examines the impact of leaders' personality traits-emotional stability, 

openness to experience, and conscientiousness-on employee performance in selected construction 

firms in Abuja, Nigeria. Utilizing a cross-sectional survey design, data were collected from 93 

participant across 15 construction companies using structured questionnaires adapted from the 

Big Five Inventory and Campbell's Organizational Performance Index. Multiple regression 

analysis revealed that conscientiousness and emotional stability significantly and positively 

influence employee performance, while openness to experience does not have a significant direct 

effect. Conscientiousness emerged as the most influential predictor, underscoring the importance 

of reliability and goal-oriented behavior in leadership roles. These findings suggest that 

leadership development programs in the construction industry should prioritize enhancing 

conscientiousness and emotional stability to improve employee performance and organizational 

success. 
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INTRODUCTION 

 

The performance of employees within an organisation is profoundly influenced by the personality 

traits of their leaders, particularly in high-stakes industries like construction. Leadership traits such 

as emotional stability, openness to experience, and conscientiousness are widely recognised as 

pivotal to enhancing employee performance, fostering collaboration, and achieving organisational 

objectives (Yousif & Loukil, 2022; Kumari et al., 2022; Andryan & Sopiah, 2023). Leaders with 

emotional stability are better equipped to manage stress and maintain composure under pressure, 

fostering a positive work environment that minimises conflict and enhances productivity 

(Kalambayi et al., 2021; Maqsoom et al., 2022). Openness to experience enables leaders to adapt 
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to change and encourage innovation, a vital trait in the construction industry where dynamic 

problem-solving is critical (Cheng et al., 2022; Li, 2023). Conscientiousness, often linked to 

reliability and goal-oriented behaviour, has been shown to directly impact task execution and team 

alignment with organisational goals (Rotimi et al., 2021; Kargeti, 2023). 

 

Globally, research has established that leadership personality traits significantly influence 

employee outcomes, yet their application in specific contexts, such as Abuja’s construction sector, 

remains underexplored. Recent studies emphasise that emotional stability in leaders can mitigate 

the negative effects of workplace stress, reduce employee burnout, and enhance team cohesion, 

particularly in time-sensitive environments like construction (Chen & Haga, 2022; Kumari et al., 

2022). Moreover, openness to experience among leaders not only fosters adaptability but also 

encourages creativity in problem-solving, which is critical for managing complex construction 

projects (Maqsoom et al., 2022; Cheng et al., 2022). Despite these findings, empirical 

investigations into the interplay of these traits in culturally specific settings such as Nigeria are 

scarce, creating a significant knowledge gap (Rotimi et al., 2021; Eshet & Harpaz, 2021). 

 

Theoretically, leadership personality traits are well-documented as predictors of organisational 

success. Emotional stability is associated with reduced interpersonal conflict and improved team 

dynamics, while openness to experience enables leaders to effectively manage diverse teams and 

adapt to technological advancements in the construction sector (Li, 2023; Kumari et al., 2022). 

Conscientiousness, on the other hand, has been identified as a key driver of employee productivity 

and adherence to project timelines (Indahsari et al., 2023; Kargeti, 2023). However, practical 

application remains hindered by an implementation gap, particularly in developing economies 

where leadership development programs often lack context-specific adaptations (Maqsoom et al., 

2022; Omer et al., 2022). Additionally, monitoring mechanisms to evaluate the real-time impact 

of these leadership traits on employee performance are underutilised, further complicating the 

translation of theoretical insights into actionable strategies (Vardiashvili, 2022; Kalambayi et al., 

2021). 

 

Empirical evidence further underscores the importance of addressing these gaps. Studies have 

demonstrated that emotionally stable leaders create psychologically safe environments that 

improve employee resilience and productivity (Yousif & Loukil, 2022; Maqsoom et al., 2022). 

Similarly, leaders high in openness to experience are more likely to drive innovation, a crucial 

factor in achieving successful project outcomes in the construction industry (Cheng et al., 2022; 

Kumari et al., 2022). Conscientious leaders, known for their attention to detail and strong sense of 

responsibility, significantly impact the performance of teams by ensuring task clarity and goal 

alignment (Li, 2023; Kargeti, 2023). 

 

Despite these findings, the construction industry in Abuja faces unique challenges, including 

resource constraints, cultural diversity, and high-pressure deadlines, which require tailored 
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leadership strategies. This study addresses these critical gaps by exploring the specific impact of 

emotional stability, openness to experience, and conscientiousness on employee performance 

within Abuja’s construction sector. By bridging the gap between theoretical frameworks and 

practical applications, this research aims to provide actionable insights for leadership development, 

ultimately fostering enhanced organisational performance and project success. 

 

This research is anchored on the following objectives: 

i. To examine the impact of emotional stability on employee performance in selected 

construction firms in Abuja. 

ii. To analyze how openness to experience impact employee performance in selected 

construction firms in Abuja. 

iii. To evaluate how conscientiousness impact employee performance in selected construction 

firms in Abuja. 

To address these objectives, the following hypotheses have been formulated: 

H01: Emotional stability has no significant impact employee performance in selected construction 

firms in Abuja. 

H02: Openness to experience has no significant impact employee performance in selected 

construction firms in Abuja. 

H03: Conscientiousness has no significant impact employee performance in selected construction 

firms in Abuja. 

 

The findings from this study aim to enrich the understanding of leadership dynamics within 

Nigeria’s construction sector, offering actionable recommendations for fostering employee 

performance through strategic leadership development. By contextualising global leadership 

theories within Abuja’s unique construction environment, this research aspires to bridge the gap 

between academic inquiry and practical application, contributing meaningfully to organisational 

success and workforce optimisation in the region. 

 

LITERATURE REVIEW  

 

Conceptual Clarification 

Leaders’ Personality Traits 

Leaders’ personality traits significantly shape workplace dynamics, particularly in influencing 

employee performance and organisational success. This study focuses on three pivotal traits: 

emotional stability, openness to experience, and conscientiousness. Emotional stability reflects a 

leader’s capacity to remain composed during high-pressure situations, creating a stress-free and 

supportive environment for employees (Yousif & Loukil, 2022; Kumari et al., 2022). Openness to 

experience enables leaders to embrace innovation and adapt to changes, fostering creativity and 

resilience within their teams (Maqsoom et al., 2022; Cheng et al., 2022). Conscientiousness, often 

linked to reliability and meticulousness, ensures task clarity and consistent feedback, driving team 
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productivity and performance (Rotimi et al., 2021; Kargeti, 2023). For this study, these traits are 

conceptualised as critical components of leadership that shape employee outcomes, particularly in 

the construction sector. 

 

Emotional Stability 

Emotional stability refers to a leader’s ability to remain calm, rational, and composed, particularly 

in stressful or high-pressure situations. This trait is crucial in reducing workplace tension, 

improving employee morale, and fostering a harmonious work environment (Yousif & Loukil, 

2022; Kumari et al., 2022). Leaders who exhibit emotional stability are better equipped to handle 

conflicts constructively and provide the psychological safety employees need to thrive (Chen & 

Haga, 2022; Kalambayi et al., 2021). Empirical evidence suggests that emotionally stable leaders 

enhance job satisfaction and reduce turnover intentions, particularly in demanding sectors like 

construction (Eshet & Harpaz, 2021; Maqsoom et al., 2022). For this study, emotional stability is 

examined as a foundational leadership trait that significantly influences employee engagement and 

performance outcomes. 

 

Openness to Experience 

Openness to experience describes a leader’s ability to embrace creativity, innovation, and 

adaptability, traits essential for navigating complex challenges in dynamic industries. Leaders with 

this trait inspire teams to think outside the box and implement innovative solutions, especially in 

the construction sector where adaptability is critical (Cheng et al., 2022; Maqsoom et al., 2022). 

Studies highlight that openness to experience positively correlates with team creativity, 

collaborative problem-solving, and the adoption of new technologies (Rotimi et al., 2021; Kumari 

et al., 2022). This trait also enables leaders to foster a culture of continuous learning and 

improvement, enhancing overall organisational agility (Li, 2023; Cheng et al., 2022). In this study, 

openness to experience is explored as a key predictor of innovation-driven performance within 

teams. 

 

Conscientiousness 

Conscientiousness is characterised by a leader’s diligence, organisation, and reliability, all of 

which are integral to achieving structured and goal-oriented team performance. Leaders with high 

conscientiousness ensure clarity in task expectations, consistent follow-ups, and accountability, 

which contribute to higher employee productivity (Rotimi et al., 2021; Kargeti, 2023). Research 

indicates that conscientious leaders are particularly effective in deadline-driven industries like 

construction, where precision and time management are crucial (Cheng et al., 2022; Indahsari et 

al., 2023). This trait also fosters trust and respect within teams, as employees feel supported and 

guided in meeting organisational goals (Li, 2023; Kumari et al., 2022). In this study, 

conscientiousness is examined for its role in driving task adherence and enhancing collaborative 

efficiency. 
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Employee Performance 

Employee performance refers to the effectiveness with which employees accomplish their tasks, 

adhere to quality standards, and contribute to organisational goals. Within the construction 

industry, this concept is crucial due to the sector’s reliance on timely project completion, safety, 

and precision (Kalambayi et al., 2021; Kumari et al., 2022). Research shows that leadership plays 

a pivotal role in enhancing employee performance by creating a motivating and cohesive work 

environment (Chen & Haga, 2022; Eshet & Harpaz, 2021). Leaders with high emotional stability 

reduce stress-induced errors, while those who demonstrate openness to experience inspire 

innovation, encouraging employees to find creative solutions to complex challenges (Cheng et al., 

2022; Li, 2023). Conscientious leaders further drive performance by ensuring structured task 

management and accountability (Indahsari et al., 2023; Kargeti, 2023). This study operationalises 

employee performance through measurable outcomes such as task efficiency, quality compliance, 

and teamwork effectiveness. 

 

Theoretical Framework 

This study adopts the Trait Leadership Theory, which posits that effective leadership arises from 

the possession of specific inherent traits. Originating from the early work of Stogdill (1948) and 

further refined by subsequent researchers, this theory focuses on identifying personality traits that 

distinguish effective leaders from others. In the context of this study, Trait Leadership Theory 

provides a robust framework for examining how traits such as emotional stability, openness to 

experience, and conscientiousness influence employee performance in organisational settings. By 

emphasising the role of inherent characteristics, the theory offers insights into the mechanisms 

through which leadership traits drive performance outcomes, particularly in complex and 

demanding environments like construction (Zaccaro, 2007; Northouse, 2021; Kumari et al., 2022). 

Trait Leadership Theory is particularly relevant for this study as it explains how specific 

personality attributes contribute to leaders' effectiveness in fostering productivity and 

collaboration within teams. Emotional stability, for instance, enables leaders to manage stress and 

maintain composure under pressure, creating a harmonious and motivating work environment 

(Chen & Haga, 2022; Kumari et al., 2022). Openness to experience fosters adaptability and 

innovation, allowing leaders to encourage creative problem-solving and embrace new 

methodologies, which are critical in industries with high levels of uncertainty and complexity 

(Maqsoom et al., 2022; Cheng et al., 2022). Conscientiousness ensures reliability and 

meticulousness, traits that drive task clarity and consistency, directly impacting organisational 

efficiency (Rotimi et al., 2021; Kargeti, 2023). 

 

This theoretical framework aligns with the study’s focus on understanding the impact of leaders’ 

personality traits on employee performance. By anchoring the research in Trait Leadership Theory, 

the study emphasizes the role of individual characteristics in shaping leadership effectiveness and, 

subsequently, organisational outcomes. The theory also underscores the importance of aligning 
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leadership development programs with these traits to enhance organisational performance in 

specific contexts like the construction industry in Abuja (Northouse, 2021; Kumari et al., 2022). 

Moreover, Trait Leadership Theory supports the investigation of how these traits interact to 

influence employee performance. For example, the combination of emotional stability and 

conscientiousness can mitigate workplace conflicts while ensuring task precision and adherence 

to deadlines. Similarly, leaders who exhibit both conscientiousness and openness to experience 

can foster a balance of innovation and structured problem-solving, addressing the unique 

challenges of construction projects (Li, 2023; Indahsari et al., 2023). 

 

The adoption of Trait Leadership Theory provides a comprehensive framework for exploring the 

interplay between leadership traits and employee performance in the construction sector. It allows 

the study to critically assess how specific personality traits contribute to employee outcomes, 

offering actionable insights for leadership training and development initiatives tailored to the 

Nigerian construction context. This theoretical lens thus provides a robust basis for analysing the 

relationships among leadership traits, employee performance, and organisational success. 

 

Empirical Review 

The impact of leaders' personality traits on employee performance has garnered significant 

research attention across diverse organisational settings. This review synthesises empirical studies 

examining the influence of emotional stability, openness to experience, and conscientiousness on 

employee outcomes, particularly within the construction industry. 

 

Leaders' emotional stability, characterised by resilience and composure under stress, is linked to 

enhanced employee morale and reduced workplace conflicts. A study by Yousif and Loukil (2022) 

found that leaders with high emotional stability mitigate stress-induced employee errors, fostering 

a supportive environment conducive to performance improvements. Similarly, Kalambayi et al. 

(2021) highlighted that emotionally stable leaders in the construction industry minimise 

interpersonal conflicts, ensuring smoother project execution and stronger team cohesion. 

However, while these studies explore general workplace dynamics, they lack specificity in 

analysing the unique challenges of the construction sector in Abuja. Furthermore, Kumari et al. 

(2022) demonstrated that emotional stability correlates with lower employee turnover rates, 

emphasising the importance of psychological safety in boosting performance. 

 

Openness to experience, which entails adaptability and a propensity for innovation, has been 

shown to positively influence employee creativity and engagement. Cheng et al. (2022) found that 

leaders with high openness facilitate innovation in construction projects, enabling teams to 

navigate complex challenges effectively. Maqsoom et al. (2022) also identified openness as a 

critical trait for fostering collaborative problem-solving and adopting new methodologies, 

essential in construction’s dynamic environment. However, these findings are predominantly 

derived from global studies, indicating a gap in understanding how openness to experience 
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operates within the cultural and economic context of Abuja's construction sector. Li (2023) further 

suggested that openness promotes a culture of continuous improvement, which aligns teams 

toward achieving innovative project goals. 

 

Conscientiousness, encompassing reliability, organisation, and diligence, is strongly associated 

with improved employee task execution and adherence to project timelines. Rotimi et al. (2021) 

demonstrated that conscientious leaders ensure clarity in task expectations, enhancing team 

productivity in construction organisations. Similarly, Indahsari et al. (2023) found that this trait 

leads to better alignment of employee efforts with organisational objectives, particularly in high-

pressure, deadline-driven industries. However, studies such as Kargeti (2023) emphasise that while 

conscientiousness drives efficiency, it must be complemented by emotional intelligence to address 

employee needs effectively. Despite these insights, the role of conscientiousness in Abuja’s 

construction industry remains underexplored, representing an opportunity for further research. 

Several studies underscore the significance of these personality traits in enhancing employee 

performance across industries. However, there remains limited empirical evidence specific to the 

construction industry in Abuja. For instance, Eshet and Harpaz (2021) and Maqsoom et al. (2022) 

explored the broader relationship between personality traits and performance but did not address 

how local factors such as cultural dynamics and resource constraints might influence these 

relationships. Additionally, Cheng et al. (2022) and Kumari et al. (2022) provided valuable insights 

into global construction contexts, yet their findings may not be fully applicable to Abuja's unique 

socio-economic landscape. 

 

The reviewed studies highlight a practical gap in translating theoretical insights into actionable 

leadership development strategies tailored to local contexts. For example, Vardiashvili (2022) 

emphasised the need for customised training programs that integrate personality traits into 

leadership models, but this approach has yet to be validated in Abuja's construction sector. 

Kalambayi et al. (2021) and Indahsari et al. (2023) similarly noted that leadership interventions 

often lack mechanisms for assessing the real-time impact of traits like conscientiousness and 

openness on employee outcomes. 

 

While existing literature underscores the importance of leaders' personality traits in shaping 

employee performance, there is a clear need for more focused research within Abuja’s construction 

industry. Addressing these empirical gaps will provide valuable insights for leadership 

development and organisational success, aligning theoretical frameworks with practical 

applications in this critical sector. 

 

METHODOLOGY 

 

This study adopts a cross-sectional survey design to investigate the influence of leaders’ 

personality traits on employee performance within selected construction firms in Abuja. This 
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design allows the collection of data at a single point in time, facilitating the analysis of the 

relationships between variables such as emotional stability, openness to experience, 

conscientiousness, and employee performance. The cross-sectional approach is particularly well-

suited for studying dynamic industries like construction, where leadership effectiveness directly 

impacts team productivity and organisational success. By focusing on leaders’ personality traits, 

the study aims to uncover specific traits that contribute to enhanced employee performance in 

Abuja’s construction sector. 

 

Population and Sampling 

The target population comprises individuals in leadership positions across 15 selected construction 

firms in Abuja, including project managers, site supervisors, team leaders, department heads, and 

executive managers. These participants are responsible for decision-making and directly influence 

the performance of their teams, making them ideal for assessing the impact of leadership traits. A 

census approach is employed, meaning all leaders within these firms are included in the study to 

ensure comprehensive data collection and representation. By capturing data from leadership roles 

across multiple organisational levels, the study accounts for diverse perspectives and operational 

contexts, enhancing the validity of the findings. 

 

Participating Firms and Participant Distribution 

The study includes leaders from 15 construction firms in Abuja, representing a mix of large 

multinational companies and smaller, locally-focused organisations. The participant distribution 

is as follows: Dutum Group Construction Company (12 participants), Julius Berger Nigeria Plc 

(15 participants), Dantata & Sawoe Construction Company (12 participants), Gilmor Engineering 

Limited (10 participants), AG Vision Construction Company (10 participants), Setraco Nigeria 

Limited (10 participants), Paul-B Nigeria Plc (8 participants), Gitto Costruzioni Generali Nigeria 

Ltd (8 participants), Mohr Engineering Ltd (7 participants), Ceezali Nigeria Limited (7 

participants), Admak Construction Company Limited (6 participants), Afebico Construction 

Company (6 participants), Abuja Precast Concrete Limited (5 participants), Civilscape 

Construction Company (CCC) (5 participants), and Aquenok Engineering and Solutions (5 

participants). This distribution ensures the inclusion of 109 participants in leadership positions, 

providing a diverse and robust dataset for analysis. 

 

Variables and Sources 

The study measures three leadership traits emotional stability, openness to experience, and 

conscientiousness as the independent variables. These traits are assessed using items adapted from 

the Big Five Inventory (BFI) developed by John, Donahue, and Kentle (1991). Emotional stability 

captures a leader’s ability to remain calm under pressure, openness to experience reflects 

adaptability and creativity, and conscientiousness relates to reliability and organisation. The 

dependent variable, employee performance, is measured using items adapted from the 

Organisational Performance Index developed by Campbell (1990). Employee performance is 
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assessed through metrics such as task efficiency, teamwork, and quality adherence. These 

validated instruments ensure that the variables are accurately captured and aligned with the study 

objectives. 

 

Data Collection 

Primary data was collected using a structured questionnaire divided into two sections. The first 

section focuses on leadership personality traits, with items adapted from the Big Five Inventory 

(John et al., 1991). Participants rate their traits on a 5-point Likert scale, ranging from 1 (Strongly 

Disagree) to 5 (Strongly Agree). The second section evaluates employee performance using items 

adapted from Campbell’s (1990) Organisational Performance Index, measuring task efficiency, 

teamwork, and quality adherence. The questionnaire is administered directly to participants in 

leadership positions to ensure accurate and contextually relevant responses. 

 

Data Analysis 

Data was analysed using descriptive statistics to summarise participant demographics and 

organisational characteristics. Multiple regression analysis was employed to examine the 

relationships between leadership traits and employee performance. This approach identifies the 

predictive strength of each trait, providing insights into which traits have the most significant 

impact on performance outcomes. Hypotheses testing will use a 95% confidence level, with p-

values ≤ 0.05 considered statistically significant. These analyses provide robust and actionable 

insights into the study variables. 

 

Model Specification 

The relationship between leadership personality traits and employee performance is expressed in 

a multiple regression model to identify the predictive influence of emotional stability, openness to 

experience, and conscientiousness on employee performance. The model is specified as follows: 

EP=β0 + β1(ES) + β2(OE) +β3(CS) + ϵ 

Where: 

EP: Employee Performance (dependent variable) 

ES: Emotional Stability (independent variable) 

OE: Openness to Experience (independent variable) 

CS: Conscientiousness (independent variable),  

β0: Intercept, representing the baseline level of employee performance in the absence of the 

independent variables. 

β1,β2,β3: Coefficients estimating the change in employee performance attributable to one-unit 

changes in the respective independent variables. 

ϵ: Error term, accounting for unexplained variability in employee performance. 
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DATA PRESENTATION AND RESULTS  

 

 

Table 1 Descriptive Statistics 

 

N Mean 

Std. 

Deviation Variance Skewness Kurtosis 

Statistic Statistic Statistic Statistic Statistic 

Std. 

Error Statistic 

Std. 

Error 

EP 93 3.0323 1.50688 2.271 -.134 .250 -1.379 .495 

ES 93 3.3871 1.40676 1.979 -.338 .250 -1.200 .495 

OE 93 3.4409 1.37890 1.901 -.383 .250 -1.095 .495 

CS 93 3.0215 1.52500 2.326 -.056 .250 -1.481 .495 

Valid N 

(listwise) 

93 
       

SOURCE: SPSS, 2024 

 

The descriptive statistics in Table 1 provide valuable insights into the characteristics and 

distribution of the variables: Employee Performance (EP), Emotional Stability (ES), Openness to 

Experience (OE), and Conscientiousness (CS). These variables represent the key components 

under investigation, with their means, standard deviations, variances, skewness, and kurtosis 

shedding light on the data’s tendencies and variability. Each variable's distribution helps 

contextualise the study's outcomes and supports the exploration of relationships between 

leadership traits and employee performance. 

 

For Employee Performance (EP), the mean score of 3.0323 indicates that employee performance 

across the surveyed construction firms is moderate. This suggests that while performance is neither 

exceptionally high nor low, there is room for improvement. The standard deviation of 1.50688 and 

a variance of 2.271 highlight significant variability among employees’ performance levels, 

reflecting differing outcomes potentially influenced by leadership traits. The skewness value of -

0.134 shows an approximately symmetric distribution, meaning high and low performance levels 

are relatively balanced. However, the kurtosis value of -1.379 points to a flatter distribution, 

indicating fewer extreme performance levels and a concentration of scores around the mean. 
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For Emotional Stability (ES), the mean score of 3.3871 suggests that leaders exhibit a moderate 

level of emotional resilience and stress management capabilities. The standard deviation of 

1.40676 and variance of 1.979 indicate noticeable variability in emotional stability among leaders, 

which could impact their ability to foster a positive work environment. The skewness of -0.338 

indicates a slight negative skew, showing a tendency for more leaders to score higher on emotional 

stability. The kurtosis of -1.200 reflects a flatter-than-normal distribution, suggesting a relatively 

even spread of scores without extreme values in emotional stability. 

 

The mean score for Openness to Experience (OE) is 3.4409, reflecting a moderate level of 

adaptability and creativity among leaders in the surveyed firms. This suggests that leaders are 

reasonably open to new ideas and innovative practices, which are critical in dynamic industries 

like construction. The standard deviation of 1.37890 and variance of 1.901 highlight a broad range 

of openness among leaders, pointing to differences in their ability to embrace change. The 

skewness value of -0.383 indicates a slight negative skew, showing a marginal tendency toward 

higher openness scores. The kurtosis of -1.095 again reveals a flatter distribution, indicating 

relatively fewer extreme cases of openness. 

 

For Conscientiousness (CS), the mean score of 3.0215 signifies moderate levels of reliability and 

organisation among leaders. This reflects a general consistency in their ability to ensure structured 

and goal-oriented team performance. The standard deviation of 1.52500 and variance of 2.326 

indicate considerable variability, the highest among the traits, suggesting significant differences in 

conscientiousness levels across leaders. The skewness value of -0.056 is close to zero, reflecting a 

symmetric distribution of conscientiousness scores. The kurtosis of -1.481 shows a flat 

distribution, suggesting a concentration of scores near the mean and fewer extreme values in 

conscientiousness. 

 

The descriptive statistics reveal moderate average scores across all variables, with noticeable 

variability in leadership traits and employee performance. The slight negative skewness across the 

traits suggests that more leaders exhibit higher-than-average levels of emotional stability, 

openness, and conscientiousness. Additionally, the flat distributions (negative kurtosis) across all 

variables indicate a lack of extreme outliers, making the data representative of typical performance 

and leadership traits within the sampled population. 

Table 2 Correlations 

 EP ES OE CS 

EP Pearson Correlation 1 .645** .752** .771** 

Sig. (2-tailed)  .000 .000 .000 

N 93 93 93 93 

ES Pearson Correlation .645** 1 .746** .553** 

Sig. (2-tailed) .000  .000 .000 

N 93 93 93 93 
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OE Pearson Correlation .752** .746** 1 .869** 

Sig. (2-tailed) .000 .000  .000 

N 93 93 93 93 

CS Pearson Correlation .771** .553** .869** 1 

Sig. (2-tailed) .000 .000 .000  

N 93 93 93 93 

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

SOURCE: SPSS, 2024 

 

Table 2 demonstrates the relationships between Employee Performance (EP) and the leadership 

traits Emotional Stability (ES), Openness to Experience (OE), and Conscientiousness (CS). All 

correlations are significant at the 0.01 level, indicating strong and meaningful associations. EP 

shows a strong positive correlation with Conscientiousness (CS) (r=0.771), highlighting the 

significant role of reliable, organised leadership in improving employee outcomes. Similarly, EP 

correlates strongly with Openness to Experience (OE) (r=0.752), suggesting that adaptable and 

innovative leaders foster higher employee performance. The correlation between EP and 

Emotional Stability (ES) (r=0.645) indicates that emotionally resilient leaders contribute to 

reduced stress and better team dynamics, positively impacting performance. 

The leadership traits are also strongly interrelated. The highest correlation is between Openness to 

Experience (OE) and Conscientiousness (CS) (r=0.869), suggesting that adaptable leaders often 

exhibit high reliability. Emotional Stability (ES) correlates moderately with both OE (r=0.746) 

and CS (r=0.553), reflecting complementary yet distinct influences on leadership effectiveness. 

These findings highlight the multidimensional nature of leadership, where traits reinforce each 

other to enhance employee performance. While Conscientiousness shows the strongest direct 

impact on performance, Openness to Experience and Emotional Stability also play critical roles in 

fostering productive work environments. The interdependence of traits suggests that effective 

leadership involves a balanced combination of adaptability, emotional resilience, and 

organisational skills. 

 

Table 3 Model Summaryb 

Model R 

R 

Square 

Adjusted 

R Square 

Std. Error 

of the 

Estimate 

Change Statistics 

Durbin-

Watson 

R 

Square 

Change 

F 

Change df1 df2 

Sig. F 

Change 

1 .814a .663 .652 .88945 .663 58.353 3 89 .000 1.535 

a. Predictors: (Constant), CS, ES, OE 

b. Dependent Variable: EP 

SOURCE: SPSS, 2024 
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Table 3 provides the summary of the regression model examining the influence of Emotional 

Stability (ES), Openness to Experience (OE), and Conscientiousness (CS) on Employee 

Performance (EP). The model shows a strong overall fit, with an R value of 0.814, indicating a 

high degree of correlation between the independent variables and employee performance. 

 

The R Square value of 0.663 reveals that 66.3% of the variance in employee performance is 

explained by the combined effects of emotional stability, openness to experience, and 

conscientiousness. This indicates that leadership traits are significant predictors of employee 

performance in the construction firms studied. The Adjusted R Square of 0.652 accounts for 

potential bias introduced by the number of predictors, ensuring a more accurate estimate of the 

model's explanatory power. The standard error of the estimate (0.88945) reflects the typical 

deviation of observed values from the predicted ones, suggesting a relatively precise model. The 

Change Statistics show that the R Square change of 0.663 is statistically significant (p=0.000), as 

indicated by the F Change value of 58.353 with degrees of freedom (df1 = 3, df2 = 899). This 

confirms the joint contribution of the three leadership traits to explaining employee performance. 

The Durbin-Watson value of 1.535 suggests no significant autocorrelation in the residuals, 

ensuring the model’s assumptions are met. 

 

 

 

 

 

 

 

 

 

Table 4 ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 138.494 3 46.165 58.353 .000b 

Residual 70.410 89 .791   

Total 208.903 92    

a. Dependent Variable: EP 

b. Predictors: (Constant), CS, ES, OE 

SOURCE: SPSS, 2024 

 

Table 4 presents the Analysis of Variance (ANOVA) results for the regression model examining 

the impact of Emotional Stability (ES), Openness to Experience (OE), and Conscientiousness (CS) 

on Employee Performance (EP). The ANOVA tests the overall significance of the regression 

model, determining whether the predictors collectively explain a significant proportion of the 

variance in employee performance. 
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The Regression Sum of Squares (138.494) indicates the variation in employee performance 

explained by the independent variables (ES, OE, and CS). The Residual Sum of Squares (70.410) 

represents the variation not explained by the model. The Total Sum of Squares (208.903) is the 

total variation in employee performance, combining both explained and unexplained variance. The 

model’s ability to explain a substantial portion of the total variation is evident from the ratio of 

regression to total sums of squares. 

 

The Mean Square for Regression (46.165) is significantly larger than the Mean Square for 

Residuals (0.791), resulting in an F-statistic of 58.353. This high F-value indicates a strong overall 

fit of the model. The p-value (Sig.) of 0.000 confirms that the model is statistically significant, 

meaning that the leadership traits (ES, OE, CS) collectively have a significant effect on employee 

performance. 

 

Table 5 Coefficientsa 

Model 

Unstandardized Coefficients Standardized Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) .113 .261  .434 .665 

ES .343 .103 .320 3.315 .001 

OE -.013 .178 -.012 -.073 .942 

CS .597 .128 .604 4.651 .000 

a. Dependent Variable: EP 

SOURCE: SPSS, 2024 

 

Table 5 provides the regression coefficients, showing the specific contributions of Emotional 

Stability (ES), Openness to Experience (OE), and Conscientiousness (CS) to Employee 

Performance (EP). The constant (B = 0.113, Sig. = 0.665) indicates that when all predictors are 

held at zero, the baseline employee performance is not statistically significant. This suggests that 

employee performance relies heavily on the traits of their leaders. 

For Emotional Stability (ES), the unstandardized coefficient (B=0.343, p=0.001) indicates that for 

every one-unit increase in emotional stability, employee performance increases by 0.343 units. 

The standardized coefficient (β=0.320) shows that ES has a moderate positive influence on 

performance, highlighting its importance in maintaining a productive work environment. 

Openness to Experience (OE) has an unstandardized coefficient of −0.013 and a p-value of 0.942, 

indicating that it does not significantly predict employee performance in this model. This suggests 

that openness to experience may not play a direct role in influencing employee outcomes in this 

context. 

 

Conscientiousness (CS), with an unstandardized coefficient (B=0.597B = 0.597B=0.597, 

p=0.000), has the strongest positive influence on employee performance. The standardized 
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coefficient (β=0.604) confirms that CS is the most significant predictor, suggesting that reliable 

and organised leadership greatly enhances employee outcomes. 

The results highlight that Conscientiousness is the most critical leadership trait for improving 

employee performance, followed by Emotional Stability. Openness to Experience, however, does 

not have a significant direct impact within the sampled construction firms in Abuja.  

 

Test of Hypotheses 

H₀₁: Emotional stability does not significantly impact employee performance in selected 

construction firms in Abuja. 

The regression results show that emotional stability (B=0.343, β=0.320, p=.001) significantly 

predicts employee performance. The unstandardized coefficient (B=0.343) indicates that for every 

one-unit increase in emotional stability, employee performance increases by 0.343 units. The 

standardized coefficient (β=0.320) reflects a moderate positive effect, underscoring the importance 

of emotional resilience in fostering improved performance. Since p<.05, the null hypothesis (H₀₁) 
is rejected. Emotional stability significantly impacts employee performance. A one-unit increase 

in emotional stability leads to a 0.343-unit improvement in employee performance, with a 

moderate positive effect (β=0.320). 

 

H₀₂: Openness to experience does not significantly influence employee performance in 

selected construction firms in Abuja. 

The results for openness to experience (B=−0.013, β=−0.012, p = .942) indicate no significant 

relationship with employee performance. The unstandardized coefficient (B=−0.013) suggests that 

a one-unit increase in openness to experience would reduce employee performance by 0.013 units, 

but this result is negligible and not statistically significant. The standardized coefficient 

(β=−0.012) further confirms a negligible effect. Since p>.05, the null hypothesis (H₀₂) is not 

rejected. Openness to experience does not significantly influence employee performance. A one-

unit increase in openness to experience would have a negligible and non-significant impact 

(B=−0.013, β=−0.012). 

 

H₀₃: Conscientiousness does not significantly influence employee performance in selected 

construction firms in Abuja. 

The results for conscientiousness (B = 0.597, β = 0.604, p = .000) indicate a highly significant 

and strong relationship with employee performance. The unstandardized coefficient (B=0.597) 

suggests that for every one-unit increase in conscientiousness, employee performance improves 

by 0.597 units. The standardized coefficient (β = 0.604) demonstrates a strong positive effect, 

highlighting conscientiousness as the most influential predictor of employee performance. Since 

p<.05, the null hypothesis (H₀₃) is rejected. Conscientiousness significantly influences employee 

performance. A one-unit increase in conscientiousness leads to a 0.597-unit improvement in 

employee performance, with a strong positive effect (β=0.604). 
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DISCUSSION OF FINDINGS 

 

The findings of this study align with the theoretical and empirical frameworks, emphasizing the 

critical role of leaders' personality traits in shaping employee performance within Abuja's 

construction firms. The results underscore the significant contributions of Conscientiousness (CS) 

and Emotional Stability (ES), while Openness to Experience (OE) shows no direct influence in 

this context.  

 

The results indicate that Conscientiousness is the most significant predictor of employee 

performance, with an unstandardized coefficient (B=0.597, p=0.0000) and a strong standardized 

effect (β=0.604). This finding is consistent with Trait Leadership Theory, which highlights 

conscientious leaders as reliable and goal-oriented, driving clarity in task expectations and 

organisational alignment (Northouse, 2021; Rotimi et al., 2021). Empirically, the work of 

Indahsari et al. (2023) and Kargeti (2023) corroborates this, demonstrating that conscientious 

leaders ensure effective adherence to deadlines and improved employee productivity. In the 

construction sector, where precision and consistency are vital, conscientiousness fosters structured 

problem-solving and efficient project execution. This finding underscores the importance of 

prioritizing conscientiousness in leadership development initiatives to optimise employee 

performance and organisational success. 

 

Emotional Stability also significantly impacts employee performance (B=0.343, p=0.00), with a 

moderate standardized effect (β=0.320). This result aligns with Trait Leadership Theory, which 

suggests that emotionally stable leaders create psychologically safe work environments, reducing 

stress and fostering collaboration (Zaccaro, 2007; Chen & Haga, 2022). Empirical evidence by 

Yousif and Loukil (2022) and Kalambayi et al. (2021) supports this, highlighting that emotionally 

resilient leaders mitigate workplace conflicts and enhance team morale. In Abuja’s construction 

industry, these traits are crucial for navigating high-pressure deadlines and resource constraints. 

This finding reinforces the importance of cultivating emotional stability among leaders to improve 

team dynamics and employee satisfaction. 

 

Contrary to expectations, Openness to Experience does not significantly predict employee 

performance in this context (B=−0.013, p=0.942). This result suggests that while openness fosters 

adaptability and innovation, as highlighted in the theoretical framework and studies by Maqsoom 

et al. (2022) and Cheng et al. (2022), its direct impact may be limited in environments prioritising 

structure and efficiency, such as construction. Additionally, the socio-cultural and economic 

factors specific to Abuja might influence how openness translates into leadership effectiveness. 

For instance, resource constraints and rigid project requirements could overshadow the benefits of 

creative exploration, reducing the immediate relevance of openness in driving performance. 

The findings reinforce the interconnected yet distinct roles of leadership traits in influencing 

employee performance. The strong impact of Conscientiousness suggests that leadership training 
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programs in Abuja’s construction sector should prioritize developing organisational skills, 

reliability, and goal orientation. Additionally, the moderate effect of Emotional Stability highlights 

the need for stress management and resilience-building initiatives to foster positive work 

environments. The negligible impact of Openness to Experience points to a need for context-

specific approaches to leveraging this trait, possibly focusing on its indirect contributions to long-

term innovation and adaptability. 

 

The results validate the core principles of Trait Leadership Theory, demonstrating how inherent 

traits like conscientiousness and emotional stability shape leadership effectiveness. Empirical 

evidence from studies by Kumari et al. (2022), Rotimi et al. (2021), and Cheng et al. (2022) further 

supports these findings, emphasizing the critical role of personality traits in driving performance 

outcomes. However, the limited influence of openness to experience highlights a gap in existing 

literature regarding its application in highly structured industries, suggesting a need for further 

research into its context-dependent effects. 

 

Leadership training programs should focus on developing conscientiousness and emotional 

stability, while creating opportunities for collaborative problem-solving to leverage openness to 

experience indirectly; personality assessments should be incorporated into recruitment and 

promotions to align leadership traits with organisational goals, alongside implementing stress 

management workshops, regular feedback mechanisms, and innovation-focused discussions to 

enhance employee performance and organisational success. 
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