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Abstract

The performance of New Zealand'’s construction companies depends on the adaptability
and skills of their workforce. The soft skills of the company’s building professionals
are thought to contribute to the delivery of successful construction projects. This pilot
study captures the perceptions of the importance of critical soft skills in semi-structured
interviews with thirteen Quantity Surveyors (QSs) and fourteen Project Managers (PMs)
working in New Zealand. For both cohorts the most important skill is communication,
followed by workplace ethics. An exploratory Mann—-Whitney U comparison suggests a
difference in their ranking of emotional intelligence in interactions with other stakeholders,
with PM deeming it more important than QS. Within-cohort Spearman rank correlation
shows different patterns of association among soft-skill clusters for QS and PM, offering
contextual insight rather than confirmatory inference. After communication and ethics, QS
prioritise dispute resolution while PM value project reasoning. A combination of individual
traits and practical experience influences the successful transition from a QS role to the
broader PM role. The findings are limited by the small sample size but may be useful in
professional development courses and recruitment efforts, contributing to a more adaptable
and flexible construction workforce.

Keywords: construction; soft skills; quantity surveyor; project manager

1. Introduction

Within the New Zealand construction industry, productivity, performance and quality
goals must be met despite a challenging environment [1,2]. Between January and June
2022, twenty-five percent of New Zealand’s construction companies were liquidated, more
than double the next highest sector, the accommodation and food service sector, with
twelve percent liquidation [3]. This high failure rate has profound personal and economic
consequences; over 2023 and 2024, 12% of all registered organisations were in the con-
struction sector, which employed 10.7% of the New Zealand workforce and contributed
$17.6 B annually to the economy [4,5]. The construction industry is typified by swift and
continuous change, and organisations can only survive if they are responsive and adaptable
to change [6,7]. Quantity Surveyors (QSs) and Project Managers (PMs) have a substantial
influence on the profitability of any construction organisation [8,9], and if they readily
adapt to changing conditions, for example, by being able to transition from a QS to a PM
role, the organisation is more likely to survive.
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The traditional contractor QS role (Contractor QS are those who are employed in a
construction company that contracts to complete construction projects, as distinct from
“Client” QS, who represent the client’s interests in a particular project.) involved working
within a construction company and estimating quantities and costs of building projects and
scheduling tasks. By comparison, the construction PM role is focused on the overall project
planning needed to complete the project on time, within budget, and to the required quality,
encompassing construction planning and procurement, contract consultancy, selection of
contractors, loss adjustment, dispute resolution, and value management [10,11]. Over time
the QS role has expanded to include many PM tasks [12-17]. The ability to successfully
transition within the company from a QS role to a PM role depends on a range of both
technical skills and soft skills [18,19]. The technical skills for both roles are well defined,
but less is known about the soft skills. They are known to contribute to improved project
outcomes and team behaviour [20-22] and are therefore likely to improve the survival of
the organisation.

Soft skills are an abstract concept with no generally accepted definition but agreement
that they are usually non-technical skills [23,24]. Previous researchers have termed them
employability skills [25,26], key competencies [27-30], behavioural skills [31] and non-
cognitive, people, personal and applied skills [32]. However, Gibb [33] highlighted that
although the terms for soft skills differ, the acquisition of soft skills improves personal de-
velopment and job performance, and this is reflected in Taylor’s [34] definition of soft skills
as “intra-and inter-personal skills essential for personal development, social participation,
and the ability to function in a specific employment environment”. Mahasneh [35] opines
that the lack of consensus and standardisation of terms defining soft skills has limited the
appreciation of their importance and undermined progress in this research field.

Considering the above, this study aims to investigate the soft skills required by QS
and PM to successfully deliver projects in the New Zealand construction industry in an
attempt to pinpoint essential soft skills for successful transition from the QS to the PM role.
The research objectives are:

e  Objective 1. To determine which soft skills are perceived by QS and PM to be important.

e  Objective 2. To apply statistical tests to get a preliminary indication of any difference
in the ranking of importance of soft skills by QS and PM.

e  Objective 3. To establish which soft skills are important for QS to successfully transition
to PM roles.

By identifying notable differences in the soft skills in QS and PM roles, this study
can offer guidance to QS on the skills they need to acquire for a successful transition to
PM roles. This will likely contribute to the robustness of the organisation during times of
change in the construction environment.

In the next section, the definition of soft skills is explored in more detail, and the body
of knowledge on important soft skills for construction QS and PM is reviewed.

2. Literature Review

In the previous section, the relationship between the survival of a construction com-
pany and the ability of that company’s QS to successfully transition to PM roles was
introduced. The general concept of soft skills was discussed and is expanded here in a
review of the theoretical frameworks for role transition and the influence of soft skills in
the broader context and within the construction industry. Thereafter, the research on the
important soft skills for QS and PM is reviewed.
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2.1. Theoretical Frameworks for Role Transition and the Influence of Soft Skills

Role transition scholarship shows that new roles bring different expectations, relation-
ships, and identity cues, so successful transition depends on adjustment and sensemaking,
not only skill possession [36,37]. The learning process that happens during changes in pro-
fessional roles can be considered in the context of theoretical frameworks such as boundary
crossing [38] and professional socialisation [39,40]. Boundary crossing theory considers
changes in boundaries related to function, knowledge application, social interaction and
identity. Soft skills such as communication, collaboration and emotional intelligence facili-
tate these boundary crossings [41-43]. In the context of the QS-to-PM transition, function
changes from cost-focused tasks to project oversight tasks, knowledge application changes
from rule-based reasoning to personal judgement, social interaction broadens, and identity
moves from specialist advisor to accountable leader. Boundary crossing theory identifies
four learning mechanisms in the transition, namely, identification, coordination, reflection
and transformation [38].

Professional socialisation theory focuses on the way individuals internalise the
values, norms, behaviours and identity of changing roles and defines four areas of
socialisation [40,44,45]. In the QS to PM transition, there is anticipatory socialisation
(internalising the expectation of having to function in a broader role), formal socialisation
in performing the new tasks, informal socialisation in learning to interact with a wide range
of stakeholders and internalisation of being responsible for the entire project, rather than
just the cost aspect [46,47]. The boundary crossing mechanisms are viewed as different
socialisation processes.

Construction professionals with skill in communication, reasoning, leadership, and
emotional intelligence tend to be successful at boundary crossing [48,49]. Similarly, these
soft skills enable professionals to internalise their new identity [50,51]. In the “identifi-
cation” phase, self-awareness and emotional intelligence enable QS to recognise that the
PM role has very different expectations and authority, and this facilitates anticipatory
socialisation. “Coordination” is part of the formal socialisation process and relies on com-
munication, negotiation and conflict-management skills as the QS has interactions with
clients, designers, and contractors in the PM role [52]. “Reflection” supports informal
socialisation and is based on a variety of soft skills, including communication, ethics, emo-
tional intelligence, and professional practice. The consolidation of both boundary crossing
and professional socialisation represents “Transformation”, where leadership, adaptabil-
ity, emotional intelligence and communication skills produce a PM whose competence
is recognised both by themselves and by others. Research from other (non-construction)
sectors reinforces the importance of soft skills during professional role change. In project-
based and knowledge-intensive industries, transitions into managerial roles are associated
with increased demands for communication, emotional regulation, and interpersonal
influence [53,54]. Emotional intelligence, communication, adaptability, and leadership
behaviours have been shown to foster trust, team cohesion, and job satisfaction, all of
which influence project performance [55,56].

2.2. Soft Skills for the Construction Industry

In the construction industry, it is recognised that technical skills are readily improved
through training, but soft skills, such as communication, are critical for career success and
less easy to develop through training [57,58]. Van Heerden [32] suggested that construction
professionals’ soft skills can be divided into a more controllable “training-based cluster”
and a less controllable “trait-based cluster”. The training-based cluster includes soft skills
that can be acquired through training, such as problem-solving, responsibility, decision-
making, integrity, communication, work ethic, critical thinking /multi-disciplinary thinking,
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self-management/time management, enthusiasm/positive attitude, teamwork, leadership,
and workplace professionalism. The trait-based cluster includes soft skills such as cross-
cultural relationships, emotional intelligence, flexibility /adaptability, courtesy, creativity
and curiosity. These are mostly inherent characteristics of an individual and are harder
to change. Researchers have identified and classified a wide range of soft skills within
construction sector jobs. For example, Mahasneh [35] identified 120 construction-related
soft skills and grouped them into 12 clusters, namely communication skills, workplace
thinking, conflict resolution, teamwork and collaboration, stress management, workplace
professionalism, workplace productivity, workplace ethics, workplace diversity, plan-
ning and organising, self-intelligence and social intelligence. Van Heerden [21] identified
23 soft skills and proposed a complex soft skills interaction model with 11 groups of skills,
including leadership, communication, problem-solving/critical thinking, flexibility and
attitude, negotiation, conflict resolution, decision-making, teamwork, stress management,
work ethics/integrity and motivation. This research proposes ten clusters of soft skills
(Table 1) based on a review of the literature.

Table 1. Soft skills clusters and their main attributes.

Soft Skill Cluster Attributes References
i;)r?tiglu(ncugg)a tion and document Verbal, written, listening [24,26,32]
2. Project reasoning (PR) Critical thinking, decision-making [19,59,60]
3. Dispute resolution (DR) Mediation, negotiation [24,26,32]
4. Team effort and partnership (TEP) Teamwork, coaching, client partnership [19,59,61]
5. Project stress management (PSM) Resilience, flexibility, adaptability [19,24,62]
6. Professional code of practice (PCP) Professionalism, responsibility, planning [32,35,59]
7. Project yield (PY) Initiative, productivity, time management [18,24,59]
8. Workplace ethics (WE) Integrity, transparency, trust [24,63,64]
9. Project diversity (PD) Cultural awareness, global citizenship [32,34,35]

a. Manage own self’s emotions.(EIS): self-awareness, [24,59,60]
10. Emotional intelligence (EI) self-control rr.10tlvat10n
b. Manage others’ emotions (EIO): empathy, [19,24,35]

leadership, social skills

2.3. Soft Skills in Quantity Surveyors and Project Managers

A recent literature review indicated the importance of employability skills of surveyor
graduates with a focus on those in the QS field [65]. The best job candidates need both hard
and soft skills, with critical soft skills being those relating to communication, leadership,
teamwork, critical thinking, and emotional intelligence (both of the individual and other
people they interact with). Employers are increasingly seeking QS who combine technical
skills with leadership skills, self-confidence, critical thinking skills, the ability to work
under pressure and ethical/professional behaviour [29,66]. Soft skills are often lacking, and
educators should address this by working in collaboration with the construction industry
and using role-playing activities and project-based learning.

A systematic literature review by Oliveros [67] shows similar findings for construc-
tion PM, namely that their personal attributes and leadership skills are critical for project
success and that there is a need for collaboration between the construction industry and
academia on the best way to develop soft skills. Emotional intelligence is linked to better
social skills, including relationship management, motivation, teamwork, tolerance, effec-
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tive communication, and conflict resolution and, ultimately, better project outcomes [68].
Gardner [28] noted that recruiters need to find a PM with both technical and soft skills
and that teaching interpersonal skills, conflict resolution, negotiation strategies, team-
work and critical problem-solving techniques is important in PM degrees and ongoing
development courses.

2.4. Summary of the Literature

A review of the literature shows broad agreement that soft skills matter for leadership
and project performance in construction, but the evidence base is dominated by lists
and taxonomies of skills rather than theory-driven explanations of how skills translate
across professional role boundaries [61]. Several researchers have shown that managers
with good leadership qualities and high emotional intelligence have a positive impact on
the organisation’s productivity, efficiency and financial success [35,63,69]. Building on
the boundary crossing and professional socialisation frameworks, this study considers
the change in role from QS to PM as a process where soft skills influence successful
transition. The contribution is both descriptive (identifying important soft skills clusters)
and explanatory; it extends general role transition concepts to a construction-specific area
and identifies which soft skills appear most “boundary-relevant” for QS moving to PM
roles in the New Zealand context.

3. Research Method

A mixed-method approach was used in this study. A seven-point Likert scale ques-
tionnaire provided quantitative data by numerically ranking the participant’s percep-
tions (which are inherently qualitative in nature), and semi-structured interviews based
on open-ended questions provided qualitative data. Justification for using this method
is as follows. The seven-point Likert scale provides more subtle responses than Likert
scales with fewer options [70,71]. Semi-structured interviews capture the personal expe-
riences of interviewees and allow the interviewer to interpret the context and substance
of the responses [72], but it is acknowledged that they may be less reliable than their
structured-form counterparts [73].

The questions were reviewed by construction industry experts and modified, firstly,
with clearer explanations of the attributes in each soft skill cluster (Table 1) and, secondly,
with the separation of the skills cluster “Emotional Intelligence” into two separate clusters
relating to self-emotions and others” emotions. The research was recorded by the Massey
University Human Ethics Committee with low-risk notification ID: 4000025691.

3.1. Data Sample and Participant Demographics

Purposive convenience sampling was used to select the QS and PM participants
from people working in New Zealand construction organisations involved in residential,
commercial and infrastructure projects. For this pilot study, there were twenty-seven
participants, of whom thirteen were in QS roles and fourteen in PM roles. The small sample
size is a limitation of the research but is sufficient for this exploratory study [73]. The
participant demographics are shown in Table 2.

Over 80% of the participants were between thirty and forty-nine years of age, and
most (74%) had been involved in fifteen or more completed projects.
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Table 2. Demographics of the participants.
Characteristic Participant Demographics (N = 27)
Role Quantity Surveyor N = 13 (48%) Project Manager N = 14 (52%)
Gender Male N =19 (70%) Female N = 8 (30%)
Age (years) ! <29 30-39 4049 50-59 60+
7.4% 40.7% 40.7% 7.4% 3.7%
Projects 0-5 5-10 10-15 15-20 20+
completed ! 11.1% 11.1% 3.7% 29.6% 44.4%

1: numbers add to less than 100% because of rounding error.

Interview data were collected from December 2023 to May 2024. Participants attended
individual online meetings lasting approximately 45 min, during which they answered
both quantitative and qualitative questions, the latter being recorded.

3.2. Data Analysis

The quantitative data consisted of participants ranking their perception of the impor-
tance of the soft skills listed in Table 1. The responses used a standardised seven-point
Likert scale, with 1 for “not important at all”, 2 for “low importance”, 3 for “slightly
important”, 4 for “neutral importance”, 5 for “moderately important”, 6 for “very impor-
tant” and 7 for “extremely important”. The mean, standard deviation and variance in the
ranking of importance of each soft skill cluster is reported for QS and PM. The Spearman
correlation coefficient (p) was used to test the strength and direction of linear relationships
between pairs of soft skills clusters, and the values are plotted on a correlogram. These
analyses address objective 1, determining which soft skills are perceived by QS and PM to
be important.

The Shapiro-Wilk test showed that the QS and PM rankings of each soft skills cluster
did not have a normal distribution. Therefore, the Mann-Whitney U test was used to
explore whether there was evidence of any difference in the ranking of soft skills between
the two (QS and PM) cohorts (addressing objective 2). The null hypothesis, Hy was tested
for each of the soft skills clusters in Table 1, where:

Hy. There is no difference between the two cohorts (QS and PM).

Statistical significance was determined by the p-value, accepting Hy for p > 0.05 and
using the following interpretation of the U test results [74]:

e  p<0.01: highly significant difference between the two cohorts.
e  p<0.05: significant difference between the two cohorts.

It is noted that a small p-value means that Hy is statistically unlikely and not that it is
definitively false. Similarly, a large p-value does not confirm that H is true, but rather that
there is not enough evidence to reject it [74]. The results are only exploratory and should
be interpreted cautiously as indicating possible effect directions and practical differences
rather than dichotomous significance.

In the final part of the interview, participants were asked to select the three soft skills
clusters that they perceived to be most important in their role and to rank these “Apex”
soft skills in order of importance, from first (most important) to third. The data were used
to determine which soft skills would be important for QS to successfully transition to PM

roles (objective 3).
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4. Results and Discussion
4.1. Ranking of the Perceived Importance of Soft Skills Clusters by QS and PM (Objective 1)

The participants were asked to rate the importance of each of the soft skills listed in

Table 1 in their role as QS or PM, using the seven-point Likert scale. The mean value, ¥, the

2

standard deviation, s, and the variance, s, are summarised in Table 3.

Table 3. Perceived importance of soft skills clusters of QS and PM participants.

Soft Skills Cluster (%uantlty Surveyor (N = 132) 7Pr0]ect Manager (N = 14)2
X s s X s s

Communication and document control 6.69 0.630 0.397 6.93 0.267 0.071
Project reasoning 5.85 0.987 0.974 6.36 0.745 0.555
Dispute resolution 6.00 0.913 0.833 5.93 0.829 0.687
Team effort and partnership 5.85 0.987 0.974 6.14 0.864 0.747
Project stress management 5.69 0.751 0.564 5.93 0.829 0.687
Professional code of practice 5.77 0.927 0.859 6.29 0.914 0.835
Project yield 5.85 1.068 1.141 5.86 0.663 0.440
Workplace ethics 6.46 0.776 0.603 6.57 0.514 0.264
Project diversity 477 1.235 1.526 4.86 0.949 0.901
Emotional intelligence—self 5.92 0.760 0.577 6.00 0.679 0.462
Emotional intelligence—others 5.69 0.947 0.897 6.57 0.514 0.264

For all participants, all of the soft skills clusters ranked greater than 4, i.e., above
neutral importance. Project diversity was ranked as the least important soft skills cluster by
both QS and PM (with a mean ranking of 4.77 and 4.86, respectively), while communication
and document control was ranked as the most important soft skills cluster (with a mean
ranking of 6.69 and 6.93, respectively). There was closest agreement (i.e., smallest standard
deviation) in the ranking of the importance of communication and document control
and greatest variation in the ranking of the importance of project diversity. QS ranked
three soft skills clusters, namely communication and document control, workplace ethics
and dispute resolution, at a value of 6 or higher on the Likert scale, i.e., between very
important and extremely important. By contrast, PM ranked seven soft skills clusters
(communication and document control, workplace ethics, emotional intelligence related to
others, project reasoning, professional code of practice, team effort and partnership and
emotional intelligence related to oneself) between very important and extremely important.
Figure 1 shows the percentage of QS and PM who ranked each soft skills cluster as either
6 (very important) or 7 (extremely important) on the Likert scale.

With the exception of project diversity (PD), more PM than QS perceive the remaining
soft skills clusters to be either very or extremely important. The greatest disparity between
the two cohorts is in their ranking of emotional intelligence as it relates to managing other
people’s emotions (EIO).

Project diversity ranked as the least important of the soft skills clusters in both QS
and PM roles. This may be because New Zealand’s construction industry has two unique
characteristics. Firstly, it encompasses several different cultures, namely Maori, Pacific
Islander, European and Asian. Secondly, it is comparatively small and focused primarily
on domestic construction projects. Consequently, QS and PM may feel that they are already
familiar with the country’s cultural milieu and that they are unlikely to need insight into
other international cultures.
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Figure 1. Comparison between percentage of QS and PM ranking soft skills clusters as either very
important or extremely important.

4.2. Strength of Correlation Between Pairs of Soft Skills Clusters

The Spearman correlation coefficient was used to assess the strength and direction
of the relationship between the rankings of two soft skill clusters. For ordinal data and
small sample sizes, Spearman’s correlation is a more suitable measure than Pearson’s
correlation [75]. Figure 2 shows the correlogram of the Likert scale ranking data on the
perceived importance of soft skills clusters for the QS respondents.

Correlation

=1

-0.3

cDC

PR

DR TEP PSM PCP PY WE PD EIS

Figure 2. Correlogram for the QS ranking of importance of soft skills.

For QS the correlation coefficients between perceived importance of soft skills clus-
ters are mostly positive, showing that the perceived importance of one soft skill implies
the perceived importance of other soft skills. The strongest correlation is between dis-
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pute resolution (DR) and team effort (TEP), with a statistically strong positive correlation
(p = 0.83), according to Schober [76]. This suggests that QS respondents who value dispute
resolution also place high importance on team effort and partnership in the workplace.
Another notable correlation (p = 0.82) exists between the importance of project stress man-
agement (PSM) and project diversity (PD). This may indicate that QS perceive stress to be
better managed in inclusive team environments. The third highest correlation (p = 0.79) is
between project yield (PY) and project diversity, suggesting that prioritising productivity
may be related to inclusive team environments.

Figure 3 shows the correlogram of the Likert scale data on the perceived importance
of soft skills clusters for the PM respondents.

Caorrelation

024

—0.02 Q.10 =021 026 012 =014 —022

TEP P5M PCP PY WE PD EIS

Figure 3. Correlogram for the PM ranking of importance of soft skills clusters.

For PM, there are both positive and negative correlations between Likert scale per-
ceptions of the importance of soft skills clusters, and the correlations are weaker than
those observed among QS respondents. The strongest positive correlation (p = 0.71) exists
between project yield and workplace ethics (WE). This suggests that PMs who prioritise
productivity outcomes are also likely to place high importance on maintaining ethical
standards in the workplace. Another notable correlation exists between project yield and
project diversity (PD) (p = 0.70), indicating that, like QS, PM have the same perception of
the relationship between productivity and inclusive teams.

4.3. Applying Statistical Tests to Get a Preliminary Indication of Difference in the Ranking of the
Importance of Soft Skills Clusters by QS and PM (Objective 2)

Table 4 shows the results of the Mann—-Whitney U test on comparisons of QS and PM
rankings across the soft skill clusters. For most clusters, there was insufficient evidence
to reject Hy at p > 0.05, which in this pilot study is interpreted as inconclusive rather than
evidence of equivalence between roles. Emotional intelligence as it relates to managing the
emotions of other people has the strongest indication of difference (p = 0.011) between QS
and PM in their perceived importance of this soft skill. The mean ranking of this soft skill
(Table 3) is 5.69 for QS (somewhere between moderately and very important) and 6.57 for
PM (between very and extremely important). The same disparity is evident in Figure 1.
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Table 4. Mann-Whitney U comparison of the difference in QS and PM ranking of the importance of
soft skills clusters.

Soft Skills Cluster p-Value U-Statistic H,
Communication and document control 0.254 76.0 Fail to reject Hy
Project reasoning 0.171 64.0 Fail to reject Hy
Dispute resolution 0.856 95.0 Fail to reject Hy
Team effort and partnership 0.410 74.5 Fail to reject Hy
Project stress management 0.466 76.5 Fail to reject Hy
Professional code of practice 0.123 60.5 Fail to reject Hy
Project yield 0.814 96.0 Fail to reject Hy
Workplace ethics 0.933 89.0 Fail to reject Hy
Project diversity 0.760 84.5 Fail to reject Hy
Emotional intelligence—self 0.790 85.5 Fail to reject Hy

Emotional intelligence—others 0.011 42.0 Reject Hp

While not meeting the test for statistical significance, two other soft skill clusters with
the smallest p-value, and therefore the greatest difference in ranking for the two cohorts, are
project reasoning and professional code of practice. The small sample size of the underlying
data limits the validity of these findings.

The soft skill cluster with the closest agreement of perceived importance ranking (the
largest p-value) between QS and PM is workplace ethics, with mean rankings of 6.46 and
6.57, respectively (Table 3).

4.4. Apex Soft Skills for QS and PM

In the next part of the interview, participants were asked to name the three soft skills
clusters most important to their role (termed “Apex” soft skills), in order of importance.
Limiting their choice to only three has been shown to force participants to prioritise the
options, which improves discrimination [77,78]. This was used to validate their earlier
Likert ranking of the soft skills clusters. Tables 5 and 6 show the ranking for QS and
PM, respectively.

Table 5. Apex soft skills cluster rankings by QS (N = 13).

f QS Ranking the I f the Cl
Soft Skills Cluster Number of QS Ranking the Importance of the Cluster

1st 2nd 3rd Total

Communication and 5 ’ 0 4
document control

Workplace ethics 2 0 1 3

Dispute resolution 0 1 1 2

Emotional

intelligence—others 1 0 ! 2

Project reasoning 0 0 1 1

Project yield /productivity 0 0 1 1

Communication and document control was ranked the most important soft skills
cluster by both the QS and PM cohorts, followed by workplace ethics in second place.
These results validate the Likert ranking results. Tied as the third most important soft
skills cluster for QS was dispute resolution (as in the Likert ranking), but also emotional
intelligence as it relates to the emotions of others. For PM, the third most important soft
skills cluster was project reasoning.
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Table 6. Apex soft skills cluster rankings by PM (N = 14).

Number of QS Ranking the Importance of the Cluster

Soft Skills Cluster 1st 2nd 3rd Total

Communication and 1 ” 5 5
document control

Workplace ethics 2 1 1 4
Project reasoning 1 0 2 3
Dispute resolution 0 1 1 2
Project yield /productivity 1 0 0 1
Emotional 0 1 0 1

intelligence—others

The implication of these findings is that training programmes and professional devel-
opment initiatives should not be entirely standardised across QS and PM roles. Because QS
and PM differ significantly in how they rank apex soft skill clusters, development pathways
for QS transitioning into PM roles should place particular emphasis on enhancing emotional
intelligence (especially managing others” emotions), project reasoning, professionalism and
team effort. Standard content on communication and workplace ethics can be shared across
cohorts, but transition-focused training should be tailored to the distinct soft skill priorities
of each role.

4.5. Participant Comments on Transitioning from QS to PM Roles

In the final part of the interview, participants were asked to comment on anything
relating to skills (both soft skills and technical skills) that might be important for QS to
successfully transition to PM roles. The PM participants indicated an overall endorsement
of QS transitioning to PM roles, noting that QS have many important skills such as a
comprehensive understanding of financial aspects, dispute resolution, problem-solving,
and written communication. The PM expressed some reservations about the successful
transition, with comments such as:

v, 4

e QS have “excessive preoccupation with numerical data”; “they mostly deal with a
computer, they need to develop a wider point of view and learn to talk to people”; QS
“want everything to fit, they need to be adaptive”; QS require “higher empathy”; QS
can be “unemotional”.

e  PMroles require “lots of nuance and grey areas where being right is not necessarily
the best solution for the outcome of the project”; “teamwork is required by PM, less so
for QS”; “PM roles require dealing with people”; PMs need “diverse communication
competencies”; “a lot of QS do not like talking to sub-contractors and don’t know that
you have to be able to have a yarn with them”; “some QS have the “gift of the gab” and
appear to know it”; and QS need to “relate to people and develop leadership”.

e QS already has “good people skills and knows how to be part of a team. They
need to know how a building goes together, construction methodology and program-
ming”; QS require “technical skills and project programming skills”; QS require “more
practical experience”.

This reinforces the earlier findings, namely that PM value emotional intelligence. Other
studies have shown that construction professionals with strong emotional intelligence
provide firm decision-making, good team leadership, empathetic resolution of disputes
and better team collaboration [79,80].

The comments from QS were similar to those from PM; they felt that some, but not
all, QS could excel as PM. QS regarded their strengths as being “analytical and detailed by
nature” and “having the ability to break down work into processes and critically analyse
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each part of it”. They acknowledged that the PM requires “a broader world view”, the
ability to “manage the whole flow”, and “big picture thinking”. It was also apparent that
QS were frustrated about the lack of communication, stating their biggest gripe was “why
has no-one told me or passed on the information?”

It is apparent that individual traits influence successful transition from QS to PM; QS
who can speak easily and persuasively (i.e., have the ‘gift of the gab’) are more likely to
succeed. The comments from both cohorts show that diverse communication skills and
emotional intelligence are important, alongside the need to acquire practical experience
in dealing with the broader challenges and complex decisions related to the entire con-
struction project. The challenges faced by QS are narrower, being predominantly technical
and contractual issues in a small part of the whole project. Similarly, QS have interactions
with fewer stakeholders, mainly discussing financial and contractual aspects with clients
and contractors. By contrast, PMs regularly interact with a broader spectrum of clients,
contractors, vendors, and other team members and must possess empathy and diplomacy
to effectively navigate challenges in negotiations, resolve conflicts, and sustain constructive
working relationships. PM needs to balance the sometimes-conflicting client and con-
struction team needs to ensure the timely completion of all the component tasks of the
overall project.

5. Conclusions

This research considers the soft skills required to successfully transition from a QS role
to a PM role in the New Zealand construction industry, based on semi-structured interviews
of twenty-seven professionals. The respondents felt that all soft skills are critical for success
in both roles. Communication (both verbal and written) is ranked as the most important
skill, followed by workplace ethics. QS perceive dispute resolution to be an important soft
skill, while PM value emotional intelligence, project reasoning, professionalism and team
effort. This is likely a reflection of the key tasks for the two roles; QS are frequently involved
in financial and contractual disputes, while PM manage the interactions between many
more stakeholders, balancing the complex needs of clients, contractors and the construction
team. Team diversity is ranked the least important of the soft skills, but this is likely because
New Zealand’s construction industry already embraces a multi-cultural workforce. The
latter is supported in both QS and PM by the strong correlation between the perceived
importance of project diversity and project yield.

In this pilot study, the strongest evidence of a difference between QS and PM was
observed in the perceived importance of emotional intelligence as it relates to managing
the emotions of other people, with QS ranking it less important than PM. Given the small
sample and multiple comparisons across clusters, this result should be interpreted as
preliminary and hypothesis-generating rather than definitive. If QS are to function in PM
roles, they will need to become less logic-based and introverted and more people-oriented
and empathetic, cultivating more diplomatic and persuasive verbal skills.

For QS, the strongest correlations between perceived importance of soft skills clusters
exist for dispute resolution and team effort and between project stress management and
project diversity. By contrast, for PM the strongest correlation exists between project yield
and workplace ethics. These correlations are likely tied to the major roles of each cohort.
QS and PM differ in their ranking of apex soft skills, with important implications for the
transition from CQS to CPM roles since soft skills are enablers for spanning the boundaries
and internalising the changes in role transition.

Comments from the respondents reinforce these findings and suggest two additional
aspects. Firstly, individual traits affect the successful transition from QS to PM roles; some
QS have an inherent ability to communicate well with different stakeholders, while others
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must learn the skill. Secondly, the transition to the broader PM role and the complexities
of managing the entire construction project are skills that can only be acquired through
practice and ongoing education. Tertiary education institutions should collaborate with
the construction industry to expose students to “real world” construction projects that
require teamwork, communication and critical problem-solving. The research provides
new information on critical soft skills for QS and PM and the changes in soft skills needed
for successful transition from QS to PM roles. These insights may be key to the ability of
construction companies to survive and adapt to changing conditions.

The research has the following limitations. The QS participants all worked for con-
struction organisations, as distinct from QS who operate within a QS firm representing
clients’ interests. The findings are only applicable to transitions from QS to PM roles within
a construction organisation. The participants were sourced only from the New Zealand
construction industry, which consists mostly of small and medium-sized construction
companies with multi-cultural teams involved in local projects. In countries where the
construction enterprises are larger, team diversity may be less inherent and consequently
perceived as a more important soft skill. Finally, the number of respondents is small,
limiting accurate analysis of the statistical significance of the data. Future research should
include a larger sample of QS and PM to address this limitation. Research into soft skills
training and testing personality traits within QS and PM professions would provide a better
understanding of how to create high-performance construction teams.
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The following abbreviations are used in this manuscript:

Qs Quantity surveyors

PM Project managers

CDC Communication and document control
PR Project reasoning

DR Dispute resolution

TEP  Team effort and partnership

PSM  Project stress management

PCP  Professional code of practice

PY Project yield
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WE  Workplace ethics

PD  Project diversity

EIS  Emotional intelligence (self)
EIO  Emotional intelligence (others)
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