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ABSTRACT  

The paper evaluates interactive management and workers self awareness in some selected manufacturing 

companies in Nigeria. Workers who are in good interactive relationship with their managers are more 

likely not to quit their jobs. For the purpose of this study, quasi experimental research design was 

adopted. The main purpose for this study were (1), to determine the relationship between interactive 

management and self monitoring in some selected manufacturing companies in Nigeria (2) to examine the 

relationship between individual coaching and workers self awareness in some selected manufacturing 

companies in Nigeria (3) to evaluate the relationship between interactive management and self assessment 

in some selected manufacturing companies in Nigeria. From thirty-four (34) registered manufacturing 

companies in Nigeria as obtained from Manufacturers Association of Nigeria (MAN), record was drawn 

from the personnel desk of each of the six selected manufacturing companies to have a total of two 

hundred and forty (240) managers and subordinates. The results of the study revealed that evidence of 

interactive management within the organization brings about increases in workers self awareness and 

proper and adequate understanding of a manager to relate with workers in terms of self awareness in an 

organization will result to positive influence on relationship of workers’ interactive management and self-

assessment improvement on self awareness. Based on the findings, it was recommended that workers 

should be self-aware of themselves as it is the most important competency associated with work place 

emotional intelligence, Interactive management should be prioritized by the management to inform 

workers about important matters related to their goals and tasks and to clarify understanding, managers 

should recognize workers’ self awareness and their effects as it forms outstanding relationships in the 

work place, managers should be proactive in seeking for information and opinions from workers, reaching 

out to workers in this way helps build their commitment to achieving team and organizational goals. 

Keywords: Interactive Management, Workers Self Awareness, Emotional Intelligent. 

 

INTRODUCTION 

Interaction management allows managers to demonstrate their true character and build trust and loyalty 

with their workers. Most organizations are managed or saddle with the responsibility of increasing the 

traditional work force by implementing various strategies. This can only work if the workers are satisfied 

with their jobs. In other words, if the workers are not satisfied with their jobs and not motivated to fulfill 

their tasks and achieve their goals, the organization cannot attain success. The development of interactive 

management was based on the need of coping with complex situation. Gardner (2010) reveals that there is 

need for individuals and groups within the organization; knowledgeable of the situation to take together 

the main aspect of concern, to develop a deep understanding of the situation under analysis and to 

elaborate the basis for effective action. The level of interactive relationship is associated with self 

awareness for the workers’ emotion, mood, relationship and effectiveness. Workers who are in good 
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interactive relationship with their managers are more likely not to quit their jobs. This allows the 

organization to provide more consistent service, by this, customers get the same workers to serve them 

and workers have more experience and better skill to serve clients. Worldwide, all organizations want to 

be productive, even the current environment are competing to survive in this volatile and fierce market.  

Workers’ performance and motivation are essential tools for the productivity of any organization in a long 

run. Therefore, organization irrespective of the size and market strive to enhance interactive management 

procedures that will significantly influence productivity within the organization. And also describe the 

asset of the organization that cannot deteriorate but passes on to other subordinates. The work of Mc 

Mahon and Arches (2010) revealed that interactive management is the motivation that managers give to 

workers which makes them fully committed to their job irrespective of the situation at hand. Self 

awareness is the most important competency associated with work place emotional intelligence. The first 

step to becoming emotionally intelligent is to become as self-aware as possible (Yeung 2009). Emotional 

intelligence is a recent construct and was made popular and brought to the realm of business by Goleman, 

(1998), who argues that it could be more effective for the management of business affairs than our 

cognitive ideas. Ever since Goleman made his celebrated publications, many researchers have emerged in 

the field. For example, Freedman and Everret, (2004) have observed that emotional intelligence is 

emerging as a critical factor for sustaining high productivity. Self awareness consists of emotional 

abilities that allow us to be more productive and form outstanding relationships in the work place. Self 

awareness is the ability for one to recognize his or her emotions and their effects.  

Studies suggest that workers who are aware of their emotions are more productive in their jobs. They 

recognize and understand their emotions, moods and needs and can perceive and anticipate how their 

actions affect others (Watkin, 2002). Workers with great certainty about their feelings manage their lives 

well and are able to direct their positive feelings towards accomplishing tasks. Self awareness 

competencies include emotional self awareness, accurate self awareness and self confidence. Emotional 

self awareness is the first component of self-awareness. This reflects the importance of recognizing one’s 

own feelings and how they affect one’s performance. Accurate self-Assessment involves knowing one’s 

inner resources, abilities and limits. Workers with this competency are aware of their strengths and 

weaknesses, reflective, learning from experience, open to candid feedback, new perspectives, continuous 

learning and self development. Self-confidence involves a strong sense of one’s worth and capabilities. 

According to Goleman, (1998), workers with this competence present themselves with self assurance, 

have presence, can voice views that are unpopular and go out on a limb for what is right, are decisive, 

able to make sound decisions under pressures. Workers with self confidence typically see themselves as 

efficacious, able to take on challenges and to master new skills or jobs. They believe themselves to be 

catalysts, movers and initiators, and feel that their abilities stack up favourably in comparison to other 

workers (Morin, 2006). 

Statement of The Problem 

The major problem facing the manufacturing sector in Nigeria is poor interactive management over the 

years. Although the various reforms programs introduced in the manufacturing sector were directed at 

improving the manufacturing companies’ low interactive management, and were just concentrated on 

innovation of new products. But they are yet to start any reform that addresses the workers’ 

psychological, emotional needs and as a result, the problem of the manufacturing companies’ low 

interactive management seems to be unabated. How self awareness can be applied to the efficient and 

effective management of the manufacturing companies in Nigeria agitates the mind of the researchers, 

hence the need for this study on the relationship between interactive management and workers self 

awareness in some selected manufacturing companies in Nigeria   

Purpose of the study 

The main purpose for this study: 

1.   To determine the relationship between interactive management and self monitoring in some selected 

manufacturing companies in Nigeria  
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2.    To examine the relationship between individual coaching and workers self awareness in some 

selected manufacturing companies in Nigeria  

3.   To evaluate the relationship between interactive management and self assessment in some selected 

manufacturing companies in Nigeria  

Research Questions 

This study is guided by the following research questions 

1.   What is the relationship between interactive management and self monitoring in some selected 

manufacturing companies in Nigeria? 

2.    What is the relationship between individual coaching and workers self awareness in some selected 

manufacturing companies in Nigeria? 

3.   What is the relationship between interactive management and self assessment in some selected 

manufacturing companies in Nigeria? 

Hypotheses  

The study is guided by the following hypotheses    

H01    There is no relationship between interactive management and self monitoring in some selected 

manufacturing companies in Nigeria  

H02   There is no relationship between individual coaching and workers self awareness in some selected 

manufacturing companies in Nigeria  

H03   There is no relationship between interactive management and self assessment in some selected 

manufacturing companies in Nigeria  

 

METHODOLOGY 

For the purpose of this study, quasi experimental research design was adopted. This is due to the fact that 

the elements are human beings who are not under the direct control of the researcher. The review 

instrument was designed in such a way that meaningful results were achieved. The researcher however 

cannot cover all the manufacturing companies in Nigeria because of their geographical dispersion and the 

terrain of the area. In Nigeria, thirty-four (34) registered manufacturing companies in Nigeria as obtained 

from Manufacturers Association of Nigeria (MAN).The record drawn from the personnel desk of each of 

the selected manufacturing companies shows a total of two hundred and forty (240) managers and 

subordinates among six (6) companies. Based on this, the research will be narrowed down to six targeted 

manufacturing companies in Nigeria namely; Unilever Nigeria Plc, May & Baker Nigeria Plc, Nestle 

Nigeria Plc, Flour Mills of Nigeria, Cadbury Nigeria plc. The selected six manufacturing companies have 

a population of 600 full time staff, as obtained from the various human resource departments of the 

selected companies. This will serve as representative of the entire population. The total population of the 

staff of the manufacturing companies was grouped according to their positions and simple stratified 

sample was selected from each stratum. This is because the population is divided in uniform base on 

predetermined parameters. 240 respondents were drawn from the accessible population of 600.  

The sources of data used for the study are primary and secondary. The primary resources of data collected 

for the study includes: Information from personal interviews and, the administration of questionnaire. 

While the secondary data for the study includes information from publications such as periodical journals, 

articles, textbooks, bulletins, and internet. The researcher used the content validity in the questionnaire to 

get responses from the respondents that were contacted in the selected manufacturing companies. On this 

premise, the instrument was confirmed reliability in ensuring attainment of the objectives of the study. 

Data were collected and analyzed using the spearman’s rank order correlation coefficient (Rho), a non-

parametric statistical test. Spearman’s Rank Order Correlation Coefficient was chosen after prior test of 

normality, linearity and to confirm that the underlining statistical principles are not violated. 
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DATA PRESENTATION AND RESULTS 

Hypothesis One: There is no relationship between interactive management and self monitoring in some 

selected manufacturing companies in Nigeria.  
Table 1.1: Relationship between interactive management and self monitoring 

Correlations Interactive 

management Self monitoring 

Spearman's rho Interactive 

management 

Correlation Coefficient 1.000 .197
**

 

Sig. (2-tailed) . .000 

N 230 230 

Self 

monitoring 

Correlation Coefficient .197
**

 1.000 

Sig. (2-tailed) .000 . 

N 230 230 

 

Hypothesis Two: There is no relationship between individual coaching and workers self awareness in 

some selected manufacturing companies in Nigeria  

Table 1.2: Relationship between team building and workers self awareness 

Correlations Individual 

coaching 

self 

awareness 

Spearman's rho Individual 

coaching 

Correlation Coefficient 1.000 .072
*
 

Sig. (2-tailed) . .029 

N 230 230 

Self 

awareness 

Correlation Coefficient .072
*
 1.000 

Sig. (2-tailed) .029 . 

N 230 230 

*. Correlation is significant at the 0.05 level (2-tailed).  

 

Hypothesis Three: There is no relationship between interactive management and self assessment in some 

selected manufacturing companies in Nigeria  

Table 1.3: Relationship between interactive management and self assessment 

Correlations Interactive 

management 

Self 

assessment 

Spearman's rho Interactive 

management 

Correlation Coefficient 1.000 .090
**

 

Sig. (2-tailed) . .006 

N 230 230 

Self 

assessment 

Correlation Coefficient .090
**

 1.000 

Sig. (2-tailed) .006 . 

N 230 230 

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

 

FINDINGS 

From the table 1.1 above, the correlation coefficient between interactive management and self monitoring 

(r = 0.197,) shows moderate and positive relationship. This implies there is a positively weak relationship 

with 19.7% exists between interactive management and self monitoring. The significant value of (p<0.05) 

reveals a significant relationship. In view of that, the null hypothesis was rejected meaning that interactive 

management has a significant relationship with self monitoring. In this way, there is a remarkable 
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connection between interactive management and self monitoring of employees in the manufacturing 

companies in Nigeria.  

The relationship between team building and self awareness in table 1.2 shows that team building has a 

significantly positive weak relationship with self awareness with correlation coefficient (r=0.072, p< 

0.05). The coefficient of determination clarified that 7.2% of self awareness can be explained by the team 

building of workers and customers. This implies that the extent to which workers are questioned skillfully 

bring out the best in them ultimately affects the way they recognize and meet the need of consumers in 

the manufacturing companies in Nigeria. Therefore, null hypothesis is rejected.   

From the result above in table 1.3, the correlation coefficient (r = 0.090) between interactive management 

and self assessment is exceptionally weak positive relationship. The coefficient of determination shows 

that 9% of self assessment can be clarified by quality of interactive management of the workers. The 

significant value (p<0.05) reveals a significant relationship. This implies that the extent to which workers 

are interactively managed bring out the best in them eventually impact their performance to meet the need 

of consumers in the manufacturing companies in Nigeria.  In view of that, the null hypothesis is rejected. 

 

DISCUSSION OF FINDINGS 

The results of the study revealed evidence of interactive management within the organization brings about 

increases in workers self awareness. Based on the findings, the influence of proper and adequate 

understanding of a manager to relate with workers in terms of self monitoring in an organization will 

result to positive influence relationship of workers’ interactive management and self monitoring 

improvement on self awareness. 

Secondly, the quality interactive management approach will enhances the extent of which workers 

individual coaching and workers self awareness are endowed skillfully and this sooner will bring out the 

best in them eventually touches the way they recognize and meet the need of consumers in the 

manufacturing sector. 

Thirdly, the influence of proper and adequate understanding of a manager to relate with workers in terms 

of self awareness in an organization will result to positive influence relationship of workers’ interactive 

management and self-assessment improvement on self awareness. Self assessment occurs when workers 

judge their own work to improve performance as they identify discrepancies between current and desired 

performance. This aspect of self-assessment aligns closely with standards-based production, which 

provides clear targets and criteria that can facilitate workers self-assessment.  

 

CONCLUSION 

The basic idea of interaction management is that technology can help individual users to find resources, 

but it can also help multiple users to collaborate with each other. Interaction management requires 

communicating and engaging with workers. The interactive style of management makes it a priority to 

inform workers about important matters related to their goals and tasks and to clarify understanding. 

Interactive managers are proactive in seeking for information and opinions from workers. Reaching out to 

workers in this way helps build their commitment to achieving team and organizational goals. Workers 

self awareness is the most important competency associated with work place emotional intelligence. The 

first step to becoming emotionally intelligent is to become as self-aware as possible. Workers self 

awareness consists of emotional abilities that allow us to be more productive and form outstanding 

relationships in the work place. Workers self awareness is the ability for one to recognize his or her 

emotions and their effects.  

 

RECOMMENDATIONS 

Based on the findings, it is recommended that:  

1.  Workers should be Self-aware of themselves as it is the most important competency associated with 

work place emotional intelligence. 

Wonah et al….. ..Int. J. Business & Law Research 8(2):40-46, 2020 

 



45 

 

2.  Interactive management should be prioritized by the management to inform workers about important 

matters related to their goals and tasks and to clarify understanding 

3.  Managers should recognize workers’ self awareness and their effects as it forms outstanding 

relationships in the work place. 

4.  Managers should be proactive in seeking for information and opinions from workers, reaching out to 

workers in this way helps build their commitment to achieving team and organizational goals 

 

REFERENCES 

Antony, M. V. (2001). Is ‘‘consciousness’’ ambiguous? Journal of Consciousness Studies. 

Antony, M. V. (2002). Concepts of consciousness, kinds of consciousness, meanings of 

             consciousness. Philosophical Studies. 

Ashforth B. E.& Humphrey, R.H. (2002), Emotion in the Workplace, A reappraisal of Human 

           Relations. Organizational psychology. 

Bushe, G.R. "Cultural Contradictions of Statistical Process Control in American Manufacturing 

           Organizations", Journal of Management , 1988. 

Backman, S Stein, S Compell, K & Sitarunico, G (2000), Emotional intelligence in the collection 

         of debt, international journal of selection and Assessment. 

Caudio, P., & Anne, M.,(2014). Boosting customer orientation through coaching:a Canadian  study. 

International journal of Bank Marketing. 

Chermiss C. (2001). The Emotionally Intelligence Workplace. the Handbook of Emotional  

         intelligence, San Francisco, Jossy-Bass. 

Cherniss, C. & Adler, M. (2000). Promoting Emotional Intelligence in Organizations. 

           Alexandria, Virginia: ASTD. 

Downey, M. (2003). Effective coaching: Lessons for the coach’s coach 3
rd

 ed. Texas: press publishing. 

Grant, A. M., Franklin, J., & Langford, P. (2002). The self-reflection and insight scale: A new  

                measure of private self-consciousness. Social Behavior and Personality. 

Goleman, D. (1998). Working with Emotional Intelligence, New York: Bantam Books.  

Goleman, D. (2001). An EI-based Theory of Performance, in Cherniss, C. and Goleman, D. ed.  

              The Emotionally Intelligent Workplace, Jossey-Bass, San Francisco, CA.  

Goleman, D., Boyatzis, R. & McKee, A. (2002). Primal Leadership: Realizing the Power of  

                Emotional Intelligence. Boston: Harvard Business School.  

George, J.M., & Jones, G.R. (2008). Understanding and Managing Organizational Behaviour (5th 

Edition), Upper Saddle River: New Jersey, Pearson Prentice Hall. 

Gebauer, H., Friedli, T., & Fleisch, E. (2007). Success factors for achieving high service  revenues in 

manufacturing companies. Benchmarking. 

Goleman, D. (1995). Emotional Intelligence, Bantham, New York, NY.  

Horwitch, M & Whipple M. (2014). Leaders who inspire: A 21
st
 century approach to developing your 

talent, NY: Brain & Company, Ine. 

Ickes, W. (2003). Everyday mind reading: Understanding what other people think and feel.  

 New York: Prometheus Books. 

Kim., S. (2002). Participative Management and Job Satisfaction: Lessons for Management Leadership. 

Public Administration Review. 

Mayer and Salovey (1997) “What is emotional intelligence? In P. Salovey and D.J. Sluter (eds.). 

           emotional development and EI. Implications for educators New York. Basic Book 

Mayer J D, Salovey P, Caruso D R (2002) ‘’ Mayer Salovey & Caruso Emotional intelligence  

           Test (MSCEIT) User’s manual, Toronto on MHS. 

Morin, A., & Craig, L.. (July 2000). Self-Awareness, self-esteem, and alcohol use in famous and 

          relatively well-known individuals. Current Research in Social Psychology [Electronic  

           journal]. 

Morin, A. (2006). Levels of consciousness and self-awareness: A comparison and integration of  

Wonah et al….. ..Int. J. Business & Law Research 8(2):40-46, 2020 

 



46 

 

           various neurocognitive views. Consciousness and Cognition. 

Morin, A. (1998, August). Imagery and self-awareness: A theoretical note. Theory and Review 

            in Psychology [Electronic journal], August. 

Mikulas, W. L. (1986). Self-control: Essence and development. Psychological Record 

Sosik J.J & Megerian L.E (1999), Understanding leader emotional intelligence and performance. 

            Group and Organizational Management. 

Watkin, C. (2002), Developing Emotional Intelligence. International Journal of Selection and 

             Assessment. 

Zeidner, M, Mathews, G, & Roberts, R (2004), Emotional intelligence in the Work place, A  

             critical review, journal of Applied Psychology, An international Review. 

 

 

 

 

 

Wonah et al….. ..Int. J. Business & Law Research 8(2):40-46, 2020 

 


