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Abstract

The study aims to find out the impact of Transformational leadership on Project

Success. A survey was conducted from Project-based organization situated in Is-

lamabad and Rawalpindi, a total of 400 questionnaires were distributed and 270

responses were considered for the analysis purpose. The data was collected using

convenient sampling technique. To analyze the data SPSS and AMOS software

were utilized. The results found the transformational leadership has significant im-

pact on project success. Participative Decision Structure has a significant media-

tion role in between Transformational Leadership and project success, while Team

competence didn’t have any impact of Participative Decision Structure and Project

Success. The research model of research is supported by the Self-determinant the-

ory. Some implication of this study is also discussed in the study, research also

contains some future direction and recommendation for future researchers.

Keywords: Transformational Leadership, Participative Decision Struc-

ture, Team Competence, Project Success.
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Chapter 1

Introduction

1.1 Background of the Study

Leadership is very important in contexts of project success particularly in project-

based organizations where projects have limited resources and it is expected to

finish the project within the allocated time span (Dwivedula, Bredillet & Muller,

2016).Leadership style really matters for project success; previous literature shows

that various leadership styles impact project success differently. Study also sug-

gest Transformational Leadership enhance the project performance and Project

Success (Iqbal, Long, Fei, & Bukhari, 2015). It comes under the responsibility of

the project manager to facilitate its team members and provide an environment

where they can develop themselves, able to cope up with modern challenges and

can able to contribute in Project Success (Anantatmula, 2010). Project Success

counts as core concept in project management (Collins & Baccarini, 2004). The

appropriate criteria of judging success to look whether the objectives of the project

are met or not. If the objectives are met, then project is successful if not then

on can say it is a failure. The criteria that defines project success should be set

earlier in the project so everyone knows what is the criteria of success. The defini-

tion of success should be same for everyone (Collins & Baccarini, 2004).To ensure

project success, organization must appoints talented and knowledgeable leaders

at higher position of authority so they can contribute better in organizational

1
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performance and make project successful (Landis, Hill, & Harvey, 2014). Project

are getting difficult day by day, the rate of project failure increase specially in

under developing countries (Heeks, 2008). Due to globalization and fast changing

nature of the projects, project managers need to adopt different leadership styles

and new techniques in order to make projects more and more successful (Toor

& Ofori, 2008). Study suggest that the transformational leadership regarded as

of high value regarding the context of project success in project-based organiza-

tions (Sohmen, 2013). Transformational leader can motivate the project team to

perform their duties,ways beyond their expectations through interpersonal com-

munication, goal setting, role-clarification and other problem solving techniques,

(Klein et al., 2009). They act as mentor for their subordinates, they set challenges

for their followers in order to realize them their full potential, they create a climate

of belief, trust and foster it with their transformational behavior (Harms & Cred,

2010). Different researchers suggest that there is a positive relationship between

Transformational Leadership and Project Success (Aga Noorderhaven & Vallejo,

2016).

Leadership and decision making is mixed concept. Person who is involve in making

crucial decision known as leaders. Leaders encourage people to take part in deci-

sion making process (May & Chan, 2003). Leadership predicts the decision struc-

ture used in the organization (Zhu & Kindarto, 2016). Transformational leaders

tend to transfer the influence within the team (Mulford & Silins, 2003). They en-

courage followers to participate more in organization growth as well as in decision

making (Thoonen et al., 2011). If project team are not fully involved in organi-

zational activities and not working for common goals, such organization faces lots

of difficulties during execution of the project (Kayakutlu & Bykzkan, 2010). Par-

ticipative Decision Structure define decision making is not a phenomenon which

is only reserve for team leader and for few followers but for each individual of

the organization who has the opportunity to participate in the decision making.

This type of involvement and participation increases overall performance of the

project (Harris, 2009). Participative Decision Structure refers to as jointly making

a decision, a kind of shared influence of the employee and supervisor (Tremblay
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& Roger, 2004). It acts as a tool to align the aims and objectives of organization,

thus improving the overall Project Success (Sukirno & Siengthai, 2011). In under

developed countries organizations are less structure and there is no specific role of

who has the authority to take part in decision making process which is a hurdle

in achieving Project Success (Dada, 2006). The focus of this study to find the

mediating effect of the Participative Decision Structure in the context of Trans-

formational Leadership and Project Success. As according to previous research

participative decision structure and team work both have positive impact on the

employee satisfaction and commitment which increase the project performance of

the project (Tarara, 2005). It is not only helpful in improving the decision qual-

ity but also promotes the organizational strategy, which ultimately improves the

project success (Hoy & Tarter, 2007).

One of the major concern in achieving successful project is the teams that are

assign the projects are not fully trained and don’t have adequate competence level

which is also a factor that increase the failure rate among the project (Ebrahim

& Irani, 2005). It is least possible for an organization with low competency team

to come up with an exceptional result that is up to the mark (Bass & Riggio,

2006). Competence defined as how organizational goals are achieved in best pos-

sible way by improving individual performance. Competence also be referred as

observable performances, the original qualities of a person (Brophy & Kiely, 2002).

It is defined as the knowledge, attributes and skills need by the individual in the

team which assist them in doing project activities (Mathieu et al., 2008). In

actual project execution team members work in group they tend to share informa-

tion with each other, make mutual decisions and assist each other to in achieving

the goals and objectives (Kauffeld, 2006). So where participative decision exists

among the organization, employee of that organization have better average indi-

vidual competency, which leads them to better performance and project success.

Organization success is the product of team competence and team effort (Bass

& Riggio, 2006). Competence is a result of shared belief, focus and shared de-

cision (Margerison, 2001). So for project success team competency is important
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factor. Team competence is directly linked with the overall organizational perfor-

mance and the organization project success. The efforts made by the project team

in order to achieve project goals and objective determine the project success, in

other words, team competence is an illustration of the project success (Prabhakar,

2008). If team competency improves then project success improves as well (Skul-

moski, 2001). Competent teams can have the capacity and capability to solve the

problems and addressing the issues of the projects.

Leadership style have greater impact on the project success. Previous literature

has ignored the effect of leadership style and team competency in term of project

success (Turner & Muller, 2005). The aim of this research to find out the impact of

Transformational Leaders on the Project Success with the presence of Participative

Decision Structure as a mediator and Team Competence as a moderator.

1.2 Theoretical Gap

For any project-based organization, project success is the main objective to achieve.

Different leadership styles have different impacts on the project success (Rowlin-

son & Cheung, 2008). This study is basically a continuation to the study and the

research model also recommended by the study of Zhu and Kindarto (2016) where

they already tested different leadership styles i.e. transactional leaders, laissez-

faire leadership and empowerment leadership while indicating the future research

recommendation to check the effect of transformational and authentic leadership

style as independent variable to check the impact on the project success. So for

this study Transformational Leadership style is selected in order to further inves-

tigate its impact on the Project Success. Agha et al., (2016) suggested to further

explore the mechanism between Transformational Leadership and Project Success

to find out the challenges of leadership and team development.

As decision making is a concept that overlaps the leadership in context with the

authority. Leaders are those individuals who make crucial decisions. For leaders in

the developing countries to encourage participative decision structure is challenge
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that identified by the Zhu and Kindarto (2016). The aim of this study is to inves-

tigate the mediation effect of the Participative Decision Structure in context of the

Transformational Leadership and Project Success, it could be helpful for project

leader to advice decision making structure which can be used in future endeavor in

development of project teams, ensuring their contribution towards organization’s

performance which ultimately makes projects more and more successful.

Team competence plays a vital role in the project success. Organization success

is the product of team competence and team effort (Prabhakar, 2008). Previously

researchers had less information about the mechanisms between the team compe-

tence and project success, researchers also suggest to further explore relationship

between the Team Competence and Project Success (Gonzlez-Marcos, Alba-Elas,

& Ordieres-Mer, 2016).

Subsequently the aim of this study to fills the significant gaps, to check the me-

diating role of participative decision structure of employees between the trans-

formational leadership and project success. Previous literature lacks this type of

evidence where Participative Decision Structure is used in the context of Trans-

formational Leadership and impacts the overall Project Success. Additionally, the

Team Competency is also mostly ignored by researchers as moderator between

Participative Decision Structure and Project Success. As participating in the

company decision making process will have improved the team capabilities and

overall competence thus improving project success as well. So main objective of

this research to fill these gaps as mentioned above.

1.3 Problem Statement

As project success is vital for every organization. There are many factors that have

impact on the project success, leadership style matters a lot in term of project

success, particularly transformational leadership is crucial for project success. As

through previous literature the findings states that the transformational leader-

ship increases the project success, some researchers also gives recommendations to

further investigate both variables. As transformational leaders tend to empower
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its subordinates, ensuring their participation which makes subordinate more and

more confident which increase their competency and tend to perform well which

ultimately increases the project success. Participation of employees in company

critical decision is very important as in developing countries participative decision

structure is an ultimate challenge for a leader to encourage participative behavior,

in developing countries organization are less structure, decisions are made without

any particular rule and tend to ignore the participation of the employee, which

create dissatisfaction among the employee, which leads to decrease in the perfor-

mance of the employee which leads to project failure of the organization. So there

is a need to address this problem to advice a solution to ensure participation of the

employee. The aim of this study to advice a solution that related to participation

of employee by studying the mediation effect of participative decision structure in

terms of transformational leadership and project success.

Team competence is also one of many factors that effects the project success. It

is difficult for a less competent team to perform outstandingly and achieve results

that are up to the mark. In developing countries project are assigned to the team

that have less experience and less competence level that leads to project to the

failure, team competence is like a challenge in the way to achieve project success.

So team competence role must be studied in context of project success and sort of

ways to improve the team competence which ultimately increase the performance

and overall project success.

The particular research aims to find out the impact of Transformational Lead-

ership on Project Success in the presence of a mediator Participative Decision

Structure and Team Competence as moderator.

1.4 Research Questions

With the reference to problem statement of this research following anticipated

questions are asked that need to be answered
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Question 1: Impact of Transformational Leadership on Project Success?

Question 2: Does Participative Decision Structure mediate between the Trans-

formational Leadership and Project Success?

Question 3: Does Team Competence moderates between Participative Decision

Structure and Project Success?

1.5 Research Objectives

The overall objective of the study is to test the proposed model to find relationship

of Transformational Leadership and Project Success while taking Participative

Decision Structure as the mediating variable in context to TL and PS, Team

Competence is included as a moderator between Participative Decision Structure

and Project Success.

The research objectives of this study are as follow

1. To find out the impact of Transformational Leadership and Project Success.

2. To find out the relation between Transformational Leadership and Partici-

pative Decision Structure.

3. To find out the relation Participative Decision Structure and Project Success.

4. To explore the mediation relationship of Participative Decision Structure

between Transformational Leadership and Project Success.

5. To explore the moderation relationship of Team competence between Par-

ticipative Decision Structure and Project Success.

1.6 Significance of the Study

This particular study discovers new ways to improve the project success. For any

organization success is the main concern. Now a day’s projects getting more and



Introduction 8

more difficult. Leadership needs to evolve in order to cope up with the modern

challenges of the 21th century (Lloyd-Walker & Walker, 2011).

In developing countries projects have different challenges and difficult to execute,

organization in developing countries are less structure where no concrete policy of

decision making exists, that are followed in the organization. Moreover, the team

that have assigned the project are less competent and don’t have adequate skills to

perform in order to meet the desired objectives, these types of challenges make it

difficult for both leaders and employees to perform their duties accordingly, which

ultimately leads to project failure.

The purpose of this study to give solution to these challenges by exploring the

leadership style like Transformational Leadership and finding its impact on the

Project Success.

Transformational leadership provides solution to these modern challenges, by em-

powering the employee, giving them authority so they can make their decision,

guiding them and helping them in increasing their competencies, by ensuring their

participation in the company crucial decision, so these all factors basically increases

the motivations of the leaders as well as the employees, which help them in per-

forming their duties more adequately, which increases the Project Success.

The significance of this study to propose a decision structure that is lacking partic-

ularly in underdeveloped countries in order to facilitate the leaders so they make

sure the participation of employee which boost up their motivational level, so they

can perform more lively and able to contribute more towards achieving the goals

and objectives which ultimately increase the overall project success.

This research also analyzes the moderation role of team competence in the light-

ning of Participative Decision Structure and Project Success.

As in the context of project success the team competence is usually ignored, this

study investigates the how Team Competence is necessary for Project Success and

how to improve Project Success by improving Team Competencies. As team com-

petence is usaually ignore by former researcher in finding the relation between the

Project Success and Team Competence, so this research is important in finding

the link between these variables.
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1.7 Supporting Theory

1.7.1 Self-Determination Theory

Self-determinant theory is about intrinsic and extrinsic motivation (Deci & Ryan,

1985). Intrinsic motivation refers doing an activity for own interest have personal

interest while extrinsic motivation refers to perform an activity for an external

reward or outcome (Eyal & Roth, 2011). Self-determinant theory explains when

people are motivated, genuinely committed to perform tasks, their higher motiva-

tional level made them more confident and self-determinant, they tend to make

their decisions, participate more and give inputs.

According to Self-determinant theory everyone has three basic psychological needs

that must be satisfied in order for psychological wellbeing to be maximized (Eyal

& Roth, 2011). One need is autonomy which explain the everyone has to feel in

control of his action and have authority over decisions. Second need for related-

ness which explain that an individual has need to be included in the group. Third

and the final need is competence which explain an individual have an ability to

perform the task adequately, satisfying these basic need will improve the motiva-

tional level will ultimately improve the project performance which leads to project

success (Gagne & Deci, 2005).

Self-determinant theory supports the model presented in this research as this par-

ticular research is about the motivation of employees through the transformational

leadership which meet the need of autonomy, by giving employee the powers to

take their decision and make their choices. Transformational leadership empowers

the employee to have authority on their decision make their own choices according

to their needs. The second need for relatedness is also fulfilled by the research vari-

able Participative Decision Structure which ultimately satisfy the need of being

part of the group (Bouwmans, Runhaar, Wesselink & Mulder 2017). In Participa-

tive Decision Structure leader assures the participation of every employee giving

the freedom and equal opportunity to participate in the crucial decisions of the

organization. The competence need is also addressed by the research item team
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competence which is a moderator in this research so fulfilling all the psycholog-

ical needs which will increase the motivation of the employee which ultimately

enhances the performance which leads to Project Success.

The research model supported by the Self-determinant theory as the Transforma-

tional Leadership through Participative Decision Structure increases the compe-

tence level of the employee with that their motivation level of the employee will

increase which is ultimately increase the project performance and overall project

success. All the items of this research model are cover in the Self-determinant

theory and definition of each item reflects the contexts of the theory.



Chapter 2

Literature Review

2.1 Transformational Leadership and

Project Success

In previous literature the term leadership defined in many ways, while the core

concept of all explanations include that the leadership is the way of communication

between leaders and subordinates. While leadership is defined as how a project

leader manages the overall project (Jiang, 2014). Leadership style has great influ-

ence on project success (Lloyd-Walker & Walker, 2011). Transformational lead-

ership is a style of leadership that emphasizes on aligning the needs of follower

with organization’s needs (Tyssen, Wald & Spieth, 2014). While defining the

transformational leadership, it has four major characteristics that were identified

by the pervious literature: intellectual stimulation, individualized consideration,

idealized influence and inspirational motivation (Aga et al., 2016). Intellectual

stimulation refers to the behavior where leader stimulates awareness, creativity

and inspire the followers to use creativity and innovation to solving the issues

and problems. Individual consideration is a behavior in which leader support,

encourage and coach each follower and subordinate. Idealized influence is where

follower portraits leader as a role model and identify him as his mentor. Inspira-

tional motivation occurs in the employee when the leader preaches a vision which

is inspiring and appealing for their followers, when leader inspires follower with

11
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his vision, motivate them and challenges their abilities by giving them challenges

in order to enhance their team spirit and motivational level (Mathew & Gupta,

2015).

Transformational leaders inspire followers to perform more then what is expected

from them through team building, achieving high performance by setting high

goals for the team, solving problems and issues through interpersonal communi-

cation and innovation (Klein et al., 2009). Transformational leaders involve each

individual by aligning follower’s aim and objectives with the organization’s aims,

objectives and also through empowerment of followers and subordinates (Bass &

Riggio, 2006). Previous research suggests that the transformational leadership is

positively related to the employee empowerment, creativity and innovation (Gu-

musluoglu & Ilsev, 2007). So from previous text on can say that transformational

leadership has greater impact on the employee and overall performance of the

project.

For any organization main concern is to make its projects more and more suc-

cessful. As success counts as a core criterion for any project base organizations

(Collins & Baccarini, 2004). Project success is usually measures in term of conven-

tional triangle criteria including time, cost and compliance with client’s needs and

expectations (Diallo & Thuillier, 2005). According to literature there is no single

definition on which everyone agrees, which defines project success completely (Aga

et al., 2016). Project success is measure using different criteria’s but the appro-

priate criteria on which most of researcher agreed is to judge project by looking

whether the goals of the project is achieved or not, the project objectives are met

or not. The success criteria will define in early phases of the project and definition

of criteria will be same of every stake holder (Collins & Baccarini, 2004). There

are some factors that influence the project success. According to literature these

factors are known as Critical success factors (CSFs) (Ika et al., 2012).

According to literature Transformational Leadership have positive impact on the

Project Success, overall success of the project depicts that the management, leader-

ship and employees each individual of the organization worked in righteous manner
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which leads them to achieve success in the project. If leadership style like trans-

formational leadership effectively followed throughout the course of project the

project could be completed within the time span, will meet the desire target and

closure will be done within the allocated budget which ultimately make the project

successful (Albert et al., 2017).

Leadership styles no doubt complex in nature, each organization has its own prin-

ciples, they follow their own road map for development and in execution of the

projects, most of the time leadership style varies with the situation, depends upon

the leader’s ability and experience as well as the employee’s competence and na-

ture, how they like to be treated and what suits them as well, which type of style

situation will demanding to adopt. Lindgren and Packendorff (2009) identified

leadership style is a one the Critical success factor for project, with particularly

Transformational Leadership has a greater impact on Project Success, this area

remains unsearched and researcher also identify to study further investigate this

area. Moreover, studying effect of transformational leadership on project success

helps not only in making the project more and more successful but also provide

guidance to future leaders to utilize this leadership style in project-based organi-

zations so they can reap maximum project benefits as well as enjoy the overall

execution and environment of the project (Aga et al., 2016).

H1: Transformational Leadership is positively associated with the Project

Success.

2.2 Transformational Leadership and

Participative Decision Structure

Leadership and decision making is relatively a mixed concept, in fact leaders are

those who make the critical decision and decide the direction of organization (May

& Chan, 2003). Leader also encourage subordinate to take part in the decision

making process and contribute more in the organization progress. As from the

study of previous literature on can say that this is the quality of the transforma-

tive leader that they tend to decentralize the influence within whole team and try
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incorporate employee interest and participation in the decisions making process

(Silins & Mulford, 2002). Transformational leadership is famous for their innova-

tive oriented leadership behavior at individual, group and organization level which

result in positive outcomes. Transformational leaders have great ability to improve

the performance, transformational leaders challenge the way of thinking of their

followers, they motivate, inspire them to take part in organization activities and

participate in decision making process. Due to theses virtues transformational

leaders gain trust, respect and appreciation from their subordinates. Transfor-

mational leadership is process which takes leader and follower to a high level of

motivation, where they enjoy their duties and work more efficiently for the bet-

terment of organization (Yasir & Mohamad, 2016).

Participative Decision Structure infers that the decision making process is not

only reserved and regulated for the top management and team leaders who are at

important position in the hierarchy. It further suggests that each member of the

team will be given the opportunity to take part in decision making process and

gives its input in the important decisions of the organization (Harris, 2009). PDS

gives right to the employee to participate in the decision that effects their life. It

is an instrumental way to achieve high performance, efficiency, productivity, high

profits and other organizational outcomes. Researcher argued there are two forms

of PDS. Direct and indirect form. PDS direct form allow each member to con-

tribute immediate and give the information about the decision process and share

thoughts. PDS indirect form restrict the involvement of each team member and

selected individuals given the role to participate and do representation of others.

Any individual can give recommendation to the representative and it’s the duty

of representative that they can present the ideas on behalf of others (Black &

Gregersen, 2000).

In developing countries there is no culture to involve each stakeholder particu-

larly working employees in the decision making process, decisions are made by

top management without taking inputs from employees, which is a major source

of dissatisfaction among the employees, which tend to decrease their performance

and their motivation as well which leads to project failure and create problems
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for project leaders (Zhu & Kindarto, 2016). Transformational leadership through

empowering subordinates is a way to attain a higher motivational level for the

employee, as employees are motivated they feel more and more confident, they

tend to walk through an extra mile with their motivational attitude and try to

perform out class (Yasir & Mohamad, 2016). When employees are motivated and

committed to their work such behavior arose an urge in them to participate more

in the company decision-making processes which not only increase the satisfaction

level of the employee but also improve the overall environment and overall perfor-

mance at work place (Salas-Vallina & Fernandez, 2017).

Leadership and decision making overlaps in many ways, these are interwoven with

each other, decision making can be consider as essential tool of leadership. In

reality leaders are consider those who have the authority and capability to make

critical decisions for their organization and for their employees (van Knippenberg,

2013). Some researcher may argue that it is the of authority of leader to decide

who will participate in decision making process or to what extent the team mem-

ber have authorization to intervene in decision making process (Zhu & Kindarto,

2016). Researchers stated that leadership overlaps decision making in context of

authority, experience, formal and informal interactions and in terms of capabilities.

From previous literature it can argued that the leadership style plays a vital role in

deciding for organization that which decision making structure is adopted by the

organization, so particularly transformational leadership empowers the employee

to participate actively in the organization decision making process and perform

their duties more eagerly. Transformational leader gives responsibilities to the

followers, build their capacity and challenges employee abilities so they can learn

innovative ways to handle the problems which increases their capabilities. Trans-

formational leaders also encourage followers, value their participation and ensure

each member don’t feel any hindrance in giving their input, feedback and partici-

pate in organization decision making process (Bouwmans et al., 2017). Therefore,

with previous literature support Participative Decision Structure is important in

context of Transformational Leadership which leads out to next hypothesis, which

suggests that
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H2: Transformational Leadership is positively associated with the Par-

ticipative Decision Structure.

2.3 Participative Decision Structure and

Project Success

Participative Decision Structure refers to as making jointly decision. It is a shared

influence of employees and supervisors, where decision making is not only a respon-

sibility of top management and leaders but team member also contributes in the

decision making process. Decision are made by mutual cooperation and coordina-

tion between project leaders, top management and employees as well (Tremblay &

Roger, 2004). PDS improves teamwork and improves collaboration between teams.

Both PDS and team work have positive impact on the project environment. These

are sources of employee satisfaction and commitment which increase the project

performance of the organization (Tarara, 2005). PDS is helpful in improving the

decision quality, decisions are made with consensus and conformity which pro-

motes organization strategy, which ultimately improves the project performance

which leads to successful projects (Hoy & Tarter, 2007). PDS can increase the

productivity level by fulfilling employee needs and can help employee to sort out

the solution of their problems which ultimately increases the flow of the work,

which brings the job satisfaction among the employees. On the other hand, if

employee don’t give freedom to find out the solution of their problems then the

employee losses interest on job. So PDS is necessary element for job satisfaction

and for work productivity as well (Salas-Vallina & Fernandez, 2017).

Project success is measure in terms of the aims and objectives of the project are

fulfilled or not, employee job satisfaction and employee participation is among the

necessary elements that can increase the success rate of the project (Serrador &

Turner, 2015). In developing countries project failure is due to the reason that

employee’s input is given less importance and employee will not able to actively

participate in the company decisions these factors are responsible for employee’s

dissatisfaction which leads to project failure (Zhu & Kindarto, 2016). If employee
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works like a team, work actively and participate they can contribute positively

in project success of the organization (Somech, 2006). Positive attitude of em-

ployee at work is very important. For an employee to perform exceptionally it is

important that the employee is satisfied and enjoy his role in the company, partic-

ipative decision structure is a way to bring positive attitude among the employee.

When employee feels his opinion matter in the organization employee feels con-

fident and satisfied can contribute positively in the wellbeing of the organization

and perform his duties more efficiently (Fisher, 2010). As the project proceeds

from initial phases to other advance phases the project are getting difficult and

complexity of the project also increases with the time the capacity of controlling

the project will be exceeds from the single person such as leaders and manager

only, in order to cope up with the situation top management and team have to

work together like a mutual team and ensure that everyone will participate in the

decision making and other strategic activities which helpful increasing the overall

performance of the project and project success (Hoegl, Weinkauf, & Gemuenden,

2004).

Decision making is consider to be vital for project success (Muller & Turner,

2010). Each Organization is different, have different needs and different decision

making structure (Andersen & Segars, 2001). In particularly developing countries

PDS is seen to be very effective, as in developing countries projects have many

challenges, complexity and unpredictability of outcomes are very high, burden of

decision making is on the shoulders of top management and leadership, So PDS

is suited to these kind of unpredictable environment well as decisions are made

through mutual agreement and participation of employee as which reduce the un-

predictability and complexity which ultimately increase the overall success of the

project(Andersen & Segars, 2001). So from the previous literature review we can

make our hypothesis that the

H3: There is a positive relation between Participative Decision Struc-

ture and Project Success.
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2.4 Participative Decision Structure Mediates the

Relationship between Transformational

Leadership and Project Success

Decision making and leadership are interconnected terms, according to the re-

searcher’s leaders are those who make decision for themselves and for the organi-

zation. According to PDS decision-making is not a process that is only regulated

and reserved for managers, leaders and for top management only. Decision making

is a mutual concept in which everyone has the opportunity to participate in the

process and should be given value to individual input and decision (Harris, 2009).

PDS is a way to help employee to participate in the decisions that effects the

employee and employee can also give their inputs in organizations decision as well,

PDS is way to improve employee’s efficiency, productivity and brings virtues like

organization loyalty and high performance (Black & Gregersen, 2000). Decision-

making structure is vital for project execution and for overall project success. Or-

ganization are different from each other, each has its own strategies and has their

own decision making needs. PDS is suitable for the developing countries as in de-

veloping countries organizations are less structure and have lots of challenges like

unpredictability and uncertainty. Moreover, developing countries lack the culture

of involving and taking inputs from employees and project teams. Moreover, they

have less opportunities to take part in the organization crucial decisions and in

deciding rules and regulation that decides organizations fate (Andersen & Segars,

2001).

From the literature we can say that the transformational leaders empower their

subordinate, decentralized the influence in terms of authority and decision-making

within the teams and encourage the employees to give their input and take part in

decision-making process (Mulford & Silins, 2003). Transformational leader famous

for their leadership style they can improve the performance by challenging their

subordinates, by motivating and inspiring their followers to take part in decision-

making process, due to these qualities transformational leaders are famous and

gain virtues like appreciation and respect from the followers and build a trusting



Literature Review 19

environment in the organization, where they can lead the project in better way,

they motivate their employees more and encourage them to perform their du-

ties more efficiently (Yasir & Mohamad, 2016). Transformational leadership also

helpful in dealing with the changing environment of the project, transformational

leaders encourage and appreciate the followers to formalize creative ways to deals

with the problems and formulate solutions as well (Bass, Avolio, Jung, & Berson,

2003). Transformational leader plays a vital rule in project success. If project

is successful then its means that each member in the organization is working in

right direction like employee is satisfied giving their best, leadership style suits the

organization and employee both and project is going in right direction. If trans-

formational leadership is followed by a leader throughout the project life cycle

the project will meet its objective and would be completed in with in time limit

(Albert et al., 2017). Transformation leaders transform the authority to followers

and increase their problem solving capacity by challenging employee’s capabilities

and guide them, how use their skills and knowledge in order to solve the complex

problems. Transformation leaders value the input given by the employees, they

make sure that each team member involve himself in the organization activities

particularly in decision- making process and play their role in organization success

(Bouwmans et al., 2017).

So we conclude that Participative decision making is unbiased concept where any

team member have the authority to (i.e. transformational leadership) use his in-

formation, skills to take part in, to contribute in company’s crucial decision, which

ultimately improve learning of the employee. Their loyalty toward company in-

crease which is good for the overall project success (Hays & Kearney, 2001). Par-

ticipative decision structure refers to as degree of involvement where employees

are treated on equal basis, given advance information, employee fully allowed (i.e.

transformational leadership) to take part in decision making process, their opinion

take in to account while making a crucial decision, employee have the authority

in order to veto the decision if they think the decision made is not good for the

themselves and for the company. So in broader terms the participative decision is

positively relate to the transformation of authority to employee which increase the
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motivational level of the employees so they can perform better which ultimately

increase the project performance and overall project success (Black & Gregersen,

2000).

So, the literature supports our next hypothesis which states that Participative De-

cision Structure has a mediator effect between Transformational Leadership and

Project Success.

H4: Participative Decision Structure mediates the relationship between

Transformational Leadership and Project Success.

2.5 Team Competence Moderates the

Relationship between Participative Decision

Structure and Project Success.

Team competence is defined as the ability of a group to work together, use their

skills and capabilities to achieve a common goal. Competence maneuvers the orga-

nization towards right path and progress consistently towards the project success.

Competence enable the employees to achieve aims and objective of the company

(Ruuska & Teigland, 2009). Competence is also define as how an organization

can achieve goals and objectives by improving the individual performance (Gara-

van & McGuire, 2001). Competence is an observable performance, the underlying

attributes of an individual or a group which depicts the outcome by judging the

performance. It focuses on the quality of outcome that individual is competent

enough to perform certain task. Competence is the performance standards are

been set and been achieved (Brophy & Kiely, 2002). Competence in collective

terms can be define as the ability of group to work together for a common cause

in order to achieve certain desired results. Competence is sum of practical and

interpersonal competence. Practical competence refers to the individual ability,

skills, how an individual use its knowledge and experience to solve the problems or

perform certain tasks. Interpersonal competence refer to the ability of the group

to interect with each other to use their mutual skills in finding the solutions and
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performing tasks to achieve desired objectives (Ruuska & Teigland, 2009). Team

competence is a reflection of organization and management competitiveness , how

management use its skills and experience to solve the issues, how to adopt changes,

how to improve the performance and execute the project (Kor, 2003).

Competence is a collection of skills and knowledge that can be used as a guide by

the organization in decision making process. In developing countries organization

have lots of challenges in terms of decision making, organization are less structure

and teams are less involve in organizational activates, which is why rate of failure

of projects is high in developing countries (Zhu & Kindarto, 2016). PDS is consider

to be suitable for developing countries as PDS addresses the problems well, PDS

involves every individual from team and decision are made on mutual basis which

solve major issue faced by developing countries(Andersen & Segars, 2001). PDS

improvers collaboration between the teams and have positive impact on the overall

environment of the project. PDS is source of employee motivation which increase

their participation level which improve the efficiency of the employees (Tarara,

2005). According to researcher an individual having high competence level can

perform average if not included in the organizational activities, but can perform

extraordinary if individual is involved in activities, by involving individual in the

activities motivational level will increase which increase the individual efficiency

and project success as well (Omorede, Thorgren & Wincent, 2013). It is difficult

for an organization to achieve project success if team are not fully involved and

not working for the common cause and objective (Kayakutlu, & Bykzkan, 2010).

Project team can accomplish considerable portion of work for organization, com-

petent teams can improve effectiveness and project performance (Hong, 2010).

Projects are more successful when the teams are competent enough to deals with

the conflicts in productive ways, device new ways to deals with them, take par-

ticipation in making crucial decisions and play their part in making contingency

plans, use their skills to eradicate all the challenges and use lesson learned from

these conflicts in order to contribute in the organization progress and success (Ru-

uska & Teigland, 2009).

Team competence being consider as the critical factor for project success (King &
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Burgess, 2006). Team members can learn from each other through participating

in organization activities where they can interact with each other, share knowl-

edge and learn new skills, which improves their competency level. Such teams

show better contribution towards project success (Sense, 2007). Challenges like

uncertainty and non-routine situations make projects difficult and increase project

complexities, such projects are difficult to handle and need collaboration and co-

ordination of each member of the project team to play their part to overcomes

project complexities and work for project success (Hoegl et al., 2004). In under

developing countries where organization face lots of challenges like unpredictable

environments and non-routine situation, in these condition decisions are made

through mutual interaction and through participation of each team member (An-

dersen & Segars, 2001). Team competence can also be increase through knowledge

sharing, interaction within the team, through participation by sharing ideas with

each other in teams, questioning and through discussion. Improving team compe-

tence improves the project performance and project success as well (Bouwmans et

al., 2017).

So, the previous literature supports our next hypothesis which states that

H5: Team Competence Moderates the Relationship between Partici-

pative Decision Structure and Project Success. If Team Competence

is high than the Relationship between Participative Decision Structure

and Project success would be strengthened.
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Figure 2.1: Research Model of Impact of Transformational Leadership on
Project Success with the Mediating Role of Participative Decision Structure

and Moderating Role of Team Competence.

2.6 Research Model

2.7 Research Hypothesis

H1: Transformational Leadership is positively associated with the Project Suc-

cess.

H2: Transformational Leadership is positively associated with the Participative

Decision Structure.

H3: There is a positive relation between Participative Decision Structure and

Project Success.

H4: Participative Decision Structure Mediates the Relationship between Trans-

formational Leadership and Project Success.

H5: Team Competence moderates the Relationship between Participative Deci-

sion Structure and Project Success. If Team Competence is high than the Rela-

tionship between Participative Decision Structure and Project Success would be

strengthen.



Chapter 3

Research Methodology

Research methods and research methodology both are important concepts to un-

derstand.

Research method includes the techniques and methods used by the researcher to

find out the solutions of the research problems. The primary objective of the

research method is to find out the solution of the research problems. Research

method can be divided into two types, quantitative and qualitative method. In

this particular study quantitative research method is utilized for data collection.

On the order hand research methodology used in broader terms as comparison with

the research method. Research methodology give the logical explanation why a

certain method to utilize to perform the analysis, what is the reason behind for

selecting one on the other, why one method is given priority on the other. The

main objective of research methodology is to provide guidance to researcher in

research process.

3.1 Introduction

The particular chapter is about the methodology that used to find the impact of

Transformational Leadership on Project Success with mediating Role of Participa-

tive Decision Structure and moderating Role of Team Competence. The chapter

describes the methods that used to test the hypothesis. The chapter also contains

24
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the information about the sample and population sample size, research design,

instrumentation details, techniques and research items information.

3.2 Research Design

A research design supports researcher to find out the results. Research design can

be defined as demonstration of data collection and other working methods that are

used to investigate and assist in the selected study. In social sciences generally two

research approaches are used “quantitative” and “qualitative” approaches. Many

researches believes that between these two approaches quantitative approach is ef-

fective and more reliable then the qualitative approach (De Vaus, 2001). For this

particular study, we are using quantitative research approach by using standard-

ized tools and techniques. Quantitative method emphasis on objective measure-

ments, by doing mathematical or numerical analysis of the collected data, which

is collected using questionnaire.

In this research adopted questionnaire items are used to collect the data. Ques-

tionnaire is convenient way to collect data, data is collected easily with less cost

and in short time period. It is easy to punch the data in the analyzing software

which is collected through questionnaire (Cavana et al., 2001; Bowling, 2005).

Research design is a details process include type of study, research philosophy,

unit of analysis, study setting and time horizon which are discussed below.

3.2.1 Type of Study

The current study intended to explore the solutions to the research questions and

find out the relationship between the variable as well. This type of study is known

as explanatory study (Baxter & Jack, 2008). The particular study will emphases

to find out the impact of Transformational Leadership on Project Success. Trans-

formational leadership is an independent variable in this study and Project Success

is a dependent variable. In order to find the impact of transformational Leader-

ship, data is collected from the leaders of different organization. For this purpose,
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project-based organization in Pakistan are targeted. The particular organizations

are working in the fields like IT, civil, mechanical based and real estate industries.

The population sample include the middle managers as well as the junior leader

the project-based organization. The study is conducted to meet the academic re-

quirements and for shortage of time convenient sampling technique is used. The

particular study is about the impact of Transformational Leadership on Project

Success with Mediating Role of Participative Decision Structure and Moderating

Role of Team Competence.

3.2.2 Research Philosophy and Quantitative Research

In this particular research Hypothetic-deductive method is used. Hypothetic de-

ductive method is also known as scientific method of research. In this method

previous research and existing theories are used to formulate, check and support

the hypothesis. In Hypothetic deductive method a researcher identifies and define

the problem statement, using exiting knowledge develop hypothesis. These hy-

potheses are then tested through different test in order to verify and clarify that

either the hypotheses are authentic and giving valid solutions to the problems.

For collection of data and testing purpose quantitative method is used in this

research, quantitative method is convenient when targeting large population and

can be helpful when have time limitation so quantitative method is chosen over

qualitative method.

3.2.3 Study Setting

The current study is a field study as the supervisors and managers were contacted

and approached at their office time so can they fill the questionnaire conveniently

in their natural working environment (Brennan et al., 2002). Taking data from the

respondents at their natural working environment reduces the biasness factor and

genuine responses are collected for analysis. Organization’s leaders and managers

that are approached are mostly from private project-based organizations related

to field of IT, civil, mechanical and real-estate industry.
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3.2.4 Unit of Analysis

Unit of analysis is important for any research study. Unit of analysis means indi-

vidual or group whose features and characteristics are under consideration and to

be analyzed. In this particular research impact of transformational leadership is

analyzed so the targeted population are the middle managers and junior supervi-

sors, those are under the supervision or under the leadership of certain leader or

the manager, as under the supervision and leadership of certain leader can better

judged the leadership impact.

To find out the impact of team competence the targeted respondents are leaders

and managers, as they are in better position to be able to identify the team per-

formance and their competence level. The data is collected from the project-based

organization suited in twin cities Rawalpindi and Islamabad.

3.2.5 Time Horizon

To collect the data, the method that is selected is cross sectional. Cross sectional

method is selected due to limitation of time, as in dissertation time is limited

and will have to complete the research with in the desire time. Data is collected

through questionnaires. Data collection took around 02 months to complete.

3.3 Population and Sample

3.3.1 Population

Every project is different from each other. Each Project has its own needs and

specifications, regardless of field and industry each project is different from each

other. The particular study pursues to emphasis on the growing sector of Pak-

istan. For data collection and research the population selected for the study is

the project-based organization located in twin cities of Pakistan, Islamabad and

Rawalpindi. These project based organization are from the field of IT, civil, me-

chanical and real-estate industry are selected as population. As Project- based
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organization have limited time, budget and other different constraints as well so

it is the responsibility of the leadership particularly the project manager, project

leader to ensure smooth operation of the project, to finish the project within the

given time and in allocated budget. The particular research is intended to find out

the impact of transformational leadership on project success, leadership is always

an important factor in terms of project-based organization. The project-based

organizations that are selected as population are from public and private sector of

Pakistan.

In order to collect the data, the quantitative method is used. To overcome short-

age of time and resources the convenient sampling techniques is being utilize in

order to collect the data.

In this technique the data is collected randomly, convenient and approachable par-

ticipants are selected in order to gather the data.

In order to achieve the research objective, to find out the impact of transforma-

tional leadership the questionnaire is distributed among the middle manager and

supervisors with the permission of their leaders and managers so junior manager

and supervisors can evaluate and judge the impact of their leadership without any

biasness.

In order to find out the moderating role of team competence the project leaders

and middle manager are selected as the respondents, as they can better judge the

team competence and performance level of the team.

Adopted scales in the form of questionnaire are distributed to find out the data.

Questionnaire are distributed in hard copied print out form, using google docs and

using social media to distribute the questionnaire, detailed cover letter is attached

with the questionnaire contains the description and intentions why data is taken,

where the data can be utilized. The purpose of the cover letter to give the details

description of the questionnaire and to make sure the data is safe and not be used

for purpose other than education and analysis of this particular research.

Around 400 questionnaires are distributed initially to different organization, some

of the organization responds well but some deny to give response.
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3.3.2 Sample

A population is generally to be consider as a collection of large objects or individ-

uals that are main focus of the scientific problems or research question. It is very

difficult to analyze and gather data from whole population due to lack of time and

resources. In order to cop up with the issue sample is taken from the population,

sample is the representation of the desire population, an ideal sample has same

characteristics as of population. Sampling can be define the as the selection of

desired participants from a large population for the purpose of study and analysis

as well (Leary, 2004). In social sciences it is recommended to use sample instead

of whole population as collecting data from sample is convenient, less costly as

compared to collecting data from population and it takes lesser time in order to

gather considerable amount of data for analysis.

Sampling has generally two types. On type is probability sampling technique and

the other one is non-probability sampling technique. Probability sampling refers

that each member of the population has equal and known chances to be selected

and to be part of the sample, on the other hand non-probability sampling tech-

nique chances aren’t equal in fact it is pre-decided who will be selected and will be

the part of the sample. Probability sampling is mostly use when the researcher has

the complete information about the population and whole idea of the population

otherwise non-probability sampling technique is preferred.

In this particular research the convenience sampling techniques is used, it is type

of non-probability sampling technique, as the exact population of project-based

organization is unknown and it is also suggested to use non-probability sampling

technique when don’t have complete information about the population so for this

reason the convenience sampling is utilized in this research.

3.3.3 Data Collection Procedure

Data was gather using questionnaires from project-based organizations. Data col-

lection is no doubt not an easy process, in fact without any reference it is difficult

to collect data in Pakistan. To collect data every possible reference is contacted
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and every possible resource was utilized. Reminder will be sent to respondents

in order to fill the questionnaire and will give their response. To ensure that the

data will be safe and only will be used for educational purpose a cover letter was

attached with the questionnaire. The purpose of cover letter to give a brief intro-

duction of what was the purpose of this questionnaire and to ensure that data was

safe and not be used other than the educational process.

Data was collected for each variable from project-based organization. To collect

the data for independent variable (i.e. Transformational leadership), dependent

variable (i.e. Project success), mediating variable (i.e. Participative decision struc-

ture) and moderating variable (i.e. team competence) the targeted respondents are

middle managers and junior supervisors of the project-based organizations. This

research particularly aims to find out the impact of transformational leadership

on project success so the respondents must be under the influence of a leader or

supervisor so they can judged the leadership impact, while the team competence

can be better identified by the supervisor or manager who was in the position

of leading a team so middle managers and junior supervisor of project-based or-

ganizations are selected as the respondents who are at the same time under the

influence of some senior leadership and also leading some employees under their

authority.

In order to collect the data 400 questionnaires were distributed initially, the ques-

tionnaire that were received back around 290, the response rate is 72.5%, some of

the questionnaire have missing value so after careful scrutinizing the valid number

of questionnaire selected for the analysis is 270.

3.4 Instrumentation

Data collection is not an easy process it requires effort, resources and reference

in order to collect the data. Adopted questionnaires will be used to collect the

data. The items include in the questionnaire are Transformational Leadership,

Participative Decision Structure, Team Competence and Project Success. All the

items use in the questionnaire will be responds using 5-point Likert scale, where
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5 refers to as strongly agree, 4 refers to agree, 3 refers to neutral, 2 refers to

as disagree and 1 refer to as strongly disagree. In addition, questionnaire also

contains demographic details section. The demographics section consists of four

characteristics that includes gender, age, qualification and experience information

need to fill by the respondents.

3.4.1 Transformational Leadership

Transformational Leadership is an independent variable in this research. The

scale of Transformational leadership includes the 06 items. The questionnaire of

Transformational leadership is developed by (Wang, Law, Hackett, Wang, & Chen,

2005) and the respondents are the middle manager and junior supervisors who

are under the supervision of certain leaders, they are in better position to judge

performance of their leader. The questionnaire will be test using 5-point Likert

scale, 5 shows strongly agree while 1 show strongly disagree. Some of examples of

items include “My supervisor encourages subordinates to be team players.”; “My

supervisor behaves in a manner thoughtful of my personal needs.”

3.4.2 Participative Decision Structure

Participative Decision Structure is a mediator in this research. The instrument

is adopted from the study of (Cohen et al., 1972; Hirokawa & Poole, 1996). The

particular instrument has 3 items. This particular questionnaire utilizes 5-point

Likert scale to gather the data, where 1 denotes the strongly disagree and 5 denotes

the strongly agree. Some sample questions are “I let my group make decisions”.

3.4.3 Team Competence

Team Competence is a moderator in this research. The instrument is adopted

from the research study of (Margerison, 2001) and can be filled by leaders. The

scale contains 3 item. 5-point Likert scale use to collect and test the data, where
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5 is strongly agree and 1 is strongly disagree. Some sample questions are “I am

confident about my team’s ability to carry projects”.

3.4.4 Project Success

Project Success taken as dependent variable in this research. The questionnaire is

adopted from the study of (Shenhar et al., 2001). It has 8 items. Five-point Likert

scale is being utilize in order to check the result and to collect the data. Where 1

depicts the strongly disagree and 5 shows the strongly agree. “All Project goals

were achieved”; “The project was finished on time” are some sample question from

the particular project success questionnaire.

Table 3.1: Instruments

Variable Sources Items

Transformational Leadership
(IV)

Wang, Law, Hackett, Wang, &
Chen, (2005).

6

Participative Decision Structure
(Med)

Cohen et al., (1972) and Hi-
rokawa & Poole, (1996).

3

Team competence (Mod) Margerison, (2001). 3
Project Success (DV) Tallon, Shenhar et al., (2001). 8

3.5 Sample Characteristics

During distribution of questionnaire respondent’s privacy will make sure and no

questions were supposed to ask which respondents don’t feel to answer, so in order

to check the characteristics of the sample only necessary demographics will asked

from the respondents which important to the analysis. The demographics section

contains the gender, age, education and experience section.

The detail of each demographic is given below.

3.5.1 Gender

In order to obtained an unbiased response, the questionnaire is design to ensure

that questionnaire is compatible for both male and female respondents and both
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are encouraged to give their responses but as our targeted organization are project

based including from the field of engineering so female respondents is less as com-

pared to male response, the table below will show the gender response.

Table 3.2: Gender Percentage

Gender Frequency Percent

Male 220 81.5
Female 50 18.5
Total 270 100

Table 3.2 shows the information related to gender. Table statics shows that the

male respondents are more with a percentage of 81.5% and female respondents

contribution is around 18.5%. The above data revealed that the male respondents

is greater in number as compare to female respondents. As in project based-

organization particularly on sties, where the data is mostly collected, the male

population is greater in number as compare to females.

3.5.2 Age

Respondents age is another demographics that is important for the aspect of anal-

ysis. Age is the second demographics that need to respond by the respondent.

For the particular study, to take respondents age frequency, age is divided into

different ranges, starting from 18 to 55 and above, the purpose of division to make

it easy for the respondents to give age response as some respondents are not quite

comfortable on providing the age response so the age ranges are made.

Table 3.3: Age Percentage

Age Frequency Percent

18-25 75 27.8
26-33 147 54.4
34-41 25 9.3
42-49 13 4.8
50 and above 10 3.7
Total 270 100
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The above Table 3.3 shows that in respondents the maximum percentage is be-

tween the age of 26-33 which is around 54.4% of the total response, around 75

respondents is in between age 18-25 covering the 27.8% of the total response. Re-

spondents in between age 34-41 the respondent are 25 covering 9.3%, from 42-49

age 13 response covering 4.8% and from 50 and above age the 10 responses which

is 3.7% of the total percentage.

3.5.3 Qualification

Qualification of respondents is an important factor; as qualified employee is im-

portant asset for an organization in achieving project success. So the targeted

respondent is from project based organizations so it is expected that the respon-

dents are usually qualified and have knowledge of their related fields.

Table 3.4: Qualification Frequency

Qualification Frequency Percent

Matric 2 0.7
Inter 4 1.5
Bachelor 122 45.2
Master 71 26.3
MS/M.Phil. 65 24.1
PHD 6 2.2
Total 270 100

Table 3.4 shows the percentage of qualification of respondents as seen from the

table the highest respondents are 122 have bachelors covering the 45.2% of the

total response, master is second highest with frequency of 71 respondents covering

the 26.3% of total response, while third highest respondents are MS/M.Phil. with

frequency of 65, covering 24.1% of total response, PHD are 6 in frequency, matric

is 2 and inter frequency is 4, covering 2.2%, .7% and 1.5% of the total response.

3.5.4 Experience

The last demographics that need to filled by the respondents is their experience

in the organization, as in this particular study the aim is to find out the impact
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of transformational leadership on project success. so experience respondents can

better evaluate their leader and able to come up with a genuine response.

Table 3.5: Experience

Experience Frequency Percent

1-5 154 57.0
6-10 61 22.6
11-16 29 10.7
17-22 8 3.0
23-28 11 4.1
29 and above 7 2.6
Total 270 100

The above table show the experience of the respondents as the 154 respondents

have 1-5 years of experience, covering the maximum percentage 57%, 61 respon-

dents have 6-10 years of experience, 29 have 11-16 years of experience covering

22.6% and 10.7% of the response respectively. 8 respondents have 17-22 years

of experience, 11 have between 23-28 and 7 respondents have experience of more

than 29 years, covering 3%,4.1% and 2.6% of the total response.

3.6 Pilot Testing

Generally pilot testing is done at the initial stage of data collection when ques-

tionnaire is distributed and respondents starting to respond. The purpose of pilot

testing to check the scale reliability and any abnormities in the adopted scales, it

gives us an idea that we are heading in right direction or not.

In this particular study a sample of 60 respondents is used to carry out the pilot

testing the below table show the results of the pilot testing. In pilot testing the

value of Cronbach alpha is to determine the results. If the value is greater than

0.7 our results are accordingly to the what we desired.

The table shown below denotes the Cronbach’s alpha (α) value for each variable

is greater than 0.7 so no issues in the scales reliability.
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Table 3.6: Reliability of Pilot Testing

Variables Items Cronbach’s alpha(α)

Transformational Leadership 06 0.912
Participative Decision Structure 03 0.704
Team Competence 03 0.830
Project Success 08 0.910

3.7 Data Analysis Techniques

In order to generate statistical results, multiple tools and techniques are used. The

selection of tools and techniques depend upon the research purpose and research

model. The first step is to collect the data, after collection of data 270 responses

selected for the analysis. Confirmatory Factor Analysis is performed to check the

model fitness utilizing AMOS. To find out the links between the variables correla-

tion analysis is performed, regression analysis is performed to find out the casual

relationship between the variables through using SPSS2.0 for linear and multiple

regression analysis, while for multiple regression analysis Andrew F. Hayes pro-

cess macros utilized. To find out the mediation model 4 is utilized and in order to

check the moderation effect model 1 of Andrew F. Hayes process macros utilized

through SPSS 2.0.

Pilot testing of data is also done before the analysis to check whether the research

and data collection is heading in right direction or not. To demonstrate the values

tables and figures are utilized.To check the effect of demographics control vari-

ables analysis is performed to find out which demographic variable need to control

during other analysis. Scale reliability test is also performed in order to check the

reliability of the scale. The important variables and values that depict the signif-

icance and indicator are defined and their threshold level also highlighted during

the results demonstration.
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Results

In order to perform data analysis data software like AMOS and SPSS is used. In

order to check the model fitness and to do the Confirmatory factor analysis AMOS

is used. Additionally, SPSS is utilized to find out descriptive statistics, reliability

analysis and regression analysis.

4.1 Confirmatory Factor Analysis

In order to check the model fitness, the AMOS is used. To perform the analysis

some variable value need to be checked, these variables are chi-square, Comparative

Fit Indices (CFI), Root Mean Square Error of Approximation (RMSEA), Tucker-

Lewis Index (TLI), incremental fit index (IFI)and Goodness of Fit Index (GFI).

The acceptable value of chi-square is less than 3. The values of chi-square lesser

then 3 represents a good model fit.

The acceptable range for Comparative Fit Indices (CFI) is between 0 and 1. The

value of CFI below than 0.90 indicates a poor fit while value greater than 0.90

indicates a good fit and value closer to the 1 will indicate greater model fit.

The acceptable value of Goodness of Fit Index (GFI) is between 0 and 1. The

value of GFI must be greater than 0.80 for model fitness, value closer to 1 will

indicate good greater fitness.

The value of Tucker-Lewis Index (TLI) is greater than 0.90, value greater than

37
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0.90 will represent the good model fit and below 0.90 will indicate poor model fit.

For good model fitness the value of Root Mean Square Error of Approximation

(RMSEA) will be lesser then 0.05.

4.1.1 Measurement Model

Confirmatory Factor Analysis is performed on AMOS. The model whose fitness

is tested is consist of four variables Transformational Leadership, Participative

Decision Structure,Team Competence and Project success. The table below show

the statistics of the Confirmatory Factor Analysis

Table 4.1: Measurement Model

Model CMIN/DF CFI TLI IFI GFI RMSEA

Baseline Hypothesized
Model

1.328 0.983 0.980 0.984 0.928 0.035

The table 4.1 shows the values for model fitness. The chi-square value is within

the acceptable range which is less than 3. So the value of chi-square is 1.328 rep-

resents the good model fit.

The value of CFI is .983 which is in allowable range representing good model fit.

The value of TL and IFI must be greater than 0.9 so both values are greater than

threshold value depicting excellent model fit. The value of GFI is between 0 and

1, the value closer to 1 represent the excellent model fitness so in our case the

value is .928 which represent the good model fit.

The value of Root Mean Square Error of Approximation (RMSEA) will be lesser

then 0.05 so from the table the value is .035 which is with the lesser 0.05 so it is

also acceptable and depict excellent model fit.

The model whose fitness is tested is consist of four variables Transformational

Leadership, Participative Decision Structure,Team Competence and Project suc-

cess.To perform the analysis some variable value need to be checked, these variables

are chi-square, Comparative Fit Indices (CFI), Root Mean Square Error of Ap-

proximation (RMSEA), TuckerLewis Index (TLI), incremental fit index (IFI)and
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Goodness of Fit Index (GFI).

Figure 4.1: Measurement Model

4.2 Descriptive Statistics

In this analysis the information about the data is found out. Descriptive Statis-

tics of all the four variable includes Transformational Leadership, Participative

Decision Structure, Team Competence and Project Success are presented in the

table below. The descriptive statistics represent the sample size, maximum and

minimum value of each variable. It also gives the mean and standard deviation

from the mean value for each variable. The higher value of means represents that

the respondents responds in favor of the agreement and lower value depicts that

the respondents response is more towards disagreement. The below table 4.2 give

the brief details of the descriptive statics, showing the total number of responses

of Transformational Leadership which is an independent variable in this research

, Participating Decision Structure which is a Mediator and Project Success which
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is the dependent variable in this research. The N depict that the total number of

respondents are 270 and their is no missing value in the data.

Table 4.2: Descriptive Statistics

Variables N Min Max Mean SD

Transformational
Leadership

270 1.00 5.00 3.87 0.87

Participative Deci-
sion Structure

270 1.00 5.00 4.11 0.73

Team Competence 270 1.00 5.00 4.14 0.72
Project Success 270 1.63 5.00 4.06 0.73

The above table 4.2 shows the sample size of each variable, minimum, maximum

values, the mean and the deviation of the value from the mean value known as

standard deviation value. The higher the value of mean depicts the respondent’s

inclination towards the agreement and lower the value depicts the inclination of

respondents towards disagreement. The mean value of Transformational Leader-

ship is 3.87 with standard deviation of 0.87 show that supervisors, employee agree

with the Transformational Leadership qualities of their leader. The mean value

for Participative Decision Structure is 4.11 with standard deviation of 0.73 these

results depict the agreement of the Participative Decision Structure increases the

decision making skills of the subordinates and managers. The mean of Team Com-

petence is 4.14 and deviation is 0.72 depicts that the respondents agree that the

Team Competency is necessary for the Project Success while the mean value of

Project Success is 4.06 and with standard deviation of 0.73.

4.3 Control Variable

To find out the control variable One-way ANOVA is conducted. The main purpose

of this to find out the whether demographics has any impact on the dependent

variable which is in over case is Project Success. If any demographics has impact

than the particular demographic is controlled during for other analysis.

The table 4.3 depicts that the gender, age and qualification has significance value
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Table 4.3: Control Variable

Control Variables F-Value Significance

Gender 2.462 0.118
Age 0.804 0.524
Qualification 0.161 0.976
Work Experience 2.256 0.049

greater than the threshold value 0.05 so these demographics doesn’t have any

impact on the dependent variable Project Success, so these three are not need to

be controlled but the significance value of the experience is less the threshold value

0.05 which means that the experience has some impact on the Project Success so

experience variable can be controlled for furthers analysis.

4.4 Reliability Analysis

In order to check the reliability of the scale, reliability analysis is performed in

SPSS. The reliability of the scale can check by checking the value of Cronbach’s

alpha(α). The range of Cronbach’s alpha(α) is between 0 to 1, the higher the

value of Cronbach’s alpha(α) the higher the reliability of the scale. The value

of Cronbach’s alpha(α) for each variable can be greater than 0.7. The value of

Cronbach’s alpha(α) greater than 0.7 can confirm the reliability of the scale.

Table 4.4: Reliability Analysis

Variables Items Cronbach’s alpha(α)

Transformational Leadership 06 0.882
Participative Decision Structure 03 0.755
Team Competence 03 0.836
Project Success 08 0.917

The table 4.4 depicts the reliability of the scales. The value of Cronbach’s alpha(α)

can determine the reliability of the scales. The value must be greater than 0.7

in order to ensure the reliability of the scale. The value of Transformational

Leadership is 0.882 which is greater than 0.7 so scale is reliable. The value of

Participative Decision Structure is 0.755 which is greater than 0.7 which shows
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the scale is reliable. For the Team Competence the value is 0.836 which is greater

than the threshold value so scale is also reliable in this case. Moreover, for Project

Success the value is 0.917 which is greater than threshold so Project Success scale

is also reliable in this case well. So for all variables value of Cronbach’s alpha(α)

is greater than the threshold value so the scales are reliable for each variable.

4.5 Correlation Analysis

Correlation Analysis is performed in order to find out the links between the vari-

ables. The basic purpose of correlation to check the relationship between the

variables. The particular research aims to find out the impact of Transformational

Leadership on Project Success while checking the relationship of Participative

Decision Structure as mediator role and also finding the Team Competence as

moderator between Participative Decision Structure and Project Success. The

correlation is checked by looking the value of Pearson correlation, the value of

Pearson correlation indicates the nature as well as the strength of the relationship

of one variable to other the range of Pearson correlation is between -1 to 1, if the

value is positive then its indicate that variable are moving in same direction if

there is increase in the value of one variable then the value of other variable also

increase. The negative sign indicates that the variables are moving in opposite

directions if the one variable increases the other will be decrease. The Pearson

correlation is donated by “r”, if its value is between 0.1 to 0.3 it indicates a week

correlation between the variables, if value is between 0.3 to 0.5 it indicates a high

correlation and if the value of “r” is greater than 0.5 than it means a strong corre-

lation exists between the variables, while value 0 indicates no relationship between

the variables.

The table 4.5 shows the correlation among the variables. The above table shows

that there is positive, significant relationship between the Transformational Lead-

ership which is an independent variable in the current research and Participative

Decision Structure which is a mediator in this research the value of r for both vari-

able are r=0.531 and p<0.001.The table show that there is positive and significance
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Table 4.5: Pearson Correlation

Variable 1 2 3 4

Transformational
Leadership

1 - - -

Participative Decision
Structure

0.531** 1 - -

Team Competence 0.503** 0.654** 1 -
Project Success 0.548** 0.643** 0.691** 1

* p <.05; ** p <.01; *** p<.001

relationship between the independent variable (Transformational Leadership) and

the moderator with is Team Competence, the r value for the both variables are

0.503 and p<0.001. The value of r for independent variable which is Transforma-

tional Leadership and dependent variable which is Project Success is r=.548 and

p<0.01 so shows the positive and significant value for both variables.

The value of r between mediator Participative Decision Structure and the modera-

tor which is Team Competence is r=0.654 with p<0.01 showing positive significant

relationship between these variables. In between the Participative Decision Struc-

ture and Project Success the value of r=0.643 and p<0.01 showing positive and

significant value. The r value in between the Project Success and Team Compe-

tence is r=0.691 with p<0.01 showing another significant and positive relationship.

4.6 Regression Analysis

Correlation analysis only tells about the links between variables. Moreover, the

correlation analysis lacks to explain the cause and effect between the variables, it

also lacks in defining the amount of change one variable bring to other and also

not explain the casual relationship of the variables. So in order to find out the

casual relationship among the variable the regression analysis is performed, it also

explain the dependency of one variable to other variable.

Generally, regression analysis is of two types, one type is called simple regression

or linear analysis and other is known as multiple regression analysis. As the

name suggest the linear or simple analysis is done when have to find the casual
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relationship between the two variables, while the multiple regression is done when

have to find out the causal relationship among more than two variables, like to

find out the effect of moderation and mediation.

4.6.1 Linear Regression

The table below show the results of linear regression; the aim is to find out the

casual relationship between the IV and DV.

Table 4.6: Linear Regression

Project success

Predictor β R2 ∆R F Sig

Model
Transformational
Leadership

0.543 0.323 0.317 116.11 .000

The above table 4.6 show that the significant results in case of IV and DV. The

change in DV which is Project Success due to the change cause by IV which is

Transformational Leadership is explained by the value R2 which is 0.323 variations.

The value of R2 is in between 0 and 1, so it is in acceptable range. The p value is

sig.=.000 which indicate the model is significant. The F=116.11 value also indi-

cate the model is significant. There is 32.3% percent change in dependent variable

which is Project Success due to change in independent variable Transformational

Leadership, change per unit is denoted by β which is 0.543, which indicate on

unit change in Transformational Leadership can change 0.543 units change in the

Project Success. The model is statically significant which means there is positive

association exist between Transformational Leadership and Project Success which

proves the first hypothesis which states that

H1: Transformational Leadership is positively associated with the Project Suc-

cess.

The table 4.7 show the model is significant as the value of p=.000 which indicates

the model is significant, the value of R2 depicts the change caused in Participa-

tive Decision Structure due to change in Transformational Leadership so the 30 %
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Table 4.7: Transformational Leadership and Participative Decision Structure

Participative Decision Structure

Predictor β R2 ∆R F Sig

Model
Transformational
Leadership

0.526 0.309 0.304 107.030 .000

variation occur in Participative Decision Structure as the change occur in Trans-

formational Leadership. While taking about the unit the value of unit change is

denote by β so value is 0.526, which depicts that one unit change in Transfor-

mational Leadership will change 0.526 unit in the value of Participative Decision

Structure. The above table depicts the model is significant as the F=107.030

value indicates that model is significant, so there is a positive relationship be-

tween Transformational Leadership and Participative Decision Structure. So the

second hypothesis proposed earlier can be accepted so the table value proves

H2: Transformational leadership is positively associated with the Participative

Decision Structure.

Table 4.8: Participative Decision Structure and Project Success

Project success

Predictor β R2 ∆R F Sig

Model
Participative Decision
Structure

0.633 0.411 0.388 117.162 .000

The table 4.8 above shows the positive significant relationship between Partic-

ipative Decision Structure and the Project Success. The value of R2 represent

that the 41 percent change in Project Success caused due to change in value of

Participative Decision Structure. The relationship is significant shown by p value

which is P<.001 in this case. While β shows the on unit change in Participative

Decision Structure can cause a change of .633 unit change in the Project Success.

The F value also depict that the model is significant with a value of F=117.162.

So that shows there is a significant positive relationship between the Participative



Results 46

Decision Structure and Project Success this leads to conclusion that hypothesis

three also accepted, which states that

H3: There is a positive relation between Participative Decision Structure and

Project Success.

4.6.2 Multiple Regression

In order to find the casual relationship between two or more variables the mul-

tiple regression analysis is performed, so to perform the multiple regression the

Andrew F. Hayes process macros is utilized in order to check the moderation and

mediation effect. To find out the mediation effect the model 4 is utilized and to

perform the analysis. The mediation effect tells about the relationship between

the independent and dependent variable, it gives answer to question that how in-

dependent variable is related to dependent variable. In this particular study the

Participative Decision Structure is used as mediator in between the relationship of

Independent variable which is Transformational Leadership and dependent vari-

able Project Success.

Table 4.9: Mediation

IV Effect
of IV
on
M (a
path)

Effect
of M
on
DV (b
path)

Total effect
of IV on
DV(c path)

Direct Ef-
fect of IV
on DV (c’
path)

Bootstrapping
result
for in-
direct
effect

β t β t β t β t LL 95 UL 95
TL 0.44*** 10 .46*** 8.87 .45*** 10 .24*** 5.5 .1424 .2758

N = 270, IV Independent variable, M Mediator Variable, DV Dependent variable,
LL Lower level confidence interval, UL Upper level confidence interval ***

p<0000

The figure 4.2 shows the effect in detail. The figure 4.2 has shown the relation of

the all the effects including the direct, indirect and with the presence of mediator

and with out presence of mediator . the values of direct, indirect effect was also

mentioned. the figure also shows the relationship as well including independent to
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dependent variable, independent to mediator, from mediator to dependent vacat-

able as well.

Figure 4.2: Mediation Analysis with Coefficients.

Hypothesis 4 states that the Participative Decision Structure has a mediating effect

between Transformational Leadership and Project Success. To check mediation

effect Andrew F. Hayes process macros are utilized model 4 is run to check the

hypothesis through SPSS. Model 4 is used to determine the values of four path a,

b, c and c’ to determines whether the mediation occur or not.

The figures above will show the path details and the respective values as well.

Total effect “c”

Total effect depicts effect between Transformational leadership IV and the DV

Project Success. The total effect is 0.4501 with significance level p=0.000, which

depicts that the around 45 percent variation in the Project Success as due to

change in Transformational Leadership. There is no zero between the bootstrap

lower limit and upper limit. The value of lower limit is .3678 and upper limit is

0.5323. These values depict that the hypothesis 1 is accepted.

Total effect “c’ ”

It shows the effect of Transformational Leadership IV on DV Project Success in

the presence of mediating variable which is Participative Decision Structure for the
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particular study. The value of direct effect is 0.2436 with the p value of p=0.000,

these values enunciates Transformational Leadership is responsible for 24 percent

variation in the Project Success in the presence of mediating variable which is

Participative Decision Structure.

Indirect Effect

It is basically an indicator that defines that is there any mediation effect between

independent variable and depend variable, like Participative Decision structure

mediates the relationship between the Transformational Leadership IV and DV

Project Success. The indirect effect bootstrapping value shows that significant

results as there is no zero in between the upper and the lower limit so the values

are lower limit is 0.1424 and value of upper limit is 0.2758. So these values suggest

that that mediation exits so hypothesis 4 is accepted, which states that

H4: Participative Decision Structure mediates the relationship between Transfor-

mational Leadership and Project Success.

4.6.3 Mediated Moderation Analysis

Moderation variable is work like a catalyst.The role of Moderation variable in

between predictor and dependent variable to strengthen or weakens the relation-

ship (Morgan-Lopez & MacKinnon, 2006). Hypothesis 5 states that the Team

Competence moderates the relationship between Participative Decision Structure

and Project Success. To check the moderating effect, Andrew F. Hayes process

macros are utilized model 1 is run to check simple moderation, since our model

is mediated moderation so model 14 is utilized to check the mediated moderation

effect and check out the results. The results are shown in table 4.11.

The table 4.10 shows moderation value, as the relationship between the Participa-

tive Decision Structure and Team Competence is not significant p=.6201 so there

is a change in sign as well between the lower as well as the upper limit, as value

of lower limit is -0.0532 and upper limit value is .0891,so zero lies between zero

upper and lower limit, which means the hypothesis 5 is rejected which states that

Team Competence moderates the relationship between the Participative Decision
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Table 4.10: Moderation Table

DV Effect
of
PDS
on PS

Effect
of TC
on PD

Total effect of
PDS*TC on
PS

Bootstrapping
result for
in- direct
effect

β t β t β t LL UL
PS 0.3328*** 5.954 .4715*** 8.528 0.0179 .4962 -.0532 .0891

Structure and Project Success. The table 4.11 shows the mediated moderation

values and results the further details given below.

Table 4.11: Mediated Moderation

coeff Se T P LLCI ULCI

Constant 3.343 0.16 9.67 0.00 3.00 3.67
TL 0.168 0.040 4.12 0.00 0.088 .248
PD 0.251 0.057 4.36 0.00 0.137 0.364
TC 0.416 0.055 7.53 0.00 0.307 0.524
Int 1 0.015 0.035 .451 0.652 -0.053 0.085

From the table 4.11 the interaction term shows the mediated moderation is in-

significant as the p=.6500 which is greater the threshold value while there is sign

change between the LLCI and ULCI of the interaction term so zero exist between

the LLCI and ULCI so mediated moderation is insignificant in this case, which

proves no moderation exist.
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4.7 Summary of Hypothesis

The table below is the representation of the hypothesis proposed for this study,

status of hypothesis acceptance as well rejection is also indicated by this table,

four hypotheses are accepted while only one will be rejected according to the result

and analysis.

Table 4.12: Summary of Hypothesis

Hypotheses Statements Results

H1 Transformational Leadership is posi-
tively associated with the Project Suc-
cess.

Accepted

H2 Transformational Leadership is posi-
tively associated with the Participative
Decision Structure.

Accepted

H3 There is a positive relation between Par-
ticipative Decision Structure and Project
Success.

Accepted

H4 Participative Decision Structure medi-
ates the relationship between Transfor-
mative Leadership and Project Success.

Accepted

H5 Team competence moderates the rela-
tionship between Participative Decision
Structure and Project Success.

Rejected



Chapter 5

Discussion and Conclusion

5.1 Discussion

The main purpose of this study is to find out the impact of Transformational Lead-

ership on Project Success. The purpose also includes to check that the leadership

styles particularly Transformational Leadership impact on the decision making

process, also to find the mediating role of Participative Decisions Structure be-

tween Transformational Leadership and Project Success. The research also in-

tended to study the moderating effect of Team Competence. To check the hy-

pothesis data is collected from the project-based organizations located in twin

cities Rawalpindi and Islamabad, Pakistan.

The analysis results show that the Transformational Leadership has significant

positive impact of the Project Success. Transformational Leadership also has

significant relation with the Participative Decisions Structure, while results shows

that Participative Decisions Structure mediate the relationship between the Trans-

formational Leadership and Project Success. Total of five hypotheses are prospered

H1, H2, H3 and H4 are accepted while the H5 depicting the moderating effect of

team competence in between the Participative Decisions Structure and the project

success is rejected by the analysis result.

The details discussion on each hypothesis is given below.

51
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5.1.1 H1: Transformational Leadership is Positively

associated with the Project Success

First hypothesis states that Transformational leadership is positively associated

with the Project Success. According to the results (β = 0.543, t = 10.776, p =

0.00) there exist a significant positive relation between the Transformational Lead-

ership and Project Success. The value of t should be greater than 2 which depict

significant relationship, so result show t value is 10.776 which proves relation is

significant, the value of β depicts that the if there is one unit change in Trans-

formational Leadership, there will be 54.3 units increase in Project Success. It is

evident from the previous literature that leadership style is considers among the

critical factors that influence the Project Success (Lloyd-Walker & Walker, 2011).

Particularly Transformational Leadership impacts Project Success positively, in-

creases performance and inspires followers to perform better then what is expected

from them through team building, problem solving and setting high standards and

goals to for the team to achieve (Klein et al., 2009). Transformational Leadership

inspires each individual and emphasizes on shaping and aligning the individual

needs into organization’s needs (Tyssen, Wald & Spieth, 2014).

Previous literature has identified that Transformational Leadership has four major

characteristics, including individualized consideration, idealized influence, intellec-

tual stimulation and inspirational motivation, with these attributes and charac-

teristics transformational leaders leads the project to success (Aga et al., 2016).

While Project Success is a measures that aims and objectives of the project is

fulfilled or not, will project complete with in the given time, cost. Will project

has maintained its expected quality standards or not (Serrador & Turner, 2015).

During this research it is identified that Transformational Leadership positively

associated with the Project Success as if transformational leadership style followed

throughout project life the project not only completed within the given the time

but also project meet the user expectations as well which eventually leads to more

successful projects (Albert et al., 2017). Transformational leaders inspire their

subordinates and empower them, so they can achieve more than what is expected

from them (Bass & Riggio, 2006).
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According to the Self-determinant theory every employee has basic psychological

needs and these needs are to be fulfilled in order to be keep them motivated so

they can perform their duties well (Eyal & Roth, 2011). One basic psychological

need includes autonomy, which means employee like to have the authority and

empower, these virtues keep employee motivated and will perform their duties

well. So from the results and above discussion it is evident that Transformational

leadership style plays a vital role in empowering employees, which boost up the

confidence level of the employees, employee performance will increase which ulti-

mately increases the project success. So this leads to the acceptance of hypothesis

H1.

5.1.2 H2: Transformational Leadership is Positively

associated with the Participative Decision Structure.

Second hypothesis states that the Transformational Leadership is positively asso-

ciated with the Participative Decision Structure. According to the results (β =

0.526, t = 10.346, p = 0.00) there exist a significant positive relation between the

Transformational Leadership and Participative Decision Structure. The threshold

value for the t will be greater than 2, which depicts the relation is significant, while

the value of β depicts that the if one unit change in Transformational Leadership

then there is chances of 52.6 units increase in Participative Decision Structure.

Researchers argued that the leadership and decision making shares same virtues

in fact leadership is judged by the decision leader makes during difficult times, im-

portant decision decide the fate of the organization (May & Chan, 2003). Decision

making is not an easy process, leaders encourages their employees, subordinates to

take part and to help in decision making process, particularly in transformational

leadership leader challenges their follower the ways they think, they inspire them

and motivate them to take part in organizational activities and participate in deci-

sion making process, by showing these virtues leaders gain respect and trust from

employee and subordinates. The trust and respect increases the motivational level

of the employee and they can be more loyal towards the organization which leads

to the better performance and increase progress of the organization and employees
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(Yasir & Mohamad, 2016).

PDS refers that the decision making is not only reserved for the top management

and team members who are at vital position in the organization. In Participative

Decision Structure each member of the organization has the opportunity to give

their input in the company’s crucial decision (Harris, 2009). It is a way to attain

high performance, productivity and other beneficial outcomes (Black & Gregersen,

2000). Transformational leaders transfer authority to the subordinate and allow

them to take part in organization important activities such as decision making,

in this way employees feel motivated and more confident. When employee feel

motivated at work they tend to participate more in organizational activities, de-

cision process and their satisfaction level considerable increase which ultimately

beneficial for both the organization and for the employees as well (Salas-Vallina &

Fernandez, 2017). Self-determinant theory explains the need of relatedness which

explain that every employee want that he/she will be included in important or-

ganizations activities, such as decision making process. Transformational leader

not only empowers the employees but also encourages followers to participate in

organizational activities, to give their input and feed back in organizational crucial

activities including decisions making. They also value the participation from the

subordinates and make sure that each member feel ease in giving their feedback

and everyone do participate in decision making process and other progressive ac-

tivities (Bouwmans et al., 2017). So from above discussion and results it is evident

that transformational leadership not empowers the employees but also make sure

they participate in the decision process of the organization thus this proves second

hypothesis H2.

5.1.3 H3: There is a Positive Relation between

Participative Decision Structure and Project Success

Third hypothesis there is a positive relation between Participative Decision Struc-

ture and Project Success. According to the results (β = 0.633, t = 13.310, p

= 0.00) positive significant relationship exist between the Participative Decision

Structure and Project Success. The value of t must be greater than 2 in case
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the relation to be significant so from the result it is seen that the value of t is

13.310 which depicts the relation is significant, the value of β depicts the unit so

if there is one unit change in Participative Decision Structure then there is 63.3

units increase in Project Success.

Participative Decision Structure refers to as shared influence including the su-

pervisor and the employees, in PDS decisions are not only made by the mutual

cooperation of both the leaders and the top management, but each team mem-

ber has the authority to give input and feedback in organizational decision making

process (Tremblay & Roger, 2004). It not only improves the collaboration between

the teams but a source of employee commitment and satisfaction which ultimately

increase overall project performance (Tarara, 2005). There are many advantages

associated with PDS like it improves the decision quality, can help employees to

fulfill their needs by taking their own decisions,it gives employee a freedom so they

can search out different ways to solve their problems, it gives a sense of ownership

to the employee so they feel motivated and satisfied with their jobs and perform

their duties more enthusiastically (Salas-Vallina & Fernandez, 2017).

Project Success is defined in literature as a measure that aims and objectives of

project are achieved or not, it is also a measure whether the employee are satisfied

with their job and will employees actively participate in the ongoing project ac-

tivities, as satisfaction and participation of employee are the critical factors that

represents the success of the project (Serrador & Turner, 2015). To perform ex-

ceptionally it is important for an employee to be satisfied and enjoy his role in

the organization, PDS brings positive attitude among employees, employee un-

der PDS feel more confident and can contribute more positively and also perform

their duties well, which is eventually good for the wellbeing of employee as well

as the for the whole organization (Fisher, 2010). Moreover, in under developed

countries project have many challenges, top management faces many issue related

to decision making and employee commitment to work, PDS is suitable for these

environment as decision are made mutually by the agreement of employee and

top management as well. It will not only make ease from top management also

make the employee more satisfied and committed with their work, which results
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more and more successful project (Andersen & Segars, 2001). So from the result

and discussion it is evident that Participative Decision Structure is crucial factor

for employee commitment and satisfaction which ultimately leads to successful

project so that proves the hypothesis H3.

5.1.4 H4: Participative Decision Structure Mediates the

Relationship between Transformative Leadership and

Project Success.

Forth hypothesis states that Participative Decision Structure mediates the rela-

tionship between Transformative Leadership and Project Success. The hypothesis

is accepted as from the results it is evident that significant relation of Participa-

tive Decision Structure as a mediator between the Transformative Leadership and

Project Success, the value of upper limit and the lower is .2758 and .1424, there is

no zero exist between upper and lower limit so this suggest the mediation of Par-

ticipative Decision Structure between the Transformative Leadership and Project

Success.

PDS define decision making as a mutual process in which each member of the

organization has the opportunity to take part in company major decisions and

other related activities (Harris, 2009). Participative Decision Structure improves

the efficiency of the employees, as employees are more involve in organizational

processes and other activities, PDS also bring virtues like loyalty, productivity

and high performance thus making projects more and more successful (Black &

Gregersen, 2000). PDS is suitable for developing countries as in developing coun-

tries culture there is less involvement of employee and other team’s member in

making company policy and in taking major decisions and organizations are not

well structure enough so PDS is a great solution to such organization and it bring

employee commitment and increase the efficiency of the employee (Andersen &

Segars, 2001, Black & Gregersen, 2000).

As from literature transformational leaders are famous for their employee oriented

behaviors, they tend to decentralize the influence and empower the subordinates,
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encourage the employee to actively participate in major activities like decisions-

making process. they tend to improve the performance by challenging employee,

setting higher goal for the employee to achieve, they value input from the employ-

ees and make sure everybody plays their part in the organization, the quality of

decision making considerably improves due to involvement of each member par-

ticipation, due to theses virtues and characteristics transformational leaders earn

respect and trust among the employee and in the organization as well, since they

are in better position to lead and they can perform the project more successfully

(Yasir & Mohamad, 2016).Transformational leaders encourage participation and

Participative Decision Structure also encourage each team member to participate

and give feedback in order to achieve a mutual decision strategy for the organiza-

tion, in this way not only the decision quality will improve and but also employee

able to take control of the decision that directly effect on their performance, in

this way employee feel more connected to the organization and able to perform

their duties more enthusiastically, which leads to better performance of the em-

ployee as well as the better performance of the organization and which leads to

more and more successful projects(Black & Gregersen, 2000). So from the above

discussion and results it is evident that PDS is a way to bring the involvement

of the employees and also helpful for Transformational leader to empowers the

employee, to bring virtues like loyalty and commitment of the employee which is

helpful in achieving more and more better performance which ultimately leads to

project success. These discussion leads to proves the hypothesis H4.

5.1.5 H5: Team Competence Moderates the Relationship

between Participative Decision Structure and Project

Success

The hypothesis H5 states that Team Competence moderates the relationship be-

tween Participative Decision Structure and Project Success. The hypothesis is

rejected by the results (β = 0.0179, t = .496, p = 0.6201). For the relation to be

significant the value of P should be less than 0.05. The above results depict that
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the value is greater than the threshold value. Another indicator t value must be

greater than 02 but for this relation the value of t is lesser than the 2. The upper

limit and lower limit value .0891 and -.0532 lower limit indicates a sign change

which means the presences of zero in between these two values so the on these

bases the hypothesis H5 is rejected by the results. The hypothesis H5 is rejected

which says that the Team Competence moderates the relationship between the

Participative Decision Structure and Project Success. The moderation effect is

rejected on the basis of result from the regression analysis and the results shows

that the Team Competence don’t be moderator in this case. Project Success don’t

effect by the Team Competence. From the results we can conclude that presence

and absence of Team Competence have not any significant effect on the relation-

ship between the Participative Decision Structure and Project Success.

The results are not according to hypothesis that is supposed during this research

as from the literature prior research conducted by Zhu and Kindarto (2016) it is

evident that from the results that Team Competence does effect the relationship

between Participative Decision Structure and Project Success, Zhu and Kindarto

(2016) further elaborates that the Participative Decision Structure benefits project

success irrespective of the levels of Team Competence. Even in case of low Team

Competence, still Participative Decision Structure greatly influence and benefits

the Project Success.

One reason of rejection of this hypothesis is that the studies shows that cross sec-

tional data collection design for participative decision structure can subjected to

prejudice and one cannot assess the actual effect of team competence in the or-

ganization through cross sectional data collection method. Team competence has

very minor effect on the participative decision structure and project success, which

is difficult to measure unless the data is collected through proper longitudinal ap-

proach (Somech, 2010). The other reason that the particular study is conducted in

Pakistan, the project dynamics are different from other developed countries. As in

underdeveloped countries (like Pakistan) have high power-distance culture (Hof-

stede, 2001). In high power-distance culture it is assumed that employee is less

competent and employee always feel fear of punishment and penalty if question
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or challenge top management decision so their competence level never be able to

make an impact whenever they asked to participate in the decision making process

(Sagie & Aycan, 2003). Therefore, we can conclude that team competence level

irrespective of low or high competence cannot effect the decisions making process

in under developing countries which in the long run effects the Project Success.

So from the above decision and from the results it is evident that Team Compe-

tence has not any significant effect on the relationship between the Participative

Decision Structure and the Project Success, so Team Competence value is low or

high Participative Decision Structure still benefits the Project Success, these states

leads to rejection the hypothesis H5 which conclude that the Team competence

moderates the relationship between Participative Decision Structure and Project

Success.

5.2 Practical and Theoretical Implication

This particular study has both practical and theoretical implication. The study

contributes theoretically as this study is a continuation of the research done by the

Zhu and Kindarto (2016) where different leadership styles are tested with different

decision structures and Transformational Leadership style with Participative Deci-

sion Structure is identified as an area to perform research and check the impact of

Transformational leadership on Project Success. The relationship between these

two is tested using one mediator variable which is Participative Decision Structure

and Team competence as a moderator between Participative Decision Structure

and Project Success. The hypothesis assumed are verified using data collection

and doing analysis using SPSS and AMOS. Data is collected from project-based

organizations and targeted respondents are middle managers and leaders.

This research also gives solution to project manager and leaders to use Transfor-

mational Leadership in order to achieve Project Success. This study also gives

solution to the organization as decision making is one of the important and diffi-

cult task for an organization so this study contributes by giving recommendation

to use Participative Decision Structure in Project-based organizations in order to
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maximize the performance of the employees and making project more and more

successful.

One of the contribution made by this is to demonstrate that there is no significance

impact of Team Competence as a moderator in between Participative Decision

Structure and Project Success. According to the results at lower and high level of

Team Competence the Participative Decision Structure influence and benefits the

Project Success (Zhu & Kindarto, 2016). This research is an effort to promote the

culture of empowering employee in order to make them participate in organization

activities like decision making and other crucial activities, this sole purpose of this

study to share the burden of decision making from top management to employee

by ensuring their participation, this will not only improve the decisions process

but also improve employee efficiency which ultimately leads to better performance

and eventually good for project success.

5.3 Limitations of the Research

Nothing is perfect in this world, there is always margin for improvement. This

study is done to make sure every limitation is overcome but some still remained

so these limitations are discuss below.

One of the main limitation of this research was that the data was collected in

very short interval of time, as time was very short and before deadline all work

should be complied and submission should be done before deadline, so convenient

sampling techniques was use to collect data.

The data was collected from the project-based organization located only within the

twin cities so the data will not able to represent the actual picture of project-based

organization in Pakistan. Due to shortage of time data collected from project-

based organizations from different sectors including construction, mechanical and

other related sector thus the data and result were representing generalize conclu-

sion of the sectors and not representing a particular sector of the society.

The sample size was also very small. Small sample size denotes the overall popula-

tion of the Pakistan since this study takes place in Pakistan so it is difficult to do
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survey from whole population so sample is taken and result were being generalized

for whole population which is also a sort of limitation for this study.

The targeted respondents were middle manager and junior leader during data col-

lection respondents are carefully selected but one cannot deny the risk that every

questionnaire will be filed by the targeted respondents so we can say limitation of

resource and actual authentication of the data collection process.

The result shows that out of five hypotheses, four are accepted and one is rejected.

The rejection is due to the data collected from project-based organizations in Pak-

istan. In Pakistan and other developing countries have high power-distance culture

where it is assumed that employee was less competent and never be included in

organization crucial activities, the hypothesis may be accepted if survey will be

done in developed countries where employee is given respect and power to give its

feedback and input, so this was another limitation of collection of data in culture

like Pakistan.

5.4 Future Research Directions

Some areas in every research remain unsearched these areas gives direction for the

future. Based on these areas some of the directions for future researchers are pro-

posed so they can get benefit from this research and carry forward these directions

in their research.

As this study aim to check the Transformational Leadership Impact on the Project

Success with mediation variable Participative Decision Structure and Team Com-

petence as moderator. so this research open doors for other researcher to use this

model to test other leadership style such as Authentic leadership as independent

and check the impact on the Project Success (Zhu & Kindarto, 2016).

Decision making is a difficult and crucial for both the organization as well for

the leaders, the particular study enables researcher to check the impact of differ-

ent leadership styles on different decision making structure. Researcher can give

recommendation to the organization as well leader to adopt particular leadership

style and decision structure that benefits them and can achieve more and more
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successful project, these recommendations not only ease the burden of the decision

making from shoulders of top management and leader but also help to improve

role of leadership’s decision making abilities and also improves decision quality as

well.

As the hypothesis H5 is rejected in this research which proposed that Team Compe-

tence has moderating role in between Participative Decision Structure and Project

Success, so in future different variables can use to check the moderating effect be-

tween Participative Decision Structure and Project Success.

The data was collected through cross sectional method within a month due to

shortage of time and resources, in future studies researcher many use longitudinal

approach to collect data and perform the analysis in this way result may be better

and more relatable with the context. In this study the sample size 270 and the

data is collected from different sectors. Future researcher may collect data from

one particular sector with large sample so can able to portrait better results and

recommendation for the particular sector.

5.5 Conclusion

The main aim to find out the impact of Transformational Leadership on Project

Success with mediating role of Participative Decision structure and moderating

role of Team Competence. The results conclude that Team Competence don’t have

any impact between the relationship between Participative Decision Structure and

Project Success in the context of the analysis performed and data gathered from

Pakistan’s twin cities project-based organizations.

Aim of this study to discuss the importance of leadership style in developing coun-

tries and to utilize certain leadership style to improve the organizational as well

as the employee performance. This study is beneficial for the organizations in

Pakistan particularly encourages leaders of project-based Organization to adopt

Transformational leadership style and empower employees through Participative

Decision Structure so they can actively play their roles in organizations activities,

in this way not only the efficiency of the employees will increase but also through
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empowerment and giving value to their input and appreciating their feed back, the

motivational level will be greatly enhance and employee work with more loyalty,

trust and respect their leader in this ways overall performance of the project will

improve and project will be more and more successful.

The research conclude the Participative Decision Structure mediates the relation-

ship between TL and PS. Decision making is vital for an organization as this

research provide a solution for the organization as well as for the leaders to utilize

the Participative Decision Structure as tool to not only involve the employee in

the decision making process but also increase the performance of the employees

and to bring virtues like trust and loyalty among employee with ultimately im-

proves decision making process and improves the organization activities and leads

organizational projects towards more and more success.
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CAPITAL UNIVERSITY OF SCIENCE AND TECHNOLOGY

ISLAMABAD

Department of Management Sciences

Questionnaire

Dear respondent,

I am a student of MS Project Management Capital University of Sciences & Tech-

nology, Islamabad. I am conducting a research on the topic: “Impact of Trans-

formational leadership on project success with mediating Participative

Decision Structure and Moderating Role of Team competence”. You can

help me by completing the attached questionnaire. I appreciate your participation

in my study and I assure that your responses will be held confidential and will

only be used for education purposes.

Regards

Uzair Jamil

MPM181020

MS (PM) Research Scholar,

Faculty of Management and Social Sciences,

Capital University of Sciences and Technology, Islamabad.

1 2
Gender Female Male

1 2 3 4 5
Age 18-25 26-33 34-41 42-49 50 and above
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1 2 3 4 5 6
Qualification Metric Inter Bachelor Master MS/M.Phil PhD

1 2 3 4 5 6
Experience 0 -5 6 - 10 11 – 16 17 -22 23 -28 29 and above

Please tick the relevant choices: 1= Strongly disagree, 2= Disagree,

3= Neutral, 4= Agree, 5= Strongly Agree

Transformational Leadership
Please choose the appropriate column to indicate whether you agree or
disagree with each of the following statements.
The following items concern the leader/ supervisor you observed. To
be filed by junior/middle managers
1 My supervisor encourages subordinates to be team players. 1 2 3 4 5
2 My supervisor behaves in a manner thoughtful of my per-

sonal needs.
1 2 3 4 5

3 My supervisor leads by example. 1 2 3 4 5
4 My supervisor challenges me to set high goals for myself. 1 2 3 4 5
5 My supervisor inspires others with his/her plans for the

future.
1 2 3 4 5

6 My supervisor challenges me to think about old problems
in new ways.

1 2 3 4 5

Participative decision structure
Please choose the appropriate column to indicate whether you agree or
disagree with each of the following statements.
The following items concern the employee assessment, to filed by leader
/ supervisor.
1 I let my group make decisions 1 2 3 4 5
2 I engage my group to make decisions. 1 2 3 4 5
3 Team/Group is responsible for solutions to problems 1 2 3 4 5

Please tick the relevant choices: 1= Strongly disagree, 2= Disagree,

3= Neutral, 4= Agree, 5= Strongly Agree

Team competence
Please choose the appropriate column to indicate whether you agree or
disagree with each of the following statements.
1 I am confident about my team’s ability to carry projects 1 2 3 4 5
2 I am self-assured about my team’s capabilities to perform

project activities
1 2 3 4 5

3 My team has mastered the skills necessary for our projects 1 2 3 4 5
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Please tick the relevant choices: 1= Strongly disagree, 2= Disagree,

3= Neutral, 4= Agree, 5= Strongly Agree

Project Success
Please choose the appropriate column to indicate whether you agree or
disagree with each of the following statements.
1 All Project goals were achieved 1 2 3 4 5
2 The project was finished on time 1 2 3 4 5
3 The project was finished within the specific budget 1 2 3 4 5
4 The project met user expectations 1 2 3 4 5
5 The project enhanced productivity 1 2 3 4 5
6 The project fulfilled the requirements that had been

planned
1 2 3 4 5

7 The project helped to solve user problems 1 2 3 4 5
8 The project met technical/business requirements 1 2 3 4 5
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