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Abstract

These research emphases on the association between servant leadership (SL) and
project success with the mediating role of trust in leadership (T L) and moderating role
of project governance (PG). The exact background of the research is the project based
organization in Pakistan. Data were collected using questionnaire from 250
employees working in several projects throughout Pakistan. Results show that servant
leadership is positively associated with project success. Furthermore mediating role of
trust in leadership is also established. In addition to above, results also settle the
moderating character of project governance. T heoretical and practical implications are
argued.

Keyword: Servant Leadership, Trust in Leadership, Project Governance, Project

Success
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CHAPTER 1

1. Introduction

1.1. Background

Project is impermanent effort started to create distinctive product or services (Project
Management body of Knowledge). Project achievement is being defined, for this
purpose there should be complementary and challenging needs for project excellence,
scope, time and cost at all, gathering the changing distresses and needs of the project
stakeholder (Project Management Institute, 2008). Traditionally project success is
measured on the basis of iron triangle like that when project is completed within time,
with in cost and according to the quality; project is a success (Toor & Ogunlana,
2010). But recent researchers also found that stakeholder is also very important for

project success and keep eyes on stakeholder satisfaction (Turner & Zolin, 2012).

Diflerent researchers identify diflerent critical success factors for project success, like
political stability, less changes in laws, supportive cultural factors, strong technical
aspects, strong management, best project planning, practical applying approach,
recognizance and need for change, project management structure, project mission,
upper management provision, project calendar, customer consultation, personnel,
mechanical duties, customer recognition, observing and response, communication
and lastly any complication (Kwak 2002; Khan, Thornton & Frazer, 2003; Painto and
Slevin,1988; Turner & Zolin, 2012). Project success is the most under study topic
nowadays ,and most research has been done on project complications, but project
failure still exist, therefore, research requires working on critical factors for project
management which enhance project success .These factors are project schedule ,
mission and technical task monitoring .consultation with client .acceptance,
troubleshooting and feedback. However, we found limited studies on leadership role
that may affect project success, the leadership role in organization is most interesting,
because the leaders play vital roles in focusing attention on the goals of the
organization, determining objective, allocating scarce resources, making personal

contacts with the followers and coordinating innovation in the organization.



The project leadership is accountable for driving the project group in the direction of
achieving the anticipated result of the project (Cleland, 2004; Kerzner, 2006). The
charisma of project manager syndicates social and technical properties in an active,
project based organization planned to bring outcomes that contain social as well as
technical features (Blackburn, 2002).

There are diferent styles or types of leadership; one of the idea ‘servant leadership’
was originated by Greenleaf (1970, as quoted by Yukl, 2013, p. 336) who clear it as
an person’s wish to help peoples .Chiniara and Bentein (2016) found servant
leadership positive impact on performance (e.g. project success .Recently researchers
found, servant leadership enhances employees motivation and directly impact on
performance (e.g. project success). (Bande, Pilar, Fernandez , Concepcion, Varela-
Neira& Carmen, 2016). Therefore, the servant leadership motivates employees and
motivated employees successfully contribute into project success. Nuijten(2011)
studied supportive indication for the prospective influence of servant leadership on
workforce engagement. In other empirical studies, features strictly related to servant
leadership like humbleness (Owens et al. 2013) and empowerment (Tuckey et al.
2012) were also study to be strongly related to engagement. Individually study has
showed that servant leadership is completely associated directlyto a many series of
results, personal self —effectiveness, job routine, commitment, organizational
citizenship behaviour, community citizenship behaviour, organizational obligation,
reassurance to the supervisor, inventiveness, customer service actions, and turn over
drives(Liden,Wayne,Liao,&Meuser,2014:Liden et al,2008;Neubert et al,2008; Van
Dierendonck et al,2014;Walumbwa Hartnell&Oke,2010). Team and unit level study
also has showed relationship between servant leadership and team results, for
example, group eflectiveness ,team unit enactment ,client gratification, and group
level organizational social concise movements(OCBs;Ehrhart,2004;Hiu,&Liden,2011;
Hunteretal,2013;Liden, panaccio, Meuser,Hu&Wayne,2014;Liden,wayne, Liao&Meuse
r,2014;Schaubroeck et al,2011).Paterson et al (2012) have also established CEOs
servant leadership to be absolutely associated to team performing as evaluated by
profit on asset. Van Dierendonck and Patterson (2015) suggest that the qualities self-
importance of servant leaders, based on self-eflacement, appreciation, kindness, and



unselfishness, will give increase to other actions like enablement, stewardship, or as

long as way.

Trust is a basic trait of any work connection and most regularly deliberates concepts
in administrative study today) (De Jong, Kroon, & Schilke, forthcoming; Fulmer &
Gelfand, 2012). Trust integrates follower's wakefulness regarding their work place
and can possibly prove a noteworthy diflerence for organizational results
(Liden,Wayne ,Liao, & Meuser,2014) .

Trust is one of the mechanisms that will increase relationship between leader and
follower. Leaders who are trusted by their subordinate or follower can easily develop
sense of assurance and obligation in their follower and subordinate. Trust on leader
can eflect on many results of organization and based on much research trust is one of
the significant elements of servant leadership, so servant leadership style is the best
element for developing trust in the organization. Employees shows further bond with
each other that nurture empathy when they have trust in the organization and their
leaders, astonishingly only two readings catch connecting trust to structural
identification (Restubog et al(2008). More specifically, researcher on trust in leader of
a team at an individual level produces a wide range of results, for example trust in the
leader is related to attitude such as the satisfaction of subordinates with leader, the
view that the leader exercise active leadership or a reduction in the degree of job
ambiguity (Colquitt,Lepine,Piccolo,Zapata, & Rich ,2012).We believe on many
details why affecting trust will more strongly mediate the influence of servant
leadership on affecting and normative obligation than intellectual trust. First, through
the providing of personalized care and stimulus (Ehrhart 2004), servant leaders should
be supposed as being honestly concerned about the well-being of their dependents.
This should serve to reinforce the relational tie between the two revelries, and prompt
higher levels of affecting trust. Second through, boosting employees’ participation in

policymaking (Hunter et al. 2013).

Trusted leadership is concerned with subordinates wisdom accountable for
organizational results from their occupation, thus inspiring them to work firmer
(Piccolo & Colquitt, 2006).Trust in leadership is important for staffs to be dedicated
to the actions of non-stop development, which contains making changes to the very



practices that frontline subordinates use in their daily jobs (Kotter and Schlesinger
2008, 1979).

For an immediate solution of the problems, occur in project execution, project
governance play a key role. Trust in leadership boost up employees work well, but
project governance further enhances trust in leadership and project success
relationship. These relations indicate that project governance moderates the
relationship between trust in leadership and project success. However, we found
limited attention on the moderation of project governance in the relationship between

trust in leadership and project success.

Governance in the context of project is explained as the worth system, structure,
procedures and strategies that permit projects to attain their institutions goals (Muller,
2016).The project governance gain its due attention in the project management
domain and under study topic (Turner, 2006, Garland, 2009, Bisenthal & Widen,
2014).Bekker (2015) states that as corporate governance used in an organization,
while project governance used in projects. Other stated that project governance
incorporate strong balance of tactical fit, modernization ,organizational prosperity and
contractual agreements, corresponding with the observing of procedures and rules of
project(Muller,2009;Nielsen,2010;Sanderson,2012;Bisenthal and Wilden,2014;T oo
and Weaver,2014;Samset and Volden, 2016). In another way, the project management
governance is not a complicated process but rather it’s based on general method for
quick solution of that specific situation (APM, 2011). For an immediate solution of
the problems, occur in project execution, employees’ project governance play acute
part, servant leadership and trust leadership increase the project performance but also
the project governance plays important role in this which also increases the project
performance. This shows that project governance moderates the relationship between
trust in leadership and project success and also project governance moderate the role
between servant leadership and project success. Servant leadership therefore enhances
employees’ trust in leadership and ultimately project success increases. . The
objectives of current study are multiple. The present study, aims to study the
intervening role of trust in leadership between servant leadership and project success
and moderating role of project governance between servant leadership, project
success, and between trust in leadership and project success. Finally, many of the



organizational theories were established and tested in the Western sceneries.
Researchers and expertrecommended that organizational philosophies must be

verified across the culture.



1.2. Research Gap

The research on project success regarding its antecedents is in growing stage. Limited
research is available on ‘how to increase project successes. T herefore, the current
study emphasizes is role of leadership support for project success and found two
important gaps in the literature. First, the current study focuses on relationship
between servant leadership and project success. Second, the current research
emphasizes on intervening role of trust in leadership between servant leadership and
project success.Moreover, researchers highlighted another limitation in the previous
literature, that numerous mechanisms are needed to check in leadership support-
outcome relationship (Carmeli et al., 2010; Javed, Khan, Bashir &Arjoon, 2016).
Here in this mediation, the association between trust in leadership and project success
is also not studied in this context. Third, the current study’ focus is interacting of
project governance on both the direct influence of servant leadership on project
success as well as on the association between trust in leadership and project success.

1.3 Problem statement

Beside ample research in project management literature, project managers continue to
face numerous trials and problems regarding leadership for example although research
has focussed on leadership style, stress, ambiguity, inspiration, knowledge and team,
it is almost silent about project leadership and its outcomes. Past studies also advocate
that contextual factors enrich in significance when project become more complex.
Hence the role of leadership cannot be ignored in the context of projects as it
contributes to the success of projects. The researcher establishes that the
acutecharacter of the project manager's leadership quality had a straight link to project
end result and benefits. (Hauschildt et al, 2000).

Leadership can be a source of success or failure of a project; hence it exceeds many
other organizational aspects (Roepke, Agarwal, & Ferratt, 2000).Besides all the
critical successful factors like supportive cultural factors, strong technical aspects,
strong management, elastic project planning, implementation approach, alertness and
sense of earnestness of Project success (Kwak, 2002; Khan et al., 2003), recently Aga

and Vallejo (2016) found that supportive leadership also has important and precarious



contributed in the timely completion of a project. However, limited attention is found
on the role of leadership support on project success. In order to solve this problem in
the literature, the current investigation emphasizes on how leadership support like
servant leadership is conducive to project success. Moreover project based
organizations need to understand what are the underlying factors that contribute to
explain the mechanism and conditional factors of how servant leadership promotes
project success.

1.4. Research Questions

Q1: What is the relation between servant leader and project success?

Q2: Does trust in leadership intervening the association between servant leadership

and project success?

Q3: Does project governance interact the associations between servant leadership and
trust in leader, servant leadership and project success, trust in leader and project

success?
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1.5.Research Objectives

e To discover out the association between servant leadership and project
SUCCesS.

e To find out the intervening role of trust in leadership in the relationship
between servant leadership and project success.

e To find out the moderating effect of project governance in the relationship
between servant leadership and trust in leader, servant leadership and project

success, trust in leader and project success

1.6. Significance of the Study

Current study provides us to enhance our knowledge by searching new ways that
contribute towards the project. While going through this particular study practioner
also increase their courage and hope, and confidence level of the employee of the
project based firms and organizations. In now a days competition time project plays a
significant role in getting the competitive advantage because the organization change
their culture from firm to project base however ,organization face many problems to
achieve project success. . In the context of the Pakistan most of the failure of the
project is project delays. There are many under considerable issue which are emerged
during the developmental phase of the project ,out of which ,two basic concern are
delays and cost over runs, the regularly confronted result ,are delays in project
,decrease in overall revenue and loss of conviction of subject in government

subsidized tasks(Le-Hoai,Dailee&Lee,2008).

According to Kikiwasi (2013) there are numerous reason that affect the project
success, for example payment to the vendor .contractor, lack of information, and
communication delays, funding and compensation issues, project management
planning, cost over runs, non-controlled social impact and not proper time
management .These factors have strong impact on project success at various stages of
the project. Literature shows that most of the study have done on the technical side
(such as, timings, quality, cost, etc.) while for project success there is not enough
research on leadership and human aspect of the project.

Since project success requires better management diflerent authors have pointed out
various factors for its success. Project success needs best type of leadership approach

11



and skills which can deal with the accomplishment of that goals and properly
implement the task, however, literature is silent, and lot of projects have failed due to
not better management skills while researcher only studied the tangible items like cost

, purchase and project schedule.

One of the most important factors in critical success factor is leadership role in the
project. Some researcher has already studied the relationship of leadership style with
project success in which one of style is the servant leadership style which is less
studied in the project ¢ one of the most noteworthy features of servant leadership is
that when it compares with transformational leadership it has strong influence then
transformational leadership.”” (Schneiderand George 2011). When boss knows the
requirements of a servant and teach them through teaching, workshops and
conferences, it enhances the information competence of an organization , and thus
enhance organization’s knowledge .management domain which should be further
studied in the context of the theory to know whether servant leader affect project
success further there is also need to study the mediation between servant leadership
trust in leadership and project success and how project governance increases the
servant leadership influence on project success. We suggest that servant leaders are
supposed as group ideal because they are professed to have the incentive to pursue
teams' best concern due to their real benefits in service and team improvement.
Therefore teams are more open towards their influence to upkeep servant leaders'
novel plan as well as to deliver additional struggle to understand those tactics
(Haslam&Platow, 2001; Sluss et al., 2012).Servant leadership signify a style of
leadership in which the leader accept a caring, service concerned with character
among stakeholders ,subordinate and employee (Greenleaf,!1977).T he leader assists by
structure the talents of groups, eliminating hindrances ,inspiring invention, and

authorizing creative complication solving (Spears,2004) .
1.7Theory Support

1.7.1Social Exchange Theory

The current study relies on social exchange theory (SET) based on the tenet that in
response of leader's supportive behaviour, employees show positive reciprocity
behaviour, therefore the overall project success increases with servant leadership.

12



Moreover, employees in the presence of leader's servant behaviour, experience trust
on leader, which in turn engender employees to show more project success. Blau
(1964) also defined exchange associations as causally connected, while the trend of
the causal arrow is slightlyunclear. For instance, he claimed that “the character of the
relationship between exchange partners” might “affect the process of social
exchange” (p. 97), connotation that the connection eflects the sort of exchange.
However, he also showed that positive exchanges can cause one person to become
dedicated to another (p. 101), signifying that an exchange may from time to time
efiect affiliation. There is another notable characteristic of Blau’s (1964)

explanations.

In this cited example he used the word exchange to show a form of connection .while
association and exchange are diflerent, but they are associated with each other.
Assumed this clarification this statement is not without flaws whether the Balu used
this association as superseding variable while this commonly used in organization
context .Blau used this as type of transaction. Somewhat as type of connection .Blau
1964and Homless (1981) acknowledge trust as a recognize effect of encouraging
trust. Trust is apparently vital to considerate exchange.

13



CHAPTER 2

Literature Review

2.1. H1 servant leadership has positive impact on project success

Leader is a person who leads other people, project or team. Leader should have the
strong charismatic, transformational and also have problem solving skills. Leader
influences and motivates other people. Yuki (2013, p, 26) describes that leader’s traits
must be studied in the leadership studies; it may be one characteristic, trait, behaviour
or power. Leadership in project leadership- is mostly important in the project because
of their own time completion, cost and quality. Project team also receives its
attraction that it deserves (Clarke, 2012, p128) and it is basically concentrated on
trying to describe the best leadership style for the different projects, it deserves.
According to Riaz, Massod and Mohammad (2013, p. 99) for project efficient
performance, it is mandatory that the best and proper type of leadership style,
managerial expertise, knowledge, and features are existent in order for the correct
decision to be made at the correct time, with the efficient resources allotted at the
correct location. In view of the outcome of governance enactment on the achievement
or letdown of a project, it is vital to realize the alterations between the management of
the project and project leadership. These changes have been deliberated during the
project management literature; and always management behaviours are related with
project leadership when matched with project management (Yang et al, 2011).
Effective leadership persuades persons of the essential to modification, inspire new
techniques of intellectual and difficulty resolving, and then inspires them to work
collectively in command to achieve project ideas in problematic work surroundings
(Keller, 1992; Anantatmula, 2010).Leadership also leads individuals to nurture
organized a experts though concurrently finishing their project liability (Anantatmula,
2010).

While the relations management and leadership endure to beused to signify altered
characteristics and tasks, it is significant to note that overlay happens. Also, in the
accomplishment of positive project results, project management continuously contains
actual leadership. Leadership study has concentrated strongly on relational aptitudes
such as presentation sympathetic, gentle, interactive, and upholding good

14



relationships with all (Kouzes & Posner, 2007). A clear ethical measurement is
characteristic to potentials such as conjoining in a compliant way, showing admiration
and display suitable and polite conduct (Pless & Maak, 2008). A increasing cluster of
leadership researchers contend that real leadership procedures are originated upon
leader sactivities that are thoughtful of unselfish causes, and try to discover this
concern according to the servant leadership theory (Barbuto and Wheeler 2006;
Ehrhart2004; Graham1991; Hu and Liden 2011; Hunter et al.2013; Liden et al. 2008,
2014b; Neubert et al. 2008; Russelland Stone 2002; Schaubroeck et al. 2011; van
Dierendoncket al. 2014; Walumbwa et al. 2010).

Thompson (2010) has recognized the servant leadership as the best style for project
challenges, which the project managers may face in their work. In order for the best
performance of the project efficiency and on time completion, it depends upon active
and efficient ,actual and effectual actionsdone by individual at three stages, the person
or the organization who sponsor the project, The project group members
(Klikely,2010,p.4). Servant Leadership has been derived from the seminar on servant
leadership from the Green Leaf (1904-1990) in1970, servant leadership was firstly
published. Servant leaders are servant first, these approaches states with the natural
feeling to serve firstly and lead later. This is the better test but difficult to measure it,
do those serve grow as person? Do the person being served, become servant, do it put

efiect on the benefit of the society?

Servant leadership was constructed by the two terms: leader and serve, both of these
terms are “oxymoron” because play diferent roles in the same time, serve and lead. It
may be difficult to recognize it as servant and leader too serve and lead at the same
time. The leader who serve and the servant who lead .However the affective and
relationship role of servant hood and leadership style have much attention towards the
scholar and practitioners. Servant leadership notable feature is that focus on diflerent
stakeholder at the same time, including subordinate well-being and also social aspect
of the society(Graham, 1991). Servant leadership focused on the idea that to bring out
the best in follower to know about the desire and need of the individual. This
encouragement is done through building of self-reliance (Lord, Born &Fireberg,
1999).

15



The concept of servant leadership was discovered by Green Leaf (1970, as quoted by
Yuki, 2013, p336) who describes it as a personal wish to help other people. Servant
leadership should be studied as the style of leadership in which servant and leaders go
about how to influence each other’s. Servant leader is also the personality who keenly
knows and practices behaviour which places the best interest of those who lead their
own mission. The importance is based on the followers, rather than the adoration of
the leader (Hale &field, 2007, as quoted by Walumbwa, Hartnel & Oke, 2010, p.
517). Also some scholars have written against the servant leadership and its
characteristics, mainly this research are done by Barbatu and Whealer (2006). He has
stated five types of leader’s characteristics, namely, selfless calling, curative inquiry,
intelligence, influential planning and organizational stewardship ,and to discover how
the above mentioned are related to employee confidence, vow ,and creative behaviour
influence through subordinates enablement, a short explanation of each these,
construct, obey the result of the design of the hypothesis to create the future
relationship.  Servant leadership and innovation while we know the reality that
servant leaders focus should not be only on creativity (eg. product, quality or safety)

2

specially when that goal is favourable for follower ” significance, the strong
association of follower to get on in creative deeds, this process can be explained with
relational identification theory (Cooper & T hatcher, 2010, Sluss & Ashforth, 2007),
Fredrickson’s (2001) broaden and build theory of emotion and Edmodsons (1999)

psychological theory.

Servant leadership mainly focuses on the others caring”, determined on the center
value of “caring and serving others” and mainly focuses on the value of mutual trust,
positive reception of others and enablement (Hoveida, Salari&Asemi, 2011). The
servant leader leads exemplary and facilitates and improves their subordinates with all
the available options compulsory to succeed. The above traits advance the servant
leadership made to be suggested the best alternative, leadership approach for
enhanced organizational effectiveness and improved members contentment, which
greatly concentrate on the customer (Jones, 2012b).  Servant leadership and
organization performance Mayer, Bardes, and Piccolo (2008) resounded the
sentimentality that enlarged worker enactment leads to superior customer attention

when a worker assessments their boss to show servant leadership services.
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if the finale objective of an business is to nurture more further role performance,
organizations should deliberate accepting servant leadership actions, as well as trust
and quality linking between leaders and supporters (Jaramillio, Bande, Varela, 2015;
Rai & Parakash, 2012; Whisnant & Khasawneh, 2014).Servant leaders’ concern for
the accomplishment of all participants while placing the subordinate, interest first
(Van Dierendonck, 2011; Sun, 2013; Liden, Wayne, Liao, &Meuser, 2014). Servant
leaders assist their follower to advance themselves to show active part in
organizational achievement and attain better consequences. More recently, research
has begun to narrate servant leadership with servant creative and inventive behaviour
(Yoshida et al., 2014; Jaiswal & Dhar, 2015). To successfully stand-in worker service
invention, additional research indication is wanted to enable strong understandings to
the managers about the character of servant leadership. Servant leader can play an
important role in nurturing innovative behaviour in service settings, for example, a
servant leader can bring unselfish and developing alignment, which crucial for service
backgrounds (Chen et al., 2015). Servant leadership also take care of the basic needs
of the employee and take care of their basic needs working in that particular business
(Van Dierendonck et al., 2014).servant leadervirtue can support worker related
benefits, their social benefits and also take special care of their well-being.Behaviours
(Avolioet al.2009; Liden et al. 2008, 2014b; Yukl 2006. Regardless of the rich
emphasis of servant leaders on helping followers, accessible experiential conclusions
backing the argument that servant leadership circuitously increases organization
enactment as an outcome of attitudinal and social remunerations that follower gain
from servant boss (Peterson et al. 2012). Innovative performance which comprises
inventiveness and servant leadership has been mentioned as a vital leadership concept
that inspires creativeness (Neubert, et al., 2007 as quoted by Yoshida, Sendjaya,
Hirst& Cooper, 2013).

2.2 .H2 Servant leadership has positive impact on trust in leadership

It has also been suggested that trust, being the crux of the leader-follower
relationship(Dirks and Ferrin, 2002), must be taken into consideration while studying
this association (Burke et al., 2007). Greenleaf (1998), who is considered the pioneer
of servant leadership theory, has also supported this argument. Integrating social
exchange theory (Blau, 1964), Greenleaf (1998) wrote that servant leaders inspired
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trust within followers that motivated them toreturn by giving superior performance.
Considering Greenleaf's (1998) theory, these study emphases on the character of trust
in boss, while investigating the leader-follower connectionservant leadership has been
a focus of tough care for more than three ages. A fineness link between a leader and
his or her associates, or employees, produces them feel optimistic about their
organization and boosts their self-worth servant leaders make an atmosphere in which
subordinate sense acknowledged, irrespective of disappointments, therefore enabling
supporters’ originality and expert development (Van Dierendonck& Rook, 2010).
Trust likewise has been a significant part of learning for several periods. It is related
to a number of job backgrounds and results (see Colquitt et al., 2007 and Dirks and
Ferrin, 2002 for fresh meta-analyses). Though, little study occurs observing the
association between an organization's moral work environment and workers' opinion
of trust. These standards can root the formation of people trust and organizational
trust.Greenleaf (1977) showed his idea to organizations, trusteeship, business,
education, foundations, and churches. Greenleaf also highlighted that leader who
experienced servant leadership were additionally expected to be trustworthy.
Compassion is documented as an important component for effective leadership (Bass,
1999; Judge, Piccolo, & llies, 2004), in detail; there are researches that suggest that
compassionate leaders familiarize their conduct after estimating their followers
(Batson, 1991). Likewise, recent study in the range of leadership proves that the
apparent attraction of leaders can be transformed in as abundant as there is an
enlarged experience to them (Maniaci, Caprariello, Eastwick, & Finkel, 2011) or as
people become more familiarised with the leader.

Sendjaya et al.”s (2008) Servant leadership scale identifies six core extents: volunteer
demotion, true character, covenantal association, accountable morals, mystical piety,
and altering inspiration. The focus of this study is the dimensions of transforming
influence and covenantal relationship, both of which positively influence
organizational performance. Van Dierendonck (2011) recognized that “trust in leader”
was inherent in “interpersonal acceptance,” and create an adjacent connection
between servant leadership and trust in boss .Dependents show willingness to surface
susceptibility due to their positive awareness about supervisor purposes and conduct
(Zhang and Zhou, 2014). Third, advanced trust in supervisor may surely move
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assistants’ awareness about supervisor features such as genuineness, justice and
relational reception, persuading job attitude and enactment (Dirks and Ferrin,
2002;Burke et al., 2007; Goodwin et al., 2011).

2.3. H3 Trust in leadership has positive impact on project success

Paliszkiewicz (2013) proclaimed that trust is the vision that a person acts positively
toward the trusting party, performing or replying in a foreseeable and equally
appropriate way. The emphasis of trust in the literature has been on conceptualization
of trust (e.g., Mayer et al.1995), building trust (e.g., McKnight et al., 1998), upgrading
trust at relational level (e.g. Kramer and Lewicki, 2010) and organizational trust (e.g.,
Sankowska, and Paliszkiewicz, 2016) Trusted leaders are more likely to act as
facilitators for subordinates who are thriving for higher performance (such as creative
behaviour) because subordinates are continuously learning  from their interactions
with such leaders (Gerbasi et al., 2015). Paliszkiewicz, et al. (2015) hypothesized that
inside organizations, active leadership results in improved trust that fetches about
comprehensive knowledge management and clues to eflective organizational
enactment. Study on trust in the leader of a team at a separate level produces
extensive variety of outcomes. For case, trust in the leader is associated to outlooks
such as the gratification of dependents with their leader, the awareness that the leader
workouts real leadership, or a reduction in the grade of job indecision (Colquitt,
LePine, Piccolo, Zapata, & Rich, 2012).Trusting the leader's worthy decision and
kindness benefits to grow trust among companions and permits them to finish
degenerative vigour trying to excite the leader with separate results; so, the team
becomes more skilled of accomplishing great performance (Mayer & Gavin, 2005;
Nienaber, Romeike, Searle, & Schewe, 2015; Yu, Meng, & Xie, 2009). A current
evaluation of trust in leadership literature established our explanation of choice as the
most integrative description of trust in leadership (Burke et al., 2007). Trust
incorporates supporters’ observations about their workrooms and can possibly
establish a noteworthy change for organizational results (Liden, Wayne, Liao, &
Meuser, 2014), additional studies advise that when workforces have excellent
associations with the leader, they feel obliged to counter a advantage (Cropanzano &
Mitchell, 2005) and are possible to search for conducts to involve in further role
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performances near the leader and institute. Sholihin and Pike (2009) also link the

leader trust with organization performance.

2.4 H4 Trust in leadership mediate between servant leadership and project
success

Earlier researches have revealed a solid association between servant leadership
approach and organizational obligation (Liden et al. 2008), up till now there has been
partial experiential study of the instruments vital this association. Social exchange
theory (Blau 1964) has been used to explain why servant leadership improves
assistants ‘institutional obligation (Lidenet al. 2008).Prior work claims that trust in
leader is significant given that it shows the excellence of social exchange between the
leader and employee (Huange et al .2010;Zhuet al.2013).Trust in the leader has been
defined as an employee’s psychological state, which involves optimistic hopes about
the leader’s intents or actions in circumstances involving risk (Gao Et Al., 2011).
Authenticating the social exchange theory (Blau, 1964), previous research have
recognized that the leader who is alarmed with the happiness of follower
instilsoptimistic psychological state within them, which is responded by followers in
the form ofappreciation and enlarged trust (Kelloway et al., 2012 ; Zhang and Zhou,
2014).

The previous measurement of trust, intellectual trust, denotes to the trust which
outcomes from a balanced assessment by the subordinate of the administrator’s
noticeable individual features such as their capability, trustworthiness, and
dependability (Wang et al. 2010). The last, known as affecting trust, denotes to what
grows from the demonstrative links between the worker and the supervisor as they
involve in a procedure of social exchange (Wang et al. 2010).). It advances when the
subordinate sincerely trusts that the administrator upkeeps for their well-being and
turns with their welfare in concentration (Colquitt et al. 2007).. Affecting trust
denotes to trust built on the private pledge and allocation of beneficial mark between
two people (Webber, 2008). Leaders create and endure trust (Bennis, 2002; DePree,
2002) over the conduct of the boss. For example, trust appears to be dogged mainly
by the conduct of the boss talkative and sympathetic performances (Gimbel, 2001;
Tschannen-Moran and Hoy, 1998) trust defilements, such as in agreement breaks,
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reduced trust in owners, causing in lesser worker assistances to the institutions
(Braun, 1997).

Greenleaf (1977), claimed that the finest assessment of servant leadership is: Do those
assisted rise as people? Do they, while being assisted, turn out to be better, sensible,
abler, more independent, more likely themselves to become subordinates? And, what
is the outcome on the least advantaged in culture? Will them benefit or at least not be
more underprivileged? (p. 27). Characteristics of servant leaders in adding to actuality
servant’s first, Greenleaf (1977) enlisted numerous other important qualities of
servant bosses. These comprised creativity, pay attention and accepting, Imagination,
the aptitude to remove, recognition and compassion, awareness, prudence, cognizance
and view, the capability to influence, the capability to intellectualize, curative and
helping, and the skill to form community. If the finale aim of an organization is to
raise more extra-role performances, organizations should reflect accepting servant
leadership actions, as well as trust and worth relationships between leaders and
followers (Jaramillo, Bande, & Varela, 2015; Rai & Prakash, 2012; Whisnant &
Khasawneh, 2014.Where administrators play a vital part in shaping career
advancement, assistantsmight also be extremely terrible of behind occupation
development chances under a servantleader with whom they have constructed up a

noteworthy indulgent and who appreciates theirprospective (Liu and Dong 2012).

2.5. H5 project governance moderate the relationship between Servant
leadership and project success

When employees have a trust in their boss they ultimately leads towards the better
governance, when there will be best project governance project success will be
ultimately increasing. According to Ahola, Artto, and kujala (2014), in existing
project associated study, researcher are still complex in so long as the idea of project
governance and its basis in literature, there is no arrangement originate over the
classification of project governance (Bekker, 2014) value and study of project
management is increased from the concept of the governance of the project, govern
mentality,and project success (Mulleret al., 2014). Governance is measured to
functioning at upper level than the management such as it founds procedure and

building which care management (ITG, 2013). Project governance project practice,
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process for certification, stake holder values, common and required provisions
(Ruuska, etal, 2009). Trust in leader enhance the project success, however this
relationship increases with strong project governance. Consequently the relationship

between trust in leader and project success increases with high project governance.

Most of the researcher argued that when trust is used with governance business cost
of the particular organization decreases (Das & Teng, 1998; Dyer & Chu, 2003;
Gulati& Nickerson, 2008). When there is less level of governance and less level of
control and monitoring in the organization more relaxed relations it increases the

cooperation with in the business (Gulati & Nickerson, 2008).

2.6. H6 Project governance moderates the relationship between trust in

leadership and project success.

Governance which is based on trust processes confinement the degree to which a
coalition is ruled casually grounded on the two sided hope that the companion doings
in a method that helps, or at slightest is not unfriendly to, one’s welfares, and contain
honesty established actions (e.g., Zaheer, McEvily, & Perrone, 1998) as well as

goodness-based procedures (e.g., Carsonetal., 2003).

Trust based ruling is not established on immature faith, where allies totally take for
settled the honour and compassion of their complement (McEvilyetal. 2003). On the
opposing, firms alternating review their complements to understand if they can uphold
their prospects about the other’s purposes, and thus, their level oftrust (Schilke and
Cook, 2015) governance in the demesne of projects is often well-defined as the value
coordination, structures, processes and strategies that permit projects to accomplish
organizational goals. (Muller, 2016).Govern mentality articulates itself in the ways
leading institutions interrelate with those that are ruled  (Barthes, 2013).0ECD
(2004)and project management scholars privilege inseparability of the two thoughts,
and propose that governance should not be deliberated without govern mentality as its
incorporating tool (e.g. Muller et al., 2014). (OECD (2004).Others emphasizes the
importance of trust and relationship to govern organizations Davis et al., 1997; Poppo
and Zenger (2002).T he association between trust and control is compound and non-
linear. (Hoetker and Mellewigt, 2009).The OECD (2004)definition of governance
suggests an irreducibility of governance tools to neither trust nor control alone.
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Following this, we assume that both control and trust is existing at any stages ofa
project, but one of them dictates as a governance instrument, as shown in Poppo and
Zenger (2002)model of control and trust as the endpoints of a range, where
governance highlights one of the two substitutes. Experiential studies for that include
those by Pollack and Adler (2015).who found that success of small to average
enterprises is meaningfully driven by projects and their outcomes exactly, because
trust based controls based on the two sided anticipation that every associate other will
take the other’s greatest concern into account, associate may not settle each other’s
information about the situation (Gargiulo and Ertug, 2006; McEvily et al., 2003). T his
project governance moderates the relationship between trust in leader and project
success, such that the relationship is stronger with high project governance then

lower.
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2.7.Literature review summary

The literatures have revealed and support that when servant leaders enable employees
of the project base organization, then employees’ show high level of performance.
Such as diflerent outcomes of employee empowerment, like job satisfaction,
competency, innovation, creativity, task significance and confidence. When
employees feel empowered than they show a high level of performance for project
success also need a high level of performance of employees. But literature is silent on
this relationship trust in leadership mediating role between servant leadership and
project success. Servant leader also directly afiect the enactment of workforces
finally rise project success chance, and we also found limited attention on impact of
servant leader in project success. Trust in leadership playing key role in project
success because when employee trust their leaders employee feel themselves
empowered ultimately project success increases, the literature shown that project
governance playing important role in project success, the outcomes of project
governance improve the project performance and ultimately increase project success,
literature is also silent on this relation project governance moderating between trust in

leadership and project success.
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1.3. Research model

Project governance

Servant leadership

Project success

Trust in leadership

Figure 1.1: influence of servant leadership on project with the intervening role of

trust in leadership and interacting role of project governance
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CHAPTER 3

Methodology

3.1 Introduction

Following chapter define, the methodology which is used to find out the servant
leadership effect on project success, with the intervening role of trust in leadership
and interacting role of project governance. The methodology chapter deals with
research design cover all data collection techniques (population and sample). And also

argued measurement and instrument reliability analysis

3.2.Research design
Research design is outline of research plan of act. Zikmund (2003) describes research

design is the plan of the researcher that stipulates the process and technique for
collecting and analyzing essential data. In research design included time horizon,
types of setting and element of analysis which are conversed beneath.

3.2.1. Types of study

This is a causal research where the influence of servant leadership on project success

with the intervening role of trust in leadership and project success and interacting role
of project governance was observed on the foundation as self-reported observation

relating respondent with regard to these variables.
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3.2.2. Study setting

The participant for study from the field because the supervisor and their subordinate
contacted in project base public and private organization was contacted to answer the

questionnaire in their usual work setting.

3.2.3. Time Horizon

The data were collected in two month for this study, the data in nature cross sectional
and collected at one time.

3.2.4. Unit of Analysis

The unit of examination is can be an object or specific whose character and features is
to be analyzed. Unit of examination can be either dyad, specific, team, industry,
organization, country or cultural from which data are composed. For this study unit
of examination was individual public and private project base organizations

employees from Islamabad, Rawalpindi,Bannu and Peshawar .and Karak..

3.2.5. Population

Population is a set of peoples, events, belongings associated with interest that the
researcher wants to inspect (Sekaran, 2001). The current study populations are
employees of the project based organization of developmental sector and telecom

sector from Islamabad, Rawalpindi, Peshawar, Bannu and Karak.

3.2.6. Sample

The sample is the configuration of the population represents the whole population;
Leary (2004) explains sample as the procedure by which a researcher chooses an

example of contestants for just a learning of the inhabitants of attention.

The data were collected for purpose to look the servant leadership impact on project
success and intervening role of trust in leadership and moderation role of project
governance in project based organizations in context of Pakistan. Total of 550 self
administered questionnaires were distributed among the project based organizations
including government and private sector telecom ,developmental sector oil and Gas
sector projects in Islamabad & Rawalpindi, Bannu and Karak out of which 259 were
received with a response rate of ( 47.09 ) nine were discorded and 250 was used
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for analysis . Google Docs was also used for data collection. The collection of data
from private sector organization's employees is based on the rational, that in Pakistan,
these organizations are more functional in research task and give a better response.
Moreover, data collection from this sector is not easy, out of 550 distributed
questionnaires, 259 were received back, out of which only 250 questionnaires were
considered for analysis, with response rate of 47.09 While distributing the
questionnaire, the respondents were assured that their names & names of their
organizations will be kept secret and data will be used only for this academic purpose,
that they can fill the questioner without any hesitation the cross sectional data
collection technique was used. The respondents had an age of 18-25 17.2%, 26-33
55.2%, 34-41 18.8%, 42-49 8.4 0% and 4% greater than 50. The male were 78%
and female 22%. The qualification of the respondents ranged from matric to post doc,
most of the respondents were bachelor and 38% were master and work experience
range from O to 50 the experiences of 50% respondent were more than five years and
less than 10 years.

3.2.6.1Sample characteristics

In the below tables represented, the sample characteristics.

Gender

Table 1 Represent the Gander Percentage

Frequency Valid Percent Cumulative percent
Male 173 77.6 77.6
Female 77 22.4 100
Total 250 100

First table represents the gender composition of the sample in which 77.6% were male
and 22.4 % female. The male percentage is high.
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Table2Respondent’s Age Distribution

Frequency Percent Cumulative percent
18-25 43 17.2 17.2
26-33 138 55.2 72.4
34-41 47 18.8 91.2
42-49 21 8.4 99.6
50 above 1 4 100
Total 250 100

Table 2 shows the composition of the sample with reference to age groups. 17.2% of
respondents age were 18-25, 55.2% respondents age were 26-33 range, 18.8%
respondents age were in 34-41 range, 8.4% respondents age were in 42-49 range and
just 4% respondents were more than 50years. In that study, the percentage of 26-33

respondents is greater than other.
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3.2.6.Qualification

The next population aspect under research is a conformation of sample with reference

to
Respondent qualification
Table 3
Frequency Valid Percent Cumulative percent
Inter 1 A4 A4
Bachelor 126 50.4 50.8
Master 75 30.0 80.8
MS/MP hil 42 16.8 97.6
PhD 4 16 99.2
Post PhD 2 8 100
Total 250 100

Table 3 represents the qualification of the respondents, .4% were inter, 50.4% were
bachelors, 30.0% were Master qualified , 16.8% were MS/ MPhil qualified ,1.6%
were PhD level qualified and .8% were post PhD qualified. The large number of

responded having a bachelor degree.
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Work Experience

The next population element under research is an arrangement of sample with

reference to respondents’ work experience.

Table 4 Respondents Work Experience

Frequency Valid Percent Cumulative percent

0-5 65 26.0 26.0

6-10 125 50.0 76.0

11-16 40 16.8 92.0

17-22 17 6.8 98.8

23-28 3 1.2 100

29 above 0 0 0

Total 250 100

Table 4 represent that (26.0 %) of the persons having job expertise range from (0-5)
years, 50.0% of persons having job expertise range from (6-10) years, 16.8% of
persons having job expertise range from (11-16) years, 6.8% of respondents having
job expertise range from (17-22) years, 1.2% of respondents having work expertise of
(23-28) years. Most of the respondents were lying in the work expertise of (6-10)
years.

3.3.Instrumentation

The data will be collected through adopted questionnaires from diflerent sources.
The nature of the things included in the questionnaire is such that all of them i.e.
servant leadership, trust in leadership, project governance and project success has to
be answered by the staffs/assistants assessment their immediate boss/Head. All the
items in the questionnaire were responded to using a 5-points Likert-scale where 1
(strongly disagree) to 5 (strongly agree), unless otherwise stated. Questionnaires also
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consist of four demographic variables which include information regarding the

respondent Gender, Age, Qualification and Experience.

3.3.1Servant leadership

The questioner was adopted from the scale development and construct clarification of
servant leadership (Barbuto & Whealer, 2006). There were 23 questions which were
further divided into eleven specific areas including: vocation, heeding, understanding,
and curative, consciousness, encouragement, conceptualization, forethought,
stewardship, development and community building. There were 23 Questions one of

the simple question is this person puts my best interests ahead of his/her own?
The reliability of the instrument was .82.

3.3.2. Trust in leadership

Respondents completed the 5-items, developed by (Stodgill, 1962) .Three of the
sample questions were first “trust the information supplied to me by the
Leadership Team?” second “The leadership team has my best interests at heart?
“Third “ The leadership team knows about the problems I face?” The reliability of the

instrument was .91.

3.3.3. Project Governance

Project governance items were acquired from Muller and Lecoeuvre (2014). This
variable has considered as moderator and 5 - point Likert scale has been used in order
to respond to the questionnaire. One of the sample questions was, first”l in
organization decisions are made in the best interest of the shareholders and owners of
the organization and their return on investment (Rol)?”” The reliability of instrument
was .822.

3.3.4 .Project Success

Project success scale currently used by Aga and Vallejo (2016) and reported good
reliability .930.The respondent completed the 14 items. One of the sample questions

was, project was completed in time?
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CHAPTER 4

Analysis

SPSS was used for one way ANOVA to find out covariates, data normality,

reliability, and for validity analysis AMOS was used.

4.1. Measurement Model

CFA was used to check the measurement model (Anderson & Gerbing, 1988) which
comprised of four (4) latent variables: servant leadership, trust in leadership, project
governance and project success. The grouping of various fit indices: model chi-
square, incremental fit index (IFI), Tucker-Lewis index (TLI), comparative fit index
(CFI) and root mean square error of approximation (RMSEA), was used to measure
the model fit. The measurement model providing best fit to the data over the alternate
models (y¥/df=1. 89, IFI=0. 89; TLI=88; CFI=89; RMSEA=0. 06) Shown table 5.

These CFAs results displayed that four-factor model had reasonable discriminate

validity.

Table 5 Measurement Model
Model  Factors v dRMSEA  IFI TLI
CFlI

Base Line Hypothesized Four Factors 2250.92*** 1187 .060

.89  .88.89
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4.2. Covariates

Barrick , Bradley, Brown and Colbert (2007) found that the size of organization and
age performing the project, project team size, project manager experience ,project
duration, educational level and gender have been effect on the project success, so
these variables were considered to be control variable. Aga, Noorderhaven and
Vallejo (2016) also used these variables as control variable. Results in table 7, shows
insignificant diflerence in project success across gender (F=8.422, P=.000),
insignificant diflerence across age (F=5.151, P=.243), significant difference across
education (F= 5.15, P=000), significant difference across experience (F=8.422,
P=000).

Table 6 One Way ANOVA

Covariates F Value Sig.
Gender 1.372 >.243
Age 5.151 >.000
Education 5.15 >.000
Experience 8.422 >.000

4.3. Reliability Analysis

Reliability analysis mentions to the capacity of a scale to provide the similar results
reliably when verified a many of times. The Cronbach Coefficient Alpha (internal
consistency reliability) value ranges from 0 to 1. Alpha values “0.7 ‘“are more
consistent whereas values below 0.7 are to be less consistent (Nunnally & Bernstein
1994). Table 7 shows that, Cronbach Coefficient Alpha value of servant leader was
.955, trust in leadership was .836, project success was .945 and project governance
was .8609.

35



Table 7, Reliability

Variables No. of ltems Cronbach’s alpha (o)
Servant leadership 23 .955
Trust in Leadership 5 .836

Project success 14 .945

Project Governance 10 .869

4.4, RESULTS FOR HYPTHESEIZED VARIABLES

SPSS was used for descriptive and correlation analysis. Finally, for Path analysis, the

structural equation modeling (SEM) was used.

4.4.1. Descriptive Analysis

The descriptive technique states us about the univariate summary statistics for various
variables in one table and calculates its standardized standards. The descriptive
statistic comprises basic particulars like the size of the population, minimum and
maximum values, mean values and standard deviation values of the data. Descriptive
statistics of the current data were given in Table 9. First column of the table gives the
details of the variables. Second, third, fourth, fith and sixth columns inform about
sample size, lower most value, upper most value, mean and standard deviation

respectively.

Table 8displays that sample size was 250 for all the four variables. All variables
(Servant leadership, Trust in leadership, Project governance and Project success) were
rated on a five point Likert scale, such as 1 demonstrating “ Strongly Disagree” and 5
demonstrating ““ Strongly Agree”. Mean values show the essence of responses. This is
respondents’ observation regarding a particular variable. The mean values of the
Servant leader (SL) were 4.1231 which shows that respondent were agreed that. T he
mean values of trust in leadership (TL) were 3.8576 which indicate that respondents
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were agreed that they have trust in their leadership. The mean value of project success
(PS) was 3.8508 which indicate that respondents were agreed that they have success
in projects. Finally, the mean value of Project governance was 4.1960 that represents

that respondents were agreed that project governance exist.

Table 8, Descriptive Statistics

Variables N Min Max Mean SD
Servant Leadership 250 1 5 4.1231 .57404
Trust in Leadership 250 1 5 3.8576 .52308
Project success 250 1 5 3.8508 AT7273
Project Governance 250 1 5 4.1960 .58007

Table 9 presents the correlations for all theoretical variables. Servant leader was
positively correlated with Trust in leadership (r=.523, p<.01), (r=.676, p<.01), Project
success (r=.648, p<.01), and in the expected direction. Trust in leadership positively

correlated with project success (r=.727**, p<.01), and in the predictable way
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Table 9Correlations

Variables 1 2 3 4
1 Servant leadership 1
2 Trust in Leadership 523** 1
4 Project Governance 549** 567** 1
4 Project success .648** J11** A27** 1

Notes: N = 250. Alpha reliabilities are given in parentheses. *Correlation is
significant at the .05 level (two-tailed).

**Correlation is significant at the .01 level (two-tailed).

4.4.2. Tests of Hypotheses

SEM and AMOS was used to test the hypotheses, and results presented in table 10
and table 11. Age, education, and experience were entered as control variable.
Hypothesis 1 states that servant leadership is significantly related to project success.
Results established this relationship, as specified by the regression coefficient (=
.681, p= .001). Hypothesis 2 states that servant leadership is significantly associated
to trust in leadership. Results supported this relationship, as showed by the regression
coeflicient (f= .528, p= .001). Hypothesis 3 states that trust in leadership is
significantly related with project success. Results, showed this relationship, as shown
by the regression coefficient (= .166, p=.015). Hypothesis 4 Trust in leadership
mediate between servant leadership and project success. Result show that there was
mediation in the model and regression coefficient was significant (5= .442, p=.001)
and a hypothesis 4 is accepted. Hypothesis five stated that project governess
positively moderate between servant leadership and Project success, for moderation

analysis the current study used spss three steps, in first step control the qualification,
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second step control the servant leadership and project governess and third step project
success regressed with interaction term (SLXPG). The result show that (5= -0.20, p<
0.01). The finding show that project governess negatively moderate between in the

association, the result and shown in the table and also explain the conditional effect.

Table 12 moderation Analysis for this purpose spss was used and also show the graph
2and 3.Hypothesis six stated that project governess positively moderate between trust
in leadership and Project success, for moderation analysis the current study used spss
three steps, in first step control the qualification, second step control the trust in
leadership and project governess and third step project success regressed with
interaction term (T ILXPG). T he result show that the (6= -0.30, p< 0.01). The finding
show that project governess negatively moderate between in the association, the result

and shown in the table and also explain the conditional effect.

Path Coefficients in the Baseline Model

TABLE 10

Structural Path Path Coefficients
Servant leadership ——P30ject success 52**

Servant Leadership — 5 Trustin Leader 52%*

Trust in Leader —>Project success 16*

*p< .05, **p< .01, ***p< .001,

Table 11 Mediating role of Trust in Leader

Coeficient BC (Bootstrap
Cl)
LLCI ULCI
Servant Leadership ——— Trust in Leader
—> Project Success A4** 27 .57

1000 Bootstrapping, CI Confidence Interval, LL Lower Limit, UL Upper Limit
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Table 12:Results of Moderation Analysis

Project Governess

Variables
B AR?
Step 1
Qualification .25%* L06***
Step 2
Servant Leadership A5k
Project governess L 29%**
Trust in Leadership A12* CY ool
Step 3
SL x PG - 20**
TLx PG -.30* 0B***

Note. N = 250;*p< .05, **p< .01, *** p< .001
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CHAPTER 5

DISCUSSION

5.1. Introduction

In this chapter comprise hypothesis relationship detail and also their justification of
acceptance and rejection, and also discuss the theoretical implication, practical
implication, strength and weakness of the study and future directions.

5.2. Discussion

The objective of the existing research is to discover out the influence of servant
leadership on project success, with the interveningpart of trust in leadership and
interactingpart of project governance between servant leadership, project success and
trust in leadership. The result shows that servant leadership was significantly linked
with both project success and trust in leadership. Moreover trust in leadership
partially intervening the relationship between servant leadership and project success
furthermore also found that moderating role of the project governance insignificant
relationship between trust in leadership and project success.

Findings of this study show that servant leadership significantly predicts project
success in Pakistani context in project based firms. This finding advocates that servant
leadership improves the factors which are compulsory to activate project success. This
result is consistent with past studies that promote the idea that leadership is of vital
importance for project success and needed desire for project (Elton & Roe, 1998;
Kerzner, 2006; Schmid & Adams, 2008).

The findings of this study suggest that servant leaders engage in behaviours that
support subordinate independence, show a commitment to subordinate growth,
demonstrate a high regard for subordinate interests, and are professed as servant
leaders showing these behaviours increase greater trust on them from their
subordinates. This finding is also supported by past literature (Shu, 2015).Our
findings established that servant leadership also playing a vital part in the attainment

of project success.

Projects are very complex in nature and they need proper care and attention of leaders

or project manager. In work place when servant leaders behave like a servant and
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increase the motivation level of the employees and also involve in the decision
making then employees involving self in complex activities and create chances of
project success. There are diflerent tools to increase the performance of employee,
the trust in leadership is also good tools for boosting the employee performance, and
so | check the relationship the trust in leadership mediate and find significant result.
When employee trusts their leadership they feel their self-confident. Past studies also
provide evidence that servant leaders hold a close relationship to their subordinates,
which is associated with greater correlations of trust in leadership as compare to
power based or activity based leadership styles(Bulatova,2015;Keith,2012).

Servant leaders assist their followers to advance themselves to show main part in
organizational achievement and achieve better consequences. More recently, research
has begun to narrate servant leadership with servant creative and inventive behaviour
(Yoshida et al., 2014; Jaiswal & Dhar, 2015).Research was done on the result of
downsizing on trust in the organization; it was establish that stafs that practice a
growth in trust also practice a growth in work Commitment (Buckley, 2011).Wong,
Spence-Laschinger and Cummings (2010) believed that their research showed that
trust has a straight optimistic outcome on work commitment. There is indication that
trust in leadership has strong effect on job satisfaction of worker and to the output and

excellence of work by employee (Judge et al, 2004; Lowin et al.1969)

The project team faces many problems during the implementation of the project or for
efiectively and efficiently the trust in leadership play important role because when
leaders give autonomy to employees and subordinate feel empowered than they do
task efectively , efficiently and performing tasks well. The last two hypotheses the
moderating role of project governance between servant leadership and project success
the literature shown positive relationship, the study objective was found the positive
relationship but result not support the relationship and reject the hypothesis. The
moderating influence was not supported by the results. The basic rationale for this
moderation was the employees who feel servant leadership behaviour need less
governance. They show more project success through less project governance.
Therefore, results did not provide support for the interacting eflect of project
governance in servant leadership and project success. Moderation acceptance an
rejection also depend in the context , we conducted study in Pakistan domain and the
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finding show that with the project governs weak the relationship of the servant
leadership and project success, similarly the result show that the project governs

weak the relationship trust in leadership and project success.

5. 3Hypothesis Summary

H1Servant leadership has positive impact on project success (Accepted)
H2Servant leadership has positive impact on trust in leadership (Accepted)
H3Servant leadership has positive impact on trust in leadership (Accepted)

H4 Trust in leadership intervening between servant leadership and project

success(Accepted)

H5Project governance interactingthe relationship between servant leadership and

project success (Rejected)

H6Project Governance interacting the relationship between trust in leadership and

project success (Rejected)

5.4. Theoretical implication

The current study has many contributions to the project management literature. It also
contributes to the literature of leadership. In this way this is a unique study that
combined literature of servant leadership and project management. This study
established the understudied link of servant leadership and project success in project
domain. Moreover it explains the mechanism through trust in leaders. It has been
found that servant leaders promote project success through developing their trust of
their followers. Hence the trust of followers in their leader leads to project success.
Third, this study proposed and tested project governance as a moderator and
establishes that project governance weakens the relationship of servant leadership and
project governance. This study will contribute to the literature the servant leadership
role on project success and explores the way how the trust in leader contributes
towards the organization prosperity. This study also explores the role of project

governance with the servant leadership which is also important contribution.
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5.5. Practical implication

The present research has many managerial implications first the present research
validate that servant leader improve project success, therefore this research suggest
that managers working in project based organizations should calculate the servant
leader's style and then, servant leader stress values, alignment with employee’s
values, therefore employees feel more support which in gender the positive
establishment of project accomplishments, accordingly the organization capable to
accomplish the anticipated aim of this project based organization. When the project
manager in calculate the servant leadership style the project will accomplish its goal
with in its constraints e.g. time ,cost and quality parameters and also customer
satisfaction .when the project manager used this style the employee will be motivated
and will accomplish the task and project success will be automatically increased. Due
to sensitive nature of the project servant project manager first aims will be project
employee and when manager will trust and care the project employee the project
success and performance will be automatically increased.

Second, the existing research proposes that managers in the project based organization
essential and skills to know through which subordinates are influenced to effectively
add to the total project enactment. Managers can do this, by giving by authorizing
their subordinates, produce links for subordinates at work offer access to
subordinates; therefore subordinates can recognize the influence of their struggles on
the final outcome. Manager can take care of their employee providing more and more
opportunity for creativity and innovation in the organization take care of their social
belonging .trust on employee which will be ultimately increase employee morale and
they will take active part in the project development and final outcome of the project.
The last way over which managers authorize subordinate is the training through which
managers can improve the essential capability of subordinate to competently and
significantly accomplish that specific work. Training and coaching can enhance the
organization and project enactment and remain in touch with the day today challenges
which are arising due to current globalization. Servant manager focus is always on the
employee enablement and enactment and this is only possible through proper training
and seminar. When employee will be capable and train project success will be
automatically increased and project objective will be easily achieved. Leadership is
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most important in the critical success factor of the project but the project management
totally focused on its physical sight e.g. technical feature’s, human factor which
should play an important role are mostly ignored in the literature and this study
providing very important contribution in the servant leadership concept. Also our
study main contribution is the project governance. Project governance is also most
understudy topic now days these studies also contribute how the project manager will
increase the project governance level. Leadership is mostly less studied in the project
management context and especially servant leadership is less understudied topic in
project management domain this study advocates that project manager when adopts
the servant leadership qualities i.e. become a servant manager also the project success

will be increases.

5.6. Strengths, limitations, and future directions

The existing area of the research has a solidoperational method. First, in order to
decrease the possible influence of collective procedures and individualcause partiality,
I collected data related to servant leadership;trust in leadership, project success and
project governance, and employee the project manager of the various impermanent
organizations. This study has some limitation while conducting the future research
following points should be under considered ; first, the study examined the servant
leadership future researchers can check the others trait of leadership like
transformational leadership, ethical leadership, authentic leadership, transaction
leadership ,inclusive leadership and also taste the local leadership influence on project

SUCCeSS.

Due to short span of time only one mediator examined, future study can develop the
model and also test the other type mediator like employee trust, knowledge sharing,
and self-efficacy and for moderator test collectivism, organization culture and high
power distance and employee ethical concern. Second, we collected the data at once
i.e. cross sectionalfuture research should collect the data in time lags. Third we
collected the data from the very limited cities of the Pakistan future research can also

collect the data from abroad.
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5. 7. Conclusion

The aim of the existing research is to discover the result of the servant leadership on
project success with intervening role trust in leadership and interacting role of project
governance, for this relationship we used supporting theory, social exchange theory.
For objectivity we distribute 550 questionnaires and collected 259 and considered 250
questionnaires for analysis, the result of the study H1, H2 H3 and H4 is accepted and
H5, and H6moderating role of project governance between servant leadership, trust in
leadership and project success is rejected.
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Questionnaire
Dear Respondent

My name is Fahimullah Jan. As a MS research scholar at capital University Science
and Technology, Islamabad, I am collecting data for my research paper. Title: Impact
of Servant Leadership on Project Success with Mediating Role of Trust in Leadership
and Moderating Role of Project Governance. It will take your 10-15 minutes to
answer the questions and to providing the valuable information. | assure you that data
will be strictly kept confidential and will only be used for academic purposes.

Thanks a lot for your help and support!

Sincerely,

FahimullahJanEmail Fahimullahjan@gmail.com
MS (PM) Research Scholar,

Faculty of Management and Social Sciences,

Capital University Science and Technology, Islamabad

Section: 1
1 2 Gender
Male Female
1 2 3 4 5
Age:
18-25 26-33 34-41 42-49 50 and
above
1 2 3 4 5 6 7
Matric Inter Bachelor | Master MS/Mphil | Phd Post phd
Q ualification:
1 2 3 4 5 6
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0-5 6-10 11-16 17-22 23-28 29 and

above

Experience:

Section 2:Servant leadership Please tick the relevant choices: 1= strongly

disagree, 2= Disagree, 3= Neutral, 4= Agree, 5= Strongly Agree

1 This person puts my best interests ahead ofhis/herown. | 1 2 3 4 5

2 This person does everything he/she can to serve me. 1 2 3 4 5

3 This person sacrifices his/her own interests to meet my | 1 2 3 |4 5

needs.

4 This person goes above and beyond the call ofduty to | 1 2 3 4 5

meet my needs.

5 This person is one | would turn to if I had a personal | 1 2 3 4 5

trauma

6 This person is good at helping me with my emotional | 1 2 3 4 5

issues.

7 This person is talented at helping me to heal emotionally. | 1 2 3 4 5

8 This person is one that could help me mend my hard | 1 2 3 4 5
feelings.

9 This person seems alert to what’s happening. 1 2 3 4 5

10 | This person is good at anticipating the consequences of | 1 2 3 4 5

decisions.

11 | This person has great awareness ofwhat is going on.

12 | This person seems in touch with what’s happening.

13 | This person seems to know what is going to happen.

A
[C] I NCY I OY I O
w| w| w| w
I I NY N BN
o] o] ol o

14 | This person offers compelling reasons to get me to do

things.

15 | This person encourages me to dream“ big dreams” about | 1 2 3 4 5

the organization.
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16 | This person is very persuasive.

17 | This person is good at convincing me to do things.

18 | This person is gifted when it comes to persuading me.

A
[C] I O I OY I
w| w|] wl w
I I N N
ol o] ol o>

19 | This person believesthatthe organization needs to play a

moral role in society.

20 | This person believes that our organization needs to| 1 2 3 4 5

function as acommunity.

21 | This person sees the organization for its potential to | 1 2 3 4 5

contribute to society.

22 | This person encourages me to have a community spiritin | 1 2 3 4 5

the workplace.

23 | This person is preparing the organization to make a| 1 2 3 4 5

positiveure difference in the Future.

Section 3: Trustin leadership please tick the following. 1= Strongly Disagree 2=

Disagree 3= Neither Agree/nor Disagree 4= Agree 5= Strongly Agree

1 I trust the information supplied to me by the| 1 2 3 4 5
Leadership.

2 The Leadership has my best interests at heart. 1 2 3 4 5

3 The Leadership responds well to my concerns 1 2 3 4 5

4 The Leadership treats me with respect 1 2 3 4 5

5 The Leadership knows about the problems I face. | 1 2 3 4 5

Section 3: Project Governance

Please insert a check mark (\) in the appropriate column to indicate whether you agree or
disagree with each of the following statements: Strongly Disagree =1. Disagree 2, Neutral 3,

Agree 4, strongly agree 5

1 | In organization decisions are made in the best interest of | 1 2 3 4 5
the shareholders and owners ofthe organization and their

return on investment (Rol)

2 | The remuneration system includes stock-options for| 1 2 3 4 5
employees and similar incentives that foster shareholder
Rol thinking

3 | In organization prevails an image that profitability | 1 2 3 |4 5

determines the legitimacy ofactions (including projects)
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4 |1 amsometimes asked to sacrifice stakeholder satisfaction | 1 2 3 4 5

for the achievement offinancial objectives

5 | The long term objective is to maximize value for the | 1 2 3 4 5

owners ofthe organization

6 | The management philosophyin the organization favor’sa | 1 2 3 4 5
strong emphasis on always getting personnel to follow the

formally laid down procedures

7 | Tight formal control of most operations by means of | 1 2 3 4 5

sophisticated control and information systems

8 | astrong emphasis on getting personnel toadhere closelyto | 1 2 3 4 5

formal job descriptions

9 | The management philosophy in the organization support | 1 2 3 4 5
institutions (like aPMO) should ensure compliance with

the organization's project management methodology

10 | Prioritization of methodology compliance over people's | 1 2 3 |4 5

own experiences in doing their work

Sec 5 Project successes please insert a check mark (V) in the appropriate column to indicate
whether you agree or disagree with each of the following statements: Strongly Disagree =1.

Disagree 2, Neutral 3, Agree 4, strongly agree 5

1 | The projectwas completed on time. 1 2 3 4 5

2 | The project was completed according to the budget allocated 1 2 3 4 5

3 | The outcomes of the projectare used by its intended end users 1 2 3 4 5

4 | The outcomes of the projectare likely to be sustained 1 2 3 4 5

5 | The outcomes of the project have directly benefited the intended | 1 2 3 4 5
end users, either through increasing efficiency or effectiveness.

6 | Given the problem for which it was developed, the projectseems | 1 2 3 4 5
to do the best job of solving that problem

7 |1 was satisfied with the process by which the process was | 1 2 3 4 5
implemented

8 Project team members were satisfied with the process by which | 1 2 3 4 5
the project was implemented

9 | The project had no minimal or start-up problems because itwas | 1 2 3 4 5
readily accepted by end users

10 | The project has directly led to improved performance for the end | 1 2 3 4 5
user/target beneficiaries’

11 | The project has made a visible positive impact on the target | 1 2 3 4 5
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beneficiaries’

Project specification were met by the time of handover to the

target beneficiaries’

The target beneficiaries were satisfied with the outcome of the

project

Our principal donors were satisfied with the outcomes of the

project implementation
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