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ABSTRACT 

The research was conducted to evaluate the impact of high-performance work practices on 

the project success. The research was also intended to explore the mediating role of project 

governance and moderating role of Islamic work ethics between the relationship of the high-

performance work practices and project success. The data was collected from the organizations 

which were involved in the projects, situated in Islamabad, Rawalpindi, and Multan. The 500 

questioners were distributed and from them, 300 questionnaires were retrieved. The data was 

collected by using snowball sampling technique. The findings of the research suggested that the 

project governance partially mediates the relationship between the high-performance work 

practices and project success while the Islamic work ethics significantly moderates the relationship 

among the high-performance work practices and project success. This study is a significant 

contribution in the domain of project management and it has multiple implications at managerial 

level and academic level. The research also suggested the future directions for further research. 

 

 

Keywords: High-performance work practices, project success, Islamic work ethics, project 

governance. 
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CHAPTER 1 

INTRODUCTION 

1. Introduction 

1.1. Background 

The project management is an emerging discipline and the research in project management 

has been started recently. On the basis of work of Peter Moris (2013), the project management 

thinking is diverse and converse discipline due to structural and cultural dimensions. To address 

these limitations of emerging interdisciplinary approach should be based on the trans-disciplinary 

knowledge (Bresnen, 2015). The Ekorts Kock and Gemunden (2016) conducted research by 

combining literature of human resource management and project management.  

The literature of project management recommended that practices of human resource 

management embraced by the project-based organization's support to develop the environment of 

work for projects (Huemann, Keegan & Turner, 2007; Zupan & Kase, 2007; Turner, 2008). In this 

appraise the literature of human resource management categorized practices of human resource 

management like employee involvement and knowledge sharing as high-performance work 

practices (Gollan, 2005; Long & Shields, 2005; Marchington; 2001). The literature has clarified 

that the practices of human resource management are practical in nature and they ensure the 

existence of established structure within the setup of organization for suitable factor as recruitment 

and selection process, training and development, employee performance appraisal, system of 

career planning, participation of employees and remuneration system (Masood, 2012). The 

researchers are of the view that to increase the performance of employees at workplace employees 

needed high-performance work practices. High-performance practices mean those activities of 
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human resource that enhance performance like training, rewards empowerment, employment 

security and motivation of employees to work as a team to successfully meet the demands of the 

job  (Cheng-Hua, Shyjher & Chien, 2009; Davidson, Mcphail & Barry, 2011). 

The impact of high-performance work practices in project domain is important due to some 

reasons. First of all human resource management is a fundamental process that affects the 

recruitment and deployment of human resource for the growth and survival (Turner, 2008), a 

limited research in project domain has contemplated human resource management strategies 

(Bryde & Wright, 2007; Chiesa, Frattini, Lazarotti & Manzini, 2007; Huemann et al., 2007; 

Ratcheva, 2009). The previous literature depicts that human resource management practices are 

popular in last decade and the impact of these practices on writing the stories of success in an 

organization is one of the favorite topics of researchers (Khan & Rasheed, 2014). The results which 

derived from the past research consenting that there is a positive relationship between human 

resource management practices and the recital of organizations (Guest et al., 2000).Irrespective of 

vogue and importance of human resource management, there is not a single consented or agreed 

the definition of it which be quoted or adopted universally because of variations in approach and 

the individual perspective of different scholars (Khan & Rasheed, 2014). 

In today's work environment, the managers are facing biggest challenge, which is they have 

to do more but with fewer resources. That is why the employees are managed to successfully 

achieve goals and objectives (Tamkin, 2004). The practices which enhance the engagement and 

empowerment of employees with productivity, effectiveness are collectively termed as high-

performance work practices (Combus, Liu, Hall & Ketchen, 2006). There are soft practices of 

human resource management that stimulate common admiration, influence, and obligation in the 

project based working environment (Gollan, 2005; Long & Shields, 2005). High-performance 
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work practices are pertinent to the environment of organizations which are project-based for the 

reason that these practices promote that jobs should be aimed at a comprehensive level with a 

combination of planning and implementation, the responsibilities of individuals at jobs changed 

with the occurrence of changing in environment, for performance the teams are accountable and 

lateral communication and control depends on the goals sharing with least status differences 

(Gollan, Davis & Hmaberger, 2005). High-performance work practices are intended towards 

increase the job satisfaction and motivation of employees. In return of these positive attitudes, it 

increases the performance at work (Way, 2002).  

The four decades of research has identified range of success factors which can be applied 

during the life cycle to increase the chances of projects to be successful, subsequently wide number 

of success criteria were identified which can be applicable at the end of the project to analyze the 

success of the project (Muller & Judgev, 2012). In spite of this, the success rate is very low and is 

not up to the perceived prospects (Judgev & Muller, 2005; Lehtonen and Martinsuo, 2006). That’s 

why the researchers started to broaden the scope of probable dynamics of success. The reason 

behind it is that many projects become successful in one location or context but failed in other 

location or context. The failure sometimes is partial or sometimes the projects completely failed 

(Gleww et al., 2009; Munk, 2013).  

In the current business, environment projects are considered not only as a solution to the 

technical issues but they also give a way to bring improvement to the business and to implement 

the modifications in business (Andersen & Jessen, 2002). For the success of the projects the project 

management designed which ensure success, according to the Jha and Lyer (2006), the concept of 

it is subjective in nature because it is contingent on the individual’s perspective who is evaluating 

the success (Carvalho, 2014).  
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Traditionally the success was measured in terms of compliance with budget, time and 

performance mean meeting the specified requirements of the project (Barclay & Osei-Bryson, 

2010; Pinto & Slevin, 1987). These scopes are well-known as “iron triangle.” In spite of the 

criticism on it, still, it is used as a gold standard to measure the success of the project (Papke-

Sheilds et al., 2010). These dimensions focused on the efficiency as compared to the effectiveness. 

The researchers have explained different dimensions of project management understand the causes 

of failure of the project.  These dimensions included internal and external contexts in which project 

implemented (Papke-Shields et al., 2010).  

The previous researchers of project management the number of publications about critical 

success factors of projects are greater (Fortune & White, 2006). The business has been engaged in 

project management from more than a half-century, still, the external group of professionals has 

not acknowledged the performance, they are those who have assurance in project management 

(Aubry & Hobbs, 2010). Numerous studies have highlighted the critical problems and challenges 

related to the success of the project (Besner & Hobbs, 2013; Cho & Yang, 2012; Honget et al, 

2011; Kerzner, 2006). The Barclay and Osei-Bryson (2010) are of the that in projects the biggest 

challenge is that the objectives are not clearly defined. In addition to this, every project has its own 

criteria of success and it depends on the context in which the project executes and different 

standpoints of stakeholders (Toor & Ogulana, 2016).  As the budget, time and scope are 

traditionally used as criteria to measure success and also called iron triangle (Pinto & Selvin, 1987; 

Mullaly, 2006; Pake-Shields et al., 2010; Meredith & Manter, 2000) in which the success of project 

is considered on the basis of completing in cost which was initially planned, the planned estimate 

time is met, and the deliverables meets these requirements which were planned by stakeholders. 

Insite of these the researchers has no consensus regarding success criteria (Jha & Iyre, 2006) 
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because there are many factors which influence the success like external and internal context, the 

influence on the outcome as well as the success of the project (Pake-Shields et al., 2010).  

Moreover, the three criteria which are called iron triangle gets criticized a lot because of 

their inadequacy because some researchers think that they are excessive while others are of the 

view that they are incomplete to measure the success (Yu et al., 2005).  That’s why many efforts 

have been put by researchers to cope with the inadequacies. These efforts can be categorized into 

two groups. First, is adding dimensions to the traditional criteria and second is to convert it into 

single criteria (financial criteria) by reducing various criteria. The second method contemplates 

that in cost variable, time and quality should be considered (Yu et al., 2005). Barcey and Osei-

Bryson (2012) considered following as evaluation criteria; developing a quality reputation, 

maximization of revenue, maximizing competencies of staff, maximizing efficiency and record 

keeping. Raunia and Rawski (2012), are of the view that it's expected from the projects to be more 

efficient as compared to effective. They argued that failure of the important projects strategically 

bound the competitiveness of the business.  

The complexity of the success of projects has created a lack of consensus among the 

researchers. Agarwal and Rathod (2006) specified that budget, scope, and time are still important 

criteria of success for evaluation of projects for professionals and they have been used in numerous 

studies, sometimes as a sole criterion and sometimes with the combination of other measures. 

Governance is usually defined as the techniques by which organizations are directed and 

the managers of organizations are detained responsible for the performance and the conduct 

(OECD, 2001). The concept of governance is different from management as business runs by 

management, while governance ensures that businesses are running efficiently and it is on the right 
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track (Tricker, 2012). In the organizations it is usually perceived that the governance of the projects 

exist inside the framework of corporate governance, including the “value system, responsibilities, 

processes, and policies that allow projects to achieve organizational objectives and foster 

implementation that is in the best interest of all the stakeholders, internal and external, and the 

corporation itself” (Muller, 2009). The latest work on governance in the demesne of projects uses 

Morris' (1997) difference among management of projects and project management to differentiate 

among project governance as the governance of single projects, usually aligned with the particular 

approach used to manage a project, and governance of projects means the way to govern multiple 

projects or group of projects  in organizations,  like programs and portfolios of projects in 

organizations, or governance  at broader level in organizations is related to the entire projects (e.g. 

Badewi, 2015; Müller et al., 2014a, 2014b, 2015). 

Project governance strives for to form the circumstances for the ordered rule and 

cooperative action (Stoker, 1998) by giving a recognized illustration of the organizational 

measures that surround a specific project. In accordance the temporary nature of the projects 

(Malach-Pines et al., 2009; Bakker et al., 2013), every project entails an exclusive structure of 

governance which, though discrete from the comparatively established standing structures of the 

contributing organizations, however, must co-exist with them. The obligation of responsibilities 

to certain individuals in the model of project governance is essential (Too and Weaver, 2013), for 

the reason that it provides bridge to the gap between the expectations of a role and the manner in 

which the role is filled (Forbes and Milliken, 1999) by assigning consents and rewards to the 

performance levels (Zwikael and Smyrk, 2011).  

The current literature has challenged the existing models of project governance, by 

suggesting that they are out-of-date, imperfect, and of doubtful value (Lechler and Cohen, 2009; 
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Zwikael and Smyrk, 2012). In certain, a most important disapproval is that these models are not 

thoughtful of modern changes in the literature of project management, particularly those 

individuals that are of the view that projects as exercises meant at understanding benefits preferred 

by the donor organization (Scott-Young and Samson, 2009).  

The recent International financial scandal and the downfall of prestigious corporations, 

such as Enron and World-Com have conveyed into eminence the role of governance and 

particularly in relation to the corporate performance (Bozec et al., 2010). Nigro et al. (2012) 

emphasized that the significance of planning governance models to deal with the problems of 

within the firm relationships. In broad-spectrum, governance delivers a framework for ethical 

decision making and action of managers within the organization which is founded on transparency, 

defined roles, and accountability. The corporate governance concerns with the way in which 

corporations are controlled and managed (du Plessis et al., 2005.A governance structure seeks out 

to decrease conflicts between diverse groups of stakeholders which may have a negative impact 

on performance and it also gives the framework to set the objectives of the organization (OECD, 

2004). 

For the same reasons, as projects are the unique in nature (Marle et al., 2013) proposed to 

realize target benefits (Zwikael and Smyrk, 2012 and projects also require their own models of 

governance. However structures of organizations are usually functional-oriented, the team's 

members who are involved in projects typically come from across functional and organizational 

boundaries (Sundstrom et al., 1990), that’s why the organization governance structures usually are 

not suited for projects because each project needs discrete arrangements. The researchers have no 

consensus and common understanding on the definition of project governance (Bekker, 2014). 

Renz (2007), defined project governance as “a process-oriented system by which projects are 
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strategically directed, iteratively managed, and holistically controlled, in an entrepreneurial and 

ethically reflected way”. While the Project Management Body of Knowledge (PMBOK) defined 

project governance as “the alignment of project objectives with the strategy of the larger 

organization” (PMI, 2013). Furthermore, the literature does not come to an agreement on the 

framework of a robust model of project governance (Zwikael and Smyrk, 2011), only the 

governance model should be based on four principles (Garland, 2009): (1) distinguish a particular 

point of accountability, (2) make sure a facility delivery attention, (3) distinct the project 

governance structure from the organizational governance structures, and (4) distinct management 

of stakeholders and the decision making of projects. Likewise, Turner (2009) proposed three 

phases for project governance: (1) defining objectives, (2) defines the ways to achieve the 

objectives, and (3) define the ways to monitor the progress. PRINCE2 (OGC, 2009,) contends that 

project governance has to “ensure that an organization's project portfolio is aligned to the 

organization's objectives, is delivered efficiently; and is sustainable.” Muller (2009) recommended 

that models of governance ought to help in nurturing projects success, projects need to be 

prioritized for the greatest utilization of resources, recognize projects which are facing trouble, and 

liberate, postponement, or cessation them as suitable. Subsequently, the likewise literature 

recommends numerous models of project governance. Ruuska, Ahola, Artto, Locatelli and 

Mancini (2011) recognized on the basis of variety and involvement level of stakeholders 

categorized three sorts of models of project governance: a sole firm's governance arrangement 

through its several projects, projects of multi-firm in which several companies involve in 

predetermined contracts, and hybrid projects or web-like structures comprising several interrelated 

performers depend on the existence of one ultimate hierarchical power. Morris and Geraldi (2011) 

discussed that there are three functional levels of project management: technical level, strategical 
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level, and institutional level. Bekker (2014) united the two models which have been described 

above into ‘schools of thoughts’ as sole firm, multi-level firm, and large capital.  

Though, models of project governance have dawdled behind the progress in the literature 

of project management. Current literature admits that projects have explicit benefits to attain 

(Shenhar and Dvir, 2007) and it also admits that the fulfilling deliverables are a (compulsory but 

inadequate) prerequisite to the recognition of benefits (Zwikael and Smyrk, 2012). 

The literature specifies that the organization is focusing in the direction of the progress of the 

positive organizational psychology at individual and organizational level. (Meyers, van Woerkom, 

& Bakker, 2013). At the individual level, the key interpreters are spirituality and forgiveness; 

through at the level of organization, organizational citizenship behavior, selflessness, and work 

ethics act as the vital role (Seligman & Csikszentmihalyi, 2014). Between these interpreters, 

workplace ethics directs the behavior of employees in the right way by reassuring affirmative 

behavior. For the promotion of workplace ethics, the existing literature gives substantial 

importance to the religion and an excess of studies emphasis on diverse religions (Parboteeah, 

Paik, & Cullen, 2009) including Islamic work ethic (Ali,1988, 1992; Yousef, 2000, 2001). Islamic 

work ethics are stranded on the teachings of the Quran and Sunnah of Prophet Muhammad (peace 

be upon him) (Ali & Al-Owaihan, 2008; Rice, 1999; Yousef, 2000a, 2000b). In distinction with 

other spiritual educations of work ethics, scholars specified that Islamic work ethic is an extensive 

thought and it is not restricted to a specific individuals or groups and indefinite professions (Khan, 

Abbas, Gul, & Raja, 2015). 

Furthermore, the difference between ethics and Islamic work ethic might be demonstrated 

by the concept established by Rawwas, Arjoon, and Sidani (2013). In a directive to do a moral 
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result, three aspects arise to the mind: ethical viewpoints, relations of organizations and values, 

and opportunity. Moral philosophies are ideologies that persons practice to govern what is correct 

and what is mistaken. Relationships of organization and values are those beliefs which are adopted 

by a worker at work in order to deal with other employees, peers and superiors and the values are 

adopted by the employees to perform their task. Opportunity means favorable conditions that make 

available reward.  

In Islam, every single act of an individual is ruled on by the direction of work ethics of 

Islam and it’s the responsibility of a Muslim to trail the teachings of Islam (Khan et al., 2015). 

Syed and Ali (2010) further explained that according to the teachings of Islam, obligations of 

Muslims are to surrender completely to Allah’s will. So irrespective of the situation, the person 

who believes in Islam will behave according to the teachings of Islam and the employees would 

stay positive. These employees would be stricter to ethics and compared to those who follow a 

man-made code of ethics.  

1.2. Gap Analysis 

 Khan and Rasheed (2014) recommended that the future direction for the research is that 

the research needs to be conducted in public and private sector with the focus on human resource 

practices, Islamic work ethics, and project success. The research needs to be done with or without 

the moderating impact of Islamic work ethics. Karatepe (2015), also recommended that the 

empowerment and reward were considered as high-performance work practices, the future 

research needs to focus on the other human resource practices. The security and selectivity 

appeared as important high-performance work practices (Sun et al., 2007). There is a lack of 

empirical studies, so there is a gap exist in the literature of project management and literature of 



- 11 - 
 

human resource management that’s why high-performance work practices need to be incorporated 

in future research in the context of project management (Wickrama-Singhe & Liyanage, 2013).  

 Huemann (2010) recommended that the project oriented human resource management 

research can be an auspicious topic for the future research. The Badewi (2016), is the view that 

project governance framework has provided the new door for research. The future research can be 

done to measure the impact of it on project success with continuous basis because the owners don’t 

take interest in continuous benefit from the project when it finishes (Badewi, 2015).  

 The ethical issues, governance of project management should be considered in further 

research to investigate the relationship with project success (Tsalturyan & Muller, 2015; Muller et 

al., 2013; Aubry et al., 2011, 2012). The research needed to focus on the mediating role of 

governance of the projects to reach the complete picture of the structures of project governance ( 

Muller & Lecoeurve, 2014).  The project governance with the ethical framework needs to be 

incorporated in further research (Muller et al., 2013). The research in project governance need to 

continue and the emphasis should be on ethical conduct and their mutual framework (Bekker, 

2014).  

In the field of project management much needs to be done because the project and program 

management is the critical issue nowadays.  And project or program governance is the critical issue 

for all those who are involved in organizations and it's not only the field of project managers. So 

the future research is needed to mature the concept of the governance in program and project 

management. It is needed to operationalize it with core concepts of project management. The 

scholars, professionals, and researchers need to develop meaningful knowledge in project 
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governance domain and it should not remain focused on academic journals but the policy makers 

should involve in it (Paton et al., 2013; Pitsis, Sankaran, Gudergan & Clegg, 2014).  

In the light of the above recommendation, the present study has fulfilled the gap by 

exploring the impact of high-performance work practices as an independent variable, on the project 

success as a dependent variable. The project governance framework used as a mediating variable 

with the moderation of Islamic work ethics (Tsalturyan & Muller, 2011; Muller et al., 2013; Aubry 

et al., 2011, 2012; Khan and Rasheed 2014). 

1.3. Problem Statement 

 Governing projects is a unique challenge, this is because the governance issue involved 

from planning to execution. It is required to ensure that the right things are needed to be done, and 

then to ensure that during the project the right path has been followed. 

The governance is one of the major issues in projects of Pakistan that are why the 

performance rate of projects in Pakistan is dropping down frequently. According to the evaluation 

report1 of Asian Development Bank, the success rate of projects has been decreased to 29%, this 

prima facie that the circumstances of the country are difficult for the execution of projects, with 

challenging federal-provincial-local government coordination, stakeholder dissonance, volatile 

calamities and procurement, land acquisition issues, implementation problems.  

As the first phase of Dasu project is totally uncertain because the federal government has 

become unsuccessful to settle issues related to land, together with ones on land acquisition and 

reimbursement of charges with Khyber Pakhtunkhwa (Ahmad, 2016) and it may lead to the 

                                                           
1 Country Assistance Program Evaluation: Pakistan 2002-2012 Continuing Development Challenges 
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cancellation of international funding by the World Bank due to lack of governance in land 

acquisition2, similarly the 969MW Neelam Jehlam hydropower project is set to miss repeatedly 

extended deadlines.3 The stakeholders are against the design of the Orange Line Train project 

because they claimed of the government to either alter the direction or use tunnel technology, 

deteriorating which the private land for acquisition would certainly not be dispensed over to the 

government at any cost. Sentiments remained high among the project affects. The Lahore High 

Court has declared that the government NOC is null and void.4 The Tarbella extension plan, which 

was supposed to contribute 1410MW has been in trouble and its acceleration has almost been 

abandoned. The Nandi Pur Power is another example of the spectacular failure to deliver its 

promises.5 

The alarming situation has occurred for the government and society of Pakistan and the 

circumstances are becoming more complicated day by day. It’s hour of need to cater the issues 

regarding project governance and to explore the contribution of it to project success. 

Previously the researchers and project managers paid attention to the iron triangle which basically 

the output determined approach (Chih & Zikael, 2015). While it generates the problem on the 

individual and organizational level this leads to the collisions between the line and project 

managers (Maylor et al., 2006). While the inexperienced managers try to focus on the iron triangle 

as compared to the process of getting the successful project (Muller & Turner, 2007). The literature 

has revealed that output focused orientation cause confusion (Shenhar, 2007) and the iron triangle 

is insufficient for the success pf project (Samset, 2009), that’s why it is required to realise that the 

                                                           
2 The World Bank, Implementation status, and results report 
3 The Dawn News, 04 August, 2016 
4 Order Sheet, The Lahore High Court Judicial Department, Case # W.P.No.39291/2015 
5 AMNESTY International Report 2015-2016 



- 14 - 
 

how projects should be done through the framework of governance (Breese, 2012; Chih & 

Zwikael, 2015).  

1.4.  Research Question 

On the basis of the indicated problems, the current study is indented to find answers for some 

questions, the questions are as follows; 

Question 1: What is the impact of high-performance working practices on project success? And 

how they influence the success of the project? 

Question 2: Does project governance act as a mediator between high-performance working 

practices and project success? And how it influences the relationship between high-performance 

work practices and project success? 

Question 3:  Does Islamic work ethics act as a moderator between high-performance work 

practices and project success?  

1.5. Significance of the study 

The present study is helpful for the organization because of the governance of projects, it 

gives the internal organizational control, and due to which organizations will be able to ensure that 

they are following the right path, and externally it convinces the stakeholders that their money is 

spent justly. The organizations will be capable of accomplishing the demands of stakeholders that 

their money is spending justly. The organization will be able to fulfill the demands of stakeholders 

because due to project governance the organization can be capable of complying with the external 

rules, regulations, and legislations.  
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This study is also significant for the project managers because it will help them in the 

methodology of delivering projects by optimizing the investment, they will be competent to avoid 

the common reasons of failure of the projects, and they will be capable of motivating their 

subordinates through effective communication. The implementation of good governance lowers 

the risks which arise from the change and it will benefit them to maximize their benefits. 

While in that organization where governance is not certainly driven force, the project teams 

should take responsibilities for the governance. And the sponsor of the project should ensure that 

the appropriate mechanism of governance is in place. The periodic evaluation should be conducted 

by the third party to assure that the mechanism of governance is being applied.  

The study has also fulfilled the theoretical gap which existed in the literature because the 

research on the governance framework with the framework of Islamic work ethics was not done 

before in the field of project management. The present study has catered the need of the time by 

exploring the impact of high-performance work practices on project success.  

Captivating situations and settings of Pakistan in view, the position of project based 

establishments cannot be ignored. Remarkably, human resource practices and roles in developing 

the economy of Pakistan go to the early sixties while regime focused on the institutional progress. 

Lots of glitches have been confronted by the nation state in the course of this development and 

consequently the pace of development as regards the progress of successful organizations has been 

certainly slow. There can be numerous ascribing reasons for this sluggish pace, however, one 

factor can be a lack of emphasis on giving unpaid significance to Islamic work ethics in Muslim 

nation state like Pakistan. Academics have brought into being that religious simulation on human 

practices are very substantial but are an abandoned field in research (Hashim, 2010). The 
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simulations of Islam in relative to human resource practices in the atypical setting of Pakistani 

project-based establishments are an area of attention where much can be done. 

1.6. Research Objectives 

The overall objective of the study is to examine the impact of high-performance work practices, 

through governance on project success. 

The specific objectives of the study are stated below; 

1. To explore the relationship between high-performance work practices and project success. 

2. To examine the mediating effect of project governance on the relationship between high-

performance work practices and project success. 

3. To examine the moderating effect of Islamic work ethics on the relationship between 

high-performance work practices and project success. 

1.7. Supporting theories 

1.7.1. Agency Theory 

Agency theory is a communal perspective of corporate governance, and it’s commonly 

used in the governance literature though criticism exists against it, still widely used over the longer 

period of time (Nyberg et al., 2010). The foundation of agency theory based on economic 

utilitarianism (Ross, 1973), it explains that characteristic of individuals based on self-interest and 

they pursue individual interests (Cohen & HolderWebb, 2006; Lubatkin, 2005). The agency theory 

recommended that when the principal and agent involved in the contract that agent will perform 

services on the behalf of the principal and principal delegates some authority of decision making 

to the agent, it nears it allow agent having direct control of his own wellbeing. 
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On the other hand, agency problems arise in the fore mentioned contract because both 

parties who want to maximize their utility, both have diverged interests, different preferences for 

risks and in the situation where principal cannot monitor the agent’s behavior, it allows the 

opportunity to the agent to pursue his self-interests and his own aims irrespective of the objectives 

of principal (Eisenhardth, 1989; Jensen & Meckling, 1976; Ross 1973). The governance challenge 

arises because both partied have a conflict of goals and the information is an asymmetry between 

principal and agent. The asymmetry information means that the principal has less information 

about the skills and competencies of the agent as compared to the agent. As the principal unable 

to monitor the agent directly that’s why mostly the information tends to be expensive and 

inaccessible (Eisenhardt, 1989; Sharma, 1997). As this theory defines the two-sided relationship 

among self-interested agent and principal, they have to put efforts to be in a contract in which both 

parties align their interests because both get asymmetry information about each other (Eisenhardt, 

1989). The situational factors influence the agency relationship (Toivonen & Toivonen, 2014). 

1.7.2.  Stewardship Theory 

The stewardship theory developed in the retort to the condemnation on the generalizability 

of agency theory. This theory is a pessimistic view about the discrete individualities and motivation 

constructed on the utility consideration (Cuevas, Rodriguez et al., 2012). The perspective of 

stewardship theory is that it elaborates the different model of the individual, instead of pursuing 

self-interested behavior, the individual pursues collectivist behavior. Instead of the self-interest 

agent, the steward makes the decision which is based on the best satisfying organizational 

demands. The steward satisfies his personal needs by fulfilling organizational demands. The 

organization that inculcates the culture of empowerment and autonomy their employees will 

develop the stewardship relations which are opposed to the agency relationships (Davis et al., 
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1997).The theory of stewardship explains, behavior in the stakeholder-oriented structure of 

governance, where organizational goals achieved through the mechanism of trust and controlling 

is done by outcome (Muller, 2011). 

1.8. Structure of Thesis  

Chapter 1 has introduced the comprehensive domain of this study. Along with, it has discussed the 

background, research gap, research questions, and significance of the study, research objectives, 

and supporting theories. Chapter 2 has looked into the literature review in detail. Also, the chapter 

has provided an understanding of the proposed theoretical framework, along with the hypothesis 

of the study. Chapter 3 discusses the sample and procedures of data collection, the scales that were 

used to measure the different constructs in this study, and the statistical tests that were used to find 

the results. The last chapter 4 includes results of the study, discussion of the findings, theoretical 

and practical implications, study strengths and limitations, and future research directions 
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CHAPTER 2 

REVIEW OF LITERATURE 

2. Literature Review 

The subsequent review of the literature has been indicated within the extensive field of 

project success. Numerous studies have been studied to ascertain a substantial gap in the literature. 

Additionally, this chapter contributes to an understanding of the suggested conceptual framework, 

alongside with the hypothesis development for the present study. 

2.1. Theoretical Framework 

2.1.1. High-performance work practices as independent variable 

The success of project means to achieve the defined targets by applying an appropriate strategy 

that is pertinent to the product and services of organizations. While the success of management 

team is measured by achieving targets according to the planned budget and quality with planned 

control methods (Muller & Turner, 2010). These two types of achievements have a common thing 

that they all depend on the human resource, the project success can only be happen if the 

management is successful. The human resource working practices is an important incident related 

to the project success. That’s why in the previous years it was one of the favorite topics of 

researchers. So on the basis of that, it has a positive connection with the performance of an 

organization (Guest et al., 2000). 

The previous research elaborates that a human resource is a practical approach and it 

provides complete structure and framework to the organization from recruitment to career 

management of planning (Masood, 2010). That’s why the human resource needs to be united with 

the contextual framework of the organization and the organizational strategies need to be aligned 
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with it. To add value the organizational strategy needs to design to build the relationship with the 

employee because among the employee and organization the exchange relationship exists 

(Paauwe, 2004). As in the project based organizations the organizational strategy, its structures 

due to the temporary framework and its culture act as a challenge for the human resource 

management. The researchers are of the view that the challenges sprout due to the accountability 

and authority of the project managers (Keegan & Turner, 2003; Larsen, 2002), pay structure and 

promotional criteria (Aitken &Crawford, 2007), managing with project workload (Zika-

Viktorsson et al., 2006), dispensation of resources (Engwall & Jerbant, 2003). 

The project-based organizations required to modify the human resource practices and 

process from recruitment to the releasing for a specific project like from assigning to the dispersion 

(Huemann et al., 2007). Contrary to this many projects based organization which are 

comparatively mature are still in a struggle to develop the human resource practices because the 

practices for employees to the specific project and practices for the regular employees are not 

aligned (Turner et al., 2008).  

In the project-based organizations the activities of human resource management are 

decentralized because these are performed by the department of human resource, line, and project 

managers (Soderlund & Bredin, 2007; Keegan et al., 2009). Human resource management plays 

an important role in project oriented organization. They need to align their strategies from a passive 

functionality to proactive functionality. The organization needs to align their strategies and 

practices according to the projects (Huemann, 2010). The performance and success depend upon 

the skills and capabilities to apply appropriate knowledge by the employees (Davenport, 2006). 

That’s why the literature suggests that the practices of human resource adopted by the organization 

should support the working environment of the organization to meet the deadlines of the project 
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(Turner, 2007; Turner et al., 2008; Zupan & Kase, 2007). That’s why the literature has categorized 

some practices of human resource management as the high-performance work practices (Gollan, 

2005; Long & Shields, 2005).  

The high-performance work practices are the soft practices of human resource 

management. These practices inculcate the interactive authority, accountability and recognition at 

the work (Gollan, 2005; Long & Sheilds, 2005). These practices are relevant to the working 

environment of the project because they allow designing the jobs at a broad level from the planning 

phase to the execution. And the shared responsibilities are increased to it. It also inculcates the 

concept of shared accountability of performance and attainment of shared goals with minimal 

differences (Gollan, Davis & Hamberger, 2005). These practices are highly important for the 

performance and success. These are the essential process because they have an impact on the 

employee deployment and its persistence (Turner, 2008).  

The project management has particular context and project managers generally pursue to 

employ high-performance work practices because they need to cope with the complex and 

particular environment of the projects. That’s why the research has been increased in the domain 

of the project management to analyses the requirements for successful projects. That’s why the 

recent studies have focused on the practices and competencies or skills which influence the project 

success (Geoghegan & Dulewicz, 2008; Keegand & Den Hartog, 2004; Mazur, Pasarski, Chang 

& Ashkanasy, 2014; Muller & Turner, 2010). As projects have deadlines and work pressures so 

this causes the state of stress which fosters the abusive behavior (Mawritz, Mayer, Hoobler, Wayne 

& Marinola, 2012). So due to these pressures the risk arises, as the supervisor act as an authoritative 

because of the influence the project outcomes (Anantatmula, 2010; Fisher, 2011; Mazuer et al., 

2014). They have an influence on the choice of practices as well. That’s why they can use authority 
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to influence the behavior of his employees and they try to choose those practice which increases 

the performance due to which ultimate desired results achieved (Lolyd-Walker & Walker, 2011). 

The managers need to understand the importance of high-performance work practices because they 

have a strong influence on the success in the time of pressure and stress. The project manager 

needs to rely on the positive practices to achieve the positive and desired performance. The human 

resource management has become the most efficient style of management from the middle of the 

previous century (Armstong, 2003).  

The significant pivotal of the management style are the distinct values, execution of the 

effective practices, and the techniques or skills which enhance the performance (Storey, 2007). 

There are many studies that have explored the relationship between effective practices and 

performance of the organization. The researchers have explored that the utilization and 

implementation of the high-performance work practices which lead towards the attainment of 

desired results in terms of the performance of the organization (Datla et al., 2003). The Wright et 

al., (2003) were of the view that organizational success depends upon the employee commitment. 

As the commitment is the human resource practices utility. So ostensibly the high-performance 

work practices have the relation with the success of the project in the organization which is project 

based (Khan  & Rasheed, 2014). The Pfeffer (1994) recommended that by acquiring some 

particular practices the organizations can modify the existing process and by doing this the 

organization’s performance will be improved and which ultimately lead towards the success. 

Becker et al., (1995), conducted the study which becomes very popular. The study was conducted 

on the 740 organizations. The study explored the system of human resource established in the 

organizations that which organization have adopted high-performance work practices and focused 

that the who were on the high index had greater performance in terms of economics and statistics. 
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In the same line, the study was conducted by the Fey and Bjorkman (2001) that practices of human 

resource are effective for every type of employees and the practices have an influence on the 

resultant outcomes pf the organizations. 

Weright et al., (2005) of the view that the human resource practices have a positive impact 

on the organizational success. The study concluded that the selective practices of the human 

resource have a positive impact on the organizational success. It was also explored that the 

organizations attain a competitive advantage by the implementation of human resource practices. 

In the domain of project management, it has been established that the success of the project is 

linked to the success of the organization (Cooke0Davis, 2002). Irrespective of the unique and 

temporal nature of project-based organizations, they have a permanent structure as well like the 

project management office and the groups of the portfolio (Gareis, 2005). Moreover, the practices 

of human resource in project-based organizations are doubted because in the literature generally, 

the human resource practices are for the outsized organizations (Huemann et al., 2007). As per the 

definition of PMI (2008), the projects are unique and they are time destined, that’s why they need 

extra attention. Though the PMBOK has published the complete chapter on the strategies of human 

resource for the project based organizations but still, it needs more development. That’s why to 

get the project success the process of management need to define in terms of projects and need to 

implement the modified process to get the success of human resource (Gareis, 2010). The 

implementation of these process required human resource. That’s why the relation of practices of 

human resource and the project success is consistently established in the literature. According to 

the universalistic perspective, the specific practices of the human resource have a positive impact 

on the success organization (Tzafrir, 2006), that’s why the similar relation holds for the success of 

the project.  
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According to the Harvard model that the practices which are defined in the model are 

relative to the management of the project as well as these are relevant to the universalistic 

perspective as well (Khan & Rasheed, 2014), because the employee recruitment and selection 

process ensure the fair intake of the people as employees. Irrespective of the small budget but the 

organizations don’t compromise (Masood, 2010). Similarly, training and development of 

employees, the performance appraisal, and the compensation system have a strong influence on 

their performance which ultimately leads towards the project success (Khan & Rasheed, 2014). 

These practices have a significant relationship with the project success in the project-based 

organizations (Belout & Gauvreau, 2004; Khan & Rasheed, 2014). It was also found that though 

training and development has non-significant impact on the project success, it varies from country 

to country (Khan & Rasheed, 2014), the project based organization try to save the cost of training 

and development due to limited budget (PMI, 2008)., the results varies according to the context as 

Aguinisand Kraiger (2009) is the view that the training and development refines the culture and 

working environment of the organization. As the empowerment of employees increases the 

performance due to the distinctive set of human resource practices (Appelbaum, Barley, Beragnd 

& Kallebey, 2001), that’s why the success of the management is to deliver targets according to the 

planned targets and budget of the project (Muller & Turner, 2010).  

The former studies divulge that the human resource is an applied methodology and it 

delivers the comprehensive arrangement and structure to the organization from the staffing to 

professional development (Masood, 2010). These practices are the predecessor of the project 

success in a project-based organization that’s why they are the crucial practices and make available 

the framework to accomplish the goals which eventually causes in the success of the project (Khan 

& Rasheed, 2014).  
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H1: High-performance work practices have a positive impact on project success. 

2.1.2. Project governance as mediator 

The governance has an indirect impact on the people via supervisor who governed and it 

has a direct impact via organizational indirect forces like the society in which the people live and 

the working environment in which people work (Foucault, 1991). The governance occurs in every 

aspect of life and it intermingles with the law and with situational structures, however, the actions 

of people who are involved in teams and groups cannot be governed through it (Clegg, 1994). The 

governance has many definitions which vary in terms of its scope and focus like the societal 

governance, governance of projects and project governance. In terms of projects, governance plays 

its important part at multiple levels like governance of the groups of projects in terms of the 

programs or portfolios of projects. In these, the governance focused on the collaborative 

governance. It is regarded as the governance of projects (Muller & Lecoeuvre, 2014). The 

definition of governance of project is different from the governance of single projects as it is 

defined by Pinto (2014) that project governance means to utilize the systems, process, and the 

authority to deploy resources and synchronize or wield project activities. The governance of 

project is combined with the project governance. They are the subset of the structure of corporate 

governance and they dealt with the governance of program, portfolio, and project (Muller et al., 

2014).  

The literature of project governance caters the various perspective like distribution of risks 

through project governance (Abednego & Ogunlana, 2006), the structure for investigating the 

growth and completion of the large invested projects (Muller & Hobbs, 2005), particular structure 

of the project defined by NASA (Shenhar et al., 2005), governance of the processes in projects 

(Winch, 2001), methodology of governance in project-based firms (Turner  Keegan, 2001), 
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regulation of deviation (Pinto, 2014) and the governance in different types of organizations like 

functional organization, matrix-based organization and projectile organizations (Muller et al., 

2014). 

In the literature the gaps the project governance and project success (Joslin & Muller, 2015).the 

project governance needs to be used as the contextual determinant because the corporate 

governance is existent from the time of establishment of the organization. The project governance 

has modified the view of individuals and their point of view about the project management. It 

happened because project governance provides the framework to start, execute, and control the 

projects (Turner, 2006). 

 To comprehend the relationship of project governance with the project success, a structure 

is needed to characterize the governance structure of organizations. That is why the different types 

of models were devised from different viewpoints like top-down or bottom-up methodology 

(Kalkegg et al., 2009). The top-down perspective is in the context of stakeholder’s and outcomes 

while the bottom-up perspective is in the context of process control perspective (Muller, 2009). 

Basically, the governance model by Muller (2009), based on transaction cost economic theory, 

agency theory, and institutional theory. In this model, the categories of governance were defined 

which are also called the paradigms. So when an organization caters the specific projects it sets 

into one of four categories. These categories have two orientations, one is the corporate governance 

approach in terms of stakeholder-stakeholder orientation while the second is the organizational 

approach in terms of behavior-outcome orientation. The corporate governance orientation was 

developed on the basis of models developed by Clarke (2004) and Hernandez (2012). 
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 According to them, the continuum can be used from stakeholder to stakeholder for the 

corporate governance approach. While in the second approach the control orientation means the 

control implemented by the organization on the project and project manager. It differentiates 

between the control by the organization, which emphasis on the achievement of goals by 

monitoring outcomes, contrary to this the compliance with the behavior of the employee. The 

contingency theory advocates the importance of distinctive frameworks, based on the context of 

organization for the organizations (Burns & Stalker, 1961; Woodward et al., 1965).  

According to the Donaldson’s (2001) model of the contingency theory in organizational 

perspective, it describes the impact of one variable on the other variable reliant on the contextual 

variable which is the third variable. The recent literature in the domain of project management 

showed that the use of contingency theory, in this domain it has been increased from 2005 (Hancih 

& Wald, 2012). The contingency they support the theoretical perspective of the present study that 

the relationship between high-performance work practices and project success in the context of 

project governance. As in the previous models of the success factors by Pinto, Selvin and Prescott 

cater the factors of the effectiveness of the organization and the procedural strength. The factors 

of success have been expanded in the previous years. The scholars have realized that the factors 

without the contextual framework without the contextual can lead towards the increased risks of 

projects that are why, the structure of success factors were considered like those foster the multiple 

dimensions and distinct factors (Shennhar et al., 2001). 

The significance of the project governance for the project success was assessed in the 

qualitative case studies conducted in South Africa by using different qualitative research 

techniques. The people who were involved in the interviews were of the view that the governance 

principles have a strong impact on project success (Bekker & Steyn, 2008). The governance has 
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an impact on the entire life cycle of the project because the two orientation i.e. stakeholder 

orientation and organizational control orientation exists in the project based organizations before 

starting phase of the single project (Josline & Muller, 2016). 

As it was mentioned before that the governance structure exists at the different levels which 

flow from the wide concept to the narrow concept (Kalkegg et al., 2009). The governance related 

to the projects is aligned with the broad concept of corporate governance but it’s merely focused 

on the specific project. The project management institute (PMI) explained the governance as a 

function which oversight, it is enclosed which is an oversight, it is synchronized with the 

organizational model of the governance, and that is enclosed with the life cycle of the project. It 

provides the uniform method to control the project and ensure its success by defined, documented, 

communicated, the reliable and consistent practice of the project (PMI, 2013). 

Moreover, project governance deal with the individual or single projects while the 

governance of projects deals with the programs and portfolios and the corporate governance deal 

with the wider perspective (Muller et al., 2015).   

Though there are many theories of management applied and used in the project governance 

as defined earlier. In the 1980s the corporate governance was considered in the realm of law, after 

that the economists took interest in that how organizations involved in the decision making 

(Glison, 1996). The Gilson (1996) was of the view that the economists considered that there might 

be a relation exist between the governance and the performance of organizations. 

From the above standpoint, the researchers applied the theories of management to explore 

the factors which have an impact on the governance and performance of the organizations (Maher 

& Andersson, 2000). The famous domain of the governance was agency and stewardship theory, 
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stakeholder-stakeholder theory, transaction cost economics and dependence on the resource they 

(Yusoff & Alhaj, 2012). The reason behind the implementation of these theories is to structure and 

cope with those issues which are responsible for bad and poor governance (Hirschey et al., 2009). 

In the late 70s the problem related to the bad governance and their influence on the value 

of shareholder was studied in various economies (Basu et al., 2007; Hirschey et al., 2009). The 

agency they grounded on the economic interpretation of the relationships, at work, between the 

shareholder and the manager.  

The assumption of the story is that both actors are rational and they are self-interested. The 

agency theory has been used in the domain of finance, economics, social sciences, organizational 

behavior and governance ( Turner & Muller, 2003; Kaiser, 2006). The agent they theorize that the 

agent could utilize their power on the distribution of resources unscrupulously to achieve the 

objectives which are not aligned with the welfare of the principals (Jensen & Meckling, 1976). 

This showed that both the principal and the agent issues occur because both have a self-interest in 

their own well-being in maximizing their own value (Mitnick, 1973). The problem between the 

principal and the agent sprout due to asymmetrical information. It is due to that the agent (Project 

Manager) has more informant than the principal (Sponsor of the project) (Wiseman et al., 2012). 

This causes the risk of ethical hazard which, if alleviated, is possible to escalate the agency impact 

(Poblete & Spulber, 2012). 

The famous remedies to the issues consist of treaties and inducements that stimulate the 

agent to work according to the requirements and interests of principals, and agents can be 

controlled by the framework of controlling mechanism. The corporate and project governance need 

to design according to the situation of the organization to mitigate the risks and problems linked 
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with the agent and principal relation. The agency theory has been capitalized a lot because it has 

ignored the transition between the project manager and sponsor of the project. The transitions 

between the project manager and the sponsor are socially entrenched and consequently obstructed 

by organizational settings (Wiseman et al., 2012). In the present study, the agency theory is used 

as to describe the behavior in which the orientation of stakeholder and to explain the structure of 

the governance for controlled behavior.  

The stewardship theory basically based on the psychological standpoint in the direction of 

the governance. The stewardship theory explains that the managers act as stewards and-and their 

intentions are line up with the ultimate goals of principals as compared to their own interests, 

which are for a shorter period of goal, maximize the utility (Donaldson & Davis, 1991). The Davis 

et al., (1997) of the view that this behavior belongs to the higher level need of Maslow’s need 

hierarchy theory. It explained that the stewards are different from agents because stewards are 

trustful and responsible. And they make those decisions which are in the interests of the 

organization, however, managers required to be provided with the incentive. This theory has been 

disparaged.  

The reason behind the criticism is that this theory considered the static mode of 

organization and it hasn’t considered that the steward can turn back on the place of the agent when 

the position of a steward is in danger (Pastoriza & Arino, 2008). While the theory of transaction 

cost of economics is of the view that the organizations attain the lowermost expenditure of 

transaction to modifying the framework of governance according to the type of the transaction 

(Willimson, 1979). The resource dependency theory is of the view that to achieve the 

organizational goals managers can line up the inner and peripheral resources (Pfeffer & Salanick, 

1978). 
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In the domain of the project, the two features out of three establish governance as a project 

governance i.e on are governing single project and the second is governing the groups of projects 

in terms of the programs and portfolios (Muller et al., 2015). These features are in line with the 

definition which was given by PMI and individual projects and with the framework governance 

for the individual projects and categorize of them (PMI, 2013).  

The previous studies showed diverse tactics of the governance in the domain of the project 

governance (Muller et al., 2015), the topics included like the improve the way to manage the 

projects, the relationship between governance, and trust in project-based organizations along with 

the ethics, the jeopardy, threats, ambiguity and governance in the large projects, governance in 

different sectors especially the information technology and the the stabilization of deviation (Too 

& Weaver, 2014; Muller et al., 2013; Sanderson, 2012; Weill & Ross, 2004; Pinto, 2014).  

In the domain of projects, the studies about governance have used the same management 

theories which were used in the domain of the corporate governance (Biesenthal & Wilden, 2014). 

Muller and Martinsuo (2015) conducted a study with the moderation of the project governance in 

the relationship of interpersonal standards of project buyers and the suppliers of projects and 

combined success of projects. Though the quantitative research studies are very less. The Josline 

and Muller (2015), conducted a study in which they determine the governance as a partial 

moderator as an impalpable part in the methodology of the management of project and success of 

the project.  Bekker and Steyn (2008), point out that the governance act as a predecessor in project 

success. Kaminsky and Zerjav (2016) conducted a study, in the model of the study the governance 

as a mediator in the relationship of contractual governance and the performance of the projects 

among public-private partnership. Recently the study was conducted in the domain of project-
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based organizations, the study investigated the mediating role of the corporate governance (Muller 

et al., 2016). 

Some studies have categorized the governance like Muller (2009) has described the 

governance in terms of four paradigms. The model was based on the two dimensions i.e 

stakeholder-stakeholder orientation and control behavior orientation. Muller and Lecoeurve 

(2014), operationalized the above dimension. The present study considered the second dimension 

in the quantitative study due to its applicability in the variety of projects. The theoretical review 

has been done on both dimensions. The study endeavored to comprehend the comprehend the 

approach and role of governance as a mediator in the project success in the variety of projects and 

sectors.  

Though, the literature give the unclear picture about the relationship between the 

behavioural control orientation and project success but the literature on the project maturity model 

by the PMI (2013) and study conducted by Klalegg et al., (2009) put emphasize on significance of 

governance for the project success and its implementation, the other study conducted by Crawfor 

et al. (2008), emphasized on the requirement of the situational contingency of the framework. 

Turner and Muller (2004) presented that, the control via technology need to have a sense of balance 

among being excessive behavioral control and excessively leave it freely without control 

mechanism. All of the above-mentioned studies showed the correlation between the controlled 

orientation and success. These are basically process based approaches, the PMI (2013), gave the 

general idea of process control and the Shwaber (2004), gave the idea which became popular in 

process-based approach.  



- 33 - 
 

H2: Project Governance mediates the relationship between high-performance work 

practices and project success. 

2.1.3. Islamic Work Ethics as moderator 

 The ethics have become the famous topic from last decade. Many international scandals 

outlined due to the ethical problems, the reason behind are the absence of transparency in the 

organization from the framework of corporate governance. That is why there are various scandals. 

The researchers are trying to discover methods to contain ethics in training of employees at work. 

The people who are involved in business and the organizations have consensus that the ethical 

competency of employees is the core factor through which organizations can avoid the crises and 

outrages in the future.  To understand the impact of working environment on the behavior has 

become the focal point, which is concerned about the ethical problems in working environments 

of projects (Muller et al., 2013). Buchholz and Rosenthal (1996), defined ethics as it is the 

explanation of the activities and the practice which people implement in the particular situation. 

So it means ethics dealt with the thinking practice and moral replication on the life and ideologies 

entrenched in the life. 

 The ethical dilemmas refer to the condition in which the one has to choose among two 

alternatives which are wanted and unwanted in the same way (Walker & Lolyd-Walker, 2014). 

The studies related to this focused on the individual and context in which one made the decision 

(Clegg, Rhodes & Kornberger, 2006), to maintain a sense of balance between the financial and 

ethical abilities of the choice (Heugens, 2006). The research was conducted by Mulller et al. 

(2016), showed that the research in project-based organizations has shown that the type of ethical 

problems and the methods in which the project manager react to the problems vary with the type 

of governance framework used by the organization. 
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 Mostly the problem faced by the process orientation dimension of governance is the 

transparency problem because the managers do not disclose the actual performance while the 

stakeholder orientation mostly faced the problem of optimization like ethical dispersal of the 

uncertainties and welfare in project-based organizations (Muller, et al., 2013, 2014), with the 

mechanism of governance. 

 Some researchers have focused on the misrepresentation of facts and the ethical biases of 

the managers of projects. Like Smith, Thompson, and Iacovou (2009) are of the view that the 

organization in which manager has to follow strict rules and regulations they are often involved in 

the less misrepresentation. While the mostly representation occurs in those organizations where 

the organizational culture promotes interests. There needs to be a standardized framework of 

reporting because managers usually do not want to report the bad news and managers usually 

remain silent (Park & Keli, 2009). Nickerson (2008), is the view that the role of the framework of 

governance gives the complete understanding of the ethical issues at the project based 

organizations. The governance gives the structure to the management in which the tasks are 

performed and the contiguous governance established for a project based organization is usually 

its navigating group (Muller, 2016).  

The researchers have diverse views about the impartiality of the governance of project-

based organizations. However, the corporate governance controls all the doings incorporation 

comprising of governance of project-based organizations as well (Too & Waever, 2013), though 

according to some authors the project based organizations are autonomous in nature, and work as 

agents for the utilization of resources (Turner & Muller, 2013), and might not be completely 

governed by the corporate governance and governance of project-based organizations at macro 
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and micro level respectively (Husted & Michilova, 2010). The organization is a social concept 

irrespective of its nature (Turner, Huemann, Anbari & Bredillet, 2010). 

 As explained earlier the agency theory explains the relationship of project managers and 

sponsors (Jensen & Meckciz, 1976), while the institutional theory explains the behavioral system 

and normative system in the social framework, their establishment, stability and changes (Scott, 

2012). It describes the resemblances and variations in social situations, the relations among the 

frameworks and behaviors, represents pulls among autonomy and command, at the social level, 

association level, organizational level and personal relational level (Scott, 2004’2012). The ethics 

are the comparatively new domain in the field of management and however is remain as generally 

covered in the common management. The mainstream of influences is in the domain of normative 

ethics, which means, his domain speaks about what needs to be done in a specific situation. The 

research was done by the Helgadottir (2008), Jonasson & Ingason (2013), and Bredillet (2014), 

discuss about the deontological, teleological and Aristotelian methodologies to make the choices, 

Godbold (2007), intensified the significance of recognization of ethics in the act of project 

manager, Muller et al. (2014), and Walker and Lioyd-Walker (2014), examined the categories of 

ethical problem which can be assured in project-based organizations.  

Though few studies found which cater the behavior ethics, which is concerned about that 

why the individuals act unethically at the place of work like the Kvalnes (2014) conducted study 

to find the intentions for untruthfulness in the projects. The research studies of the management 

have been done on ethics argued that about the circumstantial occurrence of ethical choices 

(Kellery & Elm, 2003), and spread into a socially interrelated arbitrament among the ethical and 

economical choices (Barraquier, 2011). The work done by Muller (2013, 2014), recognized the 

various kinds of ethical problems in the governance framework of project-based organizations. By 
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a qualitative study, the three types of ethical problems were recognized and the majority of the 

respondents gave consensus about them during a global survey. The first one is the problem of 

transparency i.e. the project managers are unwilling to state the actual progress. The second is the 

relationship problem i.e. the unsuitable and personal relations of the project managers with the 

other stakeholders. The third is the optimization problem i.e. to meet the requirements of all 

relevant stakeholders and the distribution of uncertainties and profits among all stakeholders 

through the optimization.  

The literature on ethics come from many disciplines like the relationship between the 

management and philosophy termed as the normative ethics, while psychology and social sciences 

termed it as a behavioral ethics (Godbold, 2007, 2008). The normative ethics referred to the 

situational factors while the manager takes the decision. It has been grouped into three groups i.e. 

process orientation, outcome orientation, and character orientation. The process orientation was 

given by the Micewski and Troy (2007), while the Cruilla (2009), gave the character orientation 

and Helgdottir (2008) gave the summary of the normative ethics. While the studies conducted on 

behavioral ethics explored the reasons that why people respond unethical at work, Kish-Gephart, 

Harrison and Trevino (2010), investigate reasons for unethical behavior. The research was 

conducted on the bad apples, showed that the endorsing a faith determinism increased the 

misrepresentation (Vohs & Schooler, 2008), or else the people who are honest usually behave in 

an unethical manner due to the particular situation in which they have no other option (Shalvi, 

Handgraaf & De Dreu, 2011). The people who want to achieve the short term goals and want to 

show that they are focused in their work usually cheat more as compared to those who want to 

perform the task for their focused learning, and to fulfill the self-standards (Van Yperen, Hamstra 

& Van der Klauw, 2011). Though the research conducted by the Jones (1991), identified the bad 
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cases and explained that the unethical behavior is derived due to the circumstances while the bad 

barrels explored in terms of the ethical climate (Victor & Culler, 1988) and the culture (Trevino, 

1990). However, the Tseng and Fan (2011) pointed out that climate and culture has an impact. 

The popular study of Hofstad (2006), is also of the view that t=culture has an impact on 

the performance and decision making. So as the present study has been conducted I the Islamic 

country so the Islamic work ethics were taken into account to explore the moderating impact of 

the Islamic work ethics on the success of the project. Marri et al., (2012) found that the significant 

positive influence is the Islamic work ethics, the study was conducted in Pakistan. While the 

Budhwar and Sparrow (1997) found Islamic work ethics on the performance of the organization 

in different environmental settings. Yousaf (2001), explored the significant impact of Islamic work 

ethics in the organizational structure. However, in the domain of the project management, the study 

was conducted by Kahn and Rasheed (2014), to explore the relationship of Islamic work ethics as 

a moderator between the practices of human resource and success of the project. The two recent 

studies have been conducted, one of them has explored the relationship of corporate governance 

and ethics I the domain of project management (Muller et al., 2016), the other study has explored 

the relationship of ethics and governance (Muller et al., 2013).  

The ethics which are driven by the religion of Islam are termed as Islamic work ethics 

because of Otheman et al., (2004), of the view, that work-related ethics usually divided from the 

religion. The studies have suggested that practices of the human resource have a significant impact 

on commitment of the employee Hashim, 2010) likewise the former is linked with the Islamic 

work ethics by Marri et al. (2012), and Peltijhon et al. (2008), is the view that the every individual 

at the organization differentiate between failure and success according to his own perception, this 
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finding as regard to the prevalent ethical norms at organization, the finding has the great 

importance in the setting of Islamic work ethics in the context of organization.  

The Islamic work ethics act as a significant moderator because the practices which 

prevailed in the organization has to influence the success (Marri et al., 2012; Muller et al., 2013). 

Rice (1999) found that the Islamic work ethics impact on success and failure because the individual 

takes religion as their private practice. So the following hypothesis was made on the basis od above 

discussion. 

H3: Islamic work ethics moderates the relationship between high-performance work 

practices and project success. And Islamic Work Ethics highly moderates the relationship between 

high-performance work practices and project success. 

2.1.4. Project Success as dependent variable 

The researchers have been trying from the 1970s to understand the concept of project 

success and the factors which contribute to the success of the project (Ika, 2009). Though there is 

no general consensus about its meanings (Judgev & Muller, 2005). As the four decades of research 

has identified range of success factors which can be applied during the life cycle to increase the 

chances of projects to be successful, subsequently wide number of success criteria were identified 

which can be applicable at the completion of the project to analyze the success of the project 

(Muller and Judgev, 2012). In spite of this, the success rate is very low and is not up to the 

perceived expectations (Judgev and Muller, 2012) Basically, the project success is a multifaceted 

concept. It contains both types of projects i.e. short term and long term projects. In short term, it 

means the success of management of the project with efficiency and in the long term, it means 

achieving anticipated outcomes from the projects which mean the effectiveness of the project and 
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its impact (Judgev et al., 2001). According to the Muller and Turner (2007), to get the mutual 

understanding of the project success it should be defined in terms of measures of success and these 

criteria should be measurable (Muller & Turner, 2007). 

Historically the thoughtful of criteria of project success has been developed from the simple 

threefold constraint model which is also known as the iron triangle. It includes budget, scope, and 

time. To some extent, it includes further criteria of success like management of knowledge, quality, 

and satisfaction of stakeholder (Atkison, 1999; Judgev & Muller, 2005; Judgev &Muller, 2012; 

Shenhar & Dvir, 2007). Traditionally budget, time, and quality were used to measure the success 

of the project (Pinto & Selvin, 1987; Mullaly, 2006; Papke-Shields et al., 2010). The project is 

considered as a successful project when the actual cost is close to the planned budget, the project 

deadlines meet with the estimated time, and the deliverables meet all the requirements which were 

established by all the stakeholders. 

To measure the project success multiple models were developed by many researchers. The 

famous and generally accepted are by Pinto and Slevin (1988), Shenhar et al., (2002), Hoegl and 

Gemuenden, 2001, and Turner and Muller, 2006, these all models were constructed with the 

various fundamental assumptions. Pinto (1988) established a framework for success which covers 

the effectiveness of the organization, technical and organizational validity. Freeman and Beale’s 

(1992), the framework of success includes the execution, efficiency, performance in terms of 

technical, organizational implications, managerial implications, productivity, personal 

development and performance of business. While the Shenhar et al., (2001) explained the every 

project have its own requirements and they needed distinct success factors. These factors depend 

upon the nature of the project and their objectives. 
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In the same timeframe, the topic of project success becomes popular among the researchers 

(like Belassi & Tukel, 1996, White & Fortune, 2002). The factors can be grouped into 

environment-related factors. It means where the project is executed (Fortune & White, 2006; 

Hyvari, 2006; Jha & Iyer, 2006), factors related to people (Tishler et al., 1996), factors related to 

the process and tools (Jessen & Andersen, 2000; Khang & Moe, 2008, Shenhar et al., 2002) and 

the factors related to the context (Sauser et al., 2009). As there is no generally accepted definition 

of the project context. The Abowd et al., (1999) defined the context of the project as the type of 

information which can be grouped into the situations of the project i.e. physical characteristics and 

mental characteristics. The experience of the previous projects great importance including the 

environment in which project is executed. These two dimensions are under the concept of physical 

characteristics of the project, while in the mental characteristics contains the social state of the 

project, emotional situation or the informational situation. 

The Shenhr et al., (2001) explains that the project success is not only important for the 

project life cycle but it also influences the completion of the project and the production as well. 

The researchers have realized that the risk o project increases due to the absence of the proper 

structural context and the grouping. That’s why the framework of the success factors was 

established (Judgev & Muller, 2005).  

However, the definition of project success is a challenge in the case of complex projects 

because these types of projects have long competitive time and projects size is substantially ample 

(Toor & Ogunlana, 2010; Wang & Huang, 2006). While generally, the researchers have consensus 

on the two elements to define the project success. The first component is criteria of success and 

the second one is critical success factor (Muller & Judgev, 2012; Turner & Huang, 2006). 



- 41 - 
 

The criteria o success focused on the measures of objectives like fulfilling timelines, scope, 

and the budget. However, this criterion has got substantial criticism specifically in the case of 

complex projects. The substantial criticism I because these criteria are overly simplified concepts 

and they are unable to cope with the experience of and complex projects (Toor & Ogunlana, 2010). 

An addition to the Judgev and Muller (2005) argued that this criterion has become failed to address 

the wide range of factors which are considered as indicators of success. While on the other side 

critical success factors focused on the soft aspects like the behavioral skills of the team, client 

satisfaction and satisfaction of stakeholders because they provide the real picture of the progressive 

development of the project success (Judgev & Muller, 2005; Pinto, 1990). While Turner and Zolin 

(2012) are of the view that the factors f success like budget, time and scope can easily be measured 

prior to the completion of the project. Moreover, these criteria can be used to measure the progress 

of long-term and complex projects. 

Khan et al., (2013) combined these models on the basis of the literature of last forty years. 

Basically, it is the superset model pf the project success based on the criteria of success identified 

by prominent researchers. This model has a balance between the hard factors and soft factors and 

has 25 variables under the distinct dimensions. The model has subsequent dimensions, project 

efficiency, organizational benefits, project impact, stakeholder satisfaction and future potential.  

Mazuer et al., (2014) has focused on the people-related factors for the success of the 

project. They argued that, firstly, communication should be effective with internal and external 

stakeholders and secondly unexpected problems and complexities should be managed effectively 

as they occur during crises. Thirdly there should be clarity of mission of the project and lastly, 

social support in terms of the top management support is essential (Pinto, 1990). The scholars are 

of the view that these factors are the key to the project success. Previously both Davis (2014) and 
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Mazuer et al., (2014) distinctively recognized that these factors are the matchless measures of the 

project success, substantially in the situation of complex projects. 

Chang et al., (2013) have highlighted that in large projects it's very usual that the goals are 

vaguely defined at the beginning of the long-term projects. while the distinct and special goal leads 

to the substantial project success. While Mazur et al., (2014) argued that particularly the top 

management support is the most critical component in the life cycle of a project from the planning 

to the completion. The organizations face many challenges during the project management and 

they need to cater the new challenges (Csei-Bryon, 2010). Moreover, the project success is the 

subjective concept and it depends upon the standpoint of those who measure it (Jha & Iyer, 2006).  

Barclay and Osei-Bryson (2010), were of the view that the biggest challenge to the project 

is the vague and unclear goals and the discrepancy in the expectation of stakeholders. Furthermore, 

the criteria of success for every project is different, it means it varies from one project to the other 

project because it depends on the contextual situation and the various perspective of stakeholders 

(Toor & Ogunlana, 2010). On the basis of this assumption, some researchers like de Vries (2009) 

and the Chou Yang (2012) have identified that stakeholders have a strong impact. Though 

researchers have no consensus about the criteria of success (Jha & Iyer, 2006). The reason behind 

it that there are many factors which have impact on the success of the project like situational factors 

which are internal to the organization and external factors which mean the environment in which 

project is executed and they have impact on the outcome of the project and its success (Papke-

Shields at al., 2010). Though this concept has been criticized a lot and according to the researchers 

its and incomplete (Yu et al., 2005). While the researchers have done numerous attempts to fulfill 

the deficiencies by grouping two distinct approaches. The first is by enriching traditional criteria 

and secondly, is considering the budget and quality variables of project cost (Yu et al., 2005). 
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The review of the literature suggested that the project management needs to be focused on 

the efficiency and effectiveness. Though, Raunair and Rawski (2012) certify that the failure to 

deliberately manage the vital projects can limit the competitive progress of the business. That’s 

why due to the complexities of the projects and the absence of the consensus of the researchers, 

the iron triangle still used as a dominant measure of the success of the project (Pake-Shields, 2010). 

According to the Agrwal and Rathod (2006), these criteria are still considered as important to 

evaluate the project success from the professional’s point of view and it has been used in many 

studies sometimes alone and sometimes in combining with other measures. The performance or 

success of the project can be evaluated according to the planned cost, time and the quality. The 

quality dimension can be divided into two criteria i.e. fulfilling technical specifications and 

demands of stakeholders. Projects can be considered successful when it meets the above 

requirements and partial success can be considered when some of them fulfilled by the project.  
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2.2. Research Model 

 

 

 

 

 

 

 

Figure 1.1: Research Model of Project Governance and High-Performance Work Practices 

impact on Project Success through mediation of top Management Support and Islamic Work 

Ethics 

 

2.3. Research Hypothesis 

H1: High-performance work practices have a positive impact on project success. 

H2: Project Governance mediates the relationship between high-performance work practices and 

project success. 

H3: Islamic work ethics moderates the relationship between high-performance work practices and 

project success. And it highly moderates the relationship between high-performance work 

practices and project success.  
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CHAPTER 3 

METHODOLOGY AND DATA DESCRIPTION 

3. Research Methodology 

This section discusses the research methodology and research strategy to be used for the 

dissertation in detail. The process for data being collected is also discussed in this chapter. 

3.1. Research Design  

The research was based on the deductive method and an adopted questioner was used to gather the 

data and the relationship of dependent, independent variable, mediator and moderator were 

examined. For better understanding, the data was examined through quantitative method. 

The respondents were contacted at their workplaces to fill the questionnaires in the regular settings 

of their working environment. The findings of the research are not affected by the research 

interferences because the research interference did not exist.The unit of analysis was individual 

working on the different projects in the public sector from capital city Islamabad and two 

metropolitan cities Rawalpindi and Multan. 

3.2. Population and Sampling 

3.2.1. Population 

As the present study focused on the governmental projects in Pakistan, the population of the study 

comprised of the managers and subordinates working in the different projects, which are 

implemented by governmental institutes like WAPDA, NADRA, SNGPL, and DHA. 
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3.2.2. Sample and Procedures 

 The progress of the project success varies across the different sectors that are why to 

apprehend the maximum variance, organizations which were in governmental projects were 

targeted in the capital city, Islamabad and two big cities Rawalpindi and Multan. The study was 

based on the snowball sampling. The respondents were contacted through researcher’s personal 

and professional contacts and through the chain referrals by referents.  

 The study was consented by the Capital University of Science and Technology, Islamabad. 

The cover letter was overtly specified that the study is conducted for academic research purposes 

only and is intended for providing a clear understanding. Participants were assured of the 

confidentiality of their responses and anonymity so that the respondents feel free to fill in the 

questionnaire without hesitation. It was also mentioned that the participants would be detained 

strictly private and the responses would be applied for the objectives of the current study as the 

summary statistics. 

The completed questioners were collected by the researcher. The data was collected between 

November 2016 to December 2016. During the collection of the data, no major event happened in 

the organizations of respondents. Almost 500 questioners were distributed because the total 

population of the organizations was 47682 and the sample size was 380 which were calculated by 

sample calculator, with 95% confidence level and 5 was the confidence interval. The 300 

questioners were retrieved out of 500 questioners, the retrieval percentage is 60%. Out of these 

300 questioners, the 35% were from NADRA, 10% were from SNGPL, 30% were from DHA and 

25% from WAPDA. 
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3.3. Scales 

The data was collected through adopted questionnaires from different sources. The nature 

of the items included in the questionnaire is such that all of them i.e. Project Governance, High-

performance work practices, Project Success, Top Management Support, and Islamic work Ethics 

have to be filled by managers and subordinates. All the items in the questionnaire were responded 

to using a 5-points Likert-scale where 1 (strongly disagree) to 5 (strongly agree). Questionnaires 

also consist of four demographic variables which include information regarding the respondent 

Gender, Age, Qualification, and Experience. 

3.3.1.  High-Performance Work Practices 

To measure the High-Performance Work Practices the scale is adopted of Vikram Singh 

and Liyanage (2013) The responses will be obtained through 5 points Likert scale ranging from 

1= Strongly disagree 5= Strongly Agree. The items of the scale are “Your organization provides 

specified examples of expected performance during performance review discussions, Performance 

feedback helps you to improve your performance, Often you get honest performance feedback 

during the review, Often you use the feedback on performance to plan your future career, Your 

organization facilitate employees to acquire required information easily at any time, Your 

organization shares up to date information about competitors and industry trends with employees, 

Employee in your organizations openly discuss their mistakes in order to learn from them, Your 

organization generally supports requests of its employees for learning opportunities, Training 

sessions provided by your organizations help in improving your current job performance, Training 

sessions provided by your organizations help in improving your future job performance, Your 

organization uses two-way communication (such as suggestion system, electronic bulletin, board 
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and open meetings) to discuss organizational issues on regular basis, Teams in your organization 

have the freedom to adapt their goals as needed, Team in your organization revise their thinking 

as a result of group discussions, Team in your organization are confident that the organization will 

act on their recommendations”. 

3.3.2.  Project Success 

A four-item scale will be used to assess project success, developed Aga (2016) scales. The 

rating scale ranged from1 (Strongly disagree) to 5 (Strongly Agree). The items are “The project 

was completed on time, the project was completed according to the budget allocated, given the 

problem for which it was developed, and the project seems to do the best job of solving that 

problem, project specifications were met by the time of handover to the target beneficiaries”. 

3.3.3. Project Governance 

The 10 item scale developed by Muller and Lecoeuvre (2014) will be used to measure the 

project governance. The responses will be obtained through 5 points Likert scale ranging from 1= 

Strongly Disagree to 5= Agree. The items of the scale are “In my organization; decisions are made 

in the best interest of the shareholders and owners of the organization and their return on 

investment (ROI), the remuneration system includes stock options for employees and similar 

incentives that foster shareholder ROI thinking, prevails an image that profitability determines the 

legitimacy of actions (including projects), I am sometimes asked to sacrifice stakeholder 

satisfaction for the achievement of financial objectives, the long-term objective is to maximize 

value for the owners of the organization. The management philosophy in my organization favors; 

a strong emphasis on always getting personnel to follow the formally laid down procedures, tight 

formal control of most operations by means of sophisticated control and information systems, a 
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strong emphasis on getting personnel to adhere closely to formal job description, support 

institutions (like a PMO) should ensure compliance with the organization's project management 

methodology, prioritization of methodology compliance over people's own experiences in doing 

their work”. 

3.3.4. Islamic Work Ethics 

To measure the Islamic Work Ethics, the scale is adopted of Abbas (2012). The responses 

will be obtained through 5 points Likert scale ranging from 1= Strongly disagree 5= Strongly 

Agree. The items of the scale are “Laziness is a vice, Dedication to work is a virtue, Good work 

benefits both one’s self and others, Justice, and generosity in the workplace are necessary 

conditions for society welfare, Producing more than enough to meet one’s personal needs 

contributes to the prosperity of society as a whole, One should carry work out to the best of one’s 

ability, Work is not an end in itself but as means to foster personal growth and social relations, 

Life has no meaning without work, More leisure time is good for society, Human relations in 

organizations should be emphasized and encouraged, Work enables man to control nature, 

Creative work is a source of happiness and accomplishment, Any man who works is more likely 

to get ahead in life, Work gives one the chance to be independent, A successful man is the one 

who meets deadlines at work, One should constantly work had to meet responsibilities, The value 

of work is derived from the accompanying intention rather than its results”. 

3.4. Descriptive Statistics 

Descriptive statistics, bivariate correlations, alpha reliabilities are presented in table 1. All 

the alpha reliabilities were in suitable range and the bivariate correlations were in the anticipated 

direction. The measure of central tendency is shown in table1. The value of the mean is 
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representing the central tendency of the data. The 38 %respondents had age between 18 years to 

25 years, 47% respondents had age between 26-33 years, 12% respondents had age between 34-

41 years, while 2% respondents had age between 41-50 years and 1% respondents had age above 

50. However, the present study was having 57% male respondents and 43% female respondents. 

The 15% of the participants had a degree equivalent to 12 years of education, 35% had a degree 

equivalent to 16years of education, 57% held a master's level degree, 10% held 4% held a Ph.D. 

level degree. The majority of the respondents had experience from 5 to 10years while only 5% had 

experience of above 17 years. The reliabilities of each construct are shown in parenthesis.  

Table 1. Means, Standard Deviations, Correlations, and Reliabilities a 

 

 

an = 300; GR = Gender; AG = Age; ED = Education; WE = Work Experience; HPWP = High Performance Work 

Practices; PS = Project Success; PG = Project Governance; IWE= Islamic Work Ethics; 

The reliabilities are mentioned in parenthesis. For gender, 1, “male”; 2, “female”. For Age, 1, “18-25 years”; 2, “26-

33 years”; 3, “34-41 years”; 4, “42-49 years”; 5, “50 and above”. For education, 1, “Matriculation”; 2, “Intermediate”; 

3, “Bachelor”; 4, “Masters”; 5, “MS/M.Phil”; 5, “Ph.D.”. For Work Experience, 1, “5-10 years”; 2, “11-16 years”; 3, 

“17-22 years”; 4, “23-28 years”; 5, “29-35 years”; 6, “36 and above years” 

* p < .05; ** p < .01;  

 Mean SD 1 2 3 4 5 6 7 8 

1.  GR 1.43 .49         

2.  AG 1.79 .76 -.08        

3.  ED 3.38 .99 -.00 .54**       

4.  WE 1.31 .67 -.08 .59** .32**      

5.  HPWP 1.35 
.47 -.06 

.02 .01 -.07 (.82)    

6.  PS 4.25 1.04 -.14** .05 .03 -.02  .24** (.76)   

7.  PG 2.99 1.42 -.17** .05 .05  .05  .29** .25** (.89)  

8.  IWE 3.05 1.19 -.17** -.04 -.01 -.06  .21** .30** .69** (.79) 

           

Table 1: Mean, Standard Deviations, Correlations and Reliabilities 
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The relationship between the variables was analyzed by the help of correlation which is a statistical 

technique through formula it deals with the level of the relationship among variables. It is the 

measure of linear relationship between variables. 
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CHAPTER 4 

RESULTS AND DISCUSSIONS 

4. Data Analysis and Results 

This chapter comprises of results of the present study. Descriptive statistics, correlations, 

alpha reliabilities, and results of linear mediated and moderated regression analysis are represented 

in both narrative form and tabular forms. Moreover, discussion of the study findings, it's theoretical 

and practical implications with strengths and limitations of the study, and directions for future 

research are also discussed. 

4.1. Regression Analysis 

The regression analysis was used to measure the link between the independent and 

dependent variable. For the regression analysis, the ordinary least square method was used. For 

this method, the index for each variable was developed by summing up different questions for each 

variable. And then the average was calculated from the index. The values of the beta coefficient, 

R-squared, and change in R-squared are presented in Table 2. 
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Table 2. Results for Regression Analysis a 

Regression analysis results     
Predictors Project Success 

   ẞ t R² ∆R² 

Step 1        

Control Variables   0.024  

Gender  -0.219 
 

  

Age   0.070 
 

  

Education  0.013 
 

  
Experience -0.070    

 

Step 2  

 

  

Constant   2.466***    

Gender -0.200    

Age -0.046 
 

  

Education  0.011 
 

  
Experience  -0.032    
High Performance Work Practices 0.371*** 4.122 0.077 0.553*** 

Table values are standardized beta weights. 
 

  

a n = 300 
  

 

*** correlation is significant at the 0.000 level 
 

  
Table 2: Regression Analysis Results 
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4.2. Mediation with Bootstrapping  

By using the Preacher and Hayes Analysis a multiple regression analysis was run with the 

bootstrap sample of 5000 as recommended by literature (MacKinnon, Lockwood, & Williams, 

2004; Preacher & Hayes, 2004). The results are presented in Table 3. 

Table 3. Results for Direct Effects and Total Effects Mediation Analysis a 

Meditation Results 

       
Effects of Project Governance as a mediator (M) between the High-Performance Work Practices (IV) and 

Project Success (DV) 

IV Effect of 

IV on M 

Effect of M on 

DV 

Direct 

Effect 

Total 

Effect 

Bootstrapping 

result for indirect 

effects 

       

LL 

95% CI 

UL 95% 

CI 
High Performance 

Work Practices 0.2565*** 0.2419 0.2703*** 0.3323*** 0.0168 0.1335 

IV= independent variable, M = mediator, DV= dependent variable, LL = lower limit, UL = upper limit, CI= 

confidence interval. 
a n = 300;  

* p < .05;  ** p < .01;  *** p < .001; 

 
Table 3: Mediation Analysis Results 

In the present dissertation, High-Performance Work Practices is a variable X that assumed to 

Project Success so it is denoted by Y. The variable X (HPWP) is called the casual variable and 

variable Y (Y) is called outcome. 

In pictorial form unmediated model is 

Figure 1: Unmediated Model 
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The path c in above model is called total effect. The effect of high-performance work practices on 

project success may be mediated by Islamic work ethics. The mediating variable has been denoted 

by M. The mediating model is 

The following figure showed the indirect effects of high-performance work practices on project 

success. The coefficients of the path a, b, and c* are showed in the figure.  

  

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

 

Figure 2: Mediated Model 

Figure 3: Coefficients of mediated model 
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4.3. Moderation Analysis 

The moderation was used to determine that whether the relationship between high-performance 

work practices and project success depends on Islamic work ethics. The moderation analysis is 

basically multiple regression equations with an interaction term. 

Table 4. Results for Main Effects and Moderated Regression Analysis a 

Moderation  analysis results    

Predictors Project Success   

   ẞ R² ∆R² 

Step 1       

  0.24  

High-Performance work practice  0.335***   

Islamic Work Ethics  0.032   

Step 2    

High-Performance Work Practices 0.262***   

Islamic Work Ethics  0.058   

Interaction Term (HPWP*IWE) 0.367*** 0.357*** 0.067*** 

Table values are standardized beta weights.   

*** correlation is significant at the 0.000 level   
Table 4: Moderation Analysis Results 

a n = 300;  

* p < .05;  ** p < .01;  *** p < .001;  
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4.3.1. Interaction Moderated Graph 

Figure 4. Interactive effects of High-Performance Work Practices and Islamic Work Ethics 

on Project Success. 

 

  

Figure 4: Mod Graph 
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4.4. Results: 

The bivariate correlation was analyzed, the results were accepted as significant at p ≤ 0.01. 

As can be seen in Table 1, the high-performance work practices were significantly positively 

related to project success (r = 0.24, p ≤ 0.01), project governance (r = 0.29, p≤0.01) and 

significantly positive correlated with Islamic work ethics (r = 0.21, p≤0.01).The mediator project 

governance is positively correlated with high-performance work practices (r = 0.29, p≤0.01), and 

turn over project success (r = 0.25, p≤0.01). The moderator Islamic work ethics is significantly 

positive correlated with high-performance work practices (r = 0.21, p≤0.01), significantly positive 

correlated with project success (r = 0.30, p≤0.01) and significantly positive correlated with project 

governance (r = 0.69, p≤0.01).  

 Table 2 provides the hypotheses relations between the variables. The overall model for 

predicting project success from high-performance work practices was significant (F = 4.918, 

p≤0.000). The value of F showed that the model under study in this dissertation is supported by 

the data and variables which are fit in. The analysis controlled for the effect of the demographic 

variable (i.e. age, gender, education, and experience). The results of regression analysis showed 

that high-performance work practices were a significant predictor of project success (ẞ = 0.371, 

p<0.000). Thus found support for hypothesis 1 that high-performance work practices would lead 

to project success. The regression equation which is mentioned above showed that the if the value 

of high-performance work practices increases by unit 1 then the value of project success will 

increase by 0.371. The above table 2 showed that value of R-square is 7.7%, it means that the 

independent variable is explaining the 7.7% variations in the dependent variable. 

 The mediational analysis was conducted by using the bootstrapping method presented by 

Preacher and Hayes (2008). Bootstrapping is a nonparametric method that generates an estimate 
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of the indirect effect including 95% confidence interval. When zero is not in the confidence interval 

it means that indirect effect is significantly different from zero at p<0.05 (two-tailed). The 

bootstrapping method allows the researcher to avoid shortcomings of the earlier stepwise approach 

for testing mediation (Hayes, 2008). Furthermore, a better estimate can be drawn with the 

bootstrapping method because of its resampling with replacement approach. 

The figure 3 presented the values of path a, b, c and c*, coefficient (ẞ) value of these paths are, 

0.256 significant (p<0.000), 0.241, 0.332 significant (p<0.000) and 0.270 significant (P<0.000). 

The Table 3, presented direct effect, total effect and bootstrap results for indirect effects. From 

this, it can be seen that the indirect effect via project governance on the relation between high-

performance work practices and project success fell between 0.0168 and 0.1335. For these results, 

zero was not present in confidence interval so it means that the project governance mediates the 

relationship between high-performance work practices and project success but direct effect of  

high-performance work practices is significant (p<0.000) and the coefficient (ẞ) has been 

decreased (from 0.3323 to 0.2703) so it means that project governance partially mediates the 

relationship between high-performance work practices and project success, so hypothesis 2 was 

therefore partially supported.  

To test for the interaction effects of Islamic work ethics on high-performance work 

practices and project success, moderated multiple regression analysis was used, as suggested by 

Cohen, Cohen, West, and Aiken (2003). The value of variables has been converted into centralized 

standardized and the interaction term was computed by multiplying the value of the independent 

variable with the moderating variable. The multiplication of high-performance work practices and 

Islamic work ethics is known as interaction. In step 1, both independent and moderator variables 

were jointly entered. In step 2, the interaction terms of independent and moderator variable was 
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entered, which if significant, confirms moderation. For the moderated regression analyses, the 

variables were centered by subtracting the overall mean from the individual values.  

In table 4 (step 2) results in the interaction effects high-performance work practices and 

moderator Islamic work ethics on the project, success is presented. The results show that 

controlling for the effects of all independent and moderator variables, the interaction term “High-

performance work practices * Islamic work ethics” was significant for project success (β = 0.367, 

p < 0.000). This result confirmed moderation for hypothesis 3.   

Figure 4 was plotted by using SPSS, the figure presented the values of high-performance 

work practices which is independent variable on x-axis while the values of project success on the 

y- axis. The figure has presented three regression lines which are showing the moderation at three 

levels i.e. low, medium, and high. The R-squared value for the low moderation is 0.049 and its 

correlation is 0.221, for the medium moderation the value of R-squared is 0.006 and its correlation 

is 0.077, while in the case of high moderation the R-squared value is 0.079 and correlation are 

0.281. 

4.5. Discussion 

The results of the hypothesis, which were tested, are summarized in the result section of the 

dissertation. Altogether the present study has spawned significant answers to the research question, 

namely, whether the high-performance work practices has impact on project success, whether the 

project governance act as a mediator between the high-performance work practices and project 

success and whether the Islamic work ethics act as a moderator between the high-performance 

work practices and the project success. 
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 The present study shows that the main effects of the hypothesis are supported. The results 

clearly showed that the high-performance work practices have a significant impact on the project 

success. As it is widely accepted that the human resource practices have the strong influence on 

the achievement of the desired results. The results are consistent with the existing study by Belout 

and Gauvreau (2004), in which the advocated the significance high-performance practices in the 

domain of the project success and it is contradicting with the results of the Pinto and Prescott 

(1988) in which they advocated that the importance of personal factors in the domain of the project 

success as compared to the human resource practices. The results of the study also in line with 

other studies like Khan and Rasheed (2014), Geoghegen and Dulewicz (2008), Keegan and Den 

Hartog (2004), Mazur, Pasasski, Chang and Astikanasy (2014), Muller and Turner (2010).  

The results reveal that the practices of human resource management support on developing 

the environment which leads towards the success (Huemann, Keegan & Turner, 2007; Zupan & 

Kase, 2007). The acceptance of the hypothesis due to the reason. That basically it’s the complete 

process from the recruitment to deployment for the survival (Turner, 2008). The results are 

consistent with the study which as conducted by the Guest et al., (2000). 

 The study shows that the project governance act as a partial mediator in the relationship 

between high-performance work practices and project governance. As the previous studies show 

that the organizations who are behavior-outcome oriented are not correlated with the project 

success (Josline & Muller, 2016). The results basically are in line with the literature cited above 

that the project-based organizations where the practices are behaviorally oriented they do not 

necessarily help to achieve the desired results as compared to the project organizational practices 

which are outcome oriented. As it has been described in PMI (2013) that the strong control in the 

process leads to the better and desired results. Along with this line Yazici (2009), demonstrated 
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that in the project success the culture, values that representants the importance of the shared goals, 

cohesion and commitment of the human resource, play a vital role. This supports the stewardship 

theory, which advocates that the behavior of the individual is aligned with the organizational goal 

and supportive of achieving the collectivistic goals. The individual do not support the 

individualistic goals and the self-serving goals. As project managers are agents and their task is to 

complete the complex projects its deliverables, therefore the practices which help to achieve such 

goals are required by the principle (Turner & Muller, 2004).  

 The success of project enables the organizations to achieve the success in future. It 

enhances the potential of the organization to enable, motivate, and improve the capability of the 

organization to pursue other projects works, so the project governance is correlated with the future 

potential success of the organization. The organization needs to create a balance between the 

human resources of the organization. The employees who are delivering deliverables of the 

organization because it is the basis of long-term and positive relation as it is highlighted in the 

thesis of the Donaldson & Preston (1995), that the management practices to manage the 

stakeholder are comparatively successful in the traditional performance terms like profitability, 

stability, growth etc. The control orientation of the governance gas impacts on the project success. 

The results are in line with other studies like Khalegg at al., (2009) and Crawfor et al., (2008). The 

PMI (2013) advocates the process control have the impact on the project success but there should 

be a balance between the control of the behavior and the liberty without control mechanism (Turner 

& Muller, 2004). 

 Taking forward the discussion, Islamic Work Ethics is a significant moderator between the 

high-performance work practices and project success. The description of the analysis of data under 

the social exchange theory (Homans, 1958), advocated that the cost-benefit relation matters a lot. 
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This is also in line with the Protestant work ethics, the concept was given by the Weber (1958), 

that the financial benefits are of great importance.  

The reason of the significant moderation of the Islamic work Ethics is consistent with the study of 

Marri et al., (2012) in which like the moderation of Islamic Work Ethics tested on the different 

variables of the organizations. Rice (1999), found that the Islamic Work Ethics has impact on the 

failure and success, but is non-presence of the moderating role of Islamic Work Ethics, especially 

in the Islamic culture in which the project-based organization, established, it is highlighted that the 

employees take religion as their private matter it is the matter between the God and with them, it 

demonstrates the consistency with the western culture (Rice, 1999). 

 The study has proved that the ethical consideration is essential because Islamic Work 

Ethics is a moderator and it has a significant impact on the project success. The study results are 

in line with the previous recommendations (Tsalturyan & Muller, 2011; Muller et al., 2013; Aubry 

et al., 2011, 2012).  
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CHAPTER 5 

RECOMMENDATIONS AND CONCLUSION 

5. Recommendations  

The following chapter comprised of the implications of the study in terms of managerial 

implications and the academic implications. The strengths, limitations, and the future 

recommendations are also included in the chapter. The last section of this chapter is comprised of 

the conclusion of the overall study which ids derived from the study. 

5.1. Implications 

5.1.1. Managerial Implications 

Empirical evidence showed that the human resource practices have a significant impact on 

the project success, however, the partial mediation of the governance is due to the contextual and 

cultural reasons because the individuals usually are not concerned with the governance structure. 

The moderation of Islamic Work Ethics is fully supported in the study.  

The managers of the project-based organizations especially in the context of Pakistan need 

to elucidate the concept of project success among the employees for the effective implementation 

of the high-performance work practices and the utilization and implementation of the principles 

target by Islam in the form of Islamic work ethics. 

Managers need to determine the environmental and contingency factors which negate the 

impact of the Islamic work ethics in their organizations. After determination, the appropriate 

measures need to be implemented for the improvement in project success. According to the 

Hofsted (2006), the culture act as a significant role in the success of the organization. Managers in 
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the project based organizations should draw from the relevant culture for the improvements in the 

indexes of the project success. The managers need to select the practices which have a positive 

impact on the project based organization. Managers need to adopt those practices which are aligned 

with the Islamic work ethics to ensure the growth and relevance of the employees to increase the 

success index. 

Managers need to avoid the basis during performance appraisals. According t the Agency 

they point of view explained by the Eisenhdart (1989), reside in the fact that the managers can not 

be biased due to the other non-job related issues so the managers need to adopt the system of high-

performance work practices for the unbiased appraisals and due to the adoption the index of project 

success will increase.  

5.1.2. Academic implications 

 The present research study can be utilized by social scientists for residing upon those social 

factors which moderate negatively the relationship of human resource practices and the project 

success. The research can be utilized for the research in development purpose for sponsors of the 

projects to determine the appropriate structure of governance with the balance between the 

behavioral and outcome approach.  

In this globalized era of the economy, the study can be utilized by researchers to evaluate the 

human resource practices which suit best in the developing economies and especially in the project 

based organizations. The results and findings of this study have some similarities and differences 

regarding the structure of governance and high-performance work practices. So the study provides 

the reference for the comparison among the traditional and project-based organizations. 
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5.2. Strengths, Limitations, and Directions for Future Research 

The study has many strengths and limitations. The strength of the study so that it gives the new 

insight in research domain of the project management. The governance as a mediator with this 

model is used for the first time in the study, so it gives new insights for the practitioners and 

researchers. 

The study do have limitations, first of all, is due to the research was conducted in short span 

of time. The academic calendar and the schedule of the semester at MS level do not allow enough 

time and resources to conduct the study at a broad level by studying different types of project-

based organizations in multiple cities and time lags but the study was restricted to the easily 

reachable organizations. 

The second limitation is the instrument was adopted for the measurement, however, it served 

as a good measure for the independent variable, dependent variable, mediator, and moderator. 

Their reliabilities were confirmed by the Cronbach’s alpha but they may have varied impacts of 

the era developed according to the environment of the studied country. 

The identical and alike instrument can be used to measure the same or similar sample in the 

future to authorize that the estimates were articulated by the respondents without obstruction and 

not contaminated due to biases, the consequences of replication of the study on the corresponding 

study will augment the credibility of the study. 

The future study is recommended to be conducted with the same model among the public and 

private sector separately. This may lead toward the different results as compared to this study. The 

replication of this study may be conducted with the bigger sample size and the reassess the 

efficacies and the generalizability of the study. 
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The future study should involve the political settings as a variable in this model and can be 

added more independent variables like the different practices of human resource with the 

mediation of project governance and moderation of Islamic work ethics. 

5.3. Conclusion 

The research was intended to investigate the impact of high-performance practices on the 

project success with the mediating role of project governance and moderation of the Islamic work 

ethics in the project based organizations. It was concluded that the mediation of the project 

governance is not much significant. It only partially mediates the relationship in the context of 

Pakistan project based organizations. 

Moreover, it was focused that the Islamic work ethics act as a significant moderation of the 

Islamic work ethics. It was found that it has commonalities with the concept with the protestant 

work ethics. 

The research effectively highlights that the every individual has its own understanding of 

the project success and they perceive it according to t their own perspective. The experts need to 

devise the uniform measures of units to standardize the project success. The standardize measures 

will help to communicate the standard parameters of success in the organization. 

The organization needs to focus on the high-performance work practices which helps to 

increase the project success and by providing governance structure needs to be balanced to control 

the project manager for avoiding corruption and give liberty to the project manager to meet the 

outcomes of the projects by sponsors. The project-based organizations need to eradicate those 

practices which are not in line with Islamic work ethics and the balance of governance structure. 
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Annexure A: Questionnaire 

CAPITAL UNIVERSITY OF SCIENCE AND TECHNOLOGY ISLAMABAD 

DEPARTMENT OF MANAGEMENT SCIENCES 

Questionnaire 

Dear Participant,  

I am students of MS Project Management at Capital University of Science and Technology, Islamabad. I 

am conducting a research on impact of Project Governance and High Performance Work Practices on 

Project Success with mediating role of Top Management Support and Islamic Work Ethics. You can 

help me by completing the attached questionnaire, you will find it quite interesting. 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.  

 

Sincerely, 

Rafia Ahmad 

 

Please tick the relevant choices:  1=  Strongly disagree, 2= Disagree, 3= Neutral, 4= Agree, 5= Strongly Agree 

 

 Project Governance      

In my organization 

1 decisions are made in the best interest of the shareholders and owners of 

the organization and their return on investment (RoI) 

1 2 3 4 5 

2 the remuneration system includes stock-options for employees and similar 

incentives that foster shareholder RoI thinking 

1 2 3 4 5 
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3 prevails an image that profitability determines the legitimacy of actions 

(including projects) 

1 2 3 4 5 

4 I am sometimes asked to sacrifice stakeholder satisfaction for the 

achievement of financial objectives 

1 2 3 4 5 

5 the long term objective is to maximize value for the owners of the 

organization 

1 2 3 4 5 

The management philosophy in my organization favors 

6 a strong emphasis on always getting personnel to follow the formally laid 

down procedures 

1 2 3 4 5 

  7 tight formal control of most operations by means of sophisticated control 

and information systems 

1 2 3 4 5 

8 a strong emphasis on getting personnel to adhere closely to formal job 

descriptions 

1 2 3 4 5 

9 support institutions (like a PMO) should ensure compliance with the 

organization's project management methodology 

1 2 3 4 5 

10 prioritization of methodology compliance over people's own experiences 

in doing their work 

1 2 3 4 5 

 High Performance Work Practices      

1 Your organization provides specified examples of expected performance 

during performance review discussions 

1 2 3 4 5 

2 Performance feedback helps you to improve your performance 1 2 3 4 5 

3 Often you get honest performance feedback during the review 1 2 3 4 5 

4 Often you use the feedback on performance to plan your future career 1 2 3 4 5 

5 Your organization facilitate employees to acquire required information 

easily at any time 

1 2 3 4 5 

6 Your organization shares up to date information about competitors and 

industry trends with employees 

1 2 3 4 5 

7 Employee in your organizations openly discuss their mistakes in order to 

learn from them 

1 2 3 4 5 
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8 Your organization generally supports requests of its employees for 

learning opportunities 

1 2 3 4 5 

9 Training sessions provided by your organizations help in improving your 

current job performance 

1 2 3 4 5 

10 Training sessions provided by your organizations help in improving your 

future job performance 

1 2 3 4 5 

11 Your organization uses two way communication (such as suggestion 

system, electronic bulletin , board and open meetings) to discuss 

organizational issues on regular basis 

1 2 3 4 5 

12 Teams in your organization have the freedom to adapt their goals as 

needed 

1 2 3 4 5 

13 Team in your organization revise their thinking as a result of group 

discussions 

1 2 3 4 5 

14 Team in your organization are confident that the organization will act on 

their recommendations 

1 2 3 4 5 

 Project Success      

1 The project was completed on time. 1 2 3 4 5 

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

3 Given the problem for which it was developed, the project seems to do the 

best job of solving that problem 

1 2 3 4 5 

4 Project specifications were met by the time of handover to the target 

beneficiaries. 

1 2 3 4 5 

 Islamic Work Ethics      

1 Laziness is a vice. 1 2 3 4 5 

2 Dedication to work is a virtue 1 2 3 4 5 

3 Good work benefits both one’s self and others. 1 2 3 4 5 

4 Justice and generosity in the workplace are necessary conditions for 

society welfare. 

1 2 3 4 5 
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Please provide following information. 

 

 

 

 

 

5 Producing more than enough to meet one’s personal needs contributes to 

the prosperity of society as a whole. 

1 2 3 4 5 

6 One should carry work out to the best of one’s ability. 1 2 3 4 5 

7 Work is not an end in itself but as means to foster personal growth and 

social relations. 

1 2 3 4 5 

8 Life has no meaning without work. 1 2 3 4 5 

9 More leisure time is good for society 1 2 3 4 5 

10 Human relations in organizations should be emphasized and encouraged 1 2 3 4 5 

11 Work enables man to control nature 1 2 3 4 5 

12 Creative work is a source of happiness and accomplishment 1 2 3 4 5 

13 Any man who works is more likely to get ahead in life. 1 2 3 4 5 

14 Work gives one the chance to be independent. 1 2 3 4 5 

15 A successful man is the one who meets deadlines at work. 1 2 3 4 5 

16 One should constantly work had to meet responsibilities. 1 2 3 4 5 

17 The value of work is derived from the accompanying intention rather than 

its results. 

1 2 3 4 5 

 1 2 

Gender  

 

Male Female 

 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 Maste

r 

MS/M.Phil

. 

PhD 

 1 2 3 4 5 6 

Experience 5 – 10 11 – 16 17 – 22 23 – 28 29 – 35 36 and above 


