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Abstract

The purpose of this study is to examine the role of shared leadership (SL) and

its impact on project success (PS). This study also analyzed the mediating role

of team building and moderating role of project complexity. The data was gath-

ered from project-based organizations of Pakistan. By using convenience sam-

pling technique, data was gathered. The sample size considered for this study

was 282. The data was analyzed by using SPSS. Based on the analysis, the re-

sults demonstrated that shared leadership has significant association with project

success. Team building significantly act as mediator between shared leadership

and project success. Project complexity act as moderator, that has a significant

association with SL and PS, but it weakens the relationship. At the end of study

practical and theoretical implications are discussed in detail, which can be helpful

for project managers working in project-based organizations.
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Chapter 1

Introduction

1.1 Background of the Study

Leadership has been known as fundamental and great domain in organizational

behavior literature (Kocolowski, 2010). A leader is one who can analyze and

evaluate the reality of other workers at workplace (Smircich & Morgan, 1982;

Hoch, & Dulebohn, 2017). Superficially, it is harder for one single person in this

uncertain era to become expert in major skills and abilities which are obligatory

to proficiently lead organizations and team members today (O’Toole, Galbraith,

& Lawler, 2002). O’Toole et al. (2002) acknowledged, “Frequently, organizations

learn the hard way that no one individual can save a company from mediocre

performanceand no one individual, no matter how gifted a leader, can be ‘right’

all the time” (pg. 67).

In literature, shared leadership (SL) has been found as exclusive kind of leadership

with in project based companies particularly and its impact a lot on the domain

of healthcare and education (Hoch, & Dulebohn, 2017; Konu, & Viitanen, 2008;

Steinert, McCleskey, 2018; Rice, 2006; Wallace, 2001) but still there is a room and

pace of empirical study in project management literature (Sderlund, 2011; Turner

& Mller, 2005; Tyssen et al., 2013).

1
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O’Toole (2001) suggested SL as an institutional trait regardless of individual trait.

People has changed now the trend of hierarchal leadership towards coworker lead-

ership (Sally, 2002). Flatter organizations are now transforming their employees

as self- sufficient, encouraging them to find leaders among them rather than being

led by the top management or by any other leader hired on them. This is also to

enhance the commitment and cause the desire to achieve the goals enthusiastically

(Carson, Tesluk, & Marrone, 2007).

SL characterizes as reconceptualization of leadership at team level (Ensley et al.,

2006; Mehra et al., 2006). This type of leadership is a collective and shared

phenomenon among the team members (Conger & Pearce, 2003). SL has been

defined as “an emergent and dynamic team phenomenon whereby leadership roles

and influence are distributed among team members” (D’Innocenzo, Mathieu, &

Kukenberger, 2016).

SL is gaining more attention among project-based organizations as team-based

structures which is also a replacement of hierarchical structures (Sweeney, Clarke,

& Higgs, 2019). Truly, many studies discovered the positive association of SL and

team performance and they prove it through empirical studies that SL revenues

higher team-level performance and paybacks more than hierarchical leadership

structures (Carson, Tesluk, & Marrone, 2007; Sweeney, Clarke, & Higgs, 2019).

Literature demonstrated the positive outcomes of SL at workplace in form of Team

performance, task satisfaction and team satisfaction (Serban, & Roberts, 2016) in-

novative behavior by Hoch (2013) but in current dissertation we will explore the

effect of SL on success of project which is not been studied yet. The typical lead-

ership style is top-down, leader-centric process and SL is a follower-centric process

(Uhl-Bien, Marion, & McKelvery, 2007) which can emerge the traits and charac-

teristics of leadership at bottom organizational level, hence the project become

successful when it is owned by every person from top to bottom.

With compliance of literature it is presumed that SL has been an informal, com-

fortable and internal process (Morgeson, DeRue, & Karam, 2010). SL can be seen

among team individual with specific leader roles within more than one personnel

(D’Innocenzo, Mathieu, & Kukenberger, 2016). So, more leaders have autonomy
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into one team with the ability to be influenced by others and influence other also

proportionately can engender higher levels of team functioning in terms of respect

and trust higher level of team performance (Day, Gronn, & Salas, 2004).

SL is a process in which members of project team try to accelerate the best lead-

ership qualities among them. Moreover, SL emerges distribution and rotation of

leadership within team members (Carson et al., 2007; Conger & Pearce, 2003;

Mertens, Boen, & Fransen, 2017). Resultantly, the members with best styles of

different leadership i.e. visionary, transactional, decision making, transformation,

and empowerment shared their skills among members and lead the PS fully (Car-

son et al., 2007).

The literature on project success (PS) has largely ignored the impact of the project

manager’s leadership style on PS (Turner & Mller, 2005). Leadership is a way

which has the ability to influence group members in order to achieve the objectives

of project to make project successful (Wu, Cormican, & Chen, 2020).

Now a days, PS can be analyzed and measure through stakeholder satisfaction,

product success, business and organization benefit, and team development (Atkin-

son, 1999; Baccarini, 1999). So, it is widely organized and analyzed that leadership

style with in project contribute towards PS (Nixon, Harrington, & Parker, 2012).

Therefore, we can claim that SL is positively and significantly associated to the

PS.

Literature demonstrates that time, budget and quality is not the only aspects to

measure the success of budget but the successful leadership is also need to be con-

sidered (Baccarini, 1999, p. 28; Schwalbe, 2004, pg. 109-10). As per Anantatmula

(2010) successful leadership influences people around them and stimulates new

ways of thinking with respect to accomplish goals and objectives in complex and

complicates working environments. So, when the SL exist among project team

members. There would be more than one person share their core leading skill

among team members. Hence project will become successful.

Moreover, the members of project have high workload and stress of finding innova-

tive solutions to emergent problems, to anticipate and respond to risks over which
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they have little control, and to find a delicate middle ground between the, often

contradictory, demands of different stakeholder groups.

Above mentioned argument supports that numerous leadership and shared phe-

nomenon help the individual to execute team related responsibilities with account-

ability (Carson et al., 2007; Erez et al., 2002) and this execution of better team

functioning increase chances of high PS

Additionally, in current study we mediate the relationship of SL and PS with

team building. Whenever leadership would be a shred phenomenon between team

members, the process of team building would automatically generate by team

members which ultimately lead the project towards success. Project demands high

level of collaboration among people within project teams to save the members from

stressful conditions. The stress will not let the project members to complete tasks

successfully and it also can cause a project failure (Pollack & Matous, 2019). To

reduce the stress level proper communication and harmony must be developed with

in team members (Baiden, Price, 2011). Literature declares that team building is

positively associated with PS (Scott-Young & Samson, 2008; Pollack & Matous,

2019).

Most of the time, the project initiate with clear business goals and predefined

objectives and vision (Hobbs and Miller, 2002). But in many contexts, due to

uncertainty or the expectation of change can hinder the predefined criteria of

project accomplishment. Therefore, shared task and project vision with in team

can help to make project performance better (Carless & De Paola, 2000; Hsu et

al., 2011; Lee et al., 2015). Hence, we can say that shared understanding facilitates

the PS. So, it is suggested in current study that team building is a process which

focused on team integration and coherence that is also an antecedent of PS.

Project complexity has been studied as moderator under this dissertation. Project

complexity refers “as the property of a project which makes it difficult to un-

derstand, foresee and keep under control its overall behavior, even when given

reasonably complete information about the project system. Its drivers are fac-

tors related to project size, project variety, project interdependence and project

context.” (Vidal et al., 2011a, pg. 719)
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Project complexity can be analyzed through social, technological, environmental

and organizational aspects. So, whenever there is ambiguous ness and complex

the project, it will lower the chances of PS. So, therefore, we can say the project

complexity impact as a moderator between SL and PS.

1.2 Gap Analysis

Project management has large room for further research, as this domain is less

rich as comparison to the other domains of management science (Shenhar & Dvir,

2007). Project leader is also remained unlucky to capture the interest of researchers

and practitioners after its originating (Turner & Muller, 2005). SL structure has

been proved more formal from last decade and this leadership style exist because

many individuals were seen as leaders under specific roles (D’Innocenzo, Mathieu,

& Kukenberger, 2016). Leadership is a vast and most important topic and should

study as it is an understudied topic (Sotarauta, 2016). Despite the imperative

nature of SL and its functioning and effectiveness into teams and organization,

literature is lacking empirical studies of SL and its consequences (Drescher, Kors-

gaard, Welpe, Picot, & Wigand, 2014).

The team members want to coordinate their daily tasks to accomplish goals.

Projects based teams are bound to many things i.e. size, composition, nature

of the task, degree of interconnectedness of individual tasks, sophistication and

behavior of team members within group dynamics, time frames and deadlines,

leadership patterns. Therefore, in that case, team building method is very impor-

tant which is applied under project teams (Dyer, 2015). The role of team building

is very important in project organization based and should studied with leader-

ship (Khan & Wajidi, 2019). Team building (TB) is very important to enhance

motivation and productivity of project-based organization. Literature enunciated

that tam building has a great role for employee communication and interaction to

each other (Khan & Wajidi, 2019).
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Gundersen, Hellesy, and Raeder (2012) call for more research to understand the

relationship between leadership and team performance outcomes by using of me-

diators representing team processes. SL and its beneficial outcomes should be

explored because SL works effectively in complex business environments (Burke et

al., 2003; Clarke, 2018).

There is gap for these variables in context of Pakistan because the relationship

between SL and PS with the mediating role of TB has not been studied before.

This relationship will be useful to understand the consequences of SL in project-

based organization. Recently, no study has done on the SL and its impact on PS.

Therefore, current study would contribute significantly towards literature as well

as the research study in Pakistan for organization.

1.3 Problem Statement

SL has positively associated with the PS. It has been found as positive side of

leadership. In 21st century, environment is uncertain and risk are high to meet

the global criteria of PS. Moreover, projects normally operated with short time

span and they are temporary in nature. Therefore, it is better to utilize multiple

leading skills with in one project. Literature also elicit that under one project

multiple members have diversified leading skills which can be shared with in team

members that can lead the project towards positive outcomes.

Different studies explored various positive outcomes in form of job satisfaction

and performance but there is dearth in project management literature. For short

time span with high uncertainty and market competition how SL will behave is

still unexplored. We argue that SL will lead to PS. When more than one leaders

in a project would share their leading skills among team members can enhance

the overall abilities and knowledge of the team and the process of team building

will come into being, which leads the project towards success. Therefore, in this

research SL is studied to understand how it can contribute to PS through the

process of team building.
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1.4 Research Questions

TThe present study intends to find answers for these questions:

Research Question 1

Does the relationship exist between shared leadership and project success?

Research Question 2

Does team building mediate the relationship between Shared leadership and project

success ?

Research Question 3

Does project complexity moderate the relationship between shared leadership and

project success?

Research Question 4

Does the relation occur between shared leadership and team building?

Research Question 5

Does the relationship occur between team building and project success?

1.5 Research Objectives

Overall objectives of current study are to assess an integrative model to explore

the association of SL and PS through mediation of team building. It will also find

that how project complexity affects relationship of SL and PS as a moderating

variable.

This study intends to consider following objectives:

• To investigate the relationship among SL and PS.

• To explore the relationship of team building as mediator among SL and PS.

• To reveal the moderating effect of project complexity on relationship of SL

and PS.

• To investigate the relationship between shared leadership and team building.
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• To investigate the relationship between team building and project success.

1.6 Significance of the Study

This dissertation contributes to the literature in numerous ways. First, it offers

a new theoretical framework to understand the effects of SL on PS . Research on

PS is vital because many businesses now improves their business portfolio. Today,

many organizations understand the phenomenon of “don’t put all eggs into one

basket” in this face pace global market. So, they invest into different projects and

makes business portfolio in a way that failures of one project will not collaps e the

whole business. Moreover, to handle and PS also has been very important aspect

for the researchers and practitioners (Turner & Mller, 2005).

This study is subsidizing SL is extensively important to PS . As past studies

elucidated that leadership is an imperative element for PS (Kocolowski, 2010).

Drawing upon social exchange theory, current study expresses new knowledge

by suggesting that SL is also one determinant of PS . Additionally, process of

team building executes due to shared leadership. Secondly, by establishing the

mediation of team building between SL and PS this study is donating about how

SL will leads to the PS . Through novel mechanism of team building my results

will show the impact of SL is a positive kind of leadership which leads projects

towards success.

Finally, by examining the moderating effect of project complexity on the SL and PS

, this study manifests its impact on the SL and PS . It is entirely new moderating

effect on the SL and PS which predicts that when project become complicated

and complexity entails the presence of “a large number of parts that interact in

a non-simple way” (Simon, 1962) which leads the project to failure. So, when

there is high level of project complexity exists, the relationship between SL and

PS becomes weak. And in case of low project complexity the relationship between

SL and PS would be strengthen.
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1.7 Supporting Theory

Quite a few theoretical perspectives have been presented by different researchers

such as

SL theory, Conservation of resource theory and Social Exchange Theory. But in

this study underpinning theory is Social Exchange Theory (SET). SET is appli-

cable in widely held variables like shared leadership & PS.

1.7.1 Social Exchange Theory

Social exchange theory specifies social change and stability as a process of negoti-

ated exchanges between parties. Rotter (1966) states that individual perceive the

notions of behaving negatively or positively from environment and also reciprocate

same towards the environment. Social exchange theory explains these outcomes

of behaving termed as reciprocity (Kim & Glomb, 2014). Reciprocation is a pro-

cess in which each party contribute something against the benefit or hindrance, he

receives. It is obvious that when organization demands positive behavior from em-

ployees, it also provides compensation and benefits to them (Bakker & Demerouti,

2007). Blau, (1964) defines that all actions are held in the process of exchanges in

organization. Social exchange theory depicts that relationships evolve over time

around trust, mutual commitments and loyalty. Thus, the concept of “exchange”

initiated between parties. So, with the compliance of this theory, we can say that

SL is a positive side of leadership which leads the project towards positive side.

Hence, project will become successful. SL is about individual leading skills with

in team and members who share their expertise within team. “SL offers a concept

of leadership practice as a team-level phenomenon where behaviors are enacted by

multiple individuals rather than solely by those at the top or by those in formal

leadership roles” (pg. 305). SL is a process where organizations can benefit from

diversity of thought, skills and abilities. Hence, Leaders can utilize their individ-

ual strengths (Miles & Watkins, 2007). So, social exchange theory describes that

SL gives space to the employee and empowers them, resultantly, employee share

back their skills, knowledge and abilities as reciprocation process. All members
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acknowledged enough to lead the projects and project becomes successful. Ad-

ditionally, exchange of ideas and thoughts with in team develops interaction and

collaboration and strong bonding create in members which develops strong feelings

of team building. This process generates harmony and coordination among team

members.

Social exchange theory depicts that relationships evolve over time around trusting,

mutual commitments and loyal, from here, the concept of exchange inaugurates

in between parties. Hence, parties are enforced to abide by the rules because of

interdependence upon each other. So, when projects are comprised with SL where

members share leadership roles among team, this interaction generates collabo-

ration and team building, and interdependence leads the project towards success

(Molm, 2000, 2003).

Social exchange theory relies upon the interdependence where both parties get

mutual benefits. In case of failure, both parties have to bear the loss eventually.

Under this study, we investigated the project complexity as moderator upon rela-

tionship of SL and PS . We explored that whenever uncertainty is high and project

is complex the relationship will be weaker of SL to PS .



Chapter 2

Literature Review

2.1 Shared Leadership and Project Success

Team administration has been found as ultimate benefit to adopt SL (SL ) (D’Innocenzo,

Mathieu, & Kukenberger, 2016). Literature also supports view that SL positively

influence for yielding higher team-level performance as compare to hierarchical

leadership structures (Carson, Tesluk, & Marrone, 2007; Perry, Pearce, & Sims,

1999).

The project becomes successful when teams are self-managed and empowered

enough alike flatter organizational structure which has emerge the importance

of SL within teams (Manz & Sims, 1987; Mohrman, Cohen, & Mohrman, 1995).

In 20th century, corporate sectors focused mostly on dominated and central form

leadership. Hence, such type of leaders has strong impact in organization as well

as, they change the behavioral qualities i.e. consideration the initiation of struc-

ture, and inspiration. But in present era, leadership consider as a broader per-

spective where single hierarchal leader plays only a part (Bass & Bass, 2008; Day

& Harrison, 2007; Mehra, Smith, Dixon, & Robertson, 2006).

Formal leader has formally designation in organizational hierarchy and formal

leader provides more informed and broader picture of leadership process (Finkel-

stein, Hambrick, & Cannella, 2009; Hambrick, 2007). On the other hand, informal

leaders are those team members which contribute

11
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Significantly in team or unit-level effectiveness (Friedrich, Vessey, Schuelke, Ruark,

& Mumford, 2009; Klein, Ziegert, Knight, & Xiao, 2006; Wu, Cormican, & Chen,

2020)

A thought-provoking debate on leadership and the success and failure of project

has been a subject of much research in project management literature (Nixon,

Harrington, & Parker, 2012; Pinto and slevin, 1988a).

In the era of 1980s and 1990s, PS factor has been measured through critical success

factors that are time, cost, and functionality improvement. But in present era the

PS is growingly measure by stakeholder satisfaction, product success, business

and organization benefit and team development (Mller, 2019; Baccarini, 1999).

So, multiple problems and tasks resolution is difficult for one leader or individual

to manage all the things at one time. Therefore, projects are adopting SL which

is very beneficial when tasks are so complex that they cannot be led effectively

by a single individual (D’Innocenzo, Mathieu, & Kukenberger, 2016). So, how

SL can be a source of PS can be understand through team member interactions

(DeRue, 2011), leadership roles, time, and distributions (Contractor et al., 2012)

in understanding shared leadership.

SL is defined as a “simultaneous, ongoing, mutual influence process within a team

that is characterized by serial emergence’ of official as well as unofficial leaders”

(Pearce, 2004, p. 48). SL is a process of distribution and rotation of leadership

among project members with their most relevant knowledge and skills (Carson

et al., 2007; Conger and Pearce, 2003; Perry et al., 1999). In project there are

temporary teams comes in conjunction to complete a given task or project. So,

in that case, enactment and effective use of skills and knowledge across multiple

team members would help to lead the project towards success (Carson et al.,

2007). Moreover, D’Innocenzo, Mathieu, & Kukenberger (2016) describes that SL

is particularly predict higher levels of member performance in complex decision

making, creative and flexible work conditions. SL has positive and constructive

impact on employee attitudes, behavior, cognitions, and performance (Wassenaar

and Pearce, 2012).
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Within teams SL provides autonomy to be empowered to take complex decision. In

projects, all members have a stake with the PS . And when leadership would be a

shared phenomenon, everyone would materialize its skills and abilities, knowledge

to conduct the PS . For example, in project there might be individual possess with

different leadership styles. Hence, every member would try to lead the project with

the abilities and knowledge, he has. The autonomy an individual has in team will

help him to conceal his hidden skills and abilities too. This empowerment will

lead the project towards success because all members equally, actively involved in

developing the vision for their project (Rogers, 2019).

Underpinning theory SET Social Exchange Theory also exemplifies the process of

exchange sin which one party share good deeds with other (Gergen, 1969; Gould-

ner, 1960). Resources are exchanged through a process of reciprocation in rela-

tionship also. Social exchange theory is extensively used conceptual framework in

organizational behavior literature from past many decades (Cropanzano, Anthony,

Daniels, & Hall, 2017).

Social exchange theory define the process of exchange with in relationship into

3 ways. With compliance of theory, we propose the first way is the SL process

and its influence on the team members. Second, with high autonomy and strong

trust upon each other they will have positive attitude and behavior towards the

project. Hence, the team member’s would work diligently as per their success is

also associated with the PS. And this becomes a relationship among project and

team members which leads the project towards success.

“Any interaction between individuals is an exchange of resources” (Homans 1958,

p. 597). According to SET (social exchange theory) when there is any transaction

occur in form of shared leadership, the resources team members give back to

other leadership is more much valuable for accumulatively and other members

also reciprocate in best way by providing something better in return. Hence, all

members share their knowledge and skills in best manner towards project to get

success, on the other hand for the mutual benefit of both parties. Therefore, based

on the above argument, I hypothesized that:

Hypothesis 1: Shared leadership is positively related to the Project Success.
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2.2 Shared Leadership and Team Building

SL is positively associated to team related outcomes or performance (Barnett, &

Weidenfeller, 2016; Carson et al., 2007; Hoch & Kozlowski, 2014; Small & Rentsch,

2010). What the actually should be share is need of the literature. Morgeson et al.

(2010) describe many functions of leadership in which he identified 15 functions

of leadership.

These leadership functions are composing the team, defining project mission, iden-

tifying goals, planning work, training team members, interpreting events the team

encounters, getting feedback, investigating team performance, setting team bound-

aries, motivating and urging team members to perform well, functioning the team’s

work, solving problems, managing resources, cheering team self-management, and

supporting the social climate.

Although Morgeson et al. (2010) described useful functions of leadership and

under this dissertation we also enunciated the important element of SL is team

building. All factors which shared among team members make the team bonding

high and is necessary to create team building (Neck, Bligh, Pearce, & Kohles,

2006).

Literature demonstrated that SL is very powerful and influencing form of leader-

ship at team level where we found individual level constructs to the team devel-

opment such as SL at the group or team level (Neck, Bligh, Pearce, & Kohles,

2006).

Moreover, an individual becomes loyal to the project if he obtains trust, potency,

and commitment by team members as these are the crucial intermediary concepts

which influence the behavior of an individual. Therefore, Neck et al. (2006)

explored that we can say that each person within team has independent work

attitude i.e. trust, potency, and commitment would make a more homogenous

group where team members will share the common attitudes and work beliefs

which ultimately develop TB process.

In shared leadership, we propose that an individual share is competencies and skills

to get the best for the project. Past study says that an individual an individual
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always direct him through self-management process to motivate him or herself for

him or her own performance (Manz, 1986; Manz and Neck, 1999).

So, when an individual set strategy for his own performance, at self-leadership

stage he must involve himself in positive ways of thinking, self-analysis which

ultimately enhanced the overall team performance (Manz and Neck, 1999). In

turn, Neck et al. (2006) fosters that the thinking pattern of self-leadership would

be opportunistic that entails the qualities in individual to viewing the obstacles in

form of challenges, opportunities, and constructive ways.

Hence, we can that in shared leadership, the individual would freely share his

core competencies and skills among project team members and tries his level best

to achieve the goal. This is why, because literature supports that an individual

has self-management process and when it comes into a team level, the autonomy

to share and present oneself in front of others with confidence emerge positive

association among team members.

Additionally, increased level of self- leadership also increased the trust between

team members. The belief of team members that we will make this PS ultimately

leads the project towards team commitment. Moreover, social exchange theory

(SET) represents the number of transaction increases among parties will also in-

creases trust and boding with the same degree. Hence, with in SL members share

their personal values and communicate others in an informal work environment

as well professionally and formally because they understand all of members lies at

equal stage and thus the process of sharing increase trust and create team building.

Moreover, all members feel themselves relax in sharing and the job and workplace

satisfaction among them also increases which develop the feel of we are one in

them (Choi, Kim, & Kang, 2017).

Houston and Gassenheimer (1987) annotate that “reciprocation occurs, a pattern

of behavior [and trust] begins to be established” (p. 11). So along with SET, we

found trust ripen and team members obligate to team commitment and to the ex-

change relationship with in team (Blau 1964; Homans 1959). Mutual commitment

is an important part of functional social exchange because it ensures that team

members will put forth the effort and make the investments necessary to produce
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mutually desirable outcomes (Dwyer, Schurr, and Oh 1987; Ganesan 1994). And

these mutually desirable outcomes becomes a major phenomenon for team build-

ing. Therefore, with previous studies (D’Innocenzo, Mathieu, & Kukenberger,

2016; Choi, Kim, & Kang, 2017; Barnett, & Weidenfeller, 2016) and supported

results we propose the acceptance of our presented hypothesis.

Hypothesis 2: Shared leadership is positively associated to team building

2.3 Team Building and Project Success

Researches throw least light on the impact of team on project outcomes. More-

over, practitioner and researches less likely focused the team performance (LePine

et al., 2008). Team building has been found as positively associated with PS (Bub-

shait and Farooq, 1999; Salas et al., 1999). The four main team-building elements

of team building i.e. goal-setting, interpersonal processes, role-clarification, and

problem-solving can lead to improved performance through modification of atti-

tudes, values, problem-solving techniques, and interpersonal processes (LePine et

al., 2008).

For example, the team member’s bonding would be mingled with trust, empow-

erment, autonomy, power to speak, authority to take decision. Hence, the team

members would try to reveal and materialize their core skills, abilities and knowl-

edge to lead the project towards success. Moreover, the members have the same

goals and same thinking, attitude to achieve the PS will increase team coherence.

And there will be less conflict emerge among members as per their goal is same

and trust also increase better interpersonal relationship will make the PS.

Literature also support that team building has positive association with PS (Bub-

shait & Farooq, 1999; Salas, Rozell, Mullen, & Driskell, 1999). According to the

above-mentioned statement, we can say that team building practices have more

possibilities and chances to lead the argument of team-building practices owe the

potential to lead the greater PS ’ (Somech, 2006; Jacques et al., 2007).
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Hoegl and Parboteeah (2003) also demonstrated in his study that with the specific,

clear, and accepted goals among team embers have a positive correlation with PS

by directing attention, mobilizing effort, increasing persistence, and motivating

strategy development.

In this dissertation we also conceptualize that team building is positively associated

to PS . Team building is a process which is a useful intervention among projects to

lead the project towards success (Schein, 1969, 1999; Noe, 2002)). Team building

is used to improve interpersonal relations and social interactions, so the members

of team motivate enough to achieve their goals and accomplish their task (Payne,

2001).

Team building create the process of connectedness and people become emotionally

attach to each other as well they work together to get the end result best of all

which is ultimately a successful project. Team building is a useful intervention

which is helpful in developing team trust and confidence through open communi-

cation which enhance team functioning. The meta-analysis findings also support

that team building pays a key role in team effectiveness and better performance

(Klein et al., 2009). So, with the groundwork of literature and past studies, we

also hypothesized in current dissertation that team building is positively and sig-

nificantly associated with PS . Therefore, it is hypothesized on above mentioned

arguments that:

Hypothesis 3: Team building is positively related to project success.

2.4 Mediating Role of Team Building between

Shared Leadership and Project Success

When multiple members within team with diverse needs and expertise collaborate

with each other to transform the work units into the set of achievable goals and

objectives. Individual contributors also merge together and management support

the objectives of the project (Bubshait, & Farooq, 1999). In projects, special-

ized tasks of a multidisciplinary nature are brought together which are performed
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or accomplished by a temporary based team or group (Cohen and Bailey, 1997).

The impermanence nature of project compliance conflicting perspectives and loy-

alties of team members towards projects (Ammeter, & Dukerich, 2002). Project

managers or leaders tries to express the importance of productive project team

and fit in the role of team building activities in facilitating project performance

(Bubshait, & Farooq, 1999).

The current study is designed to analyze the role of team-building as a mediator,

which plays vital part between SL and PS . The study contributes to the literature

by proposing SL team enhances team building interventions to reflect PS . It is

important to understand the relationship, and this relationship serve as a signifi-

cance contribution in theoretical background. In addition, seeing how the impact

comes about can give down to earth direction to extend based associations that

need to procure the impacts of SL to the furthest reaches.

Team building is a fundamental module in human resource practices with in project

based organization (Huemann et al., 2007; Turner et al., 2008). Team building

has been defined as “the formal and informal team-level interventions that fo-

cus on improving social relations and clarifying roles as well as solving task and

interpersonal problems that affect team functioning” (Klein et al., 2009, p. 3).

Four team building practices elaborate the existence of team building element in

project, are goal-definition, creating interpersonal relations, defining roles, and

employing related issues (Klein et al., 2009; Salas et al., 1999). Leadership should

be shared among members; hence members get freedom to explore, discuss, and

decision-making autonomy to resolve the problems and tasks. An effective and

vital shared role of leadership required within team to circulate information within

the team in the project, so that realistic decisions can be made (McDonough, 2000).

SL encompass multiple leaders and they fulfill different roles and tasks of the

project. So, such team would be empowered and motivated to achieve desirable

goals with enthusiasm, energy and harmony rather than concentrating on single

leader contributions (Burke et al., 2006; Sohmen, 2013). The team-building has

not been clearly described and explained in literature (LePine et al., 2008). Ac-

cording to the study “Part of the problem lies in the ambiguity of what precisely is
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team-building and what studies should be included in an effort to integrate the ef-

fect of team-building on performance” (Salas et al., 1999, p. 313). Team-building

has been found to have significant impact PS (Bubshait and Farooq, 1999; Salas

et al., 1999).

The four components of team building goal-setting, interpersonal processes, role-

clarification, and problem-solving has ability to change the behavior, attitude and

values of employee which leads the employee performance towards success (LePine

et al., 2008). A study by Hoegl and Parboteeah (2003) demonstrates that by

having the specific, clear, and accepted goals, correlation with PS becomes higher

(Hoegl and Parboteeah, 2003). Our expectation is that team-building practices

do impact PS also support by previous research (Aga, Noorderhaven, & Vallejo,

2016).

Katz and Kahn (1978) has articulated that members within team in SL bring

more resources to the task, share more information, and experience higher project

commitment. Hence, overall team members transpire to achieve PS . Moreover,

two-level influencing i.e. one individual can also influence other team members

as well as can be influenced by someone arise higher team bonding and respect

and trust which leads the project towards success (Aga, Noorderhaven, & Vallejo,

2016; Day, Gronn, & Salas, 2004; Marks, Mathieu, & Zaccaro, 2001). Furthermore,

Yang et al. (2010) enunciated that leadership brings result of PS by mechanized

through the team-building practices.

Team building is necessarily to lead project towards success and it is happening

when the goals are mutual for team members and approaches to goal achieve-

ments Eisenbeiss et al. (2008). Moreover, team members adhere high quality

standards for PS through the dimensions of team-building. Additionally, Braun

et al. (2013) enunciated that success of project is based on the trustful interaction

and communication between team members.

Leadership is also a great module which helps the members to get PS because

workplace environment helPS team members to perceive their environment sup-

portive which ultimately determines their level of motivation, energy, and efforts

in the course of project implementation Kissi et al. (2013). Team building plays
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a role of intervention between leadership and PS (Aga, Noorderhaven, & Vallejo,

2016). SL helps to emerge strong bonding within team members as per literature

to given others also the power of leadership among teams help in better execution

of team functioning and thereby higher performance Carson et al., 2007; Erez et

al., 2002; Pearce & Sims, 2002). Team members would then appreciate the project

environment and feel committed and motivated towards the accomplishment of the

project goal. On the basis of the arguments discussed above, we propose that SL

helps to enhance team-building practices, which in turn would positively influence

PS . Therefore, it is hypothesized on above mentioned arguments that

Hypothesis 4: Team Building significantly mediates the relationship between

shared leadership and project success.

2.5 Moderating Role of Project Complexity

between Shared Leadership and Project

Success

Under this dissertation we hypothesized that Project complexity (PC) plays vital

role in moderating the relationship of SL and PS . The higher project complexity

will less foster the SL to PS . But in case of lower project complexity the SL is

more likely move to the PS . In project, complexity relates to dynamic elements

and interaction of these elements across the broad categories of technical, organi-

zational and environmental domains (Botchkarev & Finnigan, 2015; Kardes et al.,

2013).

PC has been identified through multiple methods (He et al., 2015; Lu et al., 2015;

Vidal et al., 2011a, b; Xia and Chan, 2012) but there is still room to discover

the moderating effect of project complexity impact on PS . Complexity is a vague

phenomenon which is very difficult to quantify (Corning 1998; Luo, He, Xie, Yang,

& Wu, 2016). Compliance with complexity term, project complexity is considered

as the interlinkage of multiple aspect of project with structural, dynamic, and

uncertain premises (Mihm et al., 2003; Xia & Chan, 2012).
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Due to high project complexity, it is hard to reach PS , as the project complexity

increase cost overruns, and delays schedule with lower performance (Kennedy et

al., 2011; Thomas & Mengel, 2008). As shown in the literature review of project

complexity, each scholar has different classification and perspective on project

complexity but still there is need to explore project complexity towards success

which is also hinder the performance of team members (He et al., 2012; Hu et al.,

2012; Maylor et al., 2008; Remington & Pollack, 2007; Vidal et al., 2011).

Project complexity is actually “the property of a project which makes it difficult

to understand, foresee and keep under control its overall behavior, even when

given reasonably complete information about the project system. Its drivers are

factors related to project size, project variety, project interdependence and project

context.”

The word project complexity comprises two major factors i.e. project difficulty

(how hard the project is to achieve project objectives) and project risks (uncer-

tainties).Project complexity is a root cause of uncertainty and unpredictability

which are the source of project failure (Vidal, & Marle, 2008; Parsons-Hann and

al., 2005). Project complexity generates difficulty for the employees to work with

in team. So, although the employees have shared leadership, the difficulty with

in project communication or networking can be as source of project complexity

which require extra efforts and hard work of team members. Project complexity,

project risks, project uncertainty and project performance and their links are not

established well in previous studies (Vidal, & Marle, 2008).

Literature demonstrates that reason for the project complexity could be per-

son’s or project team’s experiences, resource availability, stakeholder considera-

tion, internal project team interfaces, ambiguity and uncertainty, interdependency,

non-linearity, unique local conditions, autonomy, emergent behaviors and unfixed

boundaries or many other aspect which are unable to handle by project team mem-

bers can be a source or project complexity (Dao, Kermanshachi, Shane, Anderson,

& Hare, 2016).

Under this dissertation we propose the project complexity as moderator on the

SL to PS relationship. Compliance with above mentioned definition of complexity
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we argue that team members have autonomy to take decision even in uncertain

environment. So when there is uncertainty or difficulty occur in project, every

member want to play his part and in case of failure they will blame others. Hence,

we can say the project complexity weaken the relationship of SL to PS . In SL

more than one members have skills abilities and autonomy. So, when there is high

project complexity, they most often forget their core goal of project. Moreover,

ambiguity and difficulty also enhance the connectivity or interrelated issues among

members (Bakhshi, Ireland, & Gorod, 2016). Resultantly project less likely leads

to the success.

Complex projects comprise on multiple factors but sometime when team members

are aware enough to deal the uncertainty and difficulties, they become able to

deal complexity by understanding their past patterns of success and failure while

focusing on project complexity factors. But in case of most crisis and disaster it

is difficult to deal complexity towards success (Snowden and Boone, 2007).

In case of project complexity, the member through integration, coordination or

proper communication and control can reduce the element of failure (Baccarini,

1996), but in case of member’s interpersonal conflicts the project would become

more complex to deal (Turner & Cochrane, 1993). So, we can say in presence of

high project complexity it is hard for the SL to lead the PS.

High uncertainty, risk, difficulty make project goal vague (Bakhshi, Ireland, &

Gorod, 2016). Moreover, autonomy also has dark side which demonstrates that

interpersonal conflict increase among employee due to SL and power of decision-

making and autonomy (Lu, Brockner, Vardi, & Weitz, 2017). Thus, every em-

ployee wants to take decision on his own and demand from others to obey him.

So, we can say that in presence of high project complexity the project most often

not leads to PS . Therefore, it is hypothesized on above mentioned arguments that:

Hypothesis 5: Project complexity moderates the relationship between shared

leadership and project success; such that SL and PS relationship becomes weaker

when project complexity will high.
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2.6 Research Model

Figure 2.1: Research Model of shared leadership impact on project success
through Team Building: Moderation of Project Complexity

2.7 Hypotheses of Study

H1: Shared leadership is positively related to project success.

H2: Shared leadership is positively related to team building.

H3: Team building is positively related to project success.

H4: Team building significantly mediates the relationship between shared leader-

ship and project success.

H5: Project Complexity moderates the relationship between SL and PS ; such

that SL and PS relationship become weaker in high project complexity



Chapter 3

Research Methodology

The following segment comprises different approaches and procedures which has

been applied to acquire reliable outcomes under this dissertation. Multiple pro-

cesses that are functioned in this study regarding type of study is research philoso-

phy, unit of analysis, population, sample, sampling technique, sample characteris-

tics, instrumentation, statistical tools, reliability scales analysis and data analysis

of all the variables and items.

3.1 Research Design

The research design reconnoiters specific process about data gathering and data

analysis

Type of Study

Precisely current research throws spotlight on the influence of the SL over PS

for that teambuilding has been accompanied as intervention. The population

was targeted is project based organizations of Pakistan to acquire genuine data

and realistic results. 450 questionnaires were distributed among team members

but the response rate was 282 which are the truly filled questionnaires. The

sample is teams and members of teams individually from different project based

24
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organization of Islamabad and Rawalpindi. Data is aggregated through a self-

administered survey of paper-and-pencil. The end result will supposed to predict

the generalizability of the whole population of Pakistan.

3.1.1 Research Philosophy and Research Design

Data collection instrument influence the adaptation of the particular philosophy

related to research. Current study will conduct survey according to hypothetical

deductive research method which is based on the philosophy of determinism to

find the reality by utilizing current method under which aforementioned research

and prevailing theories were utilized to validate and support predicted hypothe-

sis. Moreover, hypothetical deductive method is a scientific method which is best

suited for current study. It takes analytical focus on findings, which is yet to be

explored.

There are two portions of the hypothetical deductive scientific method i.e., hy-

pothesis and tested outcomes inferred from hypothesis. Some standards are meet

to properly investigate the data originality. Quantitative method is useful for

approaching a large scale of population usually in research. To examine the cor-

relation among the variables we used quantitative research method to accumulate

quality data.

3.1.2 Study Setting

Variables tangled in current study are not manipulated. The study has been held

between the members of teams within project-based organization by approaching

to them in their job setting and to make them able to fill questionnaire in ordinary

work environment.

3.1.3 Unit of Analysis

One of the crucial elements of research is to explore about unit of analysis. The

unit of analysis elucidates that which characteristics are required to be evaluate in
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current study. The unit of analysis can be an individual and at broad level a group,

an organization and culture can also be the unit of analysis. Although, we are

gathering data from team members therefore the unit of analysis in current study

is individual. The SL in project-based organizations gives way to team building

which as a result becomes the cause of PS . Therefore, the data has been collected

from teams working in project-based organizations.

3.2 Time Horizon

The collection of data was completed within 2 months. Data has been collected

with cross sectional method. Saunders and Lewis (2012) identifies two ways for

conducting research, one is longitudinal and other is Cross-sectional. Longitudinal

data collection is a type of study in which has boundless time and the Cross-

sectional time has specific time period. We have used cross sectional method

because of lack of the time duration.

3.3 Population and Sampling

3.3.1 Population

Employees are the population of current study and those employees are based

on different organizations of Pakistan. Leadership is considered something core

element for a project in many project based organizations. Therefore, existing re-

search demonstrate the impact of shared skills and knowledge of team members to

understand the impact and importance of SL in attaining PS. Current dissertation

is very suitable for project based companies operating in Pakistan. As per litera-

ture, in power distance and bossy culture employees feel reluctant and confusion

while share any idea or information with leader or project manager. So, through

current dissertation it had been explored that with sharing skills and knowledge

team members can positively respond to the project challenges and try hard to

achieve project goals. It is also important because the company have to hire the
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employees from the area of Pakistan so, they need to opt the sharing system in

project to help their employee and project to gain success. . Every project has its

own deadlines, processes, budgets and objectives to achieve the goals. Projects are

of different enterprises i.e. NGOs project, business projects or IT projects. The

members of team try enough together to achieve the goals with in allocated budget

and time. Population exploited in this study was embrace project team members

who SL working under public sector in Islamabad and Rawalpindi project-based

organizations. These institutes of projects are based on national and interna-

tional level including share leadership and team building among team members,

running many projects in the field of education, healthcare, construction, banks,

restaurants, social services, housing societies etc.

3.3.2 Sample and Sampling Technique

Sample is commonly used procedure for data collection and the characteristic of

population. Sampling are of two types, probability sampling and non-probability

sampling. Probability sampling is about every opinion has equal chances to be

chosen as sample. Non-probability sampling is pre-decided that which observa-

tion would represent as sample of whole population. Both are equally utilized

in research and have their advantages as well as disadvantages. For the present

research, convenience sampling has used and it is part of the non-probability sam-

pling. Population of project-based organizations in Pakistan is vague. Therefore,

convenience sampling is the most suitable way for data collection because this tech-

nique is used to randomly collect data from project base organizations of Pakistan.

Researchers explore it also as the method of sampling which represent the true

picture of whole population, under this study in explaining the influence of SL on

PS through team building and moderation of project complexity. For the present

study, only project-based organizations of Rawalpindi and Islamabad of Pakistan

were approached. Multiple project-based organizations were being approached

and the data was collected. The projects team members reported the data on

independent variable (i.e., shared leadership) and mediation (i.e., team building)

dependent variable (i.e., PS ) and moderating variable (i.e., project complexity.



Research Methodology 28

However, support staff was excluded from this group. Self-administered question-

naires were distributed among employees onto their work setting. Through cover

letter, respondents were informed that their provided responses are secured and

only used for academic purposes. Almost 450 questionnaires were distributed to

project teams for data collection. However, 282 complete responses were actually

received.

3.4 Sample Characteristics

For the current research, two questionnaires were designed in 5 sections including

demographics. Team members will fill the whole questionnaire of shared leader-

ship, team building, project complexity and PS . We adopted control variables

in current study through literature are Age, Gender, qualification and employees

dynamic experience in the project-based organizations.

Sample characteristics are explained as follows:

3.4.1 Gender

We have separated collected data from the gender in order to preserve the data

quality. So, gender is considered as important demographical element which can-

not be ignored in any organizational behavior research. Research articulated that

people behavior and attitudes varies across the gender.

In Pakistan, at workplace male members have greater ratio in comparison of fe-

males. Table 3.2 depicts ratio of male and female respondents.

Table 3.1: Frequency by Gender

Gender Frequency Percent

Male 156 55.3
Female 126 44.7
Total 282 100
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In this study, it has been tried to make sure the equality but still it has been

observed that ratio of male members are more than females. Table shows that

55.3% of the respondents were male and 44.7% respondents were female.

3.4.2 Age

Age is as one of the meaningful demographics. To remove the impact for employee

hesitation as most of time females do reluctant to openly mention her age. So, we

range the basis of age to release openly.

Table 3.2: Frequency by Age

Age FrequencyPercent

18-25 173 61.3
26-33 67 23.8
34-41 9 3.2
42-49 33 11.7
Total 282 100

Table 3.2, demonstrating the alignment of the sample with reference to age grouPS

. 61.3% and 23.8% of respondents were having age between the ranges of 18-25

years and 26-33 years. 11.7% respondents were having age between the ranges of

42 - 49 years, while only 3.2% respondents were having age between the ranges of

34 - 41 years. In this study, most of the respondents lie in the ranges of 18-25 and

26 - 33 years of age.

3.4.3 Education

We have controlled the level of qualification under this study. Education is unique

module which is not only imperative at national but to compete internationally

is also significant. It is fundamental element to analyze in research. It was very

important in this research to control the education because normally people having

broad exposure with the vast knowledge of their educational level. Employee

become able to put their all skills, knowledge and abilities into the project which

are compatible with their qualification level. Through past literature, it is explored
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that underqualified employees may struggle hard to complete project on-time and

within budget (Erdogan & Bauer, 2009).

Table 3.3: Frequency by Education

Qualification Frequency Percent

Matric 12 4.3
Bachelors 139 49.3
Masters 66 23.4
M.Phil. 65 23
Total 282 100

Table 3.3 represents the qualification of the respondents, 3.6% were Matric quali-

fied, 26.8% were Bachelors qualified, 57.6% were Masters qualified, and 23% were

MS/M. Phil qualified. The large number of responded were having a Bachelors

degree.

3.4.4 Tenure/ Experience

To collect information regarding respondents experience or tenure, different ranges

of time period in yearly basis were provided. Hence, every respondent can easily

indicate the specific tenure of his/her experience in the relevant field of projects.

Table 3.4: Frequency by Experience

Experience Frequency Percent

5 and less 205 72.7
6-13 years 38 13.5
14-21 years 16 5.7
30 & above years 23 8.2
Total 282 100

Table 3.4 represent that 72.7% of the persons were having job expertise ranging

from (0 - 5) years. 13.5% of persons were having job expertise ranging from (6 13)

years, 8.2 % of persons were having job expertise ranging from (30 & above) years

and 5.7% of respondents were having job expertise ranging from (14 21) years.

Most of the respondents were lying in the work expertise of (5 and less) years.
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3.5 Instrumentation Measures

This study consists of closed ended questionnaire obtained from different sources

and has been used for measuring four variables. Questionnaires were adminis-

tered to the numerous teams of the project-based organization. Participants filled

the questionnaires items of five sections in this study. Demographic variables

are gender, age, qualification and experience. Shared leadership, Team Building,

Project Complexity and PS are main variables of the research. The responses were

nominated using 5 point-Likert scale where 1 signifies strongly disagree and 5 rep-

resents strongly agree, otherwise stated. Questionnaires also covered section of

demographic i.e. Gender, Age, Qualification and Experience. 450 questionnaires

were distributed in total but only 303 were acknowledged. But the actual numbers

of questionnaires used for the analysis of data for demonstrating the results were

282. The discarded questionnaires out of 303 questionnaires were those which

were not having the complete information or many of the questions were unfilled

in those questionnaires hence making them not appropriate for the study.

3.5.1 Shared Leadership

SL is the variable of interest has been acquired in this study. It was measured

through Multi-Factor Questionnaire in which SL was having 12 items. Its scale

was developed by Stagnaro and Piotrowski in (2013). The items were measured

on ve-point Likert-scale ranging between strongly disagree (1) to strongly agree

(5). The items are When faced with a specific problem, I consult with my sub-

ordinates, Before making a final decision, I give serious consideration to what my

subordinates have to say and I ask subordinates for their suggestions concerning

how to carry out assignments or specific tasks.

3.5.2 Project Success

Dependent variable PS was measured by the 14 items questionnaire developed

by Aga and Vallejo (2016) paper published in the international journal of project
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management. The sample item is The project was completed on time, The project

was completed according to the budget allocated and The outcomes of the project

are used by its intended end users. These items are measured through 5-point

Likert scales ranging between strongly disagree (1) to strongly agree (5).

3.5.3 Project Complexity

Moderator Project Complexity is used in this study. The scale is adopted by

(Bjorvatn and Wald, 2018) has 3 items, which was based on (Geraldi et al., 2011),

who described complexity has used in understudy. The responses will be obtained

through 5-point Likert scales ranging between strongly disagree (1) to strongly

agree (5). The sample item is To me, the project had a high degree of complexity

concerning content.

3.5.4 Team Building

Team building act as mediator in this dissertation. And it was measured by using

the seventeen items questionnaire developed by Aga and Vallejo in (2016) from

the international journal of project management. The item is Setting project goals

on a participatory basis by the team, Involving project team members in action

planning to identify ways to achieve project goals and Making the basic goals of

the project clear to the project team. A 5-point Likert scale ranging from strongly

disagree (1) to strongly agree (5) was used to measure these items.

Table 3.5: Instruments

Variables Source Items

Shared Leadership (IV) Stagnaro and Piotrowski
(2013)

12

Team Building (Med) Aga and Vallejo (2016) 17

Project Success (DV 1) Aga and Vallejo (2016) 14

Project Complexity (Mod) Bjorvatn and Wald (2018) 3
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3.5.5 Statistical Tool

Firstly, single linear Regression was carried out in other to study the get results

of casual relationship between the Independent variable Shared Leadership and

Dependent variable PS one by one. Regression analysis run in order to get the

impact on multiple factors on the dependent variable under the study. Regres-

sion analysis will declare the previous study apropos variables still supporting the

acceptance or rejection of the proposed hypothesis or not.

Afterwards, for further analysis three steps of Preacher and Hayes (2004) were run

to get mediation and moderation results. In these three steps , first we have to

put our dependent variable i-e PS in the outcome column, then place independent

variable i-e SL in the IV column and after that we have to put all the demograph-

ics (Gender, Age, Experience, Qualification) in covariant column. Along with all

these steps , we have to choose our Model number, as we will perform both medi-

ation and moderation through Preacher and Hayes. Therefore, we will separately

perform the analysis both for mediation and moderation by selecting model 1 for

moderation and model 4 for mediation respectively.

3.6 Reliability Analysis of Dcales Used

Reliability is about having consistent and the same result again and again when

item is tested over a number of time for scale. Reliability of scale represents the

ability of the scale instrument to give consistent results on being tested for number

of times. In current research, we hand-pick value of Cronbach alpha to get an idea

about reliability of our scale items. This Cronbach alpha value shapes internal

reliability of the variables used in current research. The value of Cronbach alpha

expresses, if variables have a link between them or not. Along with that, it also

measures the single construct. Cronbach alpha have a range of values from 0 to 1.

The higher value depicts the higher reliability of the scale to measure the construct.

Value of alpha above 0.7 is measured to be reliable and standardized. On the other

hand, below 0.7 value would measure to be less reliable in determining the selected

set of construct.
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Under the defined table 3.6, the values of Cronbach alpha has shown about all

scales:

Table 3.6: Scale reliabilities

Variables Cronbachs Alpha Items

Shared Leadership 0.842 12
Team Building 0.907 17
Project Success 0.89 9
Project Complexity 0.784 3

Cronbach alpha values are above than threshold point which is 0.7. So, it is

professed that these scales are highly reliable to be used in this study as per they

have higher values of .8.

3.7 Data Analysis Techniques

After collecting the data, version 20 of SPS S software was employed with a view

to study the data. The following steps are tangled throughout analyzing the data;

1. In first step, questionnaires were picked which were truly filled and relevant

in respect of responses.

2. After the relevant questionnaires selection, variables and their interrelated

data were coded for the analysis in SPS S.

3. Frequency tables has included for clarifying the characteristics of sample.

4. For descriptive statistics, numerical values of the variables operationalized.

5. The reliability test was piloted using Cronbach Alpha.

6. Correlation analysis acquired for the purpose to identify either there is any

significant and correlated values occur among the variables or not.

7. Linear regression analysis is performed in order to check the proposed vari-

able relationship among SL and PS.
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8. Preacher and Hayes (2013) used in current dissertation to estimate modera-

tion and mediation analysis by using model 1 and 4 discretely.

9. Preacher and Hayes methods were used in order to check that hypotheses

are accepted or rejected.
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Results

Chapter 4 includes details about descriptive stats, correlation and regression. Me-

diation and moderation tables are also included.

4.1 Descriptive Statistics

Descriptive statistics help in recognizing important information regarding accu-

mulated data. In our data, the sample size is 282 and total number of items in

questionnaire are 46. In the descriptive statistics the information regarding min-

imum value, maximum value, mean, standard deviation for the total number of

respondents participated in the study are represented. Mean is said to be the

average value whereas standard deviation is the variation of responses from their

mean. The variables used in this study are measured against 5-point Liker scale

where 1= strongly disagree, 5 = strongly agree and 3 = neutral.

Table 4.1: Descriptive Statistics

36
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Above table 4.1 depicts the descriptive statistic of current data. Data is indicating

the significance values of whole variables. The table have multiple columns that

represents the details about variables, size of data, minimum, maximum value

and the data regarding the mean and standard deviation. The mean value of

SL (independent variable) is 3.6838 and the SD is 0.52385. The mean of team

building (mediator) is 3.8748 and SD is 0.53921. The mean of project complexity

(moderator) is 3.4645 and the SD is 0.73475. The mean of PS (dependent) is

3.9153 and the SD is 0.62690. The mean is the core value of responses. The

minimum value of variables is 1 and the maximum value is 5.

4.2 Correlation Analysis

Correlation analysis identifies and categories the proposed relationship and associ-

ation between the variables. Prime objective of accompanying the correlation is to

check either association between SL and PS occurs or not. Moreover, relationships

with mediating role of team building and moderating role of project complexity

correlation also measured.

The analysis of correlation provides the information about the strength and weak-

ness of relationship among presented variables. The results of correlation is inter-

preted below. If the value of correlation is 0, it means that there is no association

occurs between the variables and if the value of correlation is away from 0, it means

that there is positive or negative relationship transpires among variables. It means

relationship can be positive or negative. The positive and negative signs of the

value identifies the nature of relationship. Positive value indicates direct relation

which means that increase in one variable cause increment in another variable.

While, negative value indicates the inverse relation of variable, which means that

increase in one variable would decrease the other variable.

Table: 4.2 show the analysis for all the variables involved. The result shows sig-

nificant relationship between the variables. Result enunciate that there is positive

association among SL and team building (where r = 0.698** and p < 0.01). SL

and project complexity also posits significant relationship where r = 0.264** and
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Table 4.2: Correlation Analysis

p < 0.01. Additionally, SL is highly and significantly correlated with PS (r =

0.619** and p < 0.01). Next column shows the significant relationship between

team building and project complexity.

Team building is highly significant with project complexity where r = 0.248** and

p < 0.01, also with PS where r = 0.826**. There is also significant correlation

among project complexity and PS where r = 0.240** and p < 0.01.

4.3 Regression Analysis

Correlation analysis has been executed to explore the coalition of variables but

correlation analysis is not enough to confirm the validity of results. It does not

provide any reliable information about the acceptance and rejection of the pro-

posed hypotheses. Therefore, regression analysis has been conducted to prospect

the dependency of one variable onto other variable. Regression analysis show how

the change in one variable causes change into another variable.

4.3.1 Linear Regression Analysis

H1: Shared leadership is positively related to project success

Table 4.3: Regression Analysis
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Table 4.3 presents the details about our rst hypothesis. According to H1, SL has

direct positive relation with PS. Results of regression analysis explain that SL is

positively aecting PS and there is a signicant relationship between both of them.

The R2 value is 0.383, Beta coefficient=0.740 and p value=0. 000.The p value of

0.00 shows that relationship between IV and DV is highly signicant. The positive

value of beta shows that it is positively eecting and there is a positive relation

between IV and DV in this study. The value of R2 is 0.383, which demonstrates

that SL is bringing a positive change of 0.383 units in PS. Hence, our rst hypothesis

is accepted by applying linear regression.

In this study, X denotes the independent variable i.e. SL and Y denotes the de-

pendent variable i.e. PS. The pictorial form of unmediated model is shown below.

Path ‘C’ shows the unmediated and direct link of independent and dependent

variable.

Figure 4.1: Linear Regression

H2: Shared Leadership is positively related to Team building.

Table 4.4: Simple Regression

Un-standardized regression coefficient reported N=282, ∗p < .05; ∗ ∗ p < .01; ∗ ∗

∗p < .001

Table 4.4 explain the details about our second hypothesis. According to H2, Shared

Leadership has direct positive relation with Team Building. Results of regression

analysis explain that Shared Leadership is positively aecting Team Building and

there is a signicant relationship between both of them. The R2 value is .698, Beta

coefficient=0.179 and p value=0. 000.The p value of 0.00 shows that relationship
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between IV and DV is highly signicant. The positive value of beta shows that it is

positively eecting and there is a positive relation between IV and DV in this study.

The value of R2 is 0.698, which demonstrates that Share leadership is bringing a

positive change of 0.698 units in Team Building. Hence, our second hypothesis is

accepted by applying linear regression.

In this study, X denotes the independent variable i.e. SL and Y denotes the de-

pendent variable i.e. TB. The pictorial form of unmediated model is shown below.

Path ‘C’ shows the unmediated and direct link of independent and dependent

variable.

Figure 4.2: Linear Regression

H3: Team building is positively related to project success.

Table 4.5: Simple Regression

Un-standardized regression coefficient reported N=282, ∗p < .05; ∗ ∗ p < .01; ∗ ∗

∗p < .001

Table 4.5 explain the details about our third hypothesis. According to H3, TB has

direct positive relation with PS. Results of regression analysis explain that TB is

positively aecting PS and there is a signicant relationship between both of them.

The R2 value is 0.826, Beta coefficient=0.960 and p value=0. 000.The p value of

0.00 shows that relationship between Med and DV is highly signicant. The positive

value of beta shows that it is positively effiecting and there is a positive relation

between Med and DV in this study. The value of R2 is 0.826, which demonstrates

that TB is bringing a positive change of 0.826 units in ERP System Adoption.

Hence, our third hypothesis is accepted by applying linear regression.
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4.4 Mediation Analysis

H4: Team Building significantly mediates the relationship between shared leader-

ship and project success.

Preacher and Hayes (2013) method is used to check regression analysis of media-

tion. Mediation analysis is performed to prospect the mediation effect in current

dissertation. Understudy mediated variable is team building between SL and PS

and this mediation analysis has been examined by run model 4 of Preacher and

Hayes (2013).

Table 4.6: Mediation Analysis

The table 4.3 conrms the Regression analysis of team building by showing the

significance. H1, SL is significantly associated with PS (β= 0.7376, t = 13.65, p =

0.000). The t value is above than 2 which demonstrate the highly significance of

relationship. The beta value enunciate that SL brings 73% changes in achieving

PS . This is explored that bossy culture or power distance culture do not helpful

in achieving PS . If the project manager allot autonomy to the team members,

collectively they will achieve PS according to Pakistani culture. Similarly, H2, SL

is significantly associated with team building ((β = 0.6878, t = 16.69, p = 0.000)



Results 42

is supported through the result. H3, team building is significantly associated with

PS (β = 0.8933, t = 15.43, p = 0.000) also accepted and has significant results.

4.5 Moderation Analysis

H5: Project Complexity moderates the relationship between SL and PS ; such

that SL and PS relationship become weaker in high project complexity

Table 4.7: Moderation Analysis

DV
Effect of SL
on PS

Effect of
PC on PS

Effect of SL
PC on PS

Bootstrap results
for indirect effects

B t B T B t LL 95% CI UL 95% CI

MD .70*** 12.6 0.05 1.45 -0.23 -3.41*** -0.365 -0.0982

Un-standardized regression coecient reported. Bootstrap sample size was 1000. Condence
Interval = 95%, N = 282, * p < .05; ** p < .01; ***p < .001

The table 4.4 shows that project complexity significantly moderates the relation-

ship between SL and PS . Based on upper and lower limit the unstandardized

regression analysis (β = 0.23 and t = 3.41). The negative sign indicate that one

unit of project complexity increment, 23% decrease the relationship of SL to PS .

Hence, the hypothesis project complexity moderates the relation between SL and

PS such that it weakens the relationship, is accepted.

Below figure represents the graphical explanation of acceptance of moderation

Hypothesis 5.

The project complexity moderates the relationship between SL and PS .

Mentioned upward lines indicated constructive association between SL and PS .

The orange line represents high PC whereas blue line reflects low PC. The lines

slope specifies the relationship between SL and PS . As orange line regulated

below blue line with steeper slope which represent high PC. Hence, we say that

association between SL and PS becomes weaker. While the blue line lies above

the orange line with steeper slope that shows that in case of low PC, association

between SL and PS is stronger. The graph clarifies the buffering role and direction

of PC between SL and PS.
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Figure 4.3: Interaction Graph

4.6 Summary of Accepted/ Rejected Hypothesis

Hypotheses Statement Status
H1 Shared leadership is positively related to project success Accepted
H2 Shared leadership is positively related to team building. Accepted
H3 Team building is positively related to project success Accepted
H4 Team building significantly mediates the relationship be-

tween shared Leadership and project success.
Accepted

H5 Project Complexity moderates the relationship be-
tweenSL and PS ; such that SL and PS relationship be-
come weaker in high project complexity

Accepted
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Discussion and Conclusion

5.1 Discussion

Prime objective of current research is analyze linkage between project teams, PS

and SL (SL ) by focusing on process of team building and project complexity. The

findings suggest many unanswered questions, as I have conducted this research in

the context of Pakistan. The data has been collected from the multiple sectors in

Pakistan. Results of my research reveals some particular contribution to literature.

First of all, consistent with previous studies (Carson, Tesluk, & Marrone, 2007;

DInnocenzo, Mathieu, & Kukenberger 2016; Wassenaar and Pearce, 2012), the

dissertation contributes to the literature that SL has affirmative association with

PS . Moreover, the result also supports our hypothesis are accepted. The very first

hypothesis which has been proposed is that SL has significant and positive asso-

ciation with PS and this hypothesis provides evidence of being accepted through

understudy result. SL has been found origin of project and organizational success.

Second, we also found that SL has positive and significant association with team

building. Neck et al. (2006) elaborate that self-leadership is the best way to

analyze the strength and weakness of the team on individually basis. So, when

the leadership is determined at individual level within team, all members will be

able to better understand the flaws and strength of the team members as a whole

also as well as individually. This process also enhances the strong bonding of team

44
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members with interpersonal communication. Hence, all members will do equally

effort to get PS . So, our two hypotheses were also proved to be significant and

results supports that team building positively mediate the relationship between

SL and PS . We also hypothesized project complexity moderated the relationship

between SL and PS which also approved in presented dissertation.

We discussed each hypothesis independently in detail prescribed below:

5.1.1 Hypothesis H1

This hypothesis “There is affirmative association between SL and PS” has been

supported by reason. The repercussions of understudy examination demonstrate

noteworthy relationship (B= .73, t= 13.65, p= .000).

Moreover, the B co-proficient turns out to be .73 which exhibits one-unit change

in SL will lead the project towards success by 73%. Previous studies found the

positive association between SL and PS (Clarke, 2012; Prabhakar, 2005; Mathieu

& Kukenberger 2016; Wassenaar & Pearce, 2012).

Clarke (2012) says that in project the credit of success is not of one but the whole

team as the whole team members SL responsibilities equally to achieve the goal

(Scott-Young, Georgy, & Grisinger, 2019).

Moreover, the main object of leadership to take challenges as opportunity and

try to resolve the complexity confidently but there is less focus on motivation

(Kukenberger, & D’Innocenzo, 2017; Scott-Young, Georgy, & Grisinger, 2019).

Research also enunciate that many project leaders are not more focusing on high

level of knowledge and expertise sharing but project managers are predominantly

employed because they have technical expertise not because they have good lead-

ership skills (Jiang et al. 2001; Narayanan, 2001). And in projects every member

is skilled & educated enough to resolve the complexities so they all should have

equal opportunity to work together to achieve the goals.

Clarke (2012) identifies that in project unique and for temporary time period

team members have to work together. In start conflicts arise that may you don’t

want to work together for some time period but after the social exchange and
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communication strong bonding develop and SL enables the team members for

build trust and cohesion. So, our study is also supporting that SL has positive

association with PS .

Underpinning theory SET Social Exchange Theory also exemplifies the process of

exchange sin which one party share good deeds with other (Gergen, 1969; Gould-

ner, 1960). Resources are exchanged through a process even in relationships .

Social exchange theory is most widely used conceptual framework in organiza-

tional behavior literature (Cropanzano, Anthony, Daniels, & Hall, 2017). And the

process of exchange come into existence through 3 ways.

First of all, the SL process and its impact on the team members. Second, when

the team members have autonomy and strong trust on each other they will have

positive attitude and behavior towards the project. Hence, the team members

work diligently as per their success is also associated with the PS . And this

becomes a relationship among project and team members which leads the project

towards success. So, we can compliance social exchange theory with our presented

model that SL is positively associated with PS .

“Any interaction between individuals is an exchange of resources” (Homans 1958,

p. 597). According to SET (social exchange theory) when there is any transaction

occur in form of shared leadership, the value team members gives to other is

more much valuable for other and other members also reciprocate in best way by

providing something better in return. Hence, all members share their knowledge

and skills in best manner towards project to get PS , on the other hand for the

mutual benefit.

5.1.2 Hypothesis H2

The hypothesis that ‘SL has positive and significant impact on team building’ is

also accepted.

Results shows the conspicuous relationship between SL and team building (B=

.687, t= 16.69, p= .000). SL has a t value 16.69 which declares the high impor-

tance of relationship. The t esteem which is more than 2 demonstrates that the
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results are fair and up to standard. Hence, the remarkable t estimation which

is 16.69 shows measurably noteworthy connection of SL with Team building. B

coefficient value is .687 which again describes the durable association of SL and

Team building. As increase of one unit in SL will ultimately increase 68.7% change

in Team building. Thats why accordance to the given results, we can say that SL

is particularly associated with the team building process in project.

In literature, it is demonstrated that SL is about mutual influence and shared

responsibility of tasks with in team members in project and hence every member

try hard to realize goal (Pearce & Conger, 2003; Carson, Tesluk, & Marrone,

2007). Hogg (2001) and Hogg, Knippenberg, and Rast (2012) Explained that SL

broadens the extent of leader prototypically as per members of team adhere the

leadership role in them being prototypical. Members in team has an attitude and

behavior that they are a leader and they have identity for leadership. So, they

pursue to better for team interest. This is all possible only if team members have

high level of team trust in between them and they all understand and respect

other member also as a leader (Franz, Leicht, Molenaar, & Messner, 2017). This

is why, the team building process come into existence.

Moreover, cooperation behavior of team members develop cognition, attitudes, and

actions leads to the better team output (Day et al., 2004; Hollenbeck, Beersma, &

Schouten, 2012; LePine, Piccolo, Jackson, Mathieu, & Saul, 2008). Vera and

Crossan (2004, p. 227) specified the ideal leader might recognize his or her

limitations and share the leadership of organizational learning with colleagues.

Hence, team members would become more satisfied as well as accountable for

their decision-making process (Hoch & Dulebohn, 2013). So, we can say that SL

promote and contribute enough in knowledge sharing and also enhance the self-

ability with motivation to take responsibilities among members because of team

consensus, team cohesion and satisfaction (Bergman, Rentsch, Small, Davenport,

& Bergman, 2012).

Additionally, SET portrays that how many transaction increases among parties,

trust and boding also increases with the same degree. Hence, with in SL members
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share their personal values and communicate others informally as well profession-

ally and formally because they understand all of members lies at equal stage and

thus the process of sharing increase trust and create team building. Moreover, all

members feel themselves relax in sharing and the job and workplace satisfaction

among them also increases which develop the feel of we are one in them (Choi,

Kim, & Kang, 2017).

Houston and Gassenheimer (1987) annotate that “reciprocation occurs, a pattern

of behavior [and trust] begins to be established” (p. 11). So along with SET, we

found trust ripen and team members obligate to team commitment and to the ex-

change relationship with in team (Blau 1964; Homans 1959). Mutual commitment

is an important part of functional social exchange because it ensures that team

members will put forth the effort and make the investments necessary to produce

mutually desirable outcomes (Dwyer, Schurr, and Oh 1987; Ganesan 1994). And

these mutually desirable outcomes becomes a major phenomenon for team build-

ing. Therefore, with previous studies (D’Innocenzo, Mathieu, & Kukenberger,

2016; Choi, Kim, & Kang, 2017; Barnett, & Weidenfeller, 2016) and supported

results we propose the acceptance of our presented hypothesis.

5.1.3 Hypothesis H3

This hypothesis team building has positive and significant association with PS is

acknowledged through this research. As the aftereffects of the present investigation

indicate unimportant relationship (B= .893, t= 15.43, P= .000).

Team building has the B coefficient estimation of .89, which demonstrates the level

of relationship. As the t esteem is 15.43, which demonstrates that the outcomes

are significant. In this way, in this theory the t estimation depicts significant

connection in process of team building and PS . Furthermore, the Beta co-effective

turns out to be .89 which demonstrates that if there is a one unit change in team

building, it will bring a positive impact of 89.3% in the PS.

There could be many reasons for the acceptance of the hypothesis.
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First of all, literature depicts the positive association among team building and

PS (Klein, DiazGranados, Salas, Burke, Lyons, & Goodwin, 2009; Aga, Noorder-

haven, & Vallejo, 2016; Choi, Kim, & Kang, 2017). The process of team building

with in project is comprises project goal-setting, role-clarification, interpersonal

relations, and problem-solving that a highly empowered and committed project

team. And team building also enhances knowledge and exposure in individuals

regarding project goals, roles and responsibilities, interpersonal communication,

and problem-solving skills (Choi, Yun, Leite, & Mulva, 2019; Amin, Kamal, &

Sohail, 2016). These upgradation of skills among each member of team create a

way of PS .

Literature also posits that team building process has been applied in project based

companies to broadened team functioning across projects (Kozlowski & Ilgen,

2006). Four major modules of team building defined by (Beer, 1976; Buller, 1986;

Salas et al., 1999) are including goal-setting, developing interpersonal relations,

clarifying roles, and creating additional capacity for problem solving. So, the

project team members must be able to sort out the issues arise in project and

abilities to set the goal and hence each member clearly approach the path of

goal achievement and interpersonal relation or bonding between members would

increase. With the above mentioned skills, each member will be able to visualize a

clear road path of success and hence there would be less chances of project failure.

Moreover, social exchange theory also defines that there is positive association

between team building and PS . Emerson (1976) identifies that the more valuable

the actions and result of the action for a personnel, he performs the action with the

same extent. So, when team building is associated with multiple strong domain

for successful project and each member knew the worth of successful project, then

they will perform the hard actions to achieve goal and they will do the same until

they achieve PS .

The process of exchange is also very important to note. The people working in

project have commitment with each other are obligate to return something back

for the relationship. According to SET, people return back benefits they receive.

For example, they match goodwill and helpfulness toward the party with whom
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they have a social exchange relationship and return back their hard works, skills

proportionately (Malatesta, 1995; Malatesta & Byrne, 1997; Masterson, Lewis,

Goldman, & Taylor, 2000). So, SET theory portrays that team building process

leads towards the PS as it is the duty for the each member and he also committed

with the PS for the mutual benefit or for giving something good in return.

So, we found through the result and literature that team building has positive

association to the PS

5.1.4 Hypothesis H4:

Results of this hypothesis ‘team building mediates the relationship between SL

and PS’ are genuine and significant, as the upper limit is .8295 and lower limit is

.4596 that are taken from unstandardized regression co-efficient. Both upper and

lower limits are positive and there exists no zero in the boot strapped 95% interval

around the indirect effect of the relationship of SL and PS through the mediating

role of team building.

Results are supporting understudy proposed hypothesis which denotes the ac-

ceptance of hypothesis. Significantly, in current dissertation we propose the team

building as partially mediation among SL and PS . Current study clearly identifies

the mediating role of team-building among the relationship of SL and PS . There-

fore, we suggest that this study contribute a vital part towards understanding of

SL and its percussion to attain PS.

This finding suggests that SL create team-building practices in a project based

organizations much more that help team members to realize PS . These prac-

tices of team building include multiple constituents i.e. project goal-setting, role-

clarification, interpersonal relations, and problem-solving techniques that jointly

motivate and empower a team to attain PS (JoSL in, 2019).

Social exchange theory depicts the ‘interdependence’ phenomenon among team

members and mutual benefit of PS (Cropanzano, Anthony, Daniels, & Hall, 2017).

So, member’s together work and share the trust, goals, knowledge, skills, abilities,

leadership roles. This sharing is only possible when members have team building
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in them and they are comfortable with each other in sharing confidentially, so they

lead the project towards success. Therefore it is hypothesized that team building

can be intervention which help the SL to attain PS.

5.1.5 Hypothesis H5:

This hypothesis ‘Project complexity moderates on the relationship of SL and PS

; such that when Project complexity is high than the relationship between SL

and PS would become weaker’ is also acknowledge through this research. As the

aftereffects of the present investigation indicate unimportant relationship (B= -

0.23, t= -3.41, P= .0004). Project complexity has the B coefficient estimation of

-.242, which demonstrates the level of relationship. As the t esteem is -3.41, which

demonstrates that the outcomes are significant.

In this way, in this theory the t estimation of -3.41 shows that there is significant

connection of Project complexity as an arbitrator between SL and PS . Further-

more, the B co- effective turns out to be -.23 which demonstrates that if there is

a one-unit change in project complexity then it will bring a negative impact of

23% in the relationship between SL and PS by weakening the relationship. There

could be many reasons for the acceptance of the hypothesis.

Literature manifest that project complexity weaken the relationship of PS because

hard goals need extra effort and also the unclear view of goal path which conducted

many issues (Liu, 1999). Complexity has been increased in the project teams with

an increasing pace. Research argue that there are some factors which demonstrate

project complexity in better way (Sinha and al., 2001; Marle, 2002; Laurikkala

and al., 2001; Aissa, 2004).

The analysis of this literature led to the development of the project complexity

framework. Project complexity factors are (i) Project Uncertainty. (ii) Infrastruc-

ture Newness, (iii) Infrastructure Interconnectivity, and (iv) Infrastructure Size.

Infrastructure Size is about the number of elements (components, parts, functions,

tasks, specialists ...) are in projects. Infrastructure Interconnectivity denotes the
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degree of integration and linkages between the different elements of the infras-

tructure. Infrastructure Newness represents the portion of the infrastructure to

be innovated from previous projects. Project Uncertainty reflects the level and

extent of the gap between the knowledge required to perform the project tasks

and the knowledge available to the project team. So, these factors are the source

of project complexity which in turn leads the project towards failure.

Moreover, social exchange theory fosters Reciprocal interdependence which in turn

emphasizes contingent interpersonal transactions, whereby an action by one party

leads to a response by another. Hence, when there is project complexity arises,

the problems of communication and interpersonal arises and project collapse in

time of uncertainty.

Team members heavily rely upon themselves and in time of change and rapid mar-

ket change uncertainty, newness in project or gap to reach the set goal can create

interpersonal conflicts between employees. As per the social exchange theory, if a

person gives benefit then receiving party should respond something in form of reci-

procity of those benefits in kind (Gergen, 1969). Compliance with the example, if

team members share their views and things become overwhelming in project, they

will blame each other for the failure which arise interpersonal conflicts and there

would be less chance for the PS . Hence, we say whenever there is high project

complexity with the SL, there would be less chance to lead the PS.

5.2 Practical and Theoretical Implications

As yet, no prior study has studied the impact of SL on PS , notably within

Pakistan context; as a result, our study has equally theoretical along with practical

implications likely to be useful for Project based organizations in Pakistan in

many ways. Theoretically current study is able to facilitate the present leadership

literature and especially the modern era of project management. Consequently,

open new ways and unique aspects summing to present limited information. The

results of the study are practically significant and amicable because an important

and positive association among SL and PS has been tested with mediator team
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building and moderator project complexity which is getting great importance in

recent history due to not enough fact and information over prior studies.

According to the study SL point outs SL phenomenon where team members shard

leadership roles and responsibilities. Presenting team building as mediator which

found as eventual outcomes of SL influences the PS. The results of this research

explored that SL also fosters team to create team building which as an outcome

positively predicts PS.

This study also has few practical implications as well. It indicates that SL leads

to PS . Therefore, it is proposed that all hierarchy or bossy culture is diminishing

whereby the informal SL culture is emerging in market trends.

So, team building with particular medium of team building can achieve success.

Successfully applying SL permits the organization to meet the required goals of

specific project. Employee also facilitate with the autonomy and decision making

authority by having no leader in them for law and order rule which makes the

members relax and encourage them enough to materialize their potential to achieve

goals of project and thereby gain PS.

5.3 Limitations and Future Research

The current study adopted the cross-sectional data collection method. We have

collected the data at once but due to the time shortage it was hard to recover the all

data in time lag study. It was also the major reason of small sample size. The other

shortcoming is the use of convenience sampling technique. Convenience sampling

is adopted to collect data randomly from large-scaled population. Therefore, it

is hard for us to generalize current study results because of its small sample size,

limited geographical and convenience sampling procedure.

Despite of small sample size, the current study brings several shortcomings that

require the future researches. Data were collected only from 2 cities of Pakistan

Rawalpindi and Islamabad.
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Secondly, the study was conducted only in Pakistan that could raise the question

of cultural influence. So, future researchers can test these relationships in other

cultures or countries.

At last, current study only took into account for contextual factors such as Project

complexity for enhancing the relationship between SL and PS . Future researchers

can investigate other contextual factors such as interpersonal conflicts, perception

of politics etc.

5.4 Conclusion

In this study, I have developed a domain of SL and its impact on PS , which is very

imperative and popular province in fresh era in order to compete globally amongst

all the emerging project-based organization in the world. The main focus of current

study in identifying out consequences of shared leadership. It is discovered that

SL contribute a great part in achieving PS . Also, this study has demonstrated

the role of team building as partial mediator between SL and PS . The length of

this research has inspected an exclusive task of project complexity as a moderator

among the association of SL and PS in a project.

Data collection for the investigation of this research was composed throughout

questionnaires, which were disseminated to the multiple project-based organiza-

tions in Pakistan based on different sectors i.e educational, multinational compa-

nies, service, public and private sectors. This study and the proposed hypotheses

are being supported through social exchange theory. In total 450 questionnaires

were disseminated but only 280 were used for the study reason since those 280

questionnaires were having the most appropriate and full information required for

the analysis of the study. The major involvement of this research is that this re-

search has thrown a lot in the obtainable writing for the reason that there has been

an incomplete work on research of the impact of SL and PS with team-building

as mediator and project complexity as moderator. In this investigation, H1, H2,

H3, H4 and H5 are being acknowledged by the Pakistani setting according to the

context of Pakistan alongside the help of past writing.
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Appendix A

Questionnaire

Dear Participant,

I Muneeb Tajwar doing MS Project Management from Capital University of Sci-

ence & Technology (CUST), Islamabad. I am conducting a research on Impact

of Shared Leadership on project success Mediating Role of Team Building and

Moderating Role of Project Managers soft skill. I need you to complete this ques-

tionnaire, this will help to collect the data and can further analyze it for my

research purpose. I request you to kindly fill this questionnaire and data collected

will be kept confidential, will use only for the education purpose.

Sincerely,

Muneeb Tajwar

Capital University of Science and Technology, Islamabad

1 2 3 4 5
Gender: Male Female
Age: 18-25 26-33 34-41 42-49 50 and above
Qualification Matric Bachelor Master MS/MPhil PhD
Experience 5 and

Less
13-Jun 14-21 22-29 30 and above

68
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Section: A. Shared
Leadership

Strongly
disagree

disagree Neutral Agree Strongly
Agree

Please tick the relevant
choice
1. When faced with a specific

problem, I consult with my
subordinates

1 2 3 4 5

2. Before making a final deci-
sion, I give serious consid-
eration to what my subor-
dinates have to say.

1 2 3 4 5

3. I ask subordinates for their
suggestions concerning how
to carry out assignments or
specific tasks.

1 2 3 4 5

4. Before taking final action
on any specific aspect of the
project, I consult with my
subordinates

1 2 3 4 5

5. I ask subordinates for sug-
gestions on what assign-
ments should be pursued or
completed.

1 2 3 4 5

6. I staff my project with
team leaders for specialized
groups such as a functional
team or a technical team.

1 2 3 4 5

7. I generally allow team leads
to provide input about the
project team organization
and roles, but make the fi-
nal decisions

1 2 3 4 5

8. Decision-making authority
for team lead roles is an im-
portant staffing considera-
tion

1 2 3 4 5

9. I typically provide coaching
to the project team leads so
that they can be effective
leaders

1 2 3 4 5

10. I generally allow the project
team leads to make the de-
cisions about how to design
and execute the project’s
work products and then
hold them accountable.

1 2 3 4 5

11. I provide guidelines to team
leads for how the project’s
work products should be
performed and then they
make decisions within the
guidelines.

1 2 3 4 5

12. I typically make most of
the key decisions about how
the project’s work products
should be executed.

1 2 3 4 5
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Section: B. Team Building Strongly
disagree

Disagree Neutral Agree Strongly
Agree

Please tick the relevant choice
1. Setting project goals on a par-

ticipatory basis by the team.
1 2 3 4 5

2. Involving project team mem-
bers in action planning to
identify ways to achieve
project goals.

1 2 3 4 5

3. Making the basic goals of the
project clear to the project
team.

1 2 3 4 5

4. Letting the project team re-
ceive timely feedback on per-
formance in relation to goals
of the project

1 2 3 4 5

5. Encouraging team members
to meet with each other dur-
ing the project.

1 2 3 4 5

6. Discussing relationships
among project members
frankly.

1 2 3 4 5

7. Discussing conflicts among
project team members
frankly.

1 2 3 4 5

8. Conducting training pro-
grams on communication
skills for the project team.

1 2 3 4 5

9. Creating opportunities for
sharing of feelings among the
project team.

1 2 3 4 5

10. Clarifying role expectations of
each team member.

1 2 3 4 5

11. Giving information about the
shared responsibilities of team
members.

1 2 3 4 5

12. Making project norms famil-
iar to each team member.

1 2 3 4 5

13. Involving the project team(s)
in identifying task-related
problems.

1 2 3 4 5

14. Involving the project team(s)
in generating ideas concern-
ing the causes of task-related
problems

1 2 3 4 5

15. Participation of the project
team(s) in designing action
plans to solve task-related
problems of the project.

1 2 3 4 5

16. Engaging the project team(s)
in the implementation of ac-
tion plans to solve task-
related problems

1 2 3 4 5

17. Engaging the project team(s)
in the evaluation of action
plans to solve task-related
problems.

1 2 3 4 5
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Section: C. Project Success Strongly
disagree

Disagree Neutral Agree Strongly
Dis-
agree

Please tick the relevant choice
1 I completed my projects

on time as scheduled.
1 2 3 4 5

2 I completed my projects
within the allocated bud-
get

1 2 3 4 5

3 In the project, I met
the quality needs and re-
quirements of the cus-
tomers.

1 2 3 4 5

4 I was able to achieve
satisfaction of my team
members with overall
project management and
performance.

1 2 3 4 5

5 I was able to manage and
satisfy all project stake-
holders with the project
deliverables/outcome.

1 2 3 4 5

6 I was able to achieve end
users satisfaction with
the project outcome/de-
liverables.

1 2 3 4 5

7 I was able to ensure sat-
isfaction of suppliers in-
volved in the project.

1 2 3 4 5

8 I was able to achieve the
projects purpose.

1 2 3 4 5

9 I am confident that my
projects have achieved
their self-defined criteria
of success.

1 2 3 4 5

10 The project has directly
led to improved perfor-
mance for the end user-
s/target beneficiaries.

1 2 3 4 5

11 The project has made a
visible positive impact on
the target beneficiaries.

1 2 3 4 5

12 Project specifications
were met by the time of
handover to the target
beneficiaries.

1 2 3 4 5

13 The target beneficiaries
were satisfied with the
outcomes of the project.

1 2 3 4 5

14 Our principal donors
were satisfied with the
outcomes of the project
implementation.

1 2 3 4 5
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Section: D. Project
Complexity

Strongly
Dis-
agree

Disagree Neutral Agree Strongly
Agree

Please tick the relevant
choice
1. The project had a high degree

of complexity concerning con-
tent.

1 2 3 4 5

2. To me, the project had a high
degree of complexity concern-
ing interdisciplinary partici-
pants.

1 2 3 4 5

3. The project was characterized
by high risk and uncertainty.

1 2 3 4 5
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