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Abstract
This study focuses on the relationship between Servant Leadership (SL) and
Project Success (PS) with the mediating role of Team Skills (TS) and moderating
role of Power Distance (PD). The exact background of the research is the construction sector in Pakistan, mostly where servant leadership is practiced. Data
was collected from 250 employees working in several constructional companies
in Pakistan. Results show that servant leadership is positively associated with
project success. Furthermore mediating role of team skill is also established. In
addition to above, results also settle the moderating character of power distance.
Theoretical and practical implications are argued.
Keywords: Servant Leadership, Project Success, Team Skills, Power
Distance.
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Chapter 1
Introduction
Success of every project depends upon the leadership, team skills and their ability
to manage power distance. Leadership is considered in all societies and exists for
as long as people have interacted. It is not an activity; it is a vast process that
has been subject to many reviews in literature.
Nowadays marketplace is becoming project-centric more increasingly (Schoper,
Wald, Ingason, & Fridgeirsson, 2018) with more complicated projects (Bjorvatn
& Wald, 2018). In this scenario, the need to market is the consumption of diverse
team forms including a team with multiple disciplines, several teams, and even new
inter-firm teams to effectively achieve the team project goals (Gemnden, Lehner,
& Kock, 2018).
It is very exceptional that a few sole people would have all the requisite skills
and expertise to lead or carry out the success of the entire project team (Gann
& Salter, 2000). Modern organizations now understand that in their domain each
person is a leader (Singh & Jampel, 2010) and that supervision is a powerful tool
to handle complex environments (Sweeney, Clarke & Higgs, 2019).
The present study will address several theoretical and contextual gaps in the literature of servant leadership, Team Skills, Power Distance and Project success. Due
to fast-paced temporary nature of organizations, servant leadership is important
for all team members to achieve project success. The current study will fill this
gap by exploring the association of servant leadership with the project success
1
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in the project based organizations. Our study will bring a clear perspective of
how and when the leadership may benefit the team to lead toward the successful
project.
The current study will also contribute to the literature that how team skills affect
the success of the projects. It will help the managers to understand that servant
leadership with greater team skills will results in higher chances of project success.
It will also add in the literature of management and leadership by exploring that
in the presence of power distance how leadership impact project success in project
based organizations.

1.1

Background

Fresh viewpoints on leadership, like servant Leadership, (Brown Trevino & Harrison, 2005) an Authentic Leadership, (Avolio & Gardner, 2005) followed by several
issues, scandals and along with leadership failures now a day in corporate domain.
Loss of assurance in the existing organizational business, more and more attention
as led by leadership, in philosophy of servant leadership, and it endorses setting
a side leaders self-centeredness for the advancement of their subordinates by their
leaders. In the leadership literature, servant leadership is a modern concept which
is seeming in the literatures of Greenleaf, (1970), nonetheless it has its sources, in
philosophy and in religion earlier. The idea findings, obvious written in Bibble,
and who ever will be great in between you, will be your servant & who ever will
be first in between you, will be the slave of all. And even the son of man has come
not to be served, but to serve. (Mark 10, pp. 4345). In 4th century, a researcher
writes that the king (leader) enjoys the states resources with people together, and
is a paid servant. (Rangarajan, 1992). Group researches figures out link among
group result and servant leadership among them. A few are gratifi- cation of
the client, teams skills, and the teams behavior, as well as team performance.
(OCBs; Ehrhart, 2004; Hiu & Liden, 2011; Hunteretal, 2013; Li- den, Meuser,
panaccio, Hu & Wayne, 2014; Liden, Wayne, Liao & Meuser, 2014; Schaubroeck
et al, 2011). Paterson et al, (2012) explained that performance is directly linked
with the servant leadership, of the team ultimately making the team an asset.
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Van Dierendonck & Patterson (2015) explains qualities of servant leadership as
humbleness, thankfulness, compassion, and generosity.
Faith & Trust is the elementary feature of any work (De Jong & Kroon, & Schilke,
forthcoming; Fulmer & Gelfand 2012). Faith & Trust adds supporter’s alertness
regarding their office and can prove to be a very positive add on for the organization
(Liden, Wayne ,Liao, & Meuser,2014). Faith & belief is the key element which
raises a healthy relation between leader and supporter.
Supporters & followers who have trust in their leaders can develop a scene of
responsibility towards each other. Faith & belief in the leader can have possible
result for the organization and digging more, it came into knowledge that faith,
belief & trust is the key element of servant leadership, servant leadership is key to
build trust among organization.
Office colleagues interaction with each other develops sympathy among them only
if they know that their leaders and the organization are trustworthy, amazingly
only two interpretations hook concerning trust to physical identification (Restubog
et al (2008). Researcher on faith in leader of a group on individual level gives vast
results, for example faith in your boss is directly proportional to job satisfaction,
less ambiguity in the job. (Colquitt, Lepine, Piccolo, Zapata, & Rich, 2012).
We think on many places that trust will be the strongest parameter in servant
leadership, through personalized attention and incentive (Ehrhart 2004), servant
leaders should be honest and should work of the ones who depend on them.
Leaders who trust the ones working under them are mostly concerned about dependents knowledge which is directly relatable to organizational results, which
encourages them to work more smoothly (Piccolo & Colquitt, 2006). Faith in
leader is vital for the ones working under and this will give raise to groom them
professionally, which helps them practice that professional grooming in their daily
work routine. (Kotter & Schlesinger, 1979).
Servant leaders framework is securing inter-relationship across organization, it also
adds to growth and progress of organization. Significance of service inspiration as
described by upcoming people with modesty differentiates a servant leader from
other leadership styles. As different researches support that separate traditional
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groups have separate costumes (Schwartz, 1994) this in return comes up with
different perfect leadership practice. (Dickson, Den Hartog & Mitchelson 2003).
I observed recommendation of SL in this study, in culture: the power distance.
Till today, there is completely nonappearance of cross reference of data regarding
servant leadership across country level too. Researchers highlighted a limitation
in the previous literature, that numerous mechanisms are needed to check in leadership support-outcome relationship (Carmeli et al., 2010; Javed, Khan, Bashir &
Arjoon, 2016). Here in this mediation, the association between servant leadership
and project success. To fill up the said gap, used information from Organizational
Behaviour Effective- ness (GLOBE) project, came across five features of servant
leadership which are honesty, authorizing, sympathy and modesty plays a vital
role. Power distance is a point to which people in organization or on the bigger
perspective the society accept that power should be focused at top levels of the
organization. Servant leaders have integrity and honesty factors, which is also
supported by Jones & jones 2008, who specified the most significant characteristic
of servant leadership is integrity because it delivers integrity. Leaders who have
component of integrity are considered to be faithful, even to small things. Leader
develops trust in the subordinates by himself, as a result of integrity and this factor
encourage other leaders to be more accurate and devoted, steady and accountable.
The idea of leadership covers a range of significances. House & Javidan, 2004, attempts to study how servant leadership is observed in different cultures regarding
reputation about behaviors of effective leadership. servant leadership across culture in terms of power distance is the first inclusive experimental investigation of
in this study. Previous studies on servant leader are confined to two countries, e.g.
u.s.a and Ghanna (Hale & Fields 2007), Philippines and U.S.A (West & Bocarnea,
2008), as well as Indonesia and Australia (Pekerti & Sendjaya 2010). Our study
will provide breakdown of endorsement of the 5 magnitudes of servant leadership in
the first culture: power distance, would offer us with an understanding of what are
the outcomes of the employees of an organization, in presence of servant leadership
along with power distance culture. Furthermore, the study includes correlation between cultural value known as power distance and the employee performances and
how they are observed to be vital for active leadership. According to McGregor
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(1976), leadership is not personality trait, it is an interface of leadership qualities
with attitude, desires & behaviors of the employees and supporters.

1.2

Research Gap

Study on project success about its qualifications is in increasing phase. Incomplete
study is accessible on ‘in what way to increase project successes’. Thus, the present
study highlights is part of servant leadership provision for project success & create
dual significant gaps in the literature. Major, the present study emphases on
relationship between servant leadership & project success.
Moreover, investigators highlighted additional limitation in the previous works,
that frequent instruments are wanted to checkered in leadership support effect
relationship (Carmeli et at., 2010; Javed Khan, Bashir & Arjoon, 2016). Here in
this adjudication, the suggestion between team skills and project success is also
not studied in this situation. Third, the current study’s emphasis is interacting of
power distance on the direct influence of servant leadership & project success.
Project leaders provides direction to the employees and are responsible for the
accomplishment of project goals (Pohl & Galletta, 2017). Numerous researches
on leadership have been carried out in recent years, covering several aspects of
leadership on job stress, employee creativity, employee silence, and many others.
In an organization, the relationship of supervisor and their employees depend on
power as the cultural context is a vital element for decision making. Mostly decisions making takes place at the top level (Bialas, 2009). Individuals, employees,
and the workforce are more probable to perceive that leaders possess more power
and status, so the unequal distributed power is highly acceptable in high power
distance than in low power distance (Kirkman, et al., 2009).
Power distance is another dimension of this research and as explained earlier is
their cultural dimension by Hofstede (2001) and used by different research either
as a mediator or moderate in their research. This study is going to identify the
moderating role of power distance between servant leadership and Project success.
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Problem Statement

Project based organizations required more participants of team members to efficiently and effectively achieve their goals. Nowadays, Project based organizations
are facing problems in enhancing their team skills. Teams in their organizations
are not getting a supportive and creative environment. The role of group leaders are very significant, who raise their self-confidence and readiness to do their
work by building creative ideas. In those organizations, teams also face numerous
challenges and uncertainty in their tasks as each project has some unique features
which are innovative and never been done before.
These uncertainties also affect the performance of project teams. Therefore, the
present study efforts to resolve these problems by identifying the significance of
servant leadership in the project based organization.

1.4

Research Questions

Q 1: Does servant leadership affects the success of projects?
Q 2: Does Team Skills mediates the link among servant leadership and the project
success?
Q 3: Does Power Distance moderates the association among servant leadership &
the project success?

1.5

Research Objectives

RO 1: To examine the association between servant leadership and project success?
RO 2: To find out the mediating impact of team skills in the relationship of
servant leadership and project success?
RO 3:To find out the moderating role of power distance in the association of
servant leadership and the project success?
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Significance of Research

On-site leadership always has been a key area of concern for the researchers because
a leader plays a significant role in projects. In this era, project based organizations
need team work to enhance their outcomes and performances.
This reading will accomplish the defined hypothetical break in the previous works
because the study on servant leadership in the field of project management has
not been sufficient. Servant leadership leads to an rise in the level of performance
in projects. This reading aims to empirically examination a innovative model to
control the straight relationship of servant leadership on project success in the presence of teams skills and moderation role of power distance. Therefore in Pakistani
context, it will bring a novel view. Research on the effect of servant leadership
on project success is a much needed area to be researched in our culture where
the employees need a leader that should include timely completion of the mission
and within the resource allocated. This research will also reveal the positive effect
of performance in the project through servant leadership under management to
check the above discussed objectives

1.7
1.7.1

Theory in Support of Research
Leader Member Exchange Theory (LMX)

LMX theory is a connection built, dyadic philosophy of leadership. According
to this theory, leadership exists in in the quality of the conversation relationship
established among leaders and their supporters. High quality interactions are
categorized by trust, liking, and shared respect, and the nature of association
quality has suggestions for job-related well-being and efficiency of workforces.
Recent researches depend upon LMX, leader member exchange theory, established
on this principal, it is observed that supportive nature of the leader allows the employees to have same affect i.e. a responsible & supportive nature, as a result
whole organizations success elevates with servant leadership. Furthermore, it is
observed that employee performance helps in success of organization by obtaining
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high employee performances and underlying factors for this success & employee
performance is trust in their leader (the boss) who is a servant leader. Blau, (1964)
likewise defined exchange associations, while trend of causal arrow is slightly unclear. For example, Blau requested the appeal of the association between conversation associates may affect the process of social exchange, connotation that the
connection affects the sort of exchange. On the other hand, he also deduced that
a healthy relation can make an individual devoted to other individual, suggesting
smooth conversation regularly has an effect on the relation. Blaus (1964) justifications has another point, in the given explanation word exchange is used to address
a form of connection / relationship, but the word association and exchange are different in terms of their meaning, however, they are related. This statement is not
flawless, Blau used this association as intervening variable while this commonly
used in organization context. Blau used this as type of transaction. Somewhat as
type of connection. Blau 1964 & Homless (1981) recognize trust as an inspiring
factor.

Chapter 2
Literature Review
2.1

The Link between Servant Leadership and
Project Success

Servant leadership is about the honesty and truthfulness of leaders and is committed to enhance the position of everyone else (Greenleaf, 1977; Ehrhart, 2004).
Most prominent standard as highlighted by the researchers, of servant leadership
is that it focuses on the interests of subordinates way before focusing on their selfinterest, (Dierendonck, 2011; Ehrhart, 2004; Lapoint & Vanden berghe, 2018).
Within last twenty years, the studies on servant leadership has well developed as
an approach of leadership that is on paper and by preforming many experiments,
is separate to the Servant Leadership, (Liden et al.. 2015). SL is based on much
affirmative qualities like selflessness, spirituality, ethics & genuineness. Servant
leadership is where leaders are expected to serve first, and a self-concept as a
steward (Sendjaya & Sarros, 2002), further because of honesty and truthfulness of
(leaders) bosses (Liden et al., 2008). As the action of bosses are found dependable,
ethical and selfless by the followers (Sendjaya & Pekerti, 2010), therefore they had
a greater self-confidence (Searle & Barbuto, 2011), higher job contentment & com
mitted appointment (Simon & Wai Ming, 2014; van Dierendonck, 2011), Results
in enhanced enactment. There is systematic research into how the success of a
project is defined. Originally the time was distinct as cost, time and quality iron
9
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triangles. The success of the project is then reported as a Stakeholder satisfaction
and related to planned parts of the organization.
Project success includes the genuine yield or consequences of an association as estimated against its expected or wanted outcomes ( Richard et at. 2009). Studies
have recommended that effective organizational practices can help in the improvement of project success. Project success considers the function of leadership with
the moral domain as an individualistic variable (Andr dr waals, 2010). Project success is the calculation of the organization’s development which shows the achievement of an organization.
The behavior of servant leadership plays a significant role to achieve competitor
edge in project success.
Ventures are influential strategic weapons, originated to create financial values
and reasonable advantage. Venture success hinge on upon whether the outcomes
of the project are in line with the calculated objectives of the association or not.
The strategic objectives can be accomplished with the range of right projects.
The leader is a person who leads other people, a project or a team. The leader must
have the highly charismatic, transformative and also possesses problem-solving
skills. leader influences and motivates others. Yuki (2013, p, 26) describes the
characteristics of this guide it must be studied in Leadership Studies; it can be
a characteristic, a quality, a behavior or power. Leadership in the management
of the project: It is particularly important in the project because Your own time
to completion, cost and quality. The project team will also receive yours the
attractiveness it deserves (Clarke, 2012, p. 128) and mainly focuses on Try to
describe the best leadership style for different projects, you deserve it.
According to Riaz, Massod and Mohammad (2013, p. 99) on the project Performance, it is imperative that the best and correct leadership style, Experience,
knowledge and leadership qualities are available to the law This decision must be
made in a timely manner, using the efficient resources correct location. Taking
into account the outcome of the performance governance adoption or failure of a
project, it is important to make changes between the management of the project
and the realization of the project. These changes were made during the Project
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management literature; and leadership behavior is always associated with Project
management in connection with project management (Yang et al., 2011). Effective leadership convinces people of the essence of change and inspires new things
intellectual and problem solving techniques and then encouraging them to work
to realize project ideas together in challenging work environments (Keller, 1992;
Anantatmula, 2010). Leadership also drives people to feed themselves organized
an experience and at the same time ended her project responsibility (Anantatmula,
2010).
As relationship management and leadership continue to be used to signal change
Functions and tasks it is important to note that layers are created. Also in the
Achieving positive project results, project management involves continuous real
address. The study of leadership has largely focused on interpersonal skills. as
a friendly, friendly and interactive presentation that maintains good relationships
with everyone (Kouzes & Posner, 2007). A clear ethical measure is Property
of potentials, such as B. conforming bonding, showing admiration and behave
appropriately and politely (Pless & Maak, 2008).
A growing group of Leadership researchers argue that real leadership processes are
at the root of Activities by executives reflecting on altruistic concerns and trying
to find out Concern about the theory of servant leadership (Barbuto and Wheeler
2006; Ehrhart 2004; Graham 1991; Hu and Liden 2011; Jäger et al. 2013; Liden et
al. 2008, 2014b; Revalued al. 2008; Russia Pierre 2002; Schaubroeck et al. 2011;
Pick up Dierendoncket al. 2014; Walumbwa et al. 2010).
Thompson (2010) recognized Servant Leadership as the best style for the project.
Challenges that project managers can face in their work. For the best Implementation of the project Effectiveness and completion of the time depends on the
activity and effective, real and effective actions of the individual in three phases,
the person or the sponsor of the project, members of the project group (Probably,
2010, p.4). Servant leadership is derived from the servants’ seminar Leadership of
the Green Leaf (1904-1990) in 1970, the serving leadership was the first released.
Serving leaders are servants first; these approaches naturally establish themselves
the feeling of serving first and leading later. Servant leadership was built on the
two terms: leader and service, both the terms are ”oxymoron” because they play,

Literature Review

12

serve and direct different roles at the same time. this It can be difficult to see
you as a servant and guide serving and guiding at the same time. The leader who
serves and the servant who directs. The relational role of the servants and the
style of leadership pay close attention to that Scholar and Practitioner.
Employee performance is measurement of assigned job tasks against the standards
set by organization. According to Gngr (2011), employee work results can also be
measured as what staff can do, what they do not do & comprise on the following
factors: outputs magnitude, time of output, flexibility and work attendance. The
duties performed by the staff are acknowledged combined with the duties they
perform for the main operations of an organization. (Borman & Motowidlo, 1993).
A lot of study has been done on employee performance, from corner to corner
studying different cultures from long time, for understanding behaviors, means
that encourage performances (Bono & Judge, 2003; Piccolo & Colquitt, 2006).
Investigating & co-relating different studies on behavior & elements that progress
performance can alter organizations benefit of, investing the physical, mental and
expressive abilities this can be supported the degree of emotional help & transfer
of respected resources. In step with Harris et al. (2013), the LMX combines
boss & subordinate in a relationship that endorses worker performance, flexibility,
motivation & accountability. This bond between the boss & subordinate is backed
by trust, smooth correspondence and sharing or weakness that refrains from work
duties (Walumbwa et al., 2011).
Tariq et al. (2014), examination on creating & overhaul work places mainly in
Gujranwala, examined, performance and LMX has crucial relationship. Furthermore, workers having these attitudes can safeguard organization & motivate others
(Atuahene-Gima, 2005; Diamond StateJongand DenHartog, 2010; Stoffers & Vander Heijden, 2009; Walumbwa et al., 2009). Over the times, Project success has
been studied extensively within the arena of plan management. DE wit (1988)
mentioned that a successful project is the one that fulfills the requirements and if
everyone involved with in project is satisfied with the outcome of project.
H1: Servant leadership has a positive and significant relationship with
project success.
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The link between Servant Leadership and
Team Skills

Robbins’ Definitive Manipulation (2005) is a trait that completely aligns a collection of individuals with the target. Leadership can be a means of making the work
of a group of people achieve its goals. Leadership as a means of controlling and
convincing a group of people close to the assigned objectives. Yuki (1998), on the
other hand, describes leadership as a method of impressing someone on purpose to
balance activities and relationships with the association. Luthans (2001) describe
el liderazgo como una conexión con un grupo de miembros, y entre ellos by others.
Likewise, Yukl (2007) argues that management can be a aware driving force used
by someone to influence their leadership towards a group of people.
Building servant leadership has its roots in the work of Robert Greenleaf, the suggested that serving leaders persist in being ”servant first” rather than ”leader first”
and they put the ”priority needs” of their subordinates before their own (Greenleaf, 1977, p. 14). Stein et al., 2004). Spears (1995) identified 10 characteristics
of a servant leader:
(1) Listen and emphasize the importance of message among the leader and
Followers trying to control people’s motivation;
(2) Understanding, generous the groups of their place and accepting them as who
and what are you;
(3) Curative, easing the curing and retrieval of followers after failure;
(4) Consciousness, knowledge of the errands and the settings for performing the
task;
(5) Persuade, try to influence others through mutual communication and constructive arguments, not through coercion or positional power;
(6) Conceptualization, visualization of the possible future and design of the environment favorable to the growth and well-being of the followers;
(7) Active, foreseeing the penalties of dissimilar circumstances and working with
them Instinct;
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(8) stewardship, keeping something in trust and looking after the needs of others;
(9) Commitment to people’s growth, promoting personal and professional growth
Follower development; and
(10) Community building with a focus on the well-being of society and the community.
Van Dierendonck and Nuijten (2011) offered six important leadership actions of
servants, which includes empowering and developing people, showing humility,
showing them Authenticity, interpersonal acceptance, orientation and responsibility. Authorize and the development of people suggests encouraging initiative, developing and giving self-confidence Sense of personal power for followers. Showing
humility relates to the extent to which a leader is is willing to use the experiences
of others, puts the interest of the followers first and Facilitates the performance
of followers. Authenticity aims to express the ”real me”, reveal yourself in a way
that is consistent with internal thoughts and emotions. Interpersonal acceptance
refers to the ability to understand followers and be willing to ignore them their
misdeeds and create a climate of trust and acceptance. Provide directions aims to
give job instructions to followers, set performance standards and the good level of
personal responsibility.
According to Bass (2000, p. 33), serving leadership has many parallels to transformative leadership, including ”the need for visions, Influence, credibility, trust, and
service, but it’s all about transformative leadership in Choose the needs of others
as your top priority ”. Among the commercial teams, Jaramillo et al. (2009)
reported a positive correlation between the behavior of the serving leadership and
the execution of additional roles directed by the client.
Confidence can be a feeling of connection with the state, of admitting a low level
of sustained helplessness, of hopeful predictions of another’s goals or behavior.
Recent research on faith and trust, found in definitions of attention sponsored
by leadership and based on an integrative intelligence of trust and confidence in
leadership. Also, because belief puts you in private danger, it increases the chances
that the executor will not perform in a way that finishes in trust or violation
(Atkinson & Butcher, 2003, p. 289).
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Importance of team skills in project management should not be underestimated
(Scott-Young and Samson, 2008). A project team can be described as a group
of cross functional individuals working together towards a common project goal.
Members are usually assembled by acquiring resources from different functions
and departments within the organization. Project teams usually get disengaged
after the project is complete, or assigned to other projects where deemed necessary. Literature proved that highly skilled project team member improved the
project performance (Schutz 1996; Guinan, Cooprider, and Faraj, 1998; Wong
2009; Pollack and Matous, 2019).
Servant leaders perceive them as wardens of organization working in (Parris and
Peachey, 2013), They dont forget their targets regarding performance objectives
and standards on the other hand their objective is growth of their followers (Ferch,
2005). unlike the traditional leadership style which will always sacrifice the staff
for their own growth and profits (Sendjaya, 2015, p. 4) Through a field study
& 2 investigational studies, VanDierendonck et al. (2014) established difference
exits among servant leadership and transformational leadership in a way that in
servant leadership the followers have satisfaction regarding their leader, howeve
servant leadership effected supporter results through apparent leadership efficiency.
Schaubroeck et al.s (2011) research credibility to the current, in this they deduced
that servant leadership described of change in group performance on the far side
transformational leadership.
However, in spite of theoretical opinions inform to an optimistic association among
servant leadership & worker performance, enquiry which gives framework to current association is reasonably developing (Paris and Peachy, 2013; Van Dierendonck, 2011). Detailed analysis predict variation of underlying framework and
process has been done and it explains that outcome of effects of servant leadership
are, like public uniqueness. Social influences, (Hunter et al., 2013) the Social trade
(Schaubroeck et al., 2011), Moreover, established that servant leaderships influence vary on different structural level, a lot of scrutiny is required to inspect this
relation crossways totally different frameworks. Exclusively a restricted variety of
search has checked out possible moderators for the servant leadership performances
affiliation (Jaramillo et al., 2015; Schwepkr & Schultz, 2015).
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H2: Servant leadership has a positive and significant impact on team
skills.

2.3

The link between Team Skills and Project
Success

The gaps in the business atmosphere of globalization, digitization and change have
become wild and haphazard. Thus, employability has become an obligation for
the development and presence of the company. The acquisition has become an
important part of the organization of the project and is receiving strange attention from both detectives and authorities. Initial research into project success
focused on performance standards and dangerous performance factors. Recently,
researchers have investigated the relationship between the capacity of the project
manager and the success of the project. Businesses and governments must seek
out the skills and character of all those involved in development within the project
team to ensure uninterrupted innovation.
Customer knowledge management skills refer to the ability of a project team to
capture new information, integrate it, and apply customer-related knowledge to
develop new products. Teams offers future innovations (Im et al., 2016). Any
information or knowledge about customers and competitors is irrelevant unless the
knowledge gathered is shared and communicated by each functional department
that helps a project team get the exact result that meets the needs and wants
of the target people in the market. This market adjustment will give productive
insights to project teams who will eventually use and implement this information
to create an efficient item in the marketplace. Different skills give project teams a
competitive advantage and increase productivity, they can develop new products
faster (they are product development experts), and they are more creative and can
make your new product successful. In addition, knowledge management improves
the company level in order to gain high-quality product technologies from the
knowledge acquired by the key person from external sources through an interplay
of knowledge storage and creation. Values among the employees of certain teams

Literature Review

17

to work accordingly to achieve essential goals. and goals set by an organization
(Tzokas, Kim & Dajani, 2015).
The knowledge-based view of an organization as presented by De Clercq et al.
(2015) is based on the exchange between different domains and different knowledge
domains, which ultimately explain the extent to which an organization will expand
its innovation activities through greater coordination and knowledge exchange
within an organization. Such an exchange not only improves efficiency, but also
enables employees to generate productive ideas through teamwork and creativity
and to increase the concept of new knowledge through the development of new
products. Also identify the use of CKMC to develop skills individually and within
teams to easily understand customer needs. KYC is the fundamental source for the
constant competitive advantage of the project and also for sustaining its existence
in the knowledge-based and developing high-tech companies.
When dividing the association into project teams, the CKMC is therefore of fundamental importance (Hanisch et al., 2009). Also, learning within a project is
of paramount importance to the success of the project, both in terms of agility
and project performance. However, it was found that only a few project-based
associations have created frameworks for recognizing knowledge from the past and
transferring it to companies with reference to the future Kang (2007). Therefore,
continuous learning and development were seen as cornerstones in the context of
project management development Williams (2007).
Project group members typically include the plan owner, plan administrator, plan
precursor, and team member, depending on the business philosophy. Dedicated
project management becomes a necessary prerequisite for the success of the project
and the need for extended roles, collaborative skills and leadership increases not
only for the project managers but also for the people involved in the project. For
the company to be innovative and sustainable, members must also change their
ability to carry out projects. In the future, all members are expected to have
leadership skills that go beyond their individual abilities. Theoretical research
supports the possibilities that the more qualified members of the team are likely
to be unofficially responsible for leadership. There is systematic research on how
the success of a project is defined. Originally, the term was defined as an iron
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triangle made up of cost, time and quality. The success of the project is then
evaluated as the satisfaction of the interested parties and linked to the strategic
aspects of the organization.
The success of the project must be linked to a success factor of the project and
to separate success criteria. Project success factors are events, conditions, and
environments that directly or indirectly contribute to project success, while project
success criteria measure whether the project is successful or not. There are the ten
most well-known and well-known success factors, namely project mission, senior
management support, schedule and plans, customer service, employees, technical
tasks, acceptance of the project. client, follow-up, feedback, communication and
problem solving.
Although the concept of project team competence in the literature of the Administration. Von Krogh, (2012) explains that the international organization recruits
skilled workers professional consultant for planning your project to gain insights
from human clients Administrative capacity. The consultant said that through the
use of IoT (Internet of Things) Obtaining and analyzing customer information is
now easier (McIver et al., 2018). The skills of the project team (IoT and information processing capacity) create the relationship between project team and client
(Bresciani et al., 2018).
Consequently, As a moderator between CKMC and agility, team skills play an
important role. (Crte-Real, Oliveira and Ruivo, 2017). The term ”Internet of
Things” is used for devices with network connectivity and the ability to send or receive Information and data to other connected devices.In recent times, information
technology has been seen as an important resource for CKM for successful relationships between customers and project teams, organizations Develop information
systems for rapid change (Lowry & Wilson, 2016). agility It promotes informal
communication and personal interaction between the project team.and the client
and the exchange of information through social practices efficient knowledge Edge
sharing improves project performance (Xiang, Yang and Zhang, 2016).forto et al.
(2016) is defined as agility as ”Agility is the ability of the project team,Change
the project plan quickly in response to the customer or stakeholders
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Needs, market or technological requirements in order to achieve better projects
and product ucte performance in an innovative and dynamic project environment
”. Dynamic skills can drive the further development of remarkable solutions or
a practical tool and strategies managers can use to improve their performance
(Wang and Hsu, 2018). Orientation towards team learning and the search for
knowledge Strengthening the creativity and problem-solving skills of the project
team (Khedhaouria, Montani and Thurik, 2017; Abrantes, Passos, e Cunha and
Santos, 2018).
the The skills of the project team have a huge impact on how customers approach
the project. Performance and will likely affect both customer loyalty and relationship state quality. IT-oriented companies have a highly qualified project team
because the Expert skills people need to run a recognized company or program
Created in non-exclusive skill repositories and learning collections by organizations (for example the Project Management Institute and Association for project
management).
Kim, Shin, Kim and Lee, (2011) highly rated Team and dynamic capacities play
a key role in improving project performance. Cram and Marabelli (2017) believed
that project team members play a role The needs analysis works in different ways,
only a few members communicate with Clients and train them to describe their
real needs and the remaining members Build the frame of the model and show
the client to find the problems Progress. Hence a project team that requires
greater knowledge of the customer to see what customers think and feel, it becomes
a bigger one Opportunities to make quality decisions and high performance of
the team. This study recommends that it is imperative for the project team
to build trust a worthy relationship with the customer with varying degrees of
experience and frequency frequent interactions, as trust influences the exchange
of knowledge. awareness Sharing promotes awareness of unresolved problems and
current problems Information between team members that helps improve decisions
(Park and Lee, 2014; Yap et al., 2017).
H3: Team skills have a positive and significant impact on project
success.
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The Mediating Role of Team Skills between
Servant Leadership and Project Success

Managers trust their subordinates, lead them, train them to do the job and are
always looking for opportunities to develop their skills and confidence (Chiniara &
Bentein, 2016). A leader has high conceptual skills, understands the needs of the
team, provides resources to meet the needs of the team, and encourages them to
take initiative and responsibility (Liden et al., 2008; Newman et al., 2008; Newman
et al., Al., 2008). al., 2017; Van Dierendonck, 2011).
Service managers are more likely to clarify task processes by designing a clear
strategy, defining a specific action plan and step-by-step approach for each team
member (Beersma et al., 2013), and providing oral feedback, training and communication and guidance to team members (Van Dierendonck & Nuijten, 2011). This
motivates team members to perform common tasks by providing verbal feedback,
helping each other, and performing other professional tasks (Rico et al., 2007).
Furthermore, the existing literature does not provide in-depth evidence of the important team mechanism by which management can influence the skills of the
project team. (Lee et al., 2019) serve leadership which, due to its more specific
approach to followers, is considered useful in improving team effectiveness (Greenleaf, 1977). And the processes of accomplishing tasks (Liden et al., 2008). This
is also in line with social sharing, where department heads help team members
by giving better explanations and more instructions (Van Dierendonck, 2011) and
by sharing more explicit knowledge about the workflow (Van Dierendonck and
Nuijten, 2011). In turn, when teams experience service leadership, they are more
likely to interact and support each other in performing common tasks (Rico et al.,
2007) to achieve high levels corporate performance. ’Team.
When teams are characterized by a large hierarchical distance, team members
turn to higher-ranking people, avoid informal activities, and adhere to the policies
and procedures established by the organization in the course of their work (Yang
et al. ., 2007). Team members are also more likely to trust authorities, follow
organizational rules, and expect their leaders to provide firm instructions without
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explanation or clarification (Kirkman et al., 2009). Rather, Servant Leadership
involves an exchange process in which Servant Leaders can support their team
by promoting the strengths and potential of team members and supporting the
development of the team as a whole (Hu & Liden, 2011 ).
H4: Team skills mediate the relationship between servant leadership
and project success.

2.5

The Moderating Role of Power Distance
between Servant Leadership and Project
Success

Power distance has achieved an important point in different sectors as it is vital cultural value which explains accepting the authority. (Earley & Gibson, 1998;Yang
et al., 2007). On society level, power distance mentions the extent to which a
people takes the fact that power in organizations and administrations is circulated
unevenly (Hofstede, 1980, p. 45). Hofstedes experimental study on the values of
culture, many researchers have highlighted these studies were done in the individually rather than on society level. (Kirkman et al., 2006; Farh et al., 2007). The
level in which unbalanced spread of power in any organization is referred as the
power distance at an individual level. As defined by (Hofstede, 2001).
Subordinates with more power distance standards have faith in the fact that this
distance is due to the status and they (the subordinates) are more obedient towards
their leaders. In these situations, more distance in power appears to be more
suitable. On the contrary, a person with less power distance standards believes
that authority should be distributed properly, and everyone should have same
privileges & say. (Yang et al., 2007; van Dierendonck, 2011).
Past readings observed moderating outcome of power distance & establish that
power distance moderates relation among many other variables for example, between individual level outcomes and practical justice climate (Yang et al., 2007),
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work outcomes and apparent administrative provision (POS) (e.g., affective organizational commitment, OCB and performance of job) (Farh et al., 2007), also
between routine justice and Servant leadership (Kirkman et al., 2009), as well as
contribution of team & empowerment (Zhang & Begley, 2011) and also between
employee wellbeing and abusive supervision (Lin et al., 2013). Early & Gibson
(1998) highlighted there is a need that team level must be studied in light of power
distance. Further suggested by Yang et al. (2007), that group fellows power distance could gather to teams and group levels with the particular designs of public
connections might be greater organizational power & authority.
Furthermore, the system allows the higher authorizes to decide on their own (Iqbal
& Rasheed, 2019). Auh, Menguc, Spyropoulou, and Wang (2016) reported that
power distance is the amount of unequal power such as status, money, power,
authority, and position, which is accepted by certain individuals, groups, and
organizations. Moreover the employee in high power distance experience more
mistreatment as compared with low power distance societies (Lin, Wang, & Chen,
2013). The subordinates in low power distance expect that the supervisor would
seek information from them and admire their opinion. When the supervisor is
authoritative they are inclined to react negatively but comparing to high power
distance when the leader exhibits authoritarianism the employee may feel dishearten, disrespected, and too much controlled and look forwards to be strongly
connected to authoritarian figures (Wang & Guan, 2018).
Prior research illustrated that power distance orientation impacts the interpersonal
interaction and relationship between supervisor and employee. Graham, Dust,
and Ziegert, (2018) studied the power distance and incompatibility of superior
and employee. The results showed that if the supervisor creates a high power
distance, employees do not consider it important to take responsibility. Then such
employees may be uncomfortable with the supervisor and vice versa. Daniels and
Greguras (2014) explained that power distance is a rate that segregates people,
power distance is especially imperative in seeing the structural assessment because
power is important in all aspects. As power distance is vital it is classified into
the micro and micro levels. These researchers found that power distance limits
the condition for most of the organizations.
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It is also important to keep in mind that the definition of power differs from
individual to individual according to the social aspects. Liu, Yang, and Nauta
(2013) described that social aspects affect the behavior of workers while talking
about power; individuals having a dissimilar amount of power. The person having
more power thought that leader can defend them and must be esteemed towards
them more while individual having less power does not depend more on social
positions. The power also depends on upon perception of the employee as it
impacts the stability between power and control and for this employee to adopt
different strategies based upon the recognize power distance (Bhatt, 2019).
Power distance also varies from culture to culture as in high power distance culture and low power distance culture. In low power distance managers or higher
authorities are considered a position role as they listen to the employee concern
and in high power distance culture, high authorities place organization interest
over individual needs (Liu, 2018).
In high power distance culture, the manager may not give any authority to the
employee or may not offer any job empowerment. It may increase the moral disengagement of employees. In high power distance, the employees agree to receive an
unequal allocation of the authority without asking any questions on it (Khatri &
Tang, 2003). Employees may react less positively and exhibit more stress (Tripathi
& Bharadwaja, 2018). So employees in high power distance orientation, when they
learn that there is unethical behavior towards certain employees, learn more moral
disengagement techniques (Lian at el., 2016). High power distance organization
tends to be impassive to unethical behavior because the top managers have not to
give any explanation to the lower-level employees in the organization and result
of getting a certain amount of immunity. In high power distance culture, there
is no pressure on top management to behave ethically (Khatri, 2009). Social exchange theory also explains worker attitude and performance that individuals who
mark high in power distance because of their strong esteem to authority figures
depend less on the reciprocity norms concerning their outcome and performance
contribution (Farh, Hackett, & Liang, 2007).
Therefore, employees respond differently to abusive supervision behaviors in different levels of power distance culture. As Iqbal and Rasheed (2019) revealed that
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in high power distance countries where power distance is high, individuals don’t
involve in deviating behavior. They suggested that due to high power distance,
employees believe that their supervisor is respectable and they respect him even
being abused by him. Accordingly, they suggested that the abusive action causes
harsh reactions as employees may not like such behavior and policies and may
show morally disengaged behaviors in return.
On the other hand low power distance believer are of the view that they must be
given an authenticated power to express their own views and rely on their solutions
for the problems they have or had encountered, they are more likely to improve
their own sense of control and low power distance leaders and followers always look
views as opposition to have more appropriate solutions and take necessary actions
they think are right for accomplishment of goals and objectives (Bai, Dong, & Liu,
2016).
The problem of creating a value in any organization is becoming one of the major
problems in any organizations between every employee and leader to fight for their
own self-interest to have better know how regarding emerging trends of globalization and interactional activities happening in any organization is causing severe
problems for the management to face emerging issues of workplace bullying between employees and leadership personnel’s. This ultimately has given space for
many of the group conflicts to take place among many professional groups working
in organizations to achieve mutual interested goals (Brown & Trevino, 2009).
Investigating any kind of power distance relationship is a dyadic relationship between employees and their leaders. Leaders having high power distance orientation
always exert their strong influence on their employees and are involved in doing
what is necessary to make sure that organizational goals are meeting exactly in a
way they have planned for (Chan, Huang, Snape, & Lam, 2013). Social influence
theory has strongly implemented the skills shadowed from individual characteristics that may have an important effect on creating efficiencies on targeted individuals and political skill is one of an important factor discussed in the literature
that debates about how strong are the political norms and values of any leader
are strong enough to handle the situations in severe cases (Erkutlu, 2016). Power
distance is strong moderator and is strong factor for cross cultural value and as it
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strengthen a relationship because of that fact that every leader acts as a formal
heads of their groups and every concerned supervisors have a desire to implement
only what they have planned for especially in high power distance organizations
are declined for only one way communication style that clearly skip the input of
other employees in any stage of decision making and which they might not take
in any wrong direction because they have always obliged the direction they have
seek from their supervisors (Hershcovis, Neville, & Shan, 2017).
Leaders who are declined for high power distance unintentionally will eliminate
their social belongingness and emotional attachment with their employees clearly
defining a rational stance and maintain distance which in turns can arise unawareness among employees and is a major cause of abuse , anger and demotivation that
clearly are the signs of workplace bullying in any organization (Vidyarthi, Anand,
& Liden, 2014).
So high power distance clearly impedes a flow of socio emotional resources between a leader and an employee that weakens the emotional relationship between
any concerned supervisor and its subordinates working in any organization (Lin,
Wang, & Chen, 2013).Alternative way to envisage this anticipated moderating
consequence is to recognize that, because employees having low power distanced
environment are more aligned with their leaders to contribute what they have
in their minds and low power distance circumstances impaled a strong influence
to have mixed methodological outcome based on their mutual consensus (Tyler,
Lind, & Huo, 2000), but high power distanced always induce employees to treat
leaders as their foreseen fathers and implement their orders as ultimate authority
figures. This factor will eliminate social belongings and therefore exerts a positive
relationship that strengthens a bonding between employee health and workplace
bullying (Rao & Pearce, 2016).
Employees working under those leaders that are having high power distance will
always show respect to their supervisors, instead of rising any conflict and having fear of their supervisor, they avoid to inform their supervisor regarding the
bullying behaviors which he or she facing from their peers, and subordinates at
workplace. (Rauniyar, Ding, & Rauniyar, 2017). This perspective in turn will
develop a low level of exchange among both parties which in turn strengthen a
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positive relationship of bullying environment. With such environment chances
to rise conflict, anxiety, anger and depression, stress, which effect the employee
health in the organization, employees start thinking that now they should leave
the organization (Hwang & Francesco, 2010).
Since such environments are often criticized a reward leading structures where
every leader can sometimes work to achieve its common goals and objectives and
such environment can lead towards excessive criticism, verbal abuse, harassment,
degrading their subordinates which can in turn effect their both mental and physical health but instead of complaining and absenteeism it will give rise to inner
depression that an employee can face regarding its working output to accomplish
common goals (Lian & Ferris, 2012). With such exposed real bullying behaviors
where insults and abusive attitudes towards subordinates is a normal act in any
organization that every employee will feel emotional loss on his account for not
working and producing at optimal level to secure good feedbacks from their supervisors which in turn will affect their mental and physical efficiency to produce
effective outcomes which in turn will be a result of bullying at both personal and
group level that affects his overall performance to secure sustainable competitive
edge in an organization (Rafferty & Lloyd, 2010).
Past researches shows that power distance has always been a barrier to impact of
servant leadership. (Hale and Fields, 2007). In a group’s context, group power
distance also has an adverse effect on servant leadership, which is an amalgamation
of power distance among the members of a team. So to examine this proposal, we
inspect power distance, a concept that reveals collection membership’s communal
standards that establishments must be exposed respect and can fairly command
to those in secondary places (Yang et al., 2007, p. 682).
Once the group is categorized by the high power distance, juniors are forced to
show their respect and obedience to the ones above them in status as they know
that this status difference is essential (Farh et al., 2007). In such situations, workers take commanding attitude for-granted (Lin et al., 2013). In servant leadership
style, the leader always works for the betterment of the subordinates; he will work
for their empowerment and on their creative side so that they can undertake any
extra responsibility. (Hale & Fields, 2007; Liden et al., 2015).
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But, the struggle from the servant leader, for the betterment of the subordinates,
is dependent upon willingness of the subordinate to complete the responsibilities
individually. (Hofstede, 2001; Fields et al., 2006; Lin et al., 2013). When group
is categorized as high power distance, subordinates are extra tilted towards the
leaders who have authority, and depend upon the orders given by their leaders. In
such cases, subordinates will find servant-leaders less operational (Hale & Fields,
2007; Lin et al., 2013), leading towards lesser trust in the leader. Supporters
also shows low dependence on the leaders & become less concerned about leader’s
encouragement & their support in employees tasks. Thus, impact of servantleadership on workers Project Success will decrease in such large power distance.
The main concept of power distance was derived from the study of intercultural
values. and from an organizational point of view it can be viewed as a tendency
towards which everyone the individual can believe and accept that there can be
power in any organization unevenly distributed (Hofstede and Bond, 1984). These
people who have the idea the decline to a high power trend will have and are
autocratic behavior the one-way communication believer. You just have one of
the coordinate in one of the decision-making phases in order to achieve goals
and Goals, but always look to their leaders to give them relevant direction to
achieve their goals and objectives, to accept decisions for themselves, and follow
the directions they give (Farh, Hackett & Liang, 2007).
On the flip side, believers who are within walking distance of power feel that
they should be You have authenticated authority to express your own opinion
and trust your solutions. problems they encountered or encountered are more
likely to improve their own sense of control and their short power distance, leaders
and followers are always watching seen as an opposition to find more appropriate
solutions and take the necessary action think they are good at achieving goals
(Bai, Dong and Liu, 2016).
The problem of adding value in any organization becomes one of the Problems in all
organizations between every employee and manager in order for their Self-interest
in a better understanding of emerging trends in globalization Interactive and interactive activities that occur in any organization cause serious ones Problems
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for management in dealing with emerging harassment problems in the workplace
between employees and managers. That finally gave way for many group members with ics should take place between many professional groups that work in
organizations to achieve goals of common interest (Brown & Treviño, 2009).
Workplace harassment was a major factor that can be observed in cultures that
are rejected for high power distances because peers and subordinates Natives will
always seek the direction they seek from their superiors and other real collaborators
who direct their duties and will not take such considerations. Behave as a bad
implementation because they never contributed at every stage of the decisionmaking process, rather than getting advice from yours Supervisor (Loi, Lai &
Lam, 2012). They believe that they are alive in a culture where seniors and other
supervisors have the right to abuse and refuse Motivate subordinates to achieve
the desired goals and objectives (Anderson & Brion, 2014).
On the other hand, people who work in low-voltage systems Cultivated organizations believe that they have their own opinions and have the right to participate in
the decision-making styles and actions that some Times can create a fraud between
executives and their subordinates, which can lead to it high physical and psychological problems, but people with great power distance like situation discussed
above perceived as a legitimate cause from which they could benefit Organizations as a whole so that they don’t complain and hold their superiors accountable
any abuse due to their mental and physical problems (Blader & Chen, 2012).
Investigating any type of power distance relationship is a dyadic relationship between employees and their managers. Managers with a strong focus on distance
always exercise their strength influence their employees and are involved in the
implementation what is needed to ensure that the goals of the organization are
in one as planned (Chan, Huang, Snape & Lam, 2013). Social inuence the theory
has heavily implemented capabilities that are obscured by individual characteristics. which can have an important influence on increasing the efficiency of certain
indicators People and political skills are one of the important factors discussed
in the literature. that debates the strength of the norms and political values of
any leader they are strong enough to deal with situations in severe cases (Erkutlu,
2016).
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Leaders who are accidentally rejected by long power distances will be eliminated
Your social affiliation and emotional connection to your employees clearly To define
a rational position and to maintain a distance, which in turn can happen without
knowing it. among employees and is a major cause of abuse, anger and demotivation who are clear signs of workplace harassment in any organization (Vidyarthi,
Anand, And Liden, 2014). Hence, a high-power distance clearly avoids Flow of
socio-emotional resources between a manager and an employee, the emotional relationship between all relevant superiors and their subordinates who work in an
organization (Lin, Wang and Chen, 2013).
Another take on this early moderation The consequence is to recognize this because underperforming employees have distanced themselves the environment is
more attuned to their leaders to deliver what they have in their minds and the
circumstances of power at close range impale a strong inuence have mixed methodological outcomes based on their mutual consensus (Tyler, Lind and Huo, 2000),
but the strong distance still prompts employees to try Rulers as their future parents and carry out their orders as supreme authority Characters. This factor
eliminates social affiliations and therefore has a positive effect. Relationship that
strengthens the link between employee health and the workplace Bullying (Rao
and Pearce, 2016).
The employees who work under the rulers who have a great power distance become
Always show respect to your superiors instead of playing scams ic and one for fear
of their supervisor, they avoid telling their supervisor about it Bullying behaviors
you are exposed to by colleagues and subordinates Workplace. (Rauniyar, Ding
and Rauniyar, 2017). This perspective in turn Develop a low level of exchange
between the two parties, which in turn strengthens positive relationship with the
bullying environment. With such environmental opportunities get up stupidic,
anxiety, anger and depression, stress, who and the employee In health in the
organization, employees are starting to think they should do it now Organization
(Hwang & Francesco, 2010).
Since such environments are often criticized for being worthy of governance structures in which Each leader can sometimes work towards their common goals and
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Such an environment can lead to excessive criticism, verbal abuse, harassment, Humiliation of their subordinates, which in turn can affect their minds and physique.
physical health, but instead of discomfort and absenteeism it causes Depression
an employee may experience in relation to job performance common goals (Lian &
Ferris, 2012). With such real exposed bullying behavior where insults and abusive
attitudes towards subordinates are always normal Organization through which every employee will suffer emotional loss work and produce at an optimal level in
order to receive good feedback from your supervisor Pervisors, who in turn influence their physical and mental performance in order to produce effective results,
which in turn are the result of Group level that affect overall performance to ensure
sustainable competitiveness in an organization (Ra erty & Lloyd, 2010).
The concept of servant leadership was suggested by Green Leaf (1970, cited by
Yuki, 2013, p.336), who describes it as a personal desire to help others. server
Leadership should be studied as the style of leadership in which servants and
leaders operate. how to influence each other. The serving leader is also the
personality who knows and practices behavior that serves the best interests of
those who guide it own mission. The meaning is based on the devotees rather
than worship. the Leader (Hale & Field, 2007, quoted by Walumbwa, Hartnel &
Oke, 2010, p. 517).
Some scholars have also opposed serving leadership and theirs This research is
mainly done by Barbatu and Whealer (2006). Of stated five kinds of qualities of
the leader, namely called selfless, seeking healing, Intelligence, influential planning
and organizational management and discover how The above points relate to the
self-confidence, desire and creative behavior of employees. Influence by empowering subordinates to make a brief statement from each of them, build, obey the
result of the conception of the hypothesis to create the future Relationship Serving leadership and innovation as we know reality Service managers shouldn’t just
focus on creativity (e.g. product, quality, or safety) especially if this goal is conducive to the spirit of the follower, the strong Association of followers to carry out
creative actions, this process can be explained with relational identification theory
(Cooper & Thatcher, 2010, Sluss & Ashforth, 2007), Fredrickson (2001) expands
and builds on the theory of emotion and Edmodson’s (1999) psychological theory.
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Servant leadership focuses primarily on benevolent others, ”is determined at the
center. Value ”caring for and serving others” and focuses primarily on the value
of mutual trust, positive reception by others and empowerment (Hoveida, Salari
& Asemi, 2011). the the serving leader leads in an exemplary manner and relieves
and improves his subordinates in everything the options available are necessary
to be successful. The above qualities advance the servant Leadership should be
suggested as the best alternative to leadership approach Improve organizational
efficiency and improve member satisfaction what Strong focus on the customer
(Jones, 2012b).
Serving leadership and Achievement of the organization Mayer, Bardes and Piccolo (2008) Sentimentality that widespread use of employees leads to excellent
customer service when a worker evaluates his boss to show a service of servant
leadership. when the ultimate goal of a company is to encourage higher functional
performance, Organizations must consciously accept serving leadership and trust.
and high quality connections between leaders and supporters (Jaramillio, Bande,
Varela, 2015; Rai and Parakash, 2012; Whisnant and Khasawneh, 2014).
The servants’ care for the fulfillment of all parties puts the subordinate’s interest
first (Van Dierendonck, 2011; Sun, 2013; Liden, Wayne, Liao and Meuser, 2014).
server Leaders help their students advance to show an active role in achieve organizational performance and better consequences. More recently research He
began to associate service leadership with creative and inventive service behavior.
(Yoshida et al., 2014; Jaiswal and Dhar, 2015). Successfully replace service employees In the invention, further research indications are desired in order to enable
a solid understanding Managers on the character of serving leadership. The main
servant can play a important role in promoting innovative behavior in services, e.g.
the serving leader can bring altruistic and evolving alignment, which is critical to
service (Chen et al., 2015). Servant leadership also addresses basic needs of the
employee and take care of his or her basic needs while working in that particular
company (Van Dierendonck et al., 2014).
On the additional indicator, when a collection is categorized in low power distance,
assistants start believing that they have a participative & democratic relation with
their leaders (Farh et al., 2007). Here, employees and assistants starts believing,
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they have same level of authority and status as their leaders have, view difference
with power, authority figures as appropriate, & also feels like they are capable of
negotiating rules when they think appropriate, with their leaders (Farh et al., 2007;
Lin et al., 2013). Servant-leaders are viewed positively in a low power distance
environment as their leaders has helped them to be creative & to find solutions of
issues on their own as by (Liden et al., 2005).
Furthermore, when workers are extra motivated to view servant leaders behaviors
as truly reducing the imbalance of power among supervisors & workers, as by (Lin
et al., 2013). With their own belief that the relation among leaders & workers is
based on same footing, this opinion of workers imitates significantly. Therefore,
servant-leaders highlight backing & reassurance for their workers achievements &
developments, which might cultivate a sense of respect & trust in leaders, by the
workers (Hofstede, 2001, Hale and Fields, 2007; Liden et al., 2015).
H5: Power Distance moderates the relationship between servant leadership and project success.

2.6

Research Model

Figure 2.1: Research Model

2.7

Research Hypotheses

H1 : Servant leadership has a positive and significant relationship with project
success.

Literature Review

33

H2 : Servant leadership has a positive and significant impact on team skills.
H3 : Team skills have a positive and significant impact on project success.
H4 : Team skills mediate the relationship between servant leadership and project
success.
H5 : Power Distance moderates the relationship between servant leadership and
project success.

Chapter 3
Research Methodology
3.1

Unit of Analysis

This investigation will be primary in nature. The members who contribute in
this training are our defendants. We collect material from defendants during
survey through questionnaire. In this study, data was gathered by the employees
of construction companies of Rawalpindi & Islamabad. So the unit of analysis
in this research was, Team Officers, Construction Engineers, Middle line officers,
Managers, and subordinates of construction companies.

3.2

Research Design

Design of research is about important pathway that we continue in exploration
and gives way about how a research must be completed, which persons will be
the defendants of study, which technique should be used to gather data and which
method will be used for examination of data. This study depended on main data
and can be named as casual investigation.

3.3

Type of Study

This investigation highlights impact of servant leadership on project success, for
this co-relational study has been used in this research.
34
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Population

Population is said to be a set of events, people and their belongings related through
concern that researcher is willing to examine (Sekaran, 2001). The present populations in this research are employees of the construction sector from Rawalpindi
& Islamabad. Construction area plays a very significant part in expansion of any
state. This segment helps individuals and mainly contributes in the development
of Pakistani people. Achievement of additional sectors also depends upon leaders. For completing the targeted study, relevant information is required from the
project based organizations (Construction companies).

3.5

Sample and Sampling Technique

Different sample methods are present and investigators use sampling techniques
according to their importance. It could be judgmental sampling, convenience
sampling, random sampling or snow ball sampling. In this study convenience
sampling was the basic technique through which sample was drawn. Convenience
sampling technique is a method in which there are no probabilities, data is collected
randomly according to researcher convenience.
I use convenience sampling technique for the purpose of data collection and collected responses according to the availability of employees from different construction companies because convenience sampling technique is easy and suitable to
collect data efficiently in this research. So, data was collected randomly from
health sectors of Rawalpindi and Islamabad, demonstrating the impact of servant
leadership on project success with arbitration of team skills and moderation of
power distance.

3.6

Data Collection Technique

Main foundation of data gathering was data collection tool; we use a structural
survey for data collection. As we know, time constraints make it impossible to
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collect responses from the entire population of the construction industry as we have
little time to conduct this study and we lack the resources. As a rule, the researcher
uses the sampling technique for data collection; we address the entire population
through the sample. The respective sample represents the entire population.10
project based organizations will be shortlisted and data will be collected from their
employee through questionnaires. Total of 250 questionnaires will be distributed
among the 10 companies in Islamabad/Rawalpindi.

3.7

Sample Characteristics

Demographics which we include in this study are employee’s age and their job
experience, gender and qualification also considered.

3.7.1

Gender

To maintain the purpose of gender equality we considered the component of gender. Gender is measured as significant component of demographics; it differentiates the proportion of male workers and female workers in a given model extent
of population. In this current study, we tried to maintain the honor of gender
equality.
Table 3.1: Gender

Frequency

Percent

Valid Percent

Cumulative
Percent

Female

91

36.4

36.4

36.4

Male

159

63.6

63.6

100

Total

250

100

100

Above table shows about ratio of respondents of study. According to above table
the female respondents having the ratio of 36.4% which is lower than the ratio of
male responses. And the ratio of male responses is 63.6%
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Age

Age is an element which people don’t want to disclose and feel uncomfortable if
someone asks about their age. Age is also a one component of demographics which
we included. For the comfort of respondents, we use specific variety/gage for the
collection of statistics about the age of contributors.
Table 3.2: Age

Frequency Percent Valid Percent

Cumulative
Percent

43

17.2

17.2

17.2

26 - 40 years

83

33.2

33.2

50.4

41 - 50 years

68

27.2

27.2

77.6

more than 50 56
years

22.4

22.4

100

Total

100

100

Less than
years

25

250

Occurrence of age of respondents is shown in above table. As per above table the
majority of age of respondents was 26-40 which is 33%. Age group of 41-50 was
27.2% of total respondents, 22% of respondents age was more than 50 years and
17.2% of respondent’s age was less than 25 years.

3.7.3

Qualification
Table 3.3: Qualification

Frequency

Percent

Valid Percent

Cumulative
Percent

Bachelors

47

18.8

18.8

18.8

Masters

68

27.2

27.2

46

MS/Mphil

80

32

32

78

PhD

55

22

22

100

Total

250

100

100
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Experience

For the data collection about the experience of respondents we also use different
ranges of experience time, for both managers and workers. So, through different
ranges respondents can easily response about their work experience regarding their
field of effort.
Table 3.4: Experience

Frequency Percent

Valid Percent

Cumulative
Percent

Less than 3 years

51

20.4

20.4

20.4

3 - 5 years

60

24

24

44.4

5 - 10 years

71

28.4

28.4

72.8

More than 11 years

68

27.2

27.2

100

Total

250

100

100

Above table shows the frequency of experience of respondents about their job.
Both managers, and subordinates filled the questionnaire. As per above table
majority of respondents were having experience range of 5 – 10 years which is
28.4%, 27.2% of respondents lie between the range of more than 11 years , 24% of
respondents lie between the range of 3 – 5 years and 20.4% of respondents between
the range of less than 3 years of work experience.

3.8

Research Instrument

Questionnaire will be distributed among the employees of project based organizations.
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Servant Leadership

13 items scale is used in this study which is established by (Ehrhart 2004), to
measure SL. All items are responded on 5-point scale 1-5 where: 1= my department
manager spends the time to form quality relationships with department employees.
13=Department manager encourage employees to involve in community service
and volunteering activities outside work. Some of items are; does what she or he
promises to do, make me feel, like I work with them, finding ways to help others
etc.

3.8.2

Team Skills

Team skill as mediator was measured using a 4-item scale established by (Guinan
et al.,1998). Sample objects include “Members of our design team have example
expertise for doing the work,”, (Xatignon and Xuereb, 1997; Hair, Anderson,
Tatham, and Black, 1998).

3.8.3

Project Success

Project success scale currently used by Aga and Vallejo (2016). The respondent
completed the 14 items. One of the sample questions was, project was completed
in time?

3.8.4

Power Distance

5 items scale is used in this study which is established by Farh, Jiing-Lih, Rick D.
Hackett, & Jian Liang (2007), to measure Power distance. All items are answered
through 5-point Likert scale, ranging from 1= strongly disagree to 5= Strongly
agree. One reserve coded query is included. Items include in this scale are; without consulting subordinates, use power and authority, seldom ask opinion, avoid
contact with employees.
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Table 3.5: Instruments

Variable

Source

Item

Servant Leadership (I.V)

Ehrhart 2004

13

Project Success (D.V)

Aga and Vallejo (2016).

14

Team Skills (MED)

Guinan et al., (1998)

4

Power Distance (MOD)

Farh, Jiing-Lih, Rick D. Hack-

5

ett, & Jian Liang (2007),

Chapter 4
Data Analysis and Discussion
4.1

Descriptive Statistics
Table 4.1: Descriptive Statistics

N

Min. Max. Mean

Std. Dev.

SL1

250

1

5

4.21

0.824

SL2

250

1

5

4.13

0.861

SL3

250

1

5

4.16

0.895

SL4

250

1

5

4.12

0.808

SL5

250

1

5

3.91

1.038

SL6

250

1

5

4.1

0.935

SL7

248

1

5

4.17

0.802

SL8

250

1

5

4.23

0.76

Valid N (listwise)

250

41
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Table 4.2: Descriptive Statistics

N

Min. Max. Mean

Std. Dev.

SL9

250

1

5

4.15

0.836

SL10

250

1

5

4.21

0.786

SL11

250

1

5

4.2

0.82

SL12

250

1

5

4.12

0.921

SL13

250

1

5

3.93

0.935

PS1

250

1

5

4.09

0.836

PS2

249

1

5

4.14

0.739

PS3

250

1

5

4.08

0.767

PS4

250

1

5

4.05

0.846

PS5

250

1

5

4.05

0.792

PS6

250

1

5

4.05

0.892

PS7

250

1

5

4.13

0.788

PS8

250

1

5

4.15

0.723

PS9

250

1

5

4.05

0.846

PS10

250

1

5

4.09

0.871

PS11

250

1

5

4.12

0.861

PS12

250

1

5

4.15

0.772

PS13

250

1

5

4.23

0.762

PS14

250

1

5

4.18

0.759

Valid N (list wise)

250
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Table 4.3: Descriptive Statistics

N

Minimum Maximum Mean

Std. Dev.

TS1

250

1

5

4.54

0.802

TS2

250

1

5

4.74

0.772

TS3

250

1

5

4.78

0.752

TS4

250

1

5

4.5

0.827

Valid N (list- 250
wise)

Table 4.4: Descriptive Statistics

N

Minimum

Maximum

Mean

Std. Dev.

PD1

250

1

5

4.46

0.807

PD2

250

1

5

4.53

0.869

PD3

250

1

5

4.58

0.861

PD4

250

1

5

4.54

0.883

PD5

250

1

5

4.6

0.855

Valid N (listwise)

250

4.2

Reliability Statistics

Reliability is established in a process that produces similarly consistent results
over a different period of time. When we test a particular item or keep scaling
it. The reliability of the balance represents the ability of the balance to produce
consistent results across multiple tests. I checked the reliability of the variable
gages used in the current study of Cronbach’s alpha. The satisfactory range of
Cronbach’s alpha is between 0 and 1 (Cronbach, 1951). The reliability of the
scale is considered to be higher if the Cronbach alpha value is also higher. If the
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Cronbach alpha value is 0.7 the scale is measured reliable, and if the Cronbach
alpha value is less than 0.7 the scale is measured less reliable.
Table 4.5: Reliability Statistics

Constructs

Cronbachs Alpha

No. of Items

Servant Leadership

0.921

13

Project Success

0.914

14

Team Skills

0.912

4

Power Distance

0.898

5

In above table reliability of scale is measured and presented the results of scales
which we used in current studies. As above table shows that Power Distance has
0.898 value of Cronbach alpha and the items of Servant Leadership is having 0.921
value of the Cronbach alpha.
The scale of Team Skill has 0.912 Cronbach alpha values and project success has
0.914 Cronbach alpha values. The value of Cronbach alpha of all the variables
scale is more than 0.7 which says all scales are reliable according to the context of
Pakistan.

4.3

Correlation

Correlation analysis represents the connections among variable and tells about
the power and directions of the relationship. In this analysis, two variables are
interlinked. The important reason of correlation analysis is to found the degree
to which variable vary together. While we dialogue about constructive correlation
it specifies the amount in which variables decrease or increase in similar shape.
And in situation of negative correlation variables does not move in parallel form.
Here if one variable increase than other will decrease. We frequently use Pearson
correlation analysis for calculation of correlation coefficient and examine the interdependence amongst variables. The variety of correlation coefficient lies within
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-1.00 and +1.00. -1.00 shows perfect negative correlations among variable & +1.00
shows perfect positive correlation among variables. In case, the value of correlation
ranges from -1.0 to -0.5 than it is considered high/strong correlation. If correlation
ranges from -0.5 to -0.3 or 0.3 to 0.5 than it is measured as moderate correlation
and if correlation ranges from-0.3 to -0.1 or 0.1 to 0.3 than it is measured as low
or weak correlation and if the correlation among variables is zero than it means
there is no correlation exist between variables.
Table 4.6: Correlations Analysis

Variables

Pearson Correlation
1

2

3

4

SL Mean

PS Mean

TS Mean

PD Mean

1

2

3

5

1

.686**

.407**

.265**

0.000

0.000

0.000

250

250

250

Sig. (2-tailed)
N

250

Pearson Correlation

.686** 1

.485**

.332**

Sig. (2-tailed)

0.000

0.000

0.000

N

250

250

250

Pearson Correlation

.407** .485**

1

.470**

Sig. (2-tailed)

0.000

0.000

N

250

250

Pearson Correlation

250

0.000
250

250

.265** .332**

.470**

1

Sig. (2-tailed)

0.000

0.000

0.000

N

250

250

250

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

250
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Above Table, shows about the correlation among variables. There’s a positive and
significant relation in between Servant Leadership & Project Success where, r =
.686** at p<0.01. The above correlation table also show that power distance and
Project Success have a positive & significant relation, where r = .332** at p<0.01.
There is also a positive and significant relationship between power distance and
Team Skills where r= .470** at p<0.01. There is a positive and significant relation
between servant leadership and team skills where r = .407** at p<0.01.

4.4

Regression Analysis

The model of regression attempts to understand procedure and intricate the experimental connection among dependent and independent variable through the participation of interceding variable. For the analysis of regression software named
SPSS was used and Preacher and Hayes method was utilized in present study.
The present study has used Team Skills as mediator as the medium between the
independent variable, servant leadership (IV) and the dependent variable Project
Success (DV).
From above table it is concluded that, Servant leadership has the straight positive
and the important relationship with Project Success as the value of B is significant,
value of t is important and p value is also less than 0.01. UL and LL both have
positive signs show that hypothesis is accepted. The outcomes of the present
study display significant association that (β=0.3167, t=-6.977, p=0.00) as servant
leadership having the value of β=0.3167, which displays level of the relationship.
As the results shows value of B is positive, it shows the positive relationship. So,
in this hypothesis the value of β shows statistically positive relationship among
Servant leadership and Team Skills. And the value of B co-efficient is .3167 that
depicts if there is a one-unit change in servant leadership then there is a probability
that Team Skills would be increased by 31%. Thus, the results in the above table
provide strong justification for the acceptance of hypothesis. Thus, the hypothesis
H1 i.e. there is a positive association between Servant leadership and Team Skills
is accepted.
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Table 4.7: Direct and Mediation Analysis Results

Effect of IV on M

Effect of M

Direct Effect of IV on

Total Effect

Bootstrap Results for

on DV

DV in presence of

of IV on DV

Indirect Effects

t

LLCI

ULCI

95%

95%

0.15

0.4

M

β

0.317

t

6.978

β

0.776

t

15.51

β

0.1

2.44

0.35

There is positive and significant relationship between Team Skills & Project Success as value of β, t value and p value is significant and
UL and LL both have similar positive sign. The outcomes of present research display a significant relationship as (β=.7759 t=15.506,
p=0.00) Servant Leadership has the value β=.7759, which shows positive relationship.
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As the B value which has a positive sign shows the positive relation. Hence in
this hypothesis the B shows statistically positive relation of servant leadership and
Team Skills. And the value of B co-efficient is .7759 which shows that if there is
a one-unit change in servant leadership then there is a chance that Team Skills
would be increased by 77%. Hence the hypothesis H2 i.e. There is a positive
association between Team Skills and Project Success is accepted.
It is predicted from the table given above that Servant leadership and Project Success also have significant relationships with each other. This proposed assumption
got accepted. The outcomes of present study display a significant relationship
(B=0.346, t=6.695, p=0.00) As B=0.346 shows positive relationship because B
value has a positive sign. And the value of B co-efficient is .346 that depicts if
there is a one-unit change in servant leadership, then there is a probability that
Team Skills would be increased by 34%.Thus from these values it is concluded
that hypothesis H3 i.e. There is a positive association between servant leadership
and Team Skills is also accepted.
Results indicate that trust in leadership partially mediates the relationship between servant leadership and Project Success, as the indirect effect of servant
leadership on Project Success through Team Skills has the upper and lower limit
of 0.145 and 0.35 and doesn’t contain zero in the bootstrapped 95%.
Confidence interval, thus it is concluded that the hypothesis H4 i.e. Team Skills
plays a mediating role between servant leadership and Project Success is accepted.
Table 4.8: Moderation Analysis Results for Power Distance on Relationship
of Servant Leadership and Project Success

Variables

β

SE

T

P

LL

UL

95%

95%

-0.185

0.098

SL*PD
-0.108
Int TL

0.07

-0.086

0.707
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It has been concluded from the Table that power distance doesn’t act as a moderator between servant leadership and project success, as indicated by the unstandardized regression analysis (β=-0.108, t=0.086, p=0.707),hence the hypothesis H5 i.e. Power Distance moderates the relationship between servant leadership
and Project Success is rejected because p= 0.707 is indicating an insignificant
value and furthermore, LLCI and ULCI both have opposite signs which indicates
that there is no moderation.
Table 4.9: Hypotheses Summarized Results

Hypothesis Statement
H1

Result

Servant leadership has a positive and signifi- Accepted
cant relationship with project success

H2

Servant leadership has a positive and signifi- Accepted
cant impact on team skills

H3

Team Skills have a positive and significant Accepted
impact on project success.

H4

Team Skills mediates the relationship be- Accepted
tween servant leadership and project success.

H5

Power distance moderates relation among Rejected
servant leadership & Project Success.

Chapter 5
Discussion and Conclusion
5.1

Introduction

In this last section, we discuss about relationship among variables in detail and
also include about the acceptance and rejection of our hypothesis. We will also
discuss about the theoretical implications and practical suggestions of study and
boundaries and also suggest future guidelines of the study

5.2

Discussion

The key aim of directing this investigation is to survey the appropriate responses of
numerous inquiries which were unanswered in regards to the relationship of Servant
leadership and Project Success explicitly in the contextual settings of Pakistan.
Along with other variables i-e Team Skills which is measured as mediator and
power distance this is measured as moderator among servant leadership & Project
Success.
In this study, data is collected from construction Companies of Pakistan, basically
from Rawalpindi, Islamabad for above understudied proposed hypothesis. The first
proposed hypothesis H1, which shows that Servant leadership has a positive and
significant relation with project success, supports to be accepted. As employees
of any organization plays integral part in the success of a business.
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Because of servant leadership, an employee feel more motivated and therefore,
gives the best out of them. As servant leaders trust their employees and therefore
employees trust their leader, which leads to the successful completion of their work.
H2 and H3 is also accepted, as, Servant leadership is positively associated with
Team Skills & H3 indicates that, Team Skills has a constructive and significant
influence on project success. H4 is also accepted which shows that Team Skills
mediates the relationship between servant leadership and project success. There is
a partial mediation in this research. After conducted analysis it was concluded that
power distance is not acting as a moderator, so H5 was rejected. That means the
moderator (power distance) do not affect the association among servant leadership
and Project Success. The brief discussion on each hypothesis is as following:

5.2.1

Hypothesis 1: Servant Leadership has a Positive and
Significant Relationship with Project Success

Leadership perform a significant part in the success of any organization. Hostility from leaders is highly linked with employee performance rather than violence
from some other foundations at work. Resources at workplace those are related
to health are very important for employees to remain healthy and to survive with
work requirements (Bregenzer, Felfe, Bergner & Jim enez, 2019). Leadership can
be considered like a significant component about the wellbeing and health of employees, mainly regarding damaging supervisor attitudes. As servant leadership is
known as serving employees, they rise the performance of employees. When we
talk about subordinate’s health issues, leader attitudes considered as a significant
role for the provision of physical and psychological healthy environment (Montano
et al., 2016).
Constant experience to leadership which is serving to employees, employees start
trusting their leaders and hence leads to better performances. Blaus (1964) from
lmx theory also deduced that a healthy relation can make an individual devoted
to other individual (p. 101), suggesting smooth conversation regularly has an
effect on the relation. Blaus (1964) justifications has another point, in the given
explanation word exchange is used to address a form of connection / relationship,
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but the word association and exchange are different in terms of their meaning,
however, they are related. This statement is not flawless, Blau used this association
as superseding variable while this commonly used in organization context. Blau
used this as type of transaction. Somewhat as type of connection. Blau 1964 and
Homless (1981) recognize trust as an inspiring factor. Trust is very important for
a healthy exchange.

5.2.2

Hypothesis 2: Servant Leadership has a Positive and
Significant Impact on Team Skills

Greenleaf (1998), servant leaders encouraged team skills with-in the supporters
who encouraged, them to return by giving the better performance. According to
Green- leafs (1998) theory, these researches emphases upon character of trusting
boss, whereas inspecting leader-follower connection servant leadership has been a
focus of tough care for more than three ages. A fineness link among leader & associates, the employees, produces them feel optimistic about their organizations &
boosts their own worth servant leaders make an atmosphere in which subordinate
sense acknowledged, irrespective of disappointments, therefore enabling supporters originality and expert development (Van Dierendonck & Rook, 2010). Skills
likewise has been a significant part of learning for several periods. It is related
to a number of job backgrounds and results (see Colquitt et al., 2007 and Dirks
& Ferrin, 2002 for fresh meta-analyses). These standards can root the formation of people trust and organizational trust. Greenleaf (1977) showed his idea
to organizations, business, foundations, skills & education. Greenleaf also highlighted; leader who experienced servant leadership are additionally expected to be
trustworthy.

5.2.3

Hypothesis 3: Team Skills has a Positive and
Significant Impact on Project Success

Davenport & Prusak (2000) state that for employees to get involved in knowledge
transfer procedure, trust plays a vital role. They debate, trust is significant as
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Technology, infrastructure & management impact are not the only components
that allow smooth communication. Positive & worthy communication is important
in order to get most of the benefits out of employee’s talents. The organizer of
healthy flow of communication is trust & it depends upon private associations,
status and promises of give 7 take. Garvey & Williamson (2002) also support it,
they claim if the communication in the organization is open and free there are
more chances that this will lead to innovation in thinking & innovation in how
to do things differently. Garvey & Williamson further state, this open & free
communication is a byproduct of admiration, honesty & most importantly skills.
There are a number of factors which are related to trust in terms of persons opinion:
How individuals are treated by organization, administration & other individuals;
are they treated fairly, have they fulfilled their promises, accomplished their responsibilities & can they be trusted in the future that they will fulfill their promise
& obligation (Guest & Conway, 2001; Fuchs, 2003). So, it is deduced that trust is
a vital component for cooperation between personalities & organizations. Trust is
also very important for development of adequately high levels of communication
to efficiently enable sharing of abilities & information (Newell et al., 2002). Kaser
& Miles (2002) state that, management has to give opportunities to workers for
interaction with others for the development of trust & cooperation among individuals for smooth and healthy transfer of knowledge. Therefore, human interaction
is required to overcome a number of weaknesses in knowledge transfer market.

5.2.4

Hypothesis 4: Team Skills Mediates the Relationship
between Servant Leadership and Project Success

The most elementary thing for the hope, the employees will give presentation more
than predictable, as of faith (Von Krogh et al., 2000). They debate, like Chami &
Fullen kamp (2002), level of trust, cultivated and encouraged by the organization,
is higher & strong, and then it is likely to simplify the development of a network
of communications. This linkage is vital to increase value of optional extra-role
behaviors by workers.
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Unfortunately, competitive pressures repeatedly strength management to implement policies that can reduce the likelihood of employees connecting and building
a trusting relationship (Bolman & Deal, 2003; Sharkie, 2005).

5.2.5

Hypothesis 5: Power Distance Moderates the
Relationship between Servant Leadership and Project
Success

As, Hale & Fields (2007) indicated, power distance can bound effects of servant
leadership. As vital cultural value, power distance, describes acquiescent acceptance of power and authority, power distance has received increasing attention and
recognition in many domains (Earley & Gibson, 1998; Yang et al., 2007). Certainly, power distance can show a precise role on how employees respond to bosses
(Wendt et al., 2009; Kirkman et al., 2009). Specifically, it may limit the extent to
which the servant leadership approach can be viewed as effective (Hale & Fields,
2007). Consequently, it is expressive and much useful to inspect moderating role
of power distance on relation among servant leadership & Project Success.
It is expected that power distance acts as an interpreter of project success in
an organization settings. Amongst trustworthy characteristics, openness could be
related to power distance as it refers to information sharing, moreover, feelings
and listening without the judgement. As McCauley & Kuhnert (1992) stated,
managements trust is related to independence and empowerment support from
supervisors. These characteristics may reflect low power distance organizations.
Individually variance, power distance is likely to shape peoples relation with help
of their experts. Power distance signifies propensity to sight graded difference
among subordinates & experts, not only as essential, also legal & satisfactory, as
stated by (Hofstede, 1980).
So, Hofstede explains (1980), those individuals in countries which are high in
power distance may approve acquiescence to superiors, prefer superiors who exercise paternalistic or autocratic leadership, and don’t suppose to participate in
problem sharing and conclusion. Those individuals which face high power distance
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do not show much try to impact the decision making as they expect that bosses
will act autocratically. According to them, only superiors have the right for decision making and they are free to make choices minus consulting with workers.
Alternatively, low power distance workers, want their managers to ask them & ask
their opinions. (Lam et. al, 2002) also expressed his views on important issues.
As a result, they have a chance to cultivate a closer relation with managers than
high power distance assistants, who assume space from managers to be correct. In
Pakistani context, and specially in construction if there is a power distance then
in that scenario the project cant be proceed towards its success. Because when
the leader avoid discussing the matters with the managers, site engineers etc so
they wont be able to understand clear image of the project requirements and thus
it will leads to project failure.

5.3

Practical and Theoretical Implications

We discovered team skill, mediating role in leadership among servant leadership
& project success. Our results also give evidence of long term results of servant
leadership direction as far as workers performance related results. Utilizing LMX
theory to explain the procedures through which servant leadership effects project
success , our discoveries give proof that servant leadership leads to high chances of
project success as they are serving employees and getting high outcomes. As LMX
theory commends that servant leadership’s supportive nature of the leader allows
the employees to have same affect i.e. a responsible & supportive nature, as a
result whole organizations success elevates with servant leadership. Furthermore,
it is observed that team skills helps in success of organization and underlying
factors for this success & employee performance is trust in their leader (the boss)
who is a servant leader.
Secondly, we analyzed moderating impact of power distance among servant leadership and Project Success. When employees in team are categorized by low power
distance, effects of the servant leadership on the group performance are strengthened. Hale & Fields (2007) debate provides the support that power distance may
hinder the level to which servant leadership method can be effective. Moreover,
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when the relation among servant leadership & power distance of team is examined, we can find out what is suitable for the performance of team. Therefore,
the viewpoint that power distance is vital contextual factor is supported, and also
influences mechanism of servant leadership on performance of team. According to
Yoshida et al. (2014), servant leadership endorses collectives leader prototypically
& individuals leader identification, to raise employee performance.
According to this research, the outcomes augment research on servant leadership attitude influencing the employee’s performances. Our study also examines
mechanisms by which servant leadership can influence the performances of employees. So, this research spreads the current thoughtful of the different instruments
among servant leadership & employee performances & gives backing for additional
research on numerous mechanisms among servant leadership & project success.
Along with development of workers schooling levels, the autocratic leadership style
won’t be accepted. As a substitute, the workers want a more individualized, the
more personal & the more accommodating leadership style. Servant leadership, as
satisfying workers requests is integral priority of, always emphasizes to meet the
assistants hopes. Therefore, the engagement of managers should be encouraged in
the conducts of the servant leadership. These behaviors of servant leadership will
help to please the wishes of participants, including workers, bosses, customers &
groups in which an organization is rooted.
Our outcomes also give visions as to how the behavior of servant leadership is used
to advance workers performances & engagements in workers inventive behaviors.
Bosses who understand active role of servant leadership which is growing Project
Success beliefs is much worthy because it can improve performances of employees.
Therefore, efficiency of leadership programs intended at improving performance
of employees can further be upgraded by integrating teaching skills of servant
leadership. The outcomes propose that it’s vital to inspire all bosses to involve
in behaviors of the servant leader behaviors, which improves employee’s trusts in
leaders, philosophies & improving employee’s effects of their organizations.
Lastly, outcomes of this research are also are useful for the bosses to improve
the understanding of the variances in the social ethics in management behavior
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& also effects of behavior upon performances of employees. Additional significant
practical implication of our conclusions is that, when a group is categorized in high
power distance, a fewer amount of workers are expected to be impressed by servant
leadership attitudes; rather, they might be led through changed or additional
leadership styles. Significance of difference in cultural norms is also highlighted
in these results. Our outcomes propose that, to improve communication amongst
group of people & to elevate employee performance, organizations shall construct
equal & lower power distance cultural norms in the organizations.

5.4

Limitations of Research

A few limitations occurred because of unnatural resources and also because of time
constraints. Frequent problems were faced in the data collection process, because
of convenience of the concerned participants and their effective participation in
data collection. Also the restraint of present study is the convenience sampling.
As the data collection from whole population is not possible because of limited
time, so we took sample from population which represents the whole population
and used convenience sampling technique and collects data from whole population
according to our convenience that limits the generalizability.

5.5

Future Research Directions

The existing area of the research has a solid functioning method. First, in order to
decrease the possible effect of collective procedures and individual cause, we collect
data related to servant leadership; Project Success, power distance & team skills
from construction sectors from twin cities. The research has some limitations while
conducting the future research, following points should be under considered; First,
the study examined the servant leadership on construction sectors, while it can
be studied on other organizations as well. Secondly, future researchers can check
the others trait of leadership like transformational leadership, ethical leadership,
authentic leadership, transaction leadership, inclusive leadership and also taste
the local leadership influence on construction sectors of Pakistan.
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Thirdly, because of shortage of deadlines only one mediator was inspected, researches followed by this one can make model & examine other mediator like
employee trust, knowledge sharing, self-efficacy and for moderator, other cultures
of hosted can be studied. Fourth, we gathered raw data quickly i.e. researched
followed by this one shall gather raw data in intervals. Fifth we collected the data
from the very limited cities of the Pakistan; future research can also collect the
data from abroad.

5.6

Conclusion

In present study, we have established an area of Servant leadership impact on
Project success, which is much popular and important area in the new era in
order to compete successfully around the globe. The key goal of the research is, to
explore the effect of Servant leadership upon Project Success. This research has
also established impact of Team Skills as mediator among association of servant
leadership & project success. This study has also observed an exclusive part
of power distance as moderation among the connection of servant leadership &
Project Success. This research study and the proposed assumptions are supported
by conservation of LMX theory.
The main contribution of the study is, it has paid a lot in the current literature,
because there has been very less work on study of impact of servant leadership on
project success along with team skills as mediator & power distance as moderator.
In this study, five hypotheses were examined & are verified according to the context
of Pakistan. Moreover, H1, H2, H3 and H4 are accepted according to the Pakistani
context and H5 is being rejected according to the situation of Pakistan along with
the provision of past writings.
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Appendix-A
Questionnaire
Dear Respondent
As a (MS Research Scholar) at Capital University of Science and Technology, Islamabad. I am conducting a research and collecting data for the topic of “Impact
of servant leadership on project success with mediating role of team
skills and moderating role of power distance”. Your precious time and help
is needed by completing the attached questionnaire, you will find it quite interesting. It will take your 5-10 minutes to answer the questions and to providing
the valuable information. I appreciate your participation in my study and I assure
that your responses will be kept confidential and will only be used for education purposes only. Your precious and loyal answers mean a lot to me, And for
determining the correct results of this study as well.
Sincerely,
Muhammad Saad Khan,
MS (PM) Research Scholar,
Faculty of Management and Social Sciences,
Capital University Science and Technology, Islamabad.
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Section 1: Demographics
Gender

1- Male 2- Female

Age(years)

1 (Less 25 years), 2 (26-40), 3 (41-50), 4 (more than 50
years)

Qualification

1 (Bachelor), 2 (Masters), 3 (MS/M.Phil.), 2 (PhD)

Experience(years)

1 (Less than 3 years), 2 (to 5 years), 3 (to 10 years), 4
(More than 11 years)

Section 2: Servant Leadership
Please indicate on a five-point scale the extent to which you find the following
statements important and you agree or do not agree with the statement.
1 = Strongly Disagree (SD), 2 = Disagree (D), 3 = Neutral (N), 4 =
Agree (A), 5 = Strongly Agree (SA).
Sr.

Statement

SD

D

N

A

SA

2

3

4

5

2

3

4

5

2

3

4

5

No.
1

Department manager spends the 1
time to form quality relationships with department employees.

2

Department manager creates a 1
sense of community among department employees.

3

Department managers decisions 1
are influenced by department
employees input.
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Department manager tries to 1

2

3

4

5

2

3

4

5

1

2

3

4

5

Department manager holds de- 1

2

3

4

5

2

3

4

5

1

2

3

4

5

1

2

3

4

5

Department manager makes em- 1

2

3

4

5

2

3

4

5

2

3

4

5

reach consensus among department employees on important
decisions.
5

Department manager is sensi- 1
tive to department employees responsibilities outside the work
place.

6

Department manager makes the
personal development of department employees a priority.

7

partment employees to high ethical Standards.
8

Department manager does what 1
she or he promises to do.

9

Department manager balances
concern for day-to-day details
with projections for the future.

10

Department manager displays
wide-ranging knowledge and interests in finding solutions to
work problems.

11

ployees feel like they work with
him, not for him.
12

Department

manager

works 1

hard at finding ways to help
others by the best they can be.
13

Department manager encour- 1
ages department employees
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to be involved in community ser-

1

2

3

4

5

vice and volunteer activities outside work.

Section 3: Project Success
Please indicate on a five-point scale the extent to which you find the following
statements important and you agree or do not agree with the statement.
1 = Strongly Disagree (SD), 2 = Disagree (D), 3 = Neutral (N), 4 =
Agree (A), 5 = Strongly Agree (SA).
Sr.

Statement

SD

D

N

A

SA

The project was completed on

1

2

3

4

5

The project was completed ac- 1

2

3

4

5

2

3

4

5

2

3

4

5

2

3

4

5

2

3

4

5

No.
1

time.
2

cording to the budget allocated
3

The outcomes of the project are 1
used by its intended end users

4

The outcomes of the project are 1
likely to be sustained

5

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

6

Given the problem for which
it was developed, the project
seems to do the best job of solving that problem

1
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I was satisfied with the process 1

2

3

4

5

1

2

3

4

5

Project team members were sat- 1

2

3

4

5

2

3

4

5

2

3

4

5

1

2

3

4

5

Project specification were met 1

2

3

4

5

1

2

3

4

5

Our principal donors were sat- 1

2

3

4

5

by which the process was
implemented
8

isfied with the process by which
the project was implemented
9

The project had no minimal or 1
start-up problems because it was
readily accepted by end users

10

The project has directly led to 1
improved performance for the
end user/target beneficiaries’

11

The project has made a visible positive impact on the target
beneficiaries

12

by the time of handover to the
target beneficiaries’
13

The target beneficiaries were
satisfied with the outcome of the
project

14

isfied with the outcomes of the
project implementation

Section 4: Team Skills
Please indicate on a five-point scale the extent to which you find the following
statements important and you agree or do not agree with the statement.
1 = Strongly Disagree (SD), 2 = Disagree (D), 3 = Neutral (N), 4 =
Agree (A), 5 = Strongly Agree (SA).
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SD

D

N

A

SA

No.
1

Members of our design team
have example expertise for doing the work.

2

Some people in our design
team do not have enough or
skill to do their part of the
team’s task well.

3

Behavior in our design team
is very orderly it is clear what
members are expected to do,
and they do it.

4

Our design team has the right
mix of people needed to do its
work well.

Section 5: Power Distance
Please indicate on a five-point scale the extent to which you find the following
statements important and you agree or do not agree with the statement.
1 = Strongly Disagree (SD), 2 = Disagree (D), 3 = Neutral (N), 4 =
Agree (A), 5 = Strongly Agree (SA).
Sr.

Statement

SD

D

N

A

SA

Managers should make most de-

1

2

3

3

5

No.
1

cisions without consulting subordinates.
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It is frequently necessary for a 1

2

3

3

5

2

3

3

5

2

3

3

5

2

3

3

5

manager to use authority and
power when dealing with subordinates.
3

Managers should seldom ask for 1
the opinions of employees.

4

Managers should avoid of the- 1
job social contacts with employees.

5

Employees should not disagree
with management decisions.

1

