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Abstract

This research investigates the link between empowering leadership impacts on

project success. Empowering leadership established as an antecedent of project

success. To complement this mechanism, we propose Perceived self-Efficacy on

LMX theory which expresses leader and follower’s characteristics or their behav-

iors that occur during the LMX process. Our proposed framework delineates Em-

powering leadership is a leadership phenomenon in project teams that delegates

authorities to subordinates, endorse them to take self-directed and autonomous de-

cisions, provide them coaching and share information among team members and

asking for input from them. Hence by, quality and effective relationships among

leader and followers produce favorable results. In support of this view, results

from time lagged study of 273 employees working under teams reveal that em-

powering leadership is positively associated to Perceived self-Efficacy and project

success. We focus on the leader’s behavior and power delegating peculiarity de-

velops self-efficacy perceptions among team members. Thus, team members keep

high belief upon their skills and capabilities that mobilize their motivation and

cognitive resources to attain project success. The study found that Perceived self-

efficacy influences positively and significantly the relationship between empowering

leadership and project success. We also examined the moderating role of team co-

hesiveness which evidenced significance relationship. The relationship of Perceived

self-Efficacy and project success becomes stronger in presence of team cohesiveness

and becomes weaker in absence of team cohesiveness. Results indicated that all

hypotheses are accepted and supported by literature. The implications, limitations

and future directions are discussed.

Keywords: Empowering Leadership, Perceived Self-Efficacy, Project

Success, Team Cohesiveness.
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Chapter 1

Introduction

1.1 Background of the Study

Rapid changes in economical shifts, technological developments, organizational

strategies, structure and to compete globally with the dynamic working environ-

ment; organizations can only get a sustainable competitive advantage in the mar-

ket through employee empowerment (Kim, Beehr, & Prewett, 2018). Employee

empowerment can give favorable organizational outcomes because an empowered

employee has self-motivation to achieve the goal and to influence their environment

(Martin, Liao, & Campbell, 2013; Spreitzer, 2008). The empowerment construct

signifies job characteristics i.e., autonomy and feedback which is also an element

of positive psychological states including felt responsibility by the employee. The

term ‘empowerment’ can also elaborate as ”an intentional ongoing process cen-

tered in the local community, involving mutual respect, critical reflection, caring,

and group participation, through which people lacking an equal share of valued

resources gain greater access to and control over those resources” (CorneU Em-

powerment Group, 1989).

At the organizational level, empowerment comprises a process that enhances em-

ployee participation and improves goal achievement of a given task or project

accomplishment (Perkins & Zimmerman, 1995). Literature is replete with the no-

tion of employee empowerment for many years (Choi, Goh, Adam, & Tan, 2016).

1
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Employee empowerment practices signify a certain level of autonomy and power

given to the employees. It is undoubtedly leading to the counterproductive to

an organization (Chen, Sharma, Edinger, Shapiro, & Farh, 2011; Srivastava, Bar-

tol, & Locke, 2006; Vecchio, Justin, & Pearce, 2010; Yun, Cox, & Sims, 2006;

Zhang & Bartol, 2010). Scholars and practitioners always found the positive out-

come of employee empowerment in their jobs (Pearson, & Moomaw, 2005; Zhang,

& Bartol, 2010). Empowerment encourages employees to work and accomplish

tasks flexibly (Pearson & Moomaw, 2005). Hence, a positive attitude, motivation

induced in employees such as decision-making ability, self-confidence, and attach-

ment to the job because employees perceive the authority is given to them by the

organization is an indication that his work is appreciable (Zhang & Bartol, 2010).

Moreover, previous studies also revealed positive effects of empowerment on some

subordinates’ job outcomes (Maynard, Gilson, & Mathieu, 2012; Maynard, Lu-

ciano, D’Innocenzo, Mathieu, & Dean, 2014; Seibert, Wang, & Courtright, 2011)

but in some cases, the employee can be overconfident and misuse the power owing

to misjudgment in their work. To address and direct such issues, a leader should

empower their subordinates to maintain the level of workload with the satisfactory

level of the employee by autonomous them.

Within the leadership literature, multiple studies found ways and explore leader-

ship approaches that are the best match of current hi-tech and fast pace business

environment and enable organizations and projects to better cope with rapid un-

certainties and dynamic working environment (Srivastava, Bartol, & Locke, 2006).

Hence, empowering leadership is particularly suits with a flattering organizational

structure where the focus is on promoting self-management and removing con-

straints of powerlessness (Conger, 1989; Manz & Sims, 1987). Nowadays, Busi-

ness trends have been changed and most project-based organizations are emerging

which have evolving technologies, tools, and the latest artificial intelligence to

cope in the project management sector. Projects have allowed the organizations

and businesses to keep effect beyond automating simple tasks and it is also quite

helpful in acquiring performance insights. And in project management literature,

the leadership role has a significant impact upon project success or failure. In the

current dissertation, in the context of project management outcomes, we want to
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explore empowering leadership performance is hypothetically crucial to the success

or failure of a project. Empowering leadership is defined as the process of raising

employee’s intrinsic motivation and allocating autonomy and responsibilities to

followers whereby power is shared within team members to achieve work success

(Srivastava et al., 2006; Ahearne, Mathieu, & Rapp, 2005; Amundsen & Martinsen,

2014a; Arnold, Arad, Rhoades, & Drasgow, 2000; Sharma & Kirkman, 2015; Sims,

Faraj, & Yun, 2009; Strauss, 1964). Amundsen and Martinsen (2014) projected

three core aspects of empowering leadership such as ‘sharing power, motivational

support, and development support’. The empowering leadership concept is aligned

with participative leadership (Locke & Schweiger, 1979), super leadership (Manz

& Sims, 1990), and individualized leadership specifying the support of self-worth

of followers (Dansereau et al., 1995). Employee empowerment as “sharing power”

still has a lack of studies (Conger & Kanungo, 1988), the element of motivation

and its effect on employees should study (Conger & Kanungo, 1988; Thomas &

Velthouse, 1990).

Empowering leadership to heighten the psychological empowerment of employees

that is essential to achieve desired work outcomes i.e. project success (Maynard,

Gilson, & Mathieu, 2012; Seibert, Wang, & Courtright, 2011; Zhang & Bartol,

2010). Conger and Kanungo (1988) proclaimed that high psychological empower-

ment indicates enriched feelings of self-efficacy. Hence, the employee believes that

he owns the abilities that are necessary to execute assigned tasks. In the current

study, we are extending the literature by examining the impact of empowering

leadership on project success. We mediate the relationship with perceived self-

efficacy. Psychological empowerment enhances feelings of self-efficacy (Conger &

Kanungo, 1988). Employees with a high degree of psychological empowerment are

more likely to believe that they possess the abilities necessary to perform assigned

tasks well. Empowering leadership is related to the job design perspective because

leaders have the potential to influence their own subordinates’ job design. For

example, allowing individuals more discretion or varied assignments can create

feelings of self-efficacy among them. They will feel worthy in the decision-making

process and an important part of a successful project. Empowering leaders using

high involvement management approaches by giving authority and responsibility
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to subordinates (Leach, Wall, & Jackson, 2003). Hence, employees are empowered

by greater autonomy and control resulting in empowerment makes them respon-

sible as well. The individual difference of self-efficacy working under empowering

leadership may also affect. Self-efficacy is an individual’s belief or confidence that

he or she can perform tasks successfully (Bandura, 1997). Self-efficacy is a founda-

tion of motivation and performance achievement, making employees believe that

their performance depends on their efforts and actions, and thus intrinsically mo-

tivating them to work hard to produce desired results of project success (Bandura,

1997). Conclusively, in the present research, the most important but still unin-

vestigated empowering leadership style is selected to check its impact on project

success that is often supported by the literature. Indeed, empowering leadership is

a necessary part of project success as well as it creates self-efficacy among the em-

ployees. Current research exemplifies team cohesiveness as a contextual variable

between self-efficacy and work project success.

1.2 Gap Analysis

Empowering leadership has multiple empirical studies but still, it would be bene-

ficial to understand the phenomenon for the researchers and practitioners that are

needed to explore (Lee, Willis, & amp; Tian, 2018; Cheong, Yammarino, Dionne,

Spain, & amp; Tsai, 2019; van Assen, 2020). The literature examined the positive

influence of empowering leadership on employee psychological capital, well-being,

and job engagement (Park, Kim, Yoon, & Joo, 2017). Culbertson, Fullagar, and

Mills (2010) stated that employees form positive and constructive attitudes when

they are empowered and autonomous by the leader. They perceive that leader

is concerned about their feelings. Empowering leadership creates resources for

the employee as they enhance employee psychological capital which is related to

their overall life satisfaction above and beyond work (Park, Kim, Yoon, & Joo,

2017). Through self-efficacy empowering leadership can links to expected posi-

tive and beneficiary results in business which should be studied (Kim & Beehr,

2017d; Zhang & Bartol, 2010) such as project success. Lee, Willis, and Tian

(2018) explained that empowering leadership is a new leadership construct that is
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demanding more empirical studies for understanding its concomitant with rapidly

changing business environment and culture. In the current research, we are try-

ing to explore the mediating effect of perceived self-efficacy among empowering

leadership and project success. Kim and Beehr (2017) narrate that how perceived

self-efficacy through empowering leadership should have been studied at the team

level. Empowering leadership enhances trust between subordinate and leader rela-

tionships, so knowledge can transfer easily among leaders and subordinates (Hao,

He, & Long, 2018; Park, Kim, Yoon, & Joo, 2017).

With self-efficacy subordinates develop better intellectual decisions that lead the

project toward success. Literature posits that being empowered employees feel

confident ultimately self-efficacy has the potential to mediate leadership relations

and positive influence in the organization (Kim, & Beehr, 2017). Empowering

leadership considered to more much related to the others leadership styles i.e., par-

ticipative leadership, transformational/charismatic leadership, ethical leadership,

self-leadership, shared leadership (Amundsen &amp; Martinsen, 2014a; Pearce

&amp; Sims 2002; Tekleab, Sims, Yun, Tesluk, &amp; Cox, 2008) but empower-

ing leadership is distinctive and independent leadership construct (Sharma &amp;

Kirkman, 2015). Moreover, there is a lack of empirical studies in project manage-

ment literature examining project success leads through empowering leadership

(Ali, Zhang, Shah, Khan, &amp; Shah, 2020; Asree, Cherikh, &amp; Baucum,

2019; Nixon, Harrington, &amp; Parker, 2012). Researchers should clarify and

examine the empowering leadership effect on power distance culture (Kim, Beehr,

& Prewett, 2018). Additionally, we explored the moderating effect of team cohe-

siveness among perceived self-efficacy and project success to identifies that higher

team cohesiveness would strengthen the existing relationship.

1.3 Problem Statement

For corroboration, the impact of empowering leadership on project success, I have

analyzed that the level of self-confidence of employees enhances while working un-

der empowering leadership. We have found that empowering leadership is more
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related to employee’s positive responses and feelings such as perceived self-efficacy.

In recent decades, there are limited studies of empowering leadership and its im-

pact on employee self-efficacy. There is no study examining empowering leader-

ship’s impact on project success. In this fast-paced era and dynamic business en-

vironment, almost every company is running diverse projects to maintain market

stability. The major problem that project managers face is the lack of motivation

and creativity among team members. Empowering leadership enhances the mean-

ingfulness of work, fostering employees for participation in decision making and

expressing confidence in high performance, providing autonomy from bureaucratic

constraints, (Ahearne et al., 2005). Hence, the performance of the employee boosts

up and he becomes self-efficacious enough to lead the project towards success.

Empowering leadership disseminates power and autonomy among team members,

so team members can work as knowledge workers in projects. A project-based

organization should inaugurate the empowerment system so the subordinates and

project managers can internalize the empowerment attitude and behavior accord-

ingly. The mediating role of self-efficacy is still unexplored with empowering lead-

ership and project success. Team cohesiveness is also a novel area in research that

had no prior study as moderator with self-efficacy and project success. Overall,

this whole model is a new empirical study in the project literature domain which

is essential to analyze and study.

1.4 Research Questions

From the problem statement, I will analyze these five questions. The present

research will indicate the answers to these research questions, a summary of the

questions are as follows:

Research Question 1

Does the relationship exist between Empowering leadership and project success?

Research Question 2

Does the relationship exist between Empowering leadership and Self-efficacy?
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Research Question 3

Does the relationship exist between Self-efficacy and project success?

Research Question 4

Does Self-efficacy mediate the relationship between Empowering leadership and

Project success?

Research Question 5

Do Team Cohesiveness moderates the relationship of Self-efficacy to Project suc-

cess?

1.5 Research Objectives for This Study

The unique and different aim of this study is to scrutinize the relationship of these

four variables Empowering leadership, Project success, Team cohesiveness, and

perceived self-efficacy. The overall objective of the study is to develop and test

the anticipated model to find out the relationship between Empowering leadership

and project success. Additionally, Team cohesiveness is added as the possible

moderator for the relationship of the variables mentioned in the research model.

The specific objectives of the study are stated below;

Research Objective 1

To explore the relationship between Empowering leadership and Project success.

Research Objective 2

To explore the relationship between Empowering leadership and perceived self-

efficacy.

Research Objective 3

To explore the relationship between perceived self-efficacy and Project success.

Research Objective 4

To explore the relationship between Empowering leadership and Project success

through a mechanism of perceived self-efficacy.
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Research Objective 5

To examine the moderating effect of Team cohesiveness on the relationship of

perceived self- efficacy to Project success.

1.6 Significance of Study

The current dissertation contributes to the literature in multiple ways. At first and

more important, it offers a new theoretical framework to understand the effects of

empowering leadership on Project success. Research on empowering leadership is

important because of its potential ‘influence giver’ skills as compare to ‘influence

over’ subordinates. Empowering leadership is a more effective style of leadership as

compare to the directive, transactional, and transformational leadership because

empowering leadership do not influence employees but they are influence givers

(Liu, Lepak, Takeuchi, & Sims, 2003; Yukl, 2010; Houghton & Yoho, 2005; Manz

& Sims, 2001).

This study is contributing by defining the impact of empowering leadership on

project success. As the past study has already elucidated that providing facilita-

tion and autonomy is the key characteristic of empowering leadership. Drawing

upon LMX theory current research provides new knowledge on this front by sug-

gesting that empowering leadership not only leads the project towards success but

also a role by which team members’ perceived self-efficacy. Second, by establishing

the mediation effect of perceived self-efficacy on the association between Empow-

ering leadership and project success, this study is contributing to the literature

about how perceived self-efficacy shapes employee performance to achieve project

success.

The empowered and self-efficacious employees continuously improve their work

and project-related processes (Kirkman &amp; Rosen, 1999) because they can

take initiative and make decisions about daily activities (Ford & Fottler, 1995,

Houghton & Yoho, 2005; Manz & Sims, 2001). Highly self-efficacious person

activates their sufficient efforts to accomplish project-related goals, if goes well,

gives fruitful results in form of project success (Stajkovic &amp; Luthans, 1998).
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Drawing upon LMX leadership theory, our research provides new knowledge on

this front by suggesting that leader-member exchange (LMX) theory is profound to

understand the leadership approaches at the organizational level (Dinh et al., 2014;

Schriesheim et al., 1999). LMX theory explains that due to the fine development

of relationship among leader and followers; particularly favorable and positive

attitude form in followers Cropanzano et al., 2017; Dulebohn et al., 2012) which is

a core aspect of project success. Through the mechanism of perceived self-efficacy,

we will explore the impact of empowering leadership to project success.

Finally, by examining the moderating effect of team cohesiveness, we will check

its impact on the perceived self-efficacy to project success. It is the entirely new

moderating effect on the mechanism of perceived self-efficacy which predicts that

if a team has cohesiveness among team members, will adopt the attributes of

interpersonal attraction, task commitment, and group pride that all were found

to be related to the project performance. A project with high team cohesiveness

possesses the element of social support and motivation within each member of

the team. Team cohesiveness has been defined as “the resultant of all forces

acting on members to remain in the group” (Festinger, Schachter, & Back, 1950,

Dobbins & Zaccaro, 1986: 204). In the current dissertation, the focus on team

cohesiveness as a moderator is worthy because in team literature it is one of

the most studied (Friedkin, 2004) and most relevant variable that affects group

performance (Gonzalez, Burke, Santuzzi, & Bradley, 2003; Greer, 2012; Zaccaro,

1991). The relationship of perceived self-efficacy to project success becomes more

strengthened with the presence of team cohesiveness. In a project team, where

all team members are motivated and self-efficacious enough in identifying their

capabilities to achieve the goal of project success; Team cohesiveness will more

foster them to lead the project towards success. Moreover, due to interpersonal

conflicts and disputes employee social resources deplete rapidly (Hobfoll, 1989) less

social support and individual differences can be a reason for project failure either

the team members are highly self-efficacious. Moreover, through past literature,

it is plausible to assume that due to high team cohesiveness members possess high

levels of integrity, authenticity, sincerity, and genuineness among them which pave

the way to acquiring the main goal of project success.
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1.7 Plan of the Study

Chapter No.1 of this study has introduced a broad and complete area, which

has explained the background, research gap, research questions, significance, the

research objective of the current study, and supporting theory, which supports

this study. Chapter No.2 has discussed the literature review and this chapter gave

the understanding of all conceptual frameworks of variables with the hypothesis

of this study. Chapter.No.3 has discussed samples and procedures, the scales

used to measure the results of data, and statistical tests used with the help of

SPSS. Chapter No.4 discussed results of data reliability, correlation, regression,

mediation, and moderation or included results. Chapter No.5. Discussion of the

results, Theoretical and Practical implications, strengths, limitations, and future

directions are also explained in this chapter.



Chapter 2

Literature Review

2.1 Leader-Member Exchange Theory

Leader-member exchange theory identifies the dyadic approach to understand the

leader-follower relationship (Howell & Hall-Merenda, 1999). The basic tenet of

LMX theory is higher quality and effective relationships among leader and fol-

lower will produce favorable results (Liden & Maslyn, 1998). With the compliance

of LMX theory which based on the leader and follower’s characteristics or their

behaviors that occur during the LMX process, our proposed framework delineates

Empowering leadership is a leadership phenomenon in project teams that delegates

authorities to subordinates, endorse them to take self-directed and autonomous

decisions, provide them coaching and share information among team members

and asking for input from them (Sharma & Kirkman, 2015 for a review).

Empowering leadership provides a sense of empowerment to followers. Being em-

powered the followers or team members perceived self-efficacy from their leader as

literature explore the empowerment process based on employees’ perception of (a)

meaningfulness, (b) competence, (c) self-determination, and (d) impact (e.g., Spre-

itzer, 1995). LMX theory also explains that a strong and meaningful relationship

between leader and follower gives fruitful results in form of project success. LMX

exemplifies that followers who have a great bond with leaders demonstrate a more

positive attitude and engage in more positive behaviors (Dunegan et al., 1992). On

the other hand, Leaders who are more involved in leader-member exchange roles

11
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encourage team members to undertake more responsible activities (Graen & Uhl-

Bien, 1995). Empowering leadership motivates employees for skill improvement

and task master. Hence, empowering leaders also fosters employees to fulfill their

formal responsibilities with full devotion and job engagement. According to LMX,

subordinates working under empowering leadership in projects interact frequently

with their leaders and have their leaders’ support, confidence, encouragement, and

consideration. Hence, being self-efficacious Followers will utilize more skills and

efforts to achieve team goals i.e. project success beyond contractual or transac-

tional expectations (Sparrowe & Liden, 1997; Wayne et al., 1997). Empowerment

is an important construct in the LMX process (Liden & Tewksbury, 1995). Being

empowered can be defined as “the increased intrinsic task motivation manifested

in cognitions that reflect an individual’s active orientation to his or her work role”

(Spreitzer, 1995, p. 1443).

Literature posits that empowering leadership share power and authority with team

members and feeling of doing job autonomously develop individual cognition and

perceptions that ultimately represent feelings of behavioral and psychological in-

vestment in work (Conger & Kanungo, 1988; Zimmerman, 1990). Additionally, our

proposed model identifies that employees perceived self-efficacy from leadership,

and LMX states that both leaders and members are influenced by their exchange

quality. For example, the empowering leadership enhanced autonomy through del-

egation is dependent on employees having the skills, resources, and psychological

support necessary to handle new responsibilities (Yukl, 2010) as well as employee

perceived self-efficacy from the leader and trust in the leader that, in turn, in-

fluences their role performance in the project (Keller & Dansereau, 1995; Liden

et al., 2000). Through perceived self-efficacy, team members establish beliefs on

their skills and capabilities that mobilize the motivation, cognitive resources, and

courses of action needed to exercise (Wood, &amp; Bandura, 1989) to attain the

goal of project success. Moreover, Graen and Scandura (1987) proposed that

LMX is interdependent, which means the leader is dependent upon its followers

and followers rely on empowering leadership to attain the mutual goal. The rela-

tionship of a leader can be different with each member of the team. When there

would be team cohesiveness, the relationship of all members and leaders will lead
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the project towards success. LMX posits that to carry out project work roles and

complete tasks, team members develop a network of relationships based on mutual

dependencies to achieve project success (Lvina, Johns, & Vandenberghe, 2018).

2.2 Empowering Leadership and Project Success

We hypothesize that empowering leadership is positively associated with Project

Success. The term empowerment indicates the ‘leader’s power-sharing skill with

subordinates’ to raise their level of autonomy and responsibility (Arnold, Arad,

Rhoades, & Drasgow, 2000; Chen, Sharma, Edinger, Shapiro, & Farh, 2011;

Pearce, Sims, Cox, Ball, Schnell, & Smith, 2003; Yun et al., 2005). Responsi-

bilities and authorities of the leader shift to all team members (Arad, Rhoades,

& Drasgow, 2000) that present each person in the team owing leader’s vision and

thinking pattern. To a great extent, empowering leadership has unique leadership

qualities and roles such as empowering leadership to share power with the team.

Hence, they also philosophically demand from team members to complete their

essential leadership functions for themselves (Conger, 1989; Manz & Sims, 1987).

Moreover, they also enhance the subordinate’s abilities by encouraging them, mo-

tivating them to express opinions and ideas, inspiring them for information sharing

and collaboration because empowering leaders has a philosophy that best leaders

are those who lead others to lead themselves (Arnold, Arad, Rhoades, & Drasgow,

2000; Conger, 1989; Manz and Sims, 1987; Chen, Sharma, Edinger, Shapiro, &

Farh, 2011). According to the words of Kouzes and Posner (1987) “Leadership is

an art, a performing art. And in the art of leadership, the artist’s instrument is

the self. The mastery of the art of leadership comes with the mastery of the self.

Ultimately, leadership development is a process of self-development”. This is the

best concept of defining empowering leadership that empowers every team member

to become a leader for self-directedness (Arnold et al., 2000; Ahearne, Mathieu,

& Rapp, 2005; Srivastava et al., 2006). Hence, achieve the goal of project suc-

cess. When team members activate their mode of self-directedness, resultantly,

they become more able to raise their performance at the job in a better way
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to lead the project towards success. This is because the employee knows their

strengths and weakness very well. So, by incorporating their strengths as a team,

they can acquire project success. In the 1980s, authors explore the key factors of

project success i.e. functionality (performance), project management (schedule,

on the budget), commercial success, termination efficiency, and client satisfaction

(Baker, Murphy, & Fisher, 1988; Morris, 1988; Pinto & Slevin, 1988a).

Later on, researchers found a gap in the key success factors of project success

and they explicate that project managers’ perception to lead the project towards

success and his personality also influence project success and failure (Lee-Kelley

& Leong Loong, 2003). Turner and Müller (2005) also recognized leadership as

project strategy which is the basic module of project success. Additionally, Yang,

Huang, and Wu (2010) explores that there is a positive association between lead-

ership style, teamwork, and project success. Empowering leadership leads to the

project towards success because they increase subordinates’ sense of meaning,

competence, self-determination (Ahearne et al., 2005).

Moreover, Researchers exemplify that empowering leadership is positively asso-

ciated with autonomy and better employee performance (Cordery et al., 2010;

Ahearne et al., 2005; Raub & Robert, 2010; Vecchio et al., 2010). Pinto and

Slevin (1988b) conducted a study of project success and identified key success

factors; among all factors of project success, human skills were very important for

project success. When the project will lead by empowering leadership, all team

members will become powerful and autonomous to participate in decision making.

So, they will utilize their skills and abilities as a leader accumulatively to attain

project success. Empowering leadership not only empowers team members but

also makes them liable to achieve the target by control over tasks.

Therefore, in case of conflict arise among team members or in case of any issue,

empowering leadership will foster the employee to take decisions deliberately while

keeping the project success in mind. So, there will be less chance for the employee

to move away from the real goal of project success as well as their empowerment

will also be utilized as a fruitful purpose. Empowering leadership provides the

employee stress-free and creative environment by breaking the formal culture of
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the team and encouraging team members to share their views and ideas to nurture

his/her knowledge, augmenting capabilities. According to the proposed theory of

LMX, we delineate that empowering leadership leads to project success. Leader-

member exchange theory posits that the relationship of employee and leader is

based on delegation, consultation, and communication (Yukl et al., 2009; Yukl and

Fu, 1999; O’Donnell et al., 2012; Yukl et al., 2009; Yukl and Fu, 1999; Schriesheim

et al., 1998).

Empowering leadership also comprise of such characteristics as the literature sug-

gests that empowering leadership enhances team member’s work motivation and

better their performance through delegating authority and autonomy for job- re-

lated decisions (Chen et al., 2011; Huang et al., 2010; Kirkman and Rosen, 1999;

Konczak et al., 2000; Yukl and Becker, 2006; Chen et al., 2011; Huang et al., 2010;

Kirkman and Rosen, 1999; Konczak et al., 2000).

When there will be empowering leadership in the project team; team members

will more likely to approach their leader for consultation, reviews, and suggestions.

On the other hand, an empowering leader will also give positive gestures to the

subordinates by acting upon their ideas and recommendation, resultantly a quality

behavior of leader-member exchange will develop that demonstrate the elements

of trust and confidence between team members and their leader.

Trust and autonomy are really important constituents in a project that help the

team members to accomplish difficult tasks conveniently (Dirks and Ferrin, 2002;

Yukl, 2009) hence by far, increase the chances of project success. In a very broad

manner, practitioners and researchers defined that project success lies “in the eyes

of the beholder” (Müller & Jugdev, 2012). So, according to this statement, we

accumulated that team under the supervision of empowering leadership is confident

enough and each member of the team has a strong vision about how to achieve the

main target of project success. Thereby, the target is achieved eventually. Based

on the above-stated argument we hypothesized that;

H1” Empowering leadership is positively and significantly related to

project success”.
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2.3 Empowering Leadership and Self-Efficacy

In the business environment, empowering leadership has been found positively re-

lated to employee perceptual, attitudinal, motivational, and behavioral reactions

and henceforth enhancing employee self-efficacy (Kim & Beehr, 2017d). Self-

efficacy can be elaborate as self-belief of one’s that he/she can obtain the set

targets of goals to achieve desired outcomes, although he is living in a di- verse

environment and facing complicated tasks and situations (Bandura, 1997; Chen,

Gully, & Eden, 2001). Bandura (1986;1997) exclaimed that self-efficacy within

an individual can be enhanced through verbal persuasion, the experience of ac-

complishing tasks, utilizing skills and abilities, scanning the environment, and

observing learning. Literature also declares that empowering leadership plays the

role of coach to encourage team members for self-worth and self-belief. Be- ing a

model, empowering leaders inspires the team members to make them more confi-

dent about their skills and abilities, conversely, subordinates observe their leader’s

personality as observational learning (Kim & Beehr, 2017).

Therefore, we can say that empowering leadership enhances self-efficacy among em-

ployees. In the workplace, empowering leader strengthens subordinates’ decision-

making power by guiding them and providing feedback to them that is also a source

of developing confidence among team members. Empowering leadership allows and

exhilarates the team members to take part in decision-making by involving them

to share their information to participate in exchanging information for expand-

ing their knowledge and learning (Latham, Winters, & Locke, 1994). These all

processes fortify self-efficacy among team members. Amundsen and Martinsen

(2014) profess that empowering leadership is also about a leader’s skill to be well

aware of each team member or subordinate’s capabilities, competencies. There-

fore, team member can better utilize their intellectual asset under the guidance of

their leader. Additionally, it develops the subordinates’ self-efficacy belief. Conger

and Kanungo (1988); Thomas and Velthouse (1990) enunciated that empowering

leadership is about delegating power and authority among team members which

raise the intrinsic motivation of subordinates and subsequently promotes efficacy

in them.
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This idea can be illustrated more specifically by understanding the true meaning

of perceived self-efficacy. Perceived self-efficacy builds an employee’s belief or con-

fidence which increases his/her performance on job roles successfully (Bandura,

1997). Self-efficacy motivates the individual intrinsically and thereby boosts up

his belief in his skills and knowledge which ultimately improves his performance;

depends upon his efforts and actions (Bandura, 1997). We can say that self-efficacy

is the foundation of one’s motivation and performance achievement. Wood and

Bandura (1989a: 408) stated that ”self-efficacy refers to beliefs in one’s capabili-

ties to mobilize the motivation, cognitive resources, and courses of action needed

to meet given situational demands.” Empowering leadership not only empowers

and autonomous the team as a whole to leads them to get success but also it is

about leadership behavior that deeply understands the psychological and cogni-

tive factors of each member individually. Studies explore that sometimes due to

being empowered employee can misuse their authority but empowering leadership

is more much related to the positive outcome which demonstrates that empower-

ing leader has control over employees on utilization those jurisdictions. Moreover,

the informative behavior of leader influences subordinates a lot and positively

associates with team self-efficacy (Srivastava, Bartol, & Locke, 2006).

Empowering Leader informs the team members about the project vision and

mission and provides guidelines to attain the project success. Spreitzer (1995)

explained informative behavior of a leader “enhances an individual’s ability to

make and influence decisions that are appropriately aligned with the organiza-

tion’s goals” (1995: 1447). In a project team, empowering leadership is about

trust in subordinate abilities and this perception of a leader’s trust enhances the

employee efficacy. Kirkman and Rosen (1999) articulate about those leaders who

trust their subordinates also had concern for fear, anxiety, and stress level of em-

ployees that hinders the self-efficacy. Thus, the leader also has a keen interest

in the employee’s willingness for doing his job and well-being at the workplace

(Conger & Kanungo, 1988). Therefore, the trusting attitude of empowering lead-

ership obligates the team members to determine the right course of action and

make self-direct themselves, thereby, enhancing team efficacy (Kirkman & Rosen,

1999).
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By aligning with LMX theory, LMX theory posits that a quality-oriented relation-

ship between leader members is a satisfactory part of a subordinate’s end. This

is because followers perceive that their leader is trying to put extra effort into

the relationship (Jada & Mukhopadhyay, 2019). Extending our above arguments,

we argue that empowering leadership is about delegating power to the employees.

This process of empowering employees and providing information or enhancing

knowledge gives a signal to the followers about the leader’s extra effort of build-

ing a strong relationship. Therefore, the employee found him commendable to

achieve project success. The feelings of self-worth that without him project cannot

be successful, makes employee self-efficacious. According to LMX theory, leader

characteristics and behaviors directly influence follower attitudes and behaviors

(Dulebohn et al., 2012). We can align our proposed model with LMX theory

by demonstrating that empowering leadership directly influences the employee by

encouraging subordinates to take initiative, emphasizing subordinates’ focus on

goals, showing confidence in subordinates to increase their sense of self-efficacy.

Additionally, LMX theory also represents that when the leader has high expec-

tations from team members, the team members resultantly serve a self-fulfilling

prophecy that augments self-efficacy (e.g., Dvir, Eden, & Banjo, 1995; Eden, 1984;

McNatt, 2000). Thus, we can conclude that employees perceive self-efficacy from

empowering leadership. Based on the above-stated arguments, we hypothesize

that empowering leadership is positively and significantly related to perceived

self-efficacy.

H2:“Empowering leadership is positively and significantly related to

perceived self- efficacy”

2.4 Perceived Self-Efficacy and Project Success

Self-efficacy at the workplace can be varied among team members. Employee

sometimes does ambiguous and faulty self-appraisal due to which he becomes

less efficacious. According to Bandura (2011), employees sometimes feel less self-

efficacy because of external workplace factors that distort the relation between
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self-belief of capability and action. Self-efficacy influence individual’s cognitions,

confidence level, and help employee to make better and confident decisions for the

betterment of the whole project. When team members have a strong belief in

their self-directedness, worth, knowledge, they start functioning more effectively.

Bandura (2010) claimed that self-efficacy in people demonstrates their thinking

pattern or attitude is either pessimistic or optimistic. Additionally, we propose

that self-efficacious team members working under the project have a strong belief

in their capabilities so they do not get worried due to rapid changes in market

strategies or a pressurized environment at the workplace. A self-regulatory emo-

tional state plays a fundamental role in keeping them calm and determined. Hence,

self-efficacious team members become able to preserve their set goals to achieve

the target of project success. An Individual’s self-belief is the best predictor of his

future performance at the workplace (Abele, & Spurk, 2009).

Therefore, we can express that employee who perceives more self-efficacy is better

to lead the project towards success. Bandura (1993b) delineates that self-efficacy

is based on actual past performance, vicarious experiences, and social learning.

Literature also posits self-efficacy has a positive and significant impact on moti-

vation, psychological and emotional state, learning, self-regulation, and achieve-

ment (Chunk & DiBenedetto, 2016). In the current dissertation, we proposed

that perceived self-efficacy leads to project success. In the light of past empiri-

cal studies, it is presumed that self-belief in efficacious employees contributes to

self-development, firm belief, and self-directedness that leads the project towards

success. Each member of the team would be different in efficacy that is based on

the level of perceived self-efficacy from their leader. Moreover, it is based on peo-

ple’s belief in their skills, knowledge, and capabilities which assure employee cap

abilities to produce given attainments (Bandura, 2006b. For example, in a project

team, all members are perceiving efficacy from their leader and they believe in

their skills and abilities to lead the project towards success; attain success accu-

mulatively. In past studies, it is indicated that individuals with high self-efficacy

set higher goals and stick to them with a firm belief to achieve them (Wood &

Bandura, 1989; Locke & Latham, 1990). As it is about the intrinsic belief system

of the individual and it cannot be established until unless the employee himself is
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motivated enough to attain the goal. Locke (2009) identified that self-influence is

a key to control and motivate human behavior which manifests that self-efficacy

is also determined as self-influence. Moreover, perceiving self-efficacy is about the

inner belief and motivation realize through a leader or work environment that

challenges all team members to self influence. Hence, team members with high

self-efficacy take more and extra participation in project activities. Individuals

who participate more share more information, collect more information through

social learning, are more confident and set higher goals than normal withstand

persisting through difficulties to achieve the higher goal of project success (Miles

& Maurer, 2012).

To understand project success, practitioners and researchers set some concepts

(Liu & Walker, 1998; Pinto & Slevin 1988; Freeman and Beale 1992; Shenhar,

Levy, and Dvir 1997; Baccarini 1999). Previous researches tell us about multiple

factors of project success. Moreover, project success can be elaborated in a very

broad way. The project has been defined as ‘some set objectives that are needed

to achieve and it also varied across time’. On the other hand, success is about ‘in

how better way those objectives attained’. Projects have similar goals for success

that are predetermined and required to achieve in any kind of project. These are

mentioned as time, cost, budget, etc.

Moreover, some studies also explored the gap in the definition of project success by

delineating that it should not be only related to time, cost and budget. Researchers

found that project success is beyond the goals of meeting time, budget and cost,

quality (Prabhakar, 2008). There are multiple concepts defining project success

but most researchers agreed that project success is rooted in the perception of team

and leader about success. For example, if the project team is overall satisfied that

the project meets the technical performance specifications or mission that is needed

to be performed, and by results; these constituents manifest project success (Baker,

Murphy, & Fisher, 1988). Literature also concluded that in a project, people also

play a great role in the attainment of project success (Scott-Young & Samson,

2004). A leader who is confident, persuasive, self-efficacious, can balance technical

solutions with time, cost, and human factors.
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So, a leader with these qualities can make the project successful (Archibald, 1976).

Thereby, when all team members are inspiring through their leader they perceived

self-efficacy from him. Moreover, a team with self-efficacious employees or subordi-

nates and a leader will lead the project towards success. LMX theory is primarily

explained in terms of social exchange theory (Erdogan & Liden, 2002; Kamdar &

Van Dyne, 2007; Liao, Liu, & Loi, 2010; Wayne & Green, 1993).

It stipulates leader has one to one relationship with all his team members that

are different from each team member instead to form a uniform relationship with

all team members. Compliance with this theory our proposed hypothesis delin-

eates that self-efficacy leads to project success when team members perceived self-

efficacy from their leader. LMX theory characterized that relationship of leader-

member exchange is based on social exchange, mutual obligation, and reciprocity

(Gouldner, 1960; Liden et al., 1997) So, self-efficacy is perceived through a role

model who able to demonstrate the action rather than words i.e. empowering

leadership.

When an employee becomes self-efficacious they willingly invest their additional

efforts on the project and master a challenge to lead the project towards success by

enhancing job effectiveness in a matter of exchanging relationships with the leader.

Accumulatively, a perfect leader-member exchange relationship is based on “mu-

tual support, trust, liking, latitude, attention, and loyalty” (pg. 77, Schriesheim,

Castro, & Cogliser’s, 1999). Therefore, with the conformity of LMX theory, we ex-

plore that a high LMX relationship asserts different elements i.e. loyalty, commit-

ment, support, and trust among both parties (leader and sub- ordinates) (Cropan-

zano & Mitchell, 2005; Uhl-Bien & Maslyn, 2003) which leads the project towards

success. An employee has belief in himself; more social gains, positive work envi-

ronment, and psychological empowerment develop constructive thinking abilities

and attitudes that foster the employee to willingly work harder to achieve the

goal of project success for mutually benefits of leader and him. Therefore, we

hypothesized that:

H3: “Perceived self-efficacy is positively and significantly related to

project success”
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2.5 Self-Efficacy Mediates the Relationship

between Empowering Leadership and

Project Success

Self-efficacy mediates the relationship between empowering leadership and project

success. Socio-cognitive theorizing (Brown, Jones, & Leigh, 2005) posit that suc-

cessful action or success is the consequence of self-efficacy and goals. The literature

demonstrates that self-efficacy is the belief of one’s to meet the desired standard

or goal such as project team has a goal of project success (Bandura, 1999; 2010).

Those individuals who has high self-efficacy are confident enough to complete the

goals of projects as their personal goals. Hence, to attain personal goals individ-

uals maintain attention, mobilizing effort, affecting persistence, and structuring

behavior (Pajares, 1997).

Empowering leadership is also positively associated with project team efficacy.

Empowering leadership is a distinct type of leadership that encourage the employee

to take initiatives, fosters them to take part in decision making, create confidence

in them through communication, focused on goals, being a role model to create self-

efficacy among team members, motivating them and also enhance their creativity

and skills by shifting powers towards them (Ahearne et al., 2005; Amundsen &

Martinsen, 2014a; Arnold et al., 2000; Zhang & Bar- tol, 2010). Here in after,

by institutionalizing these qualities and working under empowering leadership,

employees perceived self-efficacy from their leader.

Self-efficacy in the whole team is positively related to project success as the

literature posits that self-efficacy positively influences a positive outcome (Xan

thopoulou, Bakker, Demerouti, & Schaufeli, 2007). Moreover, individuals working

under empowering leadership gain more resources in form of autonomy, multiple

ways to learn, and prime coaching, skills, social learning, etc. that make them con-

fident in their capabilities. Consequently, team members become self-efficacious.

All team members become self-efficacious because of the leader-member relation-

ship as per the LMX theory dyad relationship; each individual separately inspires

by the leader and learns from him. Moreover, empowering leadership is about
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establishing an individualistic relationship with each team member to develop

self-efficacy in them. Henceforth, all self-efficacious team members keep a long-

term orientation and regulate their actions (Bandura, 2010) to precede the project

towards success. Resultantly, the project becomes successful. So, we hypothesize

that;

H4: “Perceived self-efficacy mediates the relationship between Em-

powering leadership and Project Success”

2.6 Team Cohesiveness as Moderator

We hypothesized that team cohesiveness moderates the relationship between per-

ceived self-efficacy and project success such that if team cohesiveness is high the

relationship will stronger but in form of a low team cohesiveness relationship will

become weaker. The team is defined as” individuals who see themselves and who

are seen by others as a social entity, who are interdependent because of the tasks

they perform as members of a group, who are embedded in one or larger social

systems (e.g., community, organization), and who perform tasks that affect others

(such as customers or coworkers) (Guzzo & Dickson, 1996, p. 308). Cohesiveness

is defined as” the forces acting on members to remain in the group, these forces

may depend on the attractiveness or unattractiveness of either the prestige of the

group, members in the group, or the activities in which the group engages” (Fes-

tinger, 1950, p. 274). Festinger (1950, p. 274) describes Team cohesiveness as a

whole “the resultant forces which are acting on the members to stay in a group”.

When members work under a project-based team, they establish a temporary re-

lationship with each other. Sometimes conflicts and indifferences arise but many

times these issues resolve due to team cohesiveness.

Literature explained that team cohesiveness is positively related to the perfor-

mance of the group and productivity (Summers, Coffelt, & Horton, 1988; Worchel,

Cooper, & Goethals, 1991). Teamwork is a very important element that Katzen-

bach and Smith (1993; 1994) enunciated that teamwork demonstrates the val-

ues of individuals, respect for one another’s ideas in team, individual responding
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behavior to other team members. Hence, working in a team demands a high

level of collaboration to get success. Team cohesiveness reflects the degree to

which team members are committed to one another to achieve the goal of project

success (Mullen & Copper, 1994; Thompson, Haidet, Borges, Carchedi, Roman,

Townsend, & Levine, 2015). When all team members individually integrate efforts

to get success; ultimately the project will become successful. Team cohesiveness is

called ‘attraction’ for an individual to being bound in the team and no one wants

to quit. Therefore, team cohesiveness creates bonding among relationships among

team members rather than for the task. It is highly recommended that due to per-

sonal bonding with each other, everyone within the team wants to achieve project

success because of the mutual benefit for others and the whole project at large

(Thompson, Haidet, Borges, Carchedi, Roman, Townsend, & Levine, 2015). Now,

in this dynamic work environment, team bonding and cohesiveness have been the

compulsion component to get success. The heightened level of the team coordi-

nation; the better would be the member’s performance. Moreover, in a project

time is short to create a unique product or service and results should be far bet-

ter within the given period. For the temporary time, team cohesiveness adds the

desire among team members to remain with each other (DIN, 2009). Therefore,

when team members with different values systems, skills, knowledge, and abilities

are joined together and want to live together for a long term due to team co-

hesiveness, it demonstrates their self-loyalty and fair participation to get project

success.

Consequently, team member’s performance becomes better because of the com-

mitment with the team as well as with the task (Friedkin, 2004). Moreover, the

literature posits that high team cohesiveness leads to better team performance

as compare to the team which has less cohesiveness (Stashevsky, Shmuel, Ronald

Burke, & Meni Koslowsky, 2006). When project team members have low cohesive-

ness, conflicts arise between members, and the chances to lead the project success

to become weaker. This is because of a less developed normative structure among

the team as well individuals are at their conflict stage. Team members are less

likely to attract to each other as they are highly self-efficacious and try to work

alone. Self-efficacy and power, autonomy create clashes while deciding because
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each person tries to put his ideas at first for implementation. Hence, conflicts

arise among team members which harms team effectiveness. Conflict deals with

relationship tension among team members in a project. Consequently, multiple

negative attitudes and behavior evolve such as jealousy, hostility, low morale, poor

communication that hinder the team performance (Robey et al., 1993; Barki &

Hartwick, 2001; Kankanhalli et al., 2007; Liu, Chen, Chen, & Sheu, 2011). Self-

efficacy within an employee creates the belief that he is right for doing a job and

he is skilled enough to achieve project-based targets. Moreover, Mullen and Cop-

per (1994) define that team cohesiveness fosters the individual to achieve the goal

being intrinsically pleasure. When team members are together primarily because

of the task, their prime motive becomes to exert efforts toward attaining goals of

project success that team members enjoy. Low cohesiveness means vague direc-

tions, complicated structure, overconfident team members, do not hear other team

members, have a great level of independence among team members (Back, 1951).

Thus, team members also highly dependent upon the leader for role clarifica-

tion or project direction. Consequently, the leader becomes exhausted and the

lack of quality relationship between member and leader also leads the project to-

wards failure. LMX stated that the leader has a vertical dyad relationship with

each member of the team. And the quality of the relationship materializes when

the leader has a high LMX relationship. Resultantly, follower perceives leaders

support, empowerment and encouragement respect, trust, and mutual obligation

(Graen & Uhl-Bien, 1995; Dansereau, Graen, & Haga, 1975). In the case of high

team cohesiveness, all team members are taken as a single unit. Additionally, in

the case of high self-efficacy, Bandura (1986) stated it as the individual believer

in his/her capacity to perform the assigned task successfully. So, in case of all

team members are efficacious represent the shared belief of the team to lead the

project towards success accumulatively (Guzzo, 1986). Gomez and Rosen(2001)

elucidated that LMX is positively related to team self-efficacy. In terms of the cur-

rent dissertation, we proposed the self-efficacious employee is working as a team

and the members are also having high cohesion. It demonstrates that empower-

ing leadership shares delegate power and autonomy as well as raise self- efficacy

among followers who have high team cohesion that means working as a single
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unit; helps in maintain the quality exchange of relationship among leader mem-

bers. Furthermore, Schyns, Paul, Mohr, & Blank (2005) and Gomez & Rosen

(2001) exclaimed that high LMX is positively related to employee empowerment

and efficacy. Hence, an empowering team with self-efficacy has a high LMX rela-

tionship with the leader. Resultantly, LMX portrays ‘mean LMX’ in the project

team that is positively related to Leader-member exchange. Therefore, team co-

hesiveness enhances team member’s feelings of competence that are found to be

positively related to project success. Most empirical research has found a positive

relationship between team cohesiveness and performance (Dailey 1978; Evans and

Dion 1991; Mullen and Cooper 1994). Teams can achieve better performance by

strengthening their cohesion (Levin and Moreland 1990). Based on the above-

stated arguments, we hypothesized

H5: “Team Cohesiveness Moderates the Relationship between Per-

ceived Self-efficacy and Project Success such that if Team Cohesive-

ness is High the Relationship will Stronger”

2.7 Hypotheses of the Study

H1: Empowering leadership is positively and significantly related to project suc-

cess.

H2: Empowering leadership is positively and significantly related to perceived self-

efficacy.

H3: Perceived self-efficacy is positively and significantly related to project success.

H4: Perceived self-efficacy mediates the relationship between Empowering leader-

ship and Project Success.

H5: Team cohesiveness moderates the relationship between perceived self-eFFicacy

and project success such that if team cohesiveness is high the relationship will

stronger.



Chapter 3

Research Methodology

In this chapter, multiple methods and techniques have been used to attain accurate

results. Some basic constituents that are discussed under this chapter are related

to research design, sampling techniques, sampling characteristics, instruments, and

reliability of all the variables and items, etc. the details are discussed below in the

chapter.

3.1 Research Design

The prime cause to conduct this research is to evaluate the impact of empowering

leadership on project success. We explored that empowering leadership is about

the leadership style that delegates the power and autonomy among team members

and team members perceived not only shared power but also perceived self-efficacy

from the way they are dealt through empowering leadership that ultimately leads

to self-efficacious people team to project success.

Additionally, the role of team cohesiveness plays a fundamental role in keeping

the project aligned with team member’s skills and knowledge as well as it also

integrates social support among team members that lead the project towards suc-

cess. We employed the team cohesiveness as a possible moderator on perceived

self-efficacy and project success that explains if the project team has cohesion;

it will become capable to achieve project success. On the other hand, interper-

sonal conflicts or individual indifferences can be a cause of project failure. We

27
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targeted project-based companies in Rawalpindi and Islamabad to distribute ques-

tionnaires.

3.2 Type of Study

This study is used to highlight the impact of empowering leadership on Project

success. For this purpose, multiple sectors that are doing project-based businesses

were selected in Islamabad and Rawalpindi. We collected data online through

Google docs as well as by personally meeting the employee at their workplace in

MTBS (medical transcription billing company) and PTCL Company. These com-

panies are selected because of their working nature of projects. The basic purpose

of current dissertation is to investigate leader empowering delegating behavior

upon team members.

Therefore, we selected companies where teams work under leadership to accom-

plish projects. We also ease the recipients by giving them the surety of confi-

dentiality of their given data. Hence, we got an honestly shared response. Our

primary goal is to evaluate the empowering leadership’s impact on project success.

For this purpose, we distributed 500 questionnaires and got 315 response rates.

Truly, 273 questionnaires were filled by the recipients. The selected sample size is

used to generalize the whole population of Pakistan.

3.3 Research Philosophy and Quantitative

Research

We followed the hypothetic-deductive research method to demonstrate our hy-

potheses under the current dissertation and which is based on determinism phi-

losophy. In order to collect data, we also employed quantitative research tech-

niques and to cover the large scale of the population. Researchers had given more

importance to quantitative data type to examine the nature of correlation and

relationship among variables (Hinkin, 1998). Therefore, we collected data in the
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quantitative form to get authentic and valid measures by utilizing questionnaire

instrumentation.

3.4 Time Horizon

Approximately, it took two months for data collection. We collected data in time

lag T1 and T2. In T1, we gathered data about empowering leadership and team

cohesiveness and in T2 we collected data regarding team members’ perceived self-

efficacy and project success. We assigned special code numbers on each question-

naire. To facilitate employees, we provided them the option to fill their names on

the questionnaire, or in case of any privacy issues they can fill in code numbers.

We preferred the choice of respondents to make him comfortable.

3.5 Unit of Analysis

In the unit of analysis, we added the portion of the research that analyzes groups,

social organizations, and social artifacts. For research, we picked one element

from the population for further study is known as a unit of analysis. In the

current dissertation, we are focusing on empowering leadership and its impact on

employee’s perceived self-efficacy and its role in achieving project success. The

whole questionnaire filled by the employee will answer through the Likert scale

about empowering leadership, perceived self-efficacy, project success, and team

cohesiveness. Therefore, we selected individuals as the unit of analysis working in

projects under leadership.

3.6 Population and Sample

3.6.1 Population and Sample Size

The population is individuals working in project-based companies under leadership

in different cities of Pakistan. In Pakistan, now in a rapidly changing business
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environment projects have been considered as an emergent source of competitive

advantage. Pakistan business communities are also attracting foreign businesses

for investment for many reasons. More than 1500 companies are also operating

as project-based in Pakistan and the ratio is increasing day by day. The largest

project is CPEC and others are National Highway Authority, Bahria Town, and

Defense Housing Authority, etc are successfully implemented. To implement cur-

rent research, I recruit respondents online through goggle Docs as well as employee

in a paper-pencil survey.

I met respondents personally and introduced myself to their office settings to make

them comfortable. I also assure them to keep their information confidential and

respect their privacy. I told them about the given information, which will only

use for research purposes and we can also facilitate them by sharing results with

them upon requirement. I have selected companies employing Islamabad in the

public sector. I targeted 50 teams working under project-based organizations.

450 questionnaires were distributed to the team members. The response rate was

300 only. In these 300 questionnaires, 273 questionnaires were truly filled by the

respondents.

3.6.2 Sample and Sampling Technique

We selected a convenient sampling technique for the current dissertation. We

chose it because of the shortage of timing and limited resources that is a key

demand for another type of sampling in research. Moreover, collecting data from

each individual in the population is also a very difficult process which cannot

be implemented without huge resources and approach. The convenient sampling

technique is about randomly picking and choosing organizations for data collection.

Collected responses will predict the authentic picture of the whole population size.

Recipients filled questionnaires at their workplace.

Researcher himself collected the data and the respondents were ensured to keep

their responses private and the given data will only be used for research purposes.

The study was time-lagged. Therefore, after analyzing the empowering leadership
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and the team cohesiveness in the project team, we again visit the teams to collect

the data about perceived self- efficacy and project success with 15 days intervals.

Thus, we got clear and accurate results of our data, demonstrating empowering

leadership impact on employee project success as well mediating role of perceived

self-efficacy and moderation impact of team cohesiveness.

3.7 Instrumentation

The data is collected through adopted questionnaires from different sources. All

variables regarding model i.e. Empowering leadership, Perceived self-efficacy,

Project Success and Team cohesiveness has to be filled by team members. All

the items in the questionnaire were responded to using a 5-points Likert scale

where 1 (strongly disagree) to 5 (strongly agree), unless otherwise stated.

3.7.1 Estimation Techniques

The questionnaire scale has been selected from authentic empirical studies. We

collected the data in English language but the facility for the translation in Urdu

was provided to the respondents, where needed. We also collect data through

online Emails or social media by utilizing the application of google doc. The re-

searchers consider both of the ways authentic for data collection (Church, Elliot,

& Gable, 2001). All variables items such as empowering leadership, perceived

self-efficacy, team cohesiveness, project success were filled by employees. All the

items of the questionnaire are to be filled on 5-points Likert scale where 1 repre-

sents (strongly disagree), 2 represents (disagree), 3 represents (Neither agree nor

disagree), 4 represents (Agree) and 5 represents (strongly agree). The scale was

approved by a reliability test.

• Effect of Empowering Leadership on Project Success (Path-c)

PSi,t = βo + β1ELi,t +

j∑
i=1

λiConi,t + εi,t (3.1)
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Figure 3.1: Research Model impact of Empowering Leadership on Project
Success through Subordinates Perceived Self-efficacy and Moderation of Team

Co hesiveness

• Effect of Empowering Leadership on Perceived Self-efficacy (Path- a)

PSEi,t = βo + β1ELi,t +

j∑
i=1

λiConi,t + εi,t (3.2)

• To Check Whether Perceived Self-efficacy Is Playing Partial or Full

Mediating Role

PSi,t = βo + β1ELi,t + β2PSEi,t +

j∑
i=1

λiConi,t + εi,t (3.3)

• To Check Whether Team Cohesiveness Is Playing Partial or Full Mod-

erating Role

PSi,t = βo + β1ELi,t + β2PSEi,t + β3TCi,t + β4ELTC +

j∑
i=1

λiConi,t + εi,t (3.4)

The questionnaire has 5 sections. The first section is about the demographics

and control variables which must be answered by respondents. In section 2 we

have asked about the empowering leadership scale and the team cohesiveness in

section 3. As it is a time lag study, therefore, we have use lag in 1 to 3 sections.

After the time lag, we again collected data from the same respondents about their

perceived self-efficacy as well project success which resulted due to perceiving
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self-efficacy from empowering leadership. The data was collected by providing

confidentiality assurance to respondents. So, they feel free to provide accurate

data. The questionnaire was distributed 450 in number, but the response rate

was 60%. Only 273 questionnaires got back. Time lag study is the major reason

behind a large number of loss questionnaires.

Data will be analyzed by passing through different procedures i.e. descriptive

statistics, correlation analysis, mean, moderating, and mediating regression. More-

over, it will also prove the acceptance and rejection of hypotheses through results.

Firstly single linear Regression was carried out in other to study the casual rela-

tionship. Then for further analysis, three steps of Preacher and Hayes (2004) were

run. Hence, we separately perform the analysis both for mediation and moderation

by selecting model 1 for moderation and model 4 for mediation respectively.

The simple linear regression analysis has run to affirm that relationship exists be-

tween IV (Empowering leadership) and DV (project success). First of all in step 1,

R square values of control variables has been demonstrated which expresses effect

of control variables on DV (project success) and MED (Perceived self-efficacy). In

step 2 after controlling variables i.e. demographics, we run the direct regression of

IV to DV and IV (Empowering leadership) to MED (perceived self-Efficacy). R

square values are mentioned to express the direct impact of IV on DV and MED.

Beta values are presented to express how much change occur in DV and MED

respectively by changing one unit in IV.

3.7.2 Empowering Leadership

For empowering leadership, we used Ahearne et al.’s (2005) measure. This 12-item

measure has multi-item subscales corresponding to four dimensions: (1) enhanc-

ing the meaningfulness of work, (2) fostering participation in decision making,

(3) expressing confidence in high performance, and (4) providing autonomy from

bureaucratic constraints. Likert-type scales ranging from 1 (strongly disagree) to

5 (strongly agree) were used. Items are “My manager helps me understand how

my objectives and goals relate to that of the project,” “My manager makes much

decision together with me”.
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3.7.3 Perceived Self-Efficacy

We measured perceived self-efficacy new 8-item general self-efficacy (NGSE) scale

developed by Chen, Gully, and Dov (2001). Sample items included “I will be able

to achieve most of the goals that I have set for myself”. The responses will be

obtained through 5 points Likert scale ranging from 1 (strongly disagree) to 5

(strongly agree).

3.7.4 Project Success

Project Success scale advanced by using Aga, Noorderhaven, and Vallejo (2016)

is used that have few objects that measure the venture achievement variable.

The pattern item consists of “The project was completed on time,” “The project

was completed according to the budget allocated” “The outcomes of the project

are used by its intended end-users,” etc. These 14 items were anchored from 1

(strongly disagree) to 5 (strongly agree).

3.7.5 Team Cohesiveness

The four-item scale was developed by (Jarvenpaa, Shaw, & Staples, 2004). The

rating scale ranged from1 (Strongly disagree) to 5 (Strongly Agree). The items

are “I feel that I am a part of the team”, ”My team works together better than

most teams on which I have worked”, “My teammates and I help each other better

than most other teams on which I have worked”, “My teammates and I get along

better than most other teams on which I have worked”.

Table 3.1: Team Cohesiveness

Variables Source Items

Empowering Leadership Ahearne et al.’s (2005) 12

Perceived self-efficacy Chen, Gully, and Dov (2001 8

Team Cohesiveness Jarvenpaa, Shaw, & Staples, 2004 4

Project Success Aga, Noorderhaven, and Vallejo (2016) 14
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3.7.6 Statistical Tool

Firstly, single linear Regression was carried out in other to study the casual re-

lationship between the independent variable “Empowering leadership” and the

dependent variable “Project success”. Regression analysis normally runs for the

purpose to study the impact of understudy multiple factors on the dependent vari-

able. Regression analysis assures that literature is still supporting the acceptance

or rejection of the proposed hypothesis or not.

Then for further analysis, three steps of Preacher and Hayes (2004) were run. In

these three steps, at first, we have to put our dependent variable project success in

the outcome column and then our independent variable i-e empowering leadership

in the IV column and after that, we have to put all the demographics in the

covariant column. Along with all these steps, we chose our Model number to run

test both for mediation and moderation through Preacher and Hayes. Hence, we

separately perform the analysis both for mediation and moderation by selecting

model 1 for moderation and model 4 for mediation respectively.

3.7.7 Reliability Analysis of Scales Used

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

items are used to test over several times for scale. Reliability of scale depicts the

ability of the scale to give consistent results when it is being tested multiple times.

In the current research, we examined the value of Cronbach alpha for an idea

about the reliability of our scale items. This value affirms the internal reliability

of the variables. The value of Cronbach alpha tells about if variables have a link

between them or not. Along it also measures the single construct. Cronbach alpha

has a numeric range from 0 to 1. The higher value depicts the high reliability of

the scale to measure the construct. Value of alpha ranges above 0.7 expresses

reliability and standard. On the other hand, below 0.7 values are considered to

be less reliable in measuring the selected set of the construct. Under the defined

table 3.6, the values of Cronbach alpha have shown about all scales used in the

data.
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Table 3.2: Scale Reliabilities

Variables Cronbach’s Alpha Items

Empowering Leadership 0.82 12

Perceived self-efficacy 0.73 8

Team Cohesiveness 0.7 4

Project Success 0.7 14

Results articulate that Cronbach’s alpha value is up to the standard. It is declared

from the table that all the values of Cronbach alpha for the items used under the

study are above 0.7. The items are depicting the reliability of the scale is up to

the mark.



Chapter 4

Data Analysis and Results

In this chapter, we go through multiple analyses i.e. descriptive statistics, corre-

lation analysis, mean, moderating, and mediating regression. Moreover, we also

prove the acceptance and rejection of hypotheses through results. Overall, we will

briefly explain and provide an interpretation of the analysis and findings of the

data.

4.1 Sample Characteristics

We investigated then choose demographics in the current dissertation. The demo-

graphics are Age, Gender, Qualification, and Experience that also has been used as

control variables and are supported by the literature. In order to compile research

through a single questionnaire, we mentioned all demographics in 1st section of

the questionnaire instrument.

Sample characteristic’s details are following

4.1.1 Age Component

Age is used as a demographic under the current dissertation. We range the values

of age (i.e., 5-9) to neutralize the effect for females; as the females most of the time

reluctant to openly mention their age. Hence, it becomes easy for respondents to

comfortably respond of their age.

37
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Table 4.1: Frequency by Age

Age Frequency Percent

less than 25 31 11.4

25-30 117 42.9

31-34 56 20.5

35-40 45 16.5

41-44 14 5.1

45-50 5 1.8

51 and above 5 1.8

Total 273 100

It has been shown in Table 4.1 that most of the respondents were having ages

between the ranges of 25-30 that has a frequency of 42.9%. 56 recipients were

belonging to the age group of 31-34. 16.5% of respondents were having ages

ranging between 35- 40. Moreover, 11.4% depicting the age of respondents that

falls in the age group of less than 25. 5.1% ratio will be of those employees who

have the age group from 41-44 and 1.8% are those who have an age limit of 54-50

and 51 and above respectively.

4.1.2 Gender

We categorically explained gender in the questionnaire instrument. Th element of

gender is exclusively important for research purposes and the gender-wise nature,

behavior, and attitude of an employee varies a lot. Table 4.2 depicts the ratio

of male and female respondents. We analyze that ratio of male members is more

than female. The table shows that 59% of the respondents were male and 41% of

respondents were female.

Table 4.2: Frequency by Gender

Gender Frequency Percent

Male 161 59

Female 112 41

Total 273 100
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4.1.3 Education Level

We also controlled the element of education that is again a very important con-

stituent in behavioral research. We controlled the level of education because the

level of perceived self-efficacy is more much related to the degree of qualification

of the employee. Moreover, the exposure of employees becomes broad with the

upgradation of their education. In table 4.3 we arrange the range of qualification

from Matric to doctorate.

Table 4.3: Frequency by Education

Qualification Frequency Percent

Matric 0 0

Intermediate 10 3.7

Bachelors 132 48.4

Masters/ M.Phil. 119 43.6

Doctorate 12 4.4

Total 273 100

According to the results, data was collected from qualified team members and no

single respondent was matriculated. The highest ratio is of those respondents who

have done bachelors 48.4% percentage. Subsequently, 119 recipients were masters

and have a ratio of 43.6%. The doctorate is owned by 4.4% of respondents and

3.7% of respondents were those who have intermediate qualifications.

4.1.4 Experience Level

To control the experience of employees is worth taking (Kreiner, & Ashforth, 2004).

The constituent of experience is an important facet of this research. Therefore,

we have a controlled experience level of employees.

The experience ranges from 1-3 years comprises 85 individuals which is 31.1%.

the highest ratio of respondents belongs to the experienced employee who has the

range of 4-6 years. Having 7-9 years job tenure employee’s ratio is 21.2 and 10-12
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years of respondents’ job experience has a ratio of 12.5%. There are no of the

respondents who have a job tenure of more than 13 years.

Table 4.4: Frequency by Job Tenure

Job Tenure Frequency Percent

1-3 years 85 31.1
4-6 years 96 35.2
7-9 years 58 21.2
10-12 years 34 12.5
13 and more 0 0
Total 273 100

4.2 Descriptive Statistics

Descriptive statistics is about numerically defined characteristics in meaningful

form and order. This process also explores perceived findings and measurements

about information. This is the step to analyze the size of sample, standard de-

viation (SD), min and max esteem, mean values of collected data. Mean esteem

depicts average value of all responses. On the other hand, standard deviation de-

clares the variation of resp. ones from the mean value. Moreover, all the findings

and distinctive measurements had been outlined into shape. The collected data

for this examination has been shown in tabular form as confirmed in the following

table. Subsequently, Table represents some noteworthy figures that representing

the whole data.

Table 4.5: Descriptive Statistics

Variables N Min Max Mean S.D

Gender 273 1 2 1.42 0.51

Age 273 1 7 2.74 1.28

Qualification 273 2 5 3.49 0.64

Experience 273 1 4 2.15 1

Empowering Leadership 273 2 5 4.04 0.58

Team cohesiveness 273 1.75 5 3.99 0.68

Perceived self-efficacy 273 1.63 5 3 0.62

Project success 273 2.36 4.86 3.96 0.42
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Table 4.5 reveals a description of the whole data into four segments. Above men-

tioned first segment describes the factor’s name. In the second segment, a sam-

ple size of the population was explained. Subsequently, in the third and fourth

segments, minimum and maximum values have been elaborated on the collected

information. Usually, the classification of gender-based on sexual orientation de-

scribes two points everywhere. Therefore, we also pointed out and differentiate

the gender among two sections 1 for male and 2 for female. In the table of age,

the rated minimum value is 1 and higher is 7. Moreover, the qualification has

been minimum rated point is 2 and highest is 5. The minimum value of 2 explains

that all the participants qualify more than matriculation. For the employee expe-

rience, the minimum value was 1, and the maximum esteemed 4. According to the

above-stated segments, all variables were examined from value 1 to 5 ranges. We

exclaimed mean and standard deviation values in the last two segments. Hence,

mean values and standard deviation values are defined individually. Empowering

leadership has mean esteem of 4.04 and SD is 0.58. The mean value of team co-

hesiveness is 3.99 and standard deviation is 0.68 respectively. The autonomous

variable (perceived self-efficacy) has a mean of 3.00 and SD of 0.62. By going

through this way to find the result, the mean esteem of project success turned up

to 3.96 and a standard deviation of 0.42.

4.3 Correlation Analysis

Correlation analysis is a very important aspect that tells about the nature of

variation among two variables. The variation depicts the variation among two

variables (either in form of increasing or decreasing) is the same or not. That’s

why correlation befalls among the value of -1 to +1. Under this dissertation the

foremost purpose to run correlation analysis is; to determine the association among

empowering leadership and project success, the mediating role of perceived self-

efficacy and the moderation effect of team cohesiveness. This correlation analysis

exemplifies and assures that proposed hypotheses are valid. In the process of

correlation, factors broke down by affecting in the same or inverse course while

eliminating the zero association. Whenever there is a positive association, it means
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both variables are equidistant while increasing or in decreasing mode. On the other

hand, correlation explicates the association of increasing and decreasing between

both variables either one variable move inversely while the other increases or both

moves in parallel form.

Pearson correction analysis analyzes the correlation coefficient that determines

the dependence among two estimates. The correlation coefficient had limit ranges

between -1.00 to +1.00 (according to positive and negative signs values explicit

positive or negative association among the factors). Moreover, a value varies from

-1.0 to -0.5 or 1.0 to 0.5 considered to be having a high correlation and ranges

from -0.5 to -0.3 or 0.3 to 0.5 is moderately correlated. Hence, 0 value depicts of

zero correlation exist among variables.

Table 4.6: Correlation Analysis

Sr. no Variables 1 2 3 4

1 Empowering leadership 1

2 Team cohesiveness .537** 1

3 Perceived self-efficacy .672** .463** 1

4 Project success .659** .466** .647** 1

N=273, * p<0.05, ** p<0.01

Correlation values are positive and identify the nature of the relationship and de-

picting the magnitude of variables. In table 4.6, values demonstrate the positive

nature of variables and also manifesting their significance level. According to the

correlation table, variables are moderately correlated with current research. In the

table, we found a positive and significant relationship of correlation exist among

empowering leadership and perceived self-efficacy where r = 0.672 and p value

is less than .01. Therefore, it is declared that positive and significant correla-

tion exists among IV (empowering leadership) and MED (perceived self-efficacy).

Moreover, empowering leadership is positively and significantly correlating team

cohesiveness where r = 0.537 and p<0.01. Additionally, result demonstrated the

positive and significant correlation of empowering leadership and project success

(r= 0.659 and p < 0.01). values explicate that Empowering leadership is highly
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correlated with Project success. Perceived self-efficacy is highly and significantly

correlated with project success where r = 0.647 and p < 0.01. Project success

is highly and significantly correlated with team cohesiveness with r =.466 and

p< 0.01. Perceived self-efficacy is also highly and significantly correlated with

team cohesiveness with (r=0.463 and p < 0.01). Results reveal the positive as-

sociation between the dependent variable (project success), mediator (perceived

self-efficacy), an independent variable (project success) whereas moderator (tam

cohesiveness) has a significant association with perceived self-efficacy and project

success.

4.4 Regression Analysis

It is declared that correlation analysis explores the positive and negative associa-

tions between variables. To examine the causal relationship between variables we

need to run regression analysis. A causal relationship explains about change of

one unit will bring variation in dependent variable. So, through this analysis we

come to know about how much change has been occurred in dependent variable

due to one unit change in independent variables.

Additionally, it also defines the other variables that affecting the dependent vari-

able. Therefore, correlation analysis has lacked information about connections

between factors. The regression analysis provided information regarding cause-

and-effect relationship between variables. So, Baron & Kenny (1986) identified

one method to proceed with regression analysis. But in the current dissertation,

we complete the process through the Hayes method both for mediation and mod-

eration. Hayes is the method of convenience and suitable to the study. Moderation

regression analysis is conducted to examine the interaction of team cohesiveness

on perceived self-efficacy and project success. Hence, mediation regression anal-

ysis was conducted to examine the mediation effect of perceived self-efficacy on the

relationship of empowering leadership to project success. According to the pro-

posed study dependent variable is project success we regress the analysis which is

shown in table 4.7.
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Table 4.7: Regression Analysis Results for Project Success

Perceived Self-Efficacy Project Success

Predictor

Step 1

R2 ∆R2 R2 ∆R2

IV: Empowering leadership

Control variables 0.147 0.124

Step 2

Empowering leadership .672*** 0.474 .327*** .454*** 0.443 .319***

Mediator: Perceived self-efficacy

Step 1

Control Variables 0.124

Step 2

Perceived self-efficacy .414*** 0.436 .312***

Control Variable: age, education, organization tenure, job tenure, organization size N=250, ***p<0.001, **p<0.01, * p<0.05. Value

incongruence and intention to quit:
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Table 4.7 delineates the result of hypothesis testing. Hypothesis 1 affirms the

positive association between empowering leadership and project success. The re-

sult also exemplifies the direct and positive association of empowering leadership

and project success. Our primary step was to control the demographics i.e. Age,

education, gender, and experience by utilizing the process of one-way ANOVA.

Afterward, the steps are to investigate the result through regression analysis. The

above-mentioned table defines the degree of one unit changes in the independent

variable (empowering leadership) brings an adjustment in the dependent vari-

able (project success) of .454 with a significant p-value of 0.000 that addresses

profoundly connection between empowering leadership and project success. So,

Hypothesis 1 is accepted.

4.4.1 Empowering Leadership and Perceived Self-Efficacy

Understudy the 2nd hypothesis reveals that empowering leadership has a positive

and significant association with perceived self-efficacy. Stated result figures also

prove to strengthen the level of the proposed hypothesis. We regress perceived

self-efficacy on empowering leadership and accumulated result determines that

standards are meeting the threshold values. Regression analysis of empowering

leadership has a strong connection with employee perceived self-efficacy. The

R2=.474 and = 0.672, while P = 0.000 depicts the positive and significance of the

direct relationship between empowering leadership and perceived self-efficacy. So,

thus, it verifies the acceptance of hypothesis 2.

4.4.2 Perceived Self-Efficacy and Project Success

3rd hypothesis also intended a positive relationship between perceived self-efficacy

and project success. According to the above-mentioned values in table 4.3, it shows

that one unit change in perceived self-efficacy brings about 0.414 (DV coefficient)

change in project success where p=000, demonstrate the significance of relationship

and R2=0.436.
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Table 4.8: Mediation Analysis

Effect of IV Effect of M The total ef- fect The direct effect Bootstrap Results

For Indirect Ef-

fects

DV on M on DV of IV on DV of IV on DV

(a path) (b path) (c path) (c’ path)

B T B T B T B T LLCI 95% ULCI 95%

VI .67*** 12.8 .25*** 6.2 .45*** 12.3 .28*** 6.5 0.1007 0.2372

Control Variables: gender, age, education, experience N=273, ***p<0.001, **p<0.01, * p<0.05, No. of bootstrap resample = 5000 *IV

=Empowering leadership, M =Perceived self-efficacy , DV = Project success.
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A simple linear regression analysis was conducted to evaluate how well an em-

ployee’s perceived self-efficacy predicts the degree of achieving project success.

The demographics were controlled in the first step and project success was added

in the second step to check the potency of the relationship. On that basis of re-

sults, we can ascertain the significance level of the result and about acceptance of

hypothesis 3. Hence we finalize that all prior 3 hypotheses are accepted.

In hypothesis 4, we propose that perceived self-efficacy mediates the relationship

between empowering leadership and project success. We argue that if the team

works under empowering leadership in the project, then the team will more likely

to achieve the goal of project success as each employee in the team individually

perceives self-efficacy from empowering leadership that plays a key role in attaining

project success. The process of perceiving self-efficacy triggers the self-directedness

system in individuals, improve their job performance, and ultimately it becomes

a central phenomenon of the whole team. Hence the whole team of self-efficacious

employees would generate positive self-belief that they can achieve project success

and most likely they achieved.

Thus, this mechanism leads the team towards project success. We have run this

mediation test on SPSS Hayes (2013) PROCESS macro by applying model 4. In

the next step, we investigate multiple paths a, b, c, and c’ respectively. According

to Preacher and Hayes process, there are total three effects that have to ascertain

total effect, direct effect, and indirect effect.
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Total Effect

The total effect demonstrates the effect of IV empowering leadership on DV project

success. The total effect of empowering leadership on project success is 0.45 with a

significant p-value of 0.000. It displays that 45% variance occurs in project success

due to empowering leadership. The lower limit of bootstrap is .1007 and the upper

is .2372 and zero is absent in the 95% certainty interim. Hence, we concluded that

H4 is accepted.

Direct Effect

Through the result of direct effect, we find out the effect of IV empowering lead-

ership on DV project success with the effect of mediating role of perceived self-

efficacy. Hence, we found the outcome with the presence of mediation perceived

self-efficacy B = 0.28 with the significant p-value (P = 0.000). Eventually, we

compile the result with disclosure about variance occurs in project success 28%

while in presence of perceived self-efficacy. The bootstrap limits also have no zero

between lower and upper limits.

Indirect Effect

The indirect effect demonstrates the existence of mediation i.e. perceived self- effi-

cacy mediates the relationship between empowering leadership and project success.

The bootstrap values are predicting the significant results because there is the ab-

sence of zero value between both limits lower limit and upper limit. The lower

limit and upper limit are .1007 and .2372 individually. Therefore, the results are

supporting the H4 and this hypothesis is accepted.

4.4.3 Moderation Analysis

For moderation analysis, we employ model 1 of Process macro through SPSS Hayes

(2013). Under this hypothesis, we hypothesized that team cohesiveness moderates

the relationship between value perceived self-efficacy and project success.
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Table 4.9: Moderation Analysis

DV Effect of

PSE

Effect of Effect of

PSE

Bootstrap Results

for

on PS TC on

PSE

×TC on

PSE

Indirect Effects

LLCI

95%

ULCI

95%

MD .34*** 8.6 .14*** 3.9 0.08 2.15* 0.0074 0.1671

N=273, * p<0.05, ** p<0.01, *** p<0.001, No. of bootstrap resample = 5000 *

PSE=Perceived self-efficacy , PS =project success, TC = team cohesiveness.

We have conducted the result of hypothesis 5. The table explains the results of

moderation analyses. It is found that the interaction term of team cohesiveness

and perceived self-efficacy displayed a significant result. According to the above-

mentioned table value effect of (MED) perceived self-efficacy on (DV) project

success is significant where B=.34 with the significant p-value (P = 0.000). The

bootstrap values also demonstrate a significant relationship, upper limit, and lower

limit are (.0074 .and .1671 respectively) thereby accepting hypothesis 5 and pro-

posed that team cohesiveness moderates the relationship between perceived self-

efficacy and project success such that the relationship strengthens in the presence

of team cohesiveness.

The result of moderation is also supported through the moderation graph shown

in figure 4.1. The upward slope of lines indicating a positive association exists

among perceived self-efficacy and project success. In the figure, orange line per-

sonify high team cohesiveness (TC). On the other hand, blue line reflects low team

cohesiveness. The slope of lines symbolizing relationship exists between IV and

DV. Orange line lies above the blue line and has steeper slope. This slope of or

age line depicts that in the case of high TC, the association between perceived

self-efficacy and project success becomes more strengthen. Blue line also with-

steeper slope expresses that in case of low TC, the association between perceived
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buffering role and directions of moderation (team cohesiveness).

Figure 4.1: Interaction Graph

Table 4.10: Summary of Accepted and Rejected Hypotheses

Hypothesis Statements Results

H1 Empowering Leadership is pos-
itively and significantly impact
on project success

Accepted

H2 Empowering Leadership has a
positive and significant impact
on perceived self-efficacy

Accepted

H3 Perceived self-efficacy has a pos-
itive and significant impact on
project success

Accepted

H4 Perceived self-efficacy mediates
the relation- ship between em-
powering leadership and project
success

Accepted

H5 Team cohesiveness moderates
the relationship between per-
ceived self-efficacy and project
success

Accepted

self-efficacy and project success becomes weaker. Above mentioned graph clarifies



Chapter 5

Discussion and Conclusion

5.1 Discussion

In this chapter, we will discuss about the study and the prime motive to conduct

this study. We will also answer those questions which left unanswered and are

essential to conduct study in Pakistani context. Empowering leadership and its

impact on employee has been very marked and intact area in project based or-

ganizations. The role of perceived self-efficacy also posits broad range of positive

attitudes among employees that help them in form of better job performance, mo-

tivation, self-belief etc. but in current dissertation we investigated the perceived

self-efficacy and its impact upon project success. We took it as mediation between

empowering leadership and project success which has been unstudied before. Per-

ceived self-efficacy is the level of employee’s efficacy that he perceives and develops

in himself from his leader. Literature also affirmed that employee with higher self-

efficacy has great confidence in him regarding his/her abilities, skills that he/she

can conduct the things in better way and can create the workplace condition to

achieve goal (Ozyilmaz, Erdogan, & Karaeminogullari, 2018). Therefore, self- ef-

ficacy of employee impacts on success of project; consequently, project success

actualized. We collected data from Pakistan. In proposed hypotheses, the first

hypothesis discusses about positive correlation among empowering leadership and

project success. The results also manifest that there is positive and significant

relationship among empowering leadership and project success. Moreover, all hy

51
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potheses 2, 3, 4 and 5 got accepted and results also approved them. Previous

studies also support these hypotheses.

The detailed discussion on each hypothesis is given as following:

5.1.1 H1: Empowering Leadership is Positively Related to

Project Success

This assumption is acknowledged. Results show the significant positive and signif-

icant relationship between EL and PS (B= .45, t= 12.3, P= .000). The regression

results express the t value is equal to 12.3 which depicts the significance of the

relationship and exemplifies the quality of indirect relation statistically between

EL and PS. The value of the B coefficient turns out to be .45 that formulates the

one unit change in Empowering Leadership will bring 45% variation in project suc-

cess. The leadership phenomenon has more influence on project-based outcomes

because of the competencies and skills of the leader (Geoghegan & Dulewicz, 2008).

The role of a leader has a great impact in achieving organizational stability and

transformation (Bass, 1985).

Leadership is something very influential on human behavior and the aspect of

leadership can also help in achieving the goals of the project team (Dulewicz &

Higgs, 2005). Leadership is a very productive expression and is necessitate for

project success (Nixon, Harrington, & Parker, 2012). In the domain of team

leadership, empowering leadership has been identified as emerged and dominant

perspective (Sharma & Kirkman, 2015; van Knippenberg, 2017). We have already

discussed the role of empowering leadership and found it as a cornerstone of team

effectiveness.

When we analyze the empowering leadership in the project team, it reflects the

same empowerment in followers and team member’s overtime. It is also concluded

through previous research that the behavior of leader impacts team members and

they started behaving and acting in the same way as the leader behaves to them

directly reciprocally. Hence, related to this aspect, a leader’s power delegating

aspect influences follower and they become more determined in keeping and main-
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training the goal of project success sustained (van Knippenberg, Giessner, Sleebos,

& van Ginkel, 2021).

So, we hypothesized that empowering leadership is positively associated with

project success and previous research also supports our hypothesis (Aga, Noorder-

haven, & Vallejo, 2016; Nixon, Harrington, & Parker, 2012). Additionally, the

results also support and confirm the acceptance of our first hypothesis. Formerly,

we discussed the qualities of empowering leadership includes employee care, coun-

seling, giving respect to the employees, and foster them to take part in decision

making, coaching, etc. These elements and characteristics of empowering leader-

ship in project-based companies helpful in developing a trustworthy and encour-

aging environment among the project team. Research identifies that empower-

ing a leader’s relational-oriented behavior creates strong interpersonal connections

among team members (Kim, Beehr, & Prewett, 2018).

Hence, employees feel satisfies and resourceful in doing the job with empowering

leadership and demonstrate the desirable attitudes and behavior at the workplace.

They use their autonomy in a better way to show competence and skill at doing the

job as they are motivated enough intrinsically. When employees feel intrinsically

motivated and have high job satisfaction, additionally, social support, positive at-

titude, and also job engagement among team members lead the project towards

success. Moreover, LMX theory also reveals the existence of an indirect relation-

ship between empowering leadership and project success. LMX theory posits the

two sides of a relationship known as a dyadic relationship about work: 1) from

the leader and 2) from the follower side. This theory explains the quality of rela-

tionships among leader and members or followers. When there is a good quality

of relationship among individuals and leader, they can achieve the goal of project

success by mutual coordination (Ferris et al., 2009). With the alignment of this

theory, empowering leadership conducts good quality relationship among leader

and members that play a key role in creating effectiveness of relationship and

hence to achieve the goal of project success. Empowering leadership and mem-

ber’s autonomous and positive attitude towards jobs determines the goal achieving

outcomes at work in form of project success (Brower et al., 2000; Uhl-Bien, 2006).
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5.1.2 H2: Empowering Leadership is Positively Related to

Perceived Self-Efficacy

The proposed second hypothesis ‘Empowering leadership has a positive and signif-

icant impact on employee perceived self-efficacy’ is accepted and the given result

supports this hypothesis. Result demonstrated the conspicuous relationship ex-

ist between empowering leadership and employee perceived self-efficacy (B= .67,

t= 12.8, p= .000). Empowering leadership has t value of 12.8 that declares the

high importance of relationship. The threshold t value is more than 2, which

demonstrates that the results are fair and up to standard. Hence, the remarkable

t estimation that is 12.8 is evidence for a measurably noteworthy connection of

empowering leadership and perceived self-efficacy. B coefficient value is .67 that

explains the meaningful relationship between empowering leadership and employee

perceived self-efficacy. It also expresses that with one unit change in empowering

leadership; the employee will perceive 67% self-efficacy from leader.

Hence, literature also supports this relationship. Empowering leadership plays a

vital role in developing positive emotions, attitudes and developing positive behav-

ior among employee such as creativity, psychological ownership, job satisfaction,

citizenship behavior (Amundsen & Martinsen, 2015; Dewettinck & van Ameijde,

2011; Fong & Snape, 2015; Raub & Robert, 2010; Zhang & Bartol, 2010; Van

Dyne & Pierce, 2004). Empowering leadership creates and develops multiple ele-

ments in employees i.e. leading them to work with liberty, give followers power and

autonomy, developing support to them, give them challenging work that enhances

their level of competence and self-directedness. Moreover, the employee feels like

an integral part of the team and project which ultimately creates in the employee

the sense of responsibility and association, pos- session towards the project that

makes him liable for succeeding of the project (Kim, Beehr, & Prewett, 2018).

Under this dissertation, it is enunciated that how empowering leadership raises

self-efficacy among team members. The answer to this question is through ap-

preciating and encouraging them for team discussion and motivating them for

decision making as well as by delegating responsibilities upon them. This is why

an employee considers himself a worthy team member. Resultantly, employees are
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intrinsically motivated to do the best at the job and do extra effort to achieve the

project’s success. Moreover, he is confident about his skills and knowledge and

thus he became self-efficacious (Fong & Snape, 2015; Vecchio, Justin, & Pearce,

2010). Through this hypothesis, we shed the light on a mechanism that explains

empowering leadership’s impact upon employee self-belief and self-directedness,

and self-determination. We also drew this link through LMX theory that is a

primary excerpt from the social exchange theory. LMX theory points out the

dyadic relationship between leader and each member of the team. The supervisor

or leader has an independent relationship with each employee in the team that

evolves and is based on the expectations and satisfactory level of both parties

upon each other (Graen & Uhl-Bien, 1995). According to the researcher, LMX

identifies the employee parameters about his leader, and he also measures the level

of quality relationship between the leader and himself (Anand et al., 2011; Ozer,

Chang & Schaubroeck, 2014). There are two types of relationship high versus low-

quality relationship. When there is a high-quality relationship exists, it not only

for the economic benefit but also for both parties (leader and members) to have a

mutual interest. They trust each other. They also feel responsible, and liable to

gain project success. These characteristics demand from themselves to attain good

results by doing extra effort mutually (Liden & Maslyn, 1998; Uhl-Bien &Maslyn,

2003; Loi, Mao, & Ngo, 2009; Sparrowe & Li- den, 2005; Liden &Vidyarthi, 2011).

Hence, through literature and results, it is proved that empowering leadership has

a positive impact on employee perceived self-efficacy.

5.1.3 H3: Perceived Self-Efficacy is Positively Related to

Project Success

Perceived self-efficacy is positively related to Project Success. This hypothesis got

accepted and the results support it. Results manifested a positive and significant

relationship between perceived self-efficacy and Project success. Perceived self-

efficacy has esteem value (B= .41, t= 12.1, p= .000). Perceived self-efficacy has

t value of 12.1 which declares a meaningful relationship between perceived self-

efficacy and project success. The t esteem is more than 2 exclaim the results are
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fair and satisfactory. Hence, the exceptional t estimation which is 12.1 narrates

accepted noteworthy association of relationship. B coefficient value is .41 that

explains the relevant relationship between perceived self-efficacy and project suc-

cess. It also expresses that one unit change in perceives self-efficacy will bring 41%

adjustment in project success. Our hypothesis demonstrates that self-efficacy is

the employee’s self-belief, self-determination, and self-directedness, that compar-

ing a whole system of self-regulatory which strengthens the positive attitudes at

the job and demolishes the negative effects of the workplace. Bandura (1986) has

elaborated the term self-efficacy as a belief of people upon their skills, capabilities

which helps to mobilize motivation that is very essential to achieve the goal.

Therefore, the team of persons with high self-efficacy as well as empowered and

autonomous has strong communication skills which most probably achieve the goal

of project success. Self-efficacy is a great source of employee’s better performance,

good behavior, and improved in-role performance. Hence, a team of such mem-

bers that mainly perceive self-efficacy from their leader is very capable to meet

the situational demands and achieve the goal of project success. Additionally, per-

ceived self-efficacy has little difference from self-efficacy. Self-efficacy is a broader

aspect while perceived self-efficacy deals with the discrepancies between goal and

perceived efficacy performance that can be contracted or expanded. Perceived

self-efficacy is defined as “a judgment regarding the aptitude of an individual to

organize and execute performances, while the expectation of a result is a judgment

regarding the probable consequence of such performances” (Bandura 2003, p. 39).

Every person in the team has efficacy variations. Some individuals have high self-

efficacy and some are with low efficacy. According to Bandura’s view, Perceived

self-efficacy is related to four sources of information: the active mastery of expe-

riences, vicarious experiences, verbal persuasion, and physiological and affective

states (Bandura 1991; 1997; 2003, p. 124). Under this dissertation, we identi-

fied the characteristics of empowering supportive leadership and encourage team

members for decision making, delegate power but also plays the role of leader

as a role model to control the team members to be stick upon their motive to

lead the project towards success, inspiring team members for information sharing

and collaboration, reduced communication gap, etc., that are perfectly associated
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with four sources of perceived self-efficacy declared by Bandura (2003) and team

members inversely perceives self-efficacy from empowering leadership. Moreover,

perceived self-efficacy is about achieving the goal that is set by the leader. There-

fore, when team members perceive self-efficacy from empowering leadership, they

mobilize their efforts to achieve the project success. Hence, it is affirmed that

perceived self-efficacy leads the project towards success.

5.1.4 H4: Perceived Self-Efficacy Mediates the

Relationship between Empowering Leadership and

Project Success

Perceived self-efficacy mediates the relationship between empowering leadership

and project success. Hypothesis got acknowledgment. Results are significant of

hypothesis. Affirmed upper limit is .2372 and the lower limit is .1007 proclaimed

through an un-standardized regression co-efficient. Both upper and lower limits

are positive and there is no zero in the boot strapped95% interval around the

indirect effect of the relationship of empowering leadership and project success

through the mediating role of perceived self-efficacy.

As we earlier identified that employees with self-belief are more confident about

their capabilities and owe a strong self-regulation system, as well as they, are also

persistent in their work; these are the characteristics that become a root cause of

their goal attainment. We hypothesize that perceived self-efficacy mediates the

relationship between empowering leadership and project success. We answer this

question that how perceived self-efficacy leads the project to success by collecting

data. Moreover, past studies also support our hypothesis. Self-efficacy is self-belief

and the term perceived self-efficacy is about team members are perceiving efficacy

from empowering leadership. After perceiving self-efficacy employee becomes able

to self-regulate, self-direct, and self-renewal themselves (Bandhura, 2003). Mean-

while perceiving self-efficacy from empowering leadership, In the process of self-

regulation, team members self-monitor their activities, cognitions, and workplace

conditions. Then they pick and choose those goals that are necessary to achieve the
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project success. Empowering leadership also influencing team members through

motivating, guiding them. Additionally, self-efficacious employees are motivated

and guide themselves also by putting effort and skills into the project after realizing

the challenges to achieve project success. In the team, some employees are highly

self-efficacious and some are lower in perceived efficacy. Thus, Bandura (1991b;

Locke & Latham, 1990; Seo & Ilies, 2009) examined that the employee with lower

efficacy tries to reach the goal of project success by doing extra hard effort to

achieve it because employee adjusts their goals by keeping their motto to attain

project success according to the self-belief, capabilities, and skills as in the result

of perceived self-efficacy. On the contrary, team members with high self-efficacy

need less effort to attain the desired level because they have set a higher standard

for themselves and hence they have to set lower standards to achieve and they

also slacken their efforts. Conclusively, all team members have the same goal to

achieve the project success. They try to reach the goal by mobilizing their efforts,

capabilities and by the support of leadership. So, it is accepted that perceived

self-efficacy mediates the relationship between empowering leadership and project

success.

5.1.5 H5: Team Cohesiveness as Moderator

‘Team cohesiveness moderates the relationship between Perceived self-efficacy and

Project success; such that if team cohesiveness is high then the relationship be-

tween Perceived self-efficacy and Project success would be stronger’ this hypoth-

esis got to acknowledge. As the aftereffects of the present investigation indicates

unimportant relationship (B= .08, t= 2.15, P= .03). Team cohesiveness has the

B coefficient estimation of .08, which demonstrates the level of the relationship.

As the t esteem is 2.15, which demonstrates that the outcomes are significant. In

this way, in this theory, the t estimation of 2.15 manifests that there is a signifi-

cant link of team cohesiveness as an arbitrator between perceived self-efficacy and

project success. What’s more, the B co-effective turns out to be .08 which demon-

strates that if there is a one-unit change in team cohesiveness then it will bring

a positive impact of 8% on the relationship of perceived self-efficacy and project
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success by strengthening the relationship. There could be many reasons for the

acceptance of the hypothesis. We hypothesize team cohesiveness as a moderator

on the relationship of perceived self-efficacy and project success. The literature

identified group cohesiveness as a social and motivational force among team mem-

bers. Team cohesiveness depicts the willingness of team members to live with that

team and they also attract towards teamwork. Team cohesiveness improves the

team member’s performance (Beal et al., 2003).

When a team is working with high cohesiveness, the team members are motivated,

feel team pride, coordinative to each other and have high task commitment, strong

interpersonal interaction that leads to the better team performance; resultantly to

attaining project success (Dailey 1978; Evans and Dion 1991; Mullen and Cooper

1994; Levin and More- land 1990). The project team members are not only having

team cohesion as they perceive self-efficacy to achieve the same goal; they also have

task cohesion.

The literature identified that some people are more efficacious and they set high

goals for themselves, but some are with low efficacy do not set their own goals.

While perceiving self-efficacy all team members need to set one goal for which

they are motivated by leadership. Hence, the team cohesiveness creates strong

social cohesiveness among team members and creates team effectiveness and they

jointly work hard to achieve the goal. Moreover, Group cohesion is a team process

variable defined as “the resultant of all forces acting on members to remain in

the group” (Festinger, Schachter, & Back, 1950, as quoted and cited in Dobbins

& Zaccaro, 1986: 204). Cartwright and Zander (1968) enunciated that member’s

attitudes and behavior who are working under a group or team are influenced by

the group cohesiveness. Consequently, the team members in a project; responded

the same way as they were influenced by empowering leadership, and intrinsic

motivation also affect them. Moreover, cohesiveness among team fosters the each

member to aligning personal goals and objectives with the project’s output and

objectives. So, the team cohesiveness stands out the whole team as a single unit

and the cohesiveness also attracts members to live in the same team so they work

hard for the betterment of the whole team. Hence, they achieve the project success
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goal. Thus, we can exclaim that team cohesiveness strengthens the relationship

among perceived self-efficacy and project success.

5.2 Main Findings

The given concept of empowering leadership upon project success is vitally ac-

cepted and needs more studies. Empowering leadership and its impact on follow-

ers’ well-being, psychological empowerment, efficacy and performance have been

studied before but the role of empowering leadership in the project needs more

attention. Due to empowering leadership, employees demonstrate high job engage-

ment, creativity, and task commitment. Researchers found empowering leadership

posit positive impact and develop positive attitude and behavior that becomes the

root cause for better performance, but in the project domain, there is a lack of

studies of empowering leadership. It is an untouched area and should be stud-

ied. The purpose of the current study was to inspect the association between

empowering leadership and its impact upon project success within an integrative

framework under the underpinning assumptions of LMX theory. Under this frame-

work mediating effect of perceived self-efficacy has been examined and moderation

of team cohesiveness on the association of perceived self-efficacy to project success

has been tested. Based on the leader-member exchange theory, the findings are in

line with the proposed hypotheses, leader members’ quality relationship can lead

to better task performance Li & Hung (2009).

LMX is originally driven through Homans’s (1961) social exchange theory that

explains the exchange process fosters the individuals to minimize cost by maxi-

mizing the profit mutually. So, the quality of exchanging or the relationship of

leader and follower set the attitude and behavior of both parties (Li et al., 2012).

Empowering leadership and its role of delegating power as well as raise efficacy in

employees creates a sense of employee indebtedness in the form of a favor exchange

(Li et al., 2012). LMX theory identifies that employee indebtedness induces on

different levels i.e consideration, control of organizational resources, competence,

and trust (Li et al., 2012) Employees also perceive self-efficacy from empowering
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leadership and the sense of indebtedness create a feel of an obligation to work

harder in employee. Subsequently, this exchange process leads to desirable project

outcomes. The current study investigates the antecedent of project success. We

collected data to conduct the study through questionnaires that were disseminated

in multiple organizations based on projects and are of the public sector.

This study and the proposed hypotheses are being supported through LMX theory.

On the whole, 500 questionnaires were distributed but the response rate was 273

that are truly filled for further analysis. Current study is remarkable innovation

under the project domain and there is still room that is not researched before.

The suggested model is supported through previous studies as well as the result

exhibits all hypotheses H1, H2, H3, H4 and H5 are accepted alongside the context

of Pakistan.

5.3 Theoretical Implications

Prevailing research presents theoretical implications that will be helpful for fu-

ture researchers to work further on different domains of empowering leadership.

The ongoing study developed the relationship between empowering leadership and

Project success. Empowering leadership is about a leadership style that provides

autonomy and power to its followers and also involves team members in all mat-

ters for the project as well as work as a driving force to attain the goal of project

success. Consequently, employees perceive self-efficacy from leadership and they

self-direct themselves, mobilizes inner skills, abilities to achieve the set goal of

project success. Whereas empowering leadership has been studied with multiple

factors i.e. knowledge sharing, performance, creativity, work engagement (Lee,

Idris & Delfabbro (2017) Srivastava, A., Bartol, & Locke, E. A. (2006).

But in this modern research, the impact of empowering leadership on project

success is mainly studied which has not been touched before with the mediating

role of perceived self-efficacy and moderating role of team cohesiveness. Moreover,

empowering leadership can be studied in the future with multiple factors i.e the

follower’s perception about empowering leadership and the role of the project team
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to shape and constrain the leader behavior, etc. there should also study that how

empowering leadership deals with incivility in workplace, workplace bullying, and

how it mitigates negative the effect to lead the project towards success.

The present study investigated the role of team cohesiveness as a moderator on

the relationship of perceived self-efficacy and project success. Future studies can

add different contextual and depositional moderators that can weaken the rela-

tionship i.e. bully workplace, individual indifference, high perception of politics.

At last, the present study has not mentioned any particular industry to establish

a comprehensive framework of empowering leadership. In the future, researchers

can select any particular industry

5.4 Practical Implications

The present study has identified the positive relationships between empowering

leadership and Project success. Thus, this study has explicit some unique points

that are equally important for the managers, employees, and the project organi-

zations as a whole. Leadership has a meaningful impact on the workplace and is

a vital area that should be studied and has scope and research gaps. Therefore,

we selected empowering leadership and its impact upon project success. Hence,

the present study is also worthy for the project managers. Data have been com-

piled up through a questionnaire survey and circulated in the project organization

around Pakistan. The proposed research and hypotheses support LMX theory

and the dyadic relationship between team members and leader. This study has

fulfilled all the assumptions and accepted.

By examining the impact of empowering leadership on project success, this study

adds a very unique aspect of project leadership style oversight from past literature

of project success. In this study, new relationships have been interpreted. The

role of empowering leadership in project is unique and compelling aspect that

need more studies. The role of empowering leadership is very much capable in

power distance culture such as Pakistan. The delegated power and authority to
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team members make them feel confident upon their abilities, skills and knowledge

which is helpful for innovative ideas and creativity.

This study is equally important for managers, subordinates, supervisors, and em-

ployees, because emerging ratio in online jobs and tasks demands power and au-

thority should delegate to the followers. Doing job from home is a great issue

during COVID-19 pandemic. And this transformation in whole world has create

this notion and thought that power should be delegate the employee so they can

work hassle freely with their set belief and knowledge. For project managers, the

research depicts that there is a dire need to understand the empowering lead-

ership and try to flourish and trained the empowering leaders for project-based

organizations so that project success can made.

5.5 Limitations and Future Research

The usage of convenience sampling is a great limitation. Convenience sampling

is used to collect data randomly from a large population. So, this sampling tech-

nique has been used because of time shortage. Small sample size is another lim-

itation. Limited geographical area can be a limitation to be removed by future

researchers. Current study brings several shortcomings that can be overcome by

future researchers. Data were collected only from Islamabad and Rawalpindi. Sec-

ondly, it is collected from various industries and multiple sectors but this study

needs repeated research in future. The people can conduct research on specific

industrial area such as only multinational projects working in Pakistan. Thirdly,

the study has been conducted only in Pakistan that could raise the question of

cultural influence. Therefore, future researchers can examine these relationships

beyond this limit cultures or countries. Future researchers can take step forward

by taking into consideration to get authenticity of results. At last, current study

has only taken into account the conditional factors such as perceived self-efficacy

for examining the relationship between empowering leadership and project suc-

cess. Future researchers can investigate other contextual and conditional factors

such as positive affectivity, workplace incivility, etc.
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Appendix-A

Survey Questionnaire

Dear Respondent

I am student of MS Management Sciences at Capital University of Science and

Technology (CUST) Islamabad. I am conducting a research on “Empowered

Leadership impact on Project Success through Perceived Self- Efficacy

Moderation of Team Cohesiveness” as partial requirement of my degree. You

can help me voluntarily by filling this questionnaire, which would be interesting

for you. It will take 8-10 minutes of yours precious time. If for any reason you

are not ready to participate, please feel free to decline. The findings from this

survey will be purely used for academic purposes and the answers you will provide

will be kept confidential and cannot be disclosed to anyone. If you wish to be

informed of findings of this study, the finding will be shared with you as a report

discussing aggregated resulted only. Your co-operation will be highly appreciated

in this regard.

Please read the instructions carefully and answer the questions. There is no right

or wrong question, please answer the questions on the basis of yours understanding

and perception.

Sincerely, Sohaib Nasim

MS Management Sciences Student

Department of Management and Social Sciences

Capital University of Science and Technology, Islamabad

sohaibnasim9@gmail.com
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Name of the Organization.......................

Supervisor ID:....................

Supervisor Name:..................

Section 1: Demographics

Gender 1- Male 2- Female

Age(years) 1 (Less than 25), 2 (25-30), 3 (31-34), 4 (35-40), 5 (41-

44), 6 (45-50), 7 (51 or above)

Education 1 None, 2 School, 3 College, 4 University, MPhil/PhD

Experience(years) 1 (1-3), 2 (4-7), 3 (8-11), 4 (12-15), 5 (Over 15)

Section 2: Empowering Leadership

Please tick the relevant choices: 1= strongly disagree, 2= Disagree, 3

= Neutral, 4= Agree, 5= Strongly Agree.

Sr. No Statement

1 My manager helps me understand how my ob-

jectives and goals

1 2 3 4 5

relate to that of the project

2 My manager helps me understand the impor-

tance of my work to

1 2 3 4 5

the overall effectiveness of the project

3 My manager helps me understand how my job

fits into the bigger

1 2 3 4 5

picture.

4 My manager makes many decision together

with me.

1 2 3 4 5
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5 My manager often consults me on strategic de-

cisions.

1 2 3 4 5

6 My manager solicits my opinion on decisions

that may affect me.

1 2 3 4 5

7 My manager believes that I can handle de-

manding tasks.

1 2 3 4 5

8 My manager believes in my ability to improve

even when I make

1 2 3 4 5

mistakes.

9 My manager expresses confidence in my ability

to perform at a

1 2 3 4 5

high level

10 My manager allows me to do my job my way. 1 2 3 4 5

11 My manager makes it more efficient for me to

do my job by

1 2 3 4 5

keeping the rules and regulations simple.

12 My manager allows me to make important de-

cisions quickly to

1 2 3 4 5

satisfy customer needs.

Section 3: Perceived Self-Efficacy

Please tick the relevant choices: 1= strongly disagree, 2= Disagree, 3

= Neutral, 4= Agree, 5= Strongly Agree.

Sr. No Statement

1 I will be able to achieve most of the goals that I

have set for myself

1 2 3 4 5

2 When facing difficult tasks, I am certain that I

will accomplish them

1 2 3 4 5
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3 In general, I think that I can obtain outcomes

that are important to me

1 2 3 4 5

4 I believe I can succeed at most any endeavor to

which I set my mind

1 2 3 4 5

5 I will be able to successfully overcome many

challenges

1 2 3 4 5

6 I am confident that I can perform effectively on

many different tasks

1 2 3 4 5

7 Compared to other people, I can do most tasks

very well

1 2 3 4 5

8 Even when things are tough, I can perform quite

well

1 2 3 4 5

Section 4: Team Cohesiveness

Please tick the relevant choices: 1= strongly disagree, 2= Disagree, 3

= Neutral, 4= Agree, 5= Strongly Agree.

Sr. No Statement

1 I feel that I am a part of the team. 1 2 3 4 5

2 My team works together better than most

teams on which I have worked.

1 2 3 4 5

3 My teammates and I help each other better

than most other teams on which I have worked.

1 2 3 4 5

4 My teammates and I get along better than most

other teams on which I have worked

1 2 3 4 5

Section 5: Project Success

Please tick the relevant choices: 1= strongly disagree, 2= Disagree, 3

= Neutral, 4= Agree, 5= Strongly Agree.
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Sr. No Statement

1 The project was completed on time 1 2 3 4 5

2 The project was completed according to the bud-

get allocated

1 2 3 4 5

3 The outcomes of the project are used by its in-

tended end users

1 2 3 4 5

4 The outcomes of the project are likely to be sus-

tained

1 2 3 4 5

5

The outcomes of the project have directly bene-

fited the intended 1 2 3 4 5

end users, either through increasing efficiency or

effectiveness

6

Given the problem for which it was developed, the

project seems 1 2 3 4 5

to do the best job of solving that problem

7

I was satisfied with the process by which the

project was imple- 1 2 3 4 5

Mented

8

Project team members were satisfied with the pro-

cess by which 1 2 3 4 5

the project was implemented

9

The project had no or minimal start-up problems

because it was 1 2 3 4 5

readily accepted by its end users

10

The project has directly led to improved perfor-

mance for the end 1 2 3 4 5

users’/target beneficiaries

11

The project has made a visible positive impact on

the target 1 2 3 4 5

Beneficiaries
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12

Project specifications were met by the time of han-

dover to the 1 2 3 4 5

target beneficiaries
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