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1. INTRODUCTION 

 Over the years, field researchers have focused primarily 

on project success (PS) (Urbański, Haque, & Oino, 2019; 

Saad, Zahid, & Muhammad, 2022). Researchers have been 

examining elements and characteristics that can aid in 

achieving the appropriate levels of project success. It is 

thought that project success is a crucial aspect of project 

management (PM) (Gemino, Horner Reich, & Serrador, 2021; 

Shamim M. I., 2022). Despite the fact that standard execution 

criteria for many project types have been developed after years 

of research, only a small percentage of projects are 

successfully finished, leading many researchers to look into 

the factors influencing project success (Pacagnella, da Silva, 

Pacífico, de Arruda Ignacio, & da Silva, 2019; Ayat, Evans, & 

Behrangi, 2021). In 2020, KPMG's PM Survey reported that 

the PS rate was approximately 25% (Fareed, Su, & Awan, 

2021). The Asian Development Bank conducted a survey that 

For the past twenty years, researchers have concentrated on project success. Concern over 

the elements that affect project success is on the rise. The study's specific goal was to 

ascertain how innovative work behaviours and knowledge-sharing behaviours of 

subordinates played a mediating role in the relationship between transformational leadership 

and project success. A post-positivist strategy is used in this cross-sectional analysis of 

theoretical models. Between January and June 2022, information was gathered through 

purposeful sampling from 60 small and medium-sized firms. The firms that were contacted 

range widely in size, industry, and speciality. This study distributed 550 questionnaires 

comprised of 4 scales to 120 organizations; 375 were returned, out of which 350 were valid. 

The findings demonstrate that transformative leadership is significantly associated with 

project success. In addition, knowledge sharing and innovative subordinate work behaviour 

considerably mediate this relationship. This study stressed that transformational leaders may 

encourage their people by maintaining team communication and cohesion regardless of the 

circumstances. In addition, education and training in soft skills enhance subordinates' 

knowledge sharing and innovative work behaviour, and their combination with 

transformational leadership is a more effective predictor of project success. Future research 

can use longitudinal analysis by examining other potential variables in different economies 

and communities. Through the lens of social exchange theory, the findings of this study 

make a novel addition by elucidating the limited understanding of the effect of 

transformational leadership on project success as mediated by knowledge sharing and 

innovative work behaviour.  
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revealed Pakistan's project success rate is only 8%. (Yu, 

2017). Project failure has been shown to be a tenacious battle 

for project-oriented organizations, and the success or failure of 

projects heavily depends on their leaders. Numerous project 

success criteria have been explored and researched. (Drouin, 

Müller, Sankaran, & Vaagaasar, 2018; Fareed et al., 2021; K. 

Khan & Gul, 2021). 

According to project management literature, 80% of 

initiatives fail owing to ineffective leadership, but on the other 

hand, many organization do not prioritize leadership as a key 

component (Musungwini & Mondo, 2019; Errida & Lotfi, 

2021; Oh, Lee, & Zo, 2021). The majority of the project 

outcome variables do not specifically include the project 

manager's management style or level of professional 

competence as essential components of project success, 

despite the fact that these elements are crucial to the project's 

real success. The talents and traits of leadership are also 

important success determinants (Zuo, Zhao, Nguyen, Ma, & 

Gao, 2018; Alvarenga, Branco, Guedes, Soares, & Silva, 

2020). The Standish Group surveyed the functions of project 

managers in various project management organizations of 

varying sizes. According to their research, just 25% of all 

projects had positive outcomes, while the remaining 75% 

encountered significant obstacles and problems, resulting in 

project failures, and all subsequent cases were the product of 

ineffective leadership (Varajão, Marques, & Trigo, 2022). 

Over the past couple of decades, researchers have 

investigated a variety of leadership styles and their relative 

importance to the effectiveness of organizations and people. 

These leadership styles include transformational leadership 

(TL), transactional leadership, distributed leadership, and 

informal leadership within teams (Li, Castaño, & Li, 2018; 

Cho, Shin, Billing, & Bhagat, 2019a; Abbas & Ali, 2021). In 

functional organizational settings, transformational leadership 

has received the greatest attention of these leadership styles 

(Steinmann, Klug, & Maier, 2018; Passakonjaras & Hartijasti, 

2020). It is considered a person-centered or people-oriented 

leadership style that transcends self-interest and demonstrates 

intellectual stimulation, idealized influence (charisma), 

inspirational motivation, and individualized consideration. 

These leaders develop and express their vision, put the team's 

needs ahead of their own, and challenge their followers' 

thinking (Aboramadan & Kundi, 2020; Jaroliya & 

Gyanchandani, 2022). 

Additionally, transformational leadership can influence 

project success through knowledge sharing and innovation 

because it can empower subordinates to act in a goal-directed 

manner, which improves organizational performance (Al-

Husseini, El Beltagi, & Moizer, 2021; Gui, Lei, & Le, 2021). 

Moreover, multiple meta-analyses demonstrate that these 

leadership styles are successful in boosting subordinates' 

satisfaction with the leader, commitment, job motivation, job 

performance, and inventiveness (Arasli, Arici, & Kole, 2020; 

Mulligan, Ramos, Martín, & Zornoza, 2021). This is based on 

social exchange theory, which is constructed on the premise 

that everyone has something to offer and that in order to 

acquire the devotion of subordinates, a leader must 

demonstrate respect, appreciation, and trust (Kellerl & 

Dansereaul, 1995; Cropanzano & Mitchell, 2005; Ohemeng, 

Obuobisa Darko, & Amoako-Asiedu, 2019). Moreover, it 

highlights team member leadership growth, ethical conduct, 

intrinsic motivation of followers, and a unified sense of vision 

(X. Zhang et al., 2018). As a result, it is recognized as having 

a significant impact on knowledge management and 

innovation systems in a diverse range of industries (Tan, 

Zawawi, & Aziz, 2016). However, there is a dearth of 

evidence demonstrating the relationship between innovative 

project management, knowledge sharing, transformational 

leadership and project success, particularly in developing 

nations like Pakistan where ineffective leadership is one of the 

primary causes of project failure (Ahmed, 2015; Afsar, 

Masood, & Umrani, 2019; Rafique et al., 2022).  

2. LITERATURE REVIEW AND HYPOTHESIS 

DEVELOPMENT 

2.1 Transformational Leadership and Project Success 

Bass (1985) proposed the theory of transformational 

leadership in which the leader is able to motivate subordinates 

to exceed expectations in their performance (bass, 1985; 

barbuto, 1997; tesfaw, 2014). Transformational leaders are 

those who prioritize the higher-order intrinsic needs of their 

followers and provide an overarching purpose (lange, 

bormann, & rowold, 2018; hannah, perez, lester, & quick, 

2020). Scholars have already investigated the applicability and 

efficacy of transformational leadership in a variety of 

circumstances (afsar et al., 2019; khan, ismail, hussain, & 

alghazali, 2020). In addition, a range of meta-analyses also 

examined the effects of transformational leadership on 

employee outcomes in functional organizations, including 

work performance, organizational commitment, and job 

satisfaction (chen, ning, yang, feng, & yang, 2018). According 

to kissi et al. (2013), the success of a project can be 

significantly impacted by the transformational leadership of 

the project managers, who also effectively reflect the context 

of the project (zaman, nadeem, & nawaz, 2020), enhancing 

team collaboration, improving employee performance, and 

persuading team members to execute desired tasks all depend 

heavily on transformational leadership and its numerous 

elements. Consequently, project managers who use tl have 

higher chances of project success (fareed et al., 2021). recent 

studies have also revealed a strong and preferable relationship 

between tl and ps (zuo et al., 2018; cho, shin, billing, & 

bhagat, 2019b; jaroliya & gyanchandani, 2022). 

In this regard, self-determination theory (sdt) posits that 

intrinsic or autonomous motivation is founded on three human 

needs: autonomy, competence, and relatedness. The 

development of these requirements is facilitated by 

transformational leadership, which has been connected to 

autonomous motivation (autin, herdt, garcia, & ezema, 2022). 

They also motivate followers through group identification, and 

they alter the extent to which followers perceive their work as 

more aligned with their personal beliefs (lorinkova & perry, 

2019). Therefore, we anticipate that transformational project 

leaders will be able to define a future vision and motivate their 

subordinates to attain project objectives. These leaders are 

capable of fostering team collaboration and communication 

and ensuring the success of a project. Consequently, we 

suggest the following: 

H1. In Pakistan, transformational leadership has a positive 
impact on project success. 
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2.2 Transformational leadership, Subordinates 
Knowledge sharing Behaviour and Project Success 

One of the most important sets of guidelines and practices 

for businesses to adhere to in order to succeed in the global 

economy is knowledge management. Sharing knowledge is 

supposedly essential for organizations to be competitive 

(Ganguly, Talukdar, & Chatterjee, 2019). Bollinger and Smith 

(2001) claim that the organizational culture encourages 

cooperation and knowledge sharing (Febita & Desiana, 2021). 

Research has identified a number of factors that influence 

team knowledge sharing, including perceived team identity 

and goal commitment, employee inventiveness, personality 

attributes, team communication style, information sharing 

attitude, and diversification in the team members' areas of 

expertise (Jo & Joo, 2011; Tsai, Chen, & Chien, 2012; 

Muzafary et al., 2021). In addition to other factors, leadership 

has been shown to have a very beneficial impact on a team's 

knowledge-sharing (Le & Lei, 2019). Therefore, leaders must 

enthusiastically encourage information sharing in order to 

foster it among team members (Wang, Liu, & Zhu, 2018).  

A key responsibility of transformational leaders is to 

produce meaningfulness-related results, such as stimulating 

followers' brains to go beyond their personal self-interests for 

a higher group goal. This is in addition to developing a strong 

leader-follower relationship (Dwivedi, Chaturvedi, & Vashist, 

2020). In other words, they help readers understand a work's 

significance by imparting knowledge (Dwivedi et al., 2020). 

Employees' sense of responsibility and knowledge sharing rise 

when they are encouraged to pursue new opportunities and 

develop a shared vision, which eventually results in project 

success (Al-Husseini et al., 2021). The right conditions can be 

set by the leaders to assist their followers in learning, 

developing, and obtaining the necessary skills for their jobs, 

allowing them to contribute their knowledge as capital to the 

business and accelerate the process of learning and success 

(Coun, Peters, & Blomme, 2019). 

Additionally, the organization can absorb, share, and use 

this knowledge thanks to strong leadership's irresistible 

charisma as well as the knowledge pool's inherent sufficiency 

(Dwivedi et al., 2020). Using knowledge that is derived from 

fundamental and system-based knowledge (explicit and tacit), 

knowledge obtained from the outside (absorptive capacity), or 

knowledge that is lacking in the organization (within the team) 

that led to project success, a transformational leader should 

lead both an individual and the entire organization in 

accordance with this perspective. The following hypotheses 

are thus proposed by this research: 

H2: A subordinate’s knowledge sharing behaviour mediates 
the influence between transformational leadership and project 
success. 

2.3 Transformational leadership, Subordinates Innovative 
Work Behaviour and Project Success 

Eisenbeiß and Boerner (2013) contend that innovation is 

pushed forward by transformative leadership (Al-Husseini et 

al., 2021). Organizations must be committed to fostering 

innovation and must promote member communication. In 

order to implement change to enhance an individual's or an 

organization's performance, innovation work behaviour (IWB) 

entails the discovery of new opportunities and the generation 

of new ideas (related to creativity), as well as the application 

of recently acquired knowledge or enhancement of the process 

(implementation-oriented) (Ioannis K. Kratsiotis, 2019). 

Therefore, transformational leaders can motivate their 

followers to adhere to the organization's mission in order to 

foster innovation (Pradhan & Jena, 2019; Alrowwad, 

Abualoush, & Masa’deh, 2020). 

The ability to develop employee trust and respect, 

demonstrate belief in the organization's vision, and emphasize 

the importance of a common understanding of the 

organization's objective are all characteristics of 

transformational leaders with idealized influence (Ivana 

Bojović & Sandra Stojadinović Jovanović, 2020; K. Khan & 

Gul, 2021). These traits motivate subordinates to exert extra 

effort and exercise original thought. Leaders may motivate 

their employees to collaborate successfully and achieve the 

required goals by using inspiring motivation. They create the 

vision, win enthusiastic backing for it, and nurture an 

atmosphere that encourages innovation (Bakker, Hetland, 

Kjellevold Olsen, & Espevik, 2022). Transformational leaders 

stimulate their followers' imagination and creativity by 

challenging their minds, which causes them to re-evaluate 

previous assumptions and antiquated methods (Chauhan, 

Howe, & Soderberg, 2021). When people are encouraged to 

rethink and feel that their ideas are valued, they are more 

likely to come up with innovative ideas (Kwon & Kim, 2020).  

The innovation theory emphasizes repeatedly that this is a 

notion that goes far beyond originality and creativity and 

entails putting new ideas into practice (Rampa & Agogué, 

2021). As a nutshell, IWB encompasses not only the 

development of ideas but also the behaviours required to 

implement and enhance those ideas, enhancing both individual 

and organizational performance (Islam, Zahra, Rehman, & 

Jamil, 2022). It is viewed as a multi-step process requiring 

varied endeavours and distinct individual behaviours at each 

stage. Organizations must be able to innovate and sustainably 

enhance their outcomes, products, and work utilities in order 

to remain competitive (Abualoush, Obeidat, Abusweilema, & 

Khasawneh, 2022). If a continual stream of inventions is to 

continue, it is necessary for independent artisans to be 

prepared and ready to effect change (Tsegaye, Su, & Malik, 

2020). Certainly, they have not been studied within the context 

of developing nations such as Pakistan. Consequently, this 

study proposes the following hypotheses: 

H3: A subordinate’s innovative work behaviour mediates the 
influence between transformational leadership and project 
success. 

 

3. RESEARCH MODEL  

Following a review of the pertinent literature, three 

hypotheses regarding variables were formed. Our research 

model is illustrated in Figure 1. 



                                           Mahvia Gul et al. / Malaysian Journal of Business, Economics and Management                                                         11 
    

 

Figure 1. The conceptual framework of the study. 

 

4. METHODOLOGY 

4.1 Objective 

1. To examine the association between transformational 

leadership and project success. 

2. To examine the mediating role of subordinates' 

knowledge sharing behaviour in the association between 

transformational leadership and project success. 

3. To examine the mediating role of subordinates' innovative 

work behaviour in the association between 

transformational leadership and project success. 
4.2 Research Design 

This investigation of theoretical models employs a post-

positivist philosophical objective. A post-positivist adopts a 

deterministic worldview and seeks to identify and evaluate the 

causes that influence outcomes (Rogelberg, 2013). According 

to Teddlie and Tashakkori (2009, p. 87), “Post-positivists 

advocate conducting experimental or survey research that is 

quantitatively focused to evaluate and statistically explain 

correlations between variables” (Shan, 2022). In order to 

acquire quantitative data, a cross-sectional survey 

methodology was adopted. 

4.3 Sample & Procedure 

This study used a technique of purposive sampling to 

collect data from 60 small and medium-sized businesses 

between January and June of 2022. The organizations 

contacted are diverse in terms of industry and size, and they 

operate in distinct fields. The participants in this study play 

important roles therefore, we approach those who frequently 

participate in the process of exchanging knowledge and 

strategic information inside the business, which helps to assure 

the quality of the data acquired. This indicates that they are 

well aware of the company's current status and primary plan, 

as well as being fully conversant with the many components 

of the research model, such as innovation. We contacted the 

HR department representatives in person or via e-mail to 

explain the research objectives and solicit their assistance in 

distributing questionnaires and collecting data. 550 

questionnaires were sent to the final sample of 120 

organizations. Of these, 375 were returned for formal data 

collection, and 350 of them were valid (a validity rate of 

61.6%). 

 

 

4.4 Inclusion Criteria 

Participants in our study have to be heads of departments 

or important personnel from the main departments or divisions 

of administration, accounting, operation, marketing, and 

research and development to ensure that they have multiple 

and comprehensive understandings of their organization's 

operation. The questionnaire has three filter questions that 

must be answered before moving on to the whole survey. A 

respondent was required to have participated in at least one 

team project over the previous six months. Second, we 

inquired about their most recent team endeavour. Thirdly, we 

requested the last three digits of their national insurance 

number and their phone number in order to match them. 

4.5 Exclusion Criteria 

Exclusion criteria for valid questionnaires were 

established in order to process survey data cleaning by 

locating and removing responses from respondents who either 

failed to match our target criteria or did not attentively 

complete the survey form, such as: respondents who only 

complete a portion of our questionnaire; subjects who give 

conflicting responses or/and select the same answer choice 

repeatedly; and respondents who provide nonsensical 

feedback on demographics. 

4.6 Demographics 

In terms of various organizations and respondent 

characteristics, the sample's demographics are highly diverse. 

Respondents were asked about their genders, ages, levels of 

education, and organizational experience. Even though sample 

demographic data had no bearing on the conduct of this study, 

reporting it could provide a complete picture of how men and 

women participate in organization activities in developing 

countries compared to developed nations. 81.1% of the sample 

consisted of male respondents. Table 1 provides a breakdown 

of the research sample's characteristics. 

4.7 Instruments 

Transformational leadership (Independent variable). 

In leadership research, the Multi-Factor Leadership 

Questionnaire (MLQ) has become recognized as a reliable tool 

for assessing leadership styles. The 36-item MLQ measures 

transactional, transformative, and laissez-faire leadership 

styles (Elizabeth, 2013; Tapp, 2021; Hashim, Che Omar, 

Hamzah, & Umar, 2018). Multiple studies advocate for a 

redesigned version of the MLQ to improve the internal 

consistency and validity of MLQ measurements (Yasin, 2019; 

Negri, Bassi, & Delle Fave, 2020; Al-Bashayreh, Almajali, 

Altamimi, Masa’deh, & Al-Okaily, 2022). As a result, we 

adapted the Arif and Mehmood (2011) transformational 

leadership measure, which consists of 13 items with higher 

Cronbach's alphas than the original scale (Bass & Riggio, 

2005; Mehmood & Arif, 2011). The extremes of the five-point 

Likert-type scales were 1 (“not at all”) and 5 (“extremely”) 

(“frequently, if not always”). 

Project Success (Dependent Variable)  The 

definition of project success is up for controversy, and there is 

no well-established method for quantifying it in the project 

management literature (F. Zhang, Zuo, & Zillante, 2013; 

Qureshi & Kang, 2015; Ekrot, Kock, & Gemünden, 2016). For 

instance, some researchers (Seyis, 2019; Fareed et al., 2021; 
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Kabore, Sane, & Abo, 2021; Zaman, Damij, Khaliq, Nawaz, 

& Pradana, 2022) use a combination of project success 

criterion metrics, while others (Diallo & Thuillier, 2004; Ika, 

Diallo, & Thuillier, 2010; Nanthagopan, Williams, & 

Thompson, 2019) utilize disaggregated measures. This study 

uses a composite measure of a multidimensional project 

success construct based on the impression of particular 

criteria. The Turner and Muller 10-item project success scale 

was used to evaluate the project's performance. "Clients are 

satisfied with project results," is an example item. Cronbach's 

alpha for the scale was 0.94. The responses were rated on a 

Likert scale of 1 to 5, ranging from strongly disagree (1) to 

strongly agree (5). 

Innovative work behaviour (Mediating Variable). 

Using a nine-item scale developed by Janssen in 2000, 

innovative work behaviour is measured. The three elements of 

this scale are concept realization, idea promotion, and idea 

generation. The items were evaluated on a five-point Likert 

scale, ranging from always (1) to never (1), and each 

dimension has three distinct items, one of which is "Creating 

fresh ideas for challenging problems. Overall, Janssen (2000) 

has stated a 0.93 alpha reliability for the innovative work 

behaviour scale (5). 

 Subordinate’s knowledge sharing behaviour 

(Mediating Variable). Lee (2001) developed a seven-item 

knowledge sharing scale to measure the conduct of 

subordinates in terms of knowledge sharing. Examples are 

"we and our service provider communicate business plans and 

reports" and "we and our service provider share expertise 

obtained through job experience." Respondents assess these 

items on a Likert-type scale ranging from 1 (not at all) to 5 

(very often) (strongly agree). 

4.8 Data Analysis 

Participants in our study have to be heads of departments 

or important personnel from the main departments or divisions 

of administration, accounting, operation, marketing, and 

research and development to ensure that they have multiple 

and comprehensive understandings of their organization's 

operation. The questionnaire has three filter questions that 

must be answered before moving on to the whole survey. A 

respondent was required to have participated in at least one 

team project over the previous six months. Second, we 

inquired about their most recent team endeavour. Thirdly, we 

requested the last three digits of their national insurance 

number and their phone number in order to match them. 

5. RESULTS 

In the current study, we looked at the relationships 

between transformational leadership, project success, 

subordinate knowledge sharing, and innovative work 

behaviour. The findings of the study were generated from the 

data gathered after a survey was conducted across Pakistan's 

public and private sectors. The tables below show empirical 

evidence from this study that TL is strongly and positively 

correlated with PS and that knowledge sharing and innovative 

work practices influence this correlation. 

 

 

Table 1 Profiling of legitimate respondents 

Characteristic Frequency  Percentage 

Gender   

 Male  302  81.1 

 Female 48  18.9 

Age   

18-25 249  60.8 

26-33  89 34.3 

34-41  11 3.9 

42-49  1 1 

Education    

Diploma  6 2.6 

Bachelor’s degree  188 57.4 

Master’s degree 97 37 

Doctoral degree 1 0.4 

Other 6 2.6 

Experience   

Less than 5 years 291 77.4 

5-10 years  42 16.2 

11-15 years 12 4.4 

Above 15 years 5 2 

 

Table 2 Descriptive statistics and reliability values of 

Transformational leadership, Knowledge sharing behaviour, 

Innovative work behaviour and Project success (N=350) 

Serial No Variable M SD Cronbach’s 

Alpha  

1 Transformational 

leadership  

4.01 0.73 0.944 

2 Subordinate’s KSB  4.13  0.64 0.888 

3 Subordinate’s IWB  3.99  0.71 0.822 

4 Project Success  4.13  0.69 0.877 

Note: KSB= Knowledge sharing behavior; IWB= Innovative work behavior; 

M=Mean; SD= Standard deviation 

The descriptive analysis will be obtained by calculating 

the mean, standard deviation, and variance. This will assist in 

determining the central tendencies of variable values and the 

measurement of dispersion via standard error values. 

According to descriptive data analysis, the standard deviation 

of all variables is less than 1. The study's overall mean falls 

between 3.99 and 4.13, while the standard deviation ranges 

between 0.64 and 0.73. The reliability of instruments was 

measured by Cronbach's alpha and calculated individually for 

all variables. Our independent variable, transformational 

leadership, has an Alpha value of 0.944 and consists of 12 

items. Subordinate’s KSB is a mediating variable with an 

alpha value of 0.888, which includes seven numbers of items. IWB 

is also a mediating variable and has an Alpha value of 0.822, 

which includes five numbers of variables. Our dependent 

variable, project performance, has an alpha value of 0.877 and 

consists of five items. As presented in Table 2, the reliabilities 

of all variables are good and consistent with studies on the 

subject. Churchill (1979) endorses the use of Cronbach's alpha 

to evaluate the scale's reliability. Many researchers preferred a 

reliability range of 0.5 to 0.6. (Gliem & Gliem, 2003; Helms, 

Henze, Sass, & Mifsud, 2006; Hallgren, 2012).  However, 
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Anderson & Gerbing (1998) advised that the ratio should be at 

least 0.7. (Gefen, Rigdon, & Straub, 2011; Teng, Ma, 

Pahlevansharif, & Turner, 2019; Fareed et al., 2021). This 

study's reliability evaluation falls within the range of 0.7 and 

above. Therefore, all variables fall within the acceptable 

range. 

Table 3 Correlation among Transformational leadership, 

Knowledge sharing behaviour, Innovative work behaviour and 

Project success (N=350). 

Variable  TL KSB IWB PS 

TL -    

KSB 0.663** -   

IWB 0.646** 0.730** -  

PS 0.482** 0.738** 0.619** - 

Note: TL: Transformational leadership; KSB: Knowledge sharing behaviour; 

IWB: Innovative work behaviour; PS: Project success 

As listed in Table 3, the relationship between TL and 

KSB is significant with r = 0.663; TL also has a significant 

positive relationship with IWB and PS. TL's correlation value 

with IWB is r = 0.646, whereas its correlation value with PP is 

r = 0.482. The table also demonstrates that KSB and IWB 

have a positive association with a value of r = 0.730, while 

KSB also showed a strong correlation (r = 0.738) with PP. The 

results also indicated a positive significant IWB correlation 

value with a PS of r = 0.619. All correlation values were 

statistically significant at the 0.01 level. PP has a substantial 

link with all others variables in the research framework. Based 

on our correlation research, we can now conclude that the 

anticipated relationship between the variables in our 

conceptual framework is statistically significant. 

Table 4 Bivariate regression models were run to explore the 

mediating role of Transformational leadership, Knowledge 

sharing behaviour, Innovative work behaviour and Project 

success in working employees (N=350) 

Model  Relationship ΔR2 β ΔF t-value p-

value 

1 TL                       

PS 

0.233 0.482 77.86 8.82 0.000 

2 TL                       

KSB 

0.439 0.663 201.17 14.18 0.000 

3 KSB                    

PS 

0.545 0.738 307.74 17.54 0.000 

4 TL,KSB               

PS 

0.541 0.530 153.32 5.07 0.001 

5 TL                      

IWB 

0.418 0.646 184.29 13.57 0.000 

6 IWB                   

PS 

0.383 0.619 159.29 12.62 0.000 

7 TL,IWB              0.394 0.690 83.33 8.47 0.000 

PS 

Note: TL=Transformational leadership; KSB=Knowledge 

sharing behaviour; IWB=Innovative work behaviour; PS= 

Project success 

Table 4 demonstrates that the results for all models are 

statistically significant and provide substantial evidence to 

support our hypotheses. Transformational leadership was also 

found to be positively significant in predicting project success 

(β =.48, p=.000), knowledge sharing behaviour (β =.66, 

p=.000), and innovative work behaviour (β =.41, p=.000). 

Knowledge sharing behaviour also positively predicted project 

success (β =.73, p=.000), confirming the mediating role of 

transformational leadership and knowledge sharing behaviour 

on project success (β =.53, p=.000). Similarly, innovative 

work behaviour was positively significant in predicting project 

success (β =.61, p=.000) and positively significant in 

mediating the influence of transformational leadership on 

project success (β =.69, p=.000). 

 

6. DISCUSSIONS 

The goal of the study was to evaluate empirically the 

relationship between transformational leadership and project 

performance via the moderating effect of subordinate 

information sharing and innovative work behaviour.As 

expected, we discovered a correlation between transformative 

leadership and the effectiveness of projects led by project 

managers. The outcome illustrates that the leadership style of 

the project manager is vital to the project's success. A 

transformational project manager inspires and motivates the 

team to achieve a comprehensive definition of project success 

that stresses efficiency, effectiveness, and stakeholder 

satisfaction. These results are in line with the body of research 

showing that project managers' actions are crucial to 

enhancing project success (Mehmood et al., 2011; Fareed et 

al., 2021; Kabore, Sane, & Abo, 2021). As a result, 

transformational leaders inspire people to go above and 

beyond. They also encourage positive working connections 

(Sohmen,2013), such as project managers, emphasize the 

development of self-leadership skills or self-management 

among followers and promote team cohesion and mutual 

understanding. They also make it easier for ideas and 

analytical viewpoints to flow freely throughout project teams 

(Cho et al., 2019b; Majdalani, 2022). As a result, team 

members become more motivated to work hard and 

consistently to complete projects (Canils, Chiocchio, & Van 

Loon, 2019). Consequently, the literature supports our initial 

hypothesis. 

Additionally, we found that the relationship between 

transformational leadership and project success is mediated by 

subordinate knowledge sharing and innovative work 

behaviour (Hypotheses 2 and 3). Furthermore, our research 

shows that a highly empowered and devoted project team is 

produced when interventions like project goal-setting, 

interpersonal connections, role clarity, and problem-solving 

are combined. Through these traditional knowledge-sharing 

and innovative work behaviour practices, organizations and 
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project managers are more likely to improve team members' 

understanding of the project goals, interpersonal 

communication, roles and responsibilities, and problem-

solving skills, which would in turn influence project success, 

which was also backed by earlier research (Liu & Li, 2018; X. 

Zhang et al., 2018; Abbas & Ali, 2021; Alrowwad, 

Abualoush, & Masa’deh, 2020b). Likewise, leadership is 

essential for boosting the creation and dissemination of 

knowledge in the pursuit of economic competitiveness and 

success (Chege & Wang, 2020). Transformational leaders 

inspire people by encouraging them to try new things and 

examine challenges from several perspectives, thus supporting 

the development of exploratory thinking and creative ideas 

(Ioannis K. Kratsiotis, 2019; Islam et al., 2022). 

Knowledge in this regard is also one of the most essential 

resources for initiating projects, learning and developing new 

approaches and situations, resolving issues, and defining the 

organization's core competences (Grant & Baden-Fuller, 2018; 

Islam et al., 2022). According to Radaelli, Lettieri, Mura, and 

Spiller (2014), employees who are passionate about sharing 

their knowledge are more engaged in generating, promoting, 

and implementing innovations, fostering their innovative work 

behaviour (Radaelli, Lettieri, Mura, & Spiller, 2014). This 

study demonstrates that knowledge sharing is associated with 

quickly advancing technologies to improve employee 

absorption and workplace performance. The greater the degree 

of knowledge sharing, the simpler and quicker it is to learn 

relevant knowledge, generate new ideas, maximize resource 

usage, and develop innovative work behaviours which is 

consistent with previous studies, like how the enthusiasm of 

employees to share their expertise enabled the firm to 

encourage creative and new work methods (Shahab, Sobari, & 

Udin, 2018; Zubaidah, Haryono, & Udin, 2021). 

6.1 Theoretical Implications 

The study's main goals were to examine how TL and PS 

were moderated by KSB and IWB in Pakistan's public and 

private sectors. The findings indicated that the dependent 

variable (PS), mediator factors (KSB, IWB), and independent 

variables (TL) all had a favourable relationship. 

Transformational leaders may inspire their employees and 

effectively complete any assignment (Fareed et al., 2021). And 

can maintain the group's unity in any situation and enhance 

team cohesiveness and communication, which will increase 

the project's success (Kabore et al., 2021). The literature on 

public administration has also accepted that transformational 

leaders are more successful and effective (Van Wart, 2015; 

Van der Voet, 2016; Jensen, Moynihan, & Salomonsen, 2018; 

Nam & Park, 2019). Our study confirmed the importance of 

innovation and knowledge sharing in the workplace, but a 

combination of transformational leadership is a better 

predictor of project success than either factor by itself. Several 

research studies from the West provide evidence for our 

conclusions (Hammond, Neff, Farr, Schwall, & Zhao, 2011; 

Muhammed & Zaim, 2020; Lim, Lee, Foo, Ooi, & Wei-Han 

Tan, 2022). Furthermore, social exchange theory makes 

reference to how any social form of exchange, such as 

tangible, intangible, as well as material or non-material goods 

shared between employer and employee, tends to affect 

project performance (Cropanzano & Mitchell, 2005; X. Zhang 

et al., 2018; Nam & Park, 2019; Jaroliya & Gyanchandani, 

2022). 

6.2 Practical Implications 

We anticipate that this research will attract the attention of 

the public sector's higher management, which should prioritize 

training and implementation in order to improve the 

performance of project managers and the outcomes of 

projects. According to our research, project managers that use 

a transformational leadership style are more successful in both 

the public and private sectors. Project managers that are 

transformational are able to inspire their team as a whole and 

build credibility among peers. They are able to assemble a 

team that is eager and motivated to take on any assignment, no 

matter how challenging. Training in transformational 

leadership should be made available in order to increase the 

efficiency and effectiveness of the current public and private 

employees working on various initiatives. The study's findings 

emphasized the value of soft skills education and training for 

project managers and showed that these skills can be improved 

through professional training or workshops. This will enable 

project managers to share knowledge more effectively and 

engage in innovative work practices, which will ultimately 

help projects succeed. This study increases the cultural 

generalizability of the TL, PS, KSB, and IWB connections. 

6.3 Limitations and future research 

The study does have certain restrictions. First of all, the 

self-reported survey used to examine the variables in this 

study could skew the results. Second, a cross-sectional 

research design was used in this study. In order to give new 

insights to researchers and practitioners, this study 

recommends that future research studies use longitudinal 

analysis by examining potential mediator variables like 

intellectual capital, intrinsic motivation, organizational 

climate, organizational culture, and work engagement. Solely 

facilitating knowledge sharing with a view to boosting product 

and process innovation was the only aspect of 

transformational leadership that was the subject of the study. 

Typically, transactional leadership is studied in conjunction 

with this approach (Bass, 1985). Thus, to ascertain which type 

of leadership has a greater impact on the development of new 

products and processes, a future study might examine the 

effects of both transformational and transactional leadership 

and could study other factors. Additionally, because this study 

only applied to one developing nation, its conclusions might 

not generalize to other emerging nations with diverse 

economies and communities. In the future, the question could 

be expanded to include other countries with institutions, 

cultures, and situations that are similar to Pakistan.  

 

7. CONCLUSION 

Through the perspective of social exchange theory, the 

study's findings shed new light on the incomplete 

understanding of the impact of transformational leadership on 

project success as it is mediated through knowledge sharing 

and creative work practices. According to this study, a 

transformational leader encourages employee connection and 

a willingness to share information in order to encourage 
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creative and collaborative work behaviour. By putting 

emphasis on the endeavours of emerging countries like 

Pakistan, this research will add to the corpus of knowledge. In 

addition, project managers may use a transformational 

leadership style to boost their effectiveness and performance. 

These skills are necessary for project managers to function 

well in a complicated project environment. Finally, our study 

supports the idea that TL, KSB, and IWB skill training should 

be included in project managers' training programs. 
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