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Abstract. This study investigates the relationship between project managers’ transformational
leadership and project success, emphasizing the mediating role of team psychological well-
being and the moderating role of psychological capital. Data was collected from 390 respon-
dents across public and private sectors using a five-point Likert-scale questionnaire. Corre-
lational and regression analyses revealed a strong positive association between transforma-
tional leadership and project success. Psychological well-being significantly mediated this
relationship, indicating that supportive leadership enhances team morale and performance.
Psychological capital further strengthened these effects, highlighting its importance in foster-
ing resilience and commitment. The findings underscore the need for cultivating psychological
resources and transformational leadership to achieve sustained project success in Pakistan’s
evolving industrial landscape.
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1 Introduction

Project management is becoming one of the key success factors for organizational perfor-
mances in Governmental and commercial organizations in a competitive environment of Pak-
istan (Alvi, 2025). In their management approaches, project managers tend to focus on tools and
structured methodologies such as cost, schedule, and quality control and mechanics but rarely
account for human factors important in motivation and positive team dynamics (Qureshi et al.,
2021). Internationally, it is being realized that leadership skills are essential to ensure a techni-
cal professional direction in projects through human resource management (Alharbi and Csala,
2020). Of all, transformation leadership has risen as a dominant practice that incorporates per-
sonal and group goals, encourages creativity as well as the development of a strong, productive
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team. In the challenging corporate context of Pakistan, the subject of rapid and dynamic change,
and fierce competition, making way for the emergence of transformational leaders.

Using inspirational vision, active encouragement and innovative stimulation, the transfor-
mational leaders assist the teams to achieve consistency in motivation and high levels of per-
formance, according to Kim and Jang (2024). it is especially important for the public sector,
especially where change is necessary, the private sector especially where demand for innovation
determines productivity (Qureshi et al., 2021). Avrio works stress that transformational leader-
ship leads to higher psychological capital, productivity and organizational resilience as well as
lower turnover and burnout (Zhang and Ma, 2023). It equips leaders in tackling difficult tasks,
enhancing employee morale as well as inspiring high performance. This type of leadership
blends technological and people factors, making it advantageous. As for providing a compet-
itive edge in creating togetherness and malleability of teams in various project settings. For
expanding corporate sector in Pakistan, transformational leadership has proposed some bene-
fits. A reasonable model to overcome challenges and guarantee effective outcomes in the long
term.

New studies reveal how change brings improvement in the main organizational perfor-
mance indicators including job satisfaction, employee morale, project delivery (Ali et al., 2024).A
few sectors in the economy of Pakistan have been going through very high growth rate, such
as banking sector, software houses, service sectors; poultry; MRO and infrastructure industries
among others. Self-organizing work design has been quite important in the determination of
the organizational performance in most of these industries’ transformational leadership. These
very challenging fields imply that it is necessary and sufficient to manage adequately technical
and managerial, and people sides of the project. For leaders handling Pakistan’s competitive
economic situation, transformational leadership balancing these elements has become crucial
by motivating teams and connecting them with project goals.

In Pakistan, where fast technology development and structural changes necessitate flexi-
bility and creativity, transformational leadership is very important in helping to create high-
performance project teams. Setting a clear goal, providing individualized support and encour-
aging innovation can help transformational leaders build an adaptable project culture (Naseem
and Abbas, 2022). In project-based environments, this leadership approach helps to foster re-
silience and team cohesion, therefore benefiting the project. Moreover, innovation helps teams
to satisfy public and commercial sectors of Pakistan’s needs.

Though transformational leadership is becoming more popular, little studies have looked
at its effects on team psychological capital and general well-being in Pakistan’s project-based
settings (Alvi and Alvi, 2023). The capacity of a team to overcome obstacles and reach project
goals depends much on psychological capital, with optimism, resilience, and self-efficacy (Ah-
mad et al., 2024). Early research showed that transformational leaders who rate the well-being of
their teams raise psychological capital, which leads to better project results. For Pakistan, where
workers in the commercial sectors sometimes suffer from great stress because of economic un-
predictability and fast industrial changes, this idea is very basic.

To get a better understanding of the relationships between the project managers’ transforma-
tional leadership and team psychological well-beingas well as the project success in context of
Pakistan, more research needs to be done (Aslam et al., 2021). Knowledge of these relationships
would present valuable information to public and private organizations that wish to strengthen
their project outcome and promote more sustainable, creative teams.
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1.1 Research Gap

1.1.1 Theoretical Knowledge Gap

Although literature presents significant empirical evidence of the relationship between trans-
formational leadership and organizational performance, very little theoretical work has ad-
dressed the relationship between transformational leadership and project success in Pakistan.
Previous research primarily leverages transformational leadership within a more general orga-
nizational context and only sparse investigation of leadership type’s impact on project-based
measures such as budget compliance, schedule management, and stakeholder satisfaction (Alvi
and Alvi, 2023). This gap prevents a richer exploration of how leadership processes define the
success of organizational goals in industries like banking, software development, and infras-
tructure that need these values to foster growth.

However, the more emphasized use of psychological factors such as, psychological well-
being and psychological capital where they act as a mediator and/ or moderator in the re-
lationship between transformational leadership and project success has not extensively been
investigated. A few theoretical works like the one from Aslam et al. (2021), indicate that an
understanding of psychological well-being including job satisfaction, engagement and personal
fulfillment may weaken this relationship, but this assertion has never been empirically proven,
especially in pressurized environment like Pakistan. Another important factor which could im-
prove the application of transformational leadership in most projects is psychological capital
which includes resilience, optimism and self-efficacy.

1.1.2 Practical Knowledge Gap

From the point of view of practical application, the importance of transformational leader-
ship in multifaceted, project-oriented environment studied insufficiently. While this leadership
style is beneficial, the benefit of cross-functional team motivation is well documented, but it is
not well understood how leadership enhances project team configuration for management of
project complexity, cross functional teams and public sector projects (Kim and Jang, 2024). This
paper emphasizes that in Pakistan’s high-pressure work environments, there is a critical need
for leadership development processes that foster psychological resilience, participation, and ef-
fective leadership strategies.

1.2 Problem Statement

Managing corporate objectives require efficient project management, however, in Pakistan,
technical and structural needs dominate over the necessary human element that plays a cru-
cial role for project success. Changing management roles continue to receive limited attention
among business stakeholders, particularly with regards to project managers as transformative
executives –those over a capacity to bring about change by implementing best practices of inno-
vation, boosting team cohesiveness and cultivating empowering organizational climate –with
Kim and Jang (2024) and (Ahmad et al., 2022). Although prior studies have established that
transformational leadership has a positive effect on project outcomes, the degree of the effect is
not well explicated.

On such project control variables as budget, time and stakeholders’ satisfaction, further re-
search is imperative (Bataineh, 2025). Since the knowledge, affect, and attitude of the team
members were captured under the umbrella of psychological factors, one set of factors is likely
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to define as psychological capital, including resilience, optimism, and self-efficacy, and psycho-
logical well-being.

To act as a moderator or mediator variable between transformational leadership and project
success. To date, empirical investigation of these dynamics in Pakistan’s relatively unexplored
economic and organizational environment has been limited (Craft et al., 2024; Naiboğlu and
Bilgivar, 2021). This gap is particularly important given the realities of a developing economy
where enhanced resilience, enthusiasm and options of the team become valuable worth and
drivers of overall project implementation success (Raziq et al., 2018; Zaman et al., 2020).

To fill these gaps, this study examines the interaction between transformational leadership
and project success where psychological well-being has the mediating role and psychological
capital acts as a moderator. These recommendations will guide policymakers and project man-
agers in Pakistan to equip their prospective project teams with the best-suitable coping strategies
and know how to handle the emerging challenges in the competitive organizational environ-
ment with a view to generator a maximum project success.

1.3 Research Aim and Objectives

The study sought to close in the noted gaps through direct influence of transformational
leadership of project managers to project success. It was mostly engaged in enhancing the level
of team members’ psychological capital and managing their psychological well-being. With the
focus on the continuous feedback of the respondents on aspects of leadership, the character of
the project teams, and the successful completion of a project, the purpose of the study was to
quantify the survey responses from participants occupying a range of organizational positions.

With focus on their insight into project leadership, team dynamics, and project success in-
dicators, the major purpose of the study was to integrate quantitative analysis of the obtained
data from people in several organizational roles. Research aims were:

1. To assess how transformational leadership of project managers relates to project success.

2. To explore mediating role of team members’ psychological well-being in this relationship.

3. To analyze moderating role of team members’ psychological capital on the relationship
between transformational leadership and project success.

4. To examine the interactions of psychological capital (as a moderator) and team members’
psychological well-being (as a mediator) in shaping the relationship between transforma-
tional leadership and project success.

2 Research Questions

This study investigated influence of project managers’ transformational leadership style on
project success, considering mediating role of team members’ psychological well-being and
moderating role of their psychological capital. By examining these relationships within the con-
text of project management, this research aimed to interject to existing knowledge on leadership,
project management and organizational behavior. Specific research questions included:

1. To examine how transformational leadership impacts project success

2. To analyze the mediating role of team psychological well-being in the relationship be-
tween transformational leadership and project success.
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3. To investigate the moderating role of psychological capital on the relationship between
transformational leadership and project success.

4. To explore the combined influence of transformational leadership, psychological well-
being, and psychological capital on project success.

However, limited research has examined how transformational leadership shapes project
success through both psychological well-being and psychological capital, particularly in Pak-
istan’s high-demand project environments. This study seeks to fill this gap by developing and
testing a dual-path framework that links leadership behaviors, psychological states, and project
outcomes.

3 Literature Review

Transformational leaders align team goals with organizational objectives, encourage cre-
ativity, and empower autonomous decision-making (Bin Saeed et al., 2019; Olander, 2007). They
support psychological safety through cross-function collaboration as well as providing and giv-
ing constructive feedback to enhance project performance (Bataineh, 2025). However, as an
established technique in managing projects more research is needed to understand other factors
that moderate the relationship between resilience and project success, such as the psychological
capital and well-being of employees (Craft et al., 2024; Naiboğlu and Bilgivar, 2021).

3.1 Impact of Project Managers’ Transformational Leadership Style on Project
Success

Transformational leadership in the writings of Burns and Ward (1978) and Bass and Bass Bernard
(1985), are about the direction of social change to accomplish the goals and collectively transform
perceptions. Organizational leadership with this approach has been effective in many contexts
as it enhances unity and encourages organization members toward their best performance (Bass
and Riggio, 2006). In Pakistan, as the country is in the phase of rapid economic development
and witnessing an increase in complex initiatives related to infrastructure and technological de-
velopment, transformed leadership makes a huge difference in project success. Concepts such
as efficiency, innovation and teamwork that are cardinal to the success of transformed leader-
ship, reasonably suited Pakistani project environment that at times requires large amount of
co-ordination between different project teams and stakeholders. In addition, transformational
leadership concentrates on the ability of the team members to face new and growing challenges,
which are crucial in Pakistan due to sociopolitical uncertainty and increased need for the abil-
ity to respond to change in market and legal requirements in a timely and effective manner
contributes to Pakistan (Alvi and Alvi, 2023).

Transformational leadership is clearly vital for the ongoing success of any project. Research
has shown that it increases major organizational outcomes like employee engagement, job sat-
isfaction, and organizational commitment (Avolio et al., 1999; Naiboğlu and Bilgivar, 2021).
Although further research in Pakistan’s context is required, direct impact of transformational
leadership on project measures (like adherence to budget, deadlines and stakeholder satisfac-
tion) still demands for more attention. In view of the magnitude of the development needs in
Pakistan, transformational project managers can lift these KPIs higher by establishing ethos that
cultivate innovation and ownership. These attributes enable team members to become more of
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‘project owners,’ which has resulted in the enhancement of many fields, cutting across public
health, renewable energy, infrastructure, and software houses, inter alia. Nevertheless, despite
stating that leadership is necessary for ultimate project success, Pinto et al. (1988), failed to pro-
vide answers to such questions as which of the leadership qualities is most significant. Recent
studies have raised the imperative of a transforming strategy that is especially important in orga-
nizations where flexibility of operations and peculiar forward thinking are required, especially
in complex project settings (Zaman et al., 2019).

Schaubroeck et al. (2021), also revealed that transformational leadership makes sure that
the teams stay focused on goals; challenges occur due to the matching of team members with
organizational objectives, which enhances resilience and cooperation among Pakistani project
managers. Such leadership practice has enhanced the psychological safety of the teams in terms
of stimulating positive thoughts and attributes for each of the team members and, therefore,
enhancing the results of the project (Bataineh, 2025).

Closing these study gaps offers insightful information that would enable local leaders to
properly apply transformational leadership to accomplish successful project results given Pak-
istan’s complicated project scene. Drawing on this conversation, we formulate the following
hypothesis:

H1: To analyze the relationship between transformational leadership and project success.

3.2 Mediating Role of Team Members’ Psychological Well-being

Project managers have always assessed their performance mostly in terms of their capacity
to finish projects on time and within budget. But without taking stakeholder satisfaction and
general management process Wang and Chen (2024), these measures progressively seem insuf-
ficient. Project success, according to Pinto and Slevin (1987), and Baccarini (1999), depends on
its capacity to satisfy client demands and expectations. underlined even more how effective
projects have to take time and money, stakeholder satisfaction, end-user expectations, commer-
cial value, environmental impact and safety. This change of viewpoint emphasizes the need to
evaluate the long-term value and short-term results of programs (Chan, 2001). Lin (2018), and
Lee and Kim (2022), supporting this point of view found as essential elements of project success
efficiency, customer impact, future potential, and teamwork.

Particularly transformational leadership, which has been acknowledged as necessary for
improving team performance, has great influence in this changing environment on project out-
comes (Naiboğlu and Bilgivar, 2021). Transformational leaders in project management help to
create a team where team members may flourish and a setting free from conflict. Recent studies
underline the important influence of team members’ psychological well-being as moderating
element in the correlation between transformative leadership and project performance. Conse-
quently, mentally strong teams are more motivated, engaged, and resilient; this helps much to
meet project goals (Kim et al., 2021).

Psychological well-being (psychological well-being) includes emotional stability, self-efficacy
and positive attitude; all of which encourage teamwork, creativity and adaptation inside teams
(Zhang et al., 2022). Transformational leaders are more likely to align project goals and actively
help to satisfy stakeholders when team members believe they value and support them. More-
over, leaders who give mental health of their teams’ top priority aid to lower stress and burnout,
thereby enabling consistent performance even under pressure (Zhu and Cheung, 2023). This
strategy helps Pakistan, where organizational difficulties and economic changes can cause great
workplace stress. Encouragement of psychological well-being valuing culture will help project
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managers improve team performance generally and individual output.
One cannot emphasize the importance of psychological well-being in mediating the link be-

tween transformative leadership and project success. It is fundamental ingredient that helps
teams to overcome obstacles more skillfully and produce superior output. In Pakistan, where
projects can face several challenges including limited resources and changing stakeholder ex-
pectations, encouraging psychological well-being might help teams to keep focus and flexibility
(Zhang et al., 2022).For long-term success in any sector, it results in better project output and a
better working environment, which is essential. Project managers in Pakistan thus must under-
stand the mediating function of team members’ psychological well-being to attain continuous
success. By integrating this understanding into their leadership practices, they can create more
resilient teams capable of meeting demands of today’s complex project landscape. Based on this
discussion, we draw following hypothesis.

H2: To analyze the mediating effect of team psychological well-being on the relationship between
transformational leadership and project success

3.3 Moderating Role of Team Members’ Psychological Capital

Psychological capital encompasses positive psychological attributes. Individuals can de-
velop and sustain to enhance their performance and overall well-being (Luthans and Youssef,
2004). This construct comprises four primary components: resilience, hope, optimism and self-
efficacy. Self-efficacy reflects an individual’s belief in overcoming challenges and achieving goals
(Bandura, 1977). Optimism involves maintaining positive outlook and viewing setbacks as tem-
porary (Bataineh, 2025). Hope is characterized by belief that one can achieve goals and surmount
obstacles through effort and persistence (Restrepo-Morales et al., 2024). Finally, resilience is abil-
ity to endure adversity, recover from setbacks and move forward despite difficulties (Yang et al.,
2020).

High Psychological capital team members are more suited in project management to face
obstacles, adjust to changes and manage difficulties. In Pakistan, where project settings can be
irregular and full of challenges, this capacity for psychological resilience is crucial. claims that
resilience is the basic element of psychological capital that supports adaptability and recovery in
such erratic surroundings. Moreover, Psychological capital detects the sense of value employees
feel from their managers and companies, which is important for their general wellness (Hayat
and Afshari, 2021).

Scholarly research also showed that organizations can create the context in which psycholog-
ical capital can develop (Luthans and Youssef, 2004). Agarwal and Anantatmula (2021), defined
that resilient are better placed to deal with challenges or adversity usually from backgrounds
that nurture them. These results validate the need to activate positive psychological states in
team members as a way of increasing the ability to manage project needs amongst these teams.

Transformational leadership and project success have a link much impacted by psychologi-
cal capital. Motivated and inspiring their staff, transformational leaders help to build resilience
and a positive culture. Kim and Jang (2024), asserts that apparent organizational support raises
psychological capital, thereby affecting psychological well-being and job satisfaction. also found
a significant relationship between employee psychological well-being and organizational sup-
port, suggesting that those who have optimism and encouragement from their companies are
more likely to seize chances even in demanding circumstances.

Knowing and using moderating impacts of psychological capital will help Pakistani project
managers produce better results. Leaders that support psychological capital will enable their
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teams to handle obstacles more successfully and meet project objectives (Hayat and Afshari,
2021). In Pakistan particularly, it is crucial as insufficient funds, and economic uncertainties
could compromise the success of projects. Eventually, fostering the development of psycholog-
ical capital inside teams will help to raise degrees of engagement, motivation, and resilience,
thereby contributing to improved project performance.

Thus, for the success of the project in Pakistan, team members’ psychological capital’s mod-
erating effect is rather important. Project managers can build stronger teams able to survive
among obstacles by including psychological capital into leadership techniques and company
culture. This approach enhances project outcomes and contributes to healthier, more productive
work environment. Based on this discussion, following hypothesis is drawn:

H3: To analyze the moderating role of psychological capital between transformational leadership and
project success.

3.4 Meditating, Moderating Role of Psychological well-being and Psycho-
logical Capital in Shaping the Relationship Between Transformational
Leadership and Project Success

The relationship between transformational leadership and project success is complex and
involves various mediating and moderating mechanisms (Alvi and Alvi, 2023). New research
indicates other factors that help explain or define the nature of the relationship between the two,
including the perception of the team members’ psychological well-being and psychological cap-
ital. In skillful TL it is understood to improve motivation, creativity and performance by per-
suasive vision, credibility and the encouragement of personal growth and development (Avolio
et al., 1999). However, what these leadership behaviors mean for project success is mediated
by psychological factors. Psychological well-being, which covers emotional and psychological
well-being has been associated with organizational outcomes like job satisfaction, employee en-
gagement and work performance as postulated by Schaubroeck et al. (2021).

Organizations led by transformational leaders that encourage work environments conducive
to high levels of psychological well-being will likely experience high levels of organizational
engagement. Leaders who prioritize well-being often promote trust, provide developmental
opportunities and create supportive atmosphere that enhances employees’ emotional and social
functioning (Avolio et al., 1999). This mediating role of psychological well-being helps to ex-
plain why transformational leadership leads to project success; when team members experience
higher well-being, they are more likely to engage fully with the project, manage stress effectively
and demonstrate resilience under pressure (Zhang and Ma, 2023).

Psychological capital consisting of hope, optimism, resilience and self-efficacy, has also been
recognized as critical individual resources that influence employees’ ability to perform in chal-
lenging situations (Luthans and Youssef, 2004). As moderator, psychological capital influences
how transformational leadership behaviors impact team performance and project success. Trans-
formational leaders can foster psychological capital by promoting positive organizational cli-
mate, offering encouragement and supporting team members in developing these psycholog-
ical resources. When employees possess high levels of psychological capital, they are better
equipped to handle challenges, persist in face of obstacles and maintain positive outlook; all
of which are critical for achieving project success (Avey et al., 2022). More confidence with the
capacity to support a team and advocate for the project goals is an effect of having better self-
efficacy, but higher degrees of resilience may help to overcome adversities (Gao et al., 2021).
Psychological capital therefore enhances transformational leadership by amplifying the effects
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on project success. Thus, enhancing the ability of members within the team to effectively man-
age the challenges and diligence to the projects’ goals.

It seems that psychological well-being as a mediator and psychological capital as a moder-
ator present an entire paradigm for the understanding of the impact of transformational lead-
ership on the project success. Whereas psychological well-being mediates between transforma-
tional leadership and positive effects on performance to be an outcome of the formation of an
emotionally supportive climate, psychological capital enhances this association by furnishing
team members with mental instruments to overcome challenges. This relationship proves that it
is possible to observe how projects’ outcomes reflect fairly the state of emotional and cognitive
health. In the future, more research should continue observing these relations closely as to how
the dynamics of a team and the organizational environment influence them (Avolio et al., 1999).
This debate enables one to develop the following theory:

H4: To analyze the combined effect of team psychological well-being and psychological capital on
project success

While numerous studies have explored the relationship between transformational leader-
ship, employee well-being, and performance Bass and Riggio (2006); Lee and Kim (2022); Luthans
et al. (2007), most have been conducted in developed economies and organizational settings out-
side the project management context. These studies often examined either well-being as a me-
diator or PsyCap as a direct predictor but did not simultaneously test their interdependent roles
within a unified framework. Furthermore, limited empirical evidence exists on how these psy-
chological mechanisms operate under the high-pressure, resource-constrained, and collectivist
work environments typical of project-based organizations in Pakistan. This study addresses
these gaps by proposing and empirically testing a comprehensive model in which transforma-
tional leadership influences project success through psychological well-being as a mediator and
psychological capital as a moderator. By integrating both constructs, the study contributes to a
more nuanced understanding of how leadership behaviors translate into performance through
psychological pathways in emerging economies.

3.5 Theoretical Framework

The theory also propounds that the effects of transformational leadership on project suc-
cess are both direct and mediated by the improvement of the psychological health of the team.
This study builds upon the foundational premise that transformational leadership significantly
contributes towards project success, directly and indirectly. The theory posits that the phyco-
logical health of the project team-encompassing both psychological capital and psychological
well-being plays critical role in this relationship. Specifically, transformational leaders inspire,
motivate and intellectually stimulate their teams, creating an environment that supports emo-
tional balance, stress management, job satisfaction and overall mental health.

Phycological capital (Psychological capital) comprising hope, resilience, optimism and self-
efficacy acts as a vital mechanism by which teams become more adaptable, focused and perfor-
mance driven. Concurrently, psychological well-being reflects positive emotional functioning
and reduce burnout, further enhancing team’s engagement and commitment. Together, these
psychological resources significantly improve the team’s ability to navigate project challenges
and achieve objectives.

Moreover, the study introduces a moderation perspective, suggesting that leadership style
influences the strength of the relationship between psychological factors and project outcome. In
other words, the effectiveness of psychological capital and psychological well-being in achieving
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project success is amplified under transformational leadership. This dule pathway mediation
via psychological well-being and moderation through psychological capital forms the basis of
the proposed theoretical model.
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Figure 1: Hypothetical Model

The methodology taken for the research is conscripted by offering structured approach un-
derstanding multifaceted relationships of direct, mediating and moderating, between transfor-
mational leadership, teams’ psychological capital, teams’ psychological well-being and project
success. The choice of quantitative research design underlines the intent to draw robust, gener-
alizable understandings from diverse sets of data.

4 Methodology

4.1 Research Design

This paper examined the role of demography in the relationship between the transforma-
tional leadership style of project managers. It also explored mediating and moderating roles of
psychological well-being and psychological capital of team members and their interrelation. By
leading these factors, the research tried to bring perception, which could help several projects
in different sectors like “banking & telecom sectors, service sectors, poultry sectors, MRO, and
infrastructure” to be improved.

4.2 Quantitative Research Approach:

Since statistical analysis provides empirical data, this study adapts a quantitative research
method. This strategy assists in searching for the relationships between variables, hence the
testing of hypotheses and extension of results to other larger populations (Bryman, 2016). The
research results are directly applied to the business decisions.

4.3 Methodology of Data Collection

Data for this study was gathered using convenience sampling, from the project team mem-
bers from various organizational environments banking, software houses, services, poultry,
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MRO and infrastructure). This sampling technique was selected due to the diverse and ge-
ographically dispersed nature of the above-mentioned target population across multiple sec-
tors.This approach allowed for efficient data collection within practical constraints such as time,
accessibility and resource availability. Unlike random or stratified sampling which would re-
quire controlled access to defined organizational databases convenience sampling facilitated
engagement with professionals actively involved in project environments. While this method
may limit generalizability, it enabled the acquisition of rich, sector-specific insights essential for
exploring psychological and leadership dynamics in Pakistan’s project-base settings.

4.4 Criteria of Participant Selection

The participants in the research were identified according to their positions within their
companies or according to whether they were involved in some way in project management. It
is done to make sure that the respondents understood the leadership styles used in the projects.
Consequently, the study was able to collect valuable insights regarding the relationship between
transformational leadership, psychological capital, psychological well-being, and project suc-
cess from respondents with first-hand experience working in project environments. This focus
helped to increase the credibility of the data collected as well as give a comprehensive account
of leadership in different settings.

4.5 Survey Methodology

Using both distribution of the questionnaires in hard copies and posting questionnaires
through electronic mailing, WhatsApp. This twin strategy improved the response rate of partic-
ipants and increased accessibility.

4.5.1 Cross-Sectional Design

The cross-sectional design of this work allowed the data of concern to be gathered at a sin-
gle point in time. This study intended to give an idea regarding the existing position of trans-
formational leadership practices to highlight how and to what extent they impact the project
performance in Pakistan by involving the participants’ experience and perception at a single
point.

4.5.2 Sample Size Determination

Since the population of the employees in this organization is relatively small, the sample size
available for this research was limited. Krejcie and Morgan (1970), model offers a system that is
easy to understand and applicable regarding how to determine the right number of participants
regarding the population size, level of confidence, and error margin (Annex I). According to
their formula, where the confidence level is 95%, the margin of error is 5%, and the proportion
division is 0.5, the suggested sample size of an infinite population is 385 (Krejcie and Morgan,
1970). For the purpose of this work, a slightly larger population of the sample size of 390 was
used to maximize the reliability and validity of the study.

4.5.3 Data Analysis Techniques

After collecting data, it was investigated using IBM-SPSS Statistics Modular and regression
analysis under explicit technique of Hayes’ PROCESS Macro (Hayes, 2018). Since organizational
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research provides a comprehensive knowledge of complex link among variables, it has long
established this analytical framework (Hayes, 2018; Zhao, 1991).

4.5.4 Ethical Considerations

Throughout the study, ethical rules on informed consent, confidentiality, and data protec-
tion were rigorously observed. Participants were advised on the goals of the study, voluntary
participation, and anonymity of answers. Before they started the survey, informed permission
was acquired from every participant. Data remains safe and only applied for research needs.

4.5.5 Triangulation of Data Sources

To reduce bias and improve the validity of the conclusions, data has been gathered from sev-
eral sources including peer and supervisor assessments. Including the survey results of project
sponsors, participants and supervisors have provided a more holistic view of the definition of
project success. This allowed respondent confidence, which reduced social desirability bias and
encouraged genuine answers.

4.6 Measurement Instruments

This study had a structured questionnaire with 54 items meant to assess important variables:
on transformational leadership of project managers, on success of projects, on psychological
conditions of team members and on psychological assets of the team. To measure these factors,
respondents rated their level of agreement on the following statement on a Likert scale ranging
1 – strongly disagree to 5 – strongly agree. (Annex II)

4.6.1 Project Manager’s Transformational Leadership

Adapted 10 items from established scales such as the Multifactor Leadership Questionnaire
(Bass and Bass Bernard, 1985), were used to assess project manager’s transformational leader-
ship behaviors, including inspirational motivation, idealized influence, individualized consid-
eration, and intellectual stimulation.

4.6.2 Project Success

Project success was measured using 14 multi-dimensional scale comprising indicators such
as schedule adherence, budget compliance, stakeholder satisfaction and project outcomes achieved.
Items were adapted from validated scales used in previous project management research (Aga
et al., 2016; Pinto et al., 1988).

4.6.3 Team Members’ Psychological Well-being

Psychological well-being of team members was assessed using validated scales such as the
Warwick-Edinburgh Mental Well-being Scale (Tennant et al., 2007). The scale was comprised of
18 items related to positive affects, life satisfaction and psychological functioning.

4.6.4 Team Members’ Psychological Capital

Psychological capital of team members was measured using the 12 Psychological Capital
Questionnaire developed by Luthans and Youssef (2004). The questionnaire assessed four com-
ponents: hope, efficacy, resilience, and optimism.
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5 Data Analysis

5.1 Frequency Analysis: Demographic Data

Data analysisinvolved several steps to test the research hypotheses. Firstly, descriptive
statistics were computed to summarize demographic characteristics of sample and variables
of interest. Then, inferential statistical techniques such as correlation analysis, regression anal-
ysis and mediation/moderation analysis were employed to examine the relationships between
variables and test the hypothesized model.

5.2 Participants’ demographic information

The sample consisted of 215 males (55%) and 175 females (45%). This disparity was not
surprising considering that most of the workplace in Pakistan tends to be dominated by males,
especially the Project Management field. With respect to age, 159 (40.8%) respondents were
between the ages 18 to 40, 202 (51.2%) were between the ages 41 to 60, whereas the remaining
29 (7.4%) were above 60 years. Regarding work experience, 170 (43.70%) respondents indicated
less than Ten years’ work experience, 156 (40%) were between the years 11 to 30, whereas the
remaining 64 (16.3%) were above 30 years.

5.2.1 Control Variables

A one-way ANOVA test was conducted to identify potential control variables among de-
mographic characteristics (gender, marital status, age, organizational type, position, and expe-
rience). The results indicated no significant control variables, as shown in Table 1. Therefore, no
control variables were included in the analysis.

Table 1: One-way ANOVA

PMTL PS PWB PC

F P F Value P F P Value F P

Value Value Value Value Value Value

Gender 103.87 < .001 76.09 < .001 68.56 < .001 42.64 < .001

Material Status 87.75 < .001 69.42 < .001 164.23 < .001 33.95 < .001

Age 90.81 < .001 72.84 < .001 169.89 < .001 36.72 < .001

Organization 54.67 < .001 46.51 < .001 113.28 < .001 31.61 < .001

Position 14.92 < .001 15.68 < .001 36.06 < .001 1.54 0.191

Experience 60.76 < .001 56.25 < .001 127.47 < .001 27.45 < .001

Note: n=390 , PMTL= Project Manager’s Transformational Leadership, PS= Project Success, PC=
Psychological Capital, PSYCHOLOGICAL WELL-BEING= Psychological Well-being.
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6 Results

This paper conveys findings from the analysis condemned to test the hypothesis that exam-
ined the linkages between the Project Manager’s Transformational Leadership (PMTL), Project
Success (PS), Psychological Capital (Psychological capital) and psychological well-being (psy-
chological well-being) among project managers.

The study is structured as follows:

1. Descriptive statistics of continuous variables.

2. Reliability and correlation analysis.

3. Regression analysis, mediation analysis and moderation analysis based on the research
hypothesis.

6.1 Descriptives Statistics for Continuous Variables

Descriptive statistics for continuous variables PMTL, PS, PC, and psychological well-being
are provided inTable 2. The mean and standard deviation offer insight into the central tenden-
cies and variability of these constructs.

Table 2: Descriptive Statistics

Mean SD

PMTL 3.922 0.794*

PS 3.796 0.721*

PC 3.833 0.748*

PSYCHOLOGICAL WELL-BEING 3.529 0.625 *

Note: n=390, *p < 0.05, Cronbach’s Alpha in brackets, PMTL= Project Manager’s Transformational Leader-
ship, PS= Project Success, PC= Psychological Capital, PSYCHOLOGICAL WELL-BEING= Psychological
Well-being.

6.1.1 Project Manager’s Transformational Leadership (PMTL)

The average score for PMTL is 3.922, with a standard deviation of 0.794, indicating that most
respondents view their project managers as strong transformational leaders. This leadership
style, which emphasizes inspiring and motivating team members, fostering collaboration, and
driving innovation, is often linked to improved team performance and morale. The consistency
in responses suggests that these qualities are widely recognized among project managers in the
sample.

6.1.2 Project Success (PS)

The mean score for project success is 3.796, with a standard deviation of 0.721, reflecting a
generally positive perception of project outcomes. This includes factors like meeting objectives,
staying on schedule, and satisfying stakeholders. The low variation in responses showed that
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most participants share similar views on the success of their projects. Study suggests that effec-
tive communication, clear goal-setting, and strong leadership contribute significantly to project
success. These findings align with the idea that transformational leaders can positively influ-
ence team dynamics and project outcomes, reinforcing the importance of leadership in ensuring
projects meet or exceed expectations (Ilyas et al.).

6.1.3 Psychological Capital (PC)

Psychological Capital (PC) has mean score of 3.833 and standard deviation of 0.748, shown
that most respondents demonstrate strong levels of resilience, optimism, confidence, and hope.
These traits are essential for managing workplace challenges and enhancing performance. Al-
though there is slight variability in individual perceptions, the overall trend reflects a workforce
with positive psychological resources. Research indicate that higher Psychological Capital is
linked to greater job satisfaction, improved productivity, and better stress management (Yang
et al., 2020). These findings suggest that organizations can benefit from investing in initiatives
that boost employees’ mental and emotional resources, fostering a more resilient and motivated
workforce.

6.1.4 Psychological well- being (Psychological Well-Being)

Psychological wellbeing scores the lowest mean of all the domain scores it has the mean
score of 3.529 with standard deviation of 0.625 which suggests moderate psychological well-
being among the respondents. This includes aspects like mental health, life satisfaction, and
work-life balance. The low variability in responses showed that most participants share similar
perceptions of their well-being. The relatively lower score highlights a potential need for organi-
zations to focus more on employee well-being (Ilyas et al.). Research emphasizes that supportive
leadership and healthy work environments can significantly improve employees’ psychological
well-being. These findings underscore the importance of implementing initiatives to promote
work-life balance, reduce stress, and enhance overall employee satisfaction and productivity.

6.2 Reliability Analysis

Reliability analysis was conducted for all key constructs to assess internal consistency of
the measurement instrument used. Cronbach’s alpha for complete set of 54 questioners is 0.791.
This high Cronbach’s alpha value suggests that measurement tools used in this study are reliable
and the variables measured are internally consistent. Item wise variables, Cronbach’s alpha
coefficients are summarized in Table 3 and are discussed below:

Table 3: Reliability

Cronbach’s Alpha

PMTL 0.815

PS 0.705

PC 0.871

PSYCHOLOGICAL WELL-BEING 0.791

Note: n=390
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6.2.1 Project Manager’s Transformational Leadership (PMTL)

The Cronbach’s Alpha for PMTL is 0.815 thus is considered a highly reliable scale for this
study. This indicates that the survey items applied in the study to capture transformational
leadership by project managers are reliable and internally consistent. A figure greater than 0.8
is conventionally deemed beneficial in social scientific research thus underlining the solidity of
this gauge. The reliability score makes the conclusion based on Project Manager’s TL to have
confidence with the respondent’s views on leadership that enhances cooperation and produc-
tivity of the team.

6.2.2 Project Success (PS)

The reliability coefficient for PS is 0.705, reflecting an acceptable level of consistency for the
scale. While slightly lower than the other measure, this value still meets the general threshold
for reliability in behavioral research. This score suggests that the items assessing project success
such as meeting objectives, adhering to schedules, and stakeholder satisfaction are reasonably
consistent. Previous studies emphasize that leadership, teamwork, and effective communica-
tion are key drivers of project success. The reliability score supports the idea that the survey
captured participants’ perceptions of success accurately, providing valuable insights into the
factors contributing to successful project outcomes.

6.2.3 Psychological Capital (PC)

With a Cronbach’s Alpha of 0.871, PC demonstrates the highest reliability among all vari-
ables. This score indicates excellent internal consistency, ensuring that the items used to assess
traits like optimism, resilience, and confidence are highly dependable. High reliability is crucial
for measuring psychological resources, as they significantly impact employee performance, en-
gagement, and stress management (Luthans and Youssef, 2004). The strong score confirms that
the findings accurately reflect the psychological strengths of respondents, emphasizing the im-
portance of fostering these attributes in the workplace to boost productivity and create a positive
organizational culture.

6.2.4 Psychological well-being (Psychological Well-Being)

Psychological Well-Being has a Cronbach’s Alpha of 0.791, which show that the scale is
reliable to a good extent. This is demonstrated by using items that captured respondents’ psy-
chological well-being of life satisfaction and positive emotional health. The reliability coefficient
indicates certain level of confidence in the survey findings, emphasizing the calls for manage-
ment to embrace activities that boost employees’ health to enhance perpetual organizational
success.

6.3 Correlation Analysis

Correlation matrix between the four main variables (PMTL, PS, Psychological capital and
psychological well-being) is also shown in Table 4. The correlation analysis offers understanding
about these construct’s interconnection.
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Table 4: Correlations

PMTL PS PC PSYCHOLOGICAL WELL-BEING

PMTL 1

PS 0.850 1

PC 0.826 0.815 1

PSYCHOLOGICAL WELL-BEING 0.833 0.847 0.759 1

Note: n=390, PMTL= Project Manager’s Transformational Leadership, PS= Project Success, PC= Psycholog-
ical Capital, PSYCHOLOGICAL WELL-BEING= Psychological Well-being. Correlation Significant at .01

6.3.1 PMTL to PS
The result shows that there is very strong positive relationship between PMTL and PS with

correlation coefficient equals 0.850. This indicates that as the use of transformational leadership
by project managers enhances, there is a direct positive impact on the level of project success.
The Four processes being initiated; whereby transformational leaders reform the vision of the
crowds; acquire their commitment; consolidate a common purpose of the project and a positive
motivation; all in a way that affects the accomplishment of the objectives of the project. Turner
and Müller (2005), endorse this finding noting that leadership plays a central task in determining
the success of a project. This confirms the need for the growth of leadership competencies in
project managers for enhanced project performance since transformational leadership does not
only enhance team performance but also realignment with stakeholder expectations.

6.3.2 PMTL to PC
There is a direct relationship of 0.826 between PMTL and PC. This relationship shows project

managers who display transformational leadership behaviors effectively improve team mem-
bers’ Psychological Capital which involves; resistance, posiness, confidence and hope (Alvi and
Alvi, 2023). This fosters confidence and encourages one to deal with hinderances as well as re-
tain optimism in the working place according to transformational leaders. According to Luthans
and Youssef (2004), org south western’s transformational leadership will help the organization
in the building of psychological resources needed in enhancing engagement and performance.
This evidence supports the notion that leadership is not only vision and behavioral change
agents in accomplishing organizational goals and objectives but also the ability to build stronger
and psychologically healthy workers.

6.3.3 PMTL to PSYCHOLOGICAL WELL-BEING
The mean value of PMTL is 47.89 and of psychological well-being is 55.89, and the statistical

significance coefficient between PMTL and psychological well-being is 0.833, which suggests a
positive relationship. For instance, transformational leaders are useful in enhancing employ-
ees’ psychological climate since they encourage all members of employees. They motivate their
teams, lower stress in the workplace and generally improve job satisfaction, all of which are
critical components of well-being. This relationship underscores the importance of leadership
development programs that should be invested in by organizations since these transformational
leaders are well positioned to help formulate a healthier motivated and emotionally stable work-
force.



18 Qureshi, Ullah, Qazi & Ashraf

6.3.4 PS to PC

PS and PC have a positive and highly significant linear relationship; the value of coefficient
of determination being 0.815. The sub-elements of project success strongly correlate with Psy-
chological Capital as goals setting provide a sense of accomplishment, confidence, and optimism
within the employees and teams. Also, the research presents a higher level of PC that enhances
cooperation and issue solving, both of which enhance projects. This result implies that organi-
zations desiring to achieve uniformity on project delivery should also support pursuits geared
toward the promotion of Psychological Capital while taking care that their employees grow as
people who must realize success.

6.3.5 PS to psychological well-being

The relationship between PS and psychological well-being is strongly positive, r = 0.847.
Successful projects are beneficial for the employees’ psychological climate since they make them
proud, satisfied and less stressed. On the other hand, the enhanced psychological well-being
increases abilities, time management of the timely completion of projects, and team cohesiveness
in contributing to project success (Yang et al., 2020). This relationship showed the need to foster
a culture where success is not only seen by the product of a project but also by the effect on the
health of employee, or their attitude to work.

6.3.6 PC to psychological well-being

The observed coefficient between PC and psychological well-being is 0.759 showing a high
and positive degree. Higher Psychological Capital means better levels of psychological health
among employees, because the defended state includes factors, such as such aspects as resilience
and optimism in the face of difficulties and occupational stress. Thus, increased level of well-
being can ensure productivity and active engagement together with satisfaction with the work
(Ilyas, et al. 2023). It is perhaps with this in mind that the authors of these papers suggest that
promoting PC through training and organizational support can create a virtuous circle leading
to a higher level of well-being alongside the creation of a healthier and more productive work-
force.

6.4 Regression Analysis

To test the hypotheses, Regression analysis of the hypotheses was conducted using IBM SPSS
Statistics Modeler and Hayes’ PROCESS Macro was used to test the relationships presented
herein including mediation and moderation analyses. They showed that project success was
directly influenced by transformational leadership and was mediated by psychological well-
being and moderated by psychological capital. The results of regression analysis are presented
in Table 5 below.



Jinnah Business Review 19

Table 5: Regression

Hypothesis Beta se p-Value LLCL ULCL

PMTL PS 0.235 0.051 0.000 0.136 0.336

PMTL x PC PS 0.224 0.049 0.000 0.349 0.573

PMTL PSYCHOLOGICAL WELL-BEING PS 0.462 0.058 0.000 0.349 0.573

PMTL x PC PSYCHOLOGICAL WELL-BEINGPS 0.199 0.052 0.000 0.099 0.301

Note: n=390, PMTL= Project Manager’s Transformational Leadership, PS= Project Success, PC= Psy-
chological Capital, PSYCHOLOGICAL WELL-BEING= Psychological Well-being

6.4.1 Direct Effect of Transformational Leadership on Project Success

The regression analysis indeed reveals that PMTL all have positive significant regression
weights on PS with the beta coefficient of 0.235; t = 12.295; p < 0.001. This suggests that need
for change through adoption of transformational leadership by project managers is a key to
the success of the project through fostering of teamwork, goal convergence and satisfaction of
the stakeholders (Alvi and Alvi, 2023). The confidence interval (LLCL = 0.136, ULCL = 0.336)
demonstrates that this relation is stable. These results support Turner and Müller (2005) wherein
they discussed about transformational leaders and regards that they are persons responsible in
guaranteeing that specific project goals are achieved through improving the team management
and leadership self-organizing motivation (Alharbi, 2022; Kim and Jang, 2024).

6.4.2 Mediating Role of Psychological Well-being

The research also captures the moderating role played by PMTL and PC in the determina-
tion of PS with regression of 0.224 and p < 0.001. This research means that when transforma-
tional leadership is detected in the project environment, Psychological Capital strengthens the
evidence in support of the influence of the independent and dependent variables on project suc-
cess (Zhu and Cheung, 2023). The results also show that the project managers were effective
in nurturing the employees with higher level of PC, which comprises of personal control, op-
timism, and confidence for improvement of project results due to transformational leadership
style. These results can be supported by the confidence interval where LLCL = 0.349 and ULCL
= 0.573.

6.4.3 Moderating Role of Psychological Capital

The mediating role of psychological well-being in the relationship between PMTL and PS
is significant, with a beta coefficient of 0.462 (p < 0.001). This indicates that transformational
leadership improves employees’ psychological well-being, which in turn enhances project suc-
cess. The confidence interval (LLCL = 0.349, ULCL = 0.573) reinforces the robustness of this
mediation. Research by Zhang and Ma (2023), highlights that supportive leadership fosters
well-being, enabling employees to work more effectively and contribute to project success. This
underscores the importance of promoting well-being as a pathway to achieving better organi-
zational outcomes. This emphasizes the need for inspiring psychological resources inside the
teams. High Psychological capital helps team members stay strong and optimistic, therefore
increasing their capacity to reach project goals in line with past studies (Gao et al., 2021).
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6.4.4 Effect of Mediating and Moderating Variables on Relationship Between Trans-
formational Leadership and Project Success

The interaction of PMTL and PC significantly predicts psychological well-being, which sub-
sequently influences PS, with a beta coefficient of 0.199 (p < 0.001). This implies that Psycholog-
ical Capital moderates the relationship between transformational leadership, at the individual
level, and well-being since it improves the outcomes of the project. The confidence interval
strengthens this relationship (LLCL = 0.099; ULCL = 0.301). This finding supports the research
done by Luthans and Youssef (2004). showing that PC enhances leading well-being and per-
formance of the workers and in organized enabling share with leadership support. These find-
ings further stress the moderate role of leadership and of psychological resources for team out-
comes. These findings suggest that interplay between psychological resource and emotional
state clearly delineates when and how understanding of transformational leadership translates
into project performance.

7 Discussion

This paper offers a synthesis of the findings obtained from the study of PMTL, PS, Psy-
chological capital, and psychological well-being factors. The findings stress the importance
of transformational leadership in enhancing project performance outcomes, with moderation-
under-mediation integration of psychological characteristics. These relationships are analyzed
qualitatively, theoretically, and empirically from the perspective of leadership on the overall
organizational effectiveness as well as the quality of work life of employees.

7.1 Interpretation of Key Findings

7.1.1 Transformational Leadership and Project Success

As shown in table 3, the analysis establishes a tight positive link between transformational
leadership and project success with beta coefficient of 0.235 (t < 0.001). This establishes that
project managers with characteristics of transformational leaders in place of delivering creative
visions, drawing together teams and promoting innovation improve the project performance.
Organizational commitment by head of project team and the coordination of group efforts with
project objectives leads to project effectiveness and project user satisfaction. These results sup-
port Alharbi (2022); Kim and Jang (2024), who underline the leadership focus as a key to orga-
nizational success. In addition, the strong correlation coefficient shown in the study (r = 0.850)
affirms the subject leadership in managing various project issues. In this way, development
of trust, commitment and enthusiasm contributes not only to success but also to establishing
appropriate framework to continue active for further projects.

Organizational transformation provides a way of getting round some of the challenges that
are typical in Pakistani businesses and organizations where scarcity of resources, time constraint,
and high levels of stakeholder demands are often the order of the day. Those leaders who em-
phasize the use of idealized influence, inspirational motivation, and intellectual stimulation, en-
hance the group cohesiveness and creativity, which are fundamental in any project undertaking
(Gao et al., 2021).
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7.1.2 Mediating Role of Psychological Well-being

The results indicate that psychological well-being(PWB) partially mediates the relationship
between project manager transformational leadership (PMTL) and project success (PS). The
standardized indirect effect via PWB was β = 0.462, SE = 0.058, p < .001, 95% CI [0.349, 0.573],
indicating a significant mediating pathway. The results suggest that PWB partially mediates
the link between PMTL and PS, with a standardized indirect effect of β = 0.462 (SE = 0.058, p
< .001, 95% CI [0.349, 0.573]). This finding indicates that transformational leadership enhances
team psychological well-being, which in turn contributes to improved project outcomes. Orga-
nizational health is therefore an important pathway through which transformational leadership
exerts its effects on project performance. This leads to higher levels of well-being when per-
formance, creativity and engagement move to the advantage of the project. These outcomes
support the stay of Zhu and Cheung (2023), that underlined the key importance of well-being
to increase productivity at work. Management should encourage the increasing of organiza-
tional strategies that boost the health of their employees as they regard it as asset that enhances
the leadership and success of the projects. This is consistent with older recommendations of
well-being’s importance in decreasing burnout and increasing efficiency.

7.1.3 Psychological Capital as a Moderator

The analysis shows that psychological capital interacts with PMTL-PS by moderating the
relationship with a beta coefficient of 0.224 (p < 0.001). Transformational leaders enhance the
impact of psychological capital traits-resilience, optimism, confidence and hope-on projects. As
the Psychological capital of the employees improves; they stand a better chance of countering
the odds and stay motivated while working in teams and generally improve on the performance
of projects. This is supported by Avey et al. (2022), who further explain psychological capital as a
crucial organizational-capital category. This is made even clearer by the positive and strong rela-
tionship between PMTL and Psychological capital, r = 0.826, and between psychological capital
and PS, r = 0.815. These results indicate that it is necessary to include the psychological capital
enhancement strategies in the leadership development programs to attain the highest perfor-
mance under the transformational leadership (Yang et al., 2020). In the organizations located in
Pakistan where comparatively economic and organizational dynamics are quite apparent, the
psychological capital assumes the status of a resilience against stress and uncertainty. Managers
who take the time to improve their subordinates’ psychological capital can foster high levels of
responsiveness and productivity and thrive nicely in uncertain conditions

7.1.4 Combined Effect of Psychological Well-Being and Psychological capital

The combined mediating role of psychological well-being and moderating role of psycholog-
ical capital reveals a nuanced interplay between psychological factors and leadership in driving
project success. The significant beta coefficient of 0.199 (p < 0.001) for this interaction under-
scores the synergistic impact of these variables. Besides the improvement of well-being, trans-
formational leaders elevate psychological capital to maximize team effectiveness. These out-
comes support Schaubroeck et al. (2021), and Luthans and Youssef (2004). arguing that when
leadership support is combined with positive psychological resources, it creates resilience, de-
creases stress, and increases performance. This two-fold emphasis underlines the need for com-
bined effort in leadership and psychological interventions for promoting both organizational
and employee benefit. In other words, it is possible that factors other than leadership and psy-
chological traits have a stronger impact on the performance of the work team and on successful
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project completion (Zhu and Cheung, 2023).

7.1.5 Findings and Implications

Findings from this study offered several implications for organizations aiming to enhance
project success through transformational leadership and psychological capital. Here are some
key suggestions and recommendations based on the results.

7.2 Theoretical Implications

7.2.1 Advancing Leadership Theory

The investigation also contributes to transformational leadership literature by providing a
reflection of its total and mediated impact on project success. It validates that transformational
leadership does impact not only team level characteristics, but also personal level psychological
resources, painting a clear picture of what it means to be an effective leader (Allen et al., 2023;
Kim and Jang, 2024).

7.2.2 Integration of Psychological Constructs

The addition of psychological well-being and psychological capital into the leadership-success
model brings out another view of organizational performance. In doing so, the study fulfills a
void in extant literature by positing psychological facets of leadership while focusing on the psy-
chological health of employees and their subsequent psychological capital to effect productivity
enhancement (Zhu and Cheung, 2023).

7.2.3 Contribution to Organizational Psychology

The paper has implications to organizational psychology since it reveals some of the medi-
ating and moderating roles of psychological constructs in leadership. This theoretical develop-
ment should apply for leadership models that incorporate psychological health and capital as
part of examining work environments.

7.3 Practical Implications

7.3.1 Leadership Development Programs

Organizations should invest in leadership training that emphasizes transformational qual-
ities. Such programs can enhance leaders’ ability to inspire, motivate, and align teams with
organizational objectives, directly contributing to project success. (Avey et al., 2022).

7.3.2 Employee Well-being Initiatives

Given the mediating role of psychological well-being, organizations should prioritize initia-
tives that promote a balance of work-life, reduce stress, and foster a positive workplace culture.
Providing resources such as mental health support, flexible work arrangements, and wellness
programs can significantly enhance employee satisfaction and productivity (Hayes, 2018; Hayes
et al., 2022).
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7.3.3 Building Psychological Capital
To leverage the moderating effects of psychological capital, organizations should implement

training programs that develop resilience, optimism, and confidence among employees. These
initiatives can create a more adaptable and motivated workforce, capable of achieving high per-
formance under transformational leadership (Yang et al., 2020).

To effectively strengthen psychological capital in project teams, organizations should im-
plement structured development initiatives.Goal-setting and Self-efficacy Workshops can build
confidence and enhance personal agency (Yang et al., 2020).

Resilience training, including stress management, cognitive reframing and mindfulness, can
prepare teams to bounce back from setbacks and maintain performance under pressure (Gao
et al., 2021). Hope and optimism development sessions that focus on solution-oriented thinking
and future planning further nurture perseverance (Avey et al., 2022). In addition, mentorship
programs and positive feedback loops help embed these traits into daily team culture. Em-
bedding these practices into leadership training enables transformational leaders to amplify the
psychological strengths of their teams, fostering adaptability, well-being and sustained project
success (Zhu and Cheung, 2023).

7.3.4 Strategic Integration of Psychological Factors
The combined impact of psychological well-being and Psychological capital underscores the

need for an integrated approach to leadership and employee development (Zhu and Cheung,
2023). Organizations should adopt holistic strategies that simultaneously address leadership
effectiveness, psychological well-being, and capital, ensuring sustainable success and workforce
engagement.

7.3.5 Sectoral Application of Transformational Leadership
Transformational leadership manifests uniquely across sectors based on operational com-

plexity, innovation demand and human capital challenges. In Banking, it often focusses on
aligning teams with digital transformation and regulatory compliance. In Software and Ser-
vices, it fosters innovation and rapid adoption, promoting a culture of agility and creativity. In
Poultry and MRO Sector, transformational leaders emphasize efficacy, workforce stability and
quality assurance under pressure. In Infrastructure Projects, they manage diverse stakeholders
and timelines, aligning teams to share long-term goals. These contextual differences highlight
the adaptability of transformational leadership and inform sector-specific leadership develop-
ment practices.

7.4 Recognizing the Study’s Limitations

Despite valuable insights provided by this study, several limitations also needed to be ac-
knowledged:

7.4.1 Cross-sectional Design Constraints
Thus, the study adopted a cross-sectional research design whereby data were collected at

one specific period. Even though this method offers rich information about the existing rela-
tionship, the dynamics of the relationship are not considered. Studies could use cross-sectional
designs in future work to also identify how these relationships may fluctuate during different
phases of a project (Avey et al., 2022).
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7.4.2 Self-reported Data Bias

The use of self-report data incorporated method biases, for example, social desirability bias
and common method variance. That is why, despite efforts to assure anonymity, the use of peer
review or some objective criteria in further studies is quite appealing (Pan et al., 2023).

7.4.3 Limited Generalizability

Despite the random sampling of different industries in Pakistan, the conclusion is likely not
to generalize to other cultural/organizational contexts. It is imperative that different geographi-
cal locations and organizational sector concentrations have different problem characteristics and
system environments, which could affect the generalizability of such findings.

7.4.4 Lack of Suitable Industry Analysis

Even though data was sourced from different sectors, the study did not take a close look
at the peculiarities of each industry that would prove rather important for its success. In the
future, researchers should examine a sector-related strategy and identify different strategies for
addressing sector-related challenges based on an industry-oriented approach (Nassaji, 2021).

Addressing these limitations in future research will help provide more comprehensive un-
derstanding of relationships between transformational leadership, psychological capital, psy-
chological well-being and project success.

7.5 Directions for Future Study / Research

To build on findings of this study, future research should consider following directions:

7.5.1 Long-term Studies

Future research needs to pursue such types of research design as longitudinal studies to
capture the changes of transformational leadership, psychological well-being, and psychological
capital over time. Such studies could help garner deeper understanding of how the nature of
these factors affects projects in the different phases and under different conditions (Hayes, 2018;
Hayes et al., 2022).

7.5.2 Sector-focused Research

Tackling specific sectors, like healthcare, technology, or manufacturing, could generate infor-
mation more relevant because it addresses difficulties and possibilities of these business areas.
Besides, in specific contexts, leadership development can be done more precisely

7.5.3 Exploring Cultural Dimensions

Values and norms of power distance, collectivism, and uncertainty avoidance are important
sources of influence on leadership. Studying these dimensions would give a better understand-
ing of the cross-cultural differences between leadership practices
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7.5.4 Broadening the Scope

Subsequent research may include variables such as emotional literacy, climate of the orga-
nizations, and the composition of the teams in the model. These, of course, could expand the
framework and present a more comprehensive picture of leadership outcomes (Gupta et al.,
2023).

7.5.5 Experimental Approaches

Quantitative analysis in experimental and mixed-methods research can test causal hypothe-
ses and, at the same time, allow for deeper exploration of phenomena. This could enrich a given
quantitative research study and give a more comprehensive understanding of the teams and
leadership patterns.

7.5.6 Conclusion

This study set out to examine how project managers’ transformational leadership (PMTL) in-
fluences project success (PS) through the mediating role of team psychological well-being (PWB)
and the moderating role of psychological capital (PsyCap). The empirical evidence, drawn from
a robust dataset across public and private sector projects in Pakistan, provides strong support for
the proposed relationships. The findings confirm that transformational leadership significantly
enhances project success, both directly and indirectly, through improved team well-being. More-
over, PsyCap strengthens this association by amplifying the positive influence of leadership be-
haviors on team motivation, resilience, and commitment.

From a theoretical perspective, the study advances leadership and project management lit-
erature by integrating Transformational Leadership Theory, Conservation of Resources (COR)
Theory, and Social Exchange Theory (SET). This integration clarifies the psychological mecha-
nisms through which leadership behaviors translate into superior project performance. Specifi-
cally, transformational leaders cultivate an environment of trust, optimism, and empowerment
that enables employees to conserve and accumulate psychological resources. These enhanced
psychological states, in turn, foster proactive engagement and sustained performance, explain-
ing the mediating role of PWB and the moderating role of PsyCap. By empirically validating
these relationships, the study contributes to a more nuanced understanding of how leadership
behaviors and psychological capacities jointly influence project outcomes in dynamic organiza-
tional contexts.

Practically, the results highlight the importance for organizations and project-based institu-
tions to invest in leadership development programs that nurture transformational competencies
among project managers. Such training should focus on emotional intelligence, individualized
consideration, and inspirational motivation, the behaviors most strongly associated with build-
ing psychological well-beingand PsyCap within teams. In addition, organizations are encour-
aged to implement human resource policies that support psychological health, such as men-
toring, recognition systems, and wellness initiatives, as these practices sustain high-performing
teams capable of navigating uncertainty and change.

Despite its contributions, the study is not without limitations. The data were collected using
a cross-sectional design, which restricts causal inference. Future research could employ longitu-
dinal or experimental designs to establish temporal causality and explore how leadership and
psychological dynamics evolve over time. Furthermore, this study was conducted within the
Pakistani project environment; hence, comparative studies across different cultural or indus-
trial contexts would enrich the generalizability of findings. Incorporating qualitative methods
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or mixed-method designs may also provide deeper insights into the lived experiences of team
members under transformational leadership.

This study underscores that project success extends beyond technical competencies and
resource allocation it is deeply influenced by the psychological and behavioral dimensions of
leadership. Project managers who demonstrate transformational qualities not only inspire their
teams but also create the psychological conditions necessary for sustainable performance. By
fostering psychological well-being and strengthening PsyCap, transformational leaders build
resilient, motivated, and high-performing project teams capable of achieving long-term organi-
zational success.
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