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Abstract 
The number of complex projects is increasing across many sectors and the associated challenges are 
substantial. Using a field study, the present dissertation aims to understand how project managers' 
emotional intelligence (EI) contributes to project success. Further, the study proposes and tests a model 
linking EI to project success and examines the mediating effects of project managers' transformational 
leadership style on this relationship. To achieve the objectives of the study data were collected through 
self-administered questionnaires from a sample of 218 project managers and project employees. The 
descriptive stats and partial least square structural equation model were applied through SPSS and 
SmartPLS for data analysis. The results of the study revealed that the emotional intelligence of project 
managers has a significant and positive effect on project success of construction projects. Furthermore, 
the study found evidence that the transformational leadership style mediates the relationship between EI 
and project success. The study has practical implications for construction companies and recommends the 
need to look for cognitive intelligence and experience in hardcore management skills to recruit 
emotionally intelligent managers which result in project success. 
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Many studies have looked into the value of emotional intelligence for leaders and how it 

influences managerial behavior at work (Druskat, Mount, & Sala, 2013; Jung & Yoon, 2012). The use 
of emotions by leaders has also been studied, with a focus on the traits and effects of 
transformational, transactional, and charismatic leadership (Avolio & Yammarino, 2013; Kark & 
Shamir, 2013; McCleskey, 2014; Tyssen, Wald, & Spieth, 2014). 

In order to boost the positive conditions and enjoyment of team members, emotionally 
powerful leaders who show their feelings may engage in emotional impurity (Ilies, Curseu, Dimotakis, 
& Spitz-muller, 2013). They add that it's crucial for project managers to have strong emotional 
intelligence in order to minimize the risk associated with project team members, including member 
selection, job involvement, and JS. An emotionally intelligent project manager seeks to create a work 
environment that values emotional intelligence and recruits and retains emotionally intelligent team 
members. Similar to this, emotionally intelligent managers boost their team members' self-assurance 
and sense of belonging, which is crucial to developing team EI (Druskat & Wolff, 2001). This study 
supports the idea that project managers' emotional intelligence positively affects project success 
(Ahmad, T., Rasheed S., Khan, N., 2022). 

The value of emotional intelligence is directly correlated with one's level of status. This 
association leads to the idea that emotional intelligence is a crucial leadership characteristic because 
it raises the chance that team leaders' emotional outbursts may negatively impact the team's 
performance (Goleman et al., 2013). Many studies have looked into the value of emotional 
intelligence for leaders and how it influences managerial behavior at work (Druskat, Mount, & Sala, 
2013; Jung & Yoon, 2012). The use of emotions by leaders has also been studied, with a focus on the 
traits and effects of transformational, transactional, and charismatic leadership (Avolio & Yammarino, 
2013; Kark & Shamir, 2013; McCleskey, 2014; Tyssen, Wald, & Spieth, 2014). 

To guarantee that team members are in line with organizational expectations, the 
leadership in project management has a vital responsibility (Agarwal et al., 2021). Any project's 
success is dependent on a variety of circumstances, but the project manager's position is crucial 
(Davis, 2011; Maqbool et al., 2017). The success of projects in a complex and unpredictable 
environment depends heavily on leadership, and existing research has called for a more systemic and 
collective investigation of leadership as a social process in the field of project management (Agarwal 
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et al., 2021; Bhatti et al., 2021). 
Because of its captivating and inspiring qualities, studies have demonstrated that transformational 
leadership, among the different leadership philosophies accessible, is essential for teams whose 
communication levels are restricted by technology (Braun, Peus, Weisweiler, & Frey, 2013). Effective 
leaders, especially transformational leaders, often exhibit high levels of emotional intelligence, which 
is the ability to detect and control emotions so that they may be used in problem-solving and 
decision-making, according to Goleman, Boyatzis, and McKee (2013). The author argues as a result 
that transformational leadership considerably mediates the link between project managers' 
emotional intelligence and success. 

Existing literature emphasizes the significance of project managers' trust in projects' 
success in addition to their leadership role in determining projects' success ( (Bond-Barnard et al., 
2014; Buvik and Rolfsen, 2015). Because project teams are frequently diverse and cross-functional, 
there is a high degree of interdependence between team members; because the nature of project 
work frequently involves high levels of uncertainty, deadline pressure, and risk; and because 
continuous coordination, integration, and collaboration within the team is necessary to produce 
project outcomes. These traits highlight the importance of developing strong working relationships 
among project team members. 

There are at least two significant reasons why trust in organizations is receiving scholarly 
attention. One is that tasks at work are getting more intricate, cooperative, and knowledge-intensive 
(Hauser, Perkmann, Puntscher, Walde, & Tappeiner, 2015), which amplifies the importance of trust in 
encouraging cooperative behavior (Jones & George, 1998). The increasing understanding of social 
factors as a source of competitive advantage in organizations is another factor (Putnam, 2000). 
Similar to this, the author makes the case that trust is crucial to the success of construction projects 
in Khyber Pakhtunkhwa. By looking into the mediating role of trust between the relationship of the 
project manager's emotional intelligence and project success, this research is an attempt to close the 
gap.  

The construction industry in Pakistan was chosen as the study backdrop for this aim by the study's 
author. The construction industry was chosen for a number of reasons. First off, the building sector 
is crucial to a nation's socioeconomic development. The actions of the sector are crucial to 
achieving the objectives of the country's socioeconomic development, including the provision of 
infrastructure, refuge, and employment. Second, it covers all economic activity related to the 
construction, remodeling, maintenance, or extension of fixed assets such as buildings and 
engineering-related land improvements. Third, in addition, the building industry creates a 
significant amount of jobs and stimulates the growth of other industries through backward and 
forward connections (Khan, 2008). Last but not least, given that Pakistan is a developing nation, the 
sector of the construction industry is currently experiencing rather rapid growth. Currently, behind 
agriculture, construction is Pakistan's second-largest economic industry. Approximately 30–35% of 
jobs are either directly or indirectly related to the construction industry. As a result, Pakistan's 
building industry has been crucial in fostering job growth and economic recovery (Farooqui, et al., 
2008). 

 

Research Questions 

I. Is emotional intelligence related to project success? 

II. Does transformational leadership mediate the relationship between emotional 
intelligence and project success? 

Research Objectives 
I. To investigate the relationship between emotional intelligence and project success in 

construction sector projects in Pakistan. 

II. To analyze the mediating effect of transformational leadership emotional intelligence 
and project success in construction sector projects in Pakistan. 

Literature Review 
 
Emotional Intelligence and Project Success  

Weiss and Cropanzano (1996) stated that depending on employee’s flow of emotional 
experience, both working behaviors and emotional experiences change over time. Individuals at 
workplace might experience both positive and negative emotions (Lindbaum and Jordan, 2014). 
Positive emotions increase the performance of employees in general at work (Khatib, et al., 2021; 
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Mayer et al.,2008; Sy et al., 2006; Wong and Law, 2002), and frustration, irritation, and anger as 
negative emotions diminishes the enthusiasm of employees and ultimately, this leads towards low 
performance of employees (Fisher, 2003; McColl-Kennedy and Anderson, 2002; Von Glinow et al., 
2004). 

Project managers with emotional intelligence show positive emotions (Peslak, 2005). The 
enthusiasm of project managers with positive emotions is increased and makes their communication as 
effective with team members and they creatively manage their challenging tasks (Carmeli, 2003). 
Mount, (2006) urged that the high level of emotional intelligence of project managers motivate them 
to create positive impacts on their team members and they find new ways to solve the issues arose by 
the complex projects also indicated by (Montenegro, et al., 2021).  

Emotional intelligence has been identified as a necessary condition for project success by 
researchers (Clarke, 2010; Mazur et al., 2014; Müller and Turner, 2010). In their research, Muller and 
Turner (2007, 2010) also discovered that EI increases the likelihood of project success in extremely 
complex projects. High emotionally intelligent project managers, according to Thomas and Mengel 
(2008), may deal with stress and negative emotions quickly in challenging circumstances. They added 
that EI aids project managers in determining the appropriate response in challenging project 
circumstances. In addition, Thomas and Mengel (2008) discovered that a lack of emotional intelligence 
will exacerbate irritation, stress, and subpar performance when there is room for misunderstanding 
and pressure in complicated project situations. Using data from 373 project managers in the Australian 
defense industry, Rezvani, Chang, Wiewiora, Ashkanasy, N.M., Jordan, P.J., and Zolin (2016) conducted 
a study. The results showed that EI had a favorable impact on project success, work satisfaction, and 
trust. From the aforementioned findings, it is clear that EI plays a crucial role in identifying project 
success elements. Consequently, it is assumed: 
H1. Project manager’s emotional intelligence is significantly related to project success 
 
Emotional Intelligence and Transformation Leadership 

In an effort to improve the organization, researchers have recently focused on leaders' 
emotional intelligence (Hsu, et al., 2022; Hesselbein and others, 1996; 1997 Cooper; 1997, Harrison) 
Transformational leadership has been found to be a significant factor in effectiveness in a variety of 
organizational contexts (Patterson et al., 1995; Barling and others, 1996; Lowe and others, 1996; 1998 
(Geyer and Steyrer) In order to increase a leader's commitment to the organization, emotional 
intelligence has been identified as a milestone of effective leadership (Kailola, 2020; Emotions were 
favorable toward organizational commitment (George, 2000) and improved organizational 
performance (Watkin, 2000), according to Abraham (2000).  

Goleman (1998b), stated that a significant element in leader effectiveness is emotional 
intelligence. Barling, Slater and Kelloway (2000) suggested that individuals who are emotionally 
intelligent are mostly indicate transformational leadership behaviors. Researchers observed that 
leaders with transformational leadership skills rather than transformational leadership showed that 
transformational leaders were more effective in knowing others’ emotions and they were more 
creative to solve the problems. Gardner and Stough (2002) investigated in a research on association 
between leadership style and emotional intelligence. They collected data from 110 senior level 
managers. The findings of their research showed that both transformational leadership and emotional 
intelligence were positively and strongly related in contrast to transaction leadership.  

Researchers (Barczak et al., 2010; Christie et al., 2015; Kafetsios and Zampetakis, 2008; Sy et 
al., 2006) have found in their researches that emotional intelligence has positive and significant impacts 
on job satisfaction and trust in others of team members. It has also been observed that the level of 
emotional intelligence managers have are more better than as compare to those managers with low 
emotional intelligence. Better social relationships and building trust with others are developed and 
linked by positive emotions (Barczak et al., 2010; Christie et al., 2015) and it also create higher level of 
job satisfaction in comparison with those employees who face disappointment, depression and anger 
types of emotions (Jordan et al., 2006). Dunn and Schwetzer (2005) urged that trust in others is created 
by positive emotions while trust is decreased by negative emotions like anger. Boden and Berencaum 
(2007) conducted a study in which they found that lower awareness of emotional intelligence 
individuals are found to be higher in suspicion and frustration.  

Mayer and Salovey, (1997) stated that emotional awareness is a part of EI, they further 
suggested that there should be relationship of Ei with the perceptions of team members of trust in 
others. Sy et al., (2006) and Christie et al., (2015) investigated in a research on the emotional 
intelligence’s impacts on work attitudes and outcomes, they found from their findings that emotional 
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skills are directly related to the perceptions of job satisfaction and trust. Therefore it is hypothesized: 
H2. Project Managers’ EI is significantly related to their transformational leadership 
 
Transformational Leadership and Project Success 

Studies indicated that there is significant effect of transformational leadership on the 
workplace outcomes and project success (Waglay, et al., 2020; Anantatmula, 2010; Yang et al., 2011). 
However, there is very little work performed on leadership in the project context (Turner and Muller, 
2005) and in the project environment the work of transformational leadership might be different from 
the work which is performed in the permanent organizations (Mukhtar, 2020; Keegan and Den Hatog, 
2004). It has been observed from the previous literature that the role of project managers is very 
cruicial in achieving project success (Scott-Young and Samson, 2008; Zwikael and Unger-Aviram, 2010). 
Transformational leaders try to create healthy relationships in the working environment (Sohmen, 
2013). Team cohesion and mutual understanding is increased by such types of project managers, they 
encourage the team members to share them ideas with themselves and self-management and self-
leadership skills of the followers are developed by these leaders. Thus it is stated that in such 
environment team members present such efforts through which project success may be achieved 
(Burke et al., 2006). Therefore it is hypothesized:  
H3. Project managers’ transformational leadership is significantly related to project success. 
 
The Mediating Role of Transformational Leadership 

The study in hands sought to develop relationships between project managers’ EI and one 
work attitude ─ transformational leadership and project success (H3). It is further argued by the author 
of current study that transformational leadership serve as the attitudinal mediator underlying the 
principles of affective events theory (AET) due to which emotional intelligence leads to project success.  
Transformational leadership as the mediating path expresses that highly emotionally intelligent project 
managers and having transformational leadership skills are in a state to appreciate effective 
communication, troubleshooting, and project mission clarity. Tan, Song and Fu, (2011) conducted a 
research on impact of leaders’ passion at work on leader effectiveness and mediating role of 
transformational leadership. The findings showed that the relationship was fully mediated by the 
transformational leadership and further suggested that positive emotions of leader increase his/her 
outcomes. Therefore it is hypothesized: 
H4. Project managers’ attitudes, transformational leadership mediates the relationship between project 
managers’ EI and project success. 
 
Literature and Theoretical Gap 

Positive emotions are helpful in increasing the employees’ performance in the organization 
(Mayer et al., 2008; Sy et al., 2006; Wong and Law, 2000). On the other hand, researchers identified in 
their studies that negative emotions lower the eagerness to perform well in an organization of 
employees (Fisher, 2003; McColl-Kennedy and Anderson, 2002; Von Glinow et al., 2004). Peslak, (2005) 
found in his research that emotionally intelligent project managers use positive emotions in the project 
execution stages. Literature identified that emotional intelligence has the ability to achieve project 
success and is a prerequisite for the success of projects (Clarke, 2010; Mazur et al., 2014; Müller and 
Turner, 2010). Rezvani, et al., (2016) studied in their research about the emotional intelligence and its 
influence on project success and found that project success is achieved by adopting the skills of 
emotional intelligence by project managers in Australian defense industry. They used job satisfaction 
and trust as mediators in their study. Researchers studied emotional intelligence and its different 
diemensions with project success but used different variables in different sectors and in various 
countries however, this research is an attempt to fill the gap by investigating EI with PS and using 
transformational leadership as mediators (Akgün, and et. al., 2008; Clarke, 2010; Tang et. al., 2010; 
Fazlani, et. al., 2012; Hutchinson & Hurley, 2013). 

As it is understood that leadership styles play important role in the success of organization as 
well as projects so researchers examined emotional intelligence and other aspects to check the reasons 
for project success but specifically in construction projects in the context of Pakistan using 
transformational leadership as a mediator is missing mostly in literature. Therefore,  the paper provides 
new insights to the theory that is Affective Events Theory (AET) to investigate that how 
transformational leadership mediates the linkage between emotional intelligence and Project success, 
so the theoretical contribution of this study is utilizing AET and transformational leadership as mediator 
between EI and PS. 
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Figure 1.  
Project Success Model 

 
 
 
 
 
 
 

 
 
 
 

 
 
Research Methodology 

 

The research design, sampling technique, study measures, and data collection procedure 
are all covered in detail in this section. Participants' sample characteristics are also discussed. The 
information was gathered from project managers in Khyber Pakhtunkhwa-based construction 
projects and businesses. According to the list that was provided by Pakistan Engineering Counsel in 
2018, there were a total of 398 construction companies as a percentage of the population working 
in Khyber Pakhtunkhwa. Bull (2005) suggested that the term "population" encompasses all 
elements, cases, and members in which researchers have a particular interest in conducting 
research. Therefore, the population of the current study would consist of all project managers 
employed by 398 construction firms, according to a list provided by Pakistan Engineering Counsel 
(2018). A structured questionnaire was used for this study's data collection process. The Pakistan 
Engineering Council provided the list of project managers. The variables used in this study 
influenced the selection of the questionnaire. The study's sample would be chosen at random. 
Depending on the ease with which respondents were available, the questionnaire was distributed 
to the selected sample via email and postal mail. 

 
Measurement  

The author of this study used a self-report measure of emotional intelligence that adheres 
to the ability definition of emotional intelligence developed by Salovey and Mayer (1990) (Jordan 
and Lawrence, 2009). The scale has 16 items, all of which were developed specifically for use in 
teams and organizations. In addition, this scale is broken down into four primary aspects of 
emotional intelligence: 1) Being aware of one's own emotions; 2) Being aware of the emotions of 
others; 3) Managing one's own emotions; and 4) Managing the emotions of others. In this study, a 
20-item scale developed by the Pintos (1990) was used to measure project success and analyze 
respondents' evaluations against four factors: 1) communication, 2) troubleshooting, 3) a clear 
mission, and 4) support from upper management. A 21-item scale for transformational leadership 
was used in Bass and Avolio's (1990) multifactor leadership questionnaire for this study. 

The questionnaires distributed among the respondents were 250 in total. The author 
personally distributed and visited construction companies and requested the respondents to 
provide the requested data through questionnaires. 223 questionnaires returned out of which only 
218 were fully filled by respondents. So the response rate was 87% which was quite good for a 
study. 

 
Results & Discussion 

 

Validity & Reliability Test Analysis 
The first criterion for determining internal consistency is cronbach alpha. Cronbach's alpha 

uses correlation between variables to estimate reliability, making the assumption that all variables 
are equally reliable. Table 1 shows that the values for each variable ranged from 0.87 to 0.949. 
According to Fornell and Larcker (1981), cronbach alpha greater than 0.70 indicated that all 
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variables have high internal consistency. The composite reliability of all variables is the second 
criterion used to determine the internal consistency. The composite reliability of all variables uses 
outer loadings to check the internal consistency. Table 4.6 shows that all of the variables had values 
between 0.88 and 0.95. According to Arnold and Reynolds, this indicates that all of the variables 
are reliable because its internal consistency is greater than 0.70. 

To find out how all variables are related to one another, convergent validity is used. 
Variables' convergent validity can be determined using averaged extracted variance. The results for 
convergent validity are shown in Table 1. All of the constructs, with the exception of trust and 
transformational leadership, have AVE values greater than 0.5, indicating convergent validity 
(Fornell and Larcker, 1981). Transformational leadership, on the other hand, has an AVE value of 
0.479; which is close to 0.5, and its composite reliability of 0.950, which is higher than 0.6, implying 
that an AVE of less than 0.4 is acceptable (Lam, L. W., 2012; 1981, Fornell and Larcker). In addition, 
these two constructs' internal consistency reliability and discriminant validity all have acceptable 
values, so they remain in the model for analysis (Kay and Wong, 2016). 

 
Table 1  
Reliability Analysis Summary 

 

Dimensions Cronbach's Alpha Composite Reliability AVE 

AOE1 0.818 0.880 0.647 

AOE2 0.818 0.880 0.648 

C 0.847 0.897 0.686 

EI 0.945 0.952 0.554 

IC 0.802 0.871 0.628 

IIA 0.794 0.866 0.618 

IIB 0.877 0.910 0.670 

IM 0.758 0.847 0.582 

IS 0.726 0.829 0.548 

MOE1 0.846 0.897 0.685 

MOE2 0.810 0.877 0.646 

MS 0.802 0.864 0.563 

PM 0.870 0.906 0.659 

PS 0.949 0.954 0.525 

TL 0.945 0.950 0.479 

TS 0.844 0.889 0.618 

 
Measurement Model 

The measurement model is the first stage in PLS-SEM. In the measurement model, the model 
is assessed for their quality criteria using factor loadings, internal consistency reliability, convergent, and 
discriminant validity. Figure 2 shows the measurement model indicating factor loadings and internal 
consistency reliability. 
 
 
 
 
 
 
 
 
 
Figure 2  
Measurement Model 
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Discriminant Validity 

Discriminant validity helps in finding out the differentiation between all variables. Fornell-
Larcker criterion is used in order to investigate discriminant validity. In Fornell and Lacker criterion, 
correlation values and average extracted variance are compared with each other. Table 2 indicates 
the discriminant validity meaning that all square roots of average extracted variance are higher than 
the correlations between other latent variables. 

 
Table 2  
Discriminant Validity  

  AOE1 AOE2 C IC IIA IIB IM IS MOE1 MOE2 MS PM TS 

AOE1 0.805                         

AOE2 0.771 0.805                       

C 0.757 0.756 0.828                     

IC 0.707 0.735 0.672 0.792                   

IIA 0.706 0.728 0.683 0.770 0.786                 

IIB 0.781 0.804 0.751 0.721 0.771 0.819               

IM 0.707 0.696 0.667 0.763 0.716 0.668 0.763             

IS 0.698 0.684 0.641 0.704 0.734 0.735 0.671 0.741           

MOE1 0.738 0.796 0.755 0.689 0.689 0.695 0.667 0.615 0.828         

MOE2 0.800 0.730 0.809 0.772 0.747 0.740 0.688 0.695 0.817 0.804       

MS 0.798 0.765 0.794 0.728 0.728 0.689 0.732 0.691 0.730 0.795 0.750     

PM 0.785 0.800 0.775 0.702 0.732 0.718 0.660 0.693 0.754 0.747 0.715 0.812   

TS 0.773 0.719 0.791 0.717 0.724 0.802 0.707 0.704 0.729 0.724 0.721 0.764 0.786 

 
Assessment of R Square 

According to Woodridge (2009), R square shows how much variation in the dependent variable is 
explained by the independent variable. Table 3 shows that emotional intelligence (EI) is responsible for 
the values of R squares for project success, trust, and emotional intelligence—0.904, 0.594, and 0.777, 
respectively. 

 
Table 3 
 Assessment of R Square 

Variable R Square Adjusted R Square 

PS 0.904 0.903 
T 0.594 0.592 
TL 0.777 0.776 

 
Path Coefficient of Structural Model 
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Table 4 
 Hypothesis Testing 

 

 Path Coefficient  Standard Deviation T Statistics P Values 

H1 EI -> PS 0.668** 0.056 11.813 0.001 

H2 EI -> TL 0.874** 0.040 21.779 0.001 

H3 TL -> PS 0.195** 0.070 2.887 0.004 

Note: **indicating significant at 1 percent and * significant at 5 percent 
 

The following hypotheses were evaluated with the assistance of the structural model. In order to verify 
the proposed hypothesis, the structural model's path coefficient between the two latent variables is 
examined. According to previous research, a path coefficient of at least 0.1 is required to demonstrate 
impact in a particular model (Hair et al., 2011; Wetzels and other, 2009). The path coefficient evaluation 
is shown in Table 4, indicating that all of the proposed hypotheses are true. Because the p-value was less 
than 0.05, it was also determined that all of the hypotheses were significant at the level of 0.05. This also 
indicated that there were positive directions and that the path coefficient value ranged from 0.668 to 
2.887. Emotional intelligence has an impact on project success, according to the analysis (=0.661, 
t=11.813, p0.001) Thus, the results demonstrate that H1 is supported in this manner. The analysis also 
revealed that transformational leadership (TL) is influenced by Emotional intelligence (β=0.874, t=21.779, 
p<0.001) meaning that both TL and EI have strong and significant relations with each other, therefore, H2 
is supported. From the analysis, PS is influenced by TL (β=0.195, t=2.887, p<0.05) meaning that there is a 
significant relationship and it is also positive between PS and TL which suggests that H3 is supported. 

 
Mediating Analysis 
In order to investigate and test the mediating effect of a project manager’s transformational leadership, 
the results expressed in table 5 that EI directly affects PS with 0.668 significantly at 1%. In addition to this, 
the indirect effects of transformational leadership on the relationship between EI and PS are noted as 
0.170 and are also significant because the p-value is less than 0.05. Therefore, the results declared that 
there is weak partial mediating effects of the transformational leadership between the EI and PS 
connection because the direct effect is less than the indirect effect that is (EI  PS = 0.668 > EI  TL  
PS = 0.170). 

 
Table 5  
Mediation Analysis 

Path Coefficient 
Standard 
Deviation 

T Statistics P Values 

EI  T  PS 0.098** 0.034 2.846 0.005 
EI  TL  PS 0.170** 0.061 2.905 0.004 
Note: ** indicating significant at 1 percent and * significant at 5 percent 

 
Discussion 

The primary motivation in this study was to investigate emotional intelligence as the 
underlying mechanisms of a critical aspect of project manager skills were associated with the 
success factors of project ratings in complex project settings. The findings of this study indicate that 
emotional intelligence is positively correlated with project success (Müller and Turner, 2010), this 
relationship is considered to be complex, and it cannot be determined completely in terms of 
straightforward direct connection which met the second research question that emotional 
intelligence affect project success. 

The author of this study developed a model and tested it which was driven by emotional 
theory-related factors in order to analyze the mechanisms underlying the emotional intelligence of 
project managers and project success (Ashkanasy, 2002; Weiss and Cropanzano, 1996). The 
association between EI and project success was also tested with two mediating variables using the 
existing theoretical framework to check the second research question that trust and 
transformational leadership mediate the relationship between emotional intelligence and project 
success. First, it was suggested that trust is an attitudinal construct that creates an emotional 
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linkage between the success of the project and EI. For example, in creating an emotional 
connection with team members, project managers who are emotionally intelligent would obviously 
develop trust with their followers in the project, and in return, this association is reflected among 
the factors of project success that are communication, mission clarity, troubleshooting, and top 
management support which support the mediator construct that it mediates the relationship 
between emotional intelligence and project success. Secondly, the transformational leadership 
style as mediating construct specifies the impact of EI on project success. The results showed that 
only part of the story is stated from the traditional perspective of emotional intelligence as a direct 
impact on the project’s success. In this context, this research is actually a response to the call for 
papers by Muller and Jugdev (2012) in order to analyze the mediating variables of project success. 
Furthermore, the abilities of those project managers who are emotionally intelligent in connection 
to their work attitudes are created with the help of the positive association founded among EI, and 
transformational leadership which support the mediator construct that it mediate the relationship 
between emotional intelligence and project success and fulfilled the criteria of the research 
question. this positive connection in the results of this study are also found in consistent with 
previous research findings (Sy et al., 2006, Wong and Law, 2002) between EI and work attitudes. In 
stressful circumstances, the project managers who are emotionally intelligent, can easily recover 
themselves with this potential from the negative feelings  and tension (Wong and Law, 2002). 
Project managers in a dynamic project environment face different complex situations where they 
need to be able to control their emotions in order to achieve positive outcomes. Literature has 
been observed that the theoretical and empirical focus on the important mechanisms of an 
organization was ignored in previous studies but this research helped in putting light on this 
specified area. It has been indicated that project success has improved with the help of the 
difference shown between emotional intelligence and work attitudes, the findings of this research 
directed new study which would be aimed to get the potential effects of business-enhancing 
integrating EI and positive attitudes to perform in complex project settings. From methodological 
perspective, this research contributes that it simultaneously investigated and trusted 
transformational leadership, so bias problem can be minimized by estimating parameter (Preacher 
and Hayes, 2008) which would have emerged if only one mediator was examined at a time.  

Maqbool et al.'s findings are supported by the findings of this study. 2017). According to 
Maqbool et al.'s research, EI has a positive impact on the project's success. 2017). Additionally, 
these outcomes are in line with those of Mount (2006), Trejo (2016), and Geoghean and Dulewicz 
(2008). An effective project team that is focused on cooperation, openness, and communication 
requires project managers with high emotional intelligence. In today's increasingly globalized 
business environment, project managers with high emotional intelligence are better equipped to 
deal with the complex challenges and issues that arise with each project. According to Mazur, 
Pisarski, Chang, & Ashkanasy (2014), results show that emotionally intelligent managers are able to 
inspire their team members to work and solve new problems and challenges of all kinds. Similarly, a 
number of other studies demonstrate the positive connection between project success and 
emotional intelligence. For instance, Muller and Turner (2007) find that this mechanism indicates 
that positive project manager emotions have a positive influence on project success when analyzing 
the relationship between emotional intelligence and project success. Emotional intelligence is 
required to successfully resolve the project's complexities and complete the project. Rezvani, 
Chang, Wiewiora, Ashkanasy, Jordan, and Zolin (2016) found in their research that emotionally 
intelligent project managers are the only ones who can deal with the complexity and ensure the 
project's success. 

The findings of research conducted on the relationship between managers’ 
transformational leadership style and EI indicated that there was positive relationship found within 
Golestan State Physical Education, which was in consistent with previous studies (Martell & 
Desmet, 2001; Niroshaan, Sivanathan, 2002).  Managers use different insights, ideas, and 
techniques when effectiveness of managers is considered. Goleman, (1998) suggested that 
transformational managers were found with high emotional intelligence from 20 to 80 percent. It 
has been observed from the literature that transformational leadership managers are able to share 
their feelings in a good way to their followers both internally and at organizational level which 
ultimately generates positive spirit among them with accomplishment of organizational goals 
(Sivanathan, & Fekken, 2002).  

It was also considered important to analyze the connection between EI and Trust among 



______________________________________________________________1

94  

the managers in the construction projects in this study. This relationship was supported by the 
findings of this study as the association was found positive between EI and trust. Leaders are 
considered as role models for their followers if they have the ability to control their emotions and 
feelings, which ultimately enhances the trust of followers in leaders (Gardner & Stough, 2002). The 
association between emotional intelligence and trust was also found positive with each other in the 
environment of South Africa in which the total number of 178 immediate bosses were contacted 
through questionnaires to collect data (Schlechter and Strauss, 2008).  

 

Mediation Analysis of Transformational Leadership 

The findings of this research showed that the mediating effects of transformational 
leadership partially mediated the connection between EI and PS. This implies that project managers 
should follow a style of transformational leadership in order to enable their team members to 
achieve their goals and achieve project success. In this research study, the role played by 
transformational leadership was show as a part in achieving the success of the project. The level of 
effect enhances on the relationship between EI and Project success due to the implementation of 
transformational leadership as mediator.  

The ability to influence workers through the integrity of the leader is one of the aspects of 
becoming a successful leader. Avolio, Walumbwa, and Weber, (2009); De-Gilder, Ellemers, and 
Haslam, (2004); Brown and Lord (2001) findings of these research found that using 
transformational leadership might encourage team members by project leaders in order to make 
the project successful which is found as an outcome in this research as well. 

 
Theoretical Implications 

We looked into the relationship between project success and emotional intelligence, 
transformational leadership, and project managers' trust in others. According to the findings, in 
order to hire emotionally intelligent managers, Pakistani construction companies must look for 
candidates with experience in hardcore management and cognitive intelligence. In addition, 
professional courses must be taken by the current workforce to improve their emotional 
intelligence. As a result, the emotionally intelligent workplace will win out and help the group and 
the organization advance more efficiently. The research also shows that construction firms need to 
look for managers who are more transformational leaders and who are willing to lead their teams 
well. In addition, organizations must enlist both the style of transformational leadership and the 
trust of project managers in others for the project's success. The results also indicate that in order 
to ensure organizational success, companies should aim to train their current employees in 
emotional intelligence and preferred leadership style and trust of project managers in others. 

To get knowledge about emotional intelligence and its linkages with the success of project 
by managers of projects is very vital to be executed in recruitment and selection and development 
of management particularly. The findings of current research showed that senior managers should 
pay attention to emotionally intelligent project managers to be selected because these managers 
have the abilities to express positive emotions and behaviors during working hours like being 
satisfied with their own jobs and having confidence to do their tasks. Clarke, (2010) urged that 
project managers with EI’s progress and growth should be focused in an organization just like the 
development of human resources in it. Emotional intelligence should be considered as one of the 
vital factor for fostering emotions, confidence, and coordination within the team members of the 
projects  in order to reduce the stress with in the working conditions. 
 
Limitation and Future Directions 

Though, the current study due to the time and resource constraints was conducted in only 
one country, even then, it is worth noted that the results can be generalized to all those areas 
where the conditions of socio-economic are close to the Pakistan.  

 In other countries and in foreign contexts, the same model can also be used to calculate 
the precise relationships between soft skills and project success or performance of project 
managers.  

 In future research, the incorporation of cultural norms into the model (for example, as 
introducing new variables as moderators and their impacts on linkage between project 
managers’ soft skills and success of projects) could be beneficial.  

 It is understood that the outcomes gained from projects in manufacturing sectors and 
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outputs from construction projects cannot be considered as same. One might argue that 
in the working conditions like to be more supportive and competitive, project managers 
might be more successful. The outcomes of various manufacturing projects cannot be 
assumed to be the same as those of building projects. One might argue that project 
managers in more competitive and supportive work environments might be more 
successful.  

However, getting genuine and better findings, it is suggested that for future researchers to 
conduct in industrial sector. Via longitudinal research, future studies may also continue to explore 
the deeper mechanisms and enrich their implications. 
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