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Abstract

In this research study, leadership factors of H&ping were adopted on the basis of project natndeanalyzed
the effect of the factors on the performance of pheject. The links of these factors with strategimals and
objectives of the project were explored in ordemtprove project performance and develop orgaropati culture
that foster innovativeness, flexibility, formulagirand executing HR systems & policies and actisitigat produce
the employees competencies and behavior the progsais to achieve its strategic aims. The datacekscted
from includes 70 employees from four main consuli@s companies working together on a project, kxtan
Lahore, Pakistan. Responses were gone through EFAeonbach’s alpha test to assure consistencyediadbility.
Finally, path analysis in SEM using Amos was rurexplore the nature and strength of the links. Resuggest
that leadership has positive links with projectfpenance.
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1. Introduction
The Human Resource (HR) is one of the very impomatural resource for the organization to accoshphg the

tasks in proper manners. In Pakistan, major fasluoé projects are due to lack of HR planning arsl i

implementation. Most of companies have no formétastructure of HR department and those who hawet,
properly implementing it. Project Human Managem8gstem (PHMS), plays a vital role in every faceatif

projects by rendering project monitoring and sysgrmpport services (Rodrigues & Bowers, 1996). Tloekiorce

of PHMS comprises of qualified and competent peasdom project planning & IT discipline, who potkeir

efforts to come up with smart solution to fulfilpgoject’s planning and system related needs ([Rag, & Shenhar,
2003).

In this research leadership factors of HR planmirggchosen on the base of project nature and antdigzeffect of
these factors on the performance of the projeat. lirtk of leadership with strategic goals and ofijecin order to
improve project performance and develop organinati@ulture that foster innovation, flexibility, fmulating and
executing HR systems & policies and activities-thietduce the employees competencies and behali®nsroject
needs to achieve its strategic aims (Luthans, NormaHughes, 2006). All Divisional/Departmental Hisaare
responsible to identify and to ensure that allfstafolved in work that affects quality is approgely trained and
qualified. Invest in its Human Resources by prawidiraining and education opportunities to enhaheg skills

and performance. Clearly identify the functionspensibilities, authorities and interrelationshgésall personnel
who manage, perform and verify work affecting gyalBerson & Avolio, 2004).

There is need to increase the efficiency of thiggmt by making Human resource (HR) planning mdfectve,

and analyzing its impact on the project. HR plagng such an essential part of the success of ampany that
they have to set up a section to both explain tRepthnning functions, and help HR professionalscate those
plans effectively. HR planning used to describe lnmmpanies ensure the right staff to do the jobg. fEctors are
chosen on the basis of project nature. The fadtmrghis study include planning for Leadership, ifinag and
Compensation.

The research is closely related to the area ofelship because it shows these human resourceqasiaifects on
the performance and motivation of the employedhim project. So the different projects should eagi specific
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type of human resource practice(s) to integrate tHB practices with project goals and to solveirtiexcellence
performance through these HR practices.

2. Literature Review

Long & Ismail (2009) study examined the relatiopsiof demographic factors of HR practitioners witliR H
competencies in the manufacturing companies of yé&a The findings show that the top rank HR corapeies

are personal credibility and HR delivery. In thésearch the findings show that HR practitionermanufacturing-
companies of the southern-region of Malaysia ackitey in business related human resource compe&®nthis is

one of the main barriers to be surmounted if |dd& practitioners are to become strategic partnersheir

organizations.

Kovacs & Gergely (2009) explain human resourcesagament is one of the management functions, dewlitig
people as the essential resource of the organizaltus function aims at the most efficient usafjemployees in
order to realize both organizational and individgalals. Nowadays high significance is attributedhtoman
resources management, since the human factor ieesloeirce that determines the success of an oegamiz The
results of a company are in proportion with thewlsalge and talent of the people on its payroll.

Prabhakar (2008) describe most of the projects biesr media are either over budget, late or angpj not good

enough and still different lobbies of people cldahmt those projects have been successful. Neitkeeprtactitioners
nor the academicians seem to agree on what cdestipuoject success. It seems to be a rather elasivcept. This
paper attempts to put forth the points of viewslifferent researchers in this field. In HR plannipgoject manager
is an important factor leading to project succéssdiscussed above, many leading authors agreethigipoint of

view and are conducting research to substantiggegtbunded theory. This paper has endeavouredng but the

factors associated with project manager’s leadprstyie having profound impact on project success.

Birch, Kephart, Murphy, Pallas, Alder, & MacKenz{007) developed an analytical framework based hen t
production of health care services and the multgdéerminants of health human resource requiremétits
requirements for human resources in the futurbdsva to depend on four elements: the size and deapbig mix
of the population (demography), the levels of rigkshealth and morbidity in the population (epidelogy), the
services deemed appropriate to address the lefvakkes to health and morbidity (standards of caagd the rate of
service delivery by providers (productivity).

Silvas (2005) understand the conjunction of hunmah raatural systems and the nature of their intemasthas been
more and more crucial. The integrated responseadmtiman management of natural systems is nowddegsi on
“sustainable development” concept which emphasittes need to make compatible social, economic and
environmental systems.

Project Management Institute, Pennsylvania (200¢)Jained (PMP Certification) to Managing Projectaihgh
Project Guidance, case Study & test papers. PMpshel mange the performance of a project and afjs o
increase work efficiency, when human resourcesvigeed as an asset, companies enhance individdaé va
through training and human development and ensuménued contribution to the organization”. The ornjance of
human resources for the corporate performance rhasy case proved both in the literature and theireal
research conducted in all industrial sectors.

Dessler, G. (2004) describes the various trainimgg@ams are formulated to provide dual purposesirsss like,
Team Building, Managerial Skills, Negotiation arahflict resolution can be fully utilized to improweter as well
as intra personal and communication skills. Tednimining programs not only cover the theoretiaspect of
civil, electrical and mechanical technologies bisbehow efficiently and effectively companies malge of it at
different sites.

Fey & Bjorkman (2000) examine the relationship bE#w human resource management (HRM) and the
performance of foreign owned subsidiaries in RusEiee sample size 101 foreign owned subsidiarfes study’s
results HRM practices can substantially help a firenform better when spending high investment is field. In

this research furthermore, different HRM practif@snon-managerial and managerial level employeesaind to

be significantly related with firm performance. Hewer, only limited support is obtained for the hypsized
relationship between subsidiary performance amattsfft aligning HRM practices with firm stratedye results of
this study provide relatively strong support foe tixistence of a positive relationship between Hithttices and
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Weinger (1997) addressed some questions by degisakers as they move towards the production obnatiand
sub national plans for human resources developiiRD) in environmental and occupational health. gheavith

appropriate training are an essential requiremerli countries for environmental hazard contrall austainable
development in both the general and the occupdt{@mmakplace) environment. However, the task of HRIBnning

in environmental and occupational health may seanmnting. It involves assessing the current worldoand

training opportunities, estimating the number aypetof staff needed to carry out necessary funstioreating and
upgrading existing educational institutions to proel new personnel, and providing continuing edooafor

professionals in the field, as well as managing supkrvising personnel.

Jackson & Schuler (1990) describes human resode®ipg have traditionally been used by organizegito
ensure that the right person is in the right jolih&t right time. Under past conditions of relatemvironmental
certainty and stability, human resource planninguéed on the short term and was dictated largelyirey
management concerns. Increasing environmental hitista demographic shifts, changes in technologpd
heightened international competition are chandmegrteed for and the nature of human resource pigrnileading
organizations.

3. Theoretical Framework

Leadership is an important function in small busgas well in all industrial projects. Leadershig ananagement
represent two completely different business corcéftwater & Yammarino, 1992; Thomas, 1988). Lealgr is
commonly defined as establishing a clear visiommuoinicating the vision with others and resolving tonflicts
between various individuals who are responsible dompleting the company’s’ vision (McColl-Kennedy &
Anderson, 2002). Management is the organization Grodination of various economic resources in sir®ss.
Leadership can have a significant impact on anrorgéion’s performance as a whole as well as peréorce of
various projects.

The belief that leaders actually influence projeetformance and morale is so acceptable that vty lesearch
and opinion even deals with this issue. Maccoby/6)onducted in-depth interviews with businesscatiees

over twenty years ago and concluded that orgaoizatiequired a higher level of leadership than defore to

survive and prosper. In some industrial projects ible of leadership has had a great influence. ddasion to
change leadership in cases has a hit or miss lheihigh upside cases the performance of the girtdam can be
increased through efficient leadership. In additoteadership making a tangible difference, theggtion of these
differences is also important. In some industrieis inot only who the new leader is, notoriety, bdtat is their
background, as well. In computer technology andseace it is prudent that the new leader haveoagiegacy of
competency in the businesses (McColl-Kennedy & Asdie, 2002). Their knowledge of the business isoitgmce

since almost all of the CEOQ's in these businessz$ram the industry specifically.

Organizations and teams as well are complex segi&tems of decorative interactions among peoplapiFied,
the need to understand events is directly attribtaethe leader by name or by place. Their sucisessen as heroic
by the workers and management. The future suceesai®@ measured by the perception of the preveader. If we
accept the logic of attribution theory in a postiway, most firms’ and projects’ successes aréated to heroic
leaders (Waldman, Bass, & Einstein, 1987). Henctherbasis of discussions above it is proposedi¢aalers play
a vital role in successful performance of firm’sjects. We can develop the following hypothesis;tha

H1: Leadership and performance of the project arafgigntly correlated.
INSERT FIGURE 1 HERE

4. Methodology
4.1. Data Collection

Through structured questionnaire, data was coliefrtam the companies, which make joint venture (ff)this
project and their departments specially HR depamnand different engineering departments includedhie
project. The leadership questionnaire was adopteoh fAntonakis, Avolio, and Sivasubramaniam (200B)e
guestionnaires include the questions based on rglsigeand project performance at the level of mtuhat is
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satisfactory performance. The project performanstriment was adopted from (Keller, 1986).In thesjionnaire,
“five point liker scale (strongly agree, agree, idea, disagree and strongly disagree)” was usechézk the
significant impact. The questionnaire was dist@outamong the top subject specialist and sectionpdsing
engineering, sociology, environment, institutiodal’elopment and so on.

The sample used in the study includes 70 empldfyeasfour main consultancies companies working tbgeon a
project, located in Lahore, Pakistan. The sampketisie representative of the population. The totgulation size
is 145 employees working on this project. Amongstheespondents, 55 filled in the questionnaire.

The filled questionnaire was processed by the caéenpand visualized graphically and in tabulatedrfott was
examined by using Statistical Package for the $@ié&ences (SPSS-16); enabled to know the HR sysifethe
organizations in depth resulting as well as sumzragi the findings of each organization regardinge¢hmajor
factors.

4.2. Data Analysis and Results

Data was analyzed on different performance effgcparameters including leadership. The results wieréved
through using statistical tool. Data was also aredyusing the frequency analysis to describe tiseltse In
frequency analysis tables took frequency and péradnes to describe and conclude the resultsrderdo address
the research questions, exploratory factor anal§&t8\), correlation analysis and path analysis used to conduct
analysis. Principal components analysis (PCA) weeduas factor extraction method in the study. Wrémcipal
components analysis (PCA) is used, it is genemsumed that the original variables or items areetaded, and
principal components analysis will develop a newugr of variables that are uncorrelated (ChatfieldCéllins,
1980). Finally, path analysis was run in Amos 1@est the hypothesis whether any links exist betwteadership
and project performance.

Frequency descriptive statistic output shows tHabdt of 55 employees (20%) were strongly disagweild the
working of current team, 21 employees (38.2%) dised, 7 employees (12.7%) made no comments whije8n
employees (14.5%) were agreed and other with sareptage (14.5%) were strongly agreed with itskimgr
Majority of employees (58.2%) disagreed with workieystem and showed their dissatisfaction with gres
working team’s performance because employees hagie dwn working style and they mentally acceptirthe
leader’s dictations. It also shows that projectitBgacannot handle the pressure at work and doekawet skills to
manage it. 21 employees (38.2%) strongly disagteat project leader handle the stress better, 1gloymes
(25.5%) disagreed, 7 employees (12.7%) made no emen8 employees (14.5%) agreed with this stateameh
only 5 employees (9.1%) strongly disagreed. Thiswghthat 63.7% of the total employees find thairtfreader
cannot handle the situation under stress. Thisr clgaresentation that leader needs training to leatite stress
which is very necessary for performance improvement

The Pearson correlation between employee’s motinatgarding project and leader motivation towarpleyees
is .316. The P-value .019¢ so there is a significant correlation between legg®e’s motivation toward project and
leader motivation toward employees. It shows thiaenvleader motivate his employees and employeésdhva
self motivate toward the project it will be betbmpact on the performance of the project.

The Pearson correlation between leader motivatievatd employees and leader’'s working style is 486 P-
value .000 <a, so there is a significant correlation between leyge’'s motivation toward project and leader’s
working style. It shows that when leader motivate émployees and proactive & flexible in his workistyle,
employees automatically adopt his style that wdndcbetter impact on the performance of the projeot Pearson
correlation between leadership and project perfoceawas r=0.452, p<0.05. The results from pathyaisa
suggest that leadership describes 72% of projetdnpeance.

INSERT FIGURE 2 HERE

5. Discussions and Conclusion

The Leadership Human Resource (HR) planning hagifisignt impact on performance of the project. Thes
variables are also positively correlated with thejgct performance. The variables were operatiaadliby listing
the HR planning for project performance. In the sfigmnaires, the questions were based on factotheoHR
planning, level of maturity and how did they affextopting according to the nature of the projedanrstudy
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(Rodrigues & Bowers, 1996). The results show that ariables of HR planning have a positive andiBgant
effect on the performance of the project.

The hypothesis was tested against the empiricdirfiqnrelated to independent and dependent variabider study
showed that the hypothesis was acceptable. Howéverstudy result indicated that these factorstfer HR

planning had positively affected the performancemiects. Managers should focus on functioningdfiacduring
the project planning because they have signifigaptict on the project performance. The fundamergalmption
of this study is that the ultimate goal of the emtcommercial organizational project is to maximibeir

performance and successfully implement these fadtmiget maximum results. All the activities argaged and
organized to achieve this goal and the most impobrfactor is planning, regarding these factorsathieve
performance (Berson & Avolio, 2004). The study shdwat the project has its own planning for eveep/stage
especially in case of human resource, which is iraportant natural resource. But the results shwat tmost of the
projects fail to achieve this goal due to theditfittention of management towards the leaderstajmirig for the
employees and their level of compensation. Thidysta useful to understand the effect of humanuesoon the
project performance especially on the implementatibthese planning factors.

The research study found that leadership is impobrta provide guidelines to its employees, managimgm
efficiently and work with them to understand theiork nature and remove their problems. Arrangeningi for
them to understand the work, helpful to achievggutogoals and know about new procedures and téagyosed
in work (Jing & Avery, 2011). Compensation direcHffects the employees’ performance, while progdihem
incentives and financial benefits according tortipeirformance.

The leadership can be strengthened through themarsapabilities of the leader. It should be ptiwacin his/her
work. The leader should have ability to motivats/ter employees and it is possible only if he/sheducated and
experienced. The project leader should lead thenttbam front and manage it in efficient way and yplkan
important role in project success. He should trycteate congenial environment for working and héhgs
employees in accomplishing task. The leader shoeltesponsible to analyze the situation, and mikéegic plan
to solve the problems during project.

6. Limitationsof the Sudy

Besides significant managerial and academia imgibica of the results, the present study also hasedonitations
in its scope and subjects of study. First, the data of cross sectional nature that was collectdg @ver a single
period of time. Second, the study focused only simgle project rather to study multiple projedtkird, data could
be used to test some other statistical and ecommsi@¢echniques to draw more generalized conclssiand
implications. Finally, data was only of quantit&imature and only leadership was taken to expl@edlationship
between leadership and project performance. Howdutrre studies could focus on multiple dimensiohHR

planning as well as leadership styles to exploee lthks in depth. Future studies could also be dase both
qualitative and quantitative nature of data.

References

Abdullah, H. (2009). Major Challenges to the EffeetManagement of Human Resource Training and
Development Activitieslnter national Social Research, 2(8), 11-25.

Antonakis, J., Avolio, B. J., & Sivasubramaniam,(R003). Context and leadership: An examinatiothefnine-
factor full-range leadership theory using the Malttor Leadership Questionnaiféhe Leadership Quarterly, 14(3),
261-295.

Atwater, L. E., & Yammarino, F. J. (1992). Doesfs#ther agreement on leadership perceptions modirate
validity of leadership and performance predictioRefsonnel Psychology, 45(1), 141-164.

Berson, Y., & Avolio, B. J. (2004). Transformatidteadership and the dissemination of organizatignals: A case
study of a telecommunication firmhe Leadership Quarterly, 15(5), 625-646.

Chaudhry, M. S., & Mahmood, S. Y. (2009). Resedviethodology. Lahore: limi Kitab Khana.

Dvir, D., Raz, T., & Shenhar, A. J. (2003). An engal analysis of the relationship between projganning and
project successnternational Journal of Project Management, 21(2), 89-95.

22



Industrial Engineering Letters www.iiste.org
ISSN 2224-6096 (print) ISSN 2225-0581 (online) Pl
Vol 2, No.2, 2012 ns'
Jackson, S. E., & Schuler, R. S. (1990). Human ®esoPlanning: Challenges for Industrial/Organaai
PsychologistsAmerican Psychological Association, 45(2), 223-239.

Jing, F. F., & Avery, G. C. (2011). Missing links understanding the relationship between leadeestp
organizational performanchnternational Business & Economics Research Journal (I1BER), 7(5).

Keller, R. T. (1986). Predictors of the performaoné@roject groups in R & D organizatiomscademy of
Management Journal, 715-726.

Kovécs, E. D., & Gergely, E. (2009). Examining sdiletds within Human Resources Managemeéyplied Sudies
in Agribusiness and Commerce, 3(4), 49-52.

Kouhy, R., Vedd, R., Yoshikawa, T., & Innes, J.@@Q Human Resource Policies, Accounting and Owrgditinal
PerformanceChartered Institute of Management Accountants, 5(4), 2-10.

Long, C. S., & Ismail, W. K. W. (2009). The Effaaftthe Demographic Factors on the Competency of HR
Practitioners in Malaysiduropean Journal of Social Science, 12(1), 23-27.

Luthans, F., Norman, S., & Hughes, L. (2006). Auatieleadershiplnspiring leaders, 84-104.
Maccoby, M. (1976)The gamesman: The new corporate leaders. Simon and Schuster.

McColl-Kennedy, J. R., & Anderson, R. D. (2002) plact of leadership style and emotions on suboreinat
performanceThe Leadership Quarterly, 13(5), 545-559.

Mubeena, M. (2010). Development of Rater TraininggPams Human Resource Management, 1(1), 13-18.

NESPAK, Consulting Engineers (2010, 01 DecembdrhwA us Retrieved 12 December, 2010, from
http://www.nespak.com.pk/about/intro

Rodrigues, A., & Bowers, J. (1996). The role oftegs dynamics in project managementernational Journal of
Project Management, 14(4), 213-220.

Schein, E. H. (1976). Increasing Organizationaté&fiveness through Better Human Resources Plammidg
DevelopmentSoan School of Management, 1(1), 1-11.

Thomas, A. B. (1988). Does leadership make a diffee to organizational performandtministrative Science
Quarterly, 388-400.

Waldman, D. A., Bass, B. M., & Einstein, W. O. (¥98Leadership and outcomes of performance apjpraisa
processeslournal of Occupational Psychology, 60(3), 177-186.

Weinger, M. (1997). Guidelines for Human Resouflesining in Environmental and Occupational Healbrld
Health Organization, 1(1), 2-25.

23



Industrial Engineering Letters www.iiste.org
ISSN 2224-6096 (print) ISSN 2225-0581 (online) sl
Vol 2, No.2, 2012 ns'

Appendix A
Figure 1: Conceptual WModel
Project Teanmwork —
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Figure 2: Conceptual Model
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