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SELF-RATED TRANSFORMATIONAL
LEADERSHIP AND PERCEIVED
PROJECT SUCCESS:

THE MEDIATING ROLE OF
PSYCHOLOGICAL EMPOWERMENT
AND THE MODERATING ROLE

OF INDIVIDUAL ISLAMIC WORK
ETHICS

Abstract

Project-based organizations operate under uncertainty and coordination pressures,
increasing the importance of leadership for project outcomes. This study examines
whether project managers self-rated transformational leadership is associated with
perceived project success through psychological empowerment, and whether this in-
direct association varies by individual Islamic work ethics. Data were collected from
482 project managers in Tunisia through a cross-sectional online survey conducted
between June and December 2025, with all constructs evaluated in relation to one proj-
ect completed within the previous two years. Regression-based mediation, modera-
tion, and moderated mediation analyses were performed using Minitab 19 and 10,000
bootstrap resamples. Self-rated transformational leadership was positively associated
with perceived project success (B = 0.52, p < 0.001) and psychological empowerment
(B =0.49, p < 0.001). Psychological empowerment was positively associated with per-
ceived project success (B = 0.64, p < 0.001) and partially mediated the leadership and
success association (indirect effect = 0.31, 95% CI [0.24, 0.38]). Individual Islamic
work ethics strengthened the association between self-rated transformational leader-
ship and psychological empowerment (B = 0.21, p < 0.001), and the index of mod-
erated mediation was significant (0.13, 95% CI [0.06, 0.23]). The findings integrate
psychological empowerment as a mediating mechanism and individual Islamic work
ethics as a boundary condition.

Keywords self-rated transformational leadership, psychological
empowerment, individual Islamic work ethics, perceived
project success, moderated mediation, project-based
organizations, Tunisia

JEL Classification M12, M14, D23, 125

INTRODUCTION

Project-based organizations operate in complex and uncertain en-
vironments where coordination and adaptability are essential for
achieving project objectives (Keegan & Den Hartog, 2004; Miiller
& Turner, 2007). Despite advances in project management meth-
ods, many projects continue to experience delays, budget overruns,
and coordination difficulties (Magbool et al., 2017; Nauman et al.,
2022). Project success also extends beyond time, cost, and techni-
cal requirements to include stakeholder satisfaction, organizational
benefits, and longer-term value (Shenhar et al., 2001). Identifying
managerial and behavioral factors associated with project outcomes
remains critical.
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Leadership is a major determinant of project outcomes because project managers must coordinate teams,
mobilize resources, and maintain alignment with project goals (Keegan & Den Hartog, 2004; Aga et al.,
2016). Transformational leadership is especially relevant because it encourages collaboration, strength-
ens motivation, promotes new ways of thinking, and reinforces commitment to shared objectives (Aga
et al., 2016; Magbool et al., 2017). Abbas and Ali’s (2023) meta-analysis confirmed its relevance to proj-
ect success while indicating that the association may vary across contexts. Fareed et al. (2023) empha-
sized psychological empowerment, Han et al. (2025) highlighted team reflexivity and resilience, and
Ahmad et al. (2023) associated transformational leadership with engagement and adaptability. However,
the psychological process linking project managers’ self-rated transformational leadership to perceived
project success remains insufficiently clarified.

Psychological empowerment offers one possible explanation. Thomas and Velthouse (1990) conceptual-
ized empowerment as intrinsic task motivation based on meaningfulness, competence, choice, and im-
pact, while Spreitzer (1995) operationalized it through meaning, competence, self-determination, and
impact. These perceptions may strengthen initiative, adaptability, and the capacity to address uncertain
project demands (Seibert et al., 2011; Khan et al., 2020; Khattak et al., 2022). Fareed et al. (2023) sug-
gested that empowerment helps explain the association between transformational leadership and proj-
ect outcomes, while Huang et al. (2025) reported comparable relationships outside project settings. Here,
psychological empowerment refers to the project manager’s own state rather than that of employees or
team members. Managers who rate their transformational leadership more positively may also report
stronger meaning, competence, autonomy, and influence over project activities.

Individual ethical values may further shape this process. Islamic work ethics emphasize productive ef-
fort, honesty, responsibility, justice, cooperation, and dedication (Ali & Al-Owaihan, 2008; Murtaza et
al., 2016). Yousef (2001) showed that Islamic work ethics can alter workplace relationships, while Javid
et al. (2024) described them as a personal resource supporting constructive responses. Recent evidence
stresses that Islamic work ethics should be interpreted at their measurement level (Zafar et al., 2026).
Accordingly, this study treats Islamic work ethics as the project manager’s individual ethical orientation
rather than an organizational ethical climate, shared ethical environment, or national cultural charac-
teristic. Stronger individual Islamic work ethics may reinforce the association between self-rated trans-
formational leadership and psychological empowerment by increasing consistency between leadership
behaviors and beliefs about responsible work.

These relationships are examined in Tunisia, an emerging economic and institutional setting. OECD
(2013, 2016) emphasized the importance of governance, transparency, and accountability, particularly
in public and development-oriented activities. Tunisian organizations also face implementation chal-
lenges that may influence project managers’ assessments of project processes and outcomes. Similar
concerns have been observed in emerging economies where institutional conditions affect project im-
plementation (Han et al., 2025). Tunisia therefore provides a relevant context for examining leadership
self-perceptions, psychological empowerment, individual ethical orientation, and perceived project suc-
cess. However, national culture, religious traditions, and organizational ethical values are not measured
or treated as explanatory variables.

1. LITERATURE REVIEW

AND HYPOTHESES

Perceived project success has become a central
concern in project-based organizations operating
in dynamic and uncertain environments (Miiller
& Turner, 2007; Zaman et al., 2019). Such envi-
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ronments are characterized by time pressure, re-
source constraints, changing requirements, in-
terdependent activities, and coordination de-
mands (Magbool et al., 2017; Nauman et al., 2022).
Although traditional assessments emphasize time,
cost, and technical specifications, project success
is increasingly viewed as multidimensional. It may
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also include the achievement of objectives, stake-
holder satisfaction, end-user benefits, project im-
pact, organizational value, and longer-term sus-
tainability (Shenhar et al., 2001). Managerial and
behavioral factors may therefore influence how
project outcomes are evaluated beyond technical
criteria (Keegan & Den Hartog, 2004). Because
the present study relies on project managers’ judg-
ments of one completed project, it focuses on per-
ceived project success rather than independently
verified project performance. These judgments
may not fully correspond to objective indicators
such as schedule variance, budget deviation, qual-
ity records, or stakeholder assessments.

Transformational leadership has received con-
siderable attention as a determinant of project-
related outcomes. Transformational leaders com-
municate an inspiring vision, stimulate new ways
of thinking, provide individualized consideration,
and encourage commitment to shared objectives
(Bass & Avolio, 1994). In project settings, these
behaviors may support communication, knowl-
edge sharing, collaboration, problem-solving,
and alignment with project goals (Magbool et al.,
2017; Zaman et al., 2019). Empirical studies gener-
ally support a positive association between trans-
formational leadership and project success. Aga
et al. (2016) emphasized team-building, Ahmad
et al. (2023) highlighted empowerment and goal
clarity, and Fareed et al. (2023) identified psy-
chological empowerment as an explanatory
mechanism. Han et al. (2025) further associated
transformational leadership with project success
through team reflexivity and project-team resil-
ience. A meta-analysis by Abbas and Ali (2023)
confirmed its overall relevance while showing that
the strength of the association may vary across
contexts. However, leadership is often evaluated
by followers, whereas the present study examines
project managers self-rated transformational
leadership. The relationship therefore concerns
leadership self-perceptions and perceived project
success rather than an independently observed
follower-rated leadership effect.

Psychological empowerment offers a plausible
explanation for this association. Thomas and
Velthouse (1990) conceptualized empowerment
as intrinsic task motivation based on meaning-
fulness, competence, choice, and impact, while

http://dx.doi.org/10.21511/ppm.24(3).2026.50
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Spreitzer (1995) operationalized it through mean-
ing, competence, self-determination, and impact.
Meaning refers to the perceived importance of
work, competence to confidence in one’s abil-
ity, self-determination to autonomy in regulating
work activities, and impact to the perceived ability
to influence work outcomes. These psychological
states are especially relevant in project environ-
ments requiring initiative, adaptability, rapid de-
cision-making, and continuous problem-solving
(Tuuli & Rowlinson, 2009; Khattak et al., 2022).
Transformational leadership may strengthen
psychological empowerment by communicating
meaningful objectives, encouraging participa-
tion, recognizing contributions, and supporting
independent thinking. Avolio and Gibbons (1988)
associated transformational leadership with con-
fidence and internal motivation, while Gong et al.
(2009) linked it with creative self-efficacy. Ali et al.
(2020), Liu et al. (2019), and Huang et al. (2025) re-
ported associations among leadership, empower-
ment, and performance-related outcomes. In this
study, psychological empowerment refers to the
project manager’s own psychological state rather
than to that of employees or team members.

Psychological empowerment may also be associ-
ated with perceived project success. Meaning and
self-determination may sustain involvement and
persistence, while competence and perceived in-
fluence may help project managers respond to dif-
ficulties and coordinate project activities. Sun et al.
(2012) and Badir et al. (2012) associated empower-
ment with creativity, communication, and perfor-
mance-related behaviors. Seibert et al. (2011) iden-
tified empowerment as a key mechanism linking
leadership practices to performance outcomes. In
project settings, Tuuli and Rowlinson (2009) dem-
onstrated favorable performance consequences
of empowerment, while Khan et al. (2020) linked
psychological empowerment with project suc-
cess. Project managers who feel capable of shaping
project activities may respond more proactively to
project demands and consequently evaluate out-
comes more favorably. Psychological empower-
ment may therefore explain part of the association
between self-rated transformational leadership
and perceived project success. Nevertheless, this
mediating mechanism remains insufficiently ex-
amined at the individual project-manager level,
particularly in emerging project-based contexts.
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Individual Islamic work ethics may further shape
the association between self-rated transformation-
al leadership and psychological empowerment. In
non-Western settings, workplace attitudes and
responses to managerial practices may be influ-
enced by personal ethical values (Gheitani et al.,
2019; Javid et al., 2024). Islamic work ethics em-
phasize productive effort, honesty, responsibility,
cooperation, justice, dedication, moral conduct,
and the social value of work (Ali & Al-Owaihan,
2008; Khan & Rasheed, 2015). Stronger adher-
ence to these principles has been associated with
commitment, intrinsic motivation, responsible
conduct, and constructive workplace attitudes
(Murtaza et al., 2016; Gheitani et al., 2019; Raza et
al., 2020). Recent systematic evidence stresses the
need to distinguish individual ethical orientation
from organizational ethical climate or shared cul-
tural values (Zafar et al., 2026). Accordingly, indi-
vidual Islamic work ethics in this study represent
the project manager’s personal orientation toward
work. They do not measure an organizational eth-
ical environment, shared workplace values, reli-
gious climate, or national culture.

Transformational leadership and individual
Islamic work ethics share principles related to
meaningful effort, integrity, accountability, col-
lective responsibility, and commitment to benefi-
cial outcomes (Soleman et al., 2020; Raza et al.,
2022). Project managers with stronger individual
Islamic work ethics may perceive greater con-
sistency between their leadership behaviors and
their beliefs about responsible, meaningful work.
Such consistency may reinforce purpose, motiva-
tion, autonomy, and perceived influence. Yousef
(2001) similarly showed that Islamic work ethics
canalterrelationshipsamong workplace attitudes.
Conservation of Resources Theory provides ad-
ditional support for this reasoning (Hobfoll,
1989). Individuals seek to acquire and preserve
resources that sustain motivation and help them
cope with demanding conditions. Personal ethi-
cal values may function as resources by provid-
ing purpose, persistence, responsibility, and a co-
herent basis for action. Individual Islamic work
ethics may therefore strengthen the association
between favorable leadership self-perceptions
and psychological empowerment (Shaheen et al.,
2020; Javid et al., 2024). The positive association
between self-rated transformational leadership
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and psychological empowerment is consequently
expected to be stronger when individual Islamic
work ethics are higher.

Because psychological empowerment is expected
to explain part of the association between self-
rated transformational leadership and perceived
project success, the corresponding indirect as-
sociation may also vary according to individual
Islamic work ethics. When project managers hold
stronger individual Islamic work ethics, align-
ment between leadership self-perceptions and
personal values may reinforce psychological em-
powerment and, through it, perceived project suc-
cess. This reasoning implies a first-stage moderat-
ed mediation process in which individual Islamic
work ethics strengthen the association between
self-rated transformational leadership and psy-
chological empowerment, thereby increasing the
indirect association with perceived project suc-
cess. Prior research supports these constructs, but
limited attention has been given to how they oper-
ate jointly at the individual project-manager level.
Examining these relationships among Tunisian
project managers extends evidence to an emerg-
ing and non-Western setting. However, Tunisia is
treated only as the empirical context because na-
tional culture, religious traditions, and organiza-
tional ethical values were not measured. Moreover,
all focal constructs are evaluated by the same proj-
ect manager. The proposed relationships are there-
fore interpreted as within-respondent, perception-
based associations rather than follower-rated
leadership effects, organizational ethical-climate
effects, or objectively verified causal effects.

Although transformational leadership, psycho-
logical empowerment, Islamic work ethics, and
project outcomes have received considerable at-
tention, they have often been examined separately
or at different levels of analysis (Khan & Rasheed,
2015; Ahmad et al., 2022). Limited research has
examined whether psychological empowerment
mediates the association between project man-
agers’ self-rated transformational leadership and
perceived project success and whether individual
Islamic work ethics strengthen this process. This
study addresses this gap by testing a first-stage
moderated mediation model among project man-
agers in Tunisia. It examines the direct association
between self-rated transformational leadership

http://dx.doi.org/10.21511/ppm.24(3).2026.50
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Figure 1. Conceptual framework

and perceived project success, the mediating role
of psychological empowerment, and the moderat-
ing role of individual Islamic work ethics.

Based on the preceding theoretical arguments,
Figure 1 shows the conceptual model, and the fol-
lowing hypotheses are proposed:

HI: Project managers’ self-rated transforma-
tional leadership is positively associated with
their perceived project success.

H2: Project managers’ self-rated transforma-
tional leadership is positively associated with
their psychological empowerment.

H3: Project managers’ psychological empower-
ment is positively associated with their per-
ceived project success.

H4: Project managers’ psychological empower-
ment mediates the association between their
self-rated transformational leadership and
perceived project success.

H5:  Project managers’ individual Islamic work
ethics moderate the positive association
between their self-rated transformational
leadership and psychological empowerment,
such that this association is stronger at high-
er levels of individual Islamic work ethics.

http://dx.doi.org/10.21511/ppm.24(3).2026.50

H6: Project managers’ individual Islamic work
ethics moderate the indirect association be-
tween their self-rated transformational lead-
ership and perceived project success through
psychological empowerment, such that this
indirect association is stronger at higher lev-

els of individual Islamic work ethics.

2. METHODS

This study adopted a quantitative cross-section-
al survey design to examine associations among
project managers self-rated transformational
leadership, psychological empowerment, indi-
vidual Islamic work ethics, and perceived project
success. The survey enabled the four constructs
to be assessed within one framework and sup-
ported tests of direct and conditional associations
(Zaman et al.,, 2019; Ahmad et al., 2022; Fareed et
al., 2023; Hair et al,, 2010; Hayes, 2022). Because
data were collected at one point in time, the re-
lationships were interpreted as statistical asso-
ciations rather than causal effects. Tunisia was
treated only as the empirical setting (OECD, 2013,
2016). National culture, religious traditions, and
organizational ethical values were not measured.
Individual Islamic work ethics were therefore con-
ceptualized as project managers’ personal ethical
orientation rather than as an organizational ethi-
cal climate or shared value system.
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The unit of analysis was the individual project man-
ager’s perception of one project completed during
the preceding two years. Respondents answered all
items with reference to the same completed project,
providing a common frame and reducing ambi-
guity about the project evaluated (Podsakoff et al.,
2003). Project managers were selected because they
possess relevant knowledge of leadership practices
and project outcomes (Aga et al., 2016; Magbool et
al., 2017). However, the same respondents reported
on all focal constructs. Transformational leader-
ship represented the manager’s self-assessment of
their leadership behaviors; psychological empow-
erment represented their experience of meaning,
competence, self-determination, and impact; indi-
vidual Islamic work ethics represented their ethi-
cal orientation; and perceived project success rep-
resented their subjective project evaluation. The
model therefore captured individual-level, within-
respondent associations. Leadership was not rat-
ed by followers or other stakeholders, and project
success was not verified through budget, schedule,
quality, contractual, financial, or client records.
The findings should consequently be interpreted as
perception-based associations rather than objective
project- or organizational-level effects.

Because no comprehensive sampling frame of prac-
ticing project managers in Tunisia was available,
convenience sampling was used (Zaman et al., 2019;
Ahmad et al., 2022). Data were collected from June
to December 2025 through an online questionnaire
circulated primarily via LinkedIn. Participants had
to confirm that they held project-management re-
sponsibilities and could answer with reference to
one project completed during the previous two
years. Ineligible and incomplete responses were
excluded. Since the questionnaire link was openly
circulated, the exact number of eligible individu-
als who received, viewed, or began the survey could
not be established. The available records could not
reliably distinguish survey views, incomplete sub-
missions, duplicate entries, completed question-
naires, and nonresponses. A conventional response
rate was therefore not calculated. After applying
the eligibility and completeness criteria, 482 usable
questionnaires were retained.

Before the main data collection, the question-

naire was pilot-tested with 30 project manag-
ers in Tunisia. The pilot test assessed item clarity,
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relevance, comprehensibility, instructions, and
completion time. Particular attention was given
to the instruction that all items had to refer to
one completed project. Minor revisions clarified
this instruction without changing the meaning or
number of the scale items. Pilot responses were ex-
cluded from the final sample. As reported in Table
1, 404 respondents were male (83.8%) and 78 were
female (16.2%). Regarding age, 121 respondents
were between 20 and 30 years old (25.1%), 250 were
between 31 and 40 years old (51.9%), and 111 were
aged 41 years or above (23.0%). Regarding educa-
tion, 43 held undergraduate qualifications (8.9%),
215 held bachelor’s degrees (44.6%), and 224 held
master’s degrees or higher qualifications (46.5%).

Table 1. Demographic profiles
of the respondents

Demographic

profiles Frequency Percentage
Gender
Male G 40'4“ 83.8
Female 78 16.2
Age
20-30 i 12}" 25.1
31-40 250 51.9
41 and ab'(‘)“\'/‘e 11{ 23.0
Education
Undergraduate 43 : 8.9
Bachelor ' 215‘ ' 44.6
Master ormé'bove 2221" 46.5

All constructs were measured using established
instruments and a five-point Likert scale rang-
ing from 1, “strongly disagree,” to 5, “strongly
agree.” Project managers’ self-rated transforma-
tional leadership was measured using the 13-item
scale developed by Aga et al. (2016), covering in-
spirational motivation, intellectual stimulation,
individualized consideration, and idealized influ-
ence. The items were answered as self-assessments.
Psychological empowerment was measured with
Spreitzer’s (1995) 12-item instrument. Although
the scale covers meaning, competence, self-deter-
mination, and impact, it was operationalized as
one overall reflective construct representing the
project manager’s personal experience of empow-
erment. Perceived project success was assessed us-
ing 14 items adapted from Aga et al. (2016), cov-
ering project efficiency, time and budget expecta-
tions, achievement of objectives, end-user satis-
faction, and perceived impact. Individual Islamic

http://dx.doi.org/10.21511/ppm.24(3).2026.50



work ethics were measured using Ali’s (1992)
17-item scale, reflecting responsibility, effort, hon-
esty, cooperation, justice, dedication, and the so-
cial value of productive activity. The construct was
interpreted exclusively as an individual ethical ori-
entation. The items are presented in Appendix A.

Measurement properties were assessed using
Minitab 19. Internal consistency was examined
with Cronbach’s alpha, using 0.70 as the minimum
acceptable threshold (Hair et al., 2010). Maximum-
likelihood factor analysis was conducted using the
item correlation matrix. Standardized primary
loadings of at least 0.50 were required, while items
with weak primary loadings or substantial cross-
loadings were reviewed before retaining the final
measurement structure. All four focal variables
were modeled as reflective constructs. Composite
reliability was evaluated against 0.70, and average
variance extracted against 0.50. Discriminant va-
lidity was assessed using the Fornell-Larcker cri-
terion and the heterotrait-monotrait ratio of cor-
relations. Table 2 reports the results. Age, gender,
and education were included as controls based on
previous project-leadership research (Aga et al,
2016) and interpreted only as statistical adjust-
ments. Sector, project size, budget, duration, com-
plexity, managerial experience, and team size were
not consistently available and were not included.

Regression-based analyses were performed using
Minitab 19. Unstandardized coefficients were re-
ported, and the same analytical sample, metric,
and controls were maintained across the relevant
models. Mediation was examined by estimating
the association between self-rated transforma-
tional leadership and psychological empowerment,
the total association between self-rated transfor-
mational leadership and perceived project success,
and the direct association after psychological em-
powerment was included. The indirect effect was
evaluated using 10,000 bootstrap resamples and
bias-corrected 95% confidence intervals; media-
tion was supported when the interval excluded
zero. Moderation was tested through hierarchi-
cal regression with psychological empowerment
as the dependent variable. Self-rated transforma-
tional leadership and individual Islamic work eth-
ics were mean-centered before calculating their
interaction. Model 1 included age, gender, and
education; Model 2 added the main effects; and

http://dx.doi.org/10.21511/ppm.24(3).2026.50
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Model 3 added the interaction. Moderation was
evaluated using the interaction coeflicient, the
interaction-specific change in explained variance,
the F-change statistic, and slopes at low, mean,
and high levels of individual Islamic work eth-
ics. Moderated mediation was examined as a first-
stage conditional process model. Conditional in-
direct effects and the index of moderated media-
tion were estimated with 10,000 bootstrap resam-
ples and bias-corrected 95% confidence intervals.
Moderated mediation was supported when the
interval for the index excluded zero.

Because all focal variables were reported by the
same project manager at the same time, common
method variance, social desirability, consistency
motives, and self-enhancement bias could not be
excluded. Procedural safeguards included ano-
nymity, confidentiality, neutral instructions, sep-
aration of constructs into questionnaire sections,
and pilot testing. Harman’s single-factor test in-
dicated that the first unrotated factor accounted
for less than 50% of total variance, suggesting
that no single factor dominated the data. However,
this diagnostic cannot conclusively rule out com-
mon method bias, and same-source inflation re-
mains possible. Participation was voluntary, and
informed consent was obtained before question-
naire completion. Respondents were informed of
the academic purpose, confidentiality procedures,
and their right to withdraw before submission. No
directly identifiable or sensitive information was
collected. Under the applicable institutional re-
quirements, formal ethical approval was not re-
quired for anonymous, voluntary, minimal-risk
survey research.

3. RESULTS

Table 2 presents descriptive statistics, internal-
consistency estimates, correlations, convergent
validity, and discriminant validity results for the
four focal constructs. Perceived project success
had the highest mean score (M = 3.52, SD = 0.88),
followed by project managers’ self-rated transfor-
mational leadership (M = 3.30, SD = 0.72), indi-
vidual Islamic work ethics (M = 3.10, SD = 0.88),
and psychological empowerment (M = 2.70, SD =
0.84). These results indicate that respondents re-
ported moderately favorable perceptions of proj-
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ect success and their own transformational leader-
ship behaviors, while their average psychological
empowerment score was comparatively lower.

The correlation analysis showed that self-rated
transformational leadership was positively associ-
ated with perceived project success (r = 0.45, p <
0.001) and psychological empowerment (r = 0.49,
p < 0.001). Psychological empowerment was also
positively associated with perceived project suc-
cess (r=0.64, p < 0.001), representing the strongest
bivariate association among the focal constructs.
Individual Islamic work ethics were positively cor-
related with self-rated transformational leadership
(r = 0.41, p < 0.001) and psychological empower-
ment (r = 0.52, p < 0.001). However, their direct
correlation with perceived project success was
weak and did not reach statistical significance at
the 5% level (r = 0.08, p = 0.079). Thus, individual
Islamic work ethics were more closely related to
respondents’ leadership self-perceptions and psy-
chological empowerment than to their direct eval-
uations of project success.

The adequacy of the item correlation matrix was
examined before assessing the measurement
structure. The Kaiser-Meyer-Olkin measure was
satisfactory (KMO = 0.81), and Bartlett’s test of
sphericity was statistically significant, x*(1,540)
= 12,846.37, p < 0.001. These tests were conduct-
ed using the 56 original questionnaire items and
indicated that the correlation matrix was suit-
able for factor analysis. The four-factor solution
generated an interpretable loading pattern con-
sistent with the proposed measurement struc-
ture. Psychological empowerment was modeled as
one overall reflective construct comprising the 12
items related to meaning, competence, self-deter-
mination, and impact.

Standardized primary factor loadings ranged
from 0.56 to 0.88. Of the 56 original items, 52

were retained, while four were removed because of
weak primary loadings or substantial cross-load-
ings. The largest cross-loading among the retained
items was 0.34. Cronbach’s alpha coefficients
ranged from 0.71 to 0.90, exceeding the adopted
minimum threshold of 0.70. Composite reliabil-
ity values ranged from 0.84 to 0.91, while average
variance extracted values ranged from 0.60 to 0.68.
These results supported the internal consistency
and convergent validity of the four constructs.

Discriminant validity was examined through
both the Fornell-Larcker criterion and the het-
erotrait-monotrait ratio. The square roots of aver-
age variance extracted ranged from 0.775 to 0.825
and exceeded the corresponding interconstruct
correlations. In addition, HTMT ratios ranged
from 0.19 to 0.78 and remained below the adopted
threshold of 0.90. Taken together, these findings
provided support for discriminant validity among
perceived project success, self-rated transforma-
tional leadership, psychological empowerment,
and individual Islamic work ethics.

Table 3 reports the mediation analysis. Project
managers’ self-rated transformational leadership
had a positive total association with perceived
project success (B = 0.52, SE = 0.05, p < 0.001), sup-
porting HI. Self-rated transformational leadership
was also positively associated with psychological
empowerment (B = 0.49, SE = 0.05, p < 0.001),
supporting H2. Project managers who evaluated
their transformational leadership behaviors more
favorably therefore also tended to report stronger
psychological empowerment.

Psychological empowerment remained positively
associated with perceived project success after self-
rated transformational leadership was included in
the model (B = 0.64, SE = 0.04, p < 0.001), support-
ing H3. After psychological empowerment was in-
troduced, the direct association between self-rated

Table 2. Descriptive statistics, reliability, correlations, and discriminant validity

Construct: Mean @ SD a ' CR AVE PPS | TL : PE IWE
TL 3.30 0.72 0.89 0.90 0.65 0.45%** (0.806)
e 270 | osa 071 | 084 060 | 0.64*** | 049%** | (0775)
we 310 0.88 0.77 088 061 008 | 041%** | 052*** . (0781)

Note: N = 482. Diagonal values in parentheses are the square roots of AVE. PPS = Perceived Project Success; TL = Self-Rated
Transformational Leadership; PE = Psychological Empowerment; IWE = Individual Islamic Work Ethics. ***p < 0.001.
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Table 3. Mediation analysis

Path B SE 95% CI
Self-rated TL - PPS: total associaton ¢ 0.52%** 0.05 -
' 0.49%** 0.05 -
.
, | 0.21° 0.05 -
Indirect association: Self-rated TL - PE = PPS 0.31 - [0.24,0.38]

Note: N = 482. B = unstandardized coefficient; SE = standard error; PPS = Perceived Project Success; TL = Self-Rated Transfor-
mational Leadership; PE = Psychological Empowerment. The indirect effect was estimated using 10,000 bootstrap resamples

and a bias-corrected 95% confidence interval. ***p < 0.001.

transformational leadership and perceived project
success decreased but remained positive and sta-
tistically significant (B = 0.21, SE = 0.05, p < 0.001).
The indirect association through psychological
empowerment was 0.31, with a bootstrap SE of
0.04 and a bias-corrected 95% confidence interval
of [0.24, 0.38]. Because this confidence interval ex-
cluded zero, the indirect association was statisti-
cally significant. The continued significance of the
direct association indicated partial rather than
complete mediation. H4 was therefore supported.

Table 4 presents the hierarchical moderation anal-
ysis with psychological empowerment as the de-
pendent variable. Model 1 included age, gender,
and education. The control variables jointly ex-
plained 5.6% of the variance in psychological em-
powerment (R* = 0.056, adjusted R* = 0.050), and
the model was statistically significant, F = 9.45, p

action coeflicient was positive and statistically sig-
nificant (B = 0.21, SE = 0.05, p < 0.001). Adding the
interaction increased R from 0.347 to 0.368. The
interaction-specific increase in explained variance
was therefore AR? = 0.021, with F-change = 15.78,
p < 0.001. The final model was statistically signifi-
cant, adjusted R*> = 0.360, F = 46.10, p < 0.001.

As illustrated in Figure 2, the positive slope relat-
ing self-rated transformational leadership to psy-
chological empowerment was steeper at a high
level of individual Islamic work ethics (+1 SD)
than at a low level (-1 SD). This pattern indicates
that individual Islamic work ethics strengthened
the positive association between project managers’
leadership self-perceptions and their psychologi-
cal empowerment. H5 was therefore supported.

Table 4. Hierarchical moderation analysis

< 0.001. Age was positively associated with psy- Model 1: Model 2: Model 3:
chological empowerment (B =0.22, SE = 0.05, p< Predictor | Controls B : Main effects | Interaction
0.001), while education also had a smaller positive : (SE) : B (SE) : B (SE)
association (B = 0.11, SE = 0.05, p < 0.05). Gender e . © 022 (0.05)*** © 0.16(0.05)** : 0.14 (0.05)**
e o _Gender -0.01(0.03) : -0.02(0.03) . -0.03(0.03)
was not statistically significant. “education 0110057  006(0.05)  004(0.05)
Self-rated TL - 0.31(0.06)*** . 0.28 (0.06)***
Model 2 added self-rated transformational lead- “individual IWE - 0.24 (0.06)*** | 0.22 (0.06)***
ership and individual Islamic work ethics. Both ~ TLxIwE - - 0.21 (0.05)***
variables were positively associated with psycho-  Constant 2.10(0.60)*** ©  1.60(0.64)* : 1.52(0.65)*
logical empowerment. The coefficient was B=0.31 R’ 0.026 0347 9308
(SE=0.06, p < 0.001) for self-rated transformation- 29 i 0020 0240 20390
al leadership and B = 0.24 (SE = 0.06, p < 0.001) "éihaage - T S
for individual Islamic work ethics. The addition ;. =, :
of these main effects increased the explained vari-  F-statistic o457 20597 A6.20m

ance to R? = 0.347, corresponding to AR* = 0.291
and F-change = 106.06, p < 0.001. The adjusted R*
of Model 2 was 0.340.

Model 3 introduced the interaction between

mean-centered self-rated transformational leader-
ship and individual Islamic work ethics. The inter-

http://dx.doi.org/10.21511/ppm.24(3).2026.50

Note: N = 482. Dependent variable = Psychological Empow-
erment (PE). Self-rated TL and Individual IWE were mean-
centered before calculating the interaction. *p < 0.05; **p <
0.01; ***p < 0.001.

Table 5 presents the first-stage moderated-medi-
ation results. At a low level of individual Islamic
work ethics (-1 SD), the conditional indirect asso-
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Self-rated Transformational Leadership

Figure 2. Interaction between self-rated transformational leadership and individual Islamic work
ethics in predicting psychological empowerment

ciation between self-rated transformational leader-
ship and perceived project success through psycho-
logical empowerment was 0.06, with a bootstrap SE
of 0.03 and a bias-corrected 95% confidence inter-
val of [0.01, 0.12]. At the mean level of individual
Islamic work ethics, the conditional indirect asso-
ciation increased to 0.18, with a bootstrap SE of 0.03
and a 95% confidence interval of [0.12, 0.24]. At a
high level of individual Islamic work ethics (+1 SD),
the conditional indirect association increased fur-
ther to 0.30, with a bootstrap SE of 0.04 and a 95%
confidence interval of [0.22, 0.38].

All three confidence intervals excluded zero. More
importantly, the index of moderated mediation
was 0.13, with a bootstrap SE of 0.04 and a bias-
corrected 95% confidence interval of [0.06, 0.23].
Because the confidence interval for the index ex-
cluded zero, the indirect association between self-

Table 5. Moderated-mediation analysis

rated transformational leadership and perceived
project success through psychological empower-
ment varied significantly according to individual
Islamic work ethics. The indirect association be-
came stronger as individual Islamic work ethics
increased, supporting Hé.

Table 6 summarizes the hypothesis-testing results.
All six hypotheses were supported. Higher self-rat-
ed transformational leadership was associated with
greater psychological empowerment and more fa-
vorable perceived project success. Psychological
empowerment partially mediated the association
between leadership self-perceptions and perceived
project success. Individual Islamic work ethics
strengthened both the association between self-
rated transformational leadership and psychologi-
cal empowerment and the corresponding indirect
association with perceived project success.

Conditional indirect effect

Moderated-mediation effect

Confidence Interval

‘ ‘ Confidence Interval 95% Index of
. i Moderator : Indirect : : 95%
Mediator : level  effect SE : - : moderated- : SE I :
: : ‘ : - : ower upper
: . Lower level ;| Upperlevel | mediation PP
: : level level
0.12
PE 0.24 0.13 0.04 0.06 0.23
‘High (+1S 0.30 0.38

Note: N = 482. Estimates were obtained using 10,000 bootstrap resamples and bias-corrected 95% confidence intervals. De-
pendent variable = Perceived Project Success; mediator = Psychological Empowerment; moderator = Individual Islamic Work

Ethics.
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Table 6. Summary of hypothesis testing

Hypothesis : Relationship Result
H1 Selforated TL>PPS Supported
H2 Self-rated TL - PE Supported
3 PEDPPS - Supported
4 TL2PE2PPS e e Supported
H5 Self-rated TL x Individual IWE = PE Supported
HH6 ‘ : Conditional indirect effect of SeIfratedTLonPPSthrough PE moderated by Individual IWE Supported

Note: PPS = Perceived Project Success; TL = Self-Rated Transformational Leadership; PE = Psychological Empowerment; IWE =

Individual Islamic Work Ethics.

4. DISCUSSION

This study examined the associations among proj-
ect managers’ self-rated transformational lead-
ership, psychological empowerment, individual
Islamic work ethics, and perceived project success.
Self-rated transformational leadership was associ-
ated with perceived project success and psycholog-
ical empowerment. Psychological empowerment
partially mediated the leadership and success as-
sociation, while individual Islamic work ethics
strengthened the leadership and empowerment
relationship and the corresponding indirect asso-
ciation. Because all focal constructs were reported
by the same project manager, the findings should
be interpreted as individual-level, within-respon-
dent associations rather than independently veri-
fied effects on project performance.

The positive association between self-rated trans-
formational leadership and perceived project suc-
cess is consistent with Aga et al. (2016), Magbool et
al. (2017), Nauman et al. (2022), Fareed et al. (2023),
and Han et al. (2025). Project managers who per-
ceive themselves as communicating a clear vision,
encouraging participation, supporting problem-
solving, and aligning activities with project objec-
tives may also evaluate project outcomes more fa-
vorably. However, leadership was assessed through
managers’ self-ratings rather than follower or
stakeholder evaluations. Favorable perceptions of
one’s own leadership may therefore partly coin-
cide with favorable judgments of the same project.
The result supports an association between lead-
ership self-perceptions and perceived project suc-
cess, but not a causal effect on outcomes.

Psychological empowerment partially mediated

this association. This finding aligns with Spreitzer
(1995), Seibert et al. (2011), Tuuli and Rowlinson

http://dx.doi.org/10.21511/ppm.24(3).2026.50

(2009), Khan et al. (2020), and Fareed et al. (2023),
who identify empowerment as a mechanism link-
ing leadership to performance-related outcomes.
Project managers who report stronger transforma-
tional leadership behaviors may also experience
greater meaning, competence, self-determination,
and impact. These psychological states may help
them address project demands with confidence
and perceived control. The indirect association
indicates that empowerment explains part of the
relationship between leadership self-perceptions
and perceived project success. Because the direct
association remained significant, the mediation
was partial. Communication quality, stakeholder
coordination, trust, reflexivity, and resilience may
also be relevant.

Individual Islamic work ethics strengthened the
association between self-rated transformational
leadership and psychological empowerment. This
result is consistent with research showing that
personal ethical values influence workplace at-
titudes and responses to managerial practices
(Murtaza et al., 2016; Gheitani et al., 2019; Raza
et al,, 2022; Javid et al., 2024). Project managers
who value productive effort, honesty, responsi-
bility, justice, cooperation, and dedication may
perceive stronger alignment between leadership
behaviors and personal beliefs about meaning-
ful work. Such alignment may reinforce purpose,
autonomy, competence, and perceived influence.
Individual Islamic work ethics had only a weak,
non-significant correlation with perceived project
success, suggesting that their role is mainly condi-
tional rather than direct.

This interpretation must remain at the individual
level. Islamic work ethics were measured as the
project manager’s ethical orientation, not as an
organizational ethical climate, shared ethical en-
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vironment, religious organizational culture, or na-
tional cultural characteristic. The moderated-me-
diation finding suggests that ethical orientation
shapes how strongly leadership self-perceptions
are associated with psychological empowerment
and perceived project success. This is consistent
with Conservation of Resources Theory (Hobfoll,
1989), because individual Islamic work ethics may
operate as a resource reinforcing responsibility,
persistence, purpose, and commitment. Overall,

the study extends project-leadership research by
integrating psychological empowerment as an
explanatory mechanism and individual Islamic
work ethics as a boundary condition within one
conditional-process model. Nevertheless, the con-
clusions remain limited to cross-sectional, same-
source, perception-based relationships and should
not be generalized to follower-rated leadership, or-
ganizational ethical climates, or objectively veri-
fied project performance.

CONCLUSION

This study examined whether project managers’ self-rated transformational leadership is associated
with perceived project success through psychological empowerment and whether this indirect associa-
tion varies according to individual Islamic work ethics. Based on data from 482 project managers in
Tunisia, the findings showed that self-rated transformational leadership was positively associated with
psychological empowerment and perceived project success. Psychological empowerment partially me-
diated this association, while individual Islamic work ethics strengthened both the relationship between
self-rated transformational leadership and psychological empowerment and the corresponding indirect
association with perceived project success.

The study contributes to project-leadership research by integrating a psychological mechanism and an
individual ethical boundary condition within a single first-stage conditional-process model. The find-
ings suggest that project managers who evaluate their transformational leadership behaviors more posi-
tively also tend to experience stronger meaning, competence, self-determination, and impact. These
psychological perceptions are, in turn, associated with more favorable evaluations of project success.
The indirect association becomes stronger when project managers report higher individual Islamic work
ethics, indicating that personal ethical orientation may shape how leadership self-perceptions relate to
psychological empowerment.

These findings should be interpreted at the individual project-manager level. Transformational leader-
ship was self-rated, psychological empowerment represented the manager’s own psychological state, in-
dividual Islamic work ethics reflected a personal ethical orientation, and project success was subjectively
evaluated by the same respondent. The results should therefore not be interpreted as follower-rated
leadership effects, organizational ethical-climate effects, or causal effects on objectively verified project
performance.

From a practical perspective, project-based organizations may develop leadership practices emphasiz-
ing clear vision, participation, independent problem-solving, recognition, and meaningful responsibil-
ity. They may also support project managers’ empowerment by increasing appropriate autonomy, clari-
fying responsibilities, providing relevant resources, and involving managers in important project de-
cisions. However, the findings do not establish that creating an organizational Islamic ethical climate
would improve objective project outcomes.

Several limitations should be acknowledged. The cross-sectional design does not establish temporal
order or causality, while the same-source measurement of all focal constructs creates risks of common
method and self-enhancement bias. Convenience sampling limits statistical generalizability, and the ab-
sence of project and organizational identifiers prevented verification of clustering. Perceived project suc-
cess was also not compared with objective indicators such as schedule, budget, quality, contractual re-
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sults, or stakeholder assessments. Future research should adopt longitudinal and multi-source designs,
combine subjective and objective outcome measures, collect non-identifying project and organizational
codes, and use cluster-robust or multilevel analyses where appropriate.
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APPENDIX A. Questionnaire

All items were assessed using a five-point Likert scale ranging from 1 (“strongly disagree”) to 5 (“strong-
ly agree”). Respondents were instructed to answer all project-related items with reference to one specific
project that they had completed or managed during the previous two years.

Construct Items Source
i The work | do is very important to me. :
are personally meaningful to me.
The work | do is meanlngful to me.
i oout my ability to do my job.
I'am self-assured about my capabilities to perform my work act‘lvmes
Psychological e skills necessary for my job. Spreitzer
Empowerment “autonomy in determining how | do my job. (1995)
Project Managers’ w that | am confident that the prOJect goals will b
self-Rated iembers with new ways oflooklng at puzzling thin; Agaetal.
Transformational (2016)
Leadership
i The outcomes of the project have directly benefited the intended end users, either through
;mcreasmg efficiency or effectiveness.
Given the problem for which it was developed, the project seems to do the best job of solving
) . “that problem
Perceived Project Agaetal.
Success (2016)
Individual Islamic ;
Work Ethics All(1992)

“Work gives one the chance to be independent.
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