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[bookmark: _Toc164840477]CHAPTER 1: INTRODUCTION
1.1. [bookmark: _Toc164840478]Background
Project leadership entails guiding a team toward achieving objectives and completing a project (Duggal, 2023). Project leadership unites people to achieve a common objective as the project team under the leadership of a project manager works together beyond focusing on individual goals. 
Experts evaluate the performance of a project in terms of success or failure pegged on the leadership and ability of the project manager to engage the project team to work as one. In such cases, project leadership becomes imperative as project managers successfully manage time, cost, and quality constraints to ensure that the project team meets the expectations of stakeholders (Seyedsafi, 2017). Besides, the project manager finds a balance between quality, costs, and schedule to meet the needs of all stakeholders.
Ahmed and El-Tayab (2021) noted successful growth of businesses depends on leadership styles. Nevertheless, businesses apply varied styles of leadership in their respective contexts which contribute to their performance. Such selections of different leadership styles are dependent on the school of thought such as trait, behavioral, contingency, competency, visionary, and emotional intelligence (Ahmed and El-Tayab, 2021). Some enterprises embrace the transactional style of leadership with a focus on rewarding followers for fulfilling certain objectives while embracing punishment when the followers fail to achieve goals. Other enterprises, on the other hand, focus on a transformational leadership style where a leader portrays skills and traits such as charisma, and vision and inspires subordinates (Ahmed and El-Tayab, 2021). Such leaders support the followers by emphasizing their needs and linking with the goals of the organisation due to the positive leader-follower relationship that exists in such contexts. Project managers also follow styles of leadership to enhance the performance of the project team. 
Yang et al. (2013) affirmed that the transformational style of leadership impacts the performance of the project team and success due to the positive relationship between the leader and the followers which translates to positive engagement as the leader inspires the subordinates to exceed their expectations, remain committed to integrity in their relationships, empower subordinates, and make workers feel valued. The present dissertation follows the transformational leadership style on the performance of the project team with a focus on the leader-follower relationship taking a mediating role in fostering this association.
1.2. [bookmark: _Toc164840479]Statement Problem
Hornstein (2015) indicated that about 80 percent of projects fail because of project managers who have no leadership and organisational competence. Management of projects needs a strong relationship between project managers and the project team. Accordingly, the improved performance of such project teams is pegged on how closeness or motivation-oriented the leader is to the members (Denney et al., 2020). Thus, aspects of the leader-follower relationship foster mediation to promote team performance as the subordinates experience improved motivation with the closeness of the project manager. 
Studies have examined various leadership styles that managers embrace to engage subordinates such as transactional, transformational, and Laissez-faire among others (Ahmed and El-Tayab, 2021). A limited exploration of the impacts of the leader-follower relationship aspect in the transformational style of leadership and how it influences how project teams perform in an organisation. Thus, the present study focused on establishing how the leader-follower relationship is a mediator between transformational leadership style in projects and team performance a gap that previous studies were yet to fill.
1.3. [bookmark: _Toc164840480]Aim of the Research 
[bookmark: _Hlk163236384]The present study examined the effects of the transformational style of leadership on the performance of project teams using the role of leader-follower relationship. 
1.4. [bookmark: _Toc164840481]Objectives 
The researcher achieved the above aim by fulfilling the below objectives. 
i. To explore the attributes of the transformational leadership style used in project team leadership and management 
ii. To explore the relationship between the transformational style of leadership and the perception of subordinates' leader-follower relationship
iii. To explore the impact of transformational project leadership style on the performance of a project as mediated by the leader-follower relationship.
1.5. [bookmark: _Toc164840482]Research Questions 
The researcher realised the objectives by answering the research questions below.
i. What are the different attributes of the transformational leadership style used in project team leadership and management?
ii. Why is the association between transformational leadership style and the perception of employees on leader-follower relationships important for the improved performance of a project team?
iii. How does transformational project leadership style impact the performance of a project as mediated by the leader-follower relationship?
1.6. [bookmark: _Toc164840483]Importance of the Study 
The rationale of a study gives the reason for undertaking the research, especially the motivating factor or the question or the gap of knowledge. This section justifies the aim or purpose of the study for society, science, and the body of literature as the researcher answers the 'so what?' aspect of the study (Kevin, 2023). The section justifies the research by explaining the reason why the researcher engaged in the study. In such cases, the researcher explains a given issue the gap of knowledge the study investigated, and its application in a particular field of knowledge. 
The present study contributed to the field of knowledge on leadership practices in project management and the performance of project teams where the leader-follower relationship takes a critical role in ensuring the successful completion of projects. Strong leader-follower relationship type, especially when a leader embraces transformational leadership style motivates followers to enhance their productivity. 
1.7. [bookmark: _Toc164840484]Scope of the Study
The scope of the study entails the delimitations and extent of the research area, detailing the parameters within the operations of the study process. The present study boundaries entailed a focus on articles with information on the transformational style of leadership on projects where the project manager engages the project team. The study was purely secondary, exploring 24 peer-reviewed articles published between 2016 and 2024. The focus was identification of articles expounding on transformational leadership styles applied in leading or managing project teams. This assisted the researcher in working with a general purpose of exploring the impacts of project leadership style on the performance of project teams, narrowing on leader-follower relationship aspects, and taking the mediating role. 
1.8. [bookmark: _Toc164840485]Structure of the Dissertation 
The dissertation captured five major sections, including the introduction part that availed the topic of the study, expounding on the background, statement problem, aims, objectives, and the research question. The section also explained the rationale of the study and the scope. The second section is the review of the literature section that expounds on the existing information on the important and relevant topics to the study. This section illustrated the understanding of the researcher concerning the theoretical framework for the study, and empirical studies on leadership styles, project team leadership, leader-follower relationship, and project performance mediated by leader-follower relationship. Besides, it revealed the gaps identified by the researcher concerning the knowledge gap that the present study fulfilled. 
The third section was the methodology which explained the procedures and methods that the study embraced in the collection of data, sampling techniques, process, and data analysis. Accordingly, the present study was a systematic review underpinned by positivist philosophy that enabled the researcher to remain objective and transparent in the data collection process to ensure the replicability of the study method. The result and discussion section provided the interpretation and analysis of the findings based on the research questions and objectives. Furthermore, it expounded on the implications of the findings and the limitations that the researcher experienced during the study process. Lastly, the conclusion provided a summary of the findings, the importance of the results, and future direction.
[bookmark: _Toc164840486]CHAPTER 2: LITERATURE REVIEW
1. [bookmark: _Toc161605189][bookmark: _Toc161605211][bookmark: _Toc161605155][bookmark: _Toc161866685][bookmark: _Toc164145449][bookmark: _Toc164145750][bookmark: _Toc164840443][bookmark: _Toc164840487]
2. [bookmark: _Toc161605212][bookmark: _Toc161605156][bookmark: _Toc161605190][bookmark: _Toc161866686][bookmark: _Toc164145450][bookmark: _Toc164145751][bookmark: _Toc164840444][bookmark: _Toc164840488]
2.1. [bookmark: _Toc164840489]Introduction 
The section expounded on theoretical foundations or theories underpinning the topic, theoretical framework, and empirical studies regarding areas such as leadership, project team leadership, leader-follower association, and project performance mediated by leader-follower association. 
2.2. [bookmark: _Toc164840490]Leadership Style
Becker (2023) describes leadership as an approach or a method and behaviour that a person uses to direct, motivate, and manage people. This style shapes how a person implements and strategises plans on activities geared toward achieving results (Becker, 2023). This definition reveals that a leadership style is an approach that a person uses to influence and direct subordinates.
Cherry (2023) noted that leaders can use an autocratic style of commanding and having a high level of control over subordinates (Cherry, 2023). This style is significant in situations where there is limited time and the leader is highly skilled compared to the subordinates. Separately, leaders embrace the democratic style of leadership to handle their subordinates. The leader guides the subordinates and engages in the group while allowing the subordinates to contribute their ideas (Cherry, 2023). However, the subordinates sometimes become less productive despite their high-quality contributions to decisions due to their creativity and developing a sense of ownership. Likewise, leaders embrace the delegative or Laissez-Faire style to manage their subordinates. The leader does not offer guidance to the subordinates who have the mandate the make decisions, especially in situations where the subordinates are highly qualified to perform their duties (Cherry, 2023).
[bookmark: _Hlk163237713]Nielsen and Daniels (2012) explained that leaders embrace a transformational leadership style as they inspire and motivate their subordinates to make positive changes. The leaders embracing this style possess emotional intelligence skills, passionate, and energetic. Besides, the leaders are committed to assisting the company achieve its objectives and ensuring that the subordinates reach their full potential (Nielsen and Daniels, 2012). Thus, it contributed to improved performance. Separately, Hussain et al. (2017) attested that leaders apply the transactional style of leadership where the subordinate agrees to follow their leader underpinned by the concept of transaction. This is exemplified by the employer-employee association (Hussain et al., 2017). Thus, the leader ensures that the subordinates complete their tasks in exchange for payments or compensation. In such situations, the leader establishes defined roles engages in supervisory roles, and gives directions to subordinates. 
2.3. [bookmark: _Toc164840491][bookmark: _Hlk163230120]Characteristics of Leadership Styles 
A report provided by the CFI team in 2015 explores leadership styles based on their different characteristics. The team noted that the democratic style of leadership promotes the voices of low-ranking workers to be equally significant in the organisation (CFI, 2015). Thus, it provides room for voting to foster decisions. Besides, it entails delegation of authority to workers based on the experience and skills of the people to take responsibility. Furthermore, the style promotes creativity among workers but brings much consensus among workers, translating to high cost and time wastage (CFI, 2015). 
Separately, the autocratic style of leadership is retrogressive and fuels the disgruntlement of workers because the centralised system of decision-making does not consider the opinions or interests of workers (CFI, 2015). This leadership approach features a situation where a leader is knowledgeable and experienced about a situation when making decisions. 
Laissez-faire enables a leader to trust team members, leading to their productivity and satisfaction at work. The report by the Indeed Team further explored the characteristics of the transformational style of leadership and noted that it allows for inspiring workers to increase their skills, and performance and achieve more than what they expect (Indeed Editorial Team, 2023). The style cultivates change in the people and organisation through the motivation of subordinates to engage beyond their comfort zone. Furthermore, the style of leadership is associated with emotional intelligence, integrity, shared vision, and open communication (Indeed Editorial Team, 2023). Transactional leadership, on the other hand, is associated with short-term with a focus on give-and-take concepts. This enables subordinates to agree and follow the leader as the workers get payment for the rendered services.
The bureaucratic style of leadership follows regulation and policy with no flexibility. The style enables the leader to set rules and how work is done with subordinates meticulously following the rules (CFI Team, 2015). Despite the style enabling leaders to consider the opinions of workers, the input is rejected if it fails to conform with the policies of the organisation. 
2.4. [bookmark: _Toc164840492]Project Team
A project team entails people working together on a shared objective. Each person in the project team is responsible for a given task, contributing to the project. In such cases, the project team brings a mixture of talents with different skills, experiences, and abilities (Malsam, 2023). Thus, the team in a project includes the project manager, quality assurance, workers, analysts, and other stakeholders. 
2.5. [bookmark: _Toc164840493]Organisational Performance 
Lacoursiere et al. (2024) defined organisational (team) performance as the extent to which members of a team meet their objectives and ensure the quality of the results. In such cases, different factors affect the performance of a team such as the structure, composition of teams, processes, leadership, situation, and communication. The benefits of team performance entail improved results, the satisfaction of customers, heightened engagement of workers, and improved motivation and retention of workers in an enterprise (Lacoursiere et al., 2024). Despite the advantages, poor team performance leads to conflicts, delays, turnover, and poor results. 
Schwartz et al.  (2019) discussed that teamwork is important to companies, especially enterprises such as Google and Cisco as they embrace teamwork and network with organisations. The company rapidly moves people around in its operations to enhance performance. Besides, enterprises such as Liberty Mutual Insurance use team performance by pooling talents to develop products as the workers provide ideas while financial experts give ideas on payment techniques. Thus, the enterprise realises improved products while the workers are motivated at their work.
Sharma (2022) explored the challenges of team performance and revealed that the common challenges include poor communication among team members, lack of trust, absence or too much freedom, inadequate training to achieve goals, and low morale due to poor motivation. Poor communication among teams leads to performance challenges among teams as it fosters misunderstandings, leading to conflicts and frustration (Sharma, 2022). Secondly, a lack of trust leads to poor sharing of information and enhanced fear of retribution or retaliation. On the other hand, the abundance or absence of freedom leads to inadequate freedom which reduces the morale among workers (Sharma, 2022). Furthermore, inadequate training of staff to achieve the objectives leads to inadequate skills required for a given task, leading to poor outcomes, reduced motivation, and poor performance. 
2.6. [bookmark: _Toc164840494]Theories and Model of Leadership Style and Team Performance 
2.6.1. [bookmark: _Toc164840495]Transformational Leadership Theory
Transformational leadership establishes a change in organisations and people. In such cases, leaders focus more on their followers and develop a positive rapport through motivation and encouragement of the subordinates to focus on organisational objectives as the workers get benefits in the form of career development (Indeed Editorial Team, 2024). The employees remain motivated under this concept and enables the project manager to establish a vision and encourage the subordinates to fulfil the vision. The key skills of leaders undertaking this leadership theory include mobilisation of workers, inspiring employees, and increasing their morale (Indeed Editorial Team, 2024). The leader incorporates support, empathy, and inspirational aspects when engaging project teams. 
The components that transformational leaders embody in this leadership style include intellectual stimulation by challenging the existing conventional state of affairs. Besides, the leader embraces individualised consideration by supporting and encouraging workers through communication, remaining open to sharing ideas, offering personal skills, and appreciating the contribution of the subordinates (Ugochukwu, 2024). Below is a diagram demonstrating aspects of transformational leadership. 
[image: Transformational Leadership]
(Ugochukwu, 2024). 
2.6.2. [bookmark: _Toc164840496]Transactional Leadership  
Al-Malki and Juan (2018) explained the meaning of transactional leadership which enables a leader to offer rewards or punish workers for the work they finish. The work with followers is successful due to the existing mutual trust and the task that the leader offers to the subordinates (Al-Malki and Juan, 2018). This style enables a leader to exercise authority by punishing workers when there are mistakes and rewarding workers based on their contribution.  This leadership concept instills fear among subordinates towards making mistakes and cannot work on projects where they learn new skills (Al-Malki and Juan, 2018). The main characteristic of transactional leadership is that it embraces a concept of agreement between subordinates and workers, leading to workers focusing on the agreed benefits or compensations they get from their services (Al-Malki and Juan, 2018). Kleefstra (2019) noted that transactional leadership is understood in terms of management-by-extinction and contingent reward. In such cases, the style differs from the transformational style because the leaders using the transactional style focus on tasks or results. 
2.7. [bookmark: _Toc164840497]Theoretical Framework 

The study embraces a visionary aspect of leadership as the basis, informing that various leadership styles have impacts on the project team performance and management. Transformational Leadership
Objective 1
Leader-follower aspects taking the mediating role: focus on leadership with vision, stimulate project team intellectually, ensure individualized consideration, motivate subordinates, and inspire followers, leading to improved performance of project teams.
Objective 2
Leader-follower aspects taking a mediating role: leaders use this concept to establish positive and strong relationships with subordinates which establish open communication, trust, and respect, leading to an increased level of engagement, and commitment. The workers feel valued and become motivated, translating to improved project team performance and better results. 
Objective 3
Leader-follower aspects play a mediating role: leaders embrace a supportive work environment that empowers workers to work cohesively towards common goals. This promotes creativity, collaboration, productivity, effective communication, and solving problems or conflicts, leading to improved performance of the project team.
Improved performance of project team
Leader-Follower Association Aspects 















2.8. [bookmark: _Toc164840498][bookmark: _Toc160119540]Factors influencing leadership style in organisational performance
Khatri (2023) explored various factors that influence styles of leadership in the performance of an enterprise. The author noted institutional settings that offer a welcoming work environment with values that define the principles of management, and explore the concerns of the stakeholders and the community. Secondly, the author indicated that workers play an important role and the leadership that guides the workers in terms of ensuring good work ethics and beliefs, impacting the performance of the organisation (Khatri, 2023). Furthermore, the culture of the company influences leadership style which translates to how workers maintain good reputations and behaviours. Other factors include response to the style of management, technology, diversity in the workplace, and the mechanism of trust (Leonard, 2020). 
Project managers working on projects embrace diverse leadership styles to manage the project teams for their successful engagement. Renzi (2020) noted that the implementation of a project requires leadership styles that vary at every stage of the project endeavour. Sometimes, a project manager can apply a given style of leadership at the initiation stage and a different style in the implementation phase. Thus, engagement in project management requires deep leadership engagement due to the scope of a project a leader has to define allocate resources, and delegate tasks (Renzi, 2020). Accordingly, areas such as the planning stage require the establishment of a roadmap that the project team follows, and the project manager would require their suggestions, develop SMART objectives, and give clear approaches where the project teams collaborate among others. The phases such as the execution stage require reduced engagement of leadership but the project manager ensures proper definition of the resources, makes all procurements, and sets the schedules (Renzi, 2020). The leader then trusts the project team to work and implement the instructions for the completion of the project on time and within the provided budget. 
The project manager in the above scenario will provide guidance and engage the project team to complete the tasks. In such cases, a project manager can apply autocratic, democratic, bureaucratic, transformative, or transactional leadership styles depending on the situation (Renzi, 2020). The lesson learned from this study is that there is no one-fitting style of leadership that ensures the perfect performance of the project team. The use of a transformational leadership style is imperative among project teams because the project manager will inspire, listen, empower, and offer resources and support for the project team to accomplish the task which requires a positive leader-follower relationship. The autocratic style brings the aspect of low morale among project teams while the Laissez-faire style may make the project team feel disengaged, lacking direction and support in situations where there is limited support. 
Sarver and Miller (2014) explored leadership approaches among police chiefs and how the styles conformed to personality, demographics, and effectiveness. The study includes 161 participants (police chiefs) in Texas who filled out MLQ 5X-Short forms on leadership, a form on background characteristics, and the NEO Five-Factor Inventory (Sarver and Miller, 2014). The findings revealed that police chiefs were evenly grouped across the leadership styles with the transformational leadership style becoming most effective.
2.9. [bookmark: _Toc164840499]The Link Word-Impact 
The present study embraces the term 'impact' to explain the influence of the transformational style of leadership on the project team in terms of their performance. This assists in conveying the idea of how this leadership impacts the performance and outcome. Accordingly, the transformational leadership style can bring positive or negative impacts on the performance of teams in a project underpinned by the leader-follower concepts.
Transformational leaders inspire their followers by establishing compelling visions, promoting enthusiasm, and embracing innovation. This culture increases the level of commitment, engagement, and performance among the teams in a project (Nielsen and Daniels, 2012). Similarly, a transformational leader values and strives to embrace techniques to develop the capacities and skills of teams in a project. The leader coaches the team members, gives feedback, and offers staff opportunities to grow and values both individual and team performance (Nielsen and Daniels, 2012). Furthermore, the leader promotes unity and collaboration which positively impact team performance as they solve problems collectively. 
Despite the above positive impacts, transformational leaders may make the subordinates rely more on the leader which reduces autonomy. Similarly, the higher expectations set by transformational leaders lead to more pressure among the team members leading to demoralisation and burnout (Nielsen and Daniels, 2012). 
2.10. [bookmark: _Toc164840500]Gaps
[bookmark: _Toc160119541]The different gaps noted in the review include inadequate exploration of information on project leadership style on performance of the project team. Secondly, the articles identified did not link the aspects of leader-follower association playing a mediating role in ensuring improved performance of project teams. Thus, the study expounded on this gap to offer a new perspective on the topic from various articles exploring areas of project management under transformational leadership.
2.11. [bookmark: _Toc164840501]Summary 
The review section expounded on the impacts of project leadership style on the performance of the project team, emphasizing the role of leadership-follower relationships. The section explored transformational leadership theory to underpin the bases and framework, stressing the relevance and components in increasing the morale and performance of the team. The empirical studies explained the significance of different leadership styles with transformational leadership being most effective in ensuring improved performance of project teams. However, the gaps noted in the studies include the failure of the articles to explore leadership styles and align leader-follower dynamics to the performance of the team. 
[bookmark: _Toc160606912][bookmark: _Toc164840502]CHAPTER 3: RESEARCH METHODOLOGY
3.1. [bookmark: _Toc160606913][bookmark: _Toc164840503] Introduction 
The present study followed Honeycomb's framework for research methodology to visualise the phases that the research applied when conducting a systematic review to collect secondary data that helped in achieving the aim and objectives. This section further delved into positivist philosophy, research paradigm, and position of the approach among others as elaborated in the below subheadings. 
[image: An illustration of the Honeycomb approach to developing a research methodology Source: Wilson (2014, p. 8)](Wilson, 2014).
3.2. [bookmark: _Toc160606914][bookmark: _Toc164840504]Positivism Philosophy 
The present study embraced a positivist philosophy as a paradigm because the researcher relied on the reason that knowledge appeared from the actions of activities it undertook in the systematic review process. The researcher was independent of the study and ensured it remained objective. Thus, the researcher followed strict rules and guidelines, following a deductive approach, and the findings were able to be replicated in the future. The researcher maintained the use of evidence and scientific approaches to understand the topic which enabled the study to remain objective, and transparent and conduct a comprehensive synthesis (Wilson, 2014). The methodology applied stressed objective selection, observation of articles relevant, and following criteria for inclusion and exclusion among others to remain objective. 
3.3. [bookmark: _Toc160606915][bookmark: _Toc164840505]Deductive Research Approach 
The present study followed a deductive approach because the researcher used a logical procedure progressing from a generalised idea to develop a given conclusion. Accordingly, the research commenced with a predetermined research question, embraced the theory underpinning the topic, and systematically gathered and analysed empirical data to achieve the objectives (Wilson, 2014). In such cases, the researcher formulated a theoretical framework to explore via a systematic review based on existing studies. The researcher then uses a search strategy underpinned by the theoretical framework and identifies key works to develop research questions for literary search (Wilson, 2014). Furthermore, the study embraced inclusion, and exclusion criteria to select only relevant articles, conducted a screen search to ensure, extracted data, analysed data, and interpreted the findings for conclusion, focusing on the evidence aligned with the theoretical framework.
3.4. [bookmark: _Toc160606916][bookmark: _Toc164840506]Quantitative Research Strategy
The study followed a quantitative research strategy where the researcher selected articles as samples and extracted data on the topic underpinned by a deductive approach (Wilson, 2014). Taherdoost (2022) indicated that a researcher can use this approach focusing on descriptive statements regarding the meaning of a situation and explain a situation on its current status using systematic research on the topic. Thus, this ground offered a basis for a systematic review methodology for the present study. 
3.5. [bookmark: _Toc160606917][bookmark: _Toc164840507]Cross-Sectional Design 
The researcher embraced a cross-sectional study timeframe which enabled it to explore data at a single point in time. The study included articles based on the objectives and research questions concerning the topic descriptively (Wilson, 2014). This enabled the researcher to compare different articles based on the provided information such as methodology and how they explored the research questions or any information related to the stipulated objectives of the study.
3.6. Sampling Design and Technique 
The researcher will use a secondary sampling design to refine the decision in a specific manner. Specifically, the researcher will focus on judgmental or purposive sampling as the researcher will identify samples using skills or expertise to select 30 articles from 100 identified articles (McCombes, 2023). This type of sampling technique is imperative for the study because the researcher is interested in gaining more information on the effects of the transformational style of leadership on the performance of teams using the role of leader-follower relationship instead of statistical inferences (McCombes, 2023). The criteria for inclusion of the articles will include identification of articles published from 2016 to 2024, selection of articles with accessible sources such as websites, and use of articles published in the UK. Secondly, the researcher will select only articles with information on transformational leadership style, team performance based on transformational leadership style, and leader-follower relationship (McCombes, 2023). The search process will entail using websites, the university online library, and other accessible databases. 
3.7. [bookmark: _Toc164840508][bookmark: _Toc160606918]Data Collection, and Analysis 
The researcher embraced a systematic review to identify and gather peer-reviewed articles from Google Scholar and online libraries. The various keywords that assisted in the identification of articles in the search process included project managers, leadership style, project management, performance, and leader-follower among others. The inclusion criteria applied in the study included selecting articles with information and studies conducted on transformational leadership which assisted in reducing variations from various regions. The researcher only focused on articles published from the year 2016 to date to enhance the credibility of information. Moreover, the researcher only included articles with information on project leadership, team performance, and transformative leadership styles. 
[bookmark: _Toc153220921]The screening process ensured the quality and reliability of the information concerning the impacts of project leadership styles on the performance of the project team. Thus, the researcher achieved the process through transparent identification and evaluation of articles. The researcher further explored the texts, emphasizing the methodologies, research designs, and relevance of findings to give credible and valuable information. Lastly, data analysis entailed the exploration of data from the articles, summarizing the findings, and discussions on identified themes. 
3.8. Ethical Consideration 
The researcher remained ethically relevant by obtaining approval from the authorising department on research and consulted all ethical guidelines such as the institutional review board policies. Accordingly, the researcher will obtain permission to get the password to access the online library for the institution to access secondary information from peer-reviewed journals and reports. Secondly, the researcher will focus on a systematic review to enhance transparency in conducting the inclusion and exclusion criteria to avoid any subjective biases. Similarly, the researcher will acknowledge the sources, referencing and the copyrights of the sources of data. 
3.9. [bookmark: _Toc160606919][bookmark: _Toc164840509]Summary 
Chapter 3 explored the research methodology underpinned by Honeycomb's framework. The study followed a positivist paradigm and philosophy with an emphasis on transparency and rigorous systematic review to ensure objectivity. Besides, the study followed a deductive approach to ensure replicable findings as the data collection process from the peer-reviewed articles was quantitative at one point in time followed by a summary of findings and discussion.  

CHAPTER 4: DATA ANALYSIS AND DISCUSSION
4.1. [bookmark: _Toc160606920][bookmark: _Toc164840510]Introduction 
Figure 4.1.: Trend of publication on the selected articles 

The researcher selected 24 articles with information on transformational leadership for inclusion in the review (Appendix 1). The graph revealed a consistent flow in the cumulating graph section, revealing a sustained interest in continuous investigation of the aspects of project leadership styles and how they impact on performance of project teams. 
4.2. [bookmark: _Toc160606921][bookmark: _Toc164840511]Methodological Variations in the Studies 
Table 4.2.: Methodology applied in the various studies 
	Authors 
	Methodology 

	Aga et al., 2016.
	Quantitative study 

	Ahmad et al., 2022.
	Quantitative study 

	Ali et al. 2021.
	Quantitative study 

	Ali and Rasheed, 2020
	Quantitative study 

	Bagga et al., 2023.
	Quantitative study 

	Bond-Barnard et al., 2018.
	Quantitative study 

	Cao and Le, 2022.
	Quantitative study 

	Chai et al., 2017.
	Quantitative study 

	Chua, and Ayoko, 2021.
	Quantitative study 

	Ding et al., 2017.
	Quantitative study 

	Doan et al., 2020.
	Quantitative study 

	Eisenberg et al., 2019.
	Quantitative study 

	Fareed et al., 2023.
	Quantitative study 

	Fareed et al., 2022.
	Quantitative study 

	García-Guiu et al., 2016.
	Quantitative study 

	Ghafoor et al., 2016.
	Quantitative study 

	Gutermann et al., 2017.
	Quantitative study 

	Han et al., 2024.
	Quantitative study 

	Jaroliya and Gyanchandani, 2021.
	Quantitative study 

	Khan et al., 2020.
	Quantitative study 

	Lu and Li, 2021
	Quantitative study 

	Potter et al., 2018.
	Mixed study 

	Yang et al., 2020.
	Quantitative survey 

	Zhang et al., 2018.
	Quantitative survey 



Table 4.2 above revealed the different methodologies applied in various studies selected in the review. The selected studies applied quantitative surveys with only one study (Potter et al., 2018) applying mixed methodology. The present review ensured reliability in this selection process based on the consistent methodology embraced across the identified studies. This showed that the studies used standardised study approaches in the collection of data and analysis. In such cases, quantitative surveys allow for the gathering of numerical data that are replicable and verifiable to increase the reliability of the results. 
Secondly, the validity of the review was high because of the provided quantitative studies included to extract information. The application of quantitative surveys means that the different studies included measured variables structurally. This focus on quantitative methodology ensured that the information presented in this review was based on objective measurements and the quality of each study included in the review. Thus, it reduced the subjectivity of the results. 
4.3. [bookmark: _Toc160606922][bookmark: _Toc164840512]Leader-Follower Elements from Articles related to Objectives 
Table 4.3: Leader-follower factors related to the objectives of the study 
	Authors 
	Element of leader-follower relationship from the articles 

	Aga et al., 2016.
	Team building, 

	Ahmad et al., 2022.
	Empowerment of workers, self-leadership 

	Ali et al. 2021.
	Team building 

	Ali and Rasheed, 2020
	Teamwork, effective communication 

	Bagga et al., 2023.
	Effective communication 

	Bond-Barnard et al., 2018.
	Organisational culture 

	Cao and Le, 2022.
	Trust in the team members 

	Chai et al., 2017.
	Team-goal commitment 

	Chua, and Ayoko, 2021.
	Motivation 

	Ding et al., 2017.
	Clear identification of activities 

	Doan et al., 2020
	Commitment to task 

	Eisenberg et al., 2019.
	Team communication 

	Fareed et al., 2023.
	Psychological empowerment 

	Fareed et al., 2022.
	Trusts and job satisfaction 

	García-Guiu et al., 2016.
	Group identification and cohesion 

	Ghafoor et al., 2016.
	Affective commitment 

	Gutermann et al., 2017.
	Leader-member exchange 

	Han et al., 2024.
	Team agility and flexibility

	Jaroliya and Gyanchandani, 2021.
	Acknowledging team progress, inspiring team members, idealised influence 

	Khan et al., 2020.
	Intrinsic motivation 

	Lu and Li, 2021
	Motivational process 

	Potter et al., 2018.
	Emotional intelligence 

	Yang et al., 2020.
	Trust 

	Zhang et al., 2018.
	Emotional intelligence of project manager, collaboration



4.4. [bookmark: _Toc160606923][bookmark: _Toc164840513]Discussion 
The report included elements project managers apply to engage the subordinates to enhance their performances. The above table summarizes the different elements from the identified articles that foster interactions and how the manager relates with workers. Aga et al. (2016) noted the benefits of team building as a factor that managers embrace to engage the subordinates, leading to their morale and performance. Similarly, Ali et al. (20121) indicated that cohesion among team members is imperative and managers of a project strive to ensure cohesion among the workers in a project. In such cases, leaders who focus on building a team realise a positive work context where the workers collaborate and work together, leading to improved team performance. 
Secondly, the researcher identified empowerment, motivation, and self-leadership as that project managers combine when engaging with the subordinates in a project endeavour. Ahmed et al. (2022) found that self-leadership has a positive effect on the success of a project endeavour and fosters task proficiency of members and proficiency in the team. The workers with higher self-leadership guide their colleagues in finding solutions and unique ideas. The study also found that empowerment catalysed the relationship between managers and subordinates in their relationship to ensure the success of the project. Chua and Ayoko (2021) explored motivation, focusing on autonomous and intrinsic motivation, leading to improved performance of workers because of their engagement and commitment. The results of this study further revealed that controlled motivation among workers causes pressure which reduces their commitment and availability, translating to low performance. Khan et al. (2020) affirmed that the performance of workers increases due to an increase in their intrinsic motivation as they perform activities to their satisfaction. The workers become part of the learning process with no external rewards but rather underpinned by their psychological aspects regarding work and performance. Thus, workers with intrinsic motivation are efficient and committed to their work. The researcher showed that leaders embrace fairness and honesty in the work environment, focusing on matters affecting the subordinates. In such cases, the workers feel motivated, enjoy their tasks, and remain interested in work.
Communication among project teams and their collaborative levels enhance the bonding of project members. Ali and Rasheed (2020) found that there is a positive association between effective and open communication and success in project endeavours. The research indicated that effective communication is a strong aspect or predictor of the relationship between project managers and workers. In such cases, project managers keep the project team members together using external and internal communication strategies. Similarly, Eisenberg et al. (2019) revealed that the increment in the level of performance among team members depends on the positive bonding between the team members and the leaders. Accordingly, leaders use prompt and open communication strategies with both spontaneous and information communication processes for teams distributed in various locations. The leaders remain committed to solving the challenges of team members, especially different opinions, and norms. Thus, team communication assists in moderating transformational leadership and the performance of team members in a project as leaders embrace emotional intelligence to manage workers in a project (Zhang et al., 2018).
Open and effective communication are also attributes of the transformational leadership style in project management that the researcher identified in studies (Ali and Rasheed, 2020; Eisenberg et al., 2019). Leaders engaged in project management communicate compelling visions and effectively communicate such to the project team members during their engagement and meetings. The project leader promotes and uses transparent communication channels, welcomes feedback from the project team, and engages in active listening regarding the ideas, perceptions, and concerns of the subordinates. In such cases, the transformational leader aligns the ideas of the project team members with the goals of the project, clarifies the expectations, and solves problems together which increases the performance of the project team.
Project managers embrace trust and foster commitment among the team members as they engage in different tasks in the implementation of projects. Cao and Le (2022) in their study indicated that trust is fundamental in ensuring a positive relationship between leaders and workers on a project. Leaders foster an environment where there is a high level of trust. This arises in the form of a degree of confidence that subordinates have in the competence of each other and their willingness to act ethically and embrace fairness and predictability. Besides, the study attributed trust as a result of good leadership that project managers establish and maintain among employees based on their perception of workers concerning the behaviour and character of the leader. Therefore, leaders enhance the trust of workers in the leadership, translating to a shift in the incapacity of the premise and productivity because of improvement in the performance among the team members. 
Fareed et al. (2022) also enumerated that leader embrace trust to motivate workers to cooperate and remain open in their relationships at work, bringing harmony. The workers perceive the good behaviours of the leader because they believe in the purpose and trust of the organisation. The authors further noted that trust enhances cooperation and collaboration which assist in the management of interdependence. Yang et al. (2020) noted that trust mediates between the communication style that a leader uses and the results of work. The study revealed the outcome of the work of subordinates, including intention on turnover and engagement at work. The engagement of the subordinate due to trust, translates to improved emotional, physical, and cognitive engagement. This makes the workers perceive that the leader supports their ideas, acknowledges their efforts, and remains honest, leading to improved relationships and performance. 
Bond-Barnard et al. (2018) further confirmed that workers with a higher level of trust exhibit a high degree of collaboration, translating to increased performance of workers and project success. When leaders embrace trust and collaboration in a given project, the project has a higher chance of successful completion as the workers get involved, coordinate, and work as a team. Potter et al. (2018) further attested that, managers engage the workers on a project because they embrace emotional intelligence to explore the various challenges that the workers experience and assist the workers in making decisions to resolve the challenges amicably. The research showed that emotional intelligence aligns with the transformational style of leadership which leaders use to engage subordinates to accomplish a task. Zhang et al. (2018) affirmed the above sentiments by revealing that the emotional intelligence of workers is linked to their collaboration and satisfaction when working as a team. Thus, emotional intelligence is a skill that managers embrace to collaborate and unite the subordinates to work together and realise a common goal in a project.
Han et al. (2024) found out that the flexibility of teams is important in the performance of the members which further predicts the success of a project endeavour. The authors noted that team members in a project who promptly respond to uncertainties or changes received improved results from their project as the employees engage holistically to achieve goals in the long run (Han et al., 2024). Besides, the study noted the importance of the agility of the team which impacts on success of a project endeavour and overall performance. This result showed that agile principles and practices are important in construction activities as project managers apply the concepts to ensure enhanced performance among the team members. 
Chai et al. (2017) identified sharing vision and commitment to a common goal as pushers that strengthen bonding between leaders and workers in a project. The two elements enable team members in a project to cooperate and contribute to improved performance and success. This enables the workers to become more confident in their ability to fulfil the objective which translates to increased commitment to a common goal. Shared vision further influences the commitment of workers to a common goal by lowering conflicts that may arise from personal objectives and a common goal. When the employees working on a given project share a vision, it assists the project manager in linking their goals with the goal of the project. The team members then experience reduced conflict between the goal of the project and their objectives, leading to improved commitment and performance. In such cases, a transformational leader articulates the vision and values of the project which enables the team to get a sense of belonging and pride as part of the project endeavour.
Guterman et al. (2017) noted that improved performance of a project increases when the leaders and workers cooperate and have a positive relationship. This is achievable due to the leader-follower crossover factor in terms of the engagement of the leaders with the workers. Besides, the absorption of the leaders relates to their exchange with the workers, translating to improved engagement at work. Thus, leaders influence the state of mind of the subordinates, leading to improved relationships with workers and enhancement of their performance. 
Jaroliya and Gyanchandani (2021) noted that a positive relationship between leaders and subordinates and the realisation of improved performance as a team happens when the leaders inspire the team members, show idealised influence, perform intellectual stimulation, and individualised consideration to the members. Similarly, Garcia-Guiu et al. (2016) focused on group identification and cohesion as factors that enhance positive relationships between leaders and workers, translating to their commitment and improved working as a team. The leaders identify with the team members through improved interaction and means of efficiency. Moreover, the cohesion of the group allows members to overcome challenges and remain committed at work. The members also coordinate activities and strive to achieve the objectives of the project.
Transformational style of leadership in project management also encompasses self-leadership and empowerment attributes (Chua and Ayoko, 2021; Ahmad et al., 2022). Accordingly, leaders ensure a positive leader-follower relationship by empowering the project team members through delegation of tasks, and authority, offering autonomy, and encouraging creativity or innovation. The leaders nurture self-leadership knowledge and skills among the project teams, including setting goals, solving problems, and making decisions. This enables the project team members to own the project and meaningfully contribute to achieving the goals of the project. Therefore, empowering project team members increases their morale, commitment, and engagement to work as a team which further promotes productivity and success of the project. 
Aga et al. (2016) noted the importance of camaraderie and collaboration of workers as a team in the project when they have positive relationships with the leaders. The leaders motivate the subordinates in such contexts and embrace a conducive workplace where get support and contribute their ideas to the success of projects. Similarly, Fareed et al. (2022) examined the importance of satisfaction of workers with the tasks and their level of trust to positively relate with leaders of projects. The authors noted that leaders establish trust by remaining credible and embracing integrity to promote positive relationships with workers underpinned by support and mutual respect. This establishes positivity and trust at work, commitment, and collaboration, translating to the performance of the subordinates.
4.5. [bookmark: _Toc160606924][bookmark: _Toc164840514]Summary of the Chapter 
Chapter 4 explored data analysis and discussion concerning the impacts of transformational leadership on project team performance, focusing on the role of the leader-follower relationship. The study selected 24 articles revealing leader-follower relationship aspects such as empowerment, team building, trust, communication, and organisational culture. Such factors promote motivation, cohesion, and commitment of project team members to increase their performance. The section further indicated that transformational leadership elements including empowerment, motivation, and trust strengthen the leader-follower relationships by linking team goals and improving communications. Likewise, the mediating roles of the relationships on the success of the project include cohesion, empowerment, and shared vision. 





[bookmark: _Toc160606925][bookmark: _Toc164840515]CHAPTER 5: CONCLUSION AND RECOMMENDATION
The study showed that the relationship between transformational leadership and the perception of the project team strengthened because of effective communication, teamwork, empowerment, and organisational culture which determined the perceptions of the team members, resulting in improved performance. Lastly, the mediating role of the leader-follower relationship in aligning transformational leadership and the success of the project was achieved through shared vision, cohesion, trust, and empowerment. This explains the significance of a leader who nurtures a leader-follower relationship to enhance the engagement of the project team for the success of a project.
Despite the above findings, the present study exhibited limitations which included limited scope in terms of secondary research. Besides, a focus on secondary research was prone to subjective biases in the selection of articles on the topic. Moreover, the study selected only articles that explored quantitative surveys. Thus, it had inadequate information regarding the opinions and perceptions of respondents that would have been available in studies that focus on interviews. Therefore, future studies should embrace mixed methodology on the topic and include other mediating factors in exploring the effects of transformational leadership style on the performance of project teams. 
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