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Abstract

Purpose – This paper aims to investigate the relationships between empowering leadership, basic
psychological needs satisfaction, work-related well-being, and project citizenship behavior.
Design/methodology/approach – Drawing upon the self-determination theory (SDT), a conceptual model
was developed and then empirically tested using a cross-sectional survey of 435 project members in Chinese
construction projects.
Findings – The results fully support the research hypotheses proposed in the study, illustrating the positive
impacts of empowering leadership on work-related well-being and project citizenship behavior, the mediating
role of basic psychological needs satisfaction, and the positive association betweenwork-relatedwell-being and
project citizenship behavior.
Practical implications – This research determines the utility of empowering leadership in the context of
construction projects, especially in enhancing individual outcomes (i.e. work-related well-being and project
citizenship behavior). Therefore, construction project managers can apply empowering leadership to meet the
basic psychological needs of subordinates to increase project members’ work-related well-being and project
citizenship behavior.
Originality/value – To our knowledge, the present study first explores the micro-level impacts of
empowering leadership in the construction context. Additionally, this study enriches the understanding of the
mediating mechanism between empowering leadership and individual outcomes from a self-determination
perspective.
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Introduction
Construction projects involve a series of team-oriented activities under time, budget, and
resource constraints, and the technical contributions of these teams from different fields
contribute to the achievement of project goals. In this context, a large portion of past studies
concentrated on technical aspects and how to effectively meet project deliverables under the
triple constraint (time, cost, quality), while the role of humans in projects as critical success
factors has been rarely discussed (Imam, 2021). However, there is growing evidence in the
literature that project leadership is fundamentally responsible for the success of construction
projects (Toor and Ofori, 2008; Larsson et al., 2015; Luo et al., 2022). The leadership literature
has identified a series of leadership styles and their possible impacts in the case of general
organizations, but the understanding of leadership styles and their impacts is limited at best
in the context of temporary project organizations (Raziq et al., 2018). Compared to traditional
organizations, projects have unique attributes such as their temporal nature, level of
diversity, unique products/services, and the diverse needs of stakeholders (Imam and Zaheer,
2021). General leadership research does not take these attributes into account, and a specific
leadership style may not replicate its effectiveness in projects. This underscores the need to
conduct leadership research in a project context.

From the macro aspect, the increasing construction project scale and scope, and dynamic
project environment necessitated an effective leadership paradigm to quickly respond to
complex and unexpected situations and decision-making scenarios (Zheng et al., 2021; Luo et al.,
2022). From the micro aspect, traditional project leaders usually give instructions and then
evaluate the progress of the entire project, which does not strengthenmembers’ autonomy and
tends to create information silos (Imam, 2021). For these reasons, more and more project
researchers call for empowerment to maximize the role of subordinates (Nauman et al., 2010;
M€uller et al., 2018; Yu et al., 2018). Empowering leadership, as a leadership paradigm that
emphasizes empowerment practices as means to enhance individuals’ intrinsic motivation and
personal effectiveness, is one of the most widely accepted paradigms in leadership literature
(Lee et al., 2018; Cheong et al., 2019). In a construction project context, empowering leadership
can effectively foster subordinates’motivation and ability for working autonomously through
a series of empowering and enabling practices, thus reducing the burden on leaders.
Additionally, distinct fromother active constructive leadership styles, such as transformational
leadership that has been widely proven to promote project performance (Aga et al., 2016; Ding
et al., 2017; Tabassi et al., 2017), empowering leadership emphasizes autonomy and
independence, while transformational, directive and transactional leadership do not involve
delegating resulting in followers’ developing of more dependence on leaders (Amundsen and
Martinsen, 2014). In a dynamic construction project environment, project members can be
included in the process of project leadership development to prepare them to exercise self-
leadership and self-reliance, so as to achieve self-directed management in complex project
scenarios. In brief, empowering leadership, which amplifies the personal utility of project
members to cope with complex work requests, has excellent potential for construction projects
and other temporary organizational forms.

The existing literature also provides evidence for the benefits of empowering leadership in
the construction and broader project management domain. Both Zhou et al. (2016) and Zheng
et al. (2021, 2022) found that empowering leadership positively impacts temporary
construction project team performance and construction project performance at a macro
level. Even though they have generally provided insights into the utility of empowering
leadership in a construction project context, it still needs to supplement the analysis on the
effectiveness of empowering leadership at a micro level. In this regard, two critical questions
remain: How does being led by empowering leadership influence project members’ individual
outcomes? More importantly, why are project members led by empowering leadership more
likely to achieve higher levels of individual outcomes? It is vital to address the above
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questions because the interaction between immediate supervisors and subordinates at the
dyadic level is the most common form in the workplace (Lin and Chan, 2020). Understanding
how and why leadership styles affect subordinates’ emotions, attitudes and behaviors is
crucial for organizational development (Zhang and Bartol, 2010).

Accordingly, the present study aims to explore the link between empowering leadership
and project members’ individual outcomes, more precisely employee well-being and
organizational citizenship behavior, which are the most important individual outcomes
accentuated by organizational researchers (Fisher, 2010; Podsakoff et al., 2014). This study
focuses on project members’ well-being in the workplace, namely work-related well-being,
which encompasses individuals’ positive evaluation and emotional experience of all aspects
of the current work (Fisher, 2010). Due to the arduous, heavy, and harsh working conditions
and environments, as well as the uncertain and dynamic project context, it is particularly
urgent to improve work-related well-being in the construction industry (Turner et al., 2008;
Mostert et al., 2011; Langdon and Sawang, 2018; Sang et al., 2019). This study also
concentrates on organizational citizenship behavior in the project context, that is, project
citizenship behavior, which refers to individual behavior beyond one’s duty that project
participants perform spontaneously, such as collaboration across organizations, voluntary
investment of more time and effort (Braun et al., 2012, 2013). The lubricating role of project
citizenship behavior during project execution has been repeatedly emphasized because it fills
the gap between role behaviors based on job description and role behaviors required by
changing environment (Braun et al., 2013; Ferreira et al., 2013; Yang et al., 2018, 2020).

This study also aims to delve deeper into the association between empowering leadership
and individual outcomes by investigating the psychological mechanism underlying this
association. Drawing on the self-determination theory (SDT), the mediation role of basic
psychological needs satisfaction is explored from a self-determination perspective. Within
SDT, basic psychological needs are defined as “innate psychological nutriments that are
essential for ongoing psychological growth, integrity, and well-being” (Deci and Ryan, 2000,
p. 229). On the one hand, SDT assumes that individuals must continuously meet their basic
psychological needs, so as to achieve optimal functioning and experience healthy growth and
well-being (Deci and Ryan, 2000; Costa et al., 2015). On the other hand, SDT deems that when
the situational factors meet the basic psychological needs of individuals, their intrinsic
motivation can be maintained and enhanced, thereby showing more proactive behaviors
(Chiniara and Bentein, 2016; Van den Broeck et al., 2016). In this study, the authors predict
that empowering leadership can promote project members’ work-related well-being and
project citizenship behavior via their basic psychological needs satisfaction. Additionally, it
is valuable to further explore the relationship between work-related well-being and project
citizenship behavior. Based on the happy productive worker thesis (Wright and Cropanzano,
2000), the impetus effect of project members’ work-related well-being on their project
citizenship behavior is likely to occur.

In general, the present study strove to contribute to the existing literature in three ways.
First, the effects of empowering leadership onwork-related well-being and project citizenship
behavior are analyzed to expand empowering leadership research at the micro level in a
construction project context, and the effectiveness of empowering leadership in the
construction industry is empirically validated. Second, this study adds to the emerging
evidence on the underlying psychological mechanism of how empowering leadership affects
work-related well-being and project citizenship behavior. Our study extends the existing
research stream by offering a self-determination perspective to understand how empowering
leadership promotes individual outcomes. Third, an additional contribution is to determine
the positive association between work-related well-being and project citizenship behavior,
which responds to the call for more research examining the impact of different forms of
employee well-being on extra-role behavior (Turban and Yan, 2016).
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Literature review and hypotheses development
Self-determination theory (SDT)
SDT is a general theory of optimal functioning and human motivation (Vansteenkiste et al.,
2010). SDT assumes that humans are active organisms with inherent psychological growth
tendencies and self-determination potential. The self-determination of behavior means that
an individual’s behavior can be either proactive or reactive; what kind of behavior to perform
depends on whether contextual conditions drive or hinder one’s intrinsic motivation (Ryan
and Deci, 2000; Gagn�e and Deci, 2005). SDT deems that when the organizational environment
meets an individual’s basic psychological needs, their intrinsic motivation can be maintained
and enhanced, thereby having a higher level of positive psychological experience and
showingmore active behavior (Chiniara and Bentein, 2016; Van denBroeck et al., 2016). Given
the above, it can be said that basic psychological need satisfaction serves as an intermediate
process between situational factors and individual spontaneous behavior.

Deci and Ryan (2000) identified autonomy, competence, and relatedness as individuals’
basic psychological needs after long-term research. Among them, autonomy refers to the
individual’s need for a sense of freedom to engage in activities according to their ownwill and
choice; competence refers to the need for feeling effective and skillful in one’s actions and
controlling over the surrounding environment; relatedness refers to the need for support, care
and respect from the surrounding environment or others. SDT assumes that when these
needs are met, individuals can have a subjective feeling that their behavior resonates with
their true selves (Leroy et al., 2015).

To date, SDT has been widely used to investigate psychological mediation processes of
leadership styles that influence employees’ outcomes (e.g. Leroy et al., 2015; Chiniara and
Bentein, 2016). This theory has also received some attention in temporary organizations, and
the self-determination process of employees’ extra-role behaviors has been examined. For
example, Terhorst et al. (2018), through an exploratory study in open innovation projects,
concluded that a team culture that satisfies members’ needs for autonomy, competence, and
relatedness contributes to their knowledge sharing behavior. In the construction context,
basic psychological needs satisfaction also shows strong validity in predicting extra-role
behavior (e.g. Imam, 2021). Therefore, this study used SDT as its theoretical basis to explain
the relationship between empowering leadership as a situational factor that acts on project
members’ basic psychological needs and thus affects their well-being and behavior.

Work-related well-being
With the rise of positive psychology, employee well-being has been concerned by tremendous
researchers. Organizations are also full of interest in promoting well-being in the workplace
because employeeswith high levels ofwell-being tend to have higher levels of health, productivity,
and other outcomes (Fisher, 2010). For the definition and conceptualization of work-related well-
being, there are still disagreements on how better to define and conceptualize it. From the
perspective of subjective well-being, namely hedonism, work-related well-being is regarded as an
individual’s work-related emotional experience and cognitive evaluation (Xanthopoulou et al.,
2012). From the perspective of psychological well-being, namely eudaimonism, work-related well-
being refers to an individual’s perception and evaluation of the realization of value and potential in
the workplace (Dagenais-Desmarais and Savoie, 2012). The former emphasizes subjectivity,
pleasure-based, and enjoyment, while the latter underlines objectivity, meaning-based, and
development (Fisher, 2010). Most studies have recognized and accepted the validity of these two
disparate paradigms, and the comprehensive approach that integrates the two perspectives is
increasingly popular (Zheng et al., 2015). In this study, work-related well-being is defined from an
integrated perspective, referring to the overall quality of an employee’s experience and functioning
at work (Grant et al., 2007).
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Project citizenship behavior
Organizational citizenship behavior refers to “individual behavior that is discretionary, not
directly or explicitly recognized by the formal reward system, and that in the aggregate
promotes the effective functioning of the organization” (Organ, 1988, p. 4). In the domain of
projectmanagement, Braun et al. (2012) introduced the concept of project citizenship behavior
on the basis of the unique features of the project (i.e. time, task, teams, and transition), making
organizational citizenship behavior adapt to the project context. In their subsequent study,
Braun and his colleagues identified five dimensions of project citizenship behavior
(i.e. helping behavior, project loyalty, project-based compliance, individual initiative, and
relationship maintenance) and validated that project citizenship behavior has a positive
impact on the “iron triangle” of the project, namely time, cost and quality (Braun et al., 2013).
The researchers highlight the importance of project citizenship behavior as individuals’
micro actions to project success (Braun et al., 2013; Ferreira et al., 2013). Existing studies have
examined the distal and proximal antecedents of project citizenship behavior, such as
external pressures, organizational support and responsibility (Wang et al., 2017, 2018a),
justice perceptions (Lim and Loosemore, 2017), work-family conflict and project commitment
(Xia et al., 2018), non-economic motivations (Yang et al., 2020), emergency event and positive
emotion (Wang et al., 2021). Despite the diverse studies associated with project citizenship
behavior, researchers investigating the processes leading to project citizenship behavior have
limited consideration of the possible influence of leadership.

This study focuses on three types of project citizenship behavior among project members,
namely, helping behavior, project-based compliance, and individual initiative. As one of the
most common dimensions of citizenship behavior, helping behavior describes the behavior of
actively providing help to others, and involves taking measures to prevent and solve work-
related problems (Podsakoff et al., 2000). As construction projects are often embedded between
different organizations, such project-specific helping behavior can cross organizational
boundaries (Braun et al., 2012, 2013). In the construction environment, the uncertainty of the
project and the interdependence of tasks make project members from different organizations
have to take temporary assistance and cooperation within a limited time to avoid conflicts and
deal with emergencies (Xue et al., 2010; Yang et al., 2018). Therefore, project members’ helping
behavior is indispensable and vital in construction projects. Project-based compliance refers to
individuals not only accepting and internalizing the formal and informal rules, regulations, and
procedures of the project, but also strictly and conscientiously complying with them in their
behaviors (Braun et al., 2013). Although compliant behavior is duty-bound from an
organizational point of view, many employees are not able to do it eternally, so it is regarded
as an important kind of citizenship behavior (Podsakoff et al., 2000). In the construction
industry, project members are difficult to be closely monitored, resulting in employees not
complying with project rules and regulations (e.g. unsafe behavior: Ni et al., 2020). On a broad
level, project members’ compliant behavior determines project success from different aspects.
Finally, individual initiativemeans that individuals voluntarily and creatively engage in work-
related behaviors that exceed the requirements (Podsakoff et al., 2000). According to Ghitulescu
(2018), work-related problems that require flexibility and adaptation can trigger individual
initiative behavior. In construction projects, such behaviors specifically includes putting
forward constructive opinions, adopting advanced management and technical methods,
pointing out potential improvements, voluntarily undertaking tasks, etc. (Yang et al., 2018,
2020). Project members’ initiative behavior can effectively make them adapt to changing work
requirements and further improve task performance by initiating changes.

Empowering leadership and individual outcomes
Empowerment has been defined in two complementary ways. From a socio-structure perspective,
empowerment refers to the behaviors and management practices of sharing power or
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organizational resources with subordinates (Sharma and Kirkman, 2015). Researchers have
conceptualized and validated a set of structural empowerment behaviors, for instance, delegation
of authority, leading by example, self-directed decision making, and information sharing (Arnold
et al., 2000; Konczak et al., 2000; Srivastava et al., 2006). From the other perspective, empowerment
is considered to be an experience that benefits subordinates on a psychological level (Conger and
Kanungo, 1988; Thomas and Velthouse, 1990). Psychological empowerment measures an
individual’s comprehensive psychological experience, including self-efficacy, work meaning,
autonomy, and work influence (Conger and Kanungo, 1988; Thomas and Velthouse, 1990). This
psychological perspective focuses on the extent to which employees can actually perceive power.
The above two perspectives are interrelated, and the degree towhich structural empowerment can
be transformed into the psychological state of subordinates is the core of the empowerment theory
(Zhang and Bartol, 2010; Lee et al., 2018; Kim and Rhee, 2020). Essentially, through a set of power-
sharing behaviors (structural empowerment), empowering leadership can promote the
psychological empowerment of subordinates (feel empowered), thereby improving individual
performance (Cheong et al., 2019). In this study, the authors followed an integrated perspective and
defined empowering leadership as “the process of implementing conditions that enable sharing
power with an employee by delineating the significance of the employee’s job, providing greater
decision-making autonomy, expressing confidence in the employee’s capabilities, and removing
hindrances to performance” (Zhang and Bartol, 2010, p. 109).

Leadership is generally regarded as a critical contextual factor that affects employee well-
being in the workplace (Van Dierendonck et al., 2004). The positive relationship between
empowering leadership and work-related well-being is well-documented in the literature
(Park et al., 2017; Kim and Beehr, 2018a, 2018b; Kim et al., 2018a). We argue that project
leaders’ empowering behaviors can directly or indirectly affect project members’ work-
related well-being. On the one hand, the approach/inhibition theory of power predicts that the
perceived power makes it easier for individuals to experience positive emotions and less
likely to experience negative emotions (Keltner et al., 2003). Further researches also show that
empowering leadership can improve subordinates’ job satisfaction through psychological
empowerment (Fong and Snape, 2015; Amundsen and Martinsen, 2015). On the other hand,
the project leaders’ empowerment practices, such as encouraging participation in decision-
making, are conducive to project members’ release of internal potential and fulfillment of self-
expression, so as to experience a sense of self-realization. It can be speculated that
empowering leadership can positively affect project members’ emotional experience and
contribute to their self-realization, so as to improve their overall well-being at work.
Therefore, the following hypothesis is proposed:

H1a. Empowering leadership has a significant positive influence on project members’
work-related well-being.

Hitherto, many researchers have confirmed the positive effect of empowering leadership on
citizenship behavior (Auh et al., 2014; Humborstad et al., 2014; Li et al., 2016, 2017; Jiang et al.,
2019). We will discuss how project members view empowering leadership and then influence
their project citizenship behavior from the following three perspectives.

First, empowering leadership can stimulate project members’ project citizenship behavior
by awakening their responsibilities and obligations. The recognition and trust that leaders’
empowerment practices convey to their subordinates contribute to high-quality social
exchange relationship, which inspires their reciprocity motivation, thus impels them to
implement citizenship behavior for distributing leaders’ burden (Lee et al., 2018). Moreover,
due to the leaders’ agent roles, empowered employees can achieve the perception of
organizational support and affirm their value in the organization. This enhances a sense of
cognitive and emotional connection to the organization, thereby motivating employees to
make efforts beyond the scope of their duties (Jiang et al., 2019; Kim and Beehr, 2020a).
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Second, empowering leadership may motivate project members’ project citizenship behavior
by facilitating their positive self-development through power, work flexibility, and other
psychological resources. There is considerable empirical evidence that empowered
employees experience high levels of psychological capital, self-efficacy, psychological
empowerment, and thriving at work (Li et al., 2016; Park et al., 2017; Kim et al., 2018b), which
in turn positively affect their citizenship behavior (Avey et al., 2010; Li et al., 2016, 2017; Testa
et al., 2020). Finally, implementing challenging citizenship behaviors (e.g. personal initiative)
means breaking conventional practices or established work patterns, which comes with
potential risks and costs (Choi, 2007). According to the approach/inhibition theory of power,
elevated power can reduce the individuals’ sensitivity to risk and promote the performance of
individuals’ approach behaviors (Keltner et al., 2003). It can be conjectured that empowering
leadership can increase the possibility of project members implementing challenging project
citizenship behavior by affecting their risk sensitivity. On these grounds, the following
hypothesis is proposed:

H1b. Empowering leadership has a significant positive influence on project members’
project citizenship behavior.

Empowering leadership and basic psychological needs satisfaction
As the theoretical basis of SDT, the basic psychological needs are considered as the critical
psychological resource for individuals’ natural propensity to promote self-development and
self-improvement to achieve optimal functioning (Deci and Ryan, 2000; Vansteenkiste et al.,
2020). These innate and equally important psychological needs composed of autonomy,
competence, and relatedness, are universal across culture, context, and individual differences
(Deci and Ryan, 2000).

Empowering leadership can provide subordinates with more work autonomy and right to
participate in decision-making, and make them experience less compulsion in work by
enhancing the perception of work meaning (Ahearne et al., 2005; Zhang and Bartol, 2010).
This can make project members experience a sense of ownership over their behaviors and
actions under objective and subjective conditions, thereupon then satisfying their autonomy
needs. In addition, by expressing confidence in subordinates’ abilities and removing the
obstacles of bureaucracy, empowering leadership enables subordinates to believe that they
can control and manipulate the surrounding environment and engage in challenging tasks,
thereby facilitating the satisfaction of project members’ competence needs. Further, the
empowering practice of leaders providing substantial supporting resources make
subordinates feel supported and valued, and the encouragement to collectively solve
existing problems fosters a cooperative team atmosphere; all of these make employees
greatly feel the support from the organizations, the leaders and colleagues (Kim et al., 2018a).
Accordingly, empowering leadership may further promote the satisfaction of relatedness
needs by establishing supportive mutual relationships between project members and the
surrounding environment within the project teams. Taken together, the authors believe that
empowering leadership can meet project members’ basic psychological needs (i.e. need for
autonomy, competence and relatedness). Therefore, the following hypothesis is proposed:

H2. EL has a significant positive influence on project members’ basic psychological
needs satisfaction.

Basic psychological needs satisfaction and individual outcomes
According to SDT, a high level of basic psychological needs satisfaction means that
individuals can freely choose to perform actions, effectively deal with challenging tasks, and
feel supported and accepted by others, thus stimulating individuals to flourish and
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promoting personal well-being (Deci and Ryan, 2000; Costa et al., 2015). On the contrary, a low
level of basic psychological needs satisfaction can hinder the growth potential of individuals,
and the frustration of SDT needs may cause defensiveness, ill-being and even
psychopathology (Chen et al., 2015). It’s reasonable to speculate that project members’
basic psychological needs satisfaction can promote their well-being at the workplace. In
support, many researchers have found that basic psychological needs satisfaction can
significantly positively affect people’s subjective or psychological well-being (Unanue et al.,
2014; Chang et al., 2015; Lin and Chan, 2020). On these grounds, the following hypothesis is
proposed:

H3a. Basic psychological needs satisfaction has a significant positive influence on
project members’ work-related well-being.

When the basic psychological needs of projectmembers arewholly satisfied, it means that the
individuals obtain an energetic resource that propels a variety of motivated behaviors,
thereby increasing the possibility of implementing citizenship behavior (Vansteenkiste et al.,
2010;W€ortler et al., 2020). Specifically, job autonomy is an important antecedent of citizenship
behavior (Park, 2016). Project members who feel a sense of self-determination regarding their
work may be more likely to freely use their knowledge, skills and abilities, thus eliminating
rigid bureaucratic restrictions and engaging more frequently in citizenship behavior (Raub,
2008). In addition, when project members experience a sense of competence, their self-efficacy
can also be enhanced, which may make them feel capable of playing a wider range of work
roles, thereby engaging in extra-role behavior (Li et al., 2015). The satisfaction of relatedness
need can positively affect individuals’ emotions, identification, and cognitive processes. As a
result, individuals may show spontaneous behaviors that are conducive to the proximal
context (e.g. colleagues or leaders) or the distal context (e.g. organizations) in order to
maintain a good relationship with the surroundings (Chiniara and Bentein, 2016). Based on
the above arguments, the hypothesis could be formulated as follows:

H3b. Basic psychological needs satisfaction has a significant positive influence on
project members’ project citizenship behavior.

The mediation effects of basic psychological needs satisfaction
As we proposed the relation between empowering leadership and basic psychological needs
satisfaction, and the relation between basic psychological needs satisfaction and individual
outcomes (work-related well-being and project citizenship behavior), these two relationships are
in support for amediation relationship. The authors use insights fromSDT (Ryan andDeci, 2000;
Gagn�e and Deci, 2005) to further advance the understanding of the psychological mechanism
through which empowering leadership promotes project members’ individual outcomes.
As articulated by SDT, when contextual factors meet the individual’s basic psychological needs,
on the one hand, the individual is more likely to grow and develop in a positive and healthy
manner and experience a higher level of well-being. On the other hand, the individual’s intrinsic
andwell-internalizedmotivation can bemaintained and strengthened, and then showmore active
and proactive behavior (Chiniara and Bentein, 2016; Van den Broeck et al., 2016).

The growing evidence has confirmed the close relationship between basic psychological
needs satisfaction and positive individual outcomes (Unanue et al., 2014; Chiniara and Bentein,
2016; Rahmadani et al., 2019). Additionally, more and more leadership researchers use SDT
needs to provide explanatory support for the linkages between active constructive leadership
styles (e.g. servant leadership: Chiniara and Bentein, 2016; authentic leadership: Leroy et al.,
2015) and work-related positive outcomes. As for empowering leadership, Kim and Beehr
(2020b) mentioned that empowering leadership transcends the general satisfaction relationship
between other leadership styles and basic psychological needs, and is more consistent and
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matching with these needs. Therefore, the authors suggest that a series of supportive measures
and practices implemented by empowering leadership can wholly meet project members’ basic
psychological needs, which make them feel physical and mental free, competent, and blended
into the surroundings. In turn, basic psychological needs satisfaction acts as an internal drive to
promote better well-being and to undertake citizenship behavior. It is logical that empowering
leadership can meet the basic psychological needs of project members (i.e. need for autonomy,
competence, and relatedness), thereby improving their work-related well-being and stimulating
their project citizenship behavior. Therefore, the hypotheses are posited as the following:

H4a. Basic psychological needs satisfaction mediates the positive relationship between
empowering leadership and work-related well-being.

H4b. Basic psychological needs satisfaction mediates the positive relationship between
empowering leadership and project citizenship behavior.

Work-related well-being and project citizenship behavior
As a positive and stable psychological state that occurs in the workplace, work-related well-
being may be closely related to project members’ extra-role behaviors. Individuals in a
positive emotional state may adopt positive and proactive actions tomaintain their emotional
state (Rego et al., 2010). Studies show that employees with high levels of work-related well-
being are more inclined to help others and are more likely to perform citizenship behavior
based on the principle of reciprocity (Rego et al., 2010; Chiu et al., 2015). A recent study also
confirms that construction project members who are more satisfied with their work are more
willing to actively share their knowledge (Sang et al., 2019). In light of the above-cited
literature, we predict that the positive emotional experience and psychological state in the
workplace can encourage project members to implement more spontaneous citizenship
behavior. Therefore, the following hypothesis is proposed:

H5. Projectmembers’work-relatedwell-being has a significant positive influence on their
project citizenship behavior.

The proposed model is as follows (Figure 1).

Research methodology
Sample and data collection
This study used a non-probability convenience sampling method (Cheng et al., 2021). This
method is more applicable in the Chinese construction context than the random sampling
method, and it does not result in low response rates due to the generally reluctance of Chinese
construction professionals to answer questionnaires (Zhang et al., 2018). An electronic
questionnaire was adopted for data collection. The content of the questionnaire was
supervised by an independent academic committee of China University of Mining and
Technology for ethical review. The target respondents of this study were the immediate
subordinates of front-line top management, as they worked closely with the on-site senior
project managers (e.g. on-site chief of the owner, contractor’s project manager, and chief
supervision engineer). At the beginning of the questionnaire, participants were informed that
this survey was anonymous and that their privacy was protected. In addition, they were
provided with a short survey invitation explaining the purpose, the risks, and the questions
related to this study. The survey was conducted from October to December 2020. A total of
594 project members were recruited to complete the questionnaire with the help of the alumni
association, construction practitioners who had attended project management training at
universities, andmany industry experts. The samples covered the vast majority of provinces
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and municipalities in China (e.g. Beijing, Shanghai, Jiangsu, Shandong, and Guangdong), as
well as some overseas construction projects located in Singapore, United Arab Emirates,
Saudi Arabia, and Algeria. The respondents involved participants from different project
organizations, including the owner, general contractor, subcontractor, supervisor, consultant,
and other construction companies in China. There is no sample with missing data due to the
complete submission form of the online questionnaire. The authors deleted the questionnaires
with the same score on most items, were submitted in a short period of time, and were
inconsistent in reverse settings. Finally, there were 435 effective questionnaires and the
effective response rate was 73.23%. Table 1 shows the demographic data of respondents.

Measures
The authors followed a standardized process applicable to the survey to ensure the validity of
the study and avoid cultural bias (Lin et al., 2018). The items were originally derived from
English, with the help of two professors. Direct translation combined with back translation was
used for each item in the questionnaire to ensure the translation quality. Furthermore, the
authors invited eight construction professionals from different project organizations to conduct
a pilot test to eliminate problems in wording and comprehending, and made further
modifications based on their feedback to ensure the validity and accuracy of the questionnaire.

Except for individual and project demographics, all items were measured using a 5-point
Likert scale (1 5 “ strongly disagree” 5 5 “strongly agree”). Considering that some
respondents may participate in two or more projects simultaneously, it was particularly
emphasized to score according to the project with the longer/longest time they have been in.

Empowering leadership
A 12-item scale from Ahearne et al. (2005) was employed to gauge empowering leadership,
including four sub-scales, namely, enhancing the meaningfulness of work, fostering
participation in decision making, expressing confidence in high performance, and providing
autonomy from bureaucratic constraints. It was emphasized that the project members should
refer to the direct leader for scoring. A sample item is: “My leader helps me understand how
my objectives and goals relate to that of the project”. (Cronbach’s α 5 0.942).

Basic psychological needs satisfaction
Nine items were used to evaluate the three components of basic psychological needs, namely
autonomy, competence, and relatedness. The items used for measurement were taken from
the short work-related basic psychological needs satisfaction scale (two items for each
dimension) developed by Jensen and Bro (2018). On this basis, one item was added for each
psychological need referring to Chiniara and Bentein’s (2016) basic psychological needs

Figure 1.
The proposed model
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satisfaction scale. Each psychological need was measured by three items: autonomy (e.g. “I
feel I canmake a great deal of input in deciding howmy job gets done”); competence (e.g. “I am
good at what I do at work”); relatedness (e.g. “I feel connected to the people I work with”).
(Cronbach’s α 5 0.933).

Work-related well-being
Using the workplace dimension of the employee well-being scale developed by Zheng et al.
(2015) in the Chinese context to measure work-related well-being, including six items.
Respondents were requested to evaluate personal feelings such as “In general, I feel fairly
satisfied with my present job” and “Work is a meaningful experience for me.”
(Cronbach’s α 5 0.909).

Category Attribute Count
Percentage

(%)

Individual
demographics

Gender Male 361 82.99
Female 74 17.01

Age <25 57 13.10
25–29 127 29.20
30–34 112 25.75
35–39 58 13.33
≥40 81 18.62

Education High school 28 6.44
Certificate or associate’s 95 21.84
Bachelor’s 221 50.80
Master’s or Ph.D 91 20.92

Tenure (years) 0–5 173 39.77
6–10 108 24.83
11–15 79 18.16
16–20 32 7.35
≥21 43 9.89

Project party Owner 122 28.04
Contractor 128 29.43
Agent, consultant, or
supervisor

134 30.80

Others 51 11.73
Project
demographics

Project type Housing construction 292 67.13
Transport projects 37 8.51
Municipal engineering 50 11.49
Others 56 12.87

Project team size (number of
participants)

0–10 162 37.24
11–20 98 22.53
21–30 63 14.48
31–50 35 8.05
≥51 77 17.70

Project duration (years) 0–0.5 39 8.97
0.5–1 55 12.64
1–3 252 57.93
3–5 63 14.48
≥5 26 5.98

Project investment (million
RMB)

<10 40 9.20
10–50 70 16.09
50–200 110 25.29
200–500 82 18.85
≥500 133 30.57

Table 1.
Summary of
respondents’
demographic
information
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Project citizenship behavior
The three types of project citizenship behavior, namely helping behavior, project-based
compliance, and individual initiative, were assessed using nine items from Braun et al. (2013)
scale (three items for each behavior). Sample items are “I intervene and try to balance interests
when disputes in the project team occur” (Helping behavior); “I make the necessary
improvements if the critique of my performance is justified” (Project-based compliance)
“I propose my own ideas and suggestions in the operative project work, even when it is not
explicitly requested” (Individual initiative). The authors used a global measure of project
citizenship behavior that is generally accepted, because different types of citizenship
behavior are often highly correlated and focusing on a single type of citizenship behavior is
little value (Klotz et al., 2018). (Cronbach’s α 5 0.912).

Control variables
Based on the previous literature, the authors set gender, age, education, and tenure as
individual-level control variables to isolate their influence on the relationship between
research variables (Smith et al., 1983; Zheng et al., 2015; Klotz et al., 2018). In addition,
compared with small- and medium-sized projects, large-sized construction projects often face
a more dynamic and highly uncertain environment, more diverse stakeholders, and more
complex social networks; these contextual factors may have complicated effects on project
citizenship behavior (Yang et al., 2018, 2020). Therefore, apart from individual-level control
variables, the authors also controlled the potential impact of project scale (including project
team size, project duration, and project investment) on the results.

Data analysis methods
The data analysis methods in this study include confirmatory factor analysis (CFA),
regression analysis, and bootstrap analysis. We would validate whether the observed
variables largely reflect the latent variables and measure the degree of fit of the data to the
model based on the CFA results. Meanwhile, we conducted a commonmethod variance test in
the process of CFA to ensure the reliability and scientificity of the results of the subsequent
data analysis. Regression analysis was used to intuitively interpret the established
theoretical model, helping to understand the relationship between variables by calculating
the effect values between variables. In the process of the mediation effect test based on
hierarchical regression analysis, the bootstrapmethodwas used simultaneously to determine
the significance of the mediation. SPSS 26, Process 3.5, and Mplus 8.3 software were used for
the above calculation and analysis.

Analysis and results
Confirmatory factor analysis (CFA) and examination of common method variance (CMV)
As all variablesweremeasured from project members, the authors conducted a set of CFAs in
Mplus 8.3 to test whether the variables were empirically distinct. As shown in Table 2, except
the baseline model (χ25 1362.812, df5 578, χ2/df5 2.358, RMSEA5 0.056, SRMR5 0.048,
TLI 5 0.933, CFI 5 0.938), other alternative models cannot provide a better model fitting.
Results show that the baseline model in this study has a good discriminant validity.

Considering that the data collected are from a single source, and there may be potential
existence of CMV. According to Podsakoff et al. (2003), post hoc statistical strategies were
used to determine the presence of CMV. The authors compared the baseline model with the
single model. As see in Table 2, the single factor model cannot provide an acceptable model
fitting (χ25 3219.08, df5 819, χ2/df5 3.931, RMSEA5 0.116, SRMR5 0.083, TLI5 0.651,
CFI 5 0.668), which means CMV is not a potential threat in this study. Furthermore, the
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unmeasured latent method construct (ULMC) approach with higher testing power was used
to further test the CMV (Richardson et al., 2009). Based on the baseline model, a virtual CMV
factor that allows all items to be loaded on this factor was constructed. The CFA results show
that the model fitting indexes of baseline model incorporating CMV factor has insignificant
improvement (Δχ2/df 5 0.143, ΔRMSEA 5 0.003, ΔSRMR 5 0.004, ΔTLI 5 0.007,
ΔCFI5 0.011). All of these indicate that there is no severe issue of CMV that is sufficient to
invalidate the findings for the current study.

Descriptive statistics and correlation analysis
Themeans, standard deviations, and correlations among variables are shown in Table 3. The
correlation between research variables is consistent with the theoretical expectation, which
provides a reliable premise for the follow-up analysis. Additionally, the correlation
coefficients are lower than 0.85, which can be considered within a reasonable scope
(Al-Ghazali, 2020). In addition, taking into account the relatively high correlation coefficient
means that there may be a multicollinearity problem in the following regression analyses.
The authors calculated the variance inflation factor (VIF) value for each regression equation.
The VIF values of variables ranged from 1.019 to 3.588, which are all lower than the
recommended threshold of 5 (Wang et al., 2018b). Therefore, the effect of multicollinearity can
be ignored in the regression analyses.

Hypotheses testing
A series of hierarchical regression analysis was conducted to test the hypotheses (Baron and
Kenny, 1986), and the results are shown in Table 4. H1a and H1b state the separate influence
of empowering leadership on work-related well-being and project citizenship behavior. After
controlling for gender, age, education, tenure, project team size, project duration, and project
investment, empowering leadership is significantly positively correlated with work-related

χ2 df χ2/df TLI CFI RMSEA SRMR

Baseline model (EL; BPNS; WWB; PCB) 1362.812 578 2.358 0.933 0.938 0.056 0.048
Triple-factor model (EL; BPNS þ WWB;
PCB)

2216.042 584 3.795 0.862 0.872 0.080 0.053

Double-factor model (EL þ BPNS þ WWB;
PCB)

3965.559 590 6.721 0.717 0.735 0.115 0.079

Single model (EL þ BPNS þ WWB þ PCB) 4605.230 594 7.753 0.666 0.685 0.125 0.083
Baseline model incorporating CMV factor 1197.354 543 2.205 0.940 0.949 0.053 0.044

Note(s): EL5 Empowering Leadership, PIS5 Perceived Insider Status, BPNS5 Basic Psychological Needs
Satisfaction, WWB 5 Work-related Well-Being, PCB 5 Project Citizenship Behavior

Mean SD 1 2 3 4

1. EL 3.549 0.843 1
2. BPNS 3.860 0.715 0.661*** 1
3. WWB 3.815 0.768 0.647*** 0.766*** 1
4. PCB 3.831 0.680 0.641*** 0.797*** 0.712*** 1

Note(s):N5 435. *p< 0.05, **p< 0.01, ***p< 0.001; EL5 Empowering Leadership, PIS5 Perceived Insider
Status, BPNS 5 Basic Psychological Needs Satisfaction, WWB 5 Work-related Well-Being, PCB 5 Project
Citizenship Behavior

Table 2.
Results of

confirmatory factor
analyses

Table 3.
Means, standard
deviations, and

correlations of key
variables
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well-being and project citizenship behavior (Model 2,B5 0.573, p< 0.001; Model 5,B5 0.503,
p < 0.001), thus H1a and H1b are empirically supported.

H2 suggests that empowering leadership has a significant positive influence on basic
psychological needs satisfaction. The regression result indicates that empowering leadership
is positively related to basic psychological needs satisfaction (Model 1, B5 0.549, p < 0.001),
supporting H2.

H3a and H3b are related to the separate effect of basic psychological needs satisfaction on
work-related well-being and project citizenship behavior. Based on the regression analysis
results, have a significant positive impact on work-related well-being and project citizenship
behavior respectively (Model 3, B5 0.819, p< 0.001; Model 6, B5 0.739, p< 0.001), thus H3a
and H3b are supported.

H4a and H4b pertain to the mediating effects of basic psychological needs satisfaction. To
test H4a, the regression result shows that empowering leadership and basic psychological
needs satisfaction are significantly positively correlated (Model 1, B5 0.549, p < 0.001), and
then empowering leadership and basic psychological needs satisfaction were incorporated
into the regression model with work-related well-being as the dependent variable, the
influence of empowering leadership onwork-related well-being is reduced from 0.573 to 0.219
(Model 4, B 5 0.219, p < 0.001), while basic psychological needs satisfaction still has a
significant positive impact on work-related well-being (Model 4, B 5 0.646, p < 0.001).
According to Baron and Kenny (1986), it can be concluded that basic psychological needs
satisfaction plays a partial mediating role between empowering leadership and work-related
well-being. For H4b, based on the regression analysis results, empowering leadership and
basic psychological needs satisfaction are significantly positively correlated (Model 1,
B 5 0.549, p < 0.001). After empowering leadership and basic psychological needs
satisfaction were incorporated into the regression model with project citizenship behavior as
the dependent variable, the results show that the influence of empowering leadership on
project citizenship behavior change from 0.503 to 0.173 (Model 7,B5 0.173, p<0.001), and the
positive impact of basic psychological needs satisfaction on project citizenship behavior is
still significant (Model 7, B5 0.602, p < 0.001). Therefore, work-related well-being also has a
partial mediating effect between empowering leadership and project citizenship behavior. In
addition, the authors used Sobel test (1982) to analyze the mediating effects of basic
psychological needs satisfaction between empowering leadership and individual outcomes
(work-related well-being and project citizenship behavior) (Z5 11.612, p < 0.001; Z5 12.345,
p < 0.001), thus supporting H4a and H4b.

To further test H4a and H4b, viz., the mediation effect of basic psychological needs
satisfaction, the authors applied bootstrap methods to conduct mediation analysis using
Hayes macro PROCESS (Hayes, 2013). Based on 5,000 bootstrap samples and 95% percentile
confidence intervals (CIs), zero is not including in the 95% confidence intervals (Model 4,
[0.290, 0.425]; Model 7, [0.273, 0.391] ), thus H4a and H4b are further supported.

For H5, viz., the positive effect of work-related well-being on project citizenship behavior.
The result shows that work-related well-being has a positive association relationship with
project citizenship behavior (Model 8, B 5 0.618, p < 0.001), which supports H5.

Discussion and conclusions
The purpose of this study was to explore how empowering leadership influences project
members’ individual outcomes, more precisely work-related well-being and project citizenship
behavior. In the constructed theoretical model, we explored basic psychological needs
satisfaction as a mediator between the above relationship in the context of SDT; meanwhile, we
further established the link between project members’ work-related well-being and project
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citizenship behavior based on the happyproductiveworker thesis. The empirical data supported
the model and the hypothesized relationships. The conclusions are detailed below.

First, the results show that empowering leadership is positively related to project
members’ work-related well-being and project citizenship behavior. This indicates that
empowering leadership has a proximal impact on project members’ individual outcomes.
Project members who are empowered by their superiors can sustain the best psychological
function and improve their intrinsic workmotivation, which in turn promotes their well-being
and citizenship behaviors. The present findings, together with previousmeta-analysis results
of employee responses to empowering leadership (Kim et al., 2018b), highlight the positive
impacts of empowering leadership on subordinates’ psychological state and internal work
motivation.

Second, this study further investigates how empowering leadership affects project members’
individual outcomes. The results provide evidence that basic psychological needs satisfaction
mediates the effect of empowering leadership on work-related well-being and project citizenship
behavior. Empowering leadership is a supportive leadership paradigm that enables project
members to experience a sense of control and self-determination over their actions (autonomy
need), a sense of mastery and empowerment (competence need), and a sense of connectedness
and respect with others (relatedness need). Satisfaction of these three needs can, in turn, foster
project members’ work-related well-being and motivate them to implement positive extra-role
behaviors. In a nutshell, empowering leadership fosters the basic psychological needs that lead
to job well-being and project citizenship behaviors. The present results resonate with Kim and
Beehr’s (2020b) argument that empowering leadership is a solid match for the SDT needs. Also,
the results support the view that basic psychological needs satisfaction is an important
foundation for well-being and proactive behavior as perceived by SDT.

Third, this study concluded that project members’ well-being positively predicted their
citizenship behavior. Work-Related well-being is a dynamic process that requires sustained
effort and investment by both the individual and the organization. On the one hand, positive
experiences such as work satisfaction and pride derived from work-related well-being can
cultivate employees’ emotional andworkengagement, and encourage them to takemorepositive
behaviors beyond job descriptions or formal contracts. On the other hand, citizenship behaviors
can be seen as a reciprocal action of project members after they gain work-related well-being.

Theoretical implications
Empowering leadership is increasingly prevalent in the leadership literature, withmost studies
attempting to investigate its potential effects within traditional or permanent organizations
(e.g. Kim et al., 2018a; Fong and Snape, 2015; Li et al., 2016; Lin and Chan, 2020), while its
influence in temporary organizations such as construction projects is left largely unexplored.
This study provides compelling evidence for the relationship between empowering leadership
and individual outcomes (i.e. work-related well-being and project citizenship behavior) in
construction projects, thus expanding the research scope and outcomes of empowering
leadership. The findings of this study also complement empowering leadership as a leader-
level workplace resource to improve both employee well-being and performance (Nielsen et al.,
2017). The present study empirically validates the effectiveness of empowering leadership in
construction projects, responds to the call for more empirical research on applying
empowerment theory in the construction projects context (Kim and Rhee, 2020), and echoes
Ding et al.’s (2017) suggestion to test more positive leadership styles in temporary
organizations.

Second, this study sheds more light on why empowering leadership affects the individual
outcomes of project members. Drawing insights from SDT, the present study provides
evidence that empowering leadershipmeets individuals’ basic psychological needs leading to
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work-related well-being and project citizenship behavior. Consistent with SDT, the results
support the view that the satisfaction of individuals’ basic psychological needs is one of the
conditions for well-being and proactive behavior (Deci and Ryan, 2000; Unanue et al., 2014;
Costa et al., 2015; Chang et al., 2015; Lin and Chan, 2020). This study uses the SDT to construct
the overall logic between the research variables. From another alternative perspective
(i.e. self-determination), the present study provides new insights to explain how empowering
leadership affects individual outcomes, and widens the scope of the psychological
consequences of empowering leadership.

Third, the present study also enriches the literature on employee well-being in the
construction context by enhancing our understanding of the utility of work-related well-
being. Previous research on well-being in the construction contexts has mainly emphasized
its antecedents (e.g. Chen et al., 2020). The results highlight a positive link between project
members’ work-related well-being and their citizenship behaviors, which is consistent with
happy productive worker thesis (Wright and Cropanzano, 2000). This finding, thus, adds to
prior studies in other industries (Gore et al., 2014; Turban and Yan, 2016; Xu et al., 2019) and
highlights the importance of improving employee well-being through management practices
in temporary organizational contexts.

Practical implications
First, this study reveals that projects implementing empowering leadership could experience
many positive implications, especially at the micro level. Considering that innate elements
such as personality traits and character of leaders can be evident in their daily behavior,
which may have an important impact on their leadership style. It is recommended that
project-based organizations can prioritize these low-control, low-power distance personnel
when appointing front-line leaders. In addition to considering the qualifications of front-line
leaders, empowerment training and mentoring are equally essential as acquired processes
(Zheng et al., 2022). It is worth noting that although empowering leadership is often seen as an
effective leadership paradigm, it is not always beneficial. For example, in the early stages of a
project, it’s difficult for leaders to develop optimal rapport with subordinates. This can make
it difficult to align the leader’s empowerment practices with subordinates’ expectations,
which leads subordinates to negatively interpret empowering leadership as laissez-faire
leadership (Wong andGiessner, 2018). In this case, teammembers aremore dependent on role
clarification and defined instructions to take action to advance goals (Lorinkova et al., 2013).
So before empowering, project leaders need to fully consider the current stage of team
development, interpersonal relationships with subordinates, and the level of acceptance and
readiness of different subordinates to empowerment, and then develop targeted and
differentiated empowerment strategies.

Second, the present study illustrates that basic psychological needs are an important
psychological resource that plays a key role in the workplace, fostering individuals’ optimal
psychological functioning and intrinsic motivation. In this vein, leaders and organizations need
to change the production-oriented project management mindset and recognize that employees
have psychological needs for autonomy, competence, and relatedness. Specifically, the
bureaucracy and red tape common to construction projects make employees reluctant to
think and act “outside the box.”We recommend that organizations and leaders do not interfere
too much with project members’ actions without interfering with project goals, while
encouraging their participation in the project decision-making process. Additionally, compared
to permanent organizations, project success requires coordination and cooperation among
employeeswith different skills and knowledge (Sang et al., 2021).With a high level of reliance on
team members, project leaders should fully acknowledge team members’ perspectives and
opinions while accommodating their failures as much as possible. Project leaders also need to
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dynamically adjust specific work schedules based on actual project changes to ensure that the
assigned tasks match employees’ resources and skills. In addition, a construction project, as a
typical form of temporary organization, usually involves participants from different
construction enterprises and related parties. Identity differences among employees may
contribute to group differentiation and antagonism within the project. Consequently, it is a
necessity to meet employees’ relatedness needs by cultivating a harmonious project atmosphere
and high-quality leader-subordinate and colleague relationships.

Third, organizations and leaders should deepen their understanding of the utility of
employeewell-being in theworkplace, within construction projects context. The improvedwork-
related well-being of project employees drives them to take personal action to achieve project
success, which is obviously a win-win situation. However, at present, project employees are
generally under tremendous stress and often experience mental health problems such as
depression or anxiety (Wang et al., 2022). In response, project-based organizations should
implement programs to enhance well-being at work, such as holding regular talks, increasing
compensation and benefits, and reconcilingwork-family conflicts. In summary, keeping abreast
of project members’ psychological states in the work environment and providing diverse
support, breaks, recreation, and counseling may lead to higher individual outcomes.

Limitations and future research directions
The present study also has some limitations which are worth mentioning and can be rectified
in future research. First, this study adopted a cross-sectional design. The data collected can
only describe a certain point in time, and cannot well reflect dynamic changes. In this regard,
further consideration can be given to longitudinal research on data collection to reveal
causality and dynamic impact mechanism. Second, this study adopted a self-report form to
measure the research variables, which is reasonable to some extent, because all constructs are
essentially dependent on individual subjective perception. For instance, leaders and
colleagues cannot observe project members’ project citizenship behavior at any time, and
according to the meta-analysis of Carpenter et al. (2014), the actual difference between self-
reported and other-reported organizational citizenship behavior is quite small. For the
problem of common method biases that may exist due to self-reporting, we took necessary
pre-measures (e.g. creating reverse-scored items, anonymizing respondents), and conducted
post hoc statistical strategies to evaluate CMV (Podsakoff et al., 2003; Richardson et al., 2009).
Still, future research can try to use multiple sources of data collection or more objective
scoring methods. Third, the authors strategically chose work-related well-being and project
citizenship behavior to reflect individual-level outcomes and examined the effectiveness of
empowering leadership in the context of Chinese culture. In the future, researchers can
expand the choice associatedwith project success to incorporate a broader range of outcomes,
and validate the effectiveness of empowering leadership in other cultural contexts. Fourth,
given the diversity of organizations and regions sampled, the heterogeneity of the sample in
this study is relatively large. This means that the current findings are unlikely to be
influenced by project-specific organizations and regions and are somewhat generalizable.
However, this also precludes the possibility that the findings are organization- or region-
specific experiences. It is suggested that future researchers can explore the specific effects of
empowering leadership in different project organizations or regions.
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