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Introduction

Projects are temporary in nature which may make the innovative product, services and get the
results with a defined beginning and end goals (usually time-constrained, and often constrained by
funding or staffing) in which they can meet the goals of the projects, in which they can add the
values and beneficial for every project. Projects are not same as if we link them to the business
operations and due to their permanent and in temporary nature. If the projects manage the unique
activities and distinct production operations technical skills and other management strategies are
being developed and designed, the whole activities are said to be a project management activity
(Cattani et al., 2011). The research literature related to project management is spreading
continuously. Project success is recurrently searched topic in project management (Jugdev and
muller 2005). Literature specifies that the organizations are focusing on the direction of the
development of the positive organizational psychology at individual and organizational level.
(Meyers et al., 2013). Mostly project success is measured by tangible triple constraint (cost, time,
and performance). (Koops et al., 2016: Chen 2015). Project success will often be termed differently
by individuals and stakeholders (Cleland and Ireland, 2006). If we follow the triple constraint, it
does not mean that project is implemented successfully (Irimia-Dieguez, Medina-Lopez and
Alfalla-Luque 2015). Project management recognized that a success of every project means
different outlook to different people which mean the sense of success will be diverse for every
project (Muller & Turner, 2007; Zwikael & Smyrk, 2011). Without concern about the common
objectives project success is a common goal of every project. From last three years in the field of
project management project success has increased the attention of many researchers.

In today's work environment, the managers are facing biggest challenge, which is they have to do
more but with fewer resources. That is why the employees are managed to successfully achieve
goals and objectives (Tamkin, 2004). The practices which enhance the engagement and
empowerment of employees with productivity, effectiveness is collectively termed as high-
performance work practices. There are soft practices of human resource management that stimulate
common admiration, influence, and obligation in the project based working environment (Gollan,
2005; Long & Shields, 2005). High-performance work practices are pertinent to the environment
of organizations which are project-based for the reason that these practices promote that jobs
should be aimed at a comprehensive level with a combination of planning and implementation, the
responsibilities of individuals at jobs changed with the occurrence of changing in environment, for
performance the teams are accountable and lateral communication and control depends on the
goals sharing with least status differences (Gollan, Davis &Hmaberger, 2005). High-performance
work practices are intended towards increase the job satisfaction and motivation of employees. In
return of these positive attitudes, it increases the performance at work (Way, 2002).

Human Resource Management Practices (HRMPs) are important aspect in persuading employee
faithfulness and their pledge to be reserved with organizations. In current scenario, our focus is on
the research. Project Management has a multipart action, as further it affects the outcome of the
result which has been conclude after research on the basis of different variables and given concepts
of authors. HRM is one of the most essential features which confirming success of a particular
project. HRMPs can expose the suggestion between management and employees. Now days, HRM
practices are repeating their role as organizations are creating more attention towards their project
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management practices. Thus, HRMPs are the tools through which employee’s skills can be
promoted. Human resource planning model or result measurement should be made and select the
exact and properly check and balance facts of HRM in projects which may include the training
and development (T&D), recruitment and selection, High performance work practices (HPWP)
(Partington et al., 2005).

Ahmad et al. (2016) Defined the HRM is like that “the art of hiring, impelling, modernizing, and
holding human resources to compete the desire goals of organizations. “Project success (PS) is the
planned of strategic goals through becoming business, for the product and services of the firm
(Khan and Rasheed, 2015).” For theorizing this model and reviewing the literature, our paper has
followed, the literature review writing style outlined in the previous related research (Anser et al.,
2020; Gulzar, Ahmad, Hassan, & Rasheed, 2022; Hong, Rasheed, Sigala, & Ahmad, 2024;
Kanwal, Rasheed, Pitafi, Pitafi, & Ren, 2020; Khalid, Weng, Lugman, Rasheed, & Hina, 2021b;
Lugman, Masood, Weng, Ali, & Rasheed, 2020; Masood, Feng, Rasheed, Ali, & Gong, 2021;
Moin, Omar, Ali, Rasheed, & Abdelmotaleb, 2024; Murtza & Rasheed, 2023; Naecem, Weng,
Hameed, & Rasheed, 2020; Rasheed, Saleem, Altaf, Leong, & Okumus, 2024).

Research Questions

This study is based on these questions.

What is the impact of Employee Recruitment & Selection on Project Success?
What is the impact of Employee Training & Development on Project Success?
What is the impact of High-Performance Work Practices on Project Success?

Does Project Manager Competency moderate between ERS and Project Success?
Does Project Manager Competency moderate between ETD and Project Success?
Does Project Manager Competency moderate between HPWP and Project Success?

Research Objectives

This study took place for meeting-up following three objectives.

To find out the impact of Employee Recruitment and Selection on Project Success.

To find out the impact of Employee Training and Development on Project Success.

To find out the impact of High-Performance Work Practice on Project Success.

To identify the moderating impact of Project Managers Competencies between Employee

Recruitment and Selection on Project Success.

e To identify the moderating impact of Project Managers Competencies between Employee
Training and Development on Project Success.

e To identify the moderating impact of Project Managers Competencies between High

Performance Work Practice on Project Success.
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Literature Review

The work which has been done by the researchers before this in the field of HRMPs, project
success and Project manager competences. Whatever been found in the research is not more
knowledge about that what has been evaluated before on the given area o study, the advantage and
issues that are popular and important study. This chapter will give us the reasonable study based
on HRMPs or and different roles of HRPs, dispute research, and previous results. This will
conclude with the HR practice which can be taken and find the impact on project success especially
in the project-oriented organizations.

Human Resource Management Practices

The completion of successful projects, every project team must be needed to be well kept. The
academia gathers three constraints like time, cost and scope and quality for the project success,
while gathering human resource management HRM communication, procuring and risk can be
introduced as a collective function. Moreover, HRM can be played a vital role in real practice of
project management which it has been given helpful services. In practical life the responsibility of
project manager is that he assigned many HR activities of team building, training and growth and
HR performance management. But the HR functions cannot assume the basic work of the project
manager during the life cycle of the projects these are gather for the certain time period without
fixed looping (Naqvi et al., 2011).

HRM can appointing all decisions and action of the top management that can be effect the kind of
relation of the firm or its employees. Mostly management makes important decisions that have
better affect oh their relationship (Shen, 2004). HRM is the complete as usual and regularly process
or manners for playing good roles, which they are common for the organization, or it affect firm
success directly or indirectly. (Wambua, 2009).

Mostly the authors and researcher have studied that HRM is most important element that led a
project for it successful closing (Fitz, 1984). It also includes the factors that are planning,
organizing, managing, and controlling all resources to get the achievement of project goals and
their objectives by achieving the work in good and successful way. The challenge of HRM is
gather the all-project goals and its objective through use the resources and holding the project
constraints such as scope quality cost and time. (Ofori, 2013). Real management of HR can affect
a lot of results of project in a better direction. (Belout, 1998). On the daily basis of project being
failed due to the sociological facts: like hire a not good staff, not good training, and also
inexperienced management (Hubbard, 1990). Petersen (1992) it also shows that HRM in every
project is important and essential factor.

HRM play an important role in the performance of the project-based organizations in further
studies (Hayton, 2005). Heumann, et al. (2007) it also proposed that the qualities of project-based
organizations can make the great challenges for HRM are not too much, which may be identify in
the management, Human resource management or project management (PM) literatures. Project
management now- an important activity in most recent companies. Projects frequently have a
biggest aim, include many internal and external performers, and allocated in many activity
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segments. From 1980s, many researchers are decided that HRM is one of the vital factors of an
organization’s success (Dolan & Schuler, 2002).

Project Manager Competences

In a survey of multinational projects, Thamhain (2013) concluded that to promote the team's
commitment, an experienced project leader who can earn the trust, respect and trust of the team is
needed. The main goal of team commitment is the schedule the daily meetings to check the project
goals and objectives and solve the problem during running in project (Thamhain, 2013).

According to (Cheng et al., 2005) Project management have the different skills, traits, and
characteristics have the different ranking system which are most important, project manager
competencies include the interpersonal skills, management skills team building skills, leadership
skills coping skills for example it can be flexibility and creativity which also include the
technological skills.

We investigated the competency that companies use through job advertisement of project
managers. Analysis shows that job advertising emphasizes "soft skills". Once again, the best
competency was communication, but most demand capabilities were "result-oriented project
manager Ahsan et al. (2013). A considerable limitation of the research was to find the action
abilities required by the project manager nothing but the approaches and systems to develop that
competency (Takey & De Carvalho, 2015). Posner (1987) concluded the results for project
managers which can increase and develop the interpersonal skills, which is important and have
more technical and fast skills, in the project manager competency interpersonal skills are also
called as “soft” skills and technical skill is said as “hard” skills. One of the common approaches
which are behavioral competency include the knowledge, educations, qualification, soft skills,
hard skills, or as personality characteristics e.g., motives, traits, and self-concept (Crawford, 2001).
A proficient person is one with best personal characteristics, knowledge, skills, and abilities
needed to task good or successfully attained goals (Sanghi, 2007; Majcen, 2009). Mostly,
competencies are in three different groups: technical, human, and conceptual (Robbins & Judge,
2013). Winterton (2005) established a holistic model of competencies in which the combination
of conceptual, operational, occupational, and personal competencies forms cognitive, Meta,
functional, and social competencies. These results are common for considerate the competencies
concept, but not important for our research because it is a general model that is not focused on
projects. In further studies the researchers maintained the competencies of the different IT project
managers, in which he intake the behavioral competencies which can be easily shown in the
importance of technically. The also make the huge difference between the competencies of
experienced and non-experiences of project managers, especially communications skills. The
researcher also investigate that junior IT project manager make both functional communication
skills and which may relate to their decisions (what to communicate, who to communicate to, how
to communicate, and when to do so). Mostly the results are more important and common for
communication skills when the dealing with other communication situations (Dillon and Taylor,
2015).
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The behavioral approach also explains project management performance depend on easily measure
competency and traits (Cheng et al., 2005). Myers and Briggs leadership style was interactive with
project leadership styles, which may give the types of personality traits that enable project
leadership (Gehring, 2007). The managers and their leadership styles have related to each other
like projects (Muller & Turner, 2007). Now a days the most common and important leadership and
managerial behaviors of women can working as a project manager which have been identified
(Neuhauser, 2007). According to the (Lechler, 1998) said that soft personality or competencies
can give the better performance and success as compared to the technical skills, such that planning
and controlling. Instead of it the soft skill can have the abilities to attend the other attentions
towards success.

Traditional skills are the first level of skills in which they can have the best performance or success,
but they cannot lead other because they have superior performance skills, whatever soft skill can
do unintentionally (B. Jiang, 2002; Turner & Muller, 2003). Those projects which have the
personal competence it must be a better forecaster of the person possibility which may perform
than one functional competence (Cheetham &Chivers, 1998). According to the Skulmoski,
Hartman, and DeMaere (2000) he explored that edge of the superior competencies and both project
participants and project managers. Threshold is that in which the person must have the skills and
capabilities to do his required job. Further in this case the best examination into the project
manager competencies was concluded by (Sabba. 2001) their results shows that human skill which
involve the best project manager which have the best traits, interpersonal skills or have personal
characteristics and which do have the best knowledge regarding project manager competency and
their practices.

On the other side if we further study the authors, they examine that personal skill is much better
and best as compared to the technical skills. El Sabaa’s more contribute the study of (Lechler’s
1988) that personal skills have the more influence and give the better result and project success as
compared to the technical skill which are like scheduling. According to (Dainty et., all 2005)
indicated in his research that project manager competencies provide the best team building,
leadership, decision making, honesty, integrity, communication, ability to learn, self-efficacy, and
external focus, one of the authors also explain in his research that competency is like a project
which is most common and important, if we have the list of all soft competency which may
contribute the project success.

Project Success (PS)

A project is the one investment which can play various targets, if we can take the authors example,
he defined that the generating of goods and services, to take the profit or give services for society
(Merna and Al-Thani, 2008). Every project is fixed and attached with life cycle to show the start
and end time. Since 1970 researchers have tried to understand the success of concept projects and
the aspects contributing to achieving it. (Ika, 2009). Research over the past 4 years has recognized
various aspects of success throughout the lifecycle, the possibility of the project succeeding has
increased, and after that several success criteria applicable to the project have been determined the
success of the project (Muller and Judgev, 2012). Project success is one of the most important
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topics in project management. The criteria for measuring the success of a project depend on the
type, size, and complexity of the project (Mir &Pinnington, 2014). The importance of project
success depends on the contract of the project, the type of project, individual role of personality in
the project (Muller &Jugdev, 2012). The success of the project consists of two parts. First is the
success of project management and other achievements (Baccarini, 1999). Success of project
management focuses on project management procedures, and three aspects such as cost, time,
quality, etc. show the efficiency of project outcomes and product concentration to project
terminated products (Westhuizen, 2008). The success of the project is multifaceted. Emergency
variables have a major impact on the success of the project and some researchers call the dimension
of unexpected variables of project success. The magnitude of the success of the project is the size
of the project, the type of project, the life cycle of the project, the complexity of project
management (Bannerman, 2008).

Formerly both Davis (2014) and Mazuer et al., (2014) distinctively recognized that these aspects
are the matchless measures of the project success, considerably in the state of difficult projects.
Mazuer et al., (2014) has focused on the people-related aspects for the success of the project. They
reasoned that, firstly, communication should be effective with inner and external stakeholders and
secondly unexpected problems and difficulties should be managed effectively as they happen
during crises. Thirdly there should be clarity of mission of the project and lastly, social support in
terms of the top management support is essential (Pinto, 1990). The scholars are of the view that
these aspects are the key to the project success.

Researcher Framework

Moderating Variable

Project Managers

Competences

Independent Variables

Employee
Recruitment and
Selection

Ho6

Employee Dependent Variable
Training and

Development

Project Success

High
Performance
work practice

Multiple models were developed to measure the project success by many researchers. The
renowned and mostly acknowledged are by Pinto and Slevin (1988), Shenhar et al., (2002), Hoegl
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and Gemuenden, 2001, and Turner and Muller, 2006, these models were developed with the
numerous important assumptions. Pinto (1990) designed a framework for success which contains
the effectiveness of the organization, technical and organizational rationality. Freeman and Beale’s
(1992), the context of success consists of the execution, efficiency, performance in terms of
technical, organizational implications, managerial implications, productivity, personal
development, and progress of business. Whereas the Shenhar et al., (2001) clarified every project
have its peculiar requirements and they needed diverse success aspects. These variables rely on
the idea of the project and their objectives. Historically, the success a criterion of the project is
established from a discreet triple constraint model called an iron triangle. Budget, scope and time
are included. To some extent, success criteria such as knowledge, quality, and satisfaction of
stakeholders have been added (Atkinson, 1999; Judgev& Muller, 2005; Judgev& Muller, 2012;
Shenhar& Dvir, 2007). Budget, time, and quality were traditionally used to calculate the success
of the project (Pinto & Selvin, 1987; Mullaly, 2006; Papke-Shields et al., 2010). If the actual cost
is close to the planned budget, the project deadline is estimated, and the project is successful if all
the requirements are satisfied by the deliverables set by the stakeholders.

Hypotheses

Hypothesis 1: “ERS” has a significant positive impact on Project Success.
Hypothesis 2: “ETD” has a significant positive impact on Project Success.
Hypothesis 3: “HPWP” has a significant positive impact on Project Success.
Hypothesis 4: The association between “ERS” and “PS” is moderated by PMC.
Hypothesis 5: The link between “ETD” and “PS” is moderated by PMC.
Hypothesis 6: The association between “HPWP” and “PS” is moderated by PMC.

Research Methodology

In this section, the methodology is illustrated which is employed to stumble on the relationship of
HRMPs on project success, with moderating role of Project Manager Competence. The
methodology chapter contains research design covering all data collection techniques (population
and sample). Furthermore, it highlights measurement and instrument consistency analysis. A
quantitative approach has been used to examine different public project-based organizations
located in Rawalpindi / Islamabad.

The choice of public-sector organizations is based upon the necessity to gather data to analyze
their achievement in terms of Human Resource Management implementation. The organizations
have been selected considering their size, type and being claimant of successful in Project based
Human Resource Management Practices implementation efforts. Initially, informal interviews
were conducted with Project Managers and Managers followed by supervisors, later personal
surveys were conducted to get questionnaires completed.

Structure of research procedure is called research design. The procedure to collect related material
is research design (Zikmund, 2003). Research scheme includes time horizon, kinds of setting and
unit of analysis which are explained below. Overall, we have followed research method chosen in
the top quality research papers in our field (Gulzar, Ahmad, Hassan, & Rasheed, 2021; Khalid,
Weng, Lugman, Rasheed, & Hina, 2021a; Moin et al., 2024; Peng, Liang, Fatima, Wang, &
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Rasheed, 2023; Pitafi, Rasheed, Islam, & Dhir, 2023; Pitafi, Rasheed, Kanwal, & Ren, 2020; Rana,
Gaur, Singh, Awan, & Rasheed, 2022; Rasheed, Hameed, Kaur, & Dhir, 2023, 2024; Rasheed et
al., 2020; C. Wang, Ilyas, Ni, & Rasheed, 2023; Yousaf, Rasheed, Kaur, Islam, & Dhir, 2022).
Population is “the group of people, events or things of interest that the researcher wishes to
investigate” (Sekaran, 2001). The main objective of the study determines population, which is
project team members working in the public sector organizations located in Rawalpindi and
Islamabad. Sample of the study consists of employees working in targeted population
organizations. Data collected from organization representing different sectors and represent
various sector to create diversity in the study. All data collected by convenient sampling from two
big cities of Pakistan i.e., Rawalpindi/Islamabad. Total 275 questionnaires were distributed in
Project based organizations, 250 were returned and 221 were usable. The study was based on the
field survey. Convenient sampling technique was used in this research. These techniques were
used for appropriate results with randomized responses of participants and to avoid any type of
biasness. The data was collected from employees of public sector organizations located in
Rawalpindi and Islamabad.

Results and Discussion

This section deals with the descriptive statistic of data. Descriptive statistics summarizes or
describes the characteristics of a data set. Descriptive statistics consists of two basic categories of
measures: measures of central tendency and measures of variability (or spread). Measures of
variability or spread describe the dispersion of data within the set. The Descriptive statistics of the
variable taken into consideration are presented below.

Table 4.1 Gender Percentage

Gender Frequency Percent
Male 150 54.5

Female 71 25.8
Total 221 80.4

Table 4.1 represents the gender composition of the sample in which 54.5% were male and 25.8%
were female.

Table 4.2 Respondent’s Age Distribution

Age Frequency Percent
Below 18 18 6.5
18-25 22 8
26-35 114 41.5
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36-45 36 13.1
Above 45 31 11.3
Total 275

Table 4.2 shows the respondent’s age distribution. 6.5% of respondent’s age was below 18. 8.0%
of respondent’s age was 18-25. 41.5% of respondent’s age was 26-35. 13.1% of respondent’s age
was 36-45. 11.3 % of respondents age was 45 & above, the percentage of 26-35 was highest.

Table 4.3 Respondent’s Qualification/Education

Education Frequency Percent
Bachelors 36 13.1
Masters 105 38.5
MPhil 73 26.5
PhD 6 2.2
Total 221 80.4

Table 4.3 shows the respondent’s education. Bachelors qualified were 13.1%. Masters qualified
was 38.5%. M.Phil. qualified was 26.5%. PHD qualified was 2.2% and MS/M.Phil. The Master
qualified was highest.

Table 4.4 Respondent’s Experience

Years Frequency Percent
0-10 39 14.2
20-Nov 106 38.5
21-30 35 12.7
31-40 31 11.3
Above 40 10 3.6
Total 221 80.4

The above table shows the respondent’s experience of the work in which percentage of respondents
is 14.2% in range of 0-10 years. In range of 11-20 years the experience is 38.5%. In range of 21-
30 the experience is 12.7%. In range of 31-40 the experience is 11.3%. In range of above 40 the
experience is 3.6%. 11-20 was the highest.

Reliability test was run in SPSS Version 21. Reliability study is the process to gauge the level
uniformity result of measurement. Nunnally and Bernstein (1994) explain the standard of the
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Cronbach alpha if the value is greater than 0.70 then it is considered a good reliability. The table
below shows the reliability study when data was pilot tested.

Table 4.5 Reliabilities

Variable No. Items Cronbach Alpha
Employee Recruitment Selection 9 0.797
Employee Training Development 4 0.864
High performance work practices 8 0.824
Project Manager Competences 12 0.828
Project Success 6 0.805

A correlation is a number between -1 and +1 that indicates how linear two quantitative variables
are. Correlations are used to assess the strength of a linear relationship between two (and only two)
variables. The coefficients of correlation range from -1.0 (perfect negative correlation) to 1.0
(perfect positive correlation) (perfect positive correlation). The correlation coefficients are closer
to -1.0 or 1.0 the stronger the association. The correlation coefficient approaches zero as the link
between the two variables becomes weaker. Data that is ordinal or relative (or group) should be
used. In the types of associations, we're looking at, nominal data isn't utilised.

Table 4.6: Correlations

Variables Mean De\Sfitzilt‘ion 1 2 3 4 5
ERS 3.67 0.57 1
ETD 3.81 0.75 .549™ 1
HPWP 3.69 0.58 730™ 658" 1
PMC 3.95 0.4 .595™ 451" .704™ 1
PS 3.88 0.52 209™ 507 442" 468" 1

**, Correlation is significant at the 0.01 level (2-tailed).

ERS =Employee Recruitment and selection, ETD = Employee training and development,
HPWP = High-Performance Work Practices, PMC = Project Manager Competence, PS =
Project Success,

If the value is close to 1, the relationship is perfect: when one variable is increased, the other
variable tends to increase (if it is positive) or to decrease (if it is negative) (if it is negative). High
degree: if the value of the coefficient is between 0.50 and 1, it is considered a strong link.

The table shows that the sample size is 221 out of 5 variables. All variables (project success,
Employee recruitment selection, Employee training and development, high performance work
practice, project manager competences) will be evaluated on a 5-point liker’s scale. The mean
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value shows the essence of the answer. The mean of the project success is 3.88, indicating that the
respondents agree. The mean of project manager capacity is 3.95, which indicates that it is very
important for the project success. The mean value of independent variables such as high-
performance work practices is 3.69, the training and development of employees is 3.81, the
employment recruitment and selection are 3.67 respectively, the practice and ethics are suitable
for the project I have agreed to that. Correlation is used to check the strength of relationships
between variables. All variables presenting the correlation analysis analyze the points correlated
with each other in all the variables of the study. The range of correlation is sufficient to stimulate
the absence of multiple correlations between variables.

Table 4.4: Moderated Regression Analysis

Predictors Project Success

Step 1 B Prob
ERS .190%** 0.046
ETD 351 %% 0.000
HPWP .395%** 0.000
R? 0.219

Adjusted R? 0.203

Step 2 B Prob
ERS*PMC 179%** 0.001
ETD*PMC .093#** 0.000
HPWP*PMC L0971 #** 0.000
R? 0.217

Adjusted R? 0.173

“The ***, ** and * asterisks indicate the level of significance at 1%, 5%, and 10%
respectively”.

Predictors: (Constant), ERS Mean, ETD Mean, HPWP Mean, PS Mean, PMC Mean
Predictors: (Constant), PMC Mean, ERSxPS

Predictors: (Constant), PMC Mean, ETDxPS

Predictors: (Constant), PMC Mean, HPWPxPS

Lo TR

Table 4.4 shows the results of regression analysis. This table explained that employee’s
recruitment and selection have a positive influence on the success of the project as a value shown
in the table (f = .190**, p <0.01). Therefore, it was clear that H1 was supported.The above table
also shows the value between employee training and development along with the project success.
This table shows that the employee training and development has a positive and significant
influence on the project success as indicated in the table values (B = 0.351***, p <0.001) It is.
Therefore, hypothesis H2 was supported in this study.The table described that high performance
work practice has positive impact on Project success as the value indicated in table (f =.395%**,
p<0.001). So, it was clear that H3 supported.The ability of the project manager competence has a
significant and positive impact on the success of the project. In this table, the capabilities of the
project manager and the value of the project success are stated (f = 0.606***, p <0.001). This
indicates that the ability of the project manager has a positive impact on the project success.They
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interpreted that the ability of the project manager would moderate the relationship between
employee recruitment and selection and project success. Since the value is (f =.179*** p <0.001),
hypothesis H4 was supported in this study.Project manager competences moderate the relationship
between employee training and development and project success because their results are positive
and significant. Value is (B =.093*** p<0.001) so in this study, hypothesis H5 supported.Project
manager competences moderate the relationship between high performance work practice and
project success because their results are positive and significant. Value is (B =.091***, p<0.001)
so in this study, hypothesis H6 supported.

Summary of Hypothesis Results

Table 4.5: Hypothesis Summary

Serial Hypothesis Results
“Employee Recruitment and selection” has positive impact on
H1 . . . . : rt
“Project Success”’inproject-basedorganizationsof Pakistan. Supported
“Employee Training and development” has positive impact on
H2 . : . o . rt
“Project Success”’inproject-basedorganizationsof Pakistan. Supported
“High Performance Work Practice” has positive impact on
H . ) . o . rt
3 “Project Success”’inproject-basedorganizationsof Pakistan. Supported
The relationship of “ERS” and “Project Success” is moderated by
Hd “Project Manager Competence” in Project-based firms in Pakistan. Supported
The relationship of “ETD” and “Project Success” is moderated by
HS “Project Manager Competence” in Project-based firms in Pakistan. Supported
The relationship of “HPWP” and “Project Success” is moderated by
Hé6 o - s - . . ) Supported
Project Manager Competence” in Project-based firms in Pakistan.
Discussion

From the literature and data gathered from the employees of various public sector organizations it
is clear that the implementation of human resource management will affect the success of projects
in Pakistan's cultural and corporate environment. The purpose of this survey was to analyze the
ground reality of the implementation of human resource management practices and the impact of
the three key factors (ERS, ETD, and HPWP) on project success. The findings of the research are
as follows: Demographics data was collected from public institutions based on projects working
in Islamabad / Rawalpindi project-oriented IT field and project-based organizations-maintained
research objectives. The sample data consists of employees in the following categories. Female
employees consist of age groups of 26 to 35 years old with a sample size of 25.8%.Men with fall
of participants under service brackets with 6-20-year-old experience were 54.5%.Total 80.4% of
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the sample size comprises from all the different organization, from which 2.2 % having doctoral
degrees. Descriptive statistics also revealed that the response for ETD has the highest standard
deviation 0.75.Demographic data was collected from project based public organizations working
in project orientated organization operating at Islamabad/ Rawalpindi. Only 25.8% of the samples
composed of female employees have released the data. Our results are discussion is in line with
the previous research in the social sciences research (Rasheed, Weng, Umrani, & Moin, 2021; Q.
Wang, Azam, Murtza, Shaikh, & Rasheed, 2023; Yousaf, Rasheed, Hameed, & Lugman, 2020;
Zhang, Rasheed, & Lugman, 2020; Zhang, Wu, & Rasheed, 2020).

Adeel (2014) also found the existence of both gender in project-based organizations, given that
women's employees prefer the public sector to be the permanent nature of work. This study shows
the low preference of women in project-based organizations. The data shows that 54.5% sample
size is comprised of ages of 26 to 35 years of age and 70.2% of the participants are under service
brackets with experience of 6 to 20 years old. These are low indicators of sales of employees in
organizations based on public sector projects. Adeel (2014) discovered that mixed experienced
employees of young / elderly people and middle-aged and elderly people are prevalent in
organizations based on public projects. The data shows that 13.1% of the employees hold
bachelor’s degree holders and only 2.2% of the managers hold a doctorate. This data is consistent
with regression analysis. Adel (2014) also hires most of its graduates in a variety of areas that
show considerable levels of academic excellence in project-based organizations.Interestingly,
among all the variables, the highest mean of the response data was the mean value of the PMC,
i.e., 3.95. In Muslim countries like Pakistan, we can understand that employees responded
positively to this variable.

This result is consistent with the result of (Gregory J. Skulmoski, 2010), respondents positively
answered and showed data on the highest mean. Descriptive statistics also revealed that the
response for ETD has the highest standard deviation 0.75. This survey is being conducted in the
public sector where the employee's well-being and non-profit motivation becomes unique from
the private sector (Wingfiled, 1995). This indicates that the ETD is perceived by the employee at
his take.The project success shows a positive correlation with all IV’s (ERS, ETD, and HPWP)
and moderator PMC. The same thing was tied by (Francis T. Hartman, 2010). It is consistent with
the study of Bealout (2004) which emphasized the importance of HR practices in relation to project
success.The regression analysis confirmed positive and significant relationship between all
HRMP’s with project success, Therefore, managers from project-based organizations working at
public sector in Pakistan must draw significant relevance from Pakistani culture to draw positive
bearing on Project Success.It can also investigate other impacts of Human Resource Management
practice, policies and programs on employee motivation, job satisfaction, organizational
commitment, labor productivity, will be use as further research. Implementation of HRM will have
a major impact on the function of the Organization based on public or private sector projects.
Future researchers need to focus more on research on the interaction with other HRM research in
Pakistan's cultural and corporate environment, the ability of project managers. Further research in
the future will need to focus on multinational companies in other parts of the country. Among all
the variables, the highest mean of the response data was PMC, i.e., 3.95.
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A strong positive relationship was found between human resource management practices (ERS,
ETD, and HPWP) and project success when correlation tests were applied. IV, i.e. (ERS, ETD,
HPWP) and DV, the success of the project. From a relationship perspective Kerling fred (2000)
advocates those multiple regressions are related to a single DV with one linear combination than
one I'V. Therefore, it supported my statistical model. Regression analysis confirmed the agreement
of six hypotheses indicating that there is a significant positive relationship between IV (ERS, ETD,
and HPWP) and project success as DV. All three human resource management practices under
study are proven to be reliable. During the regression analysis, the moderating effect of PMC on
the relationship between the three selected HR practices and project success was also tested and
proved to be significant with all three hypotheses.

Conclusions and Recommendations

Result showed a strong impact on the success of project with Human resource management
practices in Pakistan. it is demonstrated by the results that factors of HRMP’s have stronger
relationship with project success with moderator role of project manager Competences (i.e..,
having a high level of certifications and high numbers of years of experience in project
management). In the relationship of independent variable with the dependent variable project
manager competences acts as a moderator. It is indicated by the findings that there is positive
correlation among the variables. This study also examined that Employee Recruitment and
Selection, Employee Training and Development, High Performance Work Practice, which are the
factors of the Human Resource management practice, have high strength on project success in the
occurrence of project manager competences.

Recommendations

The purpose of this study was to analyze the impact of three key HRMP on project-based
organizations in Rawalpindi / Islamabad Public or Private Sector Organization. In this survey, an
HRM theoretical model to simplify the organization that discovered the failure cause of HRM and
adopted HRMP was delayed was introduced. This study also proved that the project management
capacity has an important influence on the three HRM practices under study. Implications and
Recommendations for this research are as follows:

1. Implementation of Human resource management will have a major impact on the
Organizations, in public or private sectors projects. Future researchers need to focus
more on research on the interaction with other HRM research in Pakistan's cultural
and corporate environment, and the ability of project managers. Further research in
the future will need to focus on multinational companies in other parts of the
country.

2. Recommendation of Human resource management is that every individually do
research in their separate model in project-based organizations, according to the rest
of HRM variables. In addition, developing project manager competences is a
complete method of indicating an obligation to longitudinal research and shows an
obligation to emphasize encouragement of manager development at all stages of the
occupation.
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Future Research

Organizations based on the project of Rawalpindi / Islamabad and other industrial cities in
Pakistan, the same to improve the general capability aspect that may lead to more research findings
and conclusions with reference to Pakistan's public sector Surveys can be carried out individually.
It can also investigate other impacts of Human Resource Management practice, policies and
programs on employee motivation, job satisfaction, organizational commitment, labor
productivity, will be use as a further future researches.

Limitations

This research explored the impact of project manager competences on three aspects of HRM
(ERS, ETD, HPWP) in different organization located in Rawalpindi and Islamabad with
following limitations: -

1. The research was conducted with particular emphasis on the Rawalpindi / Islamabad
public sector organization, but it may not apply to similar organizations in other parts
of the country or organizations based on private projects.

2. The ability of the project manager was used as a moderator, but in an organization
based on a public sector project based in Pakistan, testing the impact of all 13
independent HR variables on PS is a lack of time. It was delayed. Therefore, only
three independent HR variables, i.e. (ERS, ETD, HPWP), were chosen to study the
impact on PS with PMC as a moderator. Therefore, we could not study other factors
of HRM that contributed to the success of the project-based organization.

3. Because this study was a cross-sectional study, the results may not be appropriate for
longitudinal purpose.

4. Employees in the surveyed organization hesitated to fill out the questionnaire due to
unknown fear. They were convinced that the findings did not affect their work in any
capacity.

5. SPSS is a foreign instrument designed to measure the influence and relationships of
IV, DV, and moderate variables. Another constraint is for this equipment, which may
not give reliable results on Pakistan's unique environment and culture, specific to
public sector projects, but the reliability of the variable is confirmed by Cronbach
alpha.

References

Afaq, F. U, & Khan, A. (2005). Relationship of training with employees’ performance in
Hoteling industry; Case of Pearl Continental hotels in Pakistan. COMSTATS Institute of
Information Technology, Attock, Pakistan.

Agarwal, N., Rathod, U., 2006. Defining "success" for software projects: an exploratory revelation.
Int. J. Proj. Manag. 24, 358-370.

Aguinis, H., &Kraiger, K. (2009). Benefits of training and development for individuals and teams,
organizations, and society. Annual review of psychology, 60, 451-474.

209



Journal of Tourism, Hospitality, and Services Industries Research (JTHS) Volume 4, No.1, June 2024

Ahmad, S., Khattak, M. A. R., & Siddiqui, A. A. (2016). Impact of Human Resource Management
Antecedents on Corporate Entrepreneurship. University of Haripur Journal of Management
(UOHJM), 1(1), 48-61.

Ahmad, R. (2017). Impact of High-Performance Work Practices on the Project Success with the
mediating role of Project Governance and moderation of Islamic Work Ethics (Doctoral
dissertation, Capital University).

Ahsan, K., Ho, M., & Khan, S. (2013). Recruiting project managers: A comparative analysis of
competencies and recruitment signals from job advertisements. Project Management
Journal, 44(5), 36-54.

Anantatmula, V. S. (2010). Project manager leadership role in improving project
performance. Engineering Management Journal, 22(1), 13-22.

Anderson, E. S., & Jessen, S. A. (2003). Project maturity in organizations. International Journal
of Project Management, 21(6), 457-461.

Anser, M. K., Zaigham, G. H. K., Imran Rasheed, M., Pitafi, A. H., Igbal, J., & Lugman, A.
(2020). Social media usage and individuals' intentions toward adopting Bitcoin: The role
of the theory of planned behavior and perceived risk. International journal of
communication systems, 33(17), e4590.

Aslam, A., Ghaffar, A., Talha, T., & Mushtaq, H. (2015). Impact of compensation and reward
system on the performance of an organization: An empirical study on banking sector of
Pakistan. European Journal of Business and Social Sciences, 4(8), 319-325.

Armstrong, M. 2001. AHandbook of Human Resource Management. 8" edition, London: Kogan
Page.

Armstrong, M. 2003. AHandbook of Human Resource Management. 8" edition, London: Kogan
Page.

Atkinson, R. (1999). Project management: cost, time and quality, two best guesses and a
phenomenon, its time to accept other success criteria. International journal of project
management, 17(6), 337-342.

Aubry, M., Miiller, R., &Gliickler, J. (2012, February). Governance and communities of PMOs.
Project Management Institute.

Avolio, B. J., Gardner, W. L., Walumbwa, F. O., Luthans, F., & May, D. R. (2004). Unlocking the
mask: A look at the process by which authentic leader’s impact follower attitudes and
behaviors. The leadership quarterly, 15(6), 801-823.

Avolio, B. J., & Gardner, W. L. (2005). Authentic leadership development: Getting to the root of
positive forms of leadership. The leadership quarterly, 16(3), 315-338.

Azanza, G., Moriano, J. A., & Molero, F. (2013). Authentic leadership and organizational culture
as drivers of employees’ job satisfaction. Revista de Psicologia del Trabajo y de las
Organizaciones, 29(2).

Baccarini, D. (1999). The logical framework method for defining project success. Project
management journal, 30(4), 25-32.

Bannerman, P. L. (2008, July). Defining project success: A multilevel framework. In Proceedings
of the Project Management Institute Research Conference (pp. 1-14).

Belassi, W., &Tukel, O. 1. (1996). A new framework for determining critical success/failure
factors in projects. International journal of project management, 14(3), 141-151.

Belout, A. (1998). Effects of human resource management on project effectiveness and success:

toward a new conceptual framework. International Journal of Project Management, 16(1),
21-26.

210



Journal of Tourism, Hospitality, and Services Industries Research (JTHS) Volume 4, No.1, June 2024

Belout, A., & Gauvreau, C. (2004). Factors influencing project success: the impact of human
resource management. International journal of project management, 22(1), 1-11.

Bishop, W. H. (2013). Defining the authenticity in authentic leadership. The Journal of Values-
Based Leadership, 6(1), 7.

Boerlijst, G., &Meijboom, G. (1989). (Matching the individual and the Organisation in P.
Harriot. London John Wlley and Sons Ltd.

Bredin, K., & Sdderlund, J. (2007). Reconceptualising line management in project-based
organisations: the case of competence coaches at Tetra Pak. Personnel Review, 36(5), 815-
833.

Cattani, G., Ferriani, S., Frederiksen, L., &Taube, F. (2011). Project-based organizing and strategic
management: A long-term research agenda on temporary organizational forms. In Project-
based organizing and strategic management (pp. xv-xxxix). Emerald Group Publishing
Limited.

Cavazotte, F. D. S. C. N., Duarte, C. J. P., & Gobbo, A. M. C. (2013). Authentic leader, safe work:
the influence of leadership on safety performance. Brazilian business review, 10(2), 95.

Combs, J., Liu, Y., Hall, A., & Ketchen, D. (2006). How much do high-performance work
practices matter? A meta-analysis of their effects on organizational performance. Personnel
psychology, 59(3), 501-528.

Clapp-Smith, R., Vogelgesang, G. R., & Avey, J. B. (2009). Authentic leadership and positive
psychological capital: The mediating role of trust at the group level of analysis. Journal of
Leadership & Organizational Studies, 15(3), 227-240.

Cleveland, J. N., Murphy, K. R., & Williams, R. E. (1989). Multiple uses of performance appraisal:
Prevalence and correlates. Journal of applied psychology, 74(1), 130.

Cobb, A. T. (2011). Leading project teams: The basics of project management and team
leadership. Sage.Cooke-Davies, T. (2002). The “real” success factors on
projects. International journal of project management, 20(3), 185-190.

Crawford, L. (1998, June). Project management competence for strategy realisation.
In Proceedings of the 14th World Congress on Project Management (Vol. 1, pp. 12-14).
Ljubljana, Slovenia: International Project Management Association and Slovenian Project
Management Association.

Delamare Le Deist, F., & Winterton, J. (2005). What is competence, Human Resourse
Development International, 8 (1), 27-46.

Diallo, A., & Thuillier, D. (2005). The success of international development projects, trust and
communication: an  African  perspective. International  journal  of  project
management, 23(3), 237-252.

Dillon, S., & Taylor, H. (2015). Employing grounded theory to uncover behavioral competencies
of information technology project managers. Project Management Journal, 46(4), 90-104.

Dundovi¢, C., &Hlata, B. (2007). New concept of the container terminal in the port of
Rijeka. Pomorstvo, 21(2), 51-68.

Duignan, P. A., & Bhindi, N. (1997). Authenticity in leadership: An emerging perspective. Journal
of Educational Administration, 35(3), 195-209.

Eagly, A. H. (2005). Achieving relational authenticity in leadership: Does gender matter?. The
Leadership Quarterly, 16(3), 459-474.

Engwall, M., &Jerbrant, A. (2003). The resource allocation syndrome: the prime challenge of
multi-project management?. International journal of project management, 21(6), 403-409.

211



Journal of Tourism, Hospitality, and Services Industries Research (JTHS) Volume 4, No.1, June 2024

Ekwoaba, J. O., Ikeije, U. U., &Ufoma, N. (2015). The Impact of Recruitment and Selection
Criteria on Organizational Performance.

Feldman, D. C. (2000). The Dilbert syndrome: How employee cynicism about ineffective
management is changing the nature of careers in organizations. American Behavioral
Scientist, 43(8), 1286-1300.

Frese, R., & Sauter, V. (2003). Project success and failure: what is success, what is failure, and
how can you improve your odds for success. St. Louis, Missouri.

Fey, C. F., & Bjorkman, 1. (2001). The effect of human resource management practices on MNC
subsidiary performance in Russia. Journal of international business studies, 32(1), 59-75.

Flyvbjerg, B., Bruzelius, N., &Rothengatter, W. (2003). Megaprojects and risk: An anatomy of
ambition. Cambridge University Press.

Fortune, J., & White, D. (2006). Framing of project critical success factors by a systems
model. International journal of project management, 24(1), 53-65.

Gamage, A. S. (2014). Recruitment and selection practices in manufacturing SMEs in Japan: An
analysis of the link with business performance. Ruhuna Journal of Management and
Finance, 1(1), 37-52.

Gardner, W. L., Cogliser, C. C., Davis, K. M., & Dickens, M. P. (2011). Authentic leadership: A
review of the literature and research agenda. The Leadership Quarterly, 22(6), 1120-1145.

Gehring, D. R. (2007). Applying traits theory of leadership to project management. Project
Management Journal, 38(1), 44-54.

Garavan, T. N., Costine, P., & Heraty, N. (1995). Training and Development: Concepts, Attitudes,
and Issues. Training and Development in Ireland. Cengage Learning EMEA, 1.

Geoghegan, L., &Dulewicz, V. (2008). Do project managers’ leadership competencies contribute
to project success?. Project Management Journal, 39(4), 58-67.

Gichuhi, A. W., Abaja, P. O., & Ochieng, L. (2013). Effect of Performance Appraisal on Employee
Productivity; A Case Study Of Supermarkets in Nakuru Town, Kenya. Asian Journal of
Business and Management Sciences, 2(11), 42-58.

Gollan, P. J., Davis, E., & Hamberger, J. (2005). High performance work systems: Guest editors'
note. Asia Pacific Journal of Human Resources, 43(1), 6-9.

Guest, D. (2000). Getting inside the HRM-performance relationship (No. 8). ESRC Future of
Work Programme, School of Management and Organizational Psychology, Birkbeck
College, University of London.

Gulzar, M. A., Ahmad, M., Hassan, M., & Rasheed, M. 1. (2021). How social media use is
related to student engagement and creativity: investigating through the lens of intrinsic
motivation. Behaviour & Information Technology, 1-11.

Gulzar, M. A., Ahmad, M., Hassan, M., & Rasheed, M. 1. (2022). How social media use is
related to student engagement and creativity: investigating through the lens of intrinsic
motivation. Behaviour & Information Technology, 41(11), 2283-2293.

Hong, S., Rasheed, M. 1., Sigala, M., & Ahmad, M. (2024). Is there a bright side of COVID-19?
The influence of conscientiousness and extended TPB on the tourists’ eco-friendly
behaviour. Current issues in Tourism, 27(5), 696-700.

Hayton, J. C. (2005). Promoting corporate entrepreneurship through human resource management

practices: A review of empirical research. Human resource management review, 15(1), 21-
41.
Hau, C. C. (Ed.). (2015). Handbook of pattern recognition and computer vision. World Scientific.

212



Journal of Tourism, Hospitality, and Services Industries Research (JTHS) Volume 4, No.1, June 2024

Hmieleski, K. M., Cole, M. S., & Baron, R. A. (2012). Shared authentic leadership and new venture
performance. Journal of Management, 38(5), 1476-1499.

Hooper, D. T., & Martin, R. (2008). Beyond personal leader—-member exchange (LMX) quality:
The effects of perceived LMX variability on employee reactions. The Leadership
Quarterly, 19(1), 20-30.

Hofstede, G. (1993). Cultural constraints in management theories. Academy of Management
Perspectives, 7(1), 81-94.

Huemann, M., Keegan, A., & Turner, J. R. (2007). Human resource management in the project-
oriented company: A review. International Journal of Project Management, 25(3), 315-
323.

Huemann, M. (2010). Considering Human Resource Management when developing a project-
oriented company: Case study of a telecommunication company. International Journal of
Project Management, 28(4), 361-369.

Hyvéri, [. (2006). Project management effectiveness in project-oriented business
organizations. International journal of project management, 24(3), 216-225.

Ika, L. A. (2009). Project success as a topic in project management journals. Project Management
Journal, 40(4), 6-19.

Irimia-Dieguez, A. 1., Medina-Lopez, C., & Alfalla-Luque, R. (2015). Financial management of
large projects: A research gap. Procedia Economics and finance, 23, 652-657.

Jiang, B. (2002). Key elements of a successful project manager. Project Management, 8(1), 14-
19.

Jha, K. N., & Iyer, K. C. (2006). Critical determinants of project coordination. International
Journal of Project Management, 24(4), 314-322.

Judge, T. A., Thoresen, C. J., Bono, J. E., & Patton, G. K. (2001). The job satisfaction—job
performance relationship: A qualitative and quantitative review. Psychological
bulletin, 127(3), 376.

Jugdev, K., & Miiller, R. (2005). A retrospective look at our evolving understanding of project
success. Project management journal, 36(4), 19-31.

Judge, T. A., & Kammeyer-Mueller, J. D. (2012). Job attitudes. Annual review of psychology, 63,
341-367.

Karatepe, O. M. (2015). High-performance work practices, perceived organizational support, and
their effects on job outcomes: test of a mediational model. International Journal of
Hospitality & Tourism Administration, 16(3), 203-223.

Keegan, R. J., Harwood, C. G., Spray, C. M., & Lavallee, D. E. (2009). A qualitative investigation
exploring the motivational climate in early career sports participants: Coach, parent and peer
influences on sport motivation. Psychology of sport and exercise, 10(3), 361-372.

Keegan, A. E., & Den Hartog, D. N. (2004). Transformational leadership in a project-based
environment: a comparative study of the leadership styles of project managers and line
managers. International journal of project management, 22(8), 609-617.

Klakegg, O. J., Williams, T., Magnussen, O. M., & Glasspool, H. (2008). Governance frameworks
for public project development and estimation. Project Management Journal, 39(1_suppl),
S27-S42.

Koops, L., Bosch-Rekveldt, M., Coman, L., Hertogh, M., & Bakker, H. (2016). Identifying
perspectives of public project managers on project success: Comparing viewpoints of
managers from five countries in North-West Europe. International Journal of Project
Management, 34(5), 874-889.

213



Journal of Tourism, Hospitality, and Services Industries Research (JTHS) Volume 4, No.1, June 2024

Kanwal, S., Rasheed, M. L., Pitafi, A. H., Pitafi, A., & Ren, M. (2020). Road and transport
infrastructure development and community support for tourism: The role of perceived
benefits, and community satisfaction. Tourism Management, 77, 104014.

Khalid, J., Weng, Q. D., Lugman, A., Rasheed, M. 1., & Hina, M. (2021a). After-hours work-
related technology use and individuals' deviance: the role of interruption overload,
psychological transition and task closure. Kybernetes.

Khalid, J., Weng, Q. D., Lugman, A., Rasheed, M. 1., & Hina, M. (2021b). After-hours work-
related technology use and individuals' deviance: the role of other-initiated versus self-
initiated interruptions. Information Technology & People.

Lugman, A., Masood, A., Weng, Q., Ali, A., & Rasheed, M. 1. (2020). Linking excessive SNS
use, technological friction, strain, and discontinuance: the moderating role of guilt.
Information Systems Management, 37(2), 94-112.

Larsen, H. H. (2002). Oticon: Unorthodox Project-Based Management and Careers in a Spaghetti

Organization". Human Resource Planning, 25(4).

Lechler, T. (1998). When it comes to project management, it’s the people that matter: an empirical
analysis of project management in Germany. /RNOP III. The nature and role of projects in
the next, 20, 205-215.

Lehtonen, P., &Martinsuo, M. (2006). Three ways to fail in project management and the role of
project management methodology. Project Perspectives, 28(1), 6-11.

Langton, N., Robbins, S. P., & Judge, T. A. (2013). Fundamentals of organizational behaviour.
Pearson Education Canada.

Lepak, D. P., & Snell, S. A. (2002). Examining the human resource architecture: The relationships
among human capital, employment, and human resource configurations. Journal of
management, 28(4), 517-543.

Lerouge, C., Newton, S., & Blanton, J. E. (2005). Exploring the systems analyst skill set:
Perceptions, preferences, age, and gender. Journal of Computer Information Systems, 45(3),
12-23.

Lillian, G. O., Mathooko, P., & Sitati, N. (2011). The Effects of Performance Appraisal System
on Civil Servants Job Perfomance and Motivation in Kenya: A Case Study Of Ministry of
State For Public Service.

Liphadzi, M., Aigbavboa, C., & Thwala, W. (2015). Relationship between leadership styles and
project success in the South Africa construction industry. Procedia Engineering, 123, 284-
290.

Lloyd-Walker, B., & Walker, D. (2011). Authentic leadership for 21st century project
delivery. International Journal of Project Management, 29(4), 383-395.

Long, R. J., & Shields, J. L. (2005). Best practice or best fit? High involvement management and
base pay practices in Canadian and Australian firms. Asia Pacific Journal of Human
Resources, 43(1), 52-75.

Masood, T. (2010). Impact of Human Resource Management (HRM) Practices on Organizational
Performance: A mediating role of employee performance. Mohammad Ali Jinnah
University, Department of Management Sciences, Islamabad.

Mawritz, M. B., Mayer, D. M., Hoobler, J. M., Wayne, S. J., & Marinova, S. V. (2012). A trickle-
down model of abusive supervision. Personnel Psychology, 65(2), 325-357.

Mazur, A., Pisarski, A., Chang, A., &Ashkanasy, N. M. (2014). Rating defence major project
success: The role of personal attributes and stakeholder relationships. International journal
of project management, 32(6), 944-957.

214



Journal of Tourism, Hospitality, and Services Industries Research (JTHS) Volume 4, No.1, June 2024

McDonough III, E. F. (2000). Investigation of factors contributing to the success of cross-
functional teams. Journal of Product Innovation Management: AN INTERNATIONAL
PUBLICATION OF THE PRODUCT DEVELOPMENT & MANAGEMENT
ASSOCIATION, 17(3), 221-235.

Mellor, J. (1994). Structural Social Work, Ideology, Theory and Practice.

Meyer, J. P., Stanley, D. J., Herscovitch, L., &Topolnytsky, L. (2002). Affective, continuance, and
normative commitment to the organization: A meta-analysis of antecedents, correlates, and
consequences. Journal of vocational behavior, 61(1), 20-52.

Meyer, J. P., & Smith, C. A. (2000). HRM practices and organizational commitment: Test of a
mediation model. Canadian Journal of Administrative Sciences/Revue canadienne des
sciences de l'administration, 17(4), 319-331.

Meyers, M. C., van Woerkom, M., & Bakker, A. B. (2013). The added value of the positive: A
literature review of positive psychology interventions in organizations. European Journal
of Work and Organizational Psychology, 22(5), 618-632.

Mir, F. A., &Pinnington, A. H. (2014). Exploring the value of project management: linking project
management performance and project success. International journal of project
management, 32(2), 202-217.

Moe, N. B., &Smite, D. (2008). Understanding a lack of trust in Global Software Teams: a
multiple-case study. Software Process: Improvement and Practice, 13(3), 217-231.

Monteiro de Carvalho, M. (2013). An investigation of the role of communication in IT
projects. International Journal of Operations & Production Management, 34(1), 36-64.

Miiller, R., & Turner, J. R. (2007). Matching the project manager’s leadership style to project
type. International journal of project management, 25(1), 21-32.

Miiller, R., &Jugdev, K. (2012). Critical success factors in projects: Pinto, Slevin, and Prescott—
the elucidation of project success. International Journal of Managing Projects in
Business, 5(4), 757-775.

Morris, P., Jones, 1. D., & Wearne, S. (1998). Current research directions in the management of
projects at UMIST, 19(1), 1-27.

Mustapha, A. M., [lesanmi, O. A., & Aremu, M. (2013). The Impacts of well Planned Recruitment
and Selection Process on Corporate Performance in Nigerian Banking Industry (A Case
Study of First Bank Plc 2004-2011). International Journal of Academic Research in
Business and Social Sciences, 3(9), 633-648.

Masood, A., Feng, Y., Rasheed, M. I, Ali, A., & Gong, M. (2021). Smartphone-based social
networking sites and intention to quit: self-regulatory perspective. Behaviour &
Information Technology, 40(11), 1055-1071.

Moin, M. F., Omar, M. K., Ali, A., Rasheed, M. 1., & Abdelmotaleb, M. (2024). A moderated
mediation model of knowledge hiding. The Service Industries Journal, 44(5-6), 378-390.

Murtza, M. H., & Rasheed, M. 1. (2023). The dark side of competitive psychological climate:
exploring the role of workplace envy. Journal of Hospitality and Tourism Insights, 6(3),
1400-1418.

Naeem, R. M., Weng, Q., Hameed, Z., & Rasheed, M. 1. (2020). Ethical leadership and work

engagement: A moderated mediation model. Ethics & Behavior, 30(1), 63-82. Neuhauser,
C. (2007). Project manager leadership behaviors and frequency of use by female project
managers. Project Management Journal, 38(1), 21-31.

Othman, A. S., Rahman, N. M. A., Malek, Z. A., & Osman, A. R. (2004). Organizational

Commitment and work ethics: An empirical assessment in a Malaysian context.

215



Journal of Tourism, Hospitality, and Services Industries Research (JTHS) Volume 4, No.1, June 2024

Ofori-Boateng, C., & Lee, K. T. (2013). The potential of using cocoa pod husks as green solid
base catalysts for the transesterification of soybean oil into biodiesel: Effects of biodiesel
on engine performance. Chemical engineering journal, 220, 395-401.

Park, C., & Keil, M. (2009). Organizational silence and whistle-blowing on IT projects: An
integrated model. Decision Sciences, 40(4), 901-918.

Papke-Shields, K. E., Beise, C., & Quan, J. (2010). Do project managers practice what they preach,
and does it matter to project success?. International journal of project management, 28(7),
650-662.

Pinto, J. K., & Slevin, D. P. (1987). Critical factors in successful project implementation. /EEE
transactions on engineering management, (1), 22-27.

PMI, 2013. A guide to the project management body of knowledge (PMBOK® Guide), 5th ed.
Project Management Institute, Newton Square, PA.

Podsakoff, P. M., Ahearne, M., &MacKenzie, S. B. (1997). Organizational citizenship behavior
and the quantity and quality of work group performance. Journal of applied
psychology, 82(2), 262.

Posthuma, Richard A., M. C. Campion, M. Masimova, M. A. Campion (2013). A High-
Performance Work Practices Taxonomy: Integrating the Literature and Directing Future
Research. Journal of Management, 39:5, 1184—1220.

Popaitoon, Sujinda& S. Siengthai (2014). The moderating effect of human resource management
practices on the relationship between knowledge absorptive capacity and project
performance in project-oriented companies. International Journal of Project Management.
Vol 32, pp. 908-920.

Posner, B. Z. (1987). What it takes to be a good project manager. Project Management Institute,
18(1), 51-54.

Qiao, K., Khilji, S., & Wang, X. (2009). High-performance work systems, organizational
commitment, and the role of demographic features in the People's Republic of China. The
International Journal of Human Resource Management, 20(11), 2311-2330.

Peng, M. Y. P., Liang, Z., Fatima, 1., Wang, Q., & Rasheed, M. I. (2023). The nexus between
empowering leadership, job engagement and employee creativity: role of creative self-
efficacy in the hospitality industry. Kybernetes.

Pitafi, A. H., Rasheed, M. 1., Islam, N., & Dhir, A. (2023). Investigating visibility affordance,
knowledge transfer and employee agility performance. A study of enterprise social
media. Technovation, 128, 102874.

Pitafi, A. H., Rasheed, M. 1., Kanwal, S., & Ren, M. (2020). Employee agility and enterprise
social media: The Role of IT proficiency and work expertise. Technology in Society, 63,
101333.

Rana, J., Gaur, L., Singh, G., Awan, U., & Rasheed, M. 1. (2022). Reinforcing customer journey
through artificial intelligence: a review and research agenda. International Journal of
Emerging Markets, 17(7), 1738-1758.

Rasheed, M. 1., Hameed, Z., Kaur, P., & Dhir, A. (2023). Too sleepy to be innovative? Ethical
leadership and employee service innovation behavior: A dual-path model moderated by
sleep quality. Human Relations, 00187267231163040.

Rasheed, M. 1., Hameed, Z., Kaur, P., & Dhir, A. (2024). Too sleepy to be innovative? Ethical
leadership and employee service innovation behavior: A dual-path model moderated by
sleep quality. Human Relations, 77(6), 739-767. doi:10.1177/00187267231163040

216



Journal of Tourism, Hospitality, and Services Industries Research (JTHS) Volume 4, No.1, June 2024

Rasheed, M. 1., Malik, M. J., Pitafi, A. H., Igbal, J., Anser, M. K., & Abbas, M. (2020). Usage of
social media, student engagement, and creativity: The role of knowledge sharing
behavior and cyberbullying. Computers & Education, 159, 104002.

Rasheed, M. 1., Saleem, S., Altaf, M., Leong, A. M. W., & Okumus, F. (2024). Workplace
hazing and employee turnover intention in the hospitality industry: a person-environment
fit perspective. The Service Industries Journal, 1-30.

Rasheed, M. 1., Weng, Q., Umrani, W. A., & Moin, M. F. (2021). Abusive supervision and
career adaptability: The role of self-efficacy and coworker support. Human Performance,
34(4), 239-256.

Robertson, 1., Gibbons, P., Baron, H., Maclver, R., &Nyfield, G. (1999). Understanding

management performance. British Journal of Management, 10(1), 5-12.

Rauniar, R., Rawski, G., 2012. Organizational structuring and project team structuring in
integrated product development project. Int. J. Prod. Econ. 135, 939-952.

Rodriguez-Repiso, L., Setchi, R., & Salmeron, J. L. (2007). Modelling IT projects success with
fuzzy cognitive maps. Expert Systems with Applications, 32(2), 543-559.

Sanghi, S. (2007). The handbook of competency mapping: Understanding, designing and
implementing competency models in organisations. New Delhi.

Sauser, B. J., Reilly, R. R., &Shenhar, A. J. (2009). Why projects fail? How contingency theory
can provide new insights—A comparative analysis of NASA’s Mars Climate
Orbiterloss. International Journal of Project Management, 27(7), 665-679.

Scott-Young, C., & Samson, D. (2008). Project success and project team management: Evidence
from capital projects in the process industries. Journal of Operations Management, 26(6),
749-766.

Sharbatoghlie, A., Mosleh, M., &Shokatian, T. (2013). Exploring trends in the codes of ethics of
the Fortune 100 and Global 100 corporations. Journal of Management Development, 32(7),
675-689.

Shafritz, J. M., Borick, C., Russell, E. W., & Hyde, A. C. (2015). Introducing public
administration. Routledge.

Shafritz, J. M., Borick, C., Russell, E. W., & Hyde, A. C. (2016). Introducing public
administration. Routledge.

Shenhar, A. J., Dvir, D., Levy, O., & Maltz, A. C. (2001). Project success: a multidimensional
strategic concept. Long range planning, 34(6), 699-725.

Shenhar, A.J., Tishler, A., Dvir, D., Lipovetsky, S., Lechler, T., 2002. Refining the search for
project success factors: a multivariate, typological approach. R&D Manag. 32 (2), 111-126.

Shenhar, A. J., & Dvir, D. (2007). Project management research—The challenge and
opportunity. Project management journal, 38(2), 93-99.

Shen, J. (2005). International training and management development: theory and reality. Journal
of Management Development, 24(7), 656-666.

Skulmoski, G., Hartman, F., &DeMaere, R. (2000). Superior and threshold project
competencies. Project Management, 6(1), 10-15.

Sun, L. Y., Aryee, S., & Law, K. S. (2007). High-performance human resource practices,
citizenship behavior, and organizational performance: A relational perspective. Academy of
management Journal, 50(3), 558-577.

Tamkin, P. (2004). High performance work practices. Brighton, England: Institute for
Employment Studies.

217



Journal of Tourism, Hospitality, and Services Industries Research (JTHS) Volume 4, No.1, June 2024

Takey, S. M., & de Carvalho, M. M. (2015). Competency mapping in project management: An
action research study in an engineering company. International Journal of Project
Management, 33(4), 784-796.

Thamhain, H. (2013). Building a collaborative climate for multinational projects. Procedia-Social
and Behavioral Sciences, 74, 316-328.

Taylor, R., & Davies, D. (2004). Aspects of training and remuneration in the accommodation
industry: A comparison between Australian and Singaporean providers. Journal of
European Industrial Training, 28(6), 466-473.

Tzafrir, S. S. (2006). A universalistic perspective for explaining the relationship between HRM
practices and firm performance at different points in time. Journal of managerial
psychology, 21(2), 109-130.

Tzabbar, Daniel, S. Tzafir& Y. Baruch (2016). A bridge over troubled water: Replication,
integration, and extension of the relationship between HRM practices and organizational
performance using moderating meta-analysis. Human Resource Management Review. Vol.
27, pp. 134-148.

Tzabbar, D., Tzafrir, S., & Baruch, Y. (2017). A bridge over troubled water: Replication,
integration and extension of the relationship between HRM practices and organizational
performance using moderating meta-analysis. Human  Resource  Management
Review, 27(1), 134-148.

Turner, J. R., & Miiller, R. (2003). On the nature of the project as a temporary
organization. International journal of project management, 21(1), 1-8.

Turner, R., Huemann, M., & Keegan, A. (2008). Human resource management in the project-
oriented organization: employee well-being and ethical treatment. International Journal of
Project Management, 26(5), 577-585.

Turner, R. J., Huemann, M., Anbari, F. T., &Bredillet, C. N. (2010). Perspectives on projects.
Routledge.

Tseng, F. H., Chou, L. D., & Chao, H. C. (2011). A survey of black hole attacks in wireless mobile
ad hoc networks. Human-centric Computing and Information Sciences, 1(1), 4.

Van Yperen, N. W., Hamstra, M. R., & van der Klauw, M. (2011). To win, or not to lose, at any
cost: The impact of achievement goals on cheating. British Journal of Management, 22, S5-
S15.

Way, S. A. (2002). High performance work systems and intermediate indicators of firm
performance within the US small business sector. Journal of management, 28(6), 765-785.

Weill, P., & Ross, J. W. (2004). IT governance: How top performers manage IT decision rights
for superior results. Harvard Business Press.

Wickramasinghe, V., & Liyanage, S. (2013). Effects of high performance work practices on job
performance in project-based organizations. Project Management Journal, 44(3), 64-77.

Wright, P. M., Gardner, T. M., & Moynihan, L. M. (2003). The impact of HR practices on the
performance of business units. Human resource management journal, 13(3), 21-36.

Wright, P. M., Gardner, T. M., Moynihan, L. M., & Allen, M. R. (2005). The relationship between
HR practices and firm performance: Examining causal order. Personnel psychology, 58(2),
409-446.

Wong, C. S., & Law, K. S. (2002). The effects of leader and follower emotional intelligence on
performance and attitude: An exploratory study. The leadership quarterly, 13(3), 243-274.

218



Journal of Tourism, Hospitality, and Services Industries Research (JTHS) Volume 4, No.1, June 2024

Wang, C., Ilyas, B., Ni, G., & Rasheed, M. L. (2023). Leveraging employee engagement and
creativity through ethical leadership: the role of employee ambidexterity in the hospitality
industry. Kybernetes.

Wang, Q., Azam, S., Murtza, M. H., Shaikh, J. M., & Rasheed, M. L. (2023). Social media
addiction and employee sleep: implications for performance and wellbeing in the
hospitality industry. Kybernetes.

Yousaf, S., Rasheed, M. 1., Hameed, Z., & Lugman, A. (2020). Occupational stress and its
outcomes: the role of work-social support in the hospitality industry. Personnel Review,
49(3), 755-773.

Yousaf, S., Rasheed, M. L., Kaur, P., Islam, N., & Dhir, A. (2022). The dark side of phubbing in
the workplace: Investigating the role of intrinsic motivation and the use of enterprise
social media (ESM) in a cross-cultural setting. Journal of Business Research, 143, 81-93.

Yousef, D. A. (2000). Organizational commitment as a mediator of the relationship between
Islamic work ethic and attitudes toward organizational change. Human Relations, 53(4),
513-537.

Zika-Viktorsson, A., Sundstro™m, P., Engwall, M., 2006. Project overload: an exploratory study
of work and management in multi-project settings. International Journal of Project
Management 24 (5), 385-394.

Zupan, N., &Kase, R. (2007). The role of HR actors in knowledge networks. International Journal
of Manpower, 28(3/4), 243-259.

Zadel, A., Skrt, 1., Cerinsek, G., &Poglajen, M. (2009, September). Mission, objectives and
activities of the Slovene university career centres. In DECOWE Development of
Competencies in the World of Work and Education: Conference Proceedings (pp. 143-146).

Zhang, Y., Rasheed, M. 1., & Lugman, A. (2020). Work—family conflict and turnover intentions
among Chinese nurses: The combined role of job and life satisfaction and perceived
supervisor support. Personnel Review, 49(5), 1140-1156.

Zhang, Y., Wu, S., & Rasheed, M. 1. (2020). Conscientiousness and smartphone recycling
intention: The moderating effect of risk perception. Waste Management, 101, 116-125.

219



