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Abstract

This quantitative predictive correlational study aimed to investigate the role of the
transformational leadership dimensions in successfully implementing big data analytics (BDA)
in data-driven business environments. The sample consists of 175 BDA implementation team
members in United States. The project success model (PSM) was used to assess the success
of BDA project implementation, and the Multifactor Leadership Questionnaire MLQ (5X-
short) was used to determine the perceived transformational leadership style dimensions of
team members. The results showed that three transformational leadership dimensions of
inspirational motivation, intellectual stimulation, and individualized consideration had a
significant and independent effect on the core constructs of the successful implementation
of the BDA project. In contrast, idealized influence did not significantly contribute to BDA's
successful implementation. Moreover, a further examination of individual transformational
leadership dimensions showed that individualized consideration has a considerable impact
on the core constructs of the BDA implementation success model when controlling for the
other dimensions. These findings suggest that implementing data driven applications, BDA
projects, may require a different approach to exert leadership excellence, and a
comprehensive approach with consideration of the various dimensions of transformational
leadership may be more effective in promoting acceptance and application of BDA
technologies.
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Introduction

Firms and organizations with a legacy record of success in conventional business
operations are searching for new ways to maintain their success level and improve functional
performance to compete well in data-driven environments. According to Davenport and Bean
(2024), various organizational functions are profoundly impacted by the changes and
challenges caused by data-driven business environments and employees’ negative attitudes
toward these changes. Business functions including marketing, finance, operations, human
resources, and supply chain management need revisiting to determine the predecessors'
successful performance and to add value within the increasing sizes, variation, rapidity,
veracity, and value of data (Dubey et al., 2019; Johnson, 2024; Smith, 2024). Davenport and
Bean (2024) asserted that businesses that are seeking to implement new technologies such
as artificial intelligence (Al), machine learning (ML), or deep learning (DL) to enhance business
functions may require assistance in selecting the proper means for leveraging predictive
analytics, utilizing real-time data analytics, benefiting from loT sensors, and improving
forecasting and decision making through advanced big data analytics (BDA) and the means to
reduce resistance to these advances.

A data-driven environment and the interest in benefiting from the tremendous
amounts of big data available in the business environment created a broad spectrum of
advantages of BDA that businesses can use. The acknowledged advantages of BDA
implementation include improving agility, innovation, and competitive performance (Corte-
Real et al., 2019; McAfee et al., 2012). Big data analytics (BDA) characterized by the 5 Vs (i.e.,
volume, variety, velocity, veracity, and value) is reinventing the way businesses extract
insights, make better decisions, improve performance, and gain a competitive edge (Duang-
Ek-Anong, 2019; McAfee et al., 2012; Moors & Rogiest, 2018). However, the advantages
gained through the insights brought forward by big data have added challenges and fear for
implementing BDA.

The emergence of big data analytics (BDA) in the contemporary business intelligence
landscape is one of the main building blocks for organizational success. Udeh et al. (2024)
posited that BDA provides organizations with the capability to harness the full potential of
their data assets. However, enjoying BDA advantages is not without challenges and anxiety.
Mikalef et al. (2020) highlighted the challenges that the core functions of BDA created in the
data-driven business environment. Employees show increasing fear, anxiety, and resistance
when required to implement new technology (Khasawneh, 2020).

The sheer volume of data generated daily necessitates new and scalable solutions for
how the human side of the organization handles, stores, and processes data. In addition,
leadership team members dealing with the velocity at which data is produced and the high
demands for real-time analytics capabilities require higher support and motivation.
Moreover, the variety of data, including structured and unstructured formats, requires real-
time assistance and training in handling flexible processing methods. To overcome the
challenges associated with implementing BDA, effective leadership is one of the key success
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factors that can provide the required role model, care, inspiration, encouragement, support
and motivation. Proper leadership can help guide the implementation of BDA projects and
ensure their acceptance by the employees (Khasawneh, 2020; Schepers et al., 2005).

Successfully implementing projects in high-performing industries, especially within big
data-driven environments, is attracting considerable interest (Grover et al., 2018). The
introduction of computers in the 1970s led to changes in the workplace that are estimated to
have incurred costs exceeding $4 billion. In the following decades, particularly the 1980s and
1990s, the introduction of new technologies resulted in even greater losses stemming from
unsuccessful implementations and the anxiety associated with adopting these innovations
(Khasawneh, 2020). Today, the phenomenon known as "dataphobia" is more prevalent than
ever, contributing significantly to even larger losses. Addressing the non-technical and human
factors within organizations can play a vital role in fostering effective leadership for BDA
implementation projects.

Transformational leadership style, more than any other leadership style, is effectively
contributing to business resilience, agility, and the development of high-reliability
organizations (Jiang et al., 2017; Judge & Piccolo, 2004; Lowe et al.,1996; Wang et al., 2011).
Deinert et al. (2015) explained the high impact of transformational leadership as due to the
ability to address issues that are relevant in data-driven, risky, changing, and uncertain work
environments. Popovi¢ et al. (2018) highlighted the role of transformational leadership
support in enabling, facilitating, and enhancing the successful implementation of BDA
projects. Despite the growing interest of researchers and practitioners in the effective role of
leadership in today’s business life, the contributions of the dimensions of the
transformational leadership style to data-driven project-related outcomes are still under
investigated (Abbas & Ali, 202; Bass & Avolio, 1993). Aga et al. (2016) pointed to the scarcity
of empirical testing of the direct and indirect relationships between transformational
leadership style dimensions and project success and the crucial need to test such
relationships, especially in a data-driven business environment.

Even though prior literature indicated that transformational leadership style
contributes positively to employees' engagement level and helps exert higher levels of effort
that guarantee more effective performance in risky and less tested business environments,
there is scant research explaining the way the four behavioral dimensions of transformational
leadership contribute to this success (Avolio et al., 1999; Gandolfi & Stone, 2018; Jiang et al.,
2017; Moors & Rogiest, 2019). Several researchers highlighted the need for more efforts to
identify how transformational leadership dimensions drive change, especially the successful
implementation of BDA projects in the data-driven business environment (Abbasi et al., 2016;
Alkordi, 2024; Migliore & Chinta, 2017; Mikalef et al., 2020). Additionally, Dastane (2020)
indicated that despite the high demand for investigating transformational leadership style
and organizational project success implementation, no known research explains how the
individual behaviors of transformational leadership style may contribute to the successful
BDA implementation. Moreover, Avolio et al. (2004) emphasize that a more concerted effort
is required to explore the process and boundary conditions for transformational leadership
leading to effective work outcomes, increased satisfaction, and extra work.
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The present study investigates further the underlying contribution of the four
dimensions of the transformational leadership style to the successful implementation of BDA
projects in the data-driven business environment of the industry.4.0 era in the United States.
Bass and Riggio (2006) explained that transformational leadership style as it occurs in practice,
i.e., through utilizing followers physical, intellectual, and emotional capabilities to perform
beyond normal expectations, stimulating them to be creative and innovative, and developing
their collective leadership capacity to contribute to higher levels of organizational outcomes.
Effective leadership fosters innovation by creating an environment that encourages creativity,
risk-taking, and collaboration, while providing clear vision, resources, and support for
innovative initiatives, adapting leadership styles to different innovation stages, and
embracing technological advancements (Oke et al., 2022; Kesting et al., 2021; Hughes et al.,
2023).

In today's fast-paced, data-driven world, leaders are required to possess
competencies that align with these evolving data-driven business demands. Kane et al. (2019)
underscore the critical need to understand the behaviors that enable leaders to excel in high-
technology environments, particularly in motivating their teams to adopt new, data-oriented
technologies. Furthermore, Prince (2017) argues that the challenges and opportunities of the
Industry 4.0 era necessitate a deeper exploration of effective leadership practices in data-
centric organizations. Yet, despite this pressing need, there remains a significant gap in
research concerning which of the four transformational leadership style dimensions most
effectively drives change management within data-driven businesses (Ghadi et al., 2023;
Morgan, 2022). Additionally, Bradshaw (2022) highlights that contemporary studies have
primarily concentrated on the broader effects of transformational leadership on change
management, rather than delving into the specific contributions of idealized influence,
inspirational motivation, intellectual stimulation, and individualized consideration.
Addressing this gap is essential for harnessing the full potential of leadership in the era of big
data.

Understanding the level of influence that individual transformational leadership style
dimensions of idealized influence, inspirational motivation, intellectual stimulation, and
individualized consideration have on the successful implementation of BDA projects adds to
the clarity of a better theoretical discourse of this relationship. In addition, a clear
understanding of how transformational leadership behavior affects leadership outcomes in a
data-driven business environment can provide practical guidance for organizations operating
in Industry 4.0 settings interested in adopting BDA and reaching the full potential of
transformational leadership behaviors.

In response to the calls for further research, this study takes a focused approach by
utilizing a quantitative methodology and a predictive correlational design to investigate how
the key dimensions of transformational leadership—idealized influence, inspirational
motivation, intellectual stimulation, and individualized consideration—impact the successful
implementation of Big Data Analytics (BDA) projects in data-driven business environments.
This research is essential aiming to answer crucial questions that can guide organizations in
effectively harnessing leadership strategies to enhance their BDA initiatives:

1. Do individual transformational leadership dimensions predict the successful
implementation of BDA projects?
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2. Which transformational leadership dimensions contribute more to the data-driven BDA
successful implementation.

3. To what extent can transformational leadership dimensions pave the way for increasing
followers’ engagement in the activities of BDA implementation?

The remaining structure of this article is arranged as follows. Next, Section 2 presents
the theoretical framework, followed by Section 3, research method, hypotheses, and
conceptualization followed by a description of research methodology detailed in Section 4.
Thereafter, Section 5 presents data analysis with results. After that discussion of the findings
and implications is presented in Section 6 followed by the presentation of the conclusion,
limitations, and future research scope in Section 7.

Theoretical Framework

This quantitative study intends to expand the evidence regarding the correlates
between transformational leadership style dimensions of idealized influence, inspirational
motivation, intellectual stimulation, and individualized consideration and the successful
implementation of BDA projects in companies operating in the United States. Therefore, two
outstanding theoretical foundations are identified as most appropriate to support this study:
BDA project success model and the full range transformational leadership theory (FRLT).

BDA Project Success

The conceptualization of success in conventional projects (non-data-driven) has
historically been established and delineated around tangible triangle criteria of time
compliance, cost reduction, and quality improvement (Asree et al., 2019). The Project
Management Institute (PMI) advances the project success concept viewing it as the
equilibrium achieved among the conflicting requirements of project success combining
tangible and non-tangible success criteria. PMI (2017) identified two additional intangible
criteria (e.g., quality and stakeholder satisfaction) to measure project success. Within the
framework of big data analytics (BDA) projects, stakeholders have not yet reached a unified
consensus regarding the criteria defining project success. Jiang et al. (2017) explicated the
absence of unanimity in determining project success criteria, attributing it to divergent
benchmarks and ambiguous evaluation criteria within the diverse stakeholders involved in
the project evaluation. This underscores the imperative for further inquiry into the
requirements for success in innovative and data-driven settings.

The criteria for success in data-driven projects were derived from earlier conventional
project success factors. In previous studies, several types of project outcomes (time, cost,
quality, scope, and results) were suggested (Hwang & Boo, 2018; Jiang et al., 2017; Khan et
al., 2013). To confirm this conclusion, Raziq et al. (2018) posited that project success cannot
be viewed as completing projects within the defined scope, time, and cost only. It also
includes gaining customer acceptance, stakeholder satisfaction, commercialization, and
future project opportunities. Khan et al. (2013) developed a success model that achieves
symmetry by integrating hard and soft factors and evaluating project success across five
dimensions.

Khan et al. (2013) research shows that existing project success factors and success
criteria cannot be used without looking at the context in which they were developed,
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including data-driven contexts and technology-oriented environments. They identified seven
dimensions of project success in literature including project efficiency, impact on the project
team, impact on customer business success, preparing for the future, project profile, and
stakeholder satisfaction. Moreover, Khan et al. (2013) suggested five dimensions to measure
project success concentrating on business context. Joslin and Miller (2016) improved Khan
etal.'s (2013) model of project success, and the criteria identified by these researchers include
project efficiency, organizational benefit, project impact, future potential, and stakeholder
satisfaction. The current study used Joslin and Midller's (2016) unitary five-factor project
success criteria to measure the successful implementation of BDA projects.

These unified project success criteria comprise efficiency, organizational benefit,
project impact, future potential, and stakeholder satisfaction. Joslin and Miller (2016)
defined these constructs in the following way. Efficiency is the degree to which the project
optimally utilizes the most cost-effective resources to generate outputs of the desired quality.
Organizational benefit pertains to the degree to which the project achieves its objectives.
Impact encompasses both positive and negative changes instigated by the project, whether
intentional or unforeseen, and whether occurring directly or indirectly. As outlined by
Shenhar and Dvir (2007), future impact denotes the degree of enhancement, motivation, and
improvement in an organization's capacity to undertake project work in subsequent
endeavors. Turner and Zolin (2012) defined Stakeholder satisfaction as the degree to which
the project aligns with the priorities of the target group, sponsor, steering committee, and
client. Even though this project success model proved to have high consensus among
interested researchers, it needs further investigation to fit BDA projects in data-driven
environments and Industry 4.0 requirements.

Transformational Leadership

Describing a high-profile leader, Bass and Stogdill (2006) state that he is someone who
catches the interest and imagination of the individual workman, business community, and the
general public. For a leader to be viewed as a high-profile leader, particularly in the data-
driven, high-tech business context, is the extent of the ability to challenge followers to
perform beyond normal expectations, to stimulate them to be creative and innovative, and
to develop their collective leadership capacity (Hosen et al., 2024). Maxwell (2022) argues
that as businesses and their environments become more complicated, successful leaders
distribute leadership all over the organization to do what is needed to get the job done not
only at the top level of the organization but at all levels and by any individual. Several theories
attempted to describe leadership styles and the different ways to influence followers;
however, the transformational leadership style gained the most attention in the field of
leadership.

Transformational leadership has emerged as one of the most effective leadership
styles contributing to positive outcomes for organizations in rapidly changing business
environments (Cao & Le, 2022; Ghadi et al., 2023). Recent research has emphasized the
effectiveness of transformational leadership in inspiring and motivating employees to
perform in ways that create meaningful change, particularly in today's rapidly evolving digital
era (Usman, 2020). Usman (2020) added that this leadership approach has been found to
inspire followers, motivate them to achieve change goals beyond expectations, and
effectively address the human side of change. Researchers studied transformational
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leadership style and its positive outcomes as a unitary construct and an increasing number of
researchers found it is more relevant to study the individual transformational leadership
dimensions and their influence on organizational outcomes including organizational
commitment, job satisfaction, perceived extra effort, and weighted effectiveness (Aga, 2016).

Burns (1978) viewed transformational leadership as a two-way process where leaders
and followers elevate one another to higher levels of morality and motivation, inspiring
change and pursuing collective goals achievement beyond self-interest. Bass (1985) builds on
the views of Burns of transformational leadership style concentrating on the leader’s ability
to motivate their followers to accomplish more than they originally planned to by raising
followers’ awareness, transcending followers’ self-interest to include their team and
organization, and meeting followers' needs. According to Bass (1999), transformational
leaders use four behavioral components of individualized consideration, intellectual
stimulation, inspirational motivation, and idealized influence to achieve higher performance
levels. Transformational leadership adds value to business contexts by inspiring and
motivating employees to go beyond the norms of previous performance, helping their
employees solve problems by challenging them to approach them from new and different
angles, and fostering innovation, thus enhancing their engagement, and driving
organizational performance, and individual growth, shared vision, and adaptability to change
(Buil et al., 2019; Wood, 2019). Buil et al. (2019) study related transformational leadership
dimensions to the increased adaptability to change.

While there is a paucity of studies investigating the relationship between
transformational leadership dimensions and the successful implementation of BDA projects,
several studies investigated only one or more variables (Vorecol, 2024; McKinsey & Company,
2022; Al Qatawneh, 2018). Vorecol (2024) found that transformational leaders have a positive
influence on their employees during periods of change including BDA implementation.
Transformational leadership continues to be a prominent and influential construct in
organizational research (e.g., Al-Husseini et al., 2021; Andoko et al., 2024; Avolio et al., 1999;
Bass, 1985; Buil et al., 2021; Cao & Le, 2022; Groselj et al., 2021), but most researchers
focused on investigating transformational leadership as a unitary construct, rarely as a
multidimensional construct.

The current study investigates transformational leadership as a multidimensional
construct (e.g., idealized influence, inspirational motivation, intellectual stimulation, and
individualized consideration) and argues that these leadership behaviors positively contribute
to the successful implementation of BDA projects in data-driven contexts. These four
dimensions of the transformational leadership style reduce resistance to change, and fear,
and increase the level of engagement of employees by elevating influencing, charming,
thinking, and caring (Algatawenh, 2018). The following is a brief description of the four
constructs of transformational leadership.

Idealized influence is the degree to which leaders set an example for followers to
respect, trust, admire, and identify with due to their self-confidence, vision, and passion as
they show persuasive insights into followers' needs, hopes, and values (Anderson & Sun,
2017; Judge & Piccolo, 2004; Lan et al., 2019). Idealized influence contains two aspects:
leaders' actual behaviors and attributed behaviors by followers (Bass & Riggio, 2006). Bass
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and Riggio (2006) described actual leaders' behaviors as showing distinctiveness,
trustworthiness, respectfulness, and admirability each time they approached a work setting.
On the other hand, followers' observation of recurrent leaders' behaviors contributes to
describing leaders as having extraordinary capabilities, persistence, and determination.
Therefore, they identify with and want to emulate them (Bass & Riggio, 2006). However, it is
not definitely known whether this tendency contributes to successfully navigating new
situations.

Recent research has focused on the relationship between transformational leadership
and followers' innovative behavior, which may provide insights into this question. Ghadi et al.
(2023) found that transformational leadership indirectly influences employee innovative
behavior by increasing employees' commitment to organizational change. This suggests that
the imitation of leader behaviors may play a role in adapting to new situations such as BDA
implementation projects, but the direct link remains unclear.

The second dimension of transformational leadership is inspirational motivation (IM).
IM refers to a leader’s ability to communicate in a clear way that unites followers and guides
their efforts toward the achievement of organizational goals (Djourova et al., 2022). It is also
the degree to which leaders use their charms to convey the goal of the organization and,
provide meaning for current tasks and, set a clear vision, communicate aspirations, resulting
in follower's optimism and hope for the future of the organization (Anderson & Sun, 2017;
Judge & Piccolo, 2004; Lan et al., 2019). Clear communication with followers can pave the way
for exerting higher levels of performance that lead to organizational benefits and satisfaction.
Recent studies have emphasized the crucial role of effective communication in enhancing
organizational performance and employee engagement. Ghadi et al. (2023) found that the
clear communication component of inspirational motivation, indirectly influences employee
targeted behavior by increasing commitment to organizational change. Additionally, research
has shown that inspirational motivation effective internal communication strategies
positively impact organizational commitment and engagement in institutions (Avotra et al.,
2022).

Leaders using inspirational motivation enthuse followers with challenge and
persuasion, providing meaning and understanding for the tasks (Bass & Riggio, 2006). Bass
and Riggio (2006) stated that leaders perform their tasks in a way that motivates and affects
employees around them. Leaders give meaning and challenge followers to question their
long-accepted routines as they can see their tasks differently. This approach is particularly
evident in transformational leadership, where leaders inspire and motivate followers to
achieve change goals beyond expectations creating higher levels of stakeholder satisfaction.
Zhao et al. (2021) found that this dimension is the primary driver of transformational
leadership.

Intellectual stimulation (IS) is how leaders encourage subordinates to enhance their
knowledge and creativity and ponder deeply about problems (Judge & Piccolo, 2004; Lan et
al., 2019). It refers to the leader’s ability to bring out the intellectual potential of followers by
challenging assumptions, encouraging creativity, and providing innovative ideas (Avolio, Bass,
& Jung, 1999). The main goal of a leader using intellectual stimulation is to expand the
followers' awareness of their potential and the ability to recognize their competencies (Bass
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& Riggio, 2006). Bass and Riggio (2006) posited that leaders seek to stimulate their followers'
efforts to be innovative and creative. Leaders can help followers reach higher levels of
stimulation by questioning assumptions, reframing problems, and approaching old situations
in new ways (Bass & Riggio, 2006). This helps followers see their tasks and abilities in an
entirely innovative way and helps them to perform well and add to organizational
effectiveness and benefit.

Recent research has highlighted the significant impact of intellectual stimulation on
employee creativity, performance, and organizational outcomes. Thuan (2020) found that
leader intellectual stimulation positively influences followers' creative performance by
developing followers' creative ability and enhancing job autonomy. Furthermore, intellectual
stimulation has been shown to foster an environment where employees are encouraged to
think critically, challenge assumptions, and develop innovative solutions to problems (Ghadi
et al., 2023). This leadership approach not only enhances team learning but also contributes
to increased employee commitment and trust in leadership (Thuan, 2020), and thus plays a
major role in the successful implementation of BDA projects.

Individualized consideration (IC) is the leader's focus on the individual needs of
followers, respecting and listening to their concerns, and monitoring their behaviors
extending assistance and help as needed (Judge & Piccolo, 2004; Lan et al., 2019). Leaders
pay more attention to each need, behave practically, and consider individual differences
when assigning tasks to followers (Zuberbuhler et al., 2024). Roy (2024) indicated that leaders
identify employees' needs and provide practical guidance through coaching and mentoring.
This is most influential at times of anxiety or when new technologies (e.g., BDA) are being
implemented. Leaders also demonstrate acceptance of employees’ negative attitudes and
deviant behaviors by treating them according to their individual and different needs (e.g.,
some employees receive more encouragement, some more autonomy, others firmer
standards, and still others more task structure) (Bass & Riggio, 2006).

Caring for employees' needs can lead to a stage where all employees are engaged and
fully participating in achieving organizational goals. Recent research supports this notion,
highlighting the importance of employee well-being and engagement in organizational
success. Ghadi et al. (2023) found that transformational leadership, caring for employees'
needs, indirectly influences employee innovative behavior by increasing commitment to
organizational change including BDA implementation projects. Furthermore, studies have
shown that prioritizing employee well-being and creating a positive work environment can
significantly enhance employee engagement and alignment with organizational objectives
(Avotra et al., 2022).

Research Model and Hypotheses

This section includes the conceptual framework and hypotheses of the study. In
addition, it presents the relationships between the variables in the study. Fig. 1 depicts the
conceptual framework of the study. The study argues that transformational leadership style
dimensions have variable relationships with the successful implementation of BDA project.
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Transformational Leadership Style
(Avolio & Bass, 2004)

]

Idealized influence

Individualized consideration —- BDA implementation Model Improved
(Joslin & Muller, 2016) - performance

Intellectual stimulation

Inspirational motivation —_—

Figure 1. The Conceptual Framework of the Study
Source: Created by the authors based on Alkordi (2024)

Transformational Leadership and BDA Project Success

Even though most studies show that transformational leadership (TL) has a significant
impact on the successful implementation of BDA (Judge & Piccolo, 2004; Lowe et al., 1996;
Moors & Rogiest, 2019; Wang, et al., 2019), recent research results indicate that this relation
is contradictory (Zhao et al.,, 2021). While the mainstream literature shows a positive
relationship between TL and project success, some studies are reckoning that the project’s
successful realization will be hindered by TL (Langfred, 2004; Tajasom et al., 2015). Moreover,
there are apparent conflicts in the strength, direction, and statistical significance of the
relationship between transformational leadership and project success in most studies, which
creates confusion in theory and practice. As a result, a further investigation of the main
constructs of the transformational leadership style may provide the needed answers to this
confusion.

Researchers are investigating further transformational leadership style as a unitary
construct while conflicting results call for the investigation of individual components of the
transformational leadership dimensions of technology implementation. Recent studies have
highlighted the complex relationship between transformational leadership and technology
integration in various organizational contexts. Ghadi et al. (2023) examined the role of
transformational leadership in fostering followers' innovative behavior, which is closely
related to technology adoption. Their study emphasized the importance of considering
mediating factors such as commitment to change and organizational support for creativity
when considering transformation leadership as a unitary construct. However, Mgqibi (2019)
noted that while transformational leadership as a whole is associated with organizational
change effectiveness, individual components of transformational leadership were not
statistically significant in their study, suggesting the need for further investigation of
dimensions.This study add to leadership literature by shedding more light on
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transformational leadership style dimensions to gain more understanding of this leadership
style and its potential.

Viewing the transformational leadership style as it occurs in practice involves
accumulating increasing attention to the task at hand, including the innovative and successful
implementation of BDA projects. Gandolfi and Stone (2018) pointed out that the concept of
leadership styles, the least addressed concept in leadership literature, involves an intentional
selection of a certain approach to address employees’ physical, emotional, and intellectual
abilities to elevate the task at hand to move from the current situation to the future desired
situation. Therefore, this study aims to identify how transformational leadership style
dimensions are addressed to elevate the task at hand identified as the implementation of BDA
projects, and how these leadership style dimensions address employees’ physical,
intellectual, and emotional abilities to achieve success.

The literature shows that transformational leadership positively correlate with BDA
implementation project success (Buckle, 2020; Nji, 2021). Buckle (2020) found that a
transformational leadership style correlates positively with a vision for implementing big data
analytics. Transformational leadership style elevate the task at hand and transforms
employees into being team-centered by transforming their long-established ideals, morals,
values, and interests, motivating them to perform better than initially expected (Avolio &
Bass, 2004; Bass, 1985). Transformational leaders are both inspired and inspiring, taking a
proactive stance as they strive to optimize development and innovation at the individual,
group, and organizational levels, rather than merely achieving expected performance
outcomes (Avolio & Bass, 2004). Such leadership fosters a long-term relationship between
leaders and followers, reflecting strategic orientations and interactions that align with the
long-term objectives essential for successful BDA implementation (Moors & Rogiest, 2019).
This environment is expected to encourage BDA project team members to exert sustained
effort toward achieving project success (Hussain et al., 2017).

Due to the vast changes in the business environment and the uncertainty created by
big data, transformational leadership is gaining increasing empirical consensus that it is more
effective than any other leadership style (Deinert et al., 2015; Judge & Piccolo, 2004). With
this increasing agreement on the superiority of transformational leadership style to achieve
results in a changing environment, transformational leadership theory still needs consistent
results regarding its four dimensions (Bass & Avolio, 1993). Deinert et al. (2015) highlighted
that the usefulness of the concept's four-factor structure has recently been called into
guestion. Bass (1985) identified four transformational leadership dimensions that leaders
utilize to elevate task at hand and achieve success through a solid and impactful future
strategic vision, inspirational motivation, intellectually challenging employees physical,
emotional and intellectual abilities, and caring about their individual needs.

Transformational leadership literature emphasizes the significance of this leadership
style in guiding organizations from their current state to a desired future state. Gandolfi and
Stone (2018) underscore the importance of intentionally selecting a leadership approach that
addresses employees' physical, emotional, and intellectual capabilities, enabling them to
successfully perform their tasks. This process is essential for transitioning from the status quo
to the desired outcome. However, the specific ways in which each dimension of
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transformational leadership contributes to this success remain unclear. This study aims to
address this gap and may provide valuable insights into the existing literature in this field.

Idealized influence leadership was found to be positively correlated with
organizational outcomes such as organizational commitment project success, and
organizational performance (Cavazotte et al., 2012; Farea, 2021; Parr et al., 2013). Farea
(2021) studied the relationship between transformational leadership factors and the
successful implementation of government projects in Saudi Arabia and found that idealized
influence improves progress and ultimately impact project success in the public domain.
Cavazotte et al. (2012) found an indirect relationship between idealized influence and
organizational performance. Idealized influence leadership thus plays a significant role in
anticipating the improvement of organizational outcomes.

In addressing employees’ physical, emotional, and intellectual abilities and attempting
to move the organization from the current to the future desired situation, idealized influence
uses role modeling behaviors and puts the group's values and interests above the leader's
values and interests, fostering entrepreneurial and innovative performance (Tajasom et al.,
2015). Idealized influence is where the leader becomes a role model, demonstrating the
qualities of trust, honesty, enthusiasm and so on (Farea, 2021). According to Bass and Riggio
(2006), leaders significant idealized influence or their willingness to take risks and staying
consistent rather than arbitrary by demonstrating high ethical and moral conduct standards
increase the chances of succeeding in performing the task at hand. Therefore, the following
research hypothesis is proposed:

Hypothesis 1. /dealized influence positively influences the successful implementation of BDA
projects.

Prior research indicates a significant relationship between individualized
consideration and various dimensions of project success, innovative behaviors, and overall
organizational outcomes (Deinert et al., 2015; Farea, 2021; Gumusburun, 2022).
Individualized consideration prioritizes understanding and addressing employee needs—
physical, emotional, and intellectual—thereby fostering an environment where employees
feel secure and motivated to exert greater effort in their tasks. Judge and Piccolo (2004) noted
that leaders who are attuned to their followers' needs, can respond effectively, and possess
strong mentoring capabilities tend to enhance overall performance.

In high-tech or data-driven work environments, employees frequently confront a
range of psychological challenges and require support to navigate these difficulties. Leaders
who acknowledge and actively address their employees' intellectual, emotional, or
psychological needs are better positioned to build trust, acceptance, and competence within
their teams (Farea, 2021). The individualized consideration component of transformational
leadership has been shown to significantly enhance job satisfaction, which is closely linked to
project success (Long et al., 2014). Deinert et al. (2015) emphasized the necessity for leaders
to be sensitive to the anxieties that employees may experience and to address these concerns
on an individual basis, which can lead to improved project outcomes. Therefore, the following
research hypothesis is proposed.

Hypothesis 2. Individualized consideration positively influences the successful implementation
of BDA projects.

987



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 15, No. 01, 2025, E-ISSN: 2222-6990 © 2025

Chebon et al. (2019) demonstrated that intellectual stimulation significantly boosts
employee performance. Their research indicates that when leaders cultivate creativity and
innovation while challenging established work practices, they can drive higher levels of
employee performance and productivity. Furthermore, Wagude and Ndiritu (2015)
established a positive link between intellectual stimulation and effective conflict resolution,
as well as the successful execution of Consultancy Development Fund (CDF) projects. Chang
(2021) highlighted the essential role of intellectual stimulation in pushing employees to
rethink their ideas and approaches, a practice that is crucial for enhancing their skills and
ultimately elevating performance in the public sector. In addition, Ondari et al. (2018)
explored the impact of intellectual stimulation leadership on the organizational performance
of state corporations in Kenya. The findings revealed that intellectual stimulation is a
fundamental driver of performance in public and private organizations. Accordingly, we
propose the following research hypothesis. Thus, the following research hypothesis is
proposed.

Hypothesis 3. intellectual stimulation positively influences the successful implementation of
BDA projects.

Nubuor et al. (2014) conducted research to examine the impact of transformational
leadership style on strategic projects in large-scale banks in Ghana. The research findings
indicated that inspirational motivation is the highest predictor of banking project success,
followed by individual consideration, intellectual stimulation, and idealized influence. Heller
et al. (2017) studied the moderators of the relationship between leaders' inspirational
motivation behaviors and extra effort outcomes. The study found that leaders' use of
inspirational motivation behaviors correlates positively with team members' level of extra
effort when moderated by other leadership components. Ferozi and Chang (2021) indicated
that inspirational motivation or addressing employees’ abilities by identifying and articulating
a vision and creating a meaningful workload by identifying goals lead to success. Thus, the
following research hypothesis is proposed.

Hypothesis 4. Inspirational motivation positively influences the successful implementation of
BDA projects.

Methods and Measurement
Research Setting and Participants

Projects can be classified into different categories, and this study considers BDA
implementation projects. These projects aim to improve the success level of change
management for organizations implementing BDA projects in terms of project efficiency,
organizational benefit, project impact, future potential, and stakeholder satisfaction (Joslin &
Muller, 2016). The deliverables of the successful implementation of BDA projects include
accomplishing goals that enhance the effectiveness and efficiency of human efforts and their
satisfaction and give firms a competitive edge (Ahmad et al., 2022).

The unit of analysis for this study was leaders. A unit of analysis refers to the entity
being studied whether it is a person, collective, or object that is the target of the investigation
(Nayak & Singh, 2021). The primary purpose of such investigation is to assess relationships or
differences, with individuals being the most frequently used (Lewis-Beck et al., 2004).
Sampling criteria for selection included participants based in the United States, working full-
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time in a leadership role, participating in one BDA project implementation in the past two
years, and being direct supervisors/managers above the project management team.

Research Approach

The research method selected as the most appropriate for conducting this study is the
guantitative method. The decision was based on the quantitative method's characteristics
and functions, including involving many observations, establishing empirical relationships,
and using numerical data and statistical processes to represent and evaluate research
observations (Nayak & Singh, 2021). The rationale for using this method was based on the
theoretical framework supporting this study. It was also based on addressing the questions
and the problem of determining if or to what extent transformational leadership style
dimensions of project management team members predict the success of BDA project
implementation.

This study could employ either qualitative or quantitative methods. However, a
guantitative approach was chosen over the qualitative alternative. While both methodologies
aim to examine a phenomenon, quantitative methodology relies on numerical measurements
to explore relationships, whereas qualitative methodology focuses on perceptions to
understand those relationships (Basias & Pollalis, 2018). The primary goal of the study was
not to analyze participants' open-ended responses but rather to investigate statistical
evidence to determine whether correlations exist among the quantified variables related to
the dimensions of transformational leadership style and the successful implementation of big
data analytics (BDA).

This study uses questions, hypotheses, and statistical analysis of responses, central to
the quantitative approach. This study obtains data from senior management executives who
have implemented big data analytics projects in the last two years or are implementing one.
SurveyMonkey, one of the research panel companies, was used to collect data results using
both the MLQ and the PSS surveys to examine both transformational leadership style
dimensions (Avolio & Bass, 2004) and the successful implementation of big data analytics
(Joslin & Miller, 2016). This researcher seeks to identify which transformational leadership
dimensions influence the successful implementation of big data analytics. The quantitative
methodology uses normal variables, seeks to identify relationships, and uses theories to
support the research findings. These characteristics were consistent with the quantitative
approach and further justified using a quantitative approach for this study.

Sample

A total of 145 participants from leading companies in the United States contributed to
this survey, revealing a diverse and dynamic group: 64.5% of respondents identified as female
and 35.5% as male. With ages spanning from 18 to over 65, this sample represents a wealth
of perspectives. Notably, the majority of participants possess advanced education, with 23%
holding a bachelor's degree and an impressive 28.8% having attained master's or doctorate
degrees. This range of qualifications is reflected in the various roles participants occupy,
including IT specialists, business development executives, big data engineers, big data
analysts, project managers, and operations managers. For a detailed overview, please refer
to Table 1, which presents the sample's descriptive data. Importantly, to maintain participant
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confidentiality, no names or email addresses were collected, ensuring that responses remain
completely anonymous and untraceable to any individual.

Table 1
Respondents Characteristics
AGE REQUENCY PERCENTAGE
18-24 24 14.0 %
25-34 28 16.3%
35-44 38 22.1%
45-54 34 19.8%
55-64 16 9.3%
65+ 5 2.9%
Gender
Male 61 35.5%
Female 111 64.5 %
EDUCATIONAL QUALIFICATION
High School Diploma 41 23.8%
Associate Degree 17 9.9%
Bachelor’s Degree 41 23.8%
Master’s Degree 36 20.9%
Doctoral Degree 13 7.9 %
65+ 5 29%
DESIGNATION
Business Development26 15.1%
Executive
IT specialist 17 9.9%
Big Data Engineer 9 52%
Big data analyst 14 8.1%
Project manager 18 10.5%
Operation manager 19 11.0%
Other Project management65 37.8%
Related
EXPERIENCE
1-5 52 30.2%
6-10 41 23.8%
11-15 17 9.9%
16.20 10 5.8%
21-25 4 2.3%
26 and over 19 11.0%
Total Respondents 145 100%
Study Survey

Primary data were collected anonymously on the SurveyMonkey platform, a well-
known online platform panel (OPP), from a random sample of 145 BDA implementation team
members, and respondents recruited from the United States. A survey link is created after
signing an agreement with SurveyMonkey Platform that includes instructions on how to fill
out the survey and there is no time limit to fill it. Participants were informed that their
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participation in this study was completely voluntary and they had the right to refuse to
participate and/or leave the study at any time without penalty.

Random sampling was used in collecting the data for this study; the sample consisted
of leaders in companies who have participated in the BDA project implementation process
within the past two years, who are based in the United States, working full-time in a
leadership role, participating in one BDA project implementation in the past two years, and
being direct supervisors/managers above the project management team (see Table 2,
inclusion/exclusion criteria).

Questionnaire Development
Transformational Leadership Scale

To measure transformational leadership dimensions, this study adopted The Multi-
Factor Leadership Questionnaire MLQ ((5X Short), a popular and well-validated scale
developed and later improved by (Avolio & Bass, 2004). The MLQ (5X Short)-Transformational
leadership scale - a 16-item questionnaire- four items to measure each transformational
leadership dimension: idealized influence, inspirational motivation, intellectual stimulation,
and individualized consideration (Avolio & Bass, 2004). The instrument demonstrates a
commendably high Cronbach alpha coefficient of 0.949. This study utilized a five-point Likert-
type scale, with scale responses spanning from 1 (not at all) to 5 (frequently, if not always).

Big Data Analytics Implementation Scale

The scale for measuring big data analytics (BDA) implementation was adopted from
Joslin and Muller (2016). It consists of a 25-item questionnaire that assesses five dimensions
of project implementation success: project efficiency (5 items), organizational benefit (5
items), project impact (5 items), future potential (5 items), and stakeholder satisfaction (5
items).

Responses to the items are rated on a five-point Likert scale, ranging from 5 (strongly agree)
to 1 (strongly disagree). The lowest possible score on the BDA implementation scale is 25,
while the highest is 125. A higher score indicates a greater level of success in BDA project
implementation. The reported internal consistency, measured by Cronbach’s Alpha, for this
scale is 0.915.

991



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 15, No. 01, 2025, E-ISSN: 2222-6990 © 2025

Table 2
Sample Inclusion/Exclusion Criteria
No Inclusion /Exclusion Criteria
1 The participant must be a leader with a direct line of authority (in the
organizational structure) and responsible for implementing the BDA project
(functionally).
2 Participants must be working in a company located in the United States.
3 Participants must be working full-time (a minimum of 40 hours weekly) in their
leadership roles.
4 Participants must have participated in the BDA and implemented a project
within the last two years.
5 Participants' tenure with the company is for at least two years (to understand
the company outcomes).
6 Participants must be at least 21 but at most 65.
7 Participants must be willing to answer demographic questions related to age,
gender, education, job title, and tenure.
Data Analysis

Pearson bivariate correlation, multiple linear regression, and hierarchical multiple
regression were employed to assess the strength and direction of the relationship between
the dimensions of transformational leadership and the successful implementation of big data
analytics (BDA) projects. All statistical analyses were conducted using SPSS (Version 28).
Additionally, the independent influence of transformational leadership was examined. The
reliability and internal consistency of the scales used in this study were tested using
Cronbach’s Alpha coefficient. Any scales that did not meet the established reliability
standards were discarded. Furthermore, the dataset was checked for missing variables and
outliers.

Results
Data Cleaning

Improving and cleaning data is a necessary step that precedes data analysis. Alita et
al. (2021) viewed data cleaning as improving data quality by detecting, modifying, replacing,
or deleting duplicate, incomplete, incorrect, or irrelevant data. Cleaning data and preparing
it for further analysis went through several steps. First, importing the cleaned and prepared
data set into an Excel sheet before running statistical tests. Second, checking for and deleting
duplicates. A visual test for duplicates was carried over. Four duplicate answers were
identified through this inspection and were deleted. The third step was a visual inspection of
the raw data for blank cells in every question that requires an answer. The fourth step
comprised searching unusual points and detecting outliers. In steps three and four, zero cases
were removed for incompleteness or unusual values. After ensuring the data set was cleaned
from duplicates, incomplete, and missing values, it was exported to SPSS version 28 for
additional analysis. All duplicate, incomplete, and ineligible cases were removed from the
total cases (see Table 3).
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Table 3

Cases of Removed Data
Reason for removal n
Did not Agree to Informed Consent 22
Agreed to Informed Consent and Left 1
Duplicate Answers’ 4

Total Participants Who Did Not Meet Study Screening Criteria 27

Study Model Overall Fit

Model overall fit is a measure of how well a statistical model represents and explains
the observed data, typically assessed through various indices and tests to determine the
model's accuracy, reliability, and predictive power. Multicollinearity in regression analysis
occurs when independent variables are highly correlated, potentially affecting the
interpretation of individual variable effects on the dependent variable. In this study’s model
that examines transformational leadership dimensions, the Variance Inflation Factor (VIF) and
Tolerance values provided insights into the degree of multicollinearity. Idealized Influence
shows moderate multicollinearity with a VIF of 3.589 and a Tolerance of 0.295, indicating
some correlation with other predictors. Inspirational Motivation exhibits similar levels of
multicollinearity (VIF 2.399, Tolerance 0.239), as does Intellectual Stimulation (VIF 2.354,
Tolerance 0.279). Interestingly, Individualized Consideration demonstrates the lowest level of
multicollinearity among these variables with a VIF of 1.159 and Tolerance of 0.866, suggesting
its relative independence from other predictors (see Table 4). While these VIF values are
below the critical threshold of 5, they indicate the presence of some correlation between
variables, which may slightly inflate standard errors of the regression coefficient (Daoud,
2022; Kim, 2023). Despite this, the model's overall fit and predictive power can remain good,
even though the individual contributions of variables with higher VIFs might be less clear due
to shared variance (Hair et al., 2021; Vatcheva et al., 2022).

Table 4

Tolerance and Variance Inflation Factor Value
Variables Tolerance VIF
Idealized Influence 0.295 3.589
Inspirational Motivation 0.239 2.399
Intellectual Stimulation 0.279 2.354
Idealized Influence 0.866 1.159

Validity and Reliability
Study Validity

For the purposes of conducting this study and considering its predictive correlational
design, two validated instruments were used to measure the accuracy of predictor variables
of the dimensions of the transformational leadership style and the criterion variable of big
data analytics implementation success. These two validated scales are used to measure the
behaviors of leaders who are involved in implementing BDA projects in data-driven
environments. Suricl and Maslakci (2020) identified two types of validity: external validity
(generalizing findings from one research study to other populations in similar contexts) and
content validity (the level of representation of the expressions in the measuring instrument
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in representing the phenomenon intended to be measured) (Bollen, 1989). The results of
validity tests for each of these instruments are included in the following paragraphs.

Validity of Transformational Leadership Dimensions Scale

The transformational leadership dimensions component of the MLQ (5X-Short) has
extensively been used in organizational studies, and its construct validity has been examined
and explained with factor analyses (Avolio & Bass, 2004). Dimitrov and Darova (2016)
reported a correlation between the subscales of transformational leadership styles with a
value of r 2 0.5. Ahmad et al. (2022) found that the questionnaire constructs fulfill the criteria
for discriminant and convergent validity when the Average Variance Extracted (AVE) is 0.5
(50%) or higher. This is supported by the finding of (Huertas-Valdivia et al., 2019), who
confirmed that the questionnaire fulfills the validity requirements since the AVE for the model
construct is above 0.5. Exploratory factor analysis (EFA) and confirmatory factor analysis (CFA)
are recommended to confirm construct validity (Fareed & Su, 2021). Therefore, the validity
of the MLQ (5-X short-45) was proved in these studies.

The Validity of Project Success Questionnaire

The PSQ-25 was initially developed and validated by Khan et al. (2013). Joslin and
Midller (2016) reported content validity for the PSQ-25, construct, and discriminant validity.
Irfan and Hassan (2019) assessed the validity of PSQ-25 scales through the outer and inner
layer measurement model and supported the scale's construct, content, and discriminant
validity. They implemented the AVE to identify to what extent the responses in one item
correlated with responses on other items for the same construct. They found that the PSQ is
valid since the AVE fulfills the acceptance threshold 0.50. Therefore, the use of the PSQ-25
was supported by the strength of the validity showing average variance extracted (AVE of 0.5)
in these studies.

Exploratory factor analysis (EFA) and confirmatory factor analysis (CFA) are
recommended to confirm construct validity (Fareed & Su, 2021). The applied EFA was used to
check the construct's validity, including the transformational leadership style dimensions of
MLQ (5X-Short) and project success scales. EFA's results demonstrated that all the constructs
have values above 1. Factor loading for all the respective constructs was greater than 0.5. It
can be safely concluded that the scales used in this study have a highly variable convergent
reliability based on these results. EFA's results state that all items support their respective
constructs and are not cross-loading.

Yueh et al. (2010) conducted CFA to validate the dimensions of transformational style
scales. The root mean square error indices of approximation (RMSEA), GFI, AGFI, and CFI for
the transformational leadership construct were 0.093, 0.0733, 0.0649, and 0.662,
respectively. The results of CFA found that all indicators were above 0.50 and related to their
specified constructs; therefore, the scale was confirmed as an appropriate instrument (Yueh
et al., 2010). Moreover, Yang et al. (2013) used CFA and EFA to validate a model that includes
the dimensions of the transformational leadership style and project success. They found that
the dimensions of the transformational leadership style and PSQ meet the recommended
levels of validity. Several other researchers used the CFA and EFA to validate the dimensions
of the transformational leadership style and PSQ scales and found that the measurement
model showed a good fit as RMSEA = 0.050 or more (Fareed & Su, 2021; Kazmi et al., 2021;

994



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 15, No. 01, 2025, E-ISSN: 2222-6990 © 2025

Mohamad et al., 2015). Therefore, the dimensions of the transformational leadership style
component of MLQ (5-X short) and PSQ, according to previous CFA and EFA results, confirm
construct validity.

The Reliability

Reliability refers to the measuring instrument's stability and consistency over time. In
other words, Reliability is the ability of measure instruments to give similar results when
applied at different times (Striici & Maslakci, 2020). Reliability can be assessed through test-
retest correlation, internal consistency, and across observers (Surlci & Maslakci, 2020).
Cronbach's alpha is calculated to conduct this study and assess the reliability of scales. For
correlational cross-sectional research, internal consistency is predominantly used to assess
Reliability. Surlici and Maslakci (2020) indicated that Cronbach Alpha is the preferred
measure to test internal consistency. A study that has high Reliability where the alpha
coefficient has a value of 0.80 or higher is reliable (Stricli & Maslakci, 2020).

The reliability of the dimensions of the transformational Leadership Questionnaire
(MLQ-5X-short, 16) was tested in several studies. The internal consistency of the scale was
high, with a Cronbach's alpha ranging from 0.94 for transformational leadership (Kanat-
Maymon et al., 2020). Dastane (2020) reported a Cronbach's alpha for the overall instrument
of leadership style at 0.86 for a sample of 211 employees of multinational corporations. The
strength of the data's reliability in these studies was supported using the (MLQ-5X-short-45)
in the current study.

The reliability of the Joslin and Miiller Project Success Questionnaire (PSQ-25) was
successfully tested in numerous studies. Liphadzi et al. (2015), in a study investigating project
success criteria, indicated that a Cronbach Alpha of above 0.7 for the project success scale
meets the minimum standard of acceptability for reliability. Khan et al. (2013) presented
high internal consistency scores for the (PSQ-25) showing Cronbach alpha of 0.80 or more for
the unitary scale. To ensure that the measures are reliable and give similar tests over time,
Surict and Maslakci (2020) indicated that test-retest reliability, alternative forms, and
internal consistency tests are taken to ensure the reliability of the study's results.

Before hypothesis testing, Cronbach’s a coefficient was used to test the reliability of
the scale used. As shown in Table 5, the Cronbach’s a coefficients of leadership team members
was as follows: idealized influence (0.755), inspirational motivation (0.801), intellectual
stimulation (0.857), individualized consideration (0.75), and BDA project success (0.97). The
reliability coefficients of all independent and dependent scale construct are greater than the
acceptable threshold of 0.70 indicating that each scale has high internal consistency and good
reliability and is valid and reliable to conduct research (Eisinga et al., 2013). All items in both
scales were used in the research and no item was excluded or modified (see Table 5).
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Table 5

Reliability and Validity
Variables Cronbach’s Alpha # Of Items
Idealized influence (Il) 0.75 4
Inspirational motivation (IM) 0.80 4
Intellectual stimulation (IS) 0.85 4
Individualized consideration (IC) 0.75 4
BDA Implementation project BDA PS 0.97 25

Multiple Regression Analysis

After controlling for each dimension of transformational leadership, a multiple
regression analysis was conducted to predict team members' levels of successful project
implementation based on the transformational leadership dimensions of idealized influence,
inspirational motivation, intellectual stimulation, and individualized consideration.

The results indicated a significant regression equation (F (1, 126) = 12.220, p <.001), with an
R? of 0.765 and an adjusted R? of 0.757. Inspirational motivation, intellectual stimulation, and
individualized consideration were identified as significant predictors of successful BDA project
implementation, with p-values of less than .001, less than .05, and less than .001, respectively.
However, idealized influence was not found to be a significant predictor of successful BDA
implementation.

Participants' predictions for successful BDA project implementation included an
increase of +1.627 for inspirational motivation, +1.150 for intellectual stimulation, and +2.140
for individualized consideration. All transformational leadership dimensions (idealized
influence, inspirational motivation, intellectual stimulation, and individualized consideration)
were coded on a scale from 5 (frequently, if not always) to 1 (not at all). This means that for
each one-unit increase in inspirational motivation and intellectual stimulation, participants’
successful BDA project implementation increased by 1.63 and 1.15, respectively. Additionally,
for each one-unit increase in individualized consideration, successful BDA project
implementation increased by 2.14 (see Table 7).

In summary, the regression analysis revealed that inspirational motivation, intellectual
stimulation, and individualized consideration are strong predictors of successful BDA project
implementation, while idealized influence alone does not serve as a significant predictor.

Table (7)

Results of Transformational Leadership Dimensions
Independent Std. t Sig.
Variable B Error Beta
Idealized Influence .927 .510 .152 1.819 .071
Inspirational Motivation 1.627 466 .287 3.496 <.001
Intellectual Stimulation 1.150 421 .188 2.730 .007
Individualized Consideration 2.140 .519 334 4.123 <.001
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Test of Hypothesis

Hypothesis 1 posits that the idealized influence dimensions of transformational
leadership significantly contribute to the successful implementation of big data analytics
(BDA) projects. The results from the hierarchical regression analysis are presented in Table 8.
In Step 1, the model includes only the control variables: inspirational motivation, intellectual
stimulation, and individualized consideration. The R? value for the control variables is 0.758,
indicating that they collectively account for 75.8% of the variance in the successful
implementation of BDA projects. In Step 2, as shown in Table 9, the inclusion of idealized
influence does not reveal a significant relationship with project success (B = 0.152, P =0.071
> 0.005). Therefore, Hypothesis 1 is not supported.

Table 8
Regression Analysis of Idealized Influence as a Predictor of BDA Implementation Project
Success, (step 1)

Change Statistics

Std. Error
R Adjusted of the R Square F Sig. F
Model R Square R Square Estimate Change Change dfl df2 Change
Idealized Influence
1 .871° .758 752 10.43834 .758 132.621 3 127 <.001
2 .874° 764 757 10.34480 .006 3307 1 126 .071

Note: a. Predictors: (Constant), Individualized Consideration, Intellectual Stimulation,
Inspirational Motivation

b. Predictors: (Constant), lIdealized Influence, Intellectual Stimulation, Inspirational
Motivation,

Dependent Variable: Project success

Table 9
Regression Analysis of Idealized Influence as a Predictor of BDA Implementation Project
Success, (step 2)

Unstandardized Standardized
Coefficients Coefficients

Model B Std. Error Beta t Sig.

1 (Constant) 7.921 4.278 1.852 .066
Inspirational Motivation 1.996 423 352 4,721 <.001
Intellectual Stimulation 1.317 415 .215 3.174 .002
Individual Consideration 2.454 494 .383 4,968 <.001

2 (Constant) 7.159 4.260 1.680 .095
Inspirational Motivation 1.627 466 .287 3.496 <.001
Intellectual Stimulation 1.150 421 .188 2.730 .007
Individualized 2.140 .519 334 4,123 <.001
Consideration
Idealized Influence .927 .510 .152 1.819 .071
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Hypothesis 2 proposes that inspirational motivation is positively related to the
successful implementation of BDA projects. The results in step 1 presented in (Table 10)
indicate that the control variables had a significant effect on project success. The combined
transformational leadership dimensions of intellectual stimulation, individualized
consideration, and idealized influence contribute to 74.1% of the change in the successful
implementation of BDA projects. Moreover, when inspirational motivation was added to the
model in step 2, it uniquely contributed 2.3 % of the variance in project success. The results
further show (Table 11) a strong, positive, and highly significant relationship between
inspirational motivation and the successful implementation of BDA projects (8 = 0.287, P <
0.005). Hypothesis 2 is therefore supported.

Table 10

Regression Analysis Inspirational Motivation as a Predictor of Bda Implementation Project
Success, (step 1)

Model Summary

std. Error Change Statistics

R Adjusted of the R Square F Sig. F
Model R Square RSquare Estimate Change Change df1 df2 Change
1 8612 741 735 10.79210 .741 121.339 3 127  <.001
2 874> 764 757 10.34480 .023 12.220 1 126  <.001

Note: a. Predictors: (Constant), Individualized Consideration, Intellectual Stimulation,
Idealized Influence

b. Predictors: (Constant), Individualized Consideration, Intellectual Stimulation, Idealized
Influence, Inspirational Motivation

Table 11
Regression Analysis Inspirational Motivation as a Predictor of Bda Implementation Project
Success, (step 2)

Unstandardized Standardized
Coefficients Coefficients
Std.

Model B Error Beta t Sig.

1 (Constant) 7.183 4.444 1.616 .109
Idealized Influence 1.704 479 279 3.558 <.001
Intellectual Stimulation 1.426 432 .233 3.304 .001
Individualized Consideration 2.728 .512 426 5.327 <.001

2 (Constant) 7.159 4.260 1.680  .095
Idealized Influence 927 .510 152 1.819 .071
Intellectual Stimulation 1.150 421 .188 2.730 .007
Individualized Consideration 2.140 .519 334 4,123 <.001
Inspirational Motivation 1.627 466 .287 3.496 <.001
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Hypothesis 3 states that intellectual stimulation is positively related to the successful
implementation of BDA project. The results in step 1 of the regression analysis in Table 12
indicate that the control variables contribute to 74.4 % of the change in BDA implementation
project success. Moreover, intellectual stimulation uniquely contributed 1.4% of the variance
in project success upon its addition to the model in step 2 (Table 13). The results show a strong
and highly significant relationship between intellectual stimulation and project success (8 =
0.334, P <0.005). Hypothesis 3 is therefore supported.

Table 12

Regression Analysis of Intellectual Stimulation as a Predictor of Bda Implementation Project

Success, (step 1)

Model Summary

Std. Error Change Statistics

R Adjusted of the R Square F Sig. F
Model R Square R Square Estimate Change Change dfl df2 Change
1 .866% .750 .744 10.60433 .750 127.187 3 127  <.001
2 874> 764 757 10.34480 .014 7.452 1 126 .007

Note: a. Predictors: (Constant), Individualized Consideration, Inspirational Motivation,

Idealized Influence

b. Predictors: (Constant), Individualized Consideration, Inspirational Motivation, Idealized

Influence, Intellectual Stimulation

Table 13

Regression Analysis of Intellectual Stimulation as a Predictor of BDA Implementation Project

Success, (step 2)

Unstandardized

Coefficients

Standardized
Coefficients

Model B Std. Error  Beta t Sig.

1 (Constant) 9.469 4.280 2.212 .029
Idealized Influence 1.230 .510 .202 2.412 .017
Inspirational Motivation 1.866 469 329 3.980 <.001
Individualized Consideration 2.560 .508 400 5.040 <.001

2 (Constant) 7.159 4.260 1.680 .095
Idealized Influence .927 .510 152 1.819 .071
Inspirational Motivation 1.627 466 .287 3.496 <.001
Individualized Consideration 2.140 .519 334 4.123 <.001
Intellectual Stimulation 1.150 421 .188 2.730 .007

Hypothesis 4 states that individualized consideration is positively related to the
successful implementation of BDA projects. The results in step 1 of the regression in (Table
14) indicate that the control variables contribute to 72.6 % of the change in project success.
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Moreover, individualized consideration uniquely contributed 3.2% of the variance in project
success upon its addition to the model in step 2 (Table 15). The results show a strong and
highly significant relationship between individualized consideration and project success (8 =
0.334, P < 0.005). Hypothesis 4 is therefore supported.

Table 14
Regression Analysis of Individualized Consideration as a Predictor of BDA Implementation
Project Success, (step 1

Model Summary

Change Statistics

Std. Error R
R Adjusted of  the Square F Sig. F Durbin-
Model R Square RSquare Estimate Change Change dfl df2 Change Watson
1 .856° .732 726 10.97697 .732 115.873 3 127 <.001
2 874> 764 757 10.34480 .032 16.996 1 126 <.001 2.150

Note: a. Predictors: (Constant), Idealized Influence, Intellectual Stimulation, Inspirational
Motivation

b. Predictors: (Constant), lIdealized Influence, Intellectual Stimulation, Inspirational
Motivation, Individualized Consideration

Dependent Variable: Project success

Table 15

Regression Analysis of Individualized Consideration as a Predictor of BDA Implementation
Project Success, (step 2).

Unstandardized Standardized

Coefficients Coefficients

Model B Std. Error  Beta t Sig.

1  (Constant) 12.337 4.320 2.856 .005
Inspirational 2.250 .467 .397 4.815 <.001
Motivation
Idealized Influence 1.627 .510 .266 3.188 .002
Intellectual Stimulation 1.666 .427 272 3.902 <.001

2  (Constant) 7.159 4.260 1.680 .095
Inspirational 1.627 .466 .287 3.496 <.001
Motivation
Idealized Influence 927 510 .152 1.819 .071
Intellectual Stimulation 1.150 .421 .188 2.730 .007
Individualized 2.140 .519 334 4123 <.001

Consideration

1000



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 15, No. 01, 2025, E-ISSN: 2222-6990 © 2025

Discussion

Previous studies have utilized various terms, including transformational leadership,
transformational leadership factors, transformational leadership behaviors, and
transformational leadership sub-dimensions, to describe leadership within organizations.
However, these studies often generalize their findings, assuming that these terms can be used
interchangeably. It is crucial to understand that each dimension of transformational
leadership offers a distinct and valuable contribution to organizational outcomes, and they
should not be regarded as a singular construct (Deinert et al., 2015). This study aims to
reinforce and further explore this important distinction.

In addition to using a project success scale to assess the implementation of BDA
projects, this paper used a multidimensional transformational scale; that measures each
transformational dimension, not the whole transformational scale, to measure the
contribution of each dimension when controlling for other dimensions and then examine its
impact on the successful implementation of BDA projects. The findings of this study can
contribute to the scant body of knowledge as pointed out by Avolio et al., 1999; Gandolfi &
Stone, 2018; Jiang et al., 2017; Moors & Rogiest, 2019) who asserted that future research in
the leadership field should consider how each of the four behavioral dimensions of
transformational leadership contribute to change management in data-driven environments.

The findings of this study offer valuable contributions that warrant attention. First, by
utilizing a scale that measures transformational dimensions instead of a unitary
transformational scale, we provide evidence that different dimensions of transformational
leadership make distinct contributions to leadership outcomes. Additionally, this research
stands out as one of the few studies to successfully measure BDA project implementation
success through Joslin and Muller’s (2016) project success scale. While this scale is reliable
and valid, it calls for further refinement to enhance its applicability for data-driven project
implementations. The advantages presented by this study are compelling:1. The project
success scale can be enhanced to better serve data-driven applications, leading to more
accurate evaluations. 2. Transformational leadership should be viewed as a multi-dimensional
construct, capturing its complexity rather than reducing it to a single unitary construct. 3.
Researchers, companies, and organizations can measure individual constructs—such as
individualized consideration, inspirational motivation, intellectual stimulation, and idealized
influence—through targeted scales (four items each). This approach streamlines the
evaluation process, minimizing the burden of lengthy questionnaires and ultimately yielding
richer insights.

Second, the data analysis revealed that transformational leadership sub-dimensions
are the center of attention of many interested researchers in the leadership field as the major
factors contributing to the successful implementation of BDA projects and organizational
outcomes (Budur & Demir, 2022; Deiner et al., 2015; Khasawneh, 2020). The findings suggest
that one or more of the transformational leaderships might support intentional selection of a
distinctive approach to address the workforce's diversified physical, intellectual, and
emotional energy to achieve success (Gandolfi & Stone, 2018).

This study concluded that idealized influence does not significantly contribute to the
successful implementation of Big Data Analytics (BDA) projects. This finding contradicts
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several other studies, including those by Cavazotte et al. (2012), Farea (2021), and Parr et al.
(2013), which identified a positive correlation between idealized influence and organizational
outcomes such as commitment, project success, and overall performance.

Farea (2021) specifically examined the relationship between transformational
leadership factors and the successful implementation of government projects, discovering
that idealized influence improves progress and ultimately enhances project success in the
public sector. Similarly, Cavazotte et al. (2012) found that idealized influence has an indirect
relationship with leadership outcomes.

To explain the discrepancy between this study’s findings and those of previous
research, Khan et al. (2013) suggested that the criteria being investigated must be analyzed
in the context in which they were developed. Unlike earlier studies, this research considered
idealized influence within data-driven, non-conventional contexts, leading to a new
conclusion that warrants further investigation.

This situation can be further understood through the lens of Bass and Riggio (2006),
who highlighted the challenges of risk-taking and consistency. In data-driven environments,
the implementation of BDA projects requires new and unforeseen skills and experiences.
Consequently, there may be a diminished capacity to uphold high standards of ethical and
moral conduct, which could negatively impact the likelihood of successfully completing these
tasks.

Furthermore, the long-held belief that idealized influence and inspirational motivation
are two aspects of the same charismatic component of transformational leadership is
challenged by the findings of this study. Leaders who emphasize idealized influence exhibit
two components: their actual behaviors and the behaviors attributed to them by others. Bass
and Riggio (2006) defined actual leaders' behaviors as demonstrating distinctiveness,
trustworthiness, respectfulness, and admirability whenever they engage in a work
environment. In the context of implementing Big Data Analytics (BDA) projects, the risks of
failure are significant, and the overwhelming volume of incoming data can make it difficult to
act as a role model or to consistently show distinctiveness, trustworthiness, respectfulness,
and admirability in a data-driven setting (Bass & Riggio, 2006). Consequently, followers'
observations of leaders' recurring behaviors may not lead them to perceive these leaders as
possessing extraordinary capabilities, persistence, or determination. This finding contrasts
with the study by Ghadi et al. (2023), which suggested that followers emulate leaders'
behaviors in innovative situations. This discrepancy can be attributed to the fact that the
earlier study describes an indirect relationship between idealized influence and innovative
performance, whereas this study identifies a direct relationship.

On the other hand, leaders who emphasize inspirational motivation can significantly
impact both their followers and themselves. These leaders possess clear communication
skills, the ability to uplift aspirations, and a talent for painting a vivid picture of the future, all
of which positively influence organizational commitment and engagement, even in
environments dominated by data (Anderson & Sun, 2017; Avotra et al., 2022; Djourova et al.,
2022; Judge & Piccolo, 2004; Lan et al., 2019).
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The contrast between the effects of idealized influence and inspirational motivation
in the context of Big Data Analytics (BDA) implementation projects is particularly noteworthy.
These two sub-dimensions are often viewed as closely related and have frequently been
combined into a single measure of charismatic leadership (e.g., Bono & Judge, 2004; van
Knippenberg & Sitkin, 2013). However, our findings suggest that this practice should be
reevaluated, as the results of this study indicate that inspirational motivation has a positive
and significant relationship with the success of BDA implementation, whereas idealized
influence demonstrated the opposite effect. This indicates that the two sub-dimensions do
not consistently produce the same or coherent outcomes.

Third, the analysis of the collected data reveals that the successful implementation of
Big Data Analytics (BDA) projects by team members is influenced by both intellectual
stimulation and individualized consideration. While other studies, such as Ghadi et al. (2023),
support this finding, there are also mixed and contradictory results in the literature.
Consequently, there is no consensus on the impact of any transformational dimension
variables regarding the successful implementation of BDA projects, as seen in the works of
Buckle (2020), Deinert et al. (2015), Mgqibi (2019), Nji (2021), and Zhao et al. (2021).

The current study argues that in data-driven business environments and the
implementation of big data analytics (BDA) applications, three key leadership behaviors—
individualized consideration, intellectual stimulation, and inspirational motivation—are
interconnected. Together, they establish a level of success that makes the implementation of
BDA projects feasible. However, when a new BDA project is introduced, it creates a unique
situation for both leaders and followers. In this context, leaders may struggle to capture
attention, and the effectiveness of idealized influence may diminish.

Finally, this study found that three dimensions of the transformational leadership are
significant independent variable that contribute to the successful implementation of big data
analytics (BDA) projects. When employees work under a manager who is genuinely invested
in their development—who cares, motivates, inspires, and challenges them—success
becomes more attainable, allowing the entire organization to move forward and achieve
better results. Conversely, if employees are led by a manager who is less invested in
enhancing their physical, emotional, and intellectual abilities, success becomes more
challenging to achieve, and the benefits of big data may not be fully realized. These findings
add to the existing literature on the role of leadership in organizations. For instance, Wallgren,
Leijon, and Andersson (2011) examined the role of IT managers as motivators for their
employees. Companies that recognize the value of investing in the diverse skills of their
workforce and prioritize having managers with a strong transformational leadership style are
better positioned to maximize their employees' potential and achieve higher levels of success
related to big data. Additionally, this study supports the work of Schmidt and Dierendonck
(2022), who highlighted the importance of developing leaders skilled in big data analytics
through a leadership competency framework. This insight can assist companies in designing
targeted training programs and determining which managers should be involved in their BDA
implementation projects.
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Theoretical and Practical Implications

The present study contributes to the project leadership literature by integrating
transformational leadership theory and project success model. The results of the study show
that three of the transformational leadership style dimensions (i.e., individualized
consideration, inspirational motivation, and intellectual stimulation) respectively contribute
to the successful implementation of BDA. This advances current understanding of which
transformational leadership dimensions contribute more to project success in data-driven
environments.

As expected, three of the transformational leadership dimensions, individualized
consideration, inspirational motivation, and intellectual stimulation, were statistically
significant in explaining the successful implementation of BDA project, only idealized
influence was not significant in this regard. This research helps to uncover which leadership
behaviors has the highest contribution to the successful implementation of BDA project, by
using hierarchical regression to identify the individual contribution of each dimension to the
dependent variable. Individualized consideration and the attention of the leader to the
specific and personal details of individual team members significantly contribute to positive
project outcomes.

This implies that the positive effect of individualized consideration on the successful
implementation of BDA projects will reach higher levels of contribution when the leaders
identifies strengths, abilities, and views employees as effective partners in the process of
achieving organizational goals that lead to improving the task at hand.

Moreover, the findings indicate that leaders use of optimistic narratives about the
future, enthusiastic tone about needs, clearly express a compelling future vision, and being
confident all accrue more success and lead to improving task at hand. In addition, intellectual
stimulation behaviors such as questioning taken for granted assumptions and re-examining
whether they are right or not, solving problems in a completely new way, encouraging team
members to look at problems from different perspectives, open the door for new suggestion
to complete the assignment will lead to higher levels of project success. The results of this
study are not exhaustive, there are still other behaviors at work that can contribute to the
successful implementation of BDA project in the industry 4.0 era. Future studies could
investigate these behaviors including, exchange of rewards. This finding suggests that team
members exhibiting individualized consideration transformational leadership dimensions can
achieve higher levels of success because they are more likely to respond effectively to the
data-driven business environment by spending more time addressing individual strength
points, their needs, and expectations. They will also work very closely with team members to
lower the level of anxiety or to solve problems that individual followers face in the data-driven
environment. Individualized consideration leaders will work hand in hand with their followers
and provide the emotional, technical, and intellectual help needed. This study also adds to
project success model by using a rarely used comprehensive and internally reliable measure
for project success based on the works by khan et al. (2013), and Joslin and Muller. (2016).
This scale added to and improved more conventional scales that depended heavily on the
measure time, cost, and effectiveness.
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Several practical implications can be drawn from the finding that transformational
leadership dimensions have variable contribution to the successful implementation of BDA
projects. Itis also implied that the five-dimensional project success scale can provide a more
holistic view about the different aspects of project implementation and achieving
organizational goals. One implication highlights the importance of giving more attention to
individualized consideration behaviors as this behavior has the highest influence on
organizational project success and BDA implementation. Gumusburun (2022) highlighted
individualized consideration as the importance of adopted leadership that lead to increasing
entrepreneurship and thus enhance organizational performance. This implies that there is a
higher probability for projects to be successful when leaders adopt individualized
consideration and encourage the behaviors associated with. Another practical implication is
that providing individualized consideration, inspirational motivation, and intellectual
stimulation transformational leadership training to team member responsible for
implementing BDA project in a data driven environment (Farea, 2021). This finding is
consistent with previous research on the positive relation between individualized
consideration and organizational outcomes such as entrepreneurship (Farea, 2021).

Limitations and Future Research Directions

This study has several limitations representing weaknesses within the study that
influenced the research's design, outcomes, and conclusions (Ross & Zaidi, 2019). The
following anticipated limitations, instances beyond the researcher's control, were identified
for this study:

First, using a quantitative method deprived respondents of the opportunity to elaborate on

their answers to the survey questions, such as the how and why behind their answers
(McCusker & Gunaydin, 2015). Future studies may include more comprehensive qualitative
measures to support the results obtained through quantitative methodology.

Second, this study used a cross-sectional correlational research design. This design
limits inferences about causal direction. As this study was not experimental, the researcher
could only identify that there was a relationship between variables (Schenker & Rumirill,
2004). The impact of one variable on the other or causality was beyond the capacity of this
design. One recommendation is to carry out an experimental study be conducted on the
causal relationship between transformational leadership dimensions and the successful
implementation OF BDA projects

Third, survey or response bias was another limitation of this study. Response bias was
viewed considering the influence of circumstances or issues on participants' responses
(Lavrakas, 2008). This may lead to invalid or unreliable data responses (Lavrakas, 2008). To
mitigate the influence of response bias, validated, reliable instruments were used to collect
data and analyzed rigorously using suitable methods, an advantage of quantitative studies
(Choy, 2014). The conclusion of these procedures and tests is that common method variance
is unlikely to bias the results. Considering the previous limitations of this study there is an
implication that findings can likely be generalized beyond the current study population.

Since this is the first study that investigated the individual contribution of
transformational leadership dimensions and the successful implementation of BDA projects
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and found that individualized consideration, inspirational motivation, and intellectual
stimulation significantly influence project, the researcher strongly encourage researchers to
further validate and extend this model. In addition, it is important to investigate other
leadership dimensions including exchange of rewards with the successful implementation of
BDA projects.

Conclusions

Adding to the knowledge of the potential contribution of the dimensions of the
transformational leadership style to the successful implementation of BDA projects is of great
importance to organizations operating in a data-driven environment. This study
demonstrated that within the context of industry 4.0 business environment, individualized
consideration has the highest impact on the successful implementation of BDA projects
followed by inspirational motivation, and intellectual stimulation respectively. However, the
study found insignificant relationship between idealized influence and the successful
implementation of BDA projects.

Therefore, organizations operating in data-driven environments need to promote leaders
with higher levels of individualized consideration among BDA project team-members, e.g.,
through recruitment and leadership development and training programs, as indicated by
previous empirical studies (Farea, 2021; Kabore et al., 2021; Nubuor et al., 2014). The
increased attention to more effective transformational leadership dimensions such as
idealized influence and inspirational motivation will create a more sustainable and conducive
context for succeeding in implementing BDA projects. It the researcher intention to inspire
future research on the relationship between individualized consideration and the BDA
implementation projects in the industry 4.0 environment.

Disclosure Statement
The authors declare that there is no conflict of interest.

References

Abbasi, A., Sarker, S., & Chiang, R. H. L. (2016). Big data research in information systems:
Toward an inclusive research agenda. Journal of the Association for Information
Systems, 17(2), i—XXXii.
https://www.proquest.com/docview/1773772634?accountid=7374

Aga, D. A, Noorderhaven, N., & Vallejo, B. (2016). Transformational leadership and project
success: The mediating role of team-building. International journal of project
management, 34(5), 806-818.

Ahmad, M. K., Abdulhamid, A. B., Wahab, S. A., Pervaiz, A. N., & Imtiaz, M. (2022). Direct and
indirect influence of project managers' contingent reward leadership and empowering
leadership on project success. International Journal of Engineering Business
Management, 14, 184797902110734. https://doi.org/10.1177/18479790211073443

Al-Husseini, S., El Beltagi, I., & Moizer, J. (2021). Transformational leadership and innovation:
The mediating role of knowledge sharing amongst higher education faculty.
International Journal of Leadership in Education, 24(5), 670-693.

Alkordi, M. (2024). Leadership Styles and Big Data Analytics Successful Implementation: A
Correlational-Predictive Study (Doctoral dissertation, Grand Canyon University).

1006


https://www.proquest.com/docview/1773772634?accountid=7374
https://doi.org/10.1177/18479790211073443

INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 15, No. 01, 2025, E-ISSN: 2222-6990 © 2025

Avotra, A. A. R. N., Chenyun, Y., Yongmin, W., Lijuan, Z., & Nawaz, A. (2022). Conceptualizing
the State of the Art of Corporate Social Responsibility (CSR) in Green Construction and
Its Nexus to Sustainable Development. Frontiers in Environmental Science, 10, 1-14.

Bass, B. M. (1999). Two decades of research and development in transformational
leadership. European journal of work and organizational psychology, 8(1), 9-32.

Bass, B. M. (1985). Leadership and performance beyond expectations. Collier Macmillan.

Bass, B. M., & Riggio, R. E. (2006). Transformational leadership. Psychology Press.
https://doi.org/10.4324/9781410617095

Bertsimas, D., Pauphilet, J., Stevens, J., & Tandon, M. (2021). Predicting inpatient flow at a
major hospital using interpretable analytics. Manufacturing & Service Operations
Management, 24(6), 2809-2824. https://doi.org/10.1287/msom.2021.0971

Bollen, K. A. (1989). A new incremental fit index for general structural equation
models. Sociological methods & research, 17(3), 303-316.
https://doi.org/10.1177/0049124189017003

Bradshaw, A. (2022). Transformational vs Change Leadership: Effects on Commitment to a
Change. De Garmo.

Buil, 1., Martinez, E., & Matute, J. (2019). Transformational leadership and employee
performance: The role of identification, engagement and proactive personality.
International Journal of Hospitality Management, 77, 64-75.

Cao, T. T.,, & Le, P. B. (2022). Transformational leadership and organizational change
capability: a two-path mediating role of trust in leadership. European Journal of
Management and Business Economics, 31(2), 157-173.

Chebon, S. K., Aruasa, W. K., & Chirchir, L. K. (2019). Influence of individualized consideration
and intellectual stimulation on employee performance: lessons from Moi Teaching and
Referral Hospital, Eldoret, Kenya. IOSR Journal of Humanities and Social Science, 24(7),
11-22.

Dastane, 0. (2020). Impact of leadership styles on employee performance: A moderating role
of gender. Australian Journal of Business and Management Research, 5(12), 27-52.
https://ssrn.com/abstract=3732731

Daoud, J. I. (2022). Multicollinearity and regression analysis. Journal of Physics: Conference
Series, 949(1), 012009.

Deinert, A., Homan, A. C,, Boer, D., Voelpel, S. C., & Gutermann, D. (2015). Transformational
leadership sub-dimensions and their link to leaders' personality and performance. The
Leadership Quarterly, 26(6), 1095-1120.

Djourova, N. P., Rodriguez Molina, I., Tordera Santamatilde, N., & Abate, G. (2020). Self-
efficacy and resilience: mediating mechanisms in the relationship between the
transformational leadership dimensions and well-being. Journal of Leadership &
Organizational Studies, 27(3), 256-270.

Dimitrov, D. Y., & Darova, S. S. (2016). Factor ACTOR structure of the Multifactor Leadership
Questionaire MLQ 5X. Strategic Impact, 58(1), 44-55,
https://www.ceeol.com/search/article-detail?id=830721

Dubey, R., Gunasekaran, A., & Childe, S. J. (2019). Big data analytics capability in supply chain
agility: The moderating effect of organizational flexibility. Management Decision, 57(8),
2092-2112. https://doi.org/10.1108/MD-01-2018-0119

Farea, M. M. (2021). The Impact of Transformational Leadership Factors on Project Progress
and which Factor has Significant Influence and Great Contribution towards Project
Success. Management.

1007


https://doi.org/10.4324/9781410617095
https://doi.org/10.1287/msom.2021.0971
https://doi.org/10.1177/0049124189017003
https://ssrn.com/abstract=3732731
https://www.ceeol.com/search/article-detail?id=830721
file://///insight/search%253fq=Angappa%20Gunasekaran
file://///insight/search%253fq=Stephen%20J.%20Childe
https://www.emerald.com/insight/publication/issn/0025-1747
https://doi.org/10.1108/MD-01-2018-0119

INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 15, No. 01, 2025, E-ISSN: 2222-6990 © 2025

Fareed, M. Z., & Su, Q. (2021). Transformational leadership and project success: A mediating
role of public service motivation. Administration & Society, 54(4), 690-713.
https://doi.org/10.1177/00953997211040466

Gandolfi, F., & Stone, S. (2018). Leadership, leadership styles, and servant leadership. Journal
of Management Research, 18(4), 261-269. https://doi.org/10.5688/ajpe807113

Ghadi, M. Y., Fernando, M., & Caputi, P. (2023). Transformational Leadership and Followers'
Innovative Behavior. International Journal of Environmental Research and Public Health,
20(8), 5090.

Grodelj, M., Cerne, M., Penger, S., & Grah, B. (2021). Authentic and transformational
leadership and innovative work behaviour: The moderating role of psychological
empowerment. European Journal of Innovation Management, 24(3), 677-706.

Grover, V., Chiang, R. H., Liang, T. P., & Zhang, D. (2018). Creating strategic business value
from big data analytics: A research framework. Journal of Management Information
Systems, 35(2), 388-423. https://doi.org/10.1080/07421222.2018.1451951

Gumusburun Ayalp, G. (2022). Leadership styles and entrepreneurship orientations in Turkish
construction industry. International journal of construction management, 22(4), 690-

700.
Gupta, M., & George, J. F. (2016). Toward the development of a big data analytics capability.
Information & Management, 53(8), 1049-1064.

https://doi.org/10.1016/j.im.2016.07.004

Hair, J. F., Black, W. C., Babin, B. J., & Anderson, R. E. (2021). Multivariate data analysis (8th
ed.). Cengage Learning.

Heller, J., Notgrass, D., & Conner, C. (2017). MODERATORS TO THE RELATIONSHIP BETWEEN
LEADERS'INSPIRATIONAL BEHAVIORS AND FOLLOWERS'EXTRA EFFORT. International
Journal of Business & Public Administration, 14(1).

Hosen, M. S., Islam, R., Naeem, Z., Folorunso, E. O., Chu, T. S., Al Mamun, M. A., & Orunbon,
N. O. (2024). Data-Driven Decision Making: Advanced Database Systems for Business
Intelligence. Nanotechnology Perceptions, 687-704.

Hughes, D. J,, Lee, A., Tian, A. W., Newman, A., & Legood, A. (2023). Leadership, creativity,
and innovation: A critical review and practical recommendations. The Leadership
Quarterly, 34(1), 101404.

Jiang, L., Bohle, S. L., & Roche, M. (2019). Contingent reward transactional leaders as “good
parents”: Examining the mediation role of attachment insecurity and the moderation
role of meaningful work. Journal of Business and Psychology, 34(4), 519-537.
https://doi.org/10.1007/s10869-018-9553-x

Jiang, W., Zhao, X., & Ni, J. (2017). The impact of transformational leadership on employee
sustainable performance: The mediating role of organizational citizenship
behavior. Sustainability, 9(1567), 1-17. https://doi.org/10.3390/su9091567

Joslin, R., & Miiller, R. (2016). The impact of project methodologies on project success in
different project environments. International Journal of Managing Projects in Business,
9(2), 364-388. https://doi.org/10.1108/1JMPB-03-2015-0025

Judge, T. A, & Piccolo, R. F. (2004). Transformational and transactional leadership: A meta-
analytic test of their relative validity. Journal of Applied Psychology, 89(5), 755—
768. https://doi.org/10.1037/0021-9010.89.5.755

Kabore, S. E., Sane, S., & Abo, P. (2021). Transformational leadership and success of
international development projects (ID projects): moderating role of the project team
size. Leadership & Organization Development Journal, 42(4), 517-530.

1008


https://doi.org/10.1177/00953997211040466
https://doi.org/10.5688/ajpe807113
https://doi.org/10.1080/07421222.2018.1451951
https://doi.org/10.1016/j.im.2016.07.004
https://doi.org/10.3390/su9091567
file://///insight/search%253fq=Robert%20Joslin
https://www.emerald.com/insight/publication/issn/1753-8378
https://doi.org/10.1108/IJMPB-03-2015-0025
https://psycnet.apa.org/doi/10.1037/0021-9010.89.5.755

INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 15, No. 01, 2025, E-ISSN: 2222-6990 © 2025

Kanat-Maymon, Y., Elimelech, M., & Roth, G. (2020). Work motivations as antecedents and
outcomes of leadership: Integrating self-determination theory and the full range
leadership theory. European Management Journal, 38(4), 555-564.
https://doi.org/10.1016/j.em;j.2020.01.003

Kane, G. C., Phillips, A. N., Copulsky, J., & Andrus, G. (2019). How digital leadership is (n't)
different. MIT Sloan Management Review, 60(3), 34-39.
http://sloanreview.mit.edu/x/60309

Kazmi, S., Kanwal, F., Rathore, K., Faheem, K., & Fatima, A. (2021). The relationship between
transformational leadership and organisational learning capability with the mediating
role of perceived human resource effectiveness. South Asian Journal of Human
Resources Management, 8(1), 133-157. http://doi.org/10.1177/2322093721997197

Khasawneh, O. Y. (2020). Transformational leaders help their employees overcome their
technophobia. International Journal of Technology and Human Interaction (IJTHI), 16(3),
70-85.

Khan, K., Turner, J. R., & Magsood, T. (2013, June). Factors that influence the success of public
sector projects in Pakistan. Proceedings of IRNOP 2013 Conference (pp. 17-19). BI
Norwegian Business School, Oslo. https://www.researchgate.net

Kesting, P., Song, L. J., Qin, Z., & Krol, M. (2021). The role of employee participation in
generating and commercializing innovations: insights from Chinese high-tech firms. The
International Journal of Human Resource Management, 32(12), 2605-2634.

Kim, J. H. (2023). Multicollinearity and misleading statistical results. Korean Journal of
Anesthesiology, 72(6), 558-569.

Langfred, C. W. (2004). Too much of a good thing? Negative effects of high trust and individual
autonomy in self-managing teams. Academy of management journal, 47(3), 385-399.
https://doi.org/10.5465/20159588

Liphadzi, M., Aigbavboa, C., & Thwala, W. (2015). Relationship between leadership styles and
project success in the South African construction industry. Procedia Engineering, 123,
284-290. https://doi.org/10.1016/j.proeng.2015.10.091

Lowe, K. B., Kroeck, K. G., & Sivasubramaniam, N. (1996). Effectiveness correlates of
transformational and transactional leadership: A meta-analytic review of the MLQ
literature. The leadership quarterly, 7(3), 385-425.

Long, C. S., Yusof, W. M. M., Kowang, T. O., & Heng, L. H. (2014). The impact of
transformational leadership style on job satisfaction. World Applied Sciences
Journal, 29(1), 117-124.

Maxwell, J. C. (2022). The 5 Levels of Leadership: Proven Steps to Maximize Your Potential.
Center Street.

Mgqibi, N. N. (2019). Relationship Between Transformational Leadership and Organizational
Change Effectiveness. Walden Dissertations and Doctoral Studies.

Migliore, L. A., & Chinta, R. (2017). Demystifying the big data phenomenon for strategic
leadership. SAM Advanced Management Journal (07497075), 82(1), 48-58.
https://openurl.ebsco.com?EPDB%3A15%3A11144415/detailv2?sid=ebsco%3Aplink%3
Ascholar&id=ebsco%3Agcd%3A123361654&crl=c

Mikalef, P., Pappas, I., Krogstie, J., & Pavlou, P. A. (2020). Big data and business analytics: A
research agenda for realizing business value. Information Management, 57(1), 103237.
https://doi.org/10.1016/j.im.2019.103237

Mohamad, M. H., Yahya, K. K., Daud, Z.,, & Mohamed, H. A. B. (2015). Perceived
transformational leadership style as determinant of subordinates’ trust perspective of

1009


https://doi.org/10.1016/j.emj.2020.01.003
http://sloanreview.mit.edu/x/60309
http://doi.org/10.1177/2322093721997197
https://www.researchgate.net/
https://doi.org/10.5465/20159588
https://doi.org/10.1016/j.proeng.2015.10.091
https://openurl.ebsco.com/?EPDB%3A15%3A11144415/detailv2?sid=ebsco%3Aplink%3Ascholar&id=ebsco%3Agcd%3A123361654&crl=c
https://openurl.ebsco.com/?EPDB%3A15%3A11144415/detailv2?sid=ebsco%3Aplink%3Ascholar&id=ebsco%3Agcd%3A123361654&crl=c
https://doi.org/10.1016/j.im.2019.103237

INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 15, No. 01, 2025, E-ISSN: 2222-6990 © 2025

Malaysian local authorities. Journal for Studies in Management and Planning
(JSMaP), 1(8), 331-345. https://repo.uum.edu.my/id/eprint/17395

Moors, J., & Rogiest, S. (2018, October). Implementing big data analytics in a manufacturing
environment: A theoretical framework. In Proceedings of the 14th European Conference
on Management, Leadership and Governance, ECMLG (Vol. 2018, pp. 180-187).
https://books.google.com/books?hl=en&Ir=&id=kWV9IDwWAAQBAJ&oi=fnd&pg=PA180
&dqg=Implementing+big+data+analytics+in+a+manufacturing+environment:+A+theoret
ical+framework&ots=wEp4wYAf6T&sig=QsQTMFH970ExtrZ7bsFhBBcMeBQ#v=0onepag
e&qg=Implementing%20big%20data%20analytics%20in%20a%20manufacturing%20env
ironment%3A%20A%20theoretical%20framework&f=false

Morgan, B. (2022). 5 Habits of Highly Effective Transformational Leaders. Forbes.

Nubuor, S. A, Hongyi, X., & Frimpong, S. K. (2014). The impact of transformational leadership
style on project success: An empirical study of banking projects in Ghana. International
Journal of ICT and Management, 2(1), 85-95.

Oke, A., Munshi, N., & Walumbwa, F. O. (2022). The influence of leadership on innovation
processes and activities. Organizational Dynamics, 38(1), 64-72.

Ondari, J., Were, S., & Rotich, G. (2018). Effect of Intellectual Stimulation on Organizational
Performance of State Corporations in Kenya. International Journal of Novel Research in
Marketing Management and Economics, 5(1), 9-26.

Prince, K. A. (2017). Association for Information Systems AlS Electronic Library (AlSel) Industrie
4.0 and Leadership Industrie 4.0 and Leadership. ICEB 2017 Proceedings, Dubai, UAE.
https://aisel.aisnet.rg/iceb2017/23

Project Management Institute. (2017). A guide to the project management body of
knowledge: PMBOK guide. International Journal of Production Research, 53, 13-14.
https://www.pmi.org/pmbok-guide-standards/foundational/pmbok

Roy, M. V. (2024). Investigating the Impact of Mentorship in Leadership Development.
University of Southern Maine.

Schepers, J., Wetzels, M., & de Ruyter, K. (2005). Leadership styles in technology acceptance:
do followers practice what leaders preach?. Managing Service Quality: An International
Journal, 15(6), 496-508.

Siangchokyoo, N., Klinger, R. L., & Campion, E. D. (2020). Follower transformation as the
linchpin of transformational leadership theory: A systematic review and future research
agenda. The Leadership Quarterly, 31(1), 101341.

Suricd, L., & Maslakci, A. (2020). Validity and reliability in quantitative research. Business &
Management Studies: An International Journal, 8(3), 2694-2726.
https://doi.org/10.15295/bmij.v8i3.1540

Taherdoost, H. (2016). Validity and reliability of the research instrument; how to test the
validation of a questionnaire/survey in a research. How to test the validation of a
questionnaire/survey in a research (August 10,
2016).https://ssrn.com/abstract=3205040 or http://dx.doi.org/10.2139/ssrn.3205040

Tajasom, A., Hung, D. K. M., Nikbin, D., & Hyun, S. S. (2015). The role of transformational
leadership in innovation performance of Malaysian SMEs. Asian Journal of Technology
Innovation, 23(2), 172-188. http://dx.doi.org/10.1080/19761597.2015.1074513

Thuan, L.C. (2020). Motivating follower creativity by offering intellectual stimulation.
International Journal of Organizational Analysis, 28(4), 817-829.

1010


https://repo.uum.edu.my/id/eprint/17395
https://books.google.com/books?hl=en&lr=&id=kWV9DwAAQBAJ&oi=fnd&pg=PA180&dq=Implementing+big+data+analytics+in+a+manufacturing+environment:+A+theoretical+framework&ots=wEp4wYAf6T&sig=QsQTMFH97OExtrZ7bsFhBBcMeBQ#v=onepage&q=Implementing%20big%20data%20analytics%20in%20a%20manufacturing%20environment%3A%20A%20theoretical%20framework&f=false
https://books.google.com/books?hl=en&lr=&id=kWV9DwAAQBAJ&oi=fnd&pg=PA180&dq=Implementing+big+data+analytics+in+a+manufacturing+environment:+A+theoretical+framework&ots=wEp4wYAf6T&sig=QsQTMFH97OExtrZ7bsFhBBcMeBQ#v=onepage&q=Implementing%20big%20data%20analytics%20in%20a%20manufacturing%20environment%3A%20A%20theoretical%20framework&f=false
https://books.google.com/books?hl=en&lr=&id=kWV9DwAAQBAJ&oi=fnd&pg=PA180&dq=Implementing+big+data+analytics+in+a+manufacturing+environment:+A+theoretical+framework&ots=wEp4wYAf6T&sig=QsQTMFH97OExtrZ7bsFhBBcMeBQ#v=onepage&q=Implementing%20big%20data%20analytics%20in%20a%20manufacturing%20environment%3A%20A%20theoretical%20framework&f=false
https://books.google.com/books?hl=en&lr=&id=kWV9DwAAQBAJ&oi=fnd&pg=PA180&dq=Implementing+big+data+analytics+in+a+manufacturing+environment:+A+theoretical+framework&ots=wEp4wYAf6T&sig=QsQTMFH97OExtrZ7bsFhBBcMeBQ#v=onepage&q=Implementing%20big%20data%20analytics%20in%20a%20manufacturing%20environment%3A%20A%20theoretical%20framework&f=false
https://books.google.com/books?hl=en&lr=&id=kWV9DwAAQBAJ&oi=fnd&pg=PA180&dq=Implementing+big+data+analytics+in+a+manufacturing+environment:+A+theoretical+framework&ots=wEp4wYAf6T&sig=QsQTMFH97OExtrZ7bsFhBBcMeBQ#v=onepage&q=Implementing%20big%20data%20analytics%20in%20a%20manufacturing%20environment%3A%20A%20theoretical%20framework&f=false
https://www.pmi.org/pmbok-guide-standards/foundational/pmbok
https://ssrn.com/abstract=3205040
https://dx.doi.org/10.2139/ssrn.3205040

INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES

Vol. 15, No. 01, 2025, E-ISSN: 2222-6990 © 2025

Udeh, C. A,, Orieno, O. H., Daraojimba, O. D., Ndubuisi, N. L., & Oriekhoe, O. I. (2024). Big data
analytics: a review of its transformative role in modern business intelligence. Computer
Science & IT Research Journal, 5(1), 219-236.

Usman, M. (2020). Transformational Leadership and Organizational Change: In the Context of
Today's Leader. International Business Education Journal, 13(1), 95-107.

Vatcheva, K. P., Lee, M., McCormick, J. B., & Rahbar, M. H. (2022). Multicollinearity in
regression analyses conducted in epidemiologic studies. Epidemiology, 27(6), 811-820.

Wagude, J., & Ndiritu, A. (2015). Influence of Intellectual Stimulation and Conflict Resolution
on Project Implementation: A case of Constituency Development Fund Construction
Projects in Public Secondary Schools in Kisumu County, Kenya. TEM Journal, 4(4), 373.

Wang, Y., Kung, L., Gupta, S., & Ozdemir, S. (2019). Leveraging big data analytics to improve
quality of care in healthcare organizations: A configurational perspective. British Journal
of Management, 30(2), 362-388. https://doi.org/10.1111/1467-8551.12332

Wood, M. (2019). Transformational leadership in today's business environment. Journal of
Leadership Studies, 13(3), 60-63.

Zhao, N., Fan, D., & Chen, Y. (2021). Understanding the impact of transformational leadership
on project success: A meta-analysis perspective. Computational Intelligence and
Neuroscience, 2021. https://doi.org/10.1155/2021/7517791

Zuberbuhler, M. J., Salanova, M., & Martinez, I. M. (2020). Coaching-Based Leadership
Intervention Program: A Controlled Trial Study. Frontiers in Psychology, 10, 3066.

1011


https://doi.org/10.1111/1467-8551.12332
https://doi.org/10.1155/2021/7517791

