
 
 

The Influence of Leadership Style on Mega Project Success in Malaysia:  

A Case Study of KVMRT Sungai Buloh-Kajang Project Management 

 

 

 

 

 

 

 

Ahmed Nadhir bin Abdul Kadir 

 

 

 

 

 

 

 

 

 

Project Paper Submitted in Partial Fulfillment of the Requirements  

for the Degree of Master of Business Administration (Leadership) 

Universiti Tun Abdul Razak  

 

October 2020 

 

 



ii 
 

DECLARATION 

The author hereby declares that this project paper is the original study undertaken by him 

unless stated otherwise. The acknowledgement has been given to references quoted in the 

list of references. The views and analysis in this study are that of author’s, based on the 

references made, and this does not constitute an invitation to use this study as a technical 

tool for management purpose. 

 

 

 

 

 

 

 

 

 

 

 

 

 

Signature :  

Name  : Ahmed Nadhir bin Abdul Kadir 

Date  :    

 



iii 
 

ACKNOWLEDGEMENT  

 

All praises to Allah and His blessing for the completion of this thesis. I thank God for all the 

opportunities, trials and strength that have been showered on me to finish writing the thesis. 

I experienced so much during this process, not only from the academic aspect but also from 

the aspect of personality. My humblest gratitude to the holy Prophet Muhammad (Peace be 

upon him) whose way of life has been a continuous guidance for me.  

First and foremost, I am grateful to my supervisor, Dr Farhana for her assistance and 

dedicated involvement throughout completing this MBA Project Paper. Without her help and 

guidance, this paper would have never been accomplished. Her enthusiasm, support and 

encouragement for the topic has raised many precious points discussions which has 

contributing so much on improving my project paper.  

I take this opportunity to express gratitude to my beloved father Abdul Kadir, mother Marinal 

Hussin and mother-in-law Yaharo for the prayers that leads along my way of completing my 

master’s degree which makes my education achievement as their legacy and expectation. 

My deepest gratitude goes to to my lovely wife Nik Adila and kids Ahmed Feroz & Ahmed 

Farez, Fatin & Faiz. Last but not least, to all my family members whereby forever grateful to 

my brothers Ahmed Nadhirman, Ahmed Nadhireen, Ahmed Farhad, sisters Nik Hasnita, Nik 

Rusleena and my supportive uncle Mazelan. Without them I would not have made it through 

my master’s degree.  

I put on record, my sincere thank you to Prof Dr. Johari Mat, Prof Dr Gazi, Prof Dr. Barjoyai,  

Prof Dr Ravi and all other lecturers for the continuous encouragement. I would like to extend 

my appreciation to all Post Graduate Department members for their help and support. 

On top of that, I would like to show my appreciation towards my superior Mr Gary Edward 

Moore, my colleague Rozzalina, friends and my family members who offered their 

encouragement and support over the last couple of years of my MBA journey. It has been a 

great journey.   

 

 

  



iv 
 

Abstract of the project paper submitted to the Senate of Universiti Tun Abdul Razak in partial 

fulfillment of the requirements for the Master of Business Administration (Leadership). 

 

The Influence of Leadership Style on Mega Project Success in Malaysia:  

A Case Study of KVMRT Sungai Buloh-Kajang Project Management 

 

By 

Ahmed Nadhir bin Abdul Kadir  

October, 2020 

 

The purpose of this study is to investigate the impact of three different leadership styles 

which are democratic, autocratic and laissez-faire towards the success of project in 

Malaysia. The study followed quantitative approaches where survey questionnaire was 

conducted to a sample size of 154 respondents from the project management team 

members who were involved in the MRT Project Phase 1 Sungai Buloh-Kajang using 

convenience sampling technique. For the evaluation of leadership styles and project 

success, the questionnaire was designed by using a five-point Likert scale and analysed by 

using SPSS software. Demographic and descriptive techniques were adopted for data 

analysis while Pearson’s correlation and regression analysis were used to investigate 

relationships between variables in order to justify the hypotheses of the study. Findings show 

that both democratic and laissez-faire leadership have a positive impact towards the project 

success while autocratic leadership gives a negative impact towards project success. 

 

 

Key Terms: leadership, democratic leadership, autocratic leadership, laissez-faire 

leadership, success of projects in Malaysia 
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CHAPTER 1: INTRODUCTION 

 

1.1 Background of KVMRT Project 

 

The Klang Valley MRT (KVMRT) project involves the construction of a rail-based public 

transport network which, together with the existing light rail transit (LRT), monorail, KTM 

Komuter, KLIA Ekspres and KLIA Transit systems, will form the backbone of the Greater 

Kuala Lumpur/Klang Valley region’s public transport system. The project was approved by 

the Government in December 2010. The first MRT line to be implemented is the 51km 

Sungai Buloh-Kajang Line. Construction of the line was officially launched on 8 July 2011 by 

the Prime Minister of Malaysia, YAB Dato’ Sri Mohd Najib Tun Abdul Razak. The MRT 

project was initially proposed to the Government by a private-sector consortium in early 

2010. The proposal was for the construction of three MRT lines. The Government conducted 

a study on the proposal and approved the implementation of the Sungai Buloh-Kajang Line 

first. The Government will make a decision on the implementation of the other two lines after 

further studies are done on the proposed alignment in conjunction with the Greater Kuala 

Lumpur/ Klang Valley Land Public Transport Master Plan being drawn up by Suruhanjaya 

Pengangkutan Awam Darat (SPAD).  

 

 

The Klang Valley MRT project is an Entry Point Project of the Economic Transformation 

Programme (ETP) under the Greater Kuala Lumpur/Klang Valley National Key Economic 

Area (NKEA). The ETP is being implemented by the Performance Management and Delivery 

Unit (Pemandu) of the Prime Minister’s Department. The SSP is the second line of the KVMRT 

system. At its northern end, the SSP adjoins the new Sungai Buloh Station to provide 

interchange with the first line of the system (Sungai Buloh – Kajang Line or ‘SBK’) before 

proceeding southwards to Serdang and then further on to Putrajaya at its southern end. The line 

is approximately 52km in length, with an underground section situated between a northern 

elevated section and a southern elevated section. The SSP will include elevated and 

underground stations, trackways along viaducts and through tunnels, various ancillary buildings 

and structures, car parks, and associated infrastructure and systems. The SSP will be 

commissioned and put into operation in two phases. Phase 1 of operations covers the northern 

section from SBK Kwasa Damansara Station to SSP Kampung Batu Station where passengers 

will interchange with the KTM Komuter Line. Phase 2 of operations covers the remaining section 
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of the Project from Kampung Batu Station to Putrajaya Sentral Station and includes Serdang 

Depot. 

1.2 Overview on Megaprojects 

 

Megaprojects are large-scale, complex ventures that typically cost a billion dollars or more, 

take many years to develop and build, involve multiple public and private stakeholders, are 

transformational, and impact millions of people. Hirschman calls such projects "privileged 

particles of the development process" and points out that often they are "trait making," that 

is, they are designed to ambitiously change the structure of society, as opposed to smaller 

and more conventional projects that are "trait taking," i.e., they fit into pre-existing structures 

and do not attempt to modify these. Megaprojects, therefore, are not just magnified versions 

of smaller projects. Megaprojects are a completely different animal in terms of their level of 

aspiration, lead times, complexity, and stakeholder involvement. Consequently, they are also 

a very different type of project to manage. A colleague likes to say that if managers of 

conventional projects need the equivalent of a driver's license to do what they do then 

managers of megaprojects need a pilot's jumbo jet license. And just like you would not want 

someone with only a driver's license to fly a jumbo, you do not want conventional project 

managers to manage megaprojects. 

 

Megaprojects are increasingly used as the preferred delivery model for goods and services 

across a range of businesses and sectors, like infrastructure, water and energy, information 

technology, industrial processing plants, mining, supply chains, enterprise systems, strategic 

corporate initiatives and change programs, mergers and acquisitions, government 

administrative systems, banking, defences, intelligence, air and space exploration, big 

science, urban regeneration, and major events. Examples of megaprojects are high-speed 

rail lines, airports, seaports, motorways, hospitals, national health or pension ICT systems, 

national broadband, the Olympics, large-scale signature architecture, dams, wind farms, 

offshore oil and gas extraction, aluminium smelters, the development of new aircrafts, the 

largest container and cruise ships, high-energy particle accelerators, and the logistics 

systems used to run large supply-chain-based companies like Amazon and Maersk. 
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To illustrate just how big megaprojects are, consider one of the largest dollar figures from 

public economic debate in recent years, the size of US debt to China. This debt is around 

one trillion US dollars and is considered so large it may destabilize the world economy if the 

debt is not managed prudently. With this supersize measuring rod, now consider the fact that 

the combined cost of just two of the world's largest megaprojects – the Joint Strike Fighter 

aircraft program and China's high-speed rail project – is more than half of this figure, at 700 

billion dollars. The cost of a mere handful of the largest megaprojects in the world will dwarf 

almost any other economic figure, and certainly any investment figure. 

 

However, not only are megaprojects large, they are constantly growing ever larger in a long 

historical trend with no end in sight. When New York's Chrysler Building opened in 1930 at 

319 meters it was the tallest building in the world. The record has since been surpassed 

seven times and from 1998 the tallest building has significantly been located in emerging 

economies with Dubai's Burj Khalifa presently holding the record at 828 meters. That is a 

160 percent increase in building height over 80 years. Similarly, the longest bridge span has 

grown even faster, by 260 percent over approximately the same period. Measured by value, 

the size of infrastructure projects has grown by 1.5 to 2.5 percent annually in real terms over 

the past century, which is equivalent to a doubling in project size two to three times per 

century. The size of ICT projects, the new kid on the block, has grown much faster, as 

illustrated by a 16-fold increase from 1993 to 2009 in lines of code in Microsoft Windows, 

from five to 80 million lines. Other types of megaprojects, from the Olympics to industrial 

projects, have seen similar developments. Coping with increased scale is therefore a 

constant and pressing issue in megaproject management. 

 

"Mega" comes from the Greek word "megas" and means great, large, vast, big, high, tall, 

mighty, and important. As a scientific and technical unit of measurement "mega" specifically 

means a million. If we were to use this unit of measurement in economic terms, then strictly 

speaking megaprojects would be million-dollar (or euro, pound, etc.) projects, and for more 

than a hundred years the largest projects in the world were indeed measured mostly in the 

millions. This changed with the Second World War, Cold War, and Space Race. Project 

costs now escalated to the billions, led by the Manhattan Project (1939-46), a research and 
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development program that produced the first atomic bomb, and later the Apollo program 

(1961-72), which landed the first humans on the moon.  

According to Merriam-Webster, the first known use of the term "megaproject" was in 1976, 

but before that, from 1968, "mega" was used in "megacity" and later, from 1982, as a 

standalone adjective to indicate "very large." The term "megaproject" caught on just as the 

largest projects technically were megaprojects no more, but, to be accurate, "gigaprojects" – 

"giga" being the unit of measurement meaning a billion. However, the term "gigaproject" 

never really caught on. A Google search reveals that the word "megaproject" is used 27 

times more frequently on the web than the term "gigaproject". For the largest of this type of 

project, costs of 50-100 billion dollars are now common, as for the California and UK high-

speed rail projects, and costs above 100 billion dollars not uncommon, as for the 

International Space Station and the Joint Strike Fighter. If they were nations, projects of this 

size would rank among the world's top 100 countries measured by gross domestic product, 

larger than the economies of, for example, Kenya or Guatemala. When projects of this size 

go wrong, whole companies and national economies suffer. 

 

"Tera" is the next unit up, as the measurement for a trillion (a thousand billion). Recent 

developments in the size of the very largest projects and programs indicate we may 

presently be entering the "tera era" of large-scale project management. If we consider as 

projects the stimulus packages that were launched by the United States, Europe, and China 

to mitigate the effects of the 2008 financial and economic crises, then we may speak of 

trillion-dollar projects and thus of "teraprojects". Similarly, if the major acquisition program 

portfolio of the United States Department of Defense which was valued at 1.6 trillion dollars 

in 2013 is considered a large-scale project, then this, again, would be a teraproject. Projects 

of this size compare with the GDP of the world's top 20 nations, similar in size to the national 

economies of for example Australia or Canada. There is no indication that the relentless 

drive to scale is abating in megaproject development. Quite the opposite; scale seems to be 

accelerating. 
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1.3 Problem Statement 

 

First and foremost, construction industry is merging in our country since Malaysia is heading 

towards a developed country and Kuala Lumpur is going to become a Metro City. Due to the 

campaign every development in the city are chasing the deadline. Delays in project are one 

of the problems that often occur on construction projects in Malaysia and around the world. 

Therefore, many of the projects cannot operate as specified in the contract. The period of 

time for the project will be longer than it should be. Due to late completion of the project, so 

many plans and programs related to the project had to be postponed. Project delays will give 

huge impact to many people, especially those who invest.  

 

 

As we know, many projects in Malaysia are involved in delay. There are many examples of 

projects that are suffering delay in Malaysia. Among the projects that have experienced 

delays during construction is project Kuala Lumpur international airport (KLIA 2). This mega 

project began in 2007 with the original cost of RM1.7 billion. This mega project was failed to 

be completed by the contractor as specified. KLIA 2 project was delayed because of the 

changing location of the project. KLIA 2 was supposed to complete and start the operations 

in June 2013. KLIA 2 was extending the completion date about six times because of the 

delay. It is give huge impact the stakeholder. However, the project was completed and 

commissioned in May 2014 at a cost of RM 4.5 billion. The delay was happed because of 

the poor management. 

 

 

Running a mega project is less difficult than running a mega business as one expects the 

goals to have been identified a priori, one cannot take this for granted. Rather, at the front-

end, project executives working on behalf of the ultimate client together with the client need 

to collectively discuss and agree what really matters and what the key issues or decisions 

are. To this purpose, the project leaders also need to involve the key stakeholders upfront, 

e.g., future operators, local authorities, customers, and work with them to jointly establish the 

prime objectives and define a strategy, or put differently, to ask the necessary ‘what, how, 

and why’. 
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Delays in the construction of a project are not only happens in this country, even in other 

states as well in Thailand, Hong Kong, Jordan and Saudi Arabia, they also are having the 

same problem. There are many causes that contributed to the delays. That is why the 

causes of projects delay are different among all the countries involved. Delays in the 

construction of the project will have an impact on projects such as the impact on the length 

of time for completion of the project, lawsuits, and other costs. The delay of project 

happened because of many factors and can effect to the project. So, it has to be overcome 

early to avoid the same problem from recurring.  

 

 

In addition, a leadership conveys an affair when its consideration the problem of achieving 

the target date of the delivery. In this circumstance the problem will occurs when the 

leadership lies between a client and the work package contractor within a certain process in 

the difference between the client has to rely on Project Delivery Partner to instruct the work 

package contractor. In any organization, leadership influences the amount of formal 

hierarchy, the degree of centralization, the amount of involvement in decision-making and 

the performance level. This is the reason that it is important to understand the impact on the 

project and make it a part of both the identification of performance. However, such 

leadership may determine the direction of the project even if it is very complex but it is still 

manageable if every player played a right role of leadership. 

 

 

There is a very crucial year when the new government came in after the 13th Malaysia 

General Election. It’s quite norm to any management who are just on board would like to 

tune into their own management or leadership style. So, the first thing that they look into was 

all the mega project in the country that been awarded and restructure those projects. During 

the restructuring process there were months companies or contractors were not paid 

because throughout the restructuring period the new government had to hold payment until 

everything will be sorted out. During that particular period many companies had to go into 

debt and at the same time had to keep going chasing their progress. There are some of 

them had to go for financing and borrowing to keep up with the works and to keep the labour 

force fed. That was very painful and most of the restructuring actually was completed by 

2019. It was so unpredictable when things just started to roll as what have been planned and 

in the midst of the execution things has been change.  
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Due to the restructuring process it has been contributing to all the design changes which will 

suit the restructured budget. As of every parties have to start from the beginning even with 

the procurement when we are no longer able to stick with the previous purchasing since the 

budget will not fit whatever been placed in order before. The design team also has to work 

on redesign in every discipline which involve quite many manhours which has been spend 

before and again the same effort has to be put on with regards to suit with the new budget 

and direction. In order to make thing happened. The leadership skill required to manage 

every department and those people working in this project to make every parties working 

towards the same direction. 

 

In the early of 2020, Malaysia has been hit hard with the pandemic of corona virus which the 

industry has been forced to fully stop their works. Meanwhile, the industry just about put up 

their head from the restructuring process and being hit with the unpredictable disaster. Due 

to the pandemic, Malaysian Government has enforced a Movement Control Order (MCO) in 

the country so that everyone is not allowed to move freely like before. The order is to stay at 

home in order to break the chain of the separation of the Corona Virus or Covid 19. So the 

industry has taken two significant matter which the first one is the restructuring and came in 

with the second one is MCO. 
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1.4 Research Objectives and Questions 

 

The main objective of this research was to study and analyse the impact of leadership styles 

on the success of mega project in Malaysia. Three major leadership styles which are 

autocratic, democratic and laissez-faire were the main focus of this study. There are several 

questions that need to be answered from this research which are: 

 

 What is the impact of democratic leadership towards the success of mega project in 

Malaysia?  

 What is the impact of autocratic leadership towards the success of mega project in 

Malaysia?  

 What is the impact of laissez-faire leadership towards the success of mega project in 

Malaysia?  
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1.5 Significance of the Study 

 

This study aimed to provide valued information on the influence of leadership styles that can 

be demonstrated by leaders at the workplace in order to achieve success in delivering the 

construction of mega projects in Malaysia. Results of this research and study aimed to be 

significant and beneficial to the following: 

 

Government  

Construction of mega projects play a vital role for the economic development of a country. 

By conducting this study, the results produce by the researcher able to help the government 

to identify what are the leadership styles that will enhance the success of mega projects 

construction in Malaysia. The findings of this research can act as a guideline for the 

government to devise policies and support programmes for the project manager in 

construction company in Malaysia. 

 

Public  

To let the public have more understanding on the influence of leadership styles towards 

success of mega projects in Malaysia. This study aimed to give general knowledge and 

information on the leadership styles that can boost the success of mega projects 

construction in Malaysia. 

 

Management of company  

Results from this study will help the management of the company who are in charge of the 

organizational operation to study what are the effective leadership styles that can be 

demonstrated in the workplace. Findings of this study will benefit and support the 

management of the company in devising strategy to achieve its objectives and milestones. 
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Talent Acquisition Team   

Every company has its own mission, vision and objectives to be achieved. In order to do so, 

the talent acquisition team plays a big role in finding suitable candidates that fit well with the 

company. By knowing the right leadership styles to be introduced in the workplace, talent 

acquisition team will be able to do proper screening and background check on each 

candidate hence, able to choose the right person for the job in the company. 

 

Academician  

Currently, there is not so much research study that has been done on influence of leadership 

styles towards the success of mega projects in Malaysia. Hence, this study will initiate 

further researches to be done in this area of study by many academicians. The findings of 

this research study act as a foundation for reference and future comparative studies for 

academicians.  
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CHAPTER 2: LITERATURE REVIEW 

 

2.1 Leadership Styles 

 

Leadership can be defined as the communication of leaders with their subordinates by giving 

motivation and also train them in execution of any task (Gharibvand, 2012). According to 

Yukl (2008), leadership is a process where someone or an individual is able to enforce 

influence to a group of people through relationship and guidance. Leadership is used to 

achieve objectives of a company or organisation through organizational or personal interest 

and it always associated with the pattern of managerial behaviour of the leader of that 

particular organisation (Mitonga-Monga & Coetzee, 2012). Mitonga-Monga and Coetzee 

(2012) also emphasised that leadership style is the combination of different characteristics, 

traits and behaviours that are imposed by leaders for cooperating with their subordinates.  

 

The interaction of leaders with combination of skills, traits, characteristics and behaviours 

towards their followers perceived as leadership style (Jeremy, et al, 2012). According to 

Harris et al. (2007), to achieve a common goal and objective of organization, leadership 

plays a big role in bringing all the people to be able to work together as a team. Leadership 

is regarded as the ability of a person in giving influence and direction to the subordinates 

(Omolayo, 2007). Leadership also regarded as the influence of leader and follower towards 

each other through social influence and help to achieve organizational goals (Ngodo, 2008).  

 

Fiedler (1969) also stated that leadership is regarded as the tool and process when 

someone able to make many people work together for a common job or cause. Flippo and 

Musinger (1999) mentioned the integration of organizational and personal interest of leader 

with managerial behaviour pattern is viewed as leadership style where it can help to achieve 

the objectives of the organisation.  
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Over decades, there are many leadership theories that have been founded and developed. 

Hersey and Blanchard in 1969 have founded the situational leadership theory while in 1978, 

Burns introduced the theory of transformational leadership theory. The theory of this 

transformational leadership by Burns later was developed further by Bass in 1985. One of 

the famous leadership theory that has been widely used in many research studies is Lewin’s 

Leadership Model where according to this leadership theory, there are three main leadership 

style that commonly used which are democratic, autocratic and laissez-faire.  
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2.1.1 Democratic Leadership 

 

Democratic leadership is a type of leadership where the members of the group become 

more participative in the process of decision making where the opportunity to participate, 

exchange of ideas and discussion is given. The leader of the group offers guidance and 

control while the followers focus on the free flow of ideas. By enforcing this type of 

leadership, leader of the group promotes more involvement, engagement and participation 

from the team member (Choi, 2007).  

 

Leader who always encourages participation from subordinates in making any action and 

decision is perceived as a leader with democratic leadership style traits. By possessing this 

style of leadership, it can help the leader to receive a positive cooperation from the 

subordinates and eventually achieve more success as a team (Mawoli & Mohammed, 2013). 

According to Bernard (1990), best outcomes can be achieved through democratic leadership 

as this type of leadership promotes exchange of information between leaders and 

subordinates. While many people regarded democratic leadership as a weak type of 

leadership but for Bernard (1990) it actually helps leaders to receive more valuable 

information and input from subordinates if the organisation hire candidates with the right 

skills and knowledge.  
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2.1.2 Autocratic Leadership 

 

Autocratic leadership is defined as a leadership style where a leader holds so much power 

and also the authorisation of making decision as much as he can (Khan et al., 2015). If every 

decision is solely made by a leader without asking for any inputs from subordinates, then the 

leader is regarded as an autocratic leader (Akor, 2014). The theory known as “I tell” 

philosophy helps to recognise if the leader demonstrates autocratic leadership or not. This 

philosophy explained that if the leader gives direction and orders on things that need to be 

done in completing any task then the leader is known as an autocratic leader (Iqbal et al., 

2015). 

 

 

2.1.3 Laissez-faire Leadership 

 

Laissez-faire leadership allows the leader to give freedom towards subordinates in 

completing any job or task. This leadership style is demonstrated by the leader when 

subordinates are allowed to make independent decisions without consulting with superior 

(Kumar, 2015). The word of laissez-faire is adopted from French where it can be translated 

to “let it be”. Under this type of leadership, leader permits the subordinates to have more 

freedom and work independently in making decision on how are they going to finish specific 

tasks given to them (Alan, 2013). Kendra (2013) also cited that laissez-faire leadership is 

known as the “hands-off” method where leader gives more opportunities in decision making 

process and at the same time giving least guidance to the subordinates.   
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2.2 Theoretical Foundation  

 

In order to achieve mission and vision and at the same time coping with the changes of 

external environment, it is imperative to introduce and practice the effective leadership styles 

(Harris et al., 2007). If the aim of the company is to accomplish its stated objectives, there is 

a need for effective leaders to motivate and coordinate all the employees to become a good 

team (Vigoda-Gadot, 2012).  

 

To bring success to any company, leadership is perceived as one of the critical determinant 

factors. Effective leadership help the followers to strive and to get the best achievement 

(Igbaekemen, 2014). According to Alghazo and Al-Anazi (2016), the establishment of 

enthusiastic atmosphere and culture can be achieved if leadership plays the main vital role.  

 

Study done by Wang and Clegg (2011) proved that if a leader demonstrates leadership style 

that do not encourage their idea to be part of decision making process, the followers will 

become less effective and supportive. To establish high motivation to the followers, they 

prefer a system with decentralize approach where suggestions and decisions are being 

taken seriously. The positive outcomes can be achieved if the top management encourage 

leadership style that distribute authority among the followers.  
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2.2.1 Traits Theory 

 

Traits theory was founded on the basis where leaders are born and not made and these 

leaders possess distinctive personal, social and physical traits. By having distinctive traits or 

characteristics, it helps to differentiate them as leaders compared to other people (Bass, 

1981). Traits of leaders can be divided into three categories which are physical, social and 

personality. Physical traits refer to the appearances of the leaders such as tallness or 

whether the leader is good looking or not. Social traits discussed on the factors such as 

popularity, influence and charismatic of the leaders. While for personality traits, many past 

research studies have focusing on the aspects of emotional maturity, energy levels and self-

confidence of the leaders (Yukl, 2002). Stodgill (1974) has put some criticism towards traits 

Theory as this theory is not able to show consistency on traits of leaders in order to 

differentiate leaders and non-leaders.  

 

 

2.2.2 Behavioural Theory 

 

This theory is founded and developed on the basis that leaders are made and not born, thus 

it is contradicting with the traits theory (Anderson & Bower, 1973). Leaders that developed 

this behavioural theory observe the conduct of other people at their work place and working 

environment. From this observation, it helps them to have a better understanding on the 

consequences and outcomes from certain actions that have been taken while completing a 

job or task. This theory proved that trained leaders are better than born leaders because 

trained leaders learn from experiences which help them to develop more skills and 

knowledge (Bandura, 1971). 
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2.2.3 Theory X and Theory Y  

 

Theory X and Theory Y were founded based on the conveying motivation towards the 

subordinates by the leaders in completing any task or job (Douglas, 2013). For Theory X, it 

is mainly circulating on how the leaders motivate their subordinates through rewards such as 

money and benefits. While for Theory Y, subordinates are more cooperative, self-motivated 

and portray positive attitudes where it can help the leaders to achieve more success for the 

company (Douglas, 2013).  

 

Under Theory X, employee has an attitude to escape from responsibilities and desire to 

receive more direction from leaders. Thus, leaders must be able to control subordinates and 

introduce punishments so that they can achieve more success for company (Douglas, 2013). 

On the other hand, Theory Y believes that it is unnecessary to introduce punishment towards 

subordinates. Theory Y adopts the concept of integration between leaders and subordinates 

where it can create environment of giving commitment (Douglas, 2013). Leaders must instil 

a decent learning opportunities under good working conditions and provide encouragement 

in order to achieve more success for the organisation.  

 

2.2.4 Fiedler’s Contingency Theory 

 

Personality of leaders and also situation play a major role in achieving success for an 

organisation (Hellriegel et al., 2004). There are three major categories to achieve effective 

leadership styles under Fiedler’s Contingency Theory which are leader-member relation, 

task structure and position power. The concept of trust, respect and confidence of the 

subordinates towards their leader were introduced under the leader-member relation 

category. Second category of task structure mainly discusses on the job descriptions. While 

the third category or known as position power focuses on the issue on the power and 

influence of a leader over certain variables like promotions and increment of salary. 
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2.2.5 Lewin’s Leadership Model 

 

Kurt Lewin introduced this leadership model where according to him, leadership style can be 

divided into three type of leadership which are democratic, autocratic and laissez-faire. 

Democratic leadership can be defined under a situation where the members of the group 

become more participative in the process of decision making where the opportunity to 

participate, exchange of ideas and discussion is given. The leader of the group offers 

guidance and control while the followers focus on the free flow of ideas (Choi, 2007). While 

for autocratic leadership, it is defined as a leadership style where a leader holds so much 

power and also the authorisation of making decision as much as he can (Khan et al., 2015). 

For laissez-faire, this type of leadership characterizes the leaders as the one who permits 

the subordinates to have more freedom and work independently in making decision on how 

are they going to finish specific tasks given to them (Alan, 2013).  
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2.3 Success of Mega Construction Project 

 

According to Agyekum-Mensah (2012), construction project can be defined as the 

completion of project to produce a product through the integration of different specialities 

and processes. Construction project involves the aspect of project management where 

according to Kerzner (2009), it comprises series of activities and tasks: 

 

 To achieve unique goal with particular specifications 

 Timeline of the project to be completed 

 Specified financial budget 

 Integration of human and non-human assets 

 

There are three main pillars that need to be managed well in order to achieve a successful 

project which are recognizing project requirements, satisfying stakeholders’ needs and also 

balancing the project constraints. Project constraints focuses on the aspect of scope, quality, 

budget, risk and schedule of the project. 

 

According to Kerzner (2009), if the project is able to be completed on time, approved quality 

and within the budget limit, it can be defined as a successful project. From these three 

factors, Kerzner (2009) has introduced the characteristics of a successful project which are: 

 

 Follow the schedule and completed within that specified time frame 

 Within budget 

 Customer satisfied with the product 

 Slight or minimal modifications from original plans 
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2.4 Relationship between Leadership Styles and Success of Project 

 

Project is known as the systematic approach to produce unique product by achieving 

targeted objectives and results through the combination of multiple activities (Tonchia & 

Mahagaonkar, 2018). To achieve this success, right knowledge and skills are needed by the 

project manager in order to coordinate the project effectively. Hence, project leaders are 

required to demonstrate leadership styles during their administration as leadership plays vital 

role in the success of any team (Aga et al., 2016). 

 

Previous study done by Mohamed and Alipour (20114) shown that maximum output from the 

project team can be achieved if leaders communicate the deadlines effectively to the team 

through meetings, agendas or recaps. It is imperative to ensure that leaders are able to 

engage the team effectively and monitor the coordination of the team members. According to 

Iqbal et al. (2015), leader’s effect and emotional intelligence are determined by the 

demonstration of leadership styles of the leader to influence project success. Leadership can 

be defined as the behaviour and also the attitude of the leaders where this behaviour and 

attitude act as tool in coordinating and managing the task completion of a team 

(Connaughton & Daly, 2005). The effort of coordinating and managing team members 

involve the ability of the leader to allocate resources and able to monitor the schedule project 

based on the time frame given.  

 

There are various factors that can affect project success such as allocation of time and 

resources to come out with a high quality project (Bell & Kozlowski, 2002). High quality 

project will lead to the satisfaction of client or customer. Thus, leader is the one who 

responsible to lead the entire team by enforcing effective leadership styles so that the project 

can be produced align with customer requirements and completed within the given time 

frame. Muller and Turner (2007) mentioned that leadership is beneficial for leader to meet 

and satisfy project requirement if the leader is able to manage his priority of time and 

resources very well. This finally will assist the leader to establish the vision of the 

organisation through the combination effort of project team members.  
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Prabhakar (2005) stated on the criteria that can make a project to become successful which 

are complete the project within budget, follow the project schedule and meet project 

requirements with high quality standards according to the agreement with client. However, 

there factors and obstacles that can contribute to failure of the project. Unaligned objectives 

from the top management, lack of commitment, unclear project deadline and lack of 

understanding of project tasks are among factors that may become the obstacles for the 

success of the project.  

 

Hence, it is vital to introduce effective leadership styles so that the leader can manage the 

task successfully with the given project schedule and resources. Leadership act as a tool to 

focus on project objectives and goal completion and at the same time bringing motivation to 

the team members so that company able to handle the employees well while satisfying 

customer needs.   
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2.5 Conceptual Framework 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1.1: Conceptual Framework 
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2.6 Research Hypotheses  

 

This research study adopted Lewin’s Leadership model focuses on three leadership styles 

which are democratic, autocratic and laissez-faire. Thus, below are three hypothesis derived 

by researcher for this study: 

 

H1: Democratic leadership has a positive impact towards the success of mega project in 

Malaysia 

 

H2: Autocratic leadership has a positive impact towards the success of mega project in 

Malaysia 

 

H3: Laissez-faire leadership has a positive impact towards the success of mega project in 

Malaysia 
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CHAPTER 3: RESEARCH METHODOLOGY 

 

3.1 Research Design 

 

The study aimed to explore the relationship between leadership styles and its influence 

towards success of mega project construction project in Malaysia. In order to identify the 

relationship between these two factors of leadership styles and success of project, 

quantitative approach was adopted. According to Kumar (2005), when the aim of researcher 

is to find relationship between variables, the method that was usually adopted by previous 

researchers is quantitative approach. Hence, this research study implemented the same 

method and approach as the main objective of this study was to identify the impact of 

leadership styles towards the success of mega project construction project in Malaysia 

 

3.2 Population, Sample & Sampling Technique 

 

According to the data provided by the company of MMC Gamuda KVMRT Sdn Bhd, there 

were more than 10,000 employees that involved in completing this mega project. However, it 

was impossible to conduct the study to all of these employees. Thus, 1924 employees from 

the company who were involved as the project management team member in completing 

this mega project were chosen. The reason to choose team members that were involved in 

project management because they were responsible to ensure the project to be completed 

within time frame with the given budget. They also carried the responsibility to meet and deal 

with client so the client’s satisfaction on the completion of the project were met. Hence, the 

population of this research study was 1924 project management team members.  

 

The method used for sampling of this research study was convenience based sampling 

where it is known as a non-probability sampling technique. This method was used because it 

is easy, affordable and also the subjects are readily available (Etikan et al., 2016). The 

accessibility of the researcher was the main focus under this technique where data collection 

process was easier as the respondents of the study were easily available and accessible to 

the researcher. 
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A total 200 questionnaires prepared by researcher were distributed to the project 

management team members. Team members from various departments and teams 

regardless of age and gender were asked to participate in this survey. From this 200 

questionnaires, 154 of them were filled and regarded as valid responses. 

 

 

3.3 Accessibility and Ethical Issues 

 

Permission from the Human Resource department had been asked in order to avoid any 

complication or problem while conducting the survey. To avoid from interrupting the 

respondents carrying their work duties, this survey was also conducted outside the office 

hours. Confidentiality had become the priority of researcher in conducting this survey hence, 

respondents that participated in this survey had been provided with guarantee there will be 

no violation or revelation of personal information to any other party.  
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3.4 Measurement of Variables 

 

The questionnaire was divided into three parts which are Part A, B and C. Part A was 

designed to search for the demographic data and information of the respondents. While Part 

B evaluated the type of leadership demonstrated by the project manager at the work place. 

And finally, Part C to measure the success of the mega project.  

 

Table 1.1: Measurement of Variables 

  

Title/Variable 

Content/ Number of 

Questions 

Part A Demographic information  Age 

 Gender 

 Education level 

 Monthly salary 

Part B Type of leadership 

 Democratic 

 Autocratic 

 Laissez-faire 

 

 

16 Questions 

Part C Success of Mega Project 15 Questions 
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3.5 Data Collection Method  

 

Multi factor Leadership Questionnaire (MLQ) by Avolio and Bass (1995) and also by Mawoli 

and Mohammed (2013) was adopted for this research study in order to evaluate the 

leadership behaviour demonstrated by project manager at the work place. Based on the five 

point Likert scale, leadership behaviour in the survey questionnaire was divided into five 

levels which are “Strongly Disagree”, “Disagree”, “Neutral”, “Agree” and “Strongly Agree”. 

Each of the question was answered by the respondents based on this five point Likert scale. 

This questionnaire was modified to make it relevant and fit with the purpose of research 

study.  

 

For assessment of success of mega project, the same five point Likert scale was adopted. 

The five point Likert scale was distributed into 5 levels which are “Very Low”, “Low”, 

“Average”, “High”, and “Very High”. The evaluation of project success is based on three 

factors which are time, project performance and budget (Kerzner, 2009) where the project is 

considered as successful if it performs as expected and able to be delivered within budget 

and time frame given. On top of that, Kerzner (2009) also mentioned on additional factor 

where satisfaction of the client can be used as one of the measurement for project success. 

Thus, the survey questionnaire includes performance, schedule, budget and client 

satisfaction in measuring project success. The survey questionnaire to evaluate project 

success was adopted from Kerzner (2009) and was modified to make it relevant and fit with 

the purpose of research study.  

 

All the questionnaires were developed based on the independent variables which are 

democratic, autocratic and laissez-faire leadership style and dependent variable of success 

of mega project.  
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3.6 Data Analysis Technique  

 

The main objective of this study was to find out the relationship between leadership styles 

and success of mega project in Malaysia. Thus, all the answers from respondents for survey 

questionnaire were collected as data to be analyzed. The responses of the respondents 

were used to answer and justify all the research questions and hypothesis. For the 

evaluation of linear relationship between leadership styles and success of mega project, 

correlation analysis was conducted. Researcher also use regression analysis to analyze on 

the changes of unit independent variable towards dependent variable.  

 

To evaluate the collected data from distributed questionnaires, Statistical Package for the 

Social Sciences (SPSS) version 26 software was used. This software is useful for data 

analysis to obtain conclusions for this research study. Researcher also use SPSS to 

evaluate the quality and reliability of data by measuring the value of Cronbach’s Alpha for 

each of the independent and dependent variables.  
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3.7 Reliability Test  

 

The internal consistency of the data collected from respondents must be tested in order to 

measure the quality and reliability of the data. The data collected was computed into SPSS 

software to find the Cronbach’s Alpha value. This value represents the reliability of the data. 

According to Basit et al. (2017), if the value of Cronbach’s Alpha is below 0.5, then it is 

considered as unacceptable. If the value is between 0.5 to 0.6, the data is considered as 

poor. In order for the data to be considered as acceptable the value must be 0.6 and above. 

The details on reliability of the data based on Cronbach’s Alpha value can be referred to 

table below. 

 

Table 1.2: Cronbach’s Alpha value for reliability test 

Value of Cronbach’s Alpha  

0.9 and above Excellent 

0.7 – 0.9 Good 

0.6 – 0.7 Acceptable 

0.5 – 0.6 Poor 

Below 0.5 Unacceptable 

 

Each of the data collected from questionnaire was computed into SPSS. For democratic 

leadership style, four questions were asked to the respondents. While for autocratic and 

laissez-faire leadership, six questions were asked. For the evaluation of project success 

part, fifteen questions were asked in order to measure the success of the project. Overall, 

there were 31 questions related to leadership styles and project success were asked in the 

survey questionnaire. 
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Table 1.3: Results of Cronbach’s Alpha value for each variable 

Variables No. of Items Value of Cronbach’s Alpha 

Democratic 6 0.811 

Autocratic 4 0.835 

Laissez-faire 6 0.708 

Project Success 15 0.967 

Overall 31 0.891 

 

The overall value of Cronbach’s Alpha of the data collected from respondents is 0.891 which 

means the reliability on the overall data is regarded as good. For independent variables 

which are democratic, autocratic and laissez-faire, all of them recorded Cronbach’s Alpha 

value more than 0.7. Highest value recorded by autocratic leadership with value of 0.835, 

followed by democratic leadership (0.811) and laissez-faire leadership (0.708). While for 

project success, the Cronbach’s Alpha value recorded is 0.967 which means the reliability on 

the data is excellent.  
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CHAPTER 4: RESULTS AND DISCUSSION 

 

4.1 Introduction 

 

Results and findings collected from the data analysis will be discussed in this chapter. 

Demographic analysis will be elaborated more in section 4.2 while descriptive analysis will 

be discussed in section 4.3. For sections 4.4 and 4.5, both of these sections will present and 

explain the results based on correlation and regression analysis in order to study the impact 

of leadership style towards project success in Malaysia.  

 

4.2 Demographic Analysis 

 

In the survey questionnaire distributed to respondents, each of them were asked on the 

questions regarding their gender, age, salary and education level. 

 

4.2.1 Age Distribution of Respondents 

 

Table 2.1: Age distribution of respondents 

Age group Number of respondents 

25-30 44 

31-35 61 

36-40 32 

41-45 12 

46 and above 5 
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Figure 2.1: Age Distribution of Respondents 

 

Group age of 31-35 years old recorded the highest number of respondents that participated 

in this survey questionnaire with total 61 respondents. On the other hand, the lowest age 

group for this study is 46 years old and above with total 5 respondents. For age group of 25-

30, the number of respondents that participated in this study is 44. While for age group 36-

40 the number of respondents recorded is 32 and age group 41-45 with total 12 

respondents.  
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4.2.2 Gender Distribution of Respondents 

 

Majority of the respondents that participated in this study were male with total of 118 

respondents. The remaining 36 was represented by female respondents. 

 

Table 2.2: Gender distribution of respondents 

 Number of respondents 

Male 118 

Female 36 

Total 154 

 

 

 

Figure 2.2: Gender Distribution of Respondents 
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4.2.3 Salary Distribution of Respondents 

 

The collection of data from respondents shows that 69 respondents receive monthly salary 

of RM5,000 and below. Data also shows that 48 respondents receive monthly salary of 

RM5,001 to RM10,000 and the remaining 37 respondents receive RM10,001 and above for 

their monthly salary 

 

Table 2.3: Salary distribution of respondents 

 Number of respondents 

RM5,000 and below 69 

RM5,001 – RM10,000 48 

RM10,001 and above 37 

 

 

 

Figure 2.3: Salary Distribution of Respondents 
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4.2.4 Education Level Distribution of Respondents 

 

 

Part of the survey questionnaire also asked the respondents on their education level 

background. The result shows that majority of the respondents are Bachelor Degree holder 

with total 97 respondents. Second highest group is Master Degree holder with 29 

respondents and followed by Certificate/Diploma holder with 25 respondents. The lowest 

group recorded is PhD holder with only 3 respondents. 

 

Table 2.4: Education level distribution of respondents 

 Number of respondents 

Certificate/Diploma 25 

Bachelor Degree 97 

Master Degree 29 

PhD 3 

 

 

 
Figure 2.4: Education Level Distribution of Respondents 
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4.3 Descriptive Analysis 

 

There were 31 questions asked to the respondents regarding the leadership style practiced 

at their workplace based on the Lewin’s Leadership model and also on the success of the 

project. For the purpose of this study, researcher conducted descriptive analysis from the 

data collected and gathered from respondents. 

 

 4.3.1 Descriptive Analysis of Democratic Leadership 

 

Table 2.5: Descriptive analysis of democratic leadership 

 N Minimum Maximum Mean Std. Deviation 

My supervisor involves 

us (the workers) in 

decision making on 

issues relating the 

department and/or the 

entire company 

154 1 5 3.99 1.204 

My supervisor is always 

ready and willing to guide 

workers when it is 

necessary 

154 1 5 3.23 1.158 

My supervisor 

encourages open door 

policy that facilitates 

smooth communication 

between him and the 

workers 

154 1 5 3.37 1.029 

My supervisor assumes 

responsibility of his 

workers’ actions, good or 

bad 

154 1 5 3.83 .455 

Democratic 154 1.50 4.50 3.6039 .80425 

Valid N (listwise) 154     

 

  



37 
 

The survey question ‘My supervisor involves us (the workers) in decision making on issues 

relating the department and/or the entire company’ recorded the highest mean with value of 

3.99 and standard deviation of 1.204. While the question ‘My supervisor assumes 

responsibility of his workers’ actions, good or bad’ shows second highest mean with value of 

3.83 with standard deviation value of 0.455.  

 

The question ‘My supervisor is always ready and willing to guide workers when it is 

necessary’ recorded the lowest mean value of 3.23 with standard deviation of 1.158. The 

overall democratic leadership displays the mean value of 3.6039 and standard deviation of 

0.80425. This result suggests that the company practices democratic leadership significantly 

at workplace.  
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4.3.2 Descriptive Analysis of Autocratic Leadership 

 

Table 2.6: Descriptive analysis of autocratic leadership 

 N Minimum Maximum Mean Std. Deviation 

My supervisor believes 

employees need to be 

supervised closely they 

are not likely to do their 

work. 

154 1 5 3.30 1.097 

As a rule, my supervisor 

believes that employees 

must be given rewards or 

punishments in order to 

motivate them to achieve 

organizational objectives. 

154 1 5 2.92 .796 

My supervisor is the chief 

judge of the 

achievements of 

employees. 

154 1 4 2.71 1.188 

My supervisor gives 

orders and clarifies 

procedures for each task 

154 1 5 2.78 .945 

I feel insecure about my 

work and need direction 

154 1 5 3.20 .851 

My supervisor believes 

that most employees in 

the general population 

are lazy 

154 1 5 2.80 1.315 

Autocratic 154 1.67 4.17 2.9513 .77659 

Valid N (listwise) 154     
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The first survey question ‘My supervisor believes employees need to be supervised closely 

they are not likely to do their work’ recorded the highest mean of 3.30 and standard deviation 

of 1.097. While the survey question ‘My supervisor is the chief judge of the achievements of 

employees’ shows the lowest mean value of 2.71 and standard deviation of 1.188.  

 

Other question that recorded high mean value is ‘I feel insecure about my work and need 

direction’ with mean value of 3.20 and followed by question ‘As a rule, my supervisor 

believes that employees must be given rewards or punishments in order to motivate them to 

achieve organizational objectives’ with mean value of 2.92. Overall, autocratic leadership 

recorded total mean value of 2.9513 with standard deviation value of 0.77659. 
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4.3.3 Descriptive Analysis of Laissez-faire Leadership 

 

Table 2.7: Descriptive analysis of laissez-faire leadership 

 N Minimum Maximum Mean Std. Deviation 

In complex situations my 

supervisor allows me to 

work my problems out on 

my own way 

154 2 5 3.29 .674 

My supervisor stays out 

of the way as I do my 

work 

154 1 5 3.05 .966 

In most situations I prefer 

little input from my 

supervisor. 

154 1 4 2.62 .984 

In general my supervisor 

feels it’s best to leave 

subordinates alone. 

154 1 4 3.15 .941 

As a rule, my supervisor 

allows me to appraise my 

own work. 

154 1 5 3.30 .658 

My supervisor gives me 

complete freedom to 

solve problems on my 

own. 

154 1 5 3.11 .926 

Laissez-faire 154 1.67 4.17 3.0855 .55400 

Valid N (listwise) 154     

 

The survey question ‘As a rule, my supervisor allows me to appraise my own work’ shows 

the highest mean value of 3.30 with standard deviation of 0.658. While second highest mean 

value is recorded through question ‘In complex situations my supervisor allows me to work 

my problems out on my own way’ with mean value of 3.29 and standard deviation of 0.674. 

 

The survey question that shows the lowest mean value is ‘In most situations I prefer little 

input from my supervisor’ with mean value of 2.62 and standard deviation of 0.984. Overall, 
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laissez-faire leadership shows the mean value of 3.0855 with standard deviation of 

0.055400.  
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4.3.4 Descriptive Analysis of Project Success 

 

Table 2.8: Descriptive analysis of project success 

 N Minimum Maximum Mean Std. Deviation 

The project was 

completed on time or 

earlier 

154 1 5 3.64 .869 

The project was 

completed within or below 

budget 

154 2 5 3.47 .944 

4[‘/The project had only 

minor changes 

154 1 4 3.12 1.041 

Project was managed in a 

coordinated way 

154 1 5 3.15 1.077 

Other efficiency 

measures were achieved 

154 1 5 3.56 .783 

Project was cross 

functionally coordinated 

(team members come 

from different areas of an 

organisation and have 

different skill sets.) 

154 1 4 2.68 .580 

,The project was well 

described and 

coordinated with activities 

to enhanced project 

performance. 

154 1 4 3.03 1.236 

There was adequate 

documentation of the 

project to permit easy use 

by the clients instructions, 

etc.) 

154 1 5 3.59 1.467 

An adequate presentation 

of the project has been 

developed for clients 

154 1 5 4.02 1.157 



43 
 

Clients knew who to 

contact when problems or 

questions arise. 

154 1 5 3.62 .585 

The clients were given 

the opportunity to provide 

input early in the project 

development stage 

154 1 5 2.93 .833 

The client (intended 

users) was kept informed 

of the project’s progress 

154 1 5 3.45 .957 

The product met the 

client’s requirements 

154 1 5 3.56 .990 

The client was satisfied 154 1 5 3.19 1.226 

The client will come back 

for future work 

154 1 5 3.43 1.096 

Project Success 154 1.27 4.40 3.3623 .83992 

Valid N (listwise) 154     

 

There were 15 survey questions asked to the respondents in order to evaluate the success 

of the project. From the descriptive analysis of the data using SPSS, the question ‘An 

adequate presentation of the project has been developed for clients’ recorded the highest 

mean value of 4.02 with standard deviation of 1.157. While the question that displays the 

lowest mean value is ‘Project was cross functionally coordinated’ with mean value of 2.68 

and standard deviation of 0.58.  

 

Part of the survey questionnaire in evaluating project success also involved client’s fulfilment 

and satisfaction. For instance, question ‘The client was kept informed of the project’s 

progress’ recorded mean value of 3.45, question ‘The product met the client’s requirements’ 

shows mean value of 3.56, question ‘The client was satisfied’ with mean value of 3.19 and 

question ‘The client will come back for future work’ displays mean value of 3.43. Overall, the 

project success recorded the mean value of 3.3623 with standard deviation of 0.83992. 
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4.3.5 Summary of Descriptive Analysis 

 

Table 2.9: Summary of descriptive analysis 

 N Minimum Maximum Mean Std. Deviation 

Democratic 154 1.50 4.50 3.6039 .80425 

Autocratic 154 1.67 4.17 2.9513 .77659 

Laissez-faire 154 1.67 4.17 3.0855 .55400 

Project Success 154 1.27 4.40 3.3623 .83992 

Valid N (listwise) 154     

 

Table above shows the summary of descriptive analysis for each variable in this study. 

Based on the three leadership styles which are democratic, autocratic and laissez-faire, the 

democratic leadership displays the highest mean with value of 3.6039 followed by laissez-

faire (3.3623) and autocratic (2.9513). From the results, we can observe that democratic 

leadership is greatly practices in the company and followed by laissez-faire leadership. While 

autocratic is the least practices leadership style in that company. Further analysis on the 

relationship of these three leadership styles with project success will be explained and 

discussed in the analysis of correlation and regression. 
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4.4 Pearson’s Correlation Analysis 

 

Table 2.10: Pearson’s correlation analysis 

 Autocratic Democratic 

Laissez-

faire Project Success 

Autocratic Pearson 

Correlation 

1 -.785** -.614** -.786** 

Sig. (2-tailed)  .000 .000 .000 

N 154 154 154 154 

Democratic Pearson 

Correlation 

-.785** 1 .687** .896** 

Sig. (2-tailed) .000  .000 .000 

N 154 154 154 154 

Laissez-faire Pearson 

Correlation 

-.614** .687** 1 .809** 

Sig. (2-tailed) .000 .000  .000 

N 154 154 154 154 

Project 

Success 

Pearson 

Correlation 

-.786** .896** .809** 1 

Sig. (2-tailed) .000 .000 .000  

N 154 154 154 154 

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

 

 

Table 2.11: Summary of Pearson’s correlation analysis 

 Project Success 

Democratic 0.896 

Autocratic -0.786 

Laissez-faire 0.809 

Project Success 1 
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Table 2.10 and table 2.11 show the result of Pearson’s correlation analysis between 

leadership styles and project success. As we can see from both of the tables, there is a 

strong positive relationship between democratic and laissez-faire leadership styles with 

project success. Based on the analysis done using SPSS, the value of Pearson’s correlation, 

r between democratic leadership and project success is 0.896 with significant value, p is 

below 0.01. While for laissez-faire leadership and project success, the r value is 0.809 with p 

value below 0.01. On the other hand, autocratic leadership displays a negative impact 

towards project success. This is proven based on the Pearson’s correlation value computed 

where the r value is -0.786 with p value below 0.01. From this analysis, we can justify that 

democratic and laissez-faire leadership have a positive impact towards project success while 

autocratic leadership has a negative impact towards project success. 
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4.5 Multiple Regression Analysis 

 

Table 2.12: Multiple regression analysis model summary 

Model R R Square Adjusted R Square 

Std. Error of the 

Estimate 

1 .939a .882 .880 .29141 

a. Predictors: (Constant), Laissez-faire, Autocratic, Democratic 

 

 

Table 2.13: Multiple regression analysis coefficients 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) .177 .325  .544 .587 

Autocratic -.160 .050 -.148 -3.220 .002 

Democratic .567 .052 .543 10.872 .000 

Laissez-faire .523 .059 .345 8.820 .000 

a. Dependent Variable: Project Success 

 

 

According to Basit et al. (2017), a good fit model can be achieved if the minimum value of 

variance of dependent variable reach at least 60 percent which means the value of Adjusted 

R Square must at least have a value of 60 percent in order for it to be considered a good fit 

model. After conducted the multiple regression analysis using SPSS, the value of Adjusted R 

Square that researcher gained is 0.880 which if it translated to percentage is equivalent to 

88 percent as shown in the table 2.12 above. Hence, it can be considered as good fit model 

as it is more than 60 percent. Another major key takeaway from this multiple regression 

analysis is from the value of R square which is 0.882 where this value represents how good 

the dependent variable can be projected based on independent variables. From the R 

square value of 0.882, it gives the conclusion where 88.2 percent of the project success can 

be predicted through leadership styles.  
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As we can observe from the table 2.13, democratic leadership displays a beta coefficient 

value of 0.543 with significant value below than 0.01. This result proves that democratic 

leadership has a positive influence on project success. For laissez-faire leadership, the beta 

coefficient value is 0.345 with significant value lower than 0.01. This result also shows that 

laissez-faire leadership has a positive influence on project success. Oppositely, the result of 

beta coefficient value gained from autocratic leadership is -0.148 with significant value below 

0.01. This finding suggest that autocratic leadership has a negative impact towards project 

success.  
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4.6 Discussion of Results 

 

Based on the correlation and regression analysis done using SPSS, researcher can 

conclude that democratic and laissez-faire leadership have a positive impact towards project 

success. On the other hand, autocratic leadership produces a negative impact towards 

project success. Table 2.14 shows result of each hypothesis.  

 

Table 2.14: Summary of hypotheses results 

Hypothesis Beta 

Value 

Pearson, 

correlation, 

r 

Result 

H1: Democratic leadership has a positive 

impact towards the success of mega project in 

Malaysia 

 

0.543 

 

0.896 

 

Accepted 

H2: Autocratic leadership has a positive 

impact towards the success of mega project in 

Malaysia 

 

-0.148 

 

-0.786 

 

Rejected 

H3: Laissez-faire leadership has a positive 

impact towards the success of mega project in 

Malaysia 

 

0.345 

 

0.809 

 

Accepted 
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CHAPTER 5: CONCLUSIONS, RECOMMENDATIONS, LIMITATIONS AND 

SUGGESTIONS FOR FUTURE RESEARCH 

 

5.1 Conclusion 

 

The main objective of this study was to investigate the impact of different leadership styles 

which are democratic, autocratic and laissez-faire towards the success of project in 

Malaysia. A survey questionnaire was conducted to a sample size of 154 respondents from 

the project management team members who were involved in the MRT Project Phase 1 

Sungai Buloh-Kajang. The aim of the structured questionnaire was to collect primary data 

from the sample. 

 

The leadership styles were measured using Multi factor Leadership Questionnaire (MLQ) by 

Avolio and Bass (1995) and also by Mawoli and Mohammed (2013). While for evaluation of 

project success, it was measured by the scale of Kerzner (2009). Demographic and 

descriptive techniques were used for data analysis while Pearson’s correlation and 

regression analysis were used to investigate relationships between variables in order to 

justify the hypotheses of the study.  

 

Based on the analysis of the data using SPSS, the findings show that both democratic and 

laissez-faire leadership have a positive impact towards the project success. This research 

study also concludes that autocratic leadership has a negative impact towards project 

success.  
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5.2 Recommendation 

 

The results of this research study provided intuition on the type of leadership styles the 

employee prefer and what they need from their superiors in order to enhance the success of 

the project. Based on the results, it indicated that democratic leadership would lead to the 

project success. Hence, leaders should understand their subordinates better in order to 

provide guidance and assistance in completing any task or job. On top of that, leaders must 

always let the subordinates to give their inputs and ideas in decision making process as this 

will build a positive relationship between leaders and subordinates. There were some 

strategies that could be suggested in order to improve the leadership of the leaders in 

organizations such as develop certain training programs for the leaders. 

 

The practice of laissez-faire leadership was also found to lead to a project success where 

under this type of leadership, leaders are more open in providing freedom to the employees. 

Based on the survey conducted, results show that if the subordinates were given freedom to 

work their own way in solving problems, this situation will lead to project success. For 

laissez-faire leadership to work effectively, subordinates or employees must be equipped 

with right skills and knowledge. Hence, company or organization can develop a mentoring 

programme to the employee or send them for training to ensure they can gather more skills 

and knowledge in their job area.  

 

While for autocratic leadership, this type of leadership should be avoided as it was found to 

have a negative impact towards project success. Leaders must develop strategies to 

improve the communication and relationship with employees so that organizational 

objectives can be achieved. In addition, leaders should let the employees to be part of 

decision making process so the employees will be able to observe the challenges and 

opportunities around them creatively. Leaders should also encourage more group 

participation and advocate team work spirit.  

 

  



52 
 

5.3 Limitations and Suggestions for Future Research 

 

One of the main limitation for this research study was the limited sample size. Due to time 

constraint, this research study was conducted based on the convenience based sampling 

technique which means the samples were selected based on the convenience of the 

researcher. If this research study was conducted to the whole population, it has a possibility 

to produce a different conclusion to the study. On top of that, this research study was only 

conducted to one company only which means limited conclusions and generalizations could 

be made.  

 

This research study was conducted without taking into considerations on the gender and 

personality of the leaders. The perception of leadership behaviours were not studied as 

gender and personality differences could also give a huge influence to work processes to 

meet the different demographic group’s needs. Hence, researcher should include these 

factors for future study in order to know in details how the leadership styles based on the 

gender and personality of the leaders would affect the success of project. Future research 

study could also include other leadership styles like transformational and transactional since 

this study was conducted based on democratic, autocratic and laissez-faire leadership only. 

 

Finally, this research study was done to examine the relationship between leadership styles 

with project success only. However, there are many other factors that would contribute to 

project success. Thus, for future research, other factors should be included and studied as 

well in order to have more understanding on what factors that could give more significant 

impact towards the project success.  
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Cronbach’s alpha value for autocratic leadership: 

 

Reliability Statistics 

Cronbach's 

Alpha N of Items 

.811 4 

 

Cronbach’s alpha value for democratic leadership: 

 

Reliability Statistics 

Cronbach's 

Alpha N of Items 

.835 6 

 

Cronbach’s alpha value for laissez-faire leadership: 

 

Reliability Statistics 

Cronbach's 

Alpha N of Items 

.708 6 

 

Cronbach’s alpha value for project success: 

 

Reliability Statistics 

Cronbach's 

Alpha N of Items 

.967 15 

 

Cronbach’s alpha value for overall: 

 

Reliability Statistics 

Cronbach's 

Alpha N of Items 

.891 31 
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Descriptive Statistics 

 N Minimum Maximum Mean 

Std. 

Deviation 

My supervisor believes 

employees need to be 

supervised closely they 

are not likely to do their 

work. 

154 1 5 3.30 1.097 

As a rule, my 

supervisor believes that 

employees must be 

given rewards or 

punishments in order to 

motivate them to 

achieve organizational 

objectives. 

154 1 5 2.92 .796 

My supervisor is the 

chief judge of the 

achievements of 

employees. 

154 1 4 2.71 1.188 

My supervisor gives 

orders and clarifies 

procedures for each 

task 

154 1 5 2.78 .945 

I feel insecure about my 

work and need direction 

154 1 5 3.20 .851 

My supervisor believes 

that most employees in 

the general population 

are lazy 

154 1 5 2.80 1.315 

Autocratic 154 1.67 4.17 2.9513 .77659 

Valid N (listwise) 154     
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Descriptive Statistics 

 N Minimum Maximum Mean 

Std. 

Deviation 

My supervisor involves 

us (the workers) in 

decision making on 

issues relating the 

department and/or the 

entire company 

154 1 5 3.99 1.204 

My supervisor is always 

ready and willing to 

guide workers when it 

is necessary 

154 1 5 3.23 1.158 

My supervisor 

encourages open door 

policy that facilitates 

smooth communication 

between him and the 

workers 

154 1 5 3.37 1.029 

My supervisor assumes 

responsibility of his 

workers’ actions, good 

or bad 

154 1 5 3.83 .455 

Democratic 154 1.50 4.50 3.6039 .80425 

Valid N (listwise) 154     
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Descriptive Statistics 

 N Minimum Maximum Mean 

Std. 

Deviation 

In complex situations 

my supervisor allows 

me to work my 

problems out on my 

own way 

154 2 5 3.29 .674 

My supervisor stays out 

of the way as I do my 

work 

154 1 5 3.05 .966 

In most situations I 

prefer little input from 

my supervisor. 

154 1 4 2.62 .984 

In general my 

supervisor feels it’s 

best to leave 

subordinates alone. 

154 1 4 3.15 .941 

As a rule, my 

supervisor allows me to 

appraise my own work. 

154 1 5 3.30 .658 

My supervisor gives me 

complete freedom to 

solve problems on my 

own. 

154 1 5 3.11 .926 

Laissezfaire 154 1.67 4.17 3.0855 .55400 

Valid N (listwise) 154     

 
  



62 
 

Descriptive Statistics 

 N Minimum Maximum Mean 

Std. 

Deviation 

The project was 

completed on time or 

earlier 

154 1 5 3.64 .869 

The project was 

completed within or 

below budget 

154 2 5 3.47 .944 

The project had only 

minor changes 

154 1 4 3.12 1.041 

Project was managed 

in a coordinated way 

154 1 5 3.15 1.077 

Other efficiency 

measures were 

achieved 

154 1 5 3.56 .783 

Project was cross 

functionally coordinated 

(team members come 

from different areas of 

an organisation and 

have different skill 

sets.) 

154 1 4 2.68 .580 

The project was well 

described and 

coordinated with 

activities to enhanced 

project performance. 

154 1 4 3.03 1.236 

There was adequate 

documentation of the 

project to permit easy 

use by the clients 

instructions, etc.) 

154 1 5 3.59 1.467 

An adequate 

presentation of the 

project has been 

developed for clients 

154 1 5 4.02 1.157 

Clients knew who to 

contact when problems 

or questions arise. 

154 1 5 3.62 .585 
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The clients were given 

the opportunity to 

provide input early in 

the project 

development stage 

154 1 5 2.93 .833 

The client (intended 

users) was kept 

informed of the 

project’s progress 

154 1 5 3.45 .957 

The product met the 

client’s requirements 

154 1 5 3.56 .990 

The client was satisfied 154 1 5 3.19 1.226 

The client will come 

back for future work 

154 1 5 3.43 1.096 

ProjectSuccess 154 1.27 4.40 3.3623 .83992 

Valid N (listwise) 154     

 
 

Descriptive Statistics 

 N Minimum Maximum Mean 

Std. 

Deviation 

Autocratic 154 1.67 4.17 2.9513 .77659 

Democratic 154 1.50 4.50 3.6039 .80425 

Laissezfaire 154 1.67 4.17 3.0855 .55400 

ProjectSuccess 154 1.27 4.40 3.3623 .83992 

Valid N 

(listwise) 

154 
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Correlation Analysis 

 

Correlations 

 Autocratic Democratic Laissezfaire ProjectSuccess 

Autocratic Pearson Correlation 1 -.785
**
 -.614

**
 -.786

**
 

Sig. (2-tailed)  .000 .000 .000 

N 154 154 154 154 

Democratic Pearson Correlation -.785
**
 1 .687

**
 .896

**
 

Sig. (2-tailed) .000  .000 .000 

N 154 154 154 154 

Laissezfaire Pearson Correlation -.614
**
 .687

**
 1 .809

**
 

Sig. (2-tailed) .000 .000  .000 

N 154 154 154 154 

ProjectSuccess Pearson Correlation -.786
**
 .896

**
 .809

**
 1 

Sig. (2-tailed) .000 .000 .000  

N 154 154 154 154 

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

 

Model Summary 

Model R R Square 

Adjusted R 

Square 

Std. Error of the 

Estimate 

1 .939
a
 .882 .880 .29141 

a. Predictors: (Constant), Laissezfaire, Autocratic, Democratic 

 

 

ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 95.199 3 31.733 373.685 .000
b
 

Residual 12.738 150 .085   

Total 107.937 153    

a. Dependent Variable: ProjectSuccess 

b. Predictors: (Constant), Laissezfaire, Autocratic, Democratic 

 

 

Coefficientsa 

Model 

Unstandardized Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) .177 .325  .544 .587 

Autocratic -.160 .050 -.148 -3.220 .002 

Democratic .567 .052 .543 10.872 .000 

Laissezfaire .523 .059 .345 8.820 .000 

a. Dependent Variable: ProjectSuccess 
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SURVEY QUESTIONAIRE 
 

 
 
 
 
 
 
 
 
 
 
My name is Ahmed Nadhir Bin Abdul Kadir, an MBA (Leadership) student from the 

Graduate School of Business of Universiti Tun Abdul Razak (UNIRAZAK). I am currently 

conducting the above mentioned study under the supervision of Asst. Prof. Dr. Farhana 

Tahmida Newaz. You are selected as one of the significant participant for this research 

and your input will be used as the primary data for my research.  

 
 
 
PART A: GENERAL INFORMATION 
 
1.  What is your age? 

 Below 25 years ( ) 25-30 years ( ) 31-35 years ( ) 36-40 years ( ) 

 41-45 years ( ) 46 and above ( ) 

 

2.  What is your gender? 

 Male ( ) Female ( ) 

 

3.  What is your highest education qualification? 

 Certificate/diploma ( ) Bachelor degree ( ) Master ( ) 

 

4.  What is your monthly salary? 

 RM2500 and below ( ) RM2501-RM5000 ( ) RM5001-RM10,000 ( ) RM10,000 and 

 above 
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PART B: LEADERSHIP STYLE 
 
The sets of statements aimed at helping you assess your feelings or perceptions of the 
leadership 
style of your immediate supervisor. You are requested to rating yourself against each 
statement 
to indicate you level of agreement with what the statement is suggesting, where the following 
ratings are: 
 
1 = Strongly Disagree 2 = Disagree 3 = Neutral 4 = Agree 5 = Strongly Agree 
 
Please place a tick (√) or a mark (x) in the box (cell) that represents your appropriate level of 
agreement 

 

 Autocratic Leadership 1 2 3 4 5 

Q1 My supervisor believes employees need to be supervised closely 
they are not likely to do their work. 

     

Q2 As a rule, my supervisor believes that employees must be given 
rewards or punishments in order to motivate them to achieve 
organizational objectives. 

     

Q3 My supervisor is the chief judge of the achievements of employees.      

Q4 My supervisor gives orders and clarifies procedures for each task      

Q5 I feel insecure about my work and need direction      

Q6 My supervisor believes that most employees in the general 
population are lazy 

     

 Democratic Leadership      

Q7 My supervisor involves us (the workers) in decision making on 
issues relating the department and/or the entire company 

     

Q8 My supervisor is always ready and willing to guide workers when it 
is necessary  

     

Q9 My supervisor encourages open door policy that facilitates smooth 
communication between him and the workers  

     

Q10 My supervisor assumes responsibility of his workers’ actions, good 
or bad  

     

 Laissez-faire Leadership      

Q11 In complex situations my supervisor allows me to work my 
problems out on my own way 

     

Q12 My supervisor stays out of the way as I do my work      

Q12 In most situations I prefer little input from my supervisor.      

Q14 In general my supervisor feels it’s best to leave subordinates 
alone. 

     

Q15 As a rule, my supervisor allows me to appraise my own work.      

Q16 My supervisor gives me complete freedom to solve problems on 
my own. 
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PART C: PROJECT SUCCESS ASSESSMENT QUESTIONNAIRE 
 
The sets of statements aimed at helping you assess project success assessment at your job 
in the company. 
You are requested to rate yourself against each statement to indicate your self-assessment 
of your 
own performance, where the following ratings are: 
 
1 = very low 2 = low 3 = Average 4 = high 5 = very high 
 
Please place a tick (√) or a mark (x) in the box (cell) that represents your appropriate level of 
performance rating. 

 Project Success Assessment 1 2 3 4 5 

Q17 The project was completed on time or earlier      

Q18 The project was completed within or below budget      

Q19 The project had only minor changes      

Q20 Project was managed in a coordinated way      

Q21 Other efficiency measures were achieved      

Q22 Project was cross functionally coordinated (team members come 
from different areas of an organisation and have different skill 
sets.) 

     

Q23 The project was well described and coordinated with activities to 
enhanced project performance. 

     

       

Q24 There was adequate documentation of the project to permit easy 
use by the clients instructions, etc.) 

     

Q25 An adequate presentation of the project has been developed for 
clients 

     

Q26 Clients knew who to contact when problems or questions arise.      

Q27 The clients were given the opportunity to provide input early in 
the project development stage 

     

Q28 The client (intended users) was kept informed of the project’s 
progress 

     

Q29 The product met the client’s requirements      

Q30 The client was satisfied      

Q31 The client will come back for future work      
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