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Leaders, conflict, and team coordination: a relational leadership approach in 
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University, Liverpool, UK; cFaculty of Engineering, Brunel University, London, UK 

ABSTRACT 
This study explores how the level of relational leadership of team leaders influences team members’ 
conflict-handling style and team coordination in temporary organisations (TOs). Leaning upon Socio- 
Psychological and relational leadership theories, the research also evaluates how the cultural back-
ground of leaders moderates the nature of the association between relational leadership and project 
team performance. This contribution is unique by engaging with three moderating cultural groups 
while drawing on data from 126 teams in TOs using PLS path modelling. The results explain that rela-
tional leadership influences team members’ cooperative and conflict-avoiding styles, which are, in 
turn, positively associated with team coordination and team performance. The judicious and consid-
ered use of conflict-avoiding should be recognised as a thoughtful style in multicultural team contexts 
and as a consequence of relational leadership. Team coordination and performance, however, are 
related more to relational leadership with the sample of leaders from a specific within-nationality cul-
tural background.
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1. Introduction

Conflict is a typical feature of group operations and occurs 
frequently when people, as part of organisations, interact in 
the workplace (c.f. Tjosvold 2008; Humphrey et al. 2017; 
Driskell, Salas, and Driskell 2018; Hristov et al. 2024). The 
extant literature indicates that conflict is not always detri-
mental to performance and, if handled in a certain way, can 
be highly constructive in team performance (Bachrach and 
Mullins 2019; Tabassi, Abdullah, and Bryde 2019), particularly 
in temporary organisations (TOs). A TO is defined as the for-
mation of temporary systems, i.e. projects, programs or task 
forces, intended for the achievement of business strategies 
(Bakker 2010; Ding et al. 2017). So, TOs are viewed as groups 
of individuals who are working together for a shared cause 
in a time-limited framework (Agarwal et al. 2021; Tyssen, 
Wald, and Heidenreich 2014). TOs can be challenging work-
ing environments for employees due to mental and physical 
exhaustion, social isolation, the need for resilience and high 
levels of stress (Goetz, Wald, and Freisinger 2021) that 
increase the likelihood of conflict among the members. 
Hence, TOs are environments evidencing various sources of 
potential conflict, resulting in managerial apprehension and 
challenges to effective relationships and team coordination 
(Zerjav, Edkins, and Davies 2018). Consequently, the coordin-
ation of project teams in TOs is a prominent challenge for 

project managers and leaders (Sanchez-Manzanares et al. 
2020). This situation has led to a call for competent leadership 
practices in TOs among project managers (Fellows et al. 2002; 
Marques-Quinteiro et al. 2022; Garengo and Betto 2022; 
Delmas and Pekovic 2017).

As business environments continue to evolve, becoming 
more dynamic, uncertain, and complex, there has been a 
growing academic and professional interest in the applica-
tion of adaptive leadership styles (c.f. Roberson and Perry 
2021; Muller, Geraldi, and Turner 2012; McClean and Collins 
2019). This heightened interest appears to be driven by the 
perceived suitability of adaptive leadership in facilitating 
organisational growth while simultaneously enabling individ-
uals to attain their objectives (DuBrin 2012). Despite exten-
sive research on leadership-related topics in permanent 
organisations, many TOs continue to struggle with effective 
team coordination and dealing with conflict, resulting in a 
substantial decline in productivity (van Berkel, Ferguson, and 
Groenewegen 2016). Hence, knowledge gaps continue to 
exist regarding the most appropriate leadership styles for 
managing teams in TOs (c.f. Beck et al. 2022; Gem€unden, 
Lehner, and Kock 2018; Tabassi, Abdullah, and Bryde 2019). 
A key question is how do leadership styles work to facilitate 
effective relationships between leaders and subordinates to 
meet shared objectives (Khan, Khan, and Soomro 2020) and 
to improve team coordination in a TO? Consistent with this 
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view, a school of thought has been developed to discover the 
nature of leadership as a relational process and is typically seen 
as mutual interactions in leader-follower dynamics (Roberson 
and Perry 2021; Gittell and Douglass 2012). Although the rela-
tionship-oriented approach has been presented in the body of 
knowledge since the earliest structured research of leadership 
in organisations (Stogdill and Coons 1957), the relational leader-
ship terminology has been introduced in the late 1990s 
(Murrell 1997). The theory of relational leadership is still a 
developing perspective that occurs in a broader team-based 
environment and is looked upon as a vital enabler for making 
improvements to social interactions (Uhl-Bien 2006) and in 
dealing with ‘team-level conflict’. Despite the emphasis of rela-
tional leadership on building positive relationships and foster-
ing collaboration for effective leadership and organisational 
success (Roberson and Perry 2021; Kissi, Dainty, and Tuuli 2013; 
Gittell and Douglass 2012), there is still a lack of empirical 
research on how relational leadership relates to team perform-
ance in TOs. Most contemporary leadership theories build on 
the assumption of stable and permanent organisations, which 
frequently neglect complex interactions between leader and 
followers, focusing on relationships, as significant features of 
TOs (Tyssen, Wald, and Heidenreich 2014). To address this gap, 
our study investigates the role of relational leadership in TOs, 
focusing on projects as a common form of TOs in modern busi-
nesses (Beck et al. 2022). Please note that the terms projects 
and TOs are used interchangeably throughout this paper.

Additionally, while relational leadership is recognised as 
essential for permanent organisations’ success (Kissi, Dainty, 
and Tuuli 2013; Muller, Geraldi, and Turner 2012; Tabassi et al. 
2017), limited empirical research has explored the dimensions 
of relational leadership behaviour among team leaders and its 
influence on team members’ conflict resolution in TOs. Our 
research aims to provide a more comprehensive understand-
ing of this subject, offering insights to guide future research 
and inform project practitioners.

Lean upon Socio-Psychological theories (hereinafter referred 
to as ‘SPTs’) (Maslow 1943; Festinger 1954; Baumeister and 
Leary 1995), which assert that individuals and teams are inter-
linked, we adopted an integrative theoretical approach that 
fuses conflict management and relational leadership concepts in 
the context of the TOs formed to execute construction projects. 
This research also addresses the need for further explanation of 
conflict management in TOs with task interdependence, such as 
construction teams, as highlighted by Upadhyay (2021), Rispens, 
Jehn, and Steinel (2021), and Marques-Quinteiro et al. (2022). 
Additionally, we focus on multicultural TOs in Malaysia, which 
present cross-cultural management challenges (Goetz, Wald, and 
Freisinger 2021). Specifically, our study examines TOs in 
Malaysia that comprise leaders and team members from three 
within-nationality cultural backgrounds (see Raithel, van 
Knippenberg, and Stam 2021 for within-nationality cultural dif-
ferences): Malay, Chinese and Indian. Within-nationality cul-
tural differences in temporary organisations refer to the 
nuanced variations in cultural norms, values, behaviours, and 
communication patterns that exist within a single nationality or 
country (Raithel, van Knippenberg, and Stam 2021). While it is 
common to associate cultural differences with interactions 

between individuals from different national backgrounds, this 
concept recognises that even within a single nation, there can 
be diverse cultural practices and perspectives based on factors 
such as regional, linguistic, socioeconomic, or generational var-
iations (Liden et al. (2014). In contrast to neighbourhood con-
cepts, which often pertain to localised communities or 
geographical areas, within-nationality cultural differences 
emphasise the intricate dynamics that emerge when individu-
als from the same nationality interact within the context of 
TOs. These differences can significantly impact collaboration, 
decision-making, and overall organisational effectiveness 
(Raithel, van Knippenberg, and Stam 2021), and understanding 
them is crucial for fostering successful cross-cultural interac-
tions within TO settings.

We analyse the moderating role of the within-nationality 
cultural background of leaders, as prior studies suggest that 
it might play a role in the effective coordination of complex 
social systems (Love, Edwards, and Irani 2008; Chung, Ko, and 
Kim 2020; Marques-Quinteiro et al. 2022), which is one con-
ception of construction projects as TOs that limited research 
has been performed around it. Our study also addresses the 
research gaps highlighted by Marques-Quinteiro et al. (2022), 
Joseph and Van Buren (2021), Ojiako et al. (2023), and 
Garengo and Betto (2022) regarding supportive climate, cul-
ture, team coordination, leadership, and team performance in 
TOs. It aims to advance the model of relational leadership 
behaviour in multicultural TOs. Therefore, the study aims to 
answer the following question:

How does relational leadership influence team coordin-
ation and team performance in TOs?

In seeking answers to this question, we offer insights into 
how relational leaders with diverse within-nationality cultural 
backgrounds influence team members’ conflict-handling styles. 
These design attributes likewise enable us to advance our the-
oretical understanding of the concept of relational leadership 
and team coordination in TOs. In the remainder of our paper 
we, first, review the salient literature on relational leadership, 
team coordination, team performance, and conflict approaches, 
and then we set out our arguments, which lead to our concep-
tual model, which we then test empirically.

2. Theoretical background and literature review

Socio-Psychological theories (SPTs) refer to a range of theo-
ries that seek to explain human behaviour by taking into 
account both social and psychological factors. SPTs suggest 
that human behaviour is shaped by the interaction between 
individuals and their social environment, including cultural 
norms, group dynamics, and social structures. They also 
acknowledge the importance of psychological factors in 
shaping behaviour. SPTs offer insights into why people 
behave in certain ways in different situations and how they 
form their attitudes, beliefs, and values.

According to SPTs, an individual strives to meet the needs 
of the team and the team helps an individual to attain their 
goals. SPTs also explain how humans’ essential desires are asso-
ciated with elements, such as motivation (Maslow 1943), social 
comparison (Festinger 1954), and belongingness (Baumeister 
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and Leary 1995). Team members need to maintain meaningful 
relationships with others as people use such relationships as a 
measure of their acceptance by, or position within, the team. In 
line with SPTs and based on Murphy and Ensher (2008), we 
have spotted leader values and actions as potential powers 
that influence team members in building relationships and sup-
porting one another, handling interpersonal conflicts, and seek-
ing information to perform group activities and gain success. 
Hence, a relational leadership style may influence the way 
employees interact with each other in dealing with conflicts in 
multicultural TOs.

Situating our study in SPTs, we extend the work of Zhang, 
Cao, and Tjosvold (2011), who investigated the relationships 
between transformational leadership and conflict manage-
ment styles of leaders, which focused on cooperative and 
competitive approaches to managing conflict in a permanent 
work environment and among homogenous cultural groups. 
Our study complements earlier work that built on a leader-
ship theory that was not specifically developed to capture 
the role of leadership in culturally diverse teams in TOs. Our 
point is not to argue against the value of the works drawing 
on ‘generic’ leadership perspectives; rather, we contend that 
there is a value-added in complementing such generic per-
spectives with a perspective specific to relational leadership 
and team diversity in TOs—and in this case specific to team 
leader cultural diversity—because this adds insights unique 
to the relational leadership in TOs and cultural diversity that 
would not follow from such generic perspectives. Our model 
put further steps by using SPTs as the foundation of the 
study and offers the impact of relational leadership as a special 
breed of leadership phenomena by proposing four directions 
for this leadership style, which has not been yet verified in the 
extant literature, on the conflict-handling style of team members 
in multicultural TO environments. Moderating the cultural back-
ground of team leaders in the above relationships will be the 
other stream of uniqueness in this study. The model employs 
relational leadership (Moon, Choi, and Armstrong 2018; Uhl-Bien 
2006) and conflict management theories (Blake and Mouton 
1964; Rubin, Pruitt, and Kim 1994; Rahim and Magner 1995) on 
the foundation of Socio-Psychological attributes to explain team 
coordination and team performance. We analyse the main ele-
ments of our conceptual model and explain the theoretical 
areas supporting the hypotheses contained therein.

2.1. Relational leadership

A leader plays a key role in group performance and product-
ivity (Zerjav, Edkins, and Davies 2018). Some scholars have 
specified the key capabilities of leadership behaviour for 
superior team performance (Geoghegan and Dulewicz 2008; 
Murphy and Ensher 2008; Ollus et al. 2011; Garengo and 
Betto 2022). As we grappled with the way to shift from 
hypothesising leadership as discrete individual-oriented ways 
to leadership taking place in a group environment and in 
embedded relationships, we increasingly referred to the 
extant literature on relational leadership. Relational leader-
ship is endorsed by interpersonal relationships (Hiller, Day, 
and Vance 2006), and is outlined as mutual interactions 

between leaders and followers in group environments. In 
relational leadership contexts, team members understand dif-
ferent situations, figure out the action to be done in each 
situation, and have insights on how to do it (Gittell and 
Douglass 2012). It is fond of supporting subordinates and 
building high standards, empowering, and trusting relation-
ships within the team environment (Fitzsimmons and Callan 
2020; McCauley and Palus 2021). Existing literature indicates 
that the relational leadership style is well-suited for group set-
tings. Relational leaders establish norms of active advisement 
and engagement, fostering shared decision-making among 
followers within groups or organisations (Roberson and Perry 
2021). This approach enables subordinates to surpass the sta-
tus quo and promote innovation and agility in team environ-
ments (Uhl-Bien 2006; Moon, Choi, and Armstrong 2018).

Some relational leadership schools of thought centre on 
practices within social contexts and communications (Crevani, 
Lindgren, and Packendorff 2010; Drath et al. 2008; Ollus et al. 
2011), while other relational practices view leadership as the 
relationships and connections of individuals on a group basis 
(Balkundi and Kilduff 2006). According to Uhl-Bien (2006, 655), 
relational leadership is ‘a social influence process through 
which emergent coordination and change are constructed 
and produced’. Relying on Uhl-Bien’s work, Cunliffe and 
Eriksen (2011, 1433) saw the behaviour of relational leadership 
as ‘a way of being-in-the-world; encompasses working out, 
dialogically, what is meaningful with others; means recogniz-
ing that working through differences is inherently a moral 
responsibility and involves practical wisdom’. The relational 
leadership style is vital for effective leadership in complex and 
interconnected environments, including TOs. However, the 
lack of a standardised measurement scale for assessing rela-
tional leadership poses a significant challenge for researchers 
and practitioners in the field. This absence hinders compari-
sons of different relational leadership styles, impedes the 
evaluation of practices across organisations, and limits the 
development of new theories and models. To address this 
gap, this study aims to establish a survey questionnaire that 
identifies key constructs related to relational leadership in TOs, 
specifically in managing conflict and promoting team coordin-
ation. This section outlines the process of formulating the four 
dimensions of relational leadership through an extensive lit-
erature review.

Ruppert-Winkel (2018) views a relational mindset in lead-
ership wisdom as an approach to change the focus from the 
individual (e.g. leader) to the collective dynamic (for the cur-
rent study: team coordination and team performance). We 
perceive an assigned team leader as one voice among many 
in a coordinated group of people. It is also expressed in the 
early literature on relational leadership that these ‘leaders 
share responsibility with others for the construction of a par-
ticular understanding of relationships and their enactment’ 
(Dachler and Hosking 1995, 15: cited in Uhl-Bien 2006). As a 
result, shared responsibility arises as a dimension of rela-
tional leadership measure in this study.

Further review directed us to the effectiveness of commu-
nication and the overall impacts on team performance 
(Zerjav, Edkins, and Davies 2018; Roberson and Perry 2021; 
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Mayfield and Mayfield 2016). From extant literature, we know 
the constitutive role of communication in the effective 
coordination process of teams (Mikkelson, York, and Arritola 
2015; Roberson and Perry 2021). Therefore, communication is 
the other construct that we think will shape effective rela-
tional leadership behaviour of team leaders that needs to be 
included in our measurement.

Preceding research indicated that conflict may favourably 
impact project team performance if it encourages knowledge 
sharing among the project team members (Delmas and 
Pekovic 2017; Radaelli et al. 2022). On the flip side, knowledge 
acquisition from peers may encounter difficulties and elevate 
harmful conflict in team coordination (Alexopoulos and 
Buckley 2013). Knowledge sharing is, however, an information 
exchange process that involves offering reviews and feedback, 
going over what went wrong and what went well, and figur-
ing out the best solution for concluding a task (Kim, Kim, and 
Yun 2015; Radaelli et al. 2022). Extensive leadership skills and 
abilities are required to cultivate the concept of knowledge 
sharing in a TO environment. We believe that encouraging 
knowledge sharing among team members is one of the key 
characteristics of relational leaders that promote team coord-
ination, especially in TOs where access to knowledge is critical 
for better management of conflict. Consequently, knowledge 
sharing has been considered as another construct to form the 
relational leadership behaviour of team leaders in this study.

An emphasis on a process that creates mutual respect for 
managing conflict in a cooperative and/or constructive way 
has been encouraged by the extant literature (Mikkelsen and 
Humle 2020; Joseph and Van Buren 2021). In this study, 
mutual respect has been formulated as the other construct 
that measures the relational leadership behaviour of leaders.

In fact, relational leadership is considered a dynamic 
approach that very likely varies based on the actions per-
formed by the leader (Fitzsimmons and Callan 2020). Thus, 
relational leadership behaviour should be conceptualised as 
a context-dependent construct. We consider relational lead-
ership as a higher-level abstraction construct that richness 
the relationship between leader and followers. Accordingly, 
different dimensions of leaders’ relational behaviours holistic-
ally play roles in the dyadic relationships between leaders 
and followers. Yet, the conceptualisation and operationalisa-
tion of relational leadership as a second-order construct have 
not been explored in the context of TOs. In this study, rela-
tional leadership is perceived as a narrative perception and 
hypothesised as a second-order variable that consists of four 
first-order constructs incorporating shared responsibility, 
shared knowledge, mutual respect, and communication.

Relational leadership is, however, a growing concept that 
emerged from complex social dynamics in group environ-
ments (Uhl-Bien and Ospina 2012). Hence, leadership behav-
iour is not merely a personal identity but is determined by 
those socially constructed members of a team (DeRue and 
Ashford 2010; Marchiondo, Myers, and Kopelman 2015). As a 
result, team members’ behaviour and interactions in working 
with different situations and cultures—in this case, handling 
conflict among themselves in TOs—could mirror the rela-
tional leadership behaviour of the leaders.

2.2. Leadership in temporary organisations

TOs continue to attract attention in business and organisa-
tional studies (Delmas and Pekovic 2017; Ollus et al. 2011). 
TOs establish methodical, orderly, and organised procedures 
for managing workflows, allocating resources across a pro-
ject, and monitoring and controlling work progress 
(Gem€unden, Lehner, and Kock 2018). Projects inevitably 
invoke layers of social complexity that managers are simply 
unable to predict (Delmas and Pekovic 2017). The relation-
ship between a project manager/leader and temporarily 
embedded team members might last for a relatively limited 
time. Relational leadership, which has been recognised as an 
effective approach to working through team differences and 
involves practical wisdom, cannot be understood, or eval-
uated separately from the social and temporal context in 
which it takes place (Horila and Siitonen 2020). For that rea-
son, the foundation of this study was based on SPTs.

In TOs, communication, handling conflict, and managing 
interpersonal relationships are among the major leadership 
challenges for ensuring effective work (Toor and Ofori 2007; 
Tabassi and Bakar 2009; Delmas and Pekovic 2017). The focus 
on relationships was further stressed by Nixon, Harrington, and 
Parker (2012) in that the way individuals interact with each 
other is one of the critical elements of the leadership process 
in project-based industries. Therefore, relationship leadership is 
conceptualised as a supportive course of action influencing the 
team’s ability to accomplish goals (Yang, Huang, and Wu 2011; 
Annosi et al. 2020). In addition, the dynamic environment of 
TOs elevates uncertainties within the various phases of the life-
cycle of projects and results in group contexts characterised by 
pressure, stress, conflict, and risk (Ollus et al. 2011; Brown et al. 
2020). Team members in these dynamic work environments are 
considered particularly responsive to the meaningful relational 
leadership behaviours of team leaders (Jansen, Vera, and 
Crossan 2009). Relational leaders could foster desirable charac-
teristics in teams, such as open communication (Chiniara and 
Bentein 2018), conflict resolution, and high levels of cohesion. 
They encourage formal and informal communication paths sim-
ultaneously among group members (Northouse 2011; 
Mikkelson, York, and Arritola 2015; Mayfield and Mayfield 2016), 
which is necessary for teams that include people with different 
cultural backgrounds and working in TOs. As a result, relational 
leadership has the potential to strengthen interpersonal rela-
tionships among members (Geoghegan and Dulewicz 2008; 
Mayfield and Mayfield 2016), particularly in conflict situations. 
The preceding literature on permanent organisations has sug-
gested the influence of interpersonal relationships among 
members on team coordination (McCauley and Palus 2021) and 
team performance (Gardner et al. 2021). Building on these prior 
findings, we would like to know the degree of influence of our 
modelled factors of relational leadership (see Section 2.1) on 
team coordination and performance in TOs that have not been 
evaluated yet. To do so, we formulate the following hypotheses 
in the environment of TOs:

Hypothesis 1: A positive relationship holds between the rela-
tional leadership level of a project team leader and the level 
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of team coordination in the context of within-nationality cul-
tural differences in TOs.
Hypothesis 2: A positive relationship holds between the rela-
tional leadership level of a project team leader and team 
performance in the context of within-nationality cultural dif-
ferences in TOs.

2.3. Relational leadership and conflict management

As stated earlier, relational leadership aims to cultivate ‘high- 
quality’, ‘trustworthy’, and ‘collaborative relationships’ (Uhl-Bien 
and Ospina 2012) between leaders and followers. Through con-
sistent interactions, leaders shape desired behaviours and 
empower teams to work as partners. Establishing high-quality 
relationships within multicultural workgroups, where conflicts 
can arise from various sources (Chiniara and Bentein 2018), 
enhance cooperation (Chong et al. 2011; Moon, Choi, and 
Armstrong 2018). Factors such as the need for agreement 
(Joseph and Van Buren 2021), power dynamics (W€orn et al. 
2004), the complexity of the organisation’s tasks and inter-
dependence of the units (Humphrey et al. 2017), cultural differ-
ences, and leadership styles (Tinsley and Brett 2001; Ollus et al. 
2011; Schieman et al. 2020) all influence conflict management 
at the project team level. It is well-established that conflicts 
have a direct impact on performance, especially in TOs dedi-
cated to project execution (Wu et al. 2017), including conflicts 
arising from within-nationality cultural differences (Raithel, van 
Knippenberg, and Stam 2021).

Conflicts within multidisciplinary teams working on projects 
are influenced by complex relational dynamics. While conflict 
can harm performance, it can also be beneficial when managed 
effectively. Therefore, it is crucial to address conflict behaviours 
at an optimal level rather than ignoring them (Leung, Yu, and 
Liang 2014). Resolving conflicts enhances work stability, fosters 
team members’ self-efficacy, reduces the likelihood of future 
negative conflicts, and contributes to long-term financial growth 
for companies (Mitchell et al. 2015; Rubin, Pruitt, and Kim 1994). 
According to the findings of Jian (2021) and Chiniara and 
Bentein (2018), relational leadership is most effective during 
conflicts, as it addresses individual anger, fear, hurt, and frustra-
tion by providing supportive behaviours that positively impact 
individuals and teams. Relational leaders also possess the ability 
to recognise team members’ emotions (Jian 2021; Fitzsimmons 
and Callan 2020; Jansen, Vera, and Crossan 2009), which is par-
ticularly valuable in conflict situations. They inspire individuals to 
surpass the status quo and handle conflicts more effectively, 
enhancing their adaptability in team environments. Additionally, 
relational leaders acknowledge and respond to the negative 
emotions that may arise among team members when faced 
with conflict (Jian 2021; Chiniara and Bentein 2018; Jansen, Vera, 
and Crossan 2009). Thus, we hypothesise these mechanisms will 
take place inside the project team context as follows:

Hypothesis 3: The level of relational leadership engaged in 
by the team leaders will positively influence the conflict 
management behaviour of team members in the context of 
within-nationality cultural differences in TOs.

Conflict-handling styles refer to the strategies individuals 
employ when dealing with interpersonal or business conflicts 
(Tinsley and Brett 2001; Kleinman, Palmon, and Lee 2003). 
Various theories have been proposed regarding the effective-
ness of different conflict-handling styles (see, for example, Blake 
and Mouton 1964; Rubin, Pruitt, and Kim 1994; Rahim and 
Magner 1995; Kleinman, Palmon, and Lee 2003). Blake and 
Mouton’s dual concern model remains widely used in conflict 
management research (Tjosvold, Wong, and Chen 2014; Kay 
and Skarlicki 2020). Thomas (1976) re-evaluated Blake and 
Mouton’s styles within a group context, identifying five distinct 
conflict-handling styles based on cooperativeness (attending to 
peers’ concerns) and assertiveness (prioritizing personal con-
cerns): cooperative, competitive, accommodating, avoiding, and 
compromising (cited in Rahim and Magner 1995).

The dynamic and complex nature of construction proj-
ects, along with the frequent changes in requirements, 
necessitate effective conflict management styles for con-
struction teams (Tabassi et al. 2016). A previous study 
examining the relationship between conflict management 
styles and team coordination in the construction industry 
found that ‘cooperative’ and ‘avoiding’ approaches have the 
potential to enhance teamwork effectiveness (Tabassi, 
Abdullah, and Bryde 2019).

2.3.1. Cooperative approaches to conflict
Team members can develop a cooperative conflict resolution 
strategy by concentrating on teams’ shared pursuits. They 
need to demonstrate that they are seeking mutual benefits, 
interested in everyone’s viewpoint, and looking to integrate 
different suggestions to set up practical solutions. This strat-
egy can result in better team coordination (Deutsch 1990; 
Tjosvold 1985; Lee, Choi, and Kim 2018). Managing conflict in 
a cooperative context is characterised by precise and open 
communications, responsiveness, common understanding, and 
the development of mutually favourable alternatives (Sanders 
and Schyns 2006; Ayoko 2016). The relationships between 
cooperative conflict management style, team coordination 
and individual behaviour have been previously explored (Y. Q. 
Chen, Zhang, and Zhang 2014; Tjosvold, Poon, and Yu 2005). 
We extend previous research by focusing on the specific con-
text of TOs. Furthermore, we posit that a cooperative conflict 
management strategy has a role in mediating the relational 
leadership behaviour of team leaders and team coordination 
within-nationality cultural differences in TOs. This assertion 
leads to the next two hypotheses.

Hypothesis 4: A positive relationship holds between coopera-
tive conflict management among team members and the 
level of team coordination in the context of within-national-
ity cultural differences in TOs.
Hypothesis 5: Cooperative conflict management among team 
members mediates the positive relationship between the 
relational leadership style of team leaders and team coordin-
ation in the context of within-nationality cultural differences 
in TOs.
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2.3.2. Avoiding approaches to conflict
This conflict-handling style has been categorised as buck-pass-
ing, disengagement, or sidestepping (Rahim 2002). Cultural 
context influences the use of this style. For instance, Tjosvold 
(2008) and Uchida (2021) describe how East Asian collectivist 
cultures have a tendency towards interdependence and 
acknowledge that individuals depend upon one another. As a 
result, some relational leadership behaviours may encourage a 
conflict-avoiding style at team levels because the leaders see 
it as an approach that maintains harmonious relationships 
with subordinates and peers, especially in multicultural TOs. 
We delve deeper into this concept by investigating whether 
this conflict-handling style positively impacts team coordin-
ation. We also posit that conflict-avoiding management has a 
role in mediating between relational leadership and team 
coordination in TOs. Hence, our next two hypotheses are as 
follows:

Hypothesis 6: A positive relationship holds between conflict- 
avoiding style among team members and the level of team 
coordination in the context of within-nationality cultural dif-
ferences in TOs.
Hypothesis 7: Conflict-avoiding style among team members 
mediates a positive relationship between relational leader-
ship style and team coordination in the context of within- 
nationality cultural differences in TOs.

2.4. Team coordination, performance, and within- 
country cultural backgrounds

Teams are rationally different from individuals in performing 
similar assignments, as members of a team should coordin-
ate their work. Once individuals come together in teams to 
perform tasks, they must manage the interdependencies 
inherent in teamwork to be effective (Van De Ven, Delbecq, 
and Koenig 1976). Group and organisational literature regard 
team coordination as a key element of effectiveness (Gittell 
2002; Hoegl and Gemuenden 2001). Consistent with this 
evaluation, Malone and Crowston (1994) conceived team 
coordination as the additional work performed so that the 
team members achieve their common goals, other than the 
activities they undertake as individuals. To work with each 
other productively, team members’ efforts need harmonising. 
Coordination involves this harmonisation, in part, through 
orchestrating the relationships between team members, espe-
cially in TOs with members with different cultural back-
grounds. It also involves arranging interdependent activities, 
for example, assigning tasks to each member, managing work 
in progress, and outlining methods and standard procedures 
for performing project activities (Yukl 2006). Likewise, team 
coordination is an obligatory practice for project teams to 
share necessary information and align team members’ actions 
with project objectives (Marks, Mathieu, and Zaccaro 2001; 
Tuncdogan et al. 2017). In a ‘shared’ or ‘team’ coordination 
model (Cooke et al. 2000), individual team members overlap 
or complement each other in terms of knowledge, task con-
tent, and accuracy. Hence, shared coordination models enable 
team members to describe, explain, and predict each other’s 

behaviours. A shared model facilitates the ability of team 
members to coordinate activities, which is directly related to 
team performance in a project environment.

While the link between team coordination and perform-
ance has been the target of a wide range of scholars in the 
management discipline—see Yukl (2006), Zhang, Cao, and 
Tjosvold (2011), and Tuncdogan et al. (2017)—the focus on 
evaluating these relationships in project-focused sectors 
involving within-nationality cultural differences teams has 
been limited. In these contexts, team coordination is one of 
the core competencies of project team leaders (PMI 2017). 
Several challenges around ensuring effective team coordin-
ation have been outlined in relation to technology adoption 
and innovation, organisational design, and team competitive-
ness, to name just a few (De Dreu 2007; Zhang, Cao, and 
Tjosvold 2011; M€uller et al. 2016; Lee, Choi, and Kim 2018; 
Ojiako et al. 2021). Multicultural teams operating in project- 
focused sectors such as construction typically handle complex 
and dynamic work environments that make effective team 
coordination a challenge to team leaders (Tabassi, Ramli, and 
Bakar 2012). Prior research, then, highlights how team coord-
ination is a necessary precondition for effective team perform-
ance. We explore this notion further by hypothesising its role 
as a mediator between relational leadership-conflict handling 
styles and team performance in TOs.

Typically, an ideal performance condition seeks to boost 
employee influence on the business along with the effect of 
inputs, procedures, strategies, the environment, tools and 
techniques that improve team achievements. Even though 
the correct application of the term ‘performance’ is present 
in the widespread project management body of knowledge, 
the term generally has several connotations depending on 
the context in whereby it is applied. Commonly, the term 
shows the outcomes and assesses if an individual and/or a 
group is being productive (Zwikael et al. 2022). In project- 
intensive industries, such as construction, teams are the pri-
mary form of work execution (Dainty, Raid�en, and Neale 
2009). For this reason, we posit that any methods and strat-
egies, including leadership behaviour, conflict handling strat-
egies, and methods for enhanced coordination, established 
as a means to strengthen teamwork actions ought to have a 
positive impact on team performance. Hence, we have 
derived the following two hypotheses:

Hypothesis 8: Team coordination mediates the positive rela-
tionship between the cooperative-conflict management style 
among team members and team performance in the context 
of within-nationality cultural differences in TOs.
Hypothesis 9: Team coordination mediates the positive rela-
tionship between the avoiding-conflict management style 
among team members and team performance in the context 
of within-nationality cultural differences in TOs.

According to the literature, there are some frequently 
identified barriers and enablers to effective team perform-
ance that happen to be connected to leaders’ personalities, 
gender, and cultural background (for example see the recent 
work by Raithel, van Knippenberg, and Stam (2021) that 
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evaluated the moderating effect of leader cultural back-
ground in the relationship between team diversity in terms 
of culture and their overall performance in one multinational 
company as a case study). Existing literature indicates a correl-
ation between culture and affect-based trust in subordinates 
(Pellegrini, Scandura, and Jayaraman 2010) as well as its impact 
on individual differences in framing awareness and behaviour 
in relational contexts (e.g. Marchiondo, Myers, and Kopelman 
2015). In another sense, several studies implicitly and occasion-
ally explicitly remark on the significance of the cultural back-
grounds of leaders in terms of the effectiveness of managing 
teams (Rosette, Leonardelli, and Phillips 2008; Richardson and 
Loubier 2008; Carter et al. 2014; Chung, Ko, and Kim 2020). The 
cultural context is a key driver aimed to generate an internal 
strategic alignment between the different business levels and 
oriented to support the employees on their strategic goals’ 
achievement through the improvement of individual skills, 
training programs, co-working, learning and growth, dialogue, 
and participation (Hristov et al. 2022).

However, the within-country cultural backgrounds of team 
leaders have gained limited curiosity within the literature on 
individual differences in relational leadership discipline 
(Antonakis, Day, and Schyns 2012) and in TOs, specifically. 
Consistent with findings from research in permanent organi-
sations and team diversity more broadly (Guillaume et al. 
2017), the research by Milliken and Martins (1996) shows 
that team cultural diversity is a ‘double-edged sword’ that 
has the potential to boost as well as disrupt team perform-
ance. The limited research on how cultural backgrounds 
influence leaders’ moderating roles in relational leadership 
within TOs restricts our comprehension of how culture 
shapes leadership styles and conflict resolution within organ-
isations. This study’s explanations of leaders’ cultural back-
grounds contribute significantly to our understanding of 
individual variations in leadership patterns. Hence, our final 
hypothesis is as follows:

Hypothesis 10: The cultural background of team leaders 
moderates the positive relationship between the level of 
relational leadership of project team leaders and team per-
formance in the context of within-nationality cultural differ-
ences in TOs.

3. Conceptual model

Previous studies have highlighted conflict as a common fea-
ture of teamwork, particularly in the context of within- 
nationality cultural differences in TOs. Some research focuses 
on conflict management and the adoption of different styles 
to improve team performance (Tjosvold 2008; Wu et al. 
2017). In project-intensive organisations, coordination activ-
ities directly impact team productivity and project perform-
ance (Mitropoulos and Cupido 2009; Ojiako et al. 2021).

This study builds upon SPTs (Maslow 1943; Festinger 
1954; Baumeister and Leary 1995), which emphasise the 
interconnection between individuals and their work environ-
ment. It also incorporates relational leadership theory, which 
recognises leaders as crucial facilitators of positive social 

interactions, and conflict management theory, which 
acknowledges conflicts as potentially beneficial and practical 
for employee performance.

The literature demonstrates that the dynamic and rapidly 
changing requirements of the construction industry may 
necessitate a sophisticated set of leadership phenomena 
(Tabassi et al. 2016). Therefore, team leaders need to possess 
relevant leadership styles to enhance teamwork achieve-
ments. The conceptual model depicted in Figure 1 is based 
on SPTs, which emphasise the interconnectedness of individu-
als and TOs. Considering the dynamic and complex nature of 
work environments in TOs, there is a high degree of social 
interaction among team members, increasing the likelihood of 
conflicts. By drawing upon SPTs, our research aims to enhance 
understanding of how leaders can assist subordinates in man-
aging conflict at the team level for improved coordination and 
performance. Relational leadership, measured through four 
constructs (shared responsibility, shared knowledge, mutual 
respect, and communication), is employed to explore leaders’ 
contributions to effective teamwork in TOs when conflicts 
among team members are prevalent.

4. Research method

The research is structured within the quantitative paradigm, 
embracing a positivist epistemological stance that prioritises 
objectivity, measurement, and causality (Saunders, Lewis, and 
Thornhill 2019). This choice is justified by our intent to establish 
and test relationships among variables using numerical data, 
allowing for statistical inference, and bolstering generalisability. 
Employing a deductive approach, we ground our study in 
established theories, facilitating theory testing and contributing 
to the growing body of knowledge. Our design follows a struc-
tured research strategy, encompassing methodical data collec-
tion, rigorous analysis, and statistical techniques to thoroughly 
evaluate hypothesised relationships. This dedication to evi-
dence-based insights emphasises our commitment to the prin-
ciples of robust quantitative research (Saunders, Lewis, and 
Thornhill 2019; Hair and Sarstedt 2021).

To build our model, we aimed to improve the literature 
results using data provided by three different groups of par-
ticipants. Thus, the hypothesised model in Figure 1 is eval-
uated by collecting data from project team members, team 
leaders and team supervisors. This data collection technique 
was adopted from Zhang, Cao, and Tjosvold (2011) to min-
imise the risk of common method variance (CMV) and to 
ensure the validity of research outcomes. Team members 
rated five types of conflict-handling styles exhibited by them-
selves in collaboration with peers, including cooperative, 
competitive, accommodating, avoiding and compromising, as 
well as their leaders’ relational leadership behaviour. The 
team leaders evaluated their team coordination, and finally, 
the supervisor of each team rated the team’s performance. 
We used the procedures provided by Richardson and 
Loubier (2008) to confirm that the data was coherent and 
that no issues were associated with the data being collected 
from three sources.
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We assessed the dimensions and the constructs of the 
study employing preceding validated scales and/or tailored 
some of the items for this research context. Appendix A 
presents the constructs, dimensions, sources, and items of 
the measures applied in this research. Three different survey 
questionnaires were distributed among the respondents. The 
questionnaires measured the degree of importance, on a 
Likert scale, of five ordinal measures. According to DeVellis 
(2016), the 5-Likert scale is commonly used in survey 
research and is a reliable and valid method for measuring 
attitudes or opinions. The team member questionnaire com-
prised three sections and evaluated the respondents’ back-
ground, the team leader’s relational leadership behaviour, 
and the conflict management style of team members. 
Twenty-one questions were set to measure relational leader-
ship style in four broad areas: shared responsibility (SR), 
shared knowledge (SK), mutual respect (MR), and communi-
cation (Com). The shared responsibility, shared knowledge 
and mutual respect questions were adapted from the works 
of Moon, Choi, and Armstrong (2018) and Carmeli and Gittell 

(2009). Burgoon and Hale’s (1987) Relational Communication 
Scale has been adapted to measure the communication 
dimension of relational leadership, which has been widely 
used and validated (Mikkelson, York, and Arritola 2015). 
Following established protocols, these four individual compo-
nents, which typically exhibit high intercorrelations (Yukl 
2006; Fu et al. 2010), were joined to form one second-order 
construct (Tabassi et al. 2014).

Five styles of the conflict-handling questionnaire designed 
by Northouse (2011) that fall within a scale of assertiveness 
and cooperativeness was adopted to evaluate team members’ 
conflict-handling behaviour. The styles include cooperative, 
avoiding, accommodating, compromising and competitive. The 
team members were requested to evaluate their conflict man-
agement style in the team on a 5-point Likert scale (1 ¼ ‘Never’ 
to 5 ¼ ‘Always’).

The team leader questionnaire comprised two parts and 
evaluated the general background of team leaders and team 
coordination; the latter part used pre-validated measurement 
instruments of Zhang, Cao, and Tjosvold (2011) and De Dreu 

Figure 1. Hypothesised model.
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(2007). Finally, an upper-level supervision office questionnaire 
was administered, which evaluated the performance of the 
team, and used pre-validated measurement instruments 
developed by Tabassi et al. (2016).

4.1. Sampling

One of the greatest challenges for the research team was to 
choose three groups of participants. The primary method 
used to collect data in this study was a survey questionnaire, 
which is a widely used approach among field researchers to 
obtain information on managerial practices (Evans et al. 2015; 
Hristov et al. 2024). Additionally, to enhance the significance 
of the study and provide empirical insights, a structured ques-
tionnaire survey was conducted to gather responses from 630 
participants who had experience and knowledge related to 
the research objectives. To choose the participants from con-
tractor firms registered with the Malaysian CIDB, architectural 
firms from the Board of Architect Malaysia, and developers 
who agreed to take part in the research, a convenience sam-
pling method was employed. The contact details of the firms 
were obtained from the CIDB Malaysia, the Board of Architect 
Malaysia and a directory of the developers in Malaysia. At the 
end of the day, over 800 large construction companies in 
Malaysia were targeted, and letters were sent out by post and 
email inviting them to participate in this study. We also sent 
three follow-up e-mails, telephone calls and research assistants 
who also visited company HR divisions to communicate our 
research and seek their participation in the study. 84 compa-
nies agreed to participate in the research by the end of six 
months. This resulted in a sample comprising 378 individual 
team members from 126 construction project teams working 
in 84 companies, their corresponding 126 team leaders and 
126 team supervisors from the upper-level management office 
in each organisation. We used purposive sampling when 
selecting the sample of projects to maximise their within- 
nationality cultural diversity in team composition. The research 
officers visited the respondent’s organisations in different 
regional areas in the capital cities of Malaysia to deliver the 
three sets of questionnaires to the relevant individuals. We 
nominated three individuals from each team to evaluate the 
relational leadership style of the team leader/director to min-
imise possible bias in the data analysis.

The minimum sample size was tested, and a reactive 
Monte Carlo analysis was performed (Chin 2010). As a result, 
the final sample size of 126 teams exceeded the recom-
mended minimum number of 89, deemed adequate for PLS- 
PM evaluation (Hair et al. 2014). The power analysis method 
and G� Power software were also applied to verify the sam-
ple size. The minimum sample size required to attain the 
75% coefficient of determination at a 95% confidence level 
for this study was calculated as n¼ 89. Having 126 teams 
from 84 companies were deemed acceptable given the nov-
elty of the topic. Even so, response rates as low as 10–12% 
are not atypical in construction management research 
(Chileshe et al. 2018). The size of the investigated teams 
ranged from 5 to more than 20 members, with an average 
of 6–10 (SD ¼ 1.47), who were in performing or adjourning 

phases. A total of 61.9% of the team leaders were male, and 
66.7% had at least 6 years of experience in the construction 
industry. The different within-nationality cultural back-
grounds among team leaders revealed that Chinese (43.6%) 
represented the highest proportion, followed by Malay 
(28.6%), Indian (27%) and others (0.8%). This division can 
clearly be observed in the listed corporate equity ownership 
based on market value in 2019 that was published in the 
Twelfth Malaysia Plant, in that Bumiputera (Malays) owner-
ship is only at 17.2 per cent; and it is also in line with the 
statements of Mohammad and Wasiuzzaman (2020) in that 
ethnic Malays represent the majority in the ruling govern-
ment, whereas a majority of the firms listed on the Bursa 
Malaysia are owned and operated by the Chinese. In terms 
of educational level, 77.8% of leaders possessed a bachelor’s 
degree or higher, and the remainder had graduated from 
junior colleges.

5. Data analysis

We selected Smart PLS to evaluate the variables of the hier-
archical hypothesised model (Figure 1). PLS path modelling 
(PLS-PM) has generally been used with a path-weighting 
structure for inside approximation and with the non-normal 
distribution of data (Chin 2010).

PLS-SEM is conceptualised as a causal-predictive method 
(Hair and Sarstedt 2021). It provides researchers with the 
ability to evaluate their models from both explanatory and 
predictive standpoints (Chin et al. 2020). In our study, we uti-
lised an explanatory statistical model, which is designed to 
test causal hypotheses that elucidate how and why specific 
empirical phenomena manifest. This approach is deemed 
robust because it facilitates the straightforward examination 
of causal relationships and measurement errors (Hair et al. 
2014; Hair and Sarstedt 2021). Therefore, nonparametric 
bootstrapping was applied with 500 replications to achieve 
the standard estimate errors (Chin 2010). As advised by Wold 
(1985), the method of repeated indicators was implemented 
to evaluate the higher-order latent variables.

5.1. Assessment of relational leadership style

The relational leadership style of leaders was measured by 
aggregating team member evaluations of the leaders, follow-
ing the guidelines set out in previous related studies (Zhang, 
Cao, and Tjosvold 2011; Tabassi, Abdullah, and Bryde 2019). 
We used the method of aggregation introduced by James, 
Demaree, and Wolf (1984) where the measurements of multi- 
item rWGðJÞ are calculated with Equation 1:

rWG Jð Þ ¼

J � 1 − S2
k

r2
EU

� �

1þ J − 1ð Þ � 1 − S2
k

r2
EU

� � (1) 

The rWGðJÞ index gives the Spearman-Brown prophecy for-
mula to incorporate the total number of measured items in 
the within-group agreement computation. Hence, J is the 
total number of measured items, and S2

k is the average 
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variance of the J items in a cluster of k evaluators. Our calcu-
lation shows that the value of rWGðJÞ is 0.932 for relational 
leadership. Although some controversy related to the ‘cut- 
off’ value of rWG exists in the literature (Lance, Butts, and 
Michels 2006), the value of 0.932 is in excess of the com-
monly agreed minimum value of 0.70.

5.2. Conflict management styles

Since the team shaped the unit of analysis of the research 
and the data on conflict-handling styles were obtained from 
individuals, the data were aggregated. Similar to measuring 
the relational leadership style of leaders, the rWGðJÞ index for 
each conflict-handling style was calculated, with the results as 
follows: cooperative (0.908), avoiding (0.913), accommodating 

(0.91), compromising (0.908) and competitive (0.899). The esti-
mated values of rWGðJÞ are greater than the frequently agreed 
threshold value of 0.70. In addition, the percentage of rWGðJÞ

> 0.70 for the aggregated parameters was 86%. Further ana-
lysis showed that no team had a rWGðJÞ less than 0.50 across 
the constructs. The research conceptualised the five conflict- 
handling styles and assessed their relationship with the rela-
tional leadership behaviour of leaders, team coordination, and 
team performance. The degree of explained variance in the 
hierarchical model was mirrored in its elements. Only the path 
coefficients from cooperative and conflict-avoiding styles to 
team coordination were significant at p< 0.01 and p< 0.1, 
respectively. However, the CR and AVE of all constructs were 
above 0.7 and 0.5, respectively, which surpassed the threshold 
values (Hair et al. 2014).

5.3. Measurement model results

A confirmatory factor analysis (CFA) was performed to deter-
mine the constituents of the measurement scales, which was 
based on Chin (2010) for the evaluation of the reliability and 
validity, convergence, and discriminant nature of the scales 
(see Tables 1 and 2). The composite reliability (CR) of the 
constructs was higher than 0.7 (Gefen, Straub, and Boudreau 
2000), and the average variance extracted (AVE) for all con-
structs was above 0.5 (Fornell and Larcker 1981), so CMV is 
not a concern. In addition, the results show that most item 
loadings are in excess of 0.7 and significant at 0.01. Based on 
Table 2, convergent validity was also demonstrated since all 
indicators loaded on their specific hypothesised construct 
when compared to other variables (own-construct loading is 
higher than cross loadings; Chin 2010). Discriminant validity 
was assessed based on the Fornell-Larcker criterion. The 
square root of the AVEs was computed and the correlations 
were compared with other latent variables. Since the square 
root of AVE in each construct was higher than its correlation 
with any other construct in the model, discriminant validity 
was evidenced (Chin 2010; Fornell and Larcker 1981); no cor-
relation greater than 0.9 was found between the constructs 
(Hair et al. 2014). Overall, the model was suitable for testing 
the hypotheses and validating the research.

To evaluate the measurement models, internal consistency 
(CR), indicator reliability, convergent validity (average outer 
weights variance extracted), and discriminant validity were 
analysed. To check for multicollinearity of the relational leader-
ship construct, the variance inflation factor (VIF) was deter-
mined. Table 3 shows the tolerance and VIF values for the 
relational leadership constructs, with all formative indicators 

Table 1. Common method variance.

Constructs Items Loading AVE CR R square

Avoiding Avoid1 0.6628 0.5289 0.8175 0.238
Avoid2 0.7635
Avoid3 0.7521
Avoid5 0.7264

Cooperative Coop1 0.7563 0.5196 0.7859 0.1214
Coop2 0.6304
Coop3 0.6864
Coop4 0.6911

Communication Com1 0.7282 0.6398 0.8935 0
Com 2 0.8451
Com 3 0.7765
Com 4 0.8344
Com 6 0.7856
Com 7 0.8235

Shared knowledge SK1 0.7335 0.6094 0.8861 0
SK2 0.7663
SK4 0.8196
SK5 0.8302
SK6 0.7489

Mutual respect MR1 0.8223 0.676 0.8621 0
MR2 0.8527
MR3 0.7905

Shared responsibility SR1 0.8071 0.5511 0.8293 0
SR3 0.8121
SR4 0.7104
SR5 0.6236

Performance PER2 0.6775 0.5269 0.8988 0.1235
PER3 0.7672
PER4 0.6978
PER5 0.6821
PER6 0.7639
PER7 0.695
PER8 0.7216
PER9 0.7926

Team coordination TeamCo1 0.8018 0.5342 0.7943 0.5094
TeamCo2 0.6602
TeamCo4 0.6008
TeamCo5 0.7328

CR: composite reliability; AVE: average variance extracted.

Table 2. Correlations among constructs.

Avoiding Cooperative Com SK MR SR Performance Team coordination

Avoiding 0.727255113 0 0 0 0 0 0 0
Cooperative 0.1306 0.720832852 0 0 0 0 0 0
COM 0.3676 0.1555 0.79126481 0 0 0 0 0
SK 0.3611 0.1263 0.6139 0.780640762 0 0 0 0
MR 0.5602 0.084 0.4964 0.6547 0.822192 0 0 0
SR 0.3256 0.2866 0.5599 0.6335 0.5959 0.742361098 0 0
Performance 0.2952 0.2626 0.2922 0.1446 0.284 0.3021 0.725878778 0
Team coordination 0.3041 0.5539 0.1894 0.0965 0.1332 0.2922 0.3514 0.730889869

Square root of the AVE’s on the diagonal.
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being lower than 5 and their tolerance values higher than 0.2. 
Hence, no collinearity issues emerge with relational leadership 
as a second-order formative construct (Hair et al. 2014).

Although the data collection technique from three sour-
ces minimised the risk of CMV as a possible solution for the 
validity of research outcomes, data coherence was checked 
to allow the compatibility of partial conditional assessments. 
We managed structural zeros that characterised the relevant 
links among the variables of the study presented in Figure 1. 
As a result, there is no logical constraint among the varia-
bles; hence, the coherence of the conditional assessment is 
satisfied (Vantaggi 2008). Thus, the trustworthiness of the 
results of this study with minimising the risk of CMV and 
having coherence of the data from three sources has been 
confirmed.

5.4. Assessment of the structural model

Table 4 shows the standardised beta of 0.49 from relational 
leadership style to avoiding mode of conflict handling, 0.35 
from relational leadership style to cooperative conflict han-
dling, 0.302 from conflict-avoiding style to team coordin-
ation, 0.56 from cooperative conflict to team coordination, 
and 0.35 from team coordination to team performance. 
Hence, H1, H2, H3, H4, and H6 are supported. In addition, 
the results show that relational leadership style and conflict- 
avoiding management style positively relate to team coord-
ination, which is significant at the 0.08 level. As a result, the 
team conflict-avoiding style showed a partially significant 
effect on team coordination. The relational leadership style 
and cooperative conflict management, however, showed sig-
nificant influences on team coordination.

5.5. Mediating effects

In Figure 2a,b, the mediating influence of conflict management 
styles on the relationship between relational leadership style 
and team coordination is shown. Before the analysis, the condi-
tions for mediation were set up as follows (Hair et al. 2014): 
first, the explanatory variable (relational leadership behaviour of 
leaders, which was developed as a second-order variable) 
shows a significant influence on the mediators (avoiding and 
cooperative conflict-handling styles); second, the mediators 
exhibit significant impacts on the dependent variable (team 
coordination; H4 and H6); and finally, the explanatory variable 
maintains a significant impact on the dependent variable in the 
absence of the mediators.

To measure the mediating influence of conflict manage-
ment styles in the model, the indirect influences of a�b 
must be significant (see Figure 2 aþ b). The z-statistics pre-
sented by Sobel (1982) were applied and were significant at 
p< 0.05. Since the z-values exceed 1.96 (p< 0.05), H5 and H7 
will be approved, which represent the indirect effect from 
the relational leadership behaviour of leaders through con-
flict management style on team coordination results. The z- 
values are defined as Equation 2:

z ¼
a� b

ffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffi

b2 � s2
a þ a2 � s2

b þ s2
a � s2

b

q (2) 

za ¼
0:348� 0:625

ffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffi

ð0:625� 0:1103Þ2 þ ð0:348� 0:0798Þ2 þ ð0:0798� 0:1103Þ2
q ¼ 2:91 

zb ¼
0:488� 0:302

ffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffi

ð0:302� 0:0685Þ2 þ ð0:488� 0:0775Þ2 þ ð0:0685� 0:0775Þ2
q ¼ 2:99 

As shown in Figure 2a, relational leadership has a signifi-
cant influence on the cooperative conflict management style 
(0.348, p< 0.01). In the same way, cooperative conflict man-
agement style shows a significant influence on team coordin-
ation (0.625, p< 0.01). Identical methods have been used to 
examine the mediating role of the avoiding style of handling 
conflict, and a significant mediation role of this conflict han-
dling style from relational leadership on team coordination 
was observed. The z-value was 2.99 (p< 0.05), which sur-
passed the threshold of 1.96. To estimate the size of the indir-
ect effect in the model, the variance accounted for (VAF) 
value was calculated, which signifies the percentage of the 

Table 3. Assessment of multicollinearity for relational leadership as a second- 
order formative construct.

Coefficients

Model

Collinearity statistics

Tolerance VIF

1 COM .676 1.480
SK .513 1.949
MR .577 1.733
SR .520 1.921

Table 4. Total effects.

Beta value t-Value p-Value Standard error

COM ! Relational Leadership Style 0.2993 4.9134 ������� 0.0609
SK ! Relational Leadership Style 0.3233 3.6093 ������� 0.0896
MR ! Relational Leadership Style 0.1795 3.0998 ������� 0.0579
SR ! Relational Leadership Style 0.3318 5.2604 ������� 0.0631
Relational Leadership Style ! Avoiding 0.4879 7.1198 ������� 0.0685
Relational Leadership Style ! Cooperative 0.3484 3.1577 ������� 0.1103
Relational Leadership Style ! Team Coordination 0.4763 3.748 ������� 0.1271
Relational Leadership Style ! Performance 0.1674 2.3435 0.01949 0.0714
Avoiding ! Team Coordination 0.236 1.746 0.08143 0.0775
Avoiding ! Performance 0.302 3.4346 ������� 0.0687
Cooperative ! Team Coordination 0.625 8.0299 ������� 0.0798
Cooperative ! Performance 0.1971 4.3371 ������� 0.0454
Team Coordination ! Performance 0.3514 4.4133 ������� 0.0796
R2 Team Coordination 0.665
R2 Team Performance 0.561
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indirect impact to the total effect. The VAF value for the first 
model (Figure 2a) indicates that almost 50% of the total effect 
of relational leadership on team coordination is defined by 
the indirect effect (cooperative conflict management style).

VAFa ¼
a� b

a� bþ c
¼

0:348� 0:625
0:348� 0:625þ 0:221

¼ 0:496 (3) 

The VAF value for the subsequent model (Figure 2b) 
indicates that nearly 34.3% of the total effect of relational 
leadership on team coordination is defined by the indirect 
effect (conflict-avoiding style).

VAFb ¼
a� b

a� bþ c
¼

0:488� 0:236
0:488� 0:236þ 0:221

¼ 0:343 (4) 

Z-statistics tests were also performed for the other mod-
els. As shown in Figure 2c, there were significant influences 
of cooperative conflict style on team coordination (0.625, 
p< 0.01), and team coordination on team performance (0.35, 
p< 0.01). The z-value is significantly greater than 1.96 
(p< 0.05), so H8 is accepted, with team coordination having 
an indirect effect on team performance. Significant effects 

from the conflict-avoiding style on team coordination (0.236, 
p< 0.01) and from team coordination on team performance 
were found (0.35, p< 0.01—see Figure 2b). The z-value also 
exceeds 1.96 (p< 0.05), which gives support for H9.

zc ¼
0:625� 0:35

ffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffi

ð0:35� 0:0798Þ2 þ ð0:625� 0:0796Þ2 þ ð0:0798� 0:0796Þ2
q ¼ 3:81 

zd ¼
0:302� 0:35

ffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffiffi

ð0:35� 0:0775Þ2 þ ð0:302� 0:0796Þ2 þ ð0:0775� 0:0796Þ2
q ¼ 2:86 

The VAF values for the third and fourth models (Figures 2c
and 2d) indicate that almost 52.6% and 31% of the total 
effects of the cooperative and conflict-avoiding styles on team 
performance, respectively, are explained by indirect effects 
through team coordination.

VAFc ¼
a� b

a� bþ c
¼

0:625� 0:35
0:625� 0:35þ 0:197

¼ 0:526 (5) 

VAFd ¼
a� b

a� bþ c
¼

0:302� 0:35
0:302� 0:35þ 0:236

¼ 0:309 (6) 

Figure 2. Results of hypotheses testing.
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5.6. Moderating effects of culture

The results of the PLS path model show that all measures 
fulfil the frequently recommended guidelines for model 
assessment by Hair et al. (2014). In particular, the analyses 
per cultural group indicate that all items showed CR values 
above 0.70, and the AVE values were also in excess of 0.50 
(Table 5). In addition, the construct discriminant validity tests 
were performed, and the results support the reliability and 
convergent validity of the measures.

Table 5 shows the differences in seven comparison path 
coefficient estimates (Chinese vs. Malays, Malays vs. Indians, 
and Chinese vs. Indians) and presents the results of multi-
group comparisons influenced by the parametric method, i.e. 
Henseler’s (2007) approach and the permutation test. The 
results show the bias-corrected 95% confidence intervals, 
together with the results of the corresponding multigroup 
analysis. The cultural background multigroup analysis indi-
cated that, commonly, the results of the multigroup compari-
son test overlapped very closely. On the other hand, if the 
parameter estimate for a path relationship of one group 
(Table 5) fails to slide within the corresponding confidence 
interval of another group (Table 6) and vice versa, it can be 
concluded that there is no evident overlap. Hence, we can 
presume that the group-specific path coefficients are signifi-
cantly varied on a significance level of a, which are available 
in the last column in Table 6. Therefore, support is found 
for H10.

6. Discussion and implications

The study set out to investigate how relational leadership 
influences team coordination in TOs and whether this in turn 
improves their performance. Overall, the study found evi-
dence to support these relationships. However, the findings 
also raise some discussions points, which are presented 
below in the context of the theory of relational leadership 
and Socio-Psychological theories (SPTs). As relates to the first 
part of the research question, the outcomes of the study 
demonstrate that the relational leadership of the team lead-
ers positively affects conflict resolutions by team members, 
which influences the team coordination and overall team 
performance. This incorporated knowledge about relational 
leadership in temporary-based organisations resulted in a 
higher level of team effectiveness, and therefore, we expect 
to see improved organisational performance. These results 

Table 5. Cultural backgrounds-specific results.

Chinese Malays Indians

Avoiding AVE 0.5027 0.6257 0.5991
CR 0.7035 0.8686 0.7884

Cooperative AVE 0.5307 0.5122 0.5294
CR 0.8185 0.7028 0.7482

Com AVE 0.6758 0.6407 0.5890
CR 0.9122 0.8966 0.8216

SK AVE 0.5786 0.6928 0.5933
CR 0.8716 0.9181 0.8786

MR AVE 0.6139 0.6000 0.7850
CR 0.8258 0.8180 0.9162

SR AVE 0.5901 0.6367 0.5002
CR 0.8495 0.8746 0.7302

Performance AVE 0.5071 0.5353 0.5742
CR 0.8801 0.9015 0.9132

Team coordination AVE 0.5203 0.5050 0.5241
CR 0.8119 0.7240 0.8118

N 55 36 34
Path relationships

Avoiding ! Performance −0.018 0.2095�� 0.1286�

Avoiding ! Team Coordination −0.0577 0.2797�� 0.2911��

Cooperative ! Performance 0.165�� 0.3737�� 0.3432��

Cooperative ! Team Coordination 0.5305�� 0.499�� 0.7771��

Team Coordination ! Performance 0.311�� 0.749�� 0.4417��

Relational Leadership ! Performance 0.1691�� 0.5149�� 0.1321�

Relational Leadership ! Team Coordination 0.5438�� 0.6874�� 0.2991��

R2 Team Coordination 0.534 0.665 0.750
R2 Team Performance 0.097 0.561 0.195

CR: composite reliability; AVE: average variance extracted. �significance at 
0.05, ��significance at 0.01.

Table 6. Multiple comparison test results.

Relationship Comparison

Difference

SignificancePath p-Value t-Value

Avoiding ! Performance Malay vs. Chinese 0.228 0.000 4.252 Sig.
Malay vs. Indians 0.081 0.284 1.081 Nsig.
Chinese vs. Indians 0.147 0.005 2.855 Sig.

Avoiding ! Team Coordination Malay vs. Chinese 0.337 0.001 3.354 Sig.
Malay vs. Indians 0.011 0.923 0.098 NSig.
Chinese vs. Indians 0.349 0.004 2.993 Sig.

Cooperative ! Performance Malay vs. Chinese 0.209 0.001 3.602 Sig.
Malay vs. Indians 0.031 0.704 0.381 NSig.
Chinese vs. Indians 0.178 0.021 2.346 Sig.

Cooperative ! Team Coordination Malay vs. Chinese 0.032 0.733 0.289 NSig.
Malay vs. Indians 0.057 0.583 0.552 NSig.
Chinese vs. Indians 0.089 0.482 0.706 NSig.

Team Coordination ! Performance Malay vs. Chinese 0.438 0.000 5.691 Sig.
Malay vs. Indians 0.307 0.002 3.290 Sig.
Chinese vs. Indians 0.131 0.214 1.253 NSig.

Relational Leadership ! Performance Malay vs. Chinese 0.346 0.000 4.182 Sig.
Malay vs. Indians 0.383 0.065 1.877 Sig.
Chinese vs. Indians 0.037 0.836 0.208 NSig.

Relational Leadership ! Team Coordination Malay vs. Chinese 0.144 0.333 0.974 NSig.
Malay vs. Indians 0.388 0.016 2.482 Sig.
Chinese vs. Indians 0.245 0.046 2.035 Sig.

Notes: Sig. denotes a significant difference at 0.05; Nsig. denotes a nonsignificant difference at 0.05.
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recommend several implications for both research and prac-
tice. We begin by outlining the potential implications for 
knowledge development in leadership, then address implica-
tions that will be beneficial for practitioners in TOs.

First, this research is distinctive in that it relies on SPTs 
and concerns the alignment between the relational leader-
ship level of leaders and conflict resolution of team members 
in TOs that comprises complex and dynamic businesses. TOs, 
particularly in the construction industry, are characterised by 
their short-term and project-based nature, leading to unique 
conflict situations. The organisations under this study bring 
together individuals from diverse within-nationality cultural 
backgrounds to work towards a common goal. The time-lim-
ited nature of such organisations adds urgency and pressure 
to meet deadlines, further heightening conflicts. Differences 
in communication styles, goals, priorities, resource allocation, 
and recognition can trigger conflicts. Additionally, the 
absence of pre-existing relationships among team members 
in most TOs makes conflict resolution and effective coordin-
ation more challenging. Consequently, effective conflict man-
agement by team members becomes crucial for the success 
of TOs. In response to SPTs that interlinked individual and 
team environment as a society, we believed that the leaders 
need to demonstrate more relational skills when interacting 
with team members in complex and dynamic settings. Our 
study challenges the notion that conflict management is 
thoroughly the responsibility of team leaders, as suggested 
by Zhang, Cao, and Tjosvold (2011). Instead, we found that 
leaders who effectively exercise the four dimensions of rela-
tional leadership identified in our study are better equipped 
to facilitate conflict resolution by team members. For 
example, leaders who foster mutual respect and open com-
munication are more likely to create a safe space for team 
members to voice their concerns and work collaboratively 
towards a solution. Our findings emphasise the importance 
of relational leadership for effective conflict management in 
TOs. Organisations should prioritise developing these skills 
among their leaders to create a harmonious and productive 
work environment. However, there is a lack of empirical 
research on how relational leadership influences team mem-
bers’ conflict-handling styles and overall team coordination 
in dynamic TOs like the construction industry (De Clercq and 
Belausteguigoitia 2017; Kammerhoff, Lauenstein, and Sch€utz 
2019). Therefore, our study investigated the mediating 
effects of team members’ conflict-handling styles and team 
coordination on the relational leadership behaviour of lead-
ers and team performance in complex TOs, which has not 
been fully explained in existing literature.

Second, this study is significant in that it empirically 
tested four dimensions for relational leadership, shared 
responsibility, shared knowledge, mutual respect, and com-
munication, and their influences on conflict handling style of 
members, team coordination, and team performance. 
Previous literature in relational leadership has commonly 
viewed this style of leadership through the lens of ‘high 
quality’, ‘trusting’ and ‘work relationships’ (e.g. Uhl-Bien and 
Ospina 2012; Jian 2021). Our findings show that relational 
leadership effectiveness can be also obtained through 

informal social conversations, alignment and knowledge 
sharing, sharing a common vision, a great deal of respect 
between one another at work, and communicate with 
warmth. We believe that the four dimensions of relational 
leadership are highly relevant in resolving conflicts among 
team members in TOs. A relational leadership approach pro-
motes collaboration, transparency, and trust, preventing con-
flicts from escalating. Shared responsibility is crucial in the 
context of conflict resolution and encourages all team mem-
bers to take ownership of the problem and work together 
towards a solution. Involving all team members in a conflict 
resolution process fosters a collaborative and inclusive envir-
onment. This can help to ensure that all team members are 
invested in finding a solution to the conflict, rather than 
placing blame or avoiding responsibility. Shared knowledge 
encourages the open sharing of perspectives and ideas, help-
ing identify underlying causes of conflicts. By creating a cul-
ture of transparency and trust, leaders can encourage team 
members to share knowledge, which can help to identify the 
underlying causes of task conflicts. This can also help to pre-
vent misunderstandings and assumptions from escalating the 
conflict further. The third dimension of relational leadership 
in our model, mutual respect, values each team member’s 
contributions, preventing personal attacks and blame. 
Promoting effective communication is finally essential in con-
flict resolution, as it enables team members to express their 
needs, concerns, and ideas in a constructive and respectful 
manner. Leaders can encourage effective communication by 
actively listening to team members, asking clarifying ques-
tions, and responding in a supportive and empathetic man-
ner. This can help to ensure that all team members feel 
heard and understood, and that the conflict resolution pro-
cess is collaborative and respectful. Promoting relational 
leadership creates an inclusive and supportive environment 
for conflict resolution and better coordination in TOs. 
Today’s fast-paced work environment presents challenges for 
project managers and leaders to achieve effective coordin-
ation in TOs (Goetz, Wald, and Freisinger 2021; He et al. 
2019), but our findings demonstrate the significant contribu-
tion of the relational leadership dimensions to team coordin-
ation in dynamic environments.

Third, we framed team members’ conflict-handling styles 
as hierarchical constructs with two dimensions: cooperative 
and avoiding styles. The cooperative conflict style was found 
to have a positive impact on team coordination, which aligns 
with existing literature (e.g. Tjosvold 2008; Rubin, Pruitt, and 
Kim 1994; Y. Q. Chen, Zhang, and Zhang 2014, and Tjosvold, 
Wong, and Chen 2014). On the other hand, the conflict- 
avoiding handling style showed empirical support for previ-
ous conceptual-based studies (Ayoko 2016; A. S. Chen, Hou, 
and Wu 2016; Tjosvold 2008) suggesting its positive influ-
ence on team performance in permanent organisations. 
Accordingly, the findings of the study showed that in practice, 
conflict-avoiding management could also positively influence 
overall team performance in TOs. This finding challenges the 
existing literature within Western countries (Tinsley and Brett 
2001; Ayoko 2016; Kay and Skarlicki 2020). It also responds to 
the calls of Upadhyay (2021) and Rispens, Jehn, and Steinel 
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(2021) for further research on conflict-handling styles in TOs. 
Future research should explore if conflict-avoiding manage-
ment enhances team coordination and performance in non- 
Asian cultures.

Our findings highlight the importance of relational leadership 
behaviours in influencing the appropriateness of conflict-han-
dling styles by team members. The interplay between relational 
leadership, cooperative and conflict-avoiding styles, team coord-
ination, and team performance is revealed in a nomological net-
work, contributing methodologically to the field of the study. 
This measurement approach is not widely used in existing litera-
ture on relational leadership. The analysis shows that team lead-
ers’ relational leadership style significantly influences team 
coordination (R2 ¼ 0.502), which, in turn, has a positive effect 
on team performance (R2 ¼ 0.201). Cooperative and conflict- 
avoiding styles also have significant impacts on team coordin-
ation (R2 ¼ 0.426 and R2 ¼ 0.102, respectively), leading to 
favourable results on team performance (R2 ¼ 0.123 for 
cooperative style and R2 ¼ 0.206 for avoiding style). This signifi-
cant finding contributes to the applied leadership literature 
(Wiltshire, Steffensen, and Fiore 2019; Ollus et al. 2011) by sup-
porting contemporary behavioural practices regarding the ante-
cedents and role of relational leadership in enhancing team 
coordination in complex and dynamic environments.

Forth, our analysis compared three within-nationality cul-
tural backgrounds (Raithel, van Knippenberg, and Stam 
2021), utilising permutation-based analysis of variance to 
control for familywise error rate and ensure statistical power 
(Mooi and Sarstedt 2011). This approach contributes empiric-
ally to the application of multigroup analysis in PLS path 
modelling. The results reveal variations in the effects among 
different cultural background groups. For example, conflict- 
avoiding management has a strong impact on team coordin-
ation and performance in the Malay leader subsample but is 
weaker in the Indian leader subsample. Cooperative conflict 
management has the strongest impact on team coordination 
in the Indian subsample, but the moderation effect is not 
significant. The effects are more balanced in the Chinese 
leader subsample. Interestingly, the results show that team 
coordination has the strongest effect on team performance 
when the leader of the team has been selected from Malay 
within country background group. The findings empirically 
support Tinsley and Brett (2001), Carter et al. (2014), Schieman 
et al. (2020), Raithel, van Knippenberg, and Stam (2021), and 
Rosette, Leonardelli, and Phillips (2008), who argued that the 
cultural background of leaders might have a moderating 
effect on the leadership style and overall performance of a 
team. Previous research by Schieman et al. (2020) and 
Marchiondo, Myers, and Kopelman (2015) has suggested that 
individual differences (i.e. gender) are correlated with affect- 
based trust in relational contexts. Our findings extend this 
understanding by showing that within-nationality cultural 
diversity of leaders also influences relational leadership behav-
iour in TOs. Cultural backgrounds shape leaders’ communica-
tion styles, decision-making approaches, and perceptions of 
shared responsibility and mutual respect. For example, leaders 
from collectivist cultures prioritise group harmony and collab-
oration, while leaders from individualistic cultures emphasise 

personal achievement and autonomy. High-context cultures 
rely on implicit communication cues, while low-context cul-
tures prefer direct and explicit communication. These cultural 
backgrounds influence leaders’ relational leadership behaviour. 
Although this study considered only ethnic groups without 
specific cultural constructs, it is important to acknowledge the 
significant role of culture in shaping beliefs, attitudes, and 
behaviours. Future studies should collect information on lead-
ers’ cultural backgrounds to better contextualise findings and 
draw more accurate conclusions on relational leadership 
behaviours in relation to culture.

The current research validates the structural solutions of 
the proposed conceptual framework for practice by employ-
ing the method of repeated indicators as recommended by 
Wold (1985). The findings emphasise the advantages of the 
four dimensions of relational leadership style in TOs, particu-
larly in the construction industry, for achieving better conflict 
resolution and building productive teams. This contradicts 
prior studies highlighting the negative effects of conflict on 
project performance (Fisher, Ury, and Patton 2011; Wu et al. 
2017; Liu et al. 2021). The literature has not extensively 
explored the inclusion of subordinate conflict resolution 
style, especially the avoiding style, within the relational lead-
ership behaviour of leaders and its positive relationship with 
team coordination and performance. The study offers a dis-
tinctive perspective on relational leadership and conflict reso-
lution in multicultural teamwork environments. The findings 
suggest that, in certain situations where conflict is unrelated 
to the task and team unity is crucial, adopting a conflict- 
avoiding management style can help preserve team cohesion. 
Since relational leaders are looking to improve the relationship 
at the team level, for example, in dealing with temperamental 
members, exploiting conflict avoidance, mainly on no-added- 
value matters, may help teams become skilled at this style. 
Practising conflict avoidance may enhance patience and 
reduce miscommunications in a high-interaction environment. 
However, it is important to consider situational factors and 
potential drawbacks of this approach (A. S. Chen, Hou, and Wu 
2016), as it can be perceived as passive and limit the expres-
sion of ideas and solutions. Nonetheless, in multicultural pro-
ject teams, a conflict-avoiding style can be considered effective 
and culturally acceptable for diffusing conflict and allowing 
time for regrouping (Mitkus and Mitkus 2014). The study 
improves understanding of team performance in multicultural 
project teams. Findings indicate that incorporating individuals 
from diverse cultural backgrounds may enhance productivity. 
When selecting team leaders in such environments, decision- 
makers should consider their relational leadership skills, com-
munication abilities, and social background. It is recommended 
to appoint fully qualified individuals with relevant relational 
experience and background as team leaders.

7. Conclusion

Our study provides insights and contributions to the existing 
knowledge. The findings explain the four dimensions of rela-
tional leadership in temporary organisations (TOs): shared 
responsibility, shared knowledge, mutual respect, and 
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communication. These dimensions have not been previously 
tested as a second-order construct to evaluate relational 
leadership behaviour of leaders. The research findings sup-
port the positive impact of cooperative conflict-handling 
styles on team performance, aligning with Sanders and 
Schyns (2006) and Deutsch (1990) on the western side of the 
world together with the findings of Tjosvold (2008), Tjosvold, 
Poon, and Yu (2005), and Ayoko (2016) in East Asia and 
Australia. Our study challenges the findings of Rahim (2002) 
by suggesting that the conflict-avoiding handling style can 
serve as a viable option for enhancing team coordination in 
TOs. This aligns with the proposition put forward by A. S. 
Chen, Hou, and Wu (2016), Liden et al. (2014), and Fisher, Ury, 
and Patton (2011) for consideration. Consequently, in some 
situations, conflict-avoiding management needs to be recog-
nised as a reliable alternative for better team coordination in 
TOs. Moreover, the results of the hypothesised model showed 
that the within-nationality cultural backgrounds of leaders 
play a moderating role in the relationship between relational 
leadership behaviour and team coordination in TOs.

In conclusion, the research question of how relational lead-
ership influences team coordination and team performance in 
TOs is significant for effective team management. The study’s 
findings indicate that relational leadership positively affects 
team coordination and performance through shared responsi-
bility, shared knowledge, mutual respect, and communication. 
Additionally, team members conflict-handling styles play a 
critical mediating role in the proposed research model.

The study provides valuable insights for practitioners in 
addition to its theoretical contributions. The findings suggest 
that project teams with diverse cultural groups, i.e. managed 
by leaders from Malay samples, exhibited improved coordin-
ation and performance. Therefore, project team leaders and 
top management should recognise cultural diversity as a 
positive solution for enhancing team coordination and per-
formance. This requires gaining knowledge about the posi-
tive aspects of conflict and appreciating the varying values 
and perspectives of individuals in multicultural project envi-
ronments, such as the construction industry in Malaysia. 
Furthermore, the key role of relational leaders in the context 
of SPTs should be emphasised for successful project delivery, 
especially when dealing with teams consisting of individuals 
from different cultural backgrounds in TOs.

8. Limitations and future research directions

Our study has some limitations that provide a direction for 
future research. We used project teams that work in the 
Malaysian construction industry as the empirical case for our 
data collection. Therefore, further investigation is required to 
test the generalisability of our findings in other countries 
and/or other projectification sectors. In addition, while we 
focused on team-based activities and conceived project per-
formance as a perceptual-based and composite variable, 
future research may concentrate more on projects in terms 
of other parameters that rate project ‘success’, which might 
assist the predictive strength of the model at the organisa-
tional level, programme level and/or at the project 

management office level. The current research primarily 
focused on explanatory aspects. Therefore, future studies 
should consider establishing a comprehensive model evalu-
ation framework that incorporates both explanatory and pre-
dictive elements. This approach will contribute to 
strengthening the rigour and applicability of findings within 
the field of project management. Finally, future research 
could also be directed towards the evaluation of culture and 
behavioural traits of leaders in relational leadership styles in 
other multicultural temporary work environments, especially 
in Western and/or developed countries.

Ethics approval

All ethics were based on Universiti Sains Malaysia internally 
approval procedures.

Informed consent

A Participant Information Sheet and Consent Form were 
available to all participants.

Disclosure statement

No potential conflict of interest was reported by the author(s).

Funding

The authors would like to acknowledge Universiti Sains Malaysia for pro-
viding the RUI Grant [No. 1001/PPBGN/816283] as financial support to 
conduct the research.

Notes on contributors

Dr. Amin Akhavan Tabassi is a Senior Lecturer at the 
Business School of Manchester Metropolitan 
University (MMU). Formerly an Associate Professor 
specialising in Project Management at Universiti 
Sains Malaysia, he brings a wealth of expertise to his 
current role. With a distinguished background and a 
Ph.D. in Project Management, he has contributed 
significantly to the academic landscape, boasting an 
impressive portfolio of over 70 publications, includ-

ing peer-reviewed journal papers, book chapters, conference presenta-
tions, and articles. His extensive research portfolio includes leadership, 
conflict management, and addressing challenges in project manage-
ment, both on a national and international scale. Driven by a passion for 
advancing knowledge, he has successfully led numerous research proj-
ects, further establishing himself as a prominent figure in the field.

David James Bryde is the Director of Research and 
Innovation in the Faculty of Business and Law, 
Liverpool John Moores University. He is also a 
Professor of Project Management. Professor Bryde is 
particularly interested in relational/psycho-social 
aspects of project operations, with a focus on under-
standing how different members of the supply 
chain/ network work together effectively and effi-
ciently to deliver beneficial outcomes. He is widely 

published, with in excess of 100 journal papers, research monographs, 

16 A. AKHAVAN TABASSI ET AL.



book chapters, conference presentations, invited keynote speeches/guest 
lectures/presentations, expert interviews and articles. He has supervised 
in excess of 30 doctoral students to successful completion and has 
examined numerous PhD/DBAs as an external and an internal examiner 
at both UK and non-UK Higher Education Institutes. He has a long 
record of accomplishment of working with companies to develop their 
project management processes and of working collaboratively with the 
practitioner community to undertake research and consultancy.

Roula Michaelides holds a Ph.D. in Operations 
Management from the University of Liverpool, 
Liverpool, U.K. and is a Senior Fellow of the U.K. 
Higher Education Academy. She comes from a com-
puting and information systems background and 
diversified into the social sciences and operations 
management in early 2000s. She is currently a 
Reader in Operations and Project Management, 
Manchester Metropolitan University, Manchester, U.K. 

Her research extends theoretical concepts from organisation and opera-
tions studies looking at organisational practices and capabilities relating 
to agility, ambidexterity, resilience, exploration, exploitation as well 
as relational complexity within projects, informal networks and their 
impact of network structures, particularly in relation to project/opera-
tions management and sustainability oriented innovation. Her 
research explores their interrelationships across levels of analysis (micro/ 
meso/macro). Roula has successfully secured funding in excess of £2.5 M 
from European, UK and US research bodies both as a Principle and 
Collaborative Investigator.

David Bamford is an experienced industrialist/aca-
demic with multiple publications to his name. 
Knowledge transfer projects, across many sectors, 
have been central to his academic career and his 
research interests are focused towards: operations 
improvement strategies; strategic organisational 
change; leadership and quality management; and 
sports operations management.

Dr Maria Argyropoulou holds the title of Programme 
Director for the on-line Engineering Management 
Programmes at Brunel University. She is also teach-
ing as adjunct faculty for the Hellenic Open 
University and Open University of Cyprus. She 
received her PhD from Brunel Business School/UK. 
Her research and teaching interests focus on General 
Management, Operations and Project Management 
and IT systems implementation and evaluation. Her 

work has appeared in various peer reviewed journals, book chapters and 
conference proceedings. She has been involved in several EU research 
projects with the Athens University of Economics and Business (AUEB). 
Apart from her academic career, she is also a consultant with extensive 
experience in General Management and Information Systems 
Implementation. She has worked for Greek and International companies 
for more than 10 years specialising in Operations Management, Global 
Supply Chains, and Information System Implementation.

ORCID

David Bamford http://orcid.org/0000-0002-1050-1357 

References

Agarwal, U. A., V. Dixit, N. Nikolova, K. Jain, and S. Sankaran. 2021. “A 
Psychological Contract Perspective of Vertical and Distributed 

Leadership in Project-Based Organisations.” International Journal of 
Project Management 39 (3): 249–258. https://doi.org/10.1016/j.ijpro-
man.2020.12.004

Alexopoulos, A. N., and F. Buckley. 2013. “What Trust Matters When: The 
Temporal Value of Professional and Personal Trust for Effective 
Knowledge Transfer.” Group & Organization Management 38 (3): 361– 
391. https://doi.org/10.1177/1059601113488939

Annosi, M. C., A. Martini, F. Brunetta, and L. Marchegiani. 2020. “Learning 
in an Agile Setting: A Multilevel Research Study on the Evolution of 
Organisational Routines.” Journal of Business Research 110: 554–566. 
https://doi.org/10.1016/j.jbusres.2018.05.011

Antonakis, J., D. V. Day, and B. Schyns. 2012. “Leadership and Individual 
Differences: At the Cusp of a Renaissance.” The Leadership Quarterly 
23 (4): 643–650. https://doi.org/10.1016/j.leaqua.2012.05.002

Ayoko, O. B. 2016. “Workplace Conflict and Willingness to Cooperate the 
Importance of Apology and Forgiveness.” International Journal of 
Conflict Management 27 (2): 172–198. https://doi.org/10.1108/IJCMA- 
12-2014-0092

Bachrach, D. G., and R. Mullins. 2019. “A Dual-Process Contingency 
Model of Leadership, Transactive Memory Systems and Team 
Performance.” Journal of Business Research 96: 297–308. https://doi. 
org/10.1016/j.jbusres.2018.11.029

Bakker, R. M. 2010. “Taking Stock of Temporary Organisational Forms: A 
Systematic Review and Research Agenda.” International Journal of 
Management Reviews 12 (4): 466–486. https://doi.org/10.1111/j.1468- 
2370.2010.00281.x

Balkundi, P., and M. Kilduff. 2006. “The Ties That Lead: A Social Network 
Approach to Leadership.” The Leadership Quarterly 17 (4): 419–439. 
https://doi.org/10.1016/j.leaqua.2006.01.001

Baumeister, R. F., and M. R. Leary. 1995. “The Need to Belong: Desire for 
Interpersonal Attachments as a Fundamental Human Motivation.” 
Psychological Bulletin 117 (3): 497–529. https://doi.org/10.1037/0033- 
2909.117.3.497

Beck, T. E., S. T. Solansky, D. J. Davis, and K. Ford-Eickhoff. 2022. 
“Temporal Adaptive Capacity: A Competency for Leading Organisations 
in Temporary Interorganisational Collaborations.” Group & Organisation 
Management 0 (0): 10596011221110080.

Blake, R. R., and J. S. Mouton. 1964. The Managerial Grid. Houston TX: Gulf.
Brown, P., T. Ly, H. Pham, and P. Sivabalan. 2020. “Automation and 

Management Control in Dynamic Environments: Managing 
Organisational Flexibility and Energy Efficiency in Service Sectors.” The 
British Accounting Review 52 (2): 100840. https://doi.org/10.1016/j.bar. 
2019.100840

Burgoon, J. K., and J. L. Hale. 1987. “Validation and Measurement of the 
Fundamental Themes of Relational Communication.” Communication 
Monographs 54 (1): 19–41. https://doi.org/10.1080/03637758709390214

Carmeli, A., and J. H. Gittell. 2009. “High-Quality Relationships, Psychological 
Safety, and Learning from Failures in Work Organisations.” Journal of 
Organizational Behavior 30 (6): 709–729. https://doi.org/10.1002/job.565

Carter, M. Z., K. W. Mossholder, H. S. Feild, and A. A. Armenakis. 2014. 
“Transformational Leadership, Interactional Justice, and Organisational 
Citizenship Behavior: The Effects of Racial and Gender Dissimilarity 
between Supervisors and Subordinates.” Group & Organization 
Management 39 (6): 691–719. https://doi.org/10.1177/1059601114551605

Chen, A. S., Y.-H. Hou, and I.-H. Wu. 2016. “Handling Conflict at Work – 
The Impact of Active and Agreeable Conflict Styles.” International 
Journal of Conflict Management 27 (1): 50–61. https://doi.org/10.1108/ 
IJCMA-10-2014-0076

Chen, Y. Q., Y. B. Zhang, and S. J. Zhang. 2014. “Impacts of Different Types 
of Owner-Contractor Conflict on Cost Performance in Construction 
Projects.” Journal of Construction Engineering and Management 140 (6): 
04014017-1-8. https://doi.org/10.1061/(ASCE)CO.1943-7862.0000852

Chileshe, N., R. Rameezdeen, M. R. Hosseini, I. Martek, H. X. Li, and P. 
Panjehbashi-Aghdam. 2018. “Factors Driving the Implementation of 
Reverse Logistics: A Quantified Model for the Construction Industry.” 
Waste Management (New York, N.Y.) 79: 48–57. https://doi.org/10. 
1016/j.wasman.2018.07.013

Chin, W. W. 2010. “How to Write up and Report PLS Analyses.” In 
Handbook of Partial Least Squares: Concepts, Methods and Application, 

PRODUCTION PLANNING & CONTROL 17

https://doi.org/10.1016/j.ijproman.2020.12.004
https://doi.org/10.1016/j.ijproman.2020.12.004
https://doi.org/10.1177/1059601113488939
https://doi.org/10.1016/j.jbusres.2018.05.011
https://doi.org/10.1016/j.leaqua.2012.05.002
https://doi.org/10.1108/IJCMA-12-2014-0092
https://doi.org/10.1108/IJCMA-12-2014-0092
https://doi.org/10.1016/j.jbusres.2018.11.029
https://doi.org/10.1016/j.jbusres.2018.11.029
https://doi.org/10.1111/j.1468-2370.2010.00281.x
https://doi.org/10.1111/j.1468-2370.2010.00281.x
https://doi.org/10.1016/j.leaqua.2006.01.001
https://doi.org/10.1037/0033-2909.117.3.497
https://doi.org/10.1037/0033-2909.117.3.497
https://doi.org/10.1016/j.bar.2019.100840
https://doi.org/10.1016/j.bar.2019.100840
https://doi.org/10.1080/03637758709390214
https://doi.org/10.1002/job.565
https://doi.org/10.1177/1059601114551605
https://doi.org/10.1108/IJCMA-10-2014-0076
https://doi.org/10.1108/IJCMA-10-2014-0076
https://doi.org/10.1061/(ASCE)CO.1943-7862.0000852
https://doi.org/10.1016/j.wasman.2018.07.013
https://doi.org/10.1016/j.wasman.2018.07.013


edited by V. Esposito Vinzi, W.W. Chin, J. Henseler and H. Wang, 645– 
689. New York: Springer.

Chin, W., J. Cheah, Y. Liu, H. Ting, X. Lim, and T. H. Cham. 2020. 
“Demystifying the Role of Causal-Predictive Modelling Using Partial 
Least Squares Structural Equation Modelling in Information Systems 
Research.” Industrial Management & Data Systems 120 (12): 2161– 
2209. https://doi.org/10.1108/IMDS-10-2019-0529

Chiniara, M., and K. Bentein. 2018. “The Servant Leadership Advantage: 
When Perceiving Low Differentiation in Leader-Member Relationship 
Quality Influences Team Cohesion, Team Task Performance and 
Service OCB.” The Leadership Quarterly 29 (2): 333–345. https://doi. 
org/10.1016/j.leaqua.2017.05.002

Chong, A. Y.-L., K.-B. Ooi, F. T. S. Chan, and N. Darmawan. 2011. “Does 
Employee Alignment Affect business-IT Alignment? An Empirical 
Analysis.” Journal of Computer Information Systems 5 (3): 10–20.

Chung, M.-H., Y. Ko, and J.-Y. Kim. 2020. “Group Power Structure, Inter- 
Subgroup Cross-Dependency, and Work Group Performance.” Asia 
Pacific Journal of Management 37 (1): 297–323. https://doi.org/10. 
1007/s10490-018-9627-3

Cooke, N. J., E. Salas, J. A. Cannon-Bowers, and R. J. Stout. 2000. 
“Measuring Team Knowledge.” Human Factors 42 (1): 151–173. 
https://doi.org/10.1518/001872000779656561

Crevani, L., M. Lindgren, and J. Packendorff. 2010. “Leadership, Not 
Leaders: On the Study of Leadership as Practices and Interactions.” 
Scandinavian Journal of Management 26 (1): 77–86. https://doi.org/10. 
1016/j.scaman.2009.12.003

Cunliffe, A. L., and M. Eriksen. 2011. “Relational Leadership.” Human 
Relations 64 (11): 1425–1449. https://doi.org/10.1177/0018726711418388

Dainty, A. R. J., A. B. Raid�en, and R. H. Neale. 2009. “Incorporating 
Employee Resourcing Requirements into Deployment Decision 
Making.” Project Management Journal 40 (2): 7–18. https://doi.org/10. 
1002/pmj.20119

De Clercq, D., and I. Belausteguigoitia. 2017. “Overcoming the Dark Side 
of Task Conflict: Buffering Roles of Transformational Leadership, 
Tenacity, and Passion for Work.” European Management Journal 35 (1): 
78–90. https://doi.org/10.1016/j.emj.2016.06.008

De Dreu, C. 2007. “Cooperative Outcome Interdependence, Task 
Reflexivity, and Team Effectiveness: A Motivated Information 
Processing Perspective.” The Journal of Applied Psychology 92 (3): 628– 
638. https://doi.org/10.1037/0021-9010.92.3.628

Delmas, M. A., and S. Pekovic. 2017. “Organisational Configurations for 
Sustainability and Employee Productivity: A Qualitative Comparative 
Analysis Approach.” Business & Society 57 (1): 216–251. https://doi.org/ 
10.1177/0007650317703648

DeRue, D. S., and S. J. Ashford. 2010. “Who Will Lead and Who Will 
Follow? A Social Process of Leadership Identity Construction in 
Organisations.” The Academy of Management Review 35 (4): 627–647.

Deutsch, M. 1990. “Sixty Years of Conflict.” International Journal of 
Conflict Management 1 (3): 237–263. https://doi.org/10.1108/eb022682

DeVellis, R. F. 2016. Scale Development: Theory and Applications. 4th ed. 
Los Angeles: SAGE.

Ding, X., Q. Li, H. Zhang, Z. Sheng, and Z. Wang. 2017. “Linking 
Transformational Leadership and Work Outcomes in Temporary 
Organisations: A Social Identity Approach.” International Journal of 
Project Management 35 (4): 543–556. https://doi.org/10.1016/j.ijpro-
man.2017.02.005

Drath, W. H., C. D. McCauley, C. J. Palus, E. Van Velsor, P. M. G. O’Connor, 
and J. B. McGuire. 2008. “Direction, Alignment, Commitment: Toward 
a More Integrative Ontology of Leadership.” The Leadership Quarterly 
19 (6): 635–653. https://doi.org/10.1016/j.leaqua.2008.09.003

Driskell, T., E. Salas, and J. E. Driskell. 2018. “Teams in Extreme 
Environments: Alterations in Team Development and Teamwork.” 
Human Resource Management Review 28 (4): 434–449. https://doi.org/ 
10.1016/j.hrmr.2017.01.002

DuBrin, A. J. 2012. Leadership: Research Findings, Practice, and Skills: 
Research Findings, Practice, and Skills. Boston, MA: Cengage Learning.

Evans, I. I. I., J. H. Feng, M. Hoffman, V. B. Moser, D. V, and van der 
Stede, W. A. 2015. “Points to Consider When Self-Assessing Your 
Empirical Accounting Research.” Contemporary Accounting Research 32 
(3): 1162–1192. https://doi.org/10.1111/1911-3846.12133

Fellows, R., D. Langford, R. Newcombe, and S. Urry. 2002. Construction 
Management in Practice. 2nd ed. Oxford: Blackwell Science.

Festinger, L. 1954. “A Theory of Social Comparison Processes.” Human 
Relations 7 (2): 117–140. https://doi.org/10.1177/001872675400700202

Fisher, R., W. Ury, and B. Patton. 2011. Getting to Yes: Negotiation 
Agreement without Giving in. New York: Penguin Group.

Fitzsimmons, T. W., and V. J. Callan. 2020. “The Diversity Gap in 
Leadership: What Are we Missing in Current Theorizing?” The 
Leadership Quarterly 31 (4): 101347. https://doi.org/10.1016/j.leaqua. 
2019.101347

Fornell, C., and D. F. Larcker. 1981. “Evaluating Structural Equation 
Models with Unobserved Variables and Measurement Error.” Journal 
of Marketing Research 18 (1): 39–50. https://doi.org/10.2307/3151312

Fu, P. P., A. S. Tsui, J. Liu, and L. Li. 2010. “Pursuit of Whose Happiness? 
Executive Leaders’ Transformational Behaviors and Personal Values.” 
Administrative Science Quarterly 55 (2): 222–254. https://doi.org/10. 
2189/asqu.2010.55.2.222

Gardner, W. L., E. P. Karam, M. Alvesson, and K. Einola. 2021. “Authentic 
Leadership Theory: The Case for and against.” The Leadership 
Quarterly 32 (6): 101495. https://doi.org/10.1016/j.leaqua.2021.101495

Garengo, P., and F. Betto. 2022. “The Role of Organisational Culture and 
Leadership Style in Performance Measurement and Management: A 
Longitudinal Case Study.” Production Planning & Control 35 (2): 151– 
169. https://doi.org/10.1080/09537287.2022.2058431

Gefen, D., D. W. Straub, and M.-C. Boudreau. 2000. “Structural Equation 
Modeling and Regression: Guidelines for Research Practice.” 
Communications of the Association for Information Systems 4: 1–79. 
https://doi.org/10.17705/1CAIS.00407

Gem€unden, H. G., P. Lehner, and A. Kock. 2018. “The Project-Oriented 
Organisation and Its Contribution to Innovation.” International Journal 
of Project Management 36 (1): 147–160. https://doi.org/10.1016/j.ijpro-
man.2017.07.009

Geoghegan, L., and V. Dulewicz. 2008. “Do Project Managers’ Leadership 
Competencies Contribute to Project Success?” Project Management 
Journal 39 (4): 58–67. https://doi.org/10.1002/pmj.20084

Gittell, J. H. 2002. “Coordinating Mechanisms in Care Provider Groups: 
Relational Coordination as a Mediator and Input Uncertainty as a 
Moderator of Performance Effects.” Management Science 48 (11): 
1408–1426.

Gittell, J. H., and A. Douglass. 2012. “Relational Bureaucracy: Structuring 
Reciprocal Relationships into Roles.” Academy of Management Review 
37 (4): 709–733. https://doi.org/10.5465/amr.2010.0438

Goetz, N., A. Wald, and E. Freisinger. 2021. “A Person-Environment-Fit- 
Model for Temporary organisations - Antecedents for Temporary 
Working Settings.” International Journal of Project Management 39 (1): 
1–9. https://doi.org/10.1016/j.ijproman.2020.08.006

Guillaume, Y. R. F., J. F. Dawson, L. Otaye-Ebede, S. A. Woods, and M. A. 
West. 2017. “Harnessing Demographic Differences in Organisations: What 
Moderates the Effects of Workplace Diversity?” Journal of Organizational 
Behavior 38 (2): 276–303. https://doi.org/10.1002/job.2040

Hair, J. F., G. T. M. Hult, C. M. Ringle, and M. Sarstedt. 2014. A Primer on 
Partial Least Squares Structural Equation Modeling (PLS-SEM). Thousand 
Oaks, California: Sage.

Hair, J. F., and M. Sarstedt. 2021. “Explanation plus Prediction—The 
Logical Focus of Project Management Research.” Project Management 
Journal 52 (4): 319–322. https://doi.org/10.1177/8756972821999945

He, H., C. Li, Z. Lin, and S. Liang. 2019. “Creating a High-Performance 
Exhibitor Team: A Temporary-Organisation Perspective.” International 
Journal of Hospitality Management 81: 21–29. https://doi.org/10.1016/j. 
ijhm.2019.02.009

Henseler, J. 2007. “A New and Simple Approach to Multi-Group Analysis 
in Partial Least Squares Path Modelling. Paper Presented at the 
Causalities Explored by Indirect Observation.” Proceedings of the 5th 
International Symposium on PLS and Related Methods.

Hiller, N. J., D. V. Day, and R. J. Vance. 2006. “Collective Enactment of 
Leadership Roles and Team Effectiveness: A Field Study.” The 
Leadership Quarterly 17 (4): 387–397. https://doi.org/10.1016/j.leaqua. 
2006.04.004

18 A. AKHAVAN TABASSI ET AL.

https://doi.org/10.1108/IMDS-10-2019-0529
https://doi.org/10.1016/j.leaqua.2017.05.002
https://doi.org/10.1016/j.leaqua.2017.05.002
https://doi.org/10.1007/s10490-018-9627-3
https://doi.org/10.1007/s10490-018-9627-3
https://doi.org/10.1518/001872000779656561
https://doi.org/10.1016/j.scaman.2009.12.003
https://doi.org/10.1016/j.scaman.2009.12.003
https://doi.org/10.1177/0018726711418388
https://doi.org/10.1002/pmj.20119
https://doi.org/10.1002/pmj.20119
https://doi.org/10.1016/j.emj.2016.06.008
https://doi.org/10.1037/0021-9010.92.3.628
https://doi.org/10.1177/0007650317703648
https://doi.org/10.1177/0007650317703648
https://doi.org/10.1108/eb022682
https://doi.org/10.1016/j.ijproman.2017.02.005
https://doi.org/10.1016/j.ijproman.2017.02.005
https://doi.org/10.1016/j.leaqua.2008.09.003
https://doi.org/10.1016/j.hrmr.2017.01.002
https://doi.org/10.1016/j.hrmr.2017.01.002
https://doi.org/10.1111/1911-3846.12133
https://doi.org/10.1177/001872675400700202
https://doi.org/10.1016/j.leaqua.2019.101347
https://doi.org/10.1016/j.leaqua.2019.101347
https://doi.org/10.2307/3151312
https://doi.org/10.2189/asqu.2010.55.2.222
https://doi.org/10.2189/asqu.2010.55.2.222
https://doi.org/10.1016/j.leaqua.2021.101495
https://doi.org/10.1080/09537287.2022.2058431
https://doi.org/10.17705/1CAIS.00407
https://doi.org/10.1016/j.ijproman.2017.07.009
https://doi.org/10.1016/j.ijproman.2017.07.009
https://doi.org/10.1002/pmj.20084
https://doi.org/10.5465/amr.2010.0438
https://doi.org/10.1016/j.ijproman.2020.08.006
https://doi.org/10.1002/job.2040
https://doi.org/10.1177/8756972821999945
https://doi.org/10.1016/j.ijhm.2019.02.009
https://doi.org/10.1016/j.ijhm.2019.02.009
https://doi.org/10.1016/j.leaqua.2006.04.004
https://doi.org/10.1016/j.leaqua.2006.04.004


Hirst, G. 1999. The Relationship between Team Communication and R&D 
Project Performance: A Five Factor Model of Team Communication. 
Melbourne: University of Melbourne.

Hoegl, M., and H. Gemuenden. 2001. “Teamwork Quality and the Success 
of Innovative Projects: A Theoretical Concept and Empirical Evidence.” 
Organization Science 12 (4): 435–449. https://doi.org/10.1287/orsc.12.4. 
435.10635

Horila, T., and M. Siitonen. 2020. “A Time to Lead: Changes in Relational 
Team Leadership Processes over Time.” Management Communication 
Quarterly 34 (4): 558–584. https://doi.org/10.1177/0893318920949700

Hristov, I., R. Cimini, and M. Cristofaro. 2024. “Assessing Stakeholders’ 
Perception Influence on Companies’ Profitability: Evidence from 
Italian Companies.” Production Planning & Control 35 (3): 308–322. 
https://doi.org/10.1080/09537287.2022.2078247

Hristov, I., R. Camilli, A. Chirico, and A. Mechelli. 2022. “The Integration 
between Enterprise Risk Management and Performance Management 
System: Managerial Analysis and Conceptual Model to Support 
Strategic Decision-Making Process.” Production Planning & Control 1– 
14. https://doi.org/10.1080/09537287.2022.2140086

Humphrey, S. E., F. Aime, L. Cushenbery, A. D. Hill, and J. Fairchild. 2017. 
“Team Conflict Dynamics: Implications of a Dyadic View of Conflict for 
Team Performance.” Organizational Behavior and Human Decision 
Processes 142: 58–70. https://doi.org/10.1016/j.obhdp.2017.08.002

James, L. R., R. G. Demaree, and G. Wolf. 1984. “Estimating within-Group 
Interrater Reliability with and without Response Bias.” Journal of 
Applied Psychology 69 (1): 85–98. https://doi.org/10.1037/0021-9010. 
69.1.85

Jansen, J. J. P., D. Vera, and M. Crossan. 2009. “Strategic Leadership for 
Exploration and Exploitation: The Moderating Role of Environmental 
Dynamism.” The Leadership Quarterly 20 (1): 5–18. https://doi.org/10. 
1016/j.leaqua.2008.11.008

Jian, G. 2021. “From Empathic Leader to Empathic Leadership Practice: 
An Extension to Relational Leadership Theory.” Human Relations 75 
(5): 931–955. https://doi.org/10.1177/0018726721998450

Joseph, J., and H. J. Van Buren. 2021. “Entrepreneurship, Conflict, and 
Peace: The Role of Inclusion and Value Creation.” Business & Society 
61 (6): 1558–1593. https://doi.org/10.1177/00076503211040238

Kammerhoff, J., O. Lauenstein, and A. Sch€utz. 2019. “Leading toward 
Harmony – Different Types of Conflict Mediate How Followers’ 
Perceptions of Transformational Leadership Are Related to Job 
Satisfaction and Performance.” European Management Journal 37 (2): 
210–221. https://doi.org/10.1016/j.emj.2018.06.003

Kay, A. A., and D. P. Skarlicki. 2020. “Cultivating a Conflict-Positive 
Workplace: How Mindfulness Facilitates Constructive Conflict 
Management.” Organizational Behavior and Human Decision Processes 
159: 8–20. https://doi.org/10.1016/j.obhdp.2020.02.005

Khan, A. N., N. A. Khan, and M. A. Soomro. 2020. “The Impact of Moral 
Leadership on Construction Employees’ Psychological Behaviors.” IEEE 
Transactions on Engineering Management 69 (6): 2817–2825.

Kim, S. L., M. Kim, and S. Yun. 2015. “Knowledge Sharing, Abusive 
Supervision, and Support:A Social Exchange Perspective.” Group & 
Organization Management 40 (5): 599–624. https://doi.org/10.1177/ 
1059601115577514

Kissi, J., A. Dainty, and M. Tuuli. 2013. “Examining the Role of 
Transformational Leadership of Portfolio Managers in Project 
Performance.” International Journal of Project Management 31 (4): 
485–497. https://doi.org/10.1016/j.ijproman.2012.09.004

Kleinman, G., D. Palmon, and P. Lee. 2003. “The Effects of Personal and 
Group Level Factors on the Outcomes of Simulated Auditor and 
Client Teams.” Group Decision and Negotiation 12 (1): 57–84. https:// 
doi.org/10.1023/A:1022256730300

Lance, C. E., M. M. Butts, and L. C. Michels. 2006. “The Sources of Four 
Commonly Reported Cutoff Criteria What Did They Really Say?” 
Organizational Research Methods 9 (2): 202–220. https://doi.org/10. 
1177/1094428105284919

Lee, H. W., J. N. Choi, and S. Kim. 2018. “Does Gender Diversity Help 
Teams Constructively Manage Status Conflict? An Evolutionary 
Perspective of Status Conflict, Team Psychological Safety, and Team 
Creativity.” Organizational Behavior and Human Decision Processes 144 
(144): 187–199. https://doi.org/10.1016/j.obhdp.2017.09.005

Leung, M-y., J. Yu, and Q. Liang. 2014. “Analysis of the Relationships 
between Value Management Techniques, Conflict Management, and 
Workshop Satisfaction of Construction Participants.” Journal of 
Management in Engineering 30 (3): 1–11. https://doi.org/10.1061/ 
(ASCE)ME.1943-5479.0000208

Liden, R. C., S. J. Wayne, C. Liao, and J. D. Meuser. 2014. “Servant 
Leadership and Serving Culture: Influence on Individual and Unit 
Performance.” Academy of Management Journal 57 (5): 1434–1452. 
https://doi.org/10.5465/amj.2013.0034

Liu, S., H. Wei, H. Xin, and P. Cheng. 2021. “Task Conflict and Team 
Creativity: The Role of Team Mindfulness, Experiencing Tensions, and 
Information Elaboration.” Asia Pacific Journal of Management 39 (4): 
1367–1398. https://doi.org/10.1007/s10490-021-09771-z

Love, P., E. D. D. J. Edwards, and Z. Irani. 2008. “Forensic Project 
Management: An Exploratory Examination of the Causal Behavior of 
Design-Induced Rework.” IEEE Transactions on Engineering Management 
55 (2): 234–247. https://doi.org/10.1109/TEM.2008.919677

Malone, T. W., and K. Crowston. 1994. “The Interdisciplinary Study of 
Coordination.” ACM Computing Surveys 26 (1): 87–119. https://doi.org/ 
10.1145/174666.174668

Marchiondo, L. A., C. G. Myers, and S. Kopelman. 2015. “The Relational 
Nature of Leadership Identity Construction: How and When It 
Influences Perceived Leadership and Decision-Making.” The Leadership 
Quarterly 26 (5): 892–908. https://doi.org/10.1016/j.leaqua.2015.06.006

Marks, M. A., J. E. Mathieu, and S. J. Zaccaro. 2001. “A Temporally Based 
Framework and Taxonomy of Team Processes.” The Academy of 
Management Review 26 (3): 356–376. https://doi.org/10.2307/259182

Marques-Quinteiro, P., H. van Dijk, D. R. Peterson, M. Adamovic, C. 
Buengeler, and C. M. Santos. 2022. “A Model of Leadership Transitions 
in Teams.” Group & Organization Management 47 (2): 342–372. https:// 
doi.org/10.1177/10596011221082394

Maslow, A. H. 1943. “A Theory of Human Motivation.” Psychological 
Review 50 (4): 370–396. https://doi.org/10.1037/h0054346

Mayfield, M., and J. Mayfield. 2016. “The Effects of Leader Motivating 
Language Use on Employee Decision Making.” International Journal of 
Business Communication 53 (4): 465–484. https://doi.org/10.1177/ 
2329488415572787

McCauley, C. D., and C. J. Palus. 2021. “Developing the Theory and 
Practice of Leadership Development: A Relational View.” The 
Leadership Quarterly 32 (5): 101456.

McClean, E., and C. J. Collins. 2019. “Expanding the Concept of Fit in 
Strategic Human Resource Management: An Examination of the 
Relationship between Human Resource Practices and Charismatic 
Leadership on Organisational Outcomes.” Human Resource 
Management 58 (2): 187–202. https://doi.org/10.1002/hrm.21945

Mikkelsen, E. N., and D. M. Humle. 2020. “Dynamics of Overt and Covert 
Conflict in Organisations: The Power of Organisational Identity.” 
Group & Organization Management 45 (6): 768–807. https://doi.org/10. 
1177/1059601120961248

Mikkelson, A. C., J. A. York, and J. Arritola. 2015. “Communication 
Competence, Leadership Behaviors, and Employee Outcomes in 
Supervisor-Employee Relationships.” Business and Professional 
Communication Quarterly 78 (3): 336–354. https://doi.org/10.1177/ 
2329490615588542

Milliken, F. J., and L. L. Martins. 1996. “Searching for Common Threads: 
Understanding the Multiple Effects of Diversity in Organisational 
Groups.” The Academy of Management Review 21 (2): 402–433. https:// 
doi.org/10.2307/258667

Mitchell, R., B. Boyle, V. Parker, M. Giles, V. Chiang, and P. Joyce. 2015. 
“Managing Inclusiveness and Diversity in Teams: How Leader 
Inclusiveness Affects Performance through Status and Team Identity.” 
Human Resource Management 54 (2): 217–239. https://doi.org/10. 
1002/hrm.21658

Mitkus, S., and T. Mitkus. 2014. “Causes of Conflicts in a Construction 
Industry: A Communicational Approach.” Procedia - Social and 
Behavioral Sciences 110: 777–786. https://doi.org/10.1016/j.sbspro. 
2013.12.922

Mitropoulos, P. T., and G. Cupido. 2009. “The Role of Production and 
Teamwork Practices in Construction Safety: A Cognitive Model and an 

PRODUCTION PLANNING & CONTROL 19

https://doi.org/10.1287/orsc.12.4.435.10635
https://doi.org/10.1287/orsc.12.4.435.10635
https://doi.org/10.1177/0893318920949700
https://doi.org/10.1080/09537287.2022.2078247
https://doi.org/10.1080/09537287.2022.2140086
https://doi.org/10.1016/j.obhdp.2017.08.002
https://doi.org/10.1037/0021-9010.69.1.85
https://doi.org/10.1037/0021-9010.69.1.85
https://doi.org/10.1016/j.leaqua.2008.11.008
https://doi.org/10.1016/j.leaqua.2008.11.008
https://doi.org/10.1177/0018726721998450
https://doi.org/10.1177/00076503211040238
https://doi.org/10.1016/j.emj.2018.06.003
https://doi.org/10.1016/j.obhdp.2020.02.005
https://doi.org/10.1177/1059601115577514
https://doi.org/10.1177/1059601115577514
https://doi.org/10.1016/j.ijproman.2012.09.004
https://doi.org/10.1023/A:1022256730300
https://doi.org/10.1023/A:1022256730300
https://doi.org/10.1177/1094428105284919
https://doi.org/10.1177/1094428105284919
https://doi.org/10.1016/j.obhdp.2017.09.005
https://doi.org/10.1061/(ASCE)ME.1943-5479.0000208
https://doi.org/10.1061/(ASCE)ME.1943-5479.0000208
https://doi.org/10.5465/amj.2013.0034
https://doi.org/10.1007/s10490-021-09771-z
https://doi.org/10.1109/TEM.2008.919677
https://doi.org/10.1145/174666.174668
https://doi.org/10.1145/174666.174668
https://doi.org/10.1016/j.leaqua.2015.06.006
https://doi.org/10.2307/259182
https://doi.org/10.1177/10596011221082394
https://doi.org/10.1177/10596011221082394
https://doi.org/10.1037/h0054346
https://doi.org/10.1177/2329488415572787
https://doi.org/10.1177/2329488415572787
https://doi.org/10.1002/hrm.21945
https://doi.org/10.1177/1059601120961248
https://doi.org/10.1177/1059601120961248
https://doi.org/10.1177/2329490615588542
https://doi.org/10.1177/2329490615588542
https://doi.org/10.2307/258667
https://doi.org/10.2307/258667
https://doi.org/10.1002/hrm.21658
https://doi.org/10.1002/hrm.21658
https://doi.org/10.1016/j.sbspro.2013.12.922
https://doi.org/10.1016/j.sbspro.2013.12.922


Empirical Case Study.” Journal of Safety Research 40 (4): 265–275. 
https://doi.org/10.1016/j.jsr.2009.05.002

Mohammad, W. M. W., and S. Wasiuzzaman. 2020. “Effect of Audit 
Committee Independence, Board Ethnicity and Family Ownership on 
Earnings Management in Malaysia.” Journal of Accounting in Emerging 
Economies 10 (1): 74–99. https://doi.org/10.1108/JAEE-01-2019-0001

Mooi, E. A., and M. Sarstedt. 2011. A Concise Guide to Market Research: 
The Process, Data, and Methods Using IBM SPSS Statistics. Berlin: 
Springer.

Moon, Y. J., M. Choi, and D. J. Armstrong. 2018. “The Impact of 
Relational Leadership and Social Alignment on Information Security 
System Effectiveness in Korean Governmental Organisations.” 
International Journal of Information Management 40: 54–66. https:// 
doi.org/10.1016/j.ijinfomgt.2018.01.001

Muller, R., J. Geraldi, and J. R. Turner. 2012. “Relationships between 
Leadership and Success in Different Types of Project Complexities.” 
IEEE Transactions on Engineering Management 59 (1): 77–90. https:// 
doi.org/10.1109/TEM.2011.2114350

M€uller, R., J. R. Turner, E. S. Andersen, J. Shao, and Ø. Kvalnes. 2016. 
“Governance and Ethics in Temporary Organisations: The Mediating 
Role of Corporate Governance.” Project Management Journal 47 (6): 7– 
23. https://doi.org/10.1177/875697281604700602

Murphy, S. E., and E. A. Ensher. 2008. “A Qualitative Analysis of 
Charismatic Leadership in Creative Teams: The Case of Television 
Directors.” The Leadership Quarterly 19 (3): 335–352. https://doi.org/10. 
1016/j.leaqua.2008.03.006

Murrell, K. L. 1997. “Emergent Theories of Leadership for the Next 
Century: Towards Relational Concepts.” Organisation Development 
Journal 15 (3): 35–42.

Naoum, S. 2011. People and Organisational Management in Construction. 
2nd ed. London: London South Bank University.

Nixon, P., M. Harrington, and D. Parker. 2012. “Leadership Performance is 
Significant to Project Success or Failure: A Critical Analysis.” 
International Journal of Productivity and Performance Management 61 
(2): 204–216. https://doi.org/10.1108/17410401211194699

Northouse, P. G. 2011. Introduction to Leadership: Concepts and Practice 
4th ed. Thousand Oaks, California: SAGE Publications

Ojiako, U., U. Bititci, A. Marshall, M. Chipulu, G. Manville, S. J. Muthalagu, 
and T. Farrington. 2023. “Ambiguity in Performance Management 
Systems of Complex Multi-Stakeholder Organisations.” Production 
Planning & Control 34 (14): 1393–1413. https://doi.org/10.1080/09537287. 
2021.2014590

Ojiako, U., Y. Petro, A. Marshall, and T. Williams. 2021. “The Impact of 
Project Portfolio Management Practices on the Relationship between 
Organisational Ambidexterity and Project Performance Success.” 
Production Planning & Control 34 (3): 260–274. https://doi.org/10.1080/ 
09537287.2021.1909168

Ollus, M., K. Jansson, I. Karvonen, M. Uoti, and H. Riikonen. 2011. 
“Supporting Collaborative Project Management.” Production Planning 
& Control 22 (5-6): 538–553. https://doi.org/10.1080/09537287.2010. 
536624

Pellegrini, E. K., T. A. Scandura, and V. Jayaraman. 2010. “Cross-Cultural 
Generalizability of Paternalistic Leadership: An Expansion of Leader- 
Member Exchange Theory.” Group & Organization Management 35 (4): 
391–420. https://doi.org/10.1177/1059601110378456

PMI. 2017. A Guide to the Project Management Body of Knowledge 
(PMBOK Guide). 6th ed. Pennsylvania, PA: Project Management 
Institute.

Radaelli, G., M. Mura, N. Spiller, and E. Lettieri. 2022. “Social Bonding and 
the Multi-Professional Service Teams: A Cross-Level Test of Team 
Social Capital Influence on Knowledge Sharing.” Production Planning 
& Control 1–15. https://doi.org/10.1080/09537287.2022.2157348

Rahim, M. A. 2002. “Toward a Theory of Managing Organisational 
Conflict.” International Journal of Conflict Management 13 (3): 206–235.

Rahim, M. A., and N. R. Magner. 1995. “Confirmatory Factor Analysis of 
the Styles of Handling Interpersonal Conflict: First-Order Factor Model 
and Its Invariance across Groups.” The Journal of Applied Psychology 
80 (1): 122–132. https://doi.org/10.1037/0021-9010.80.1.122

Raithel, K., D. van Knippenberg, and D. Stam. 2021. “Team Leadership 
and Team Cultural Diversity: The Moderating Effects of Leader 

Cultural Background and Leader Team Tenure.” Journal of Leadership 
& Organizational Studies 28 (3): 261–272. https://doi.org/10.1177/ 
15480518211010763

Richardson, A., and C. Loubier. 2008. “Intersectionality and Leadership 
Studies.” International Journal of Leadership 3 (2): 142–161.

Rispens, S., K. A. Jehn, and W. Steinel. 2021. “Conflict Management Style 
Asymmetry in Short-Term Project Groups.” Small Group Research 52 
(2): 220–242. https://doi.org/10.1177/1046496419894637

Roberson, Q., and J. L. Perry. 2021. “Inclusive Leadership in Thought and 
Action: A Thematic Analysis.” Group & Organisation Management 47 
(4): 755–778. https://doi.org/10.1177/10596011211013161

Rosette, A. S., G. J. Leonardelli, and K. K. Phillips. 2008. “The White 
Standard: Racial Bias in Leader Categorization.” The Journal of Applied 
Psychology 93 (4): 758–777. https://doi.org/10.1037/0021-9010.93.4.758

Rubin, J. Z., D. G. Pruitt, and S. H. Kim. 1994. Social Conflict: Escalation, 
Stalemate, and Settlement. New York, NY: McGraw-Hill.

Ruppert-Winkel, C. 2018. “Leaders, Networks and the Social Context: A 
Relational Leadership Approach to Regional Renewable Energy Self- 
Sufficiency.” Journal of Cleaner Production 193: 811–832. https://doi. 
org/10.1016/j.jclepro.2018.05.001

Sanchez-Manzanares, M., R. Rico, M. Antino, and S. Uitdewilligen. 2020. 
“The Joint Effects of Leadership Style and Magnitude of the 
Disruption on Team Adaptation: A Longitudinal Experiment.” Group & 
Organization Management 45 (6): 836–864. https://doi.org/10.1177/ 
1059601120958838

Sanders, K., and B. Schyns. 2006. “Trust, Conflict and Cooperative 
Behaviour considering Reciprocity within Organisations.” Personnel 
Review 35 (5): 508–518. https://doi.org/10.1108/00483480610682262

Saunders, M. N. K., P. Lewis, and A. Thornhill. 2019. Research Methods for 
Business Students. 8th ed. New York: Pearson.

Schieman, S., C. J. Taylor, A. Narisada, and T. Pudrovska. 2020. 
“Underpaid Boss: Gender, Job Authority, and the Association between 
Underreward and Depression.” Work and Occupations 47 (1): 44–82. 
https://doi.org/10.1177/0730888419885424

Sobel, M. E. 1982. “Asymptotic Confidence Intervals for Indirect Effects in 
Structural Equation Models.” Sociological Methodology 13: 290–321. 
https://doi.org/10.2307/270723

Stogdill, R. M., and A. E. Coons. 1957. Leader Behavior: Its Description and 
Measurement. Bureau of Busin: Ohio State University.

Tabassi, A. A., A. Abdullah, and D. J. Bryde. 2019. “Conflict Management, 
Team Coordination, and Performance within Multicultural Temporary 
Projects: Evidence from the Construction Industry.” Project Management 
Journal 50 (1): 101–114. https://doi.org/10.1177/8756972818818257

Tabassi, A. A., and A. H. A. Bakar. 2009. “Training, Motivation, and 
Performance: The Case of Human Resource Management in 
Construction Projects in Mashhad, Iran.” International Journal of 
Project Management 27 (5): 471–480. https://doi.org/10.1016/j.ijpro-
man.2008.08.002

Tabassi, A. A., M. Ramli, and A. H. A. Bakar. 2012. “Effects of Training and 
Motivation Practices on Teamwork Improvement and Task Efficiency: 
The Case of Construction Firms.” International Journal of Project 
Management 30 (2): 213–224. https://doi.org/10.1016/j.ijproman.2011. 
05.009

Tabassi, A. A., M. Ramli, K. M. Roufechaei, and A. A. Tabasi. 2014. “Team 
Development and Performance in Construction Design Teams: An 
Assessment of a Hierarchical Model with Mediating Effect of 
Compensation.” Construction Management and Economics 32 (9): 932– 
949. https://doi.org/10.1080/01446193.2014.935739

Tabassi, Amin Akhavan, Kamand M. Roufechaei, Abu Hassan Abu Bakar, and 
Nor’Aini Yusof. 2017. “Linking Team Condition and Team Performance: A 
Transformational Leadership Approach.” Project Management Journal 48 
(2): 22–38. https://doi.org/10.1177/875697281704800203

Tabassi, A. A., K. M. Roufechaei, M. Ramli, A. H. A. Bakar, R. Ismail, and 
A. H. K. Pakir. 2016. “Leadership Competences of Sustainable 
Construction Project Managers.” Journal of Cleaner Production 124: 
339–349. https://doi.org/10.1016/j.jclepro.2016.02.076

Thomas, K. W. 1976. “Conflict and Conflict Management.” In Handbook of 
Industrial and Organisational Psychology, edited by M. D. Dunnette, 
889–935. Chicago: Rand McNally.

20 A. AKHAVAN TABASSI ET AL.

https://doi.org/10.1016/j.jsr.2009.05.002
https://doi.org/10.1108/JAEE-01-2019-0001
https://doi.org/10.1016/j.ijinfomgt.2018.01.001
https://doi.org/10.1016/j.ijinfomgt.2018.01.001
https://doi.org/10.1109/TEM.2011.2114350
https://doi.org/10.1109/TEM.2011.2114350
https://doi.org/10.1177/875697281604700602
https://doi.org/10.1016/j.leaqua.2008.03.006
https://doi.org/10.1016/j.leaqua.2008.03.006
https://doi.org/10.1108/17410401211194699
https://doi.org/10.1080/09537287.2021.2014590
https://doi.org/10.1080/09537287.2021.2014590
https://doi.org/10.1080/09537287.2021.1909168
https://doi.org/10.1080/09537287.2021.1909168
https://doi.org/10.1080/09537287.2010.536624
https://doi.org/10.1080/09537287.2010.536624
https://doi.org/10.1177/1059601110378456
https://doi.org/10.1080/09537287.2022.2157348
https://doi.org/10.1037/0021-9010.80.1.122
https://doi.org/10.1177/15480518211010763
https://doi.org/10.1177/15480518211010763
https://doi.org/10.1177/1046496419894637
https://doi.org/10.1177/10596011211013161
https://doi.org/10.1037/0021-9010.93.4.758
https://doi.org/10.1016/j.jclepro.2018.05.001
https://doi.org/10.1016/j.jclepro.2018.05.001
https://doi.org/10.1177/1059601120958838
https://doi.org/10.1177/1059601120958838
https://doi.org/10.1108/00483480610682262
https://doi.org/10.1177/0730888419885424
https://doi.org/10.2307/270723
https://doi.org/10.1177/8756972818818257
https://doi.org/10.1016/j.ijproman.2008.08.002
https://doi.org/10.1016/j.ijproman.2008.08.002
https://doi.org/10.1016/j.ijproman.2011.05.009
https://doi.org/10.1016/j.ijproman.2011.05.009
https://doi.org/10.1080/01446193.2014.935739
https://doi.org/10.1177/875697281704800203
https://doi.org/10.1016/j.jclepro.2016.02.076


Tinsley, C. H., and J. M. Brett. 2001. “Managing Workplace Conflict in the 
United States and Hong Kong.” Organizational Behavior and Human 
Decision Processes 85 (2): 360–381. https://doi.org/10.1006/obhd.2000.2944

Tjosvold, D. 1985. “Implications of Controversy Research for 
Management.” Journal of Management 11 (3): 21–37. https://doi.org/ 
10.1177/014920638501100303

Tjosvold, D. 2008. “The Conflict-Positive Organisation: It Depends upon 
Us.” Journal of Organizational Behavior 29 (1): 19–28. https://doi.org/ 
10.1002/job.473

Tjosvold, D., M. Poon, and Z. Y. Yu. 2005. “Team Effectiveness in China: 
Cooperative Conflict for Relationship Building.” Human Relations 58 
(3): 341–367. https://doi.org/10.1177/0018726705053426

Tjosvold, D., A. S. H. Wong, and N. Y. F. Chen. 2014. “Constructively 
Managing Conflicts in Organisations.” Annual Review of Organizational 
Psychology and Organizational Behavior 1 (1): 545–568. https://doi.org/ 
10.1146/annurev-orgpsych-031413-091306

Toor, S-u-R, and G. Ofori. 2007. “Leadership for the Future Construction 
Industry: Agenda for Authentic Leadership.” International Journal of 
Project Management 10: 1–11.

Tuncdogan, A., A. Boon, T. Mom, F. V. D. Bosch, and H. Volberda. 2017. 
“Management Teams’ Regulatory Foci and Organisational Units’ 
Exploratory Innovation: The Mediating Role of Coordination 
Mechanisms.” Long Range Planning 50 (5): 621–635. https://doi.org/10. 
1016/j.lrp.2016.11.002

Tyssen, A. K., A. Wald, and S. Heidenreich. 2014. “Leadership in the Context 
of Temporary Organisations: A Study on the Effects of Transactional and 
Transformational Leadership on Followers’ Commitment in Projects.” 
Journal of Leadership & Organizational Studies 21 (4): 376–393. https:// 
doi.org/10.1177/1548051813502086

Uchida, D. 2021. “The Consequence of Differences: How Heterogeneity 
in Practice Adaptations Affects the Diffusion Process.” Asia Pacific 
Journal of Management 38 (1): 209–230. https://doi.org/10.1007/ 
s10490-018-9624-6

Uhl-Bien, M. 2006. “Relational Leadership Theory: Exploring the Social 
Processes of Leadership and Organising.” The Leadership Quarterly 17 
(6): 654–676. https://doi.org/10.1016/j.leaqua.2006.10.007

Uhl-Bien, M., and S. Ospina. 2012. Advancing Relational Leadership 
Research. Charlotte, NC: information Age Publishing.

Upadhyay, D. 2021. “Consideration of Future Consequences and 
Decision-Making Patterns as Determinants of Conflict Management 
Styles.” IIMB Management Review 33 (1): 5–14. https://doi.org/10.1016/ 
j.iimb.2021.03.006

van Berkel, F. J. F. W., J. E. Ferguson, and P. Groenewegen. 2016. 
“Speedy Delivery versus Long-Term Objectives: How Time Pressure 

Affects Coordination between Temporary Projects and Permanent 
Organisations.” Long Range Planning 49 (6): 661–673. https://doi.org/ 
10.1016/j.lrp.2016.04.001

Van De Ven, A. H., A. L. Delbecq, and R. Koenig. Jr. 1976. “Determinants 
of Coordination Modes within Organisations.” American Sociological 
Review 41 (2): 322–338. https://doi.org/10.2307/2094477

Vantaggi, B. 2008. “Statistical Matching of Multiple Sources: A Look 
through Coherence.” International Journal of Approximate Reasoning 
49 (3): 701–711. https://doi.org/10.1016/j.ijar.2008.07.005

Wiltshire, T. J., S. V. Steffensen, and S. M. Fiore. 2019. “Multiscale 
Movement Coordination Dynamics in Collaborative Team Problem 
Solving.” Applied Ergonomics 79: 143–151. https://doi.org/10.1016/j. 
apergo.2018.07.007

Wold, H. 1985. “Partial Least Squares.” In Encyclopedia of Statistical 
Sciences, edited by S. Kotz and N.L. Johnson. New York: Wiley.

W€orn, H., T. L€angle, M. Albert, A. Kazi, A. Brighenti, S. R. Seijo, C. Senior, 
M. A. S. Bobi, and J. V. Collado. 2004. “DIAMOND: Distributed Multi- 
Agent Architecture for Monitoring and Diagnosis.” Production Planning & 
Control 15 (2): 189–200. https://doi.org/10.1080/09537280410001662475

Wu, G., C. Liu, X. Zhao, and J. Zuo. 2017. “Investigating the Relationship 
between Communication-Conflict Interaction and Project Success 
among Construction Project Teams.” International Journal of Project 
Management 35 (8): 1466–1482. https://doi.org/10.1016/j.ijproman. 
2017.08.006

Yang, L. R., C. F. Huang, and K. S. Wu. 2011. “The Association among 
Project Manager’s Leadership Style, Teamwork and Project Success.” 
International Journal of Project Management 29 (3): 258–267. https:// 
doi.org/10.1016/j.ijproman.2010.03.006

Yukl, G. 2006. Leadership in Organisations. Upper Saddle River, NJ.: 
Pearson Prentice-Hall.

Zerjav, V., A. Edkins, and A. Davies. 2018. “Project Capabilities for Operational 
Outcomes in Inter-Organisational Settings: The Case of London Heathrow 
Terminal 2.” International Journal of Project Management 36 (3): 444–459. 
https://doi.org/10.1016/j.ijproman.2018.01.004

Zhang, X.-A., Q. Cao, and D. Tjosvold. 2011. “Linking Transformational 
Leadership and Team Performance: A Conflict Management 
Approach.” Journal of Management Studies 48 (7): 1586–1611. https:// 
doi.org/10.1111/j.1467-6486.2010.00974.x

Zwikael, O., R. D. Pathak, F. Y. Y. Ling, S. Titov, Z. Husain, B. Sharma, C. Y. 
Tay, and D. Samson. 2022. “Variation in Project Management Practices 
across Borders.” Production Planning & Control 33 (13): 1270–1282. 
https://doi.org/10.1080/09537287.2020.1858362

PRODUCTION PLANNING & CONTROL 21

https://doi.org/10.1006/obhd.2000.2944
https://doi.org/10.1177/014920638501100303
https://doi.org/10.1177/014920638501100303
https://doi.org/10.1002/job.473
https://doi.org/10.1002/job.473
https://doi.org/10.1177/0018726705053426
https://doi.org/10.1146/annurev-orgpsych-031413-091306
https://doi.org/10.1146/annurev-orgpsych-031413-091306
https://doi.org/10.1016/j.lrp.2016.11.002
https://doi.org/10.1016/j.lrp.2016.11.002
https://doi.org/10.1177/1548051813502086
https://doi.org/10.1177/1548051813502086
https://doi.org/10.1007/s10490-018-9624-6
https://doi.org/10.1007/s10490-018-9624-6
https://doi.org/10.1016/j.leaqua.2006.10.007
https://doi.org/10.1016/j.iimb.2021.03.006
https://doi.org/10.1016/j.iimb.2021.03.006
https://doi.org/10.1016/j.lrp.2016.04.001
https://doi.org/10.1016/j.lrp.2016.04.001
https://doi.org/10.2307/2094477
https://doi.org/10.1016/j.ijar.2008.07.005
https://doi.org/10.1016/j.apergo.2018.07.007
https://doi.org/10.1016/j.apergo.2018.07.007
https://doi.org/10.1080/09537280410001662475
https://doi.org/10.1016/j.ijproman.2017.08.006
https://doi.org/10.1016/j.ijproman.2017.08.006
https://doi.org/10.1016/j.ijproman.2010.03.006
https://doi.org/10.1016/j.ijproman.2010.03.006
https://doi.org/10.1016/j.ijproman.2018.01.004
https://doi.org/10.1111/j.1467-6486.2010.00974.x
https://doi.org/10.1111/j.1467-6486.2010.00974.x
https://doi.org/10.1080/09537287.2020.1858362

	Leaders, conflict, and team coordination: a relational leadership approach in temporary organisations
	Abstract
	Introduction
	Theoretical background and literature review
	Relational leadership
	Leadership in temporary organisations
	Relational leadership and conflict management
	Cooperative approaches to conflict
	Avoiding approaches to conflict

	Team coordination, performance, and within-country cultural backgrounds

	Conceptual model
	Research method
	Sampling

	Data analysis
	Assessment of relational leadership style
	Conflict management styles
	Measurement model results
	Assessment of the structural model
	Mediating effects
	Moderating effects of culture

	Discussion and implications
	Conclusion
	Limitations and future research directions
	Ethics approval
	Informed consent
	Disclosure statement
	Funding
	Orcid
	References


