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Abstract:



Transformational leadership has drawn extensive attention in management research. In this field, the influence of transformational leadership on employee performance is an important branch. Recent research indicates that organizational citizenship behavior plays a mediating role between transformational leadership and employee performance. However, some of these findings contradict each other. Given the background where greater attention is being paid to transformational leadership in the construction industry, this research aims to find the degree of the influence of transformational leadership on employee sustainable performance, as well as the mediating role of organizational citizenship behavior. A total of 389 questionnaires were collected from contractors and analyzed via structural equation modeling. The findings reveal that employee sustainable performance is positively influenced by transformational leadership. In addition, more than half of that influence is mediated by their organizational citizenship behavior. These findings remind project managers of the need to pay close attention to transformational leadership, to cultivate organizational citizenship behavior, and thereby to eventually improve employee’s sustainable performance.
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1. Introduction


A construction project has tasks with relatively high complexity and uncertainty. These tasks are completed by project participants, who need to be coordinated [1,2,3]. Thus, the role of project managers is particularly important, especially in the formation of rules and the development of collective spirit of cooperation. Transformational leadership refers to a leader inspiring followers to do their best [4], and can meet the requirements of project-oriented organizations, especially in emphasizing vision and inspiring roles [5]. Indeed, transformational leadership needs to be considered in construction projects in China. This is mainly because project employees in the Chinese construction industry are inclined to change jobs frequently. The turnover rate in the construction industry is high, largely due to the unstable and atrocious work environment [6]. Even if an employee chooses to stay on a project, he or she may work at only low levels of efficiency [7]. In such circumstances, project managers are required to show personal charisma, and transformational leadership is a suitable means by which to do so [1]. From a long-term perspective, a high turnover rate is harmful to any project’s sustainability. By definition, human development is at the very core of sustainable development. Accordingly, the retention of talents and supporting the development of those talents are important constituents of project sustainability. Transformational leadership may be a useful strategy and tool for project managers to use, in order to achieve sustainable project development.



In the background of promoting project sustainability [8], this research presents employees’ sustainable performance (in Section 2.1.2) based on the concept of job performance. The purpose of this research is to explore the influence of project managers’ transformational leadership on project employees’ sustainable performance. The researchers also examine the mediating role of organizational citizenship behavior. Most previous research has focused on the direct impact of transformational leadership on outcomes, such as follower performance [9], organizational effectiveness [10], team performance [11], and turnover intention [12]. A few studies have also focused on the mediation role of organizational citizenship behavior (OCB) in the relationship between transformational leadership and different outcomes [13,14,15]. However, the results of some former studies contradict each other. Boerner et al. [13] found that the influence of transformational leadership on employee performance is not mediated by OCB in banks. However, Ekowati et al. [14] confirmed in an empirical study that follower performance is improved by transformational leadership by stimulating organizational citizenship behavior. More empirical research is needed to test the mediating role of organizational citizenship behavior in the relationship between transformational leadership and employee performance. Moreover, similar studies pertaining to the construction industry are extremely rare. Therefore, this research would improve the understanding of the function of transformational leadership in construction projects by examining the influence of transformational leadership on employee sustainable performance through empirical study.



Based on a sample of project managers and their subordinates in China, our findings suggest that transformational leadership has a significant influence on employee sustainable performance, mainly through the mediation of organizational citizenship behavior. These findings add to the growing body of literature that suggests transformational leadership may be a predictor of employee performance in two aspects. First, this research provides empirical support for the view that OCB mediates the influence of transformational leadership on employee performance. Second, it also reminds researchers and practitioners of paying close attention to transformational leadership and stimulating OCB to improve employee sustainable performance.




2. Theoretical Background and Hypothesis Development


Construction projects are comprised of different types of participants with different demands. However, the participants have a common goal, which is to complete the construction tasks within budget limitations and before the deadline [16,17]. Contactors are the main performers and finishers of construction tasks. The project manager is required to call on a high level of leadership ability, in order to motivate all project employees.



According to the leader-member exchange theory, a social exchange relationship exists between the leader and the followers. On one side, the employee earns extra rewards from the leader for excellent performance. On the other side, the leader (or the organization) achieves a high level of performance but at the cost of those incentives. It is worth noting that social exchange does not only refer to material interests but also spiritual and psychological benefits [18].



The employees would be expected to show reciprocal behavior as a response to the perceived leader’s behavior [19]. It is well recognized that, employee organizational citizenship behavior is an important constituent of their overall behavior and has a critical influence on job performance.



2.1. Transformational Leadership and Employee Sustainable Performance


2.1.1. Transformational Leadership


Transformational leadership theory has developed into a hot topic in management research [20]. Transformational leadership theory was first proposed by Burns [21], and then advanced by Bass [4], who made an outstanding contribution to the development of the theory. A transformational leader transforms the followers thinking in such a way that they adopt the vision of the organization as if that vision was their own. This transformation motivates employees to overcome their own interests and strive for the collective goals [22].



Four dimensions of transformational leadership have been put forward [23,24]. They are (1) idealized influence, (2) inspirational motivation, (3) intellectual stimulation behavior, and (4) individualized consideration. Idealized influence refers to the extent to which a leader is engaging in promoting the follower to generate trust and follow the leader [25]. Inspirational motivation characterizes the extent to which a leader presents a vision to motivate followers. Thirdly, intellectual stimulation characterizes the extent to which a leader encourages followers to innovate and challenge themselves. Finally, individual consideration characterizes the extent to which the leader cares about the followers’ individual needs.




2.1.2. Employee’s Sustainable Performance


Research into job performance has a rich history in the fields of marketing [26], management [27], and psychology [28]. Zablah et al. [29] defined job performance as the extent to which an employee contributes to organizational effectiveness, given the expectations associated with his/her work role.



Katz and Kahn [30] first divided job performance into task performance and contextual performance. Following this, abundant work has been done relevant to the various dimensions of job performance. In addition, Borman and Motowidlo’s [31] work has been accepted by most relevant studies [32]. The present study adopts Borman and Motowidlo’s [31] classification of job performance. Task performance can be defined as the effectiveness of activities contributing to organization operation. Unlike task performance, contextual activities contribute to organizational effectiveness by shaping the social and cultural contexts that serve as the catalyst for task activities and processes [33]. Contextual performance is an important element of job performance, and is also called relational performance.



With consideration of the tendency of focus on sustainability in project management, the concept of employee sustainable performance is put forward in this research. Employee sustainable performance refers to an employee’s contribution to his/her own sustainable development and project organization sustainable development, and is divided into task sustainable performance and relation sustainable performance. Task sustainable performance refers to the extent to which employees achieve their own sustainable development by fulfilling their tasks. Relational sustainable development refers to the extent to which employees contribute to the sustainable development of project organizations in promoting organizational culture.



Numerous studies have examined the relationship between transformational leadership and employee performance [34,35]. In this paper, the relationship between transformational leadership and employee sustainable performance is discussed in Section 2.1.3.




2.1.3. The Relationship between the Above Two Concepts


The influence of transformational leadership on employee performance has recently become a hot research topic. Many findings reveal that transformational leadership has a positive and important effect on employee job performance [7,16,36,37]. Due to the openness, complexity, and challenges presented by many projects, transformational leadership is advocated [38,39]. This kind of leadership is believed to be particularly suitable for project organization [40]. Project managers are advised to use more transformational leadership as a means to motivate employees [41].



Bass [42] believed that transformational leadership inspires followers to find new ways to face challenges and solve problems. Owing to the unique outcomes that often accompany many projects [43], novel and uncertain means are often required to achieve project goals. The leader must encourage these traits and allow participants to act with a certain degree of independence [44,45], rather than the leader merely giving instruction [46].



Transformational leaders play the roles of both coach and advisor. A one-to-one relationship improves the commitment of team members to take on the tasks arranged by the leader [47]. First, a transformational project manager is concerned with each employee with different needs under different professional backgrounds. The transformational leader would supply opportunity for employees to sustainably develop [48,49]. Second, the project manager as the head of the project, consciously cultivates the spirit of collectivism culture and conducts individuals to participate in collective activities and interact with each other nicely [22]. All these behaviors are beneficial to the employees’ relation sustainable performance.



Moreover, charisma (as an important element of transformational leadership) seems to be particularly important to projects. This is because project leaders have relatively less authority and influence on their followers than do line managers [50].



Taking all of the above consideration into account, the researchers hypothesize the following:



Hypothesis 1a (H1a).

Idealized influence has a positive influence on employee task sustainable performance.





Hypothesis 1b (H1b).

Idealized influence has a positive influence on employee relation sustainable performance.





Hypothesis 1c (H1c).

Inspirational motivation has a positive influence on employee task sustainable performance.





Hypothesis 1d (H1d).

Inspirational motivation has a positive influence on employee relation sustainable performance.





Hypothesis 1e (H1e).

Intellectual stimulation behavior has a positive influence on employee task sustainable performance.





Hypothesis 1f (H1f).

Intellectual stimulation behavior has a positive influence on employee relation sustainable performance.





Hypothesis 1g (H1g).

Individualized consideration has a positive influence on employee task sustainable performance.





Hypothesis 1h (H1h).

Individualized consideration has a positive influence on employee relation sustainable performance.







2.2. The Mediating Role of Organizational Citizenship Behavior (OCB)


2.2.1. Introduction to OCB


The interest in OCB has been increasing ever since the concept was first introduced in 1983, and many related concepts have been influenced by OCB [51]. This popularity can be attributed to the managerial relevance of OCB, especially its effects on organizational functioning [51].



Organ [52] defined OCB as individual behavior that is not clearly described by the formal reward system and can improve the effectiveness of the organization’s functioning.



Many types of OCB have been put forward by scholars under different contexts. Organ [52] put forward five dimensions of OCB, including (1) helping behavior, (2) conscientious behavior, (3) sportsmanship, (4) courtesy, and (5) civic virtue. Based on a literature review, Podsakoff and Mackezie [53] further summarized seven types of OCB, namely (1) helping behavior, (2) sportsmanship, (3) organizational loyalty, (4) organizational compliance, (5) individual initiative, (6) civic virtue, and (7) self-development. These types of OCB are still widely used in relevant and related studies.



Farh et al. [54] examined the different forms of OCB in the People’s Republic of China and actually suggested that there are 10 forms of OCB. As such, OCB in China is believed to be different from its Western counterparts and is embedded in its unique social and cultural background. These 10 forms of OCB are widely used in studies directly pertaining to Chinese culture.



Given the OCB of possibly too many dimensions, summarized by Farh et al. [54], some Chinese scholars put forward a five-dimension OCB model, based on the work of Farh et al. [54] and Podsakoff et al. [55], combined with the context of Chinese culture [56]. These five dimensions are (1) taking initiative, (2) helping co-workers, (3) participating in group activities, (4) self-development and (5) saving company resources [56]. Taking initiative refers to behavior indicating one’s willingness to take the work not in the scope of duties, such as working overtime and taking additional responsibility [54]. Helping co-worker refers to helping fellow workers with tasks related with the organization or with private matters. This dimension has similarities to altruism [57] or helping [58] in Western literature. However, the concept of helping co-workers in China has a broader scope than altruism in Western society, where altruism is usually relevant to organizational tasks. In China, helping a co-worker includes helping with the co-worker’s private matters. Participation in group activities refers to taking part in activities organized by the organization or special groups [54]. This dimension is similar to civic virtue in Western literature [52,55,59], since both refer to participation in an organization’s activities. However, civic virtue is a broader concept concerning organizational life and includes keeping to organizational announcements, memos, and so on [55]. Self-development refers to improving one’s own knowledge or skills through self-learning [54,60]. Saving company resources refers to saving organizational resources and protecting the company from losses. This dimension was not found in Western literature and was first discovered in Taiwan [61].




2.2.2. The Mediating Role of OCB


Scholars have found in many studies in recent years that OCB is treated as a mediated variable, with outcome variables such as employee performance [14,62], organization performance [63], and individual creativity [64]. Research similar and helpful to this research exists [14,62]. However, differences also exist. First, the independent variable used is different. For example, Khokhar and Zia-ur-Rehman [62] researched the influence of ethical leadership on employee performance. Secondly, the research context is different to this research. Maharani et al. [14] studied OCB in banking and added another independent variable (job satisfaction).



Transformational leadership emphasizes the importance of social exchange between leader and follower in the form of a psychological contract, thus stimulating OCB [14]. In addition, OCB comprises extra-role behaviors that are important for efficient processes within an organization [65]. Podsakoff et al. [53] found that OCB can also predict follower performance.



Taking the initiative offers many opportunities for an employee willing to take on additional work responsibility and face work problems independently. Therefore, such employees have many chances to improve their work competency and their profession sustainable development. Helping behavior improves employee performance. This is because colleagues are more easily integrated into a complete group. Therefore, the group can build up best practices, and make communication and task coordination easier. Therefore, helping behavior could improve group work performance, as well as individual work performance. All these kinds of performances are beneficial to both task sustainable performance and relational sustainable performance. Participation in group activities can stimulate organizational culture, which would in turn strengthen organizational cohesion and improve group work performance. Participation in group activities can make work cooperation run more smoothly, and both task sustainable performance and relation sustainable performance could also be improved. Self-development can improve an employee’s knowledge and work skills, and eventually improve his or her task sustainable performance. Saving company resources means an employee has a spirit of dedication to the organization. This spirit will in turn stimulate the employee to try his best to perform the necessary work. Therefore, saving company resources has a positive influence on employee sustainable performance.



Therefore, it is hypothesized that:



Hypothesis 2a (H2a).

Transformational leadership has a positive influence on employee organizational citizenship behavior.





Hypothesis 2b (H2b).

Employee organizational citizenship behavior has a positive influence on employee sustainable performance.








3. Methodology


3.1. Sample


3.1.1. Sample Selection


Generally, there are two kinds of sampling method: probability sampling and non-probability sampling [65]. Probability sampling has the advantages in getting multi-source information and inferring the information of the entire population because it involves the study of a randomly selected sample. However, in the construction industry, it is challenging and not feasible to complete a randomly selected sample in many cases. Therefore, non-probability sampling is always adopted in construction research [66]. This research adopted the latter method and was conducted in China and involved five provinces (Jiangsu, Zhejiang, Guangdong, Hubei, and Shandong) and one district (Shanghai). These provinces and district each have certain degrees of representativeness of the construction industry in China.



As previous studies have shown that different individual perspectives are valid where transformational leadership ratings are concerned [36,67,68], the researchers focus on individual-level responses. In view of the problem of date homology variance, this research investigated project managers and employees, respectively. Project managers were asked about project characteristics and asked to evaluate their employees’ sustainable performance. Employees were asked about their transformational leadership. Strict conditions were applied to the questionnaire respondents and their projects. Construction projects were required to have begun more than six months prior to this study and have more than six months remaining before completion. Furthermore, project teams were required to have operated stably for more than three months, with project employees and project managers fully familiar with each other. Respondents were required to have a harmonious relationship with other team members and have a certain mass base.




3.1.2. Sample Size


This research used a maximum likelihood (ML) estimation method in fitting the calculation of a structural equation model. Considerable studies have found that the success of the ML estimation method is dependent on the sample size [69]. When the sample size is small, there will be a high non-convergent and inappropriate solution ratio. Generally, when the sample size is larger, the accuracy of estimation is higher in the analysis of structural equation modeling. However, there is no uniform standard for a “large sample”. Different research backgrounds and categories have different requirements for the optimum number of samples. The statistical power evaluation method is recommended to calculate the sample size [70]. Generally, 0.8 is the critical value for statistical power for the minimum sample size [7].



Taking into account the questionnaire response rate and the uncontrollable factors in our investigation, the sample size of this study was 500. This was far more than the minimum sample size (approximately 250), which was calculated using the method provided by Muthen and Muthen [70].





3.2. Data Collection Procedure


In order to increase the response rate and improve the reliability of the questionnaires, this research included two measures in the large sample survey. First, it was emphasized that the questionnaires were anonymous and not collected by any third person but by the researchers themselves. This measure dispelled respondents’ concerns about information leakage and the determination of the relationships between leaders and subordinates. Second, in order to improve the authenticity and quality of the data, the researchers selected other members of the project team to conduct telephone reviews, in order to improve the representation of the questionnaires. All the steps were as follows:

	(1)

	
Before the formal investigation, the researchers explained the purpose of this study, the questionnaire issuing and collection process, and precautions to be taken when filling out the questionnaires.




	(2)

	
Paper questionnaires were sealed into large envelope bags and sent to the respondents. When questionnaires were sent by e-mail, the questionnaires were sent back to the investigators without any third-party participation.




	(3)

	
The investigators confirmed that all the questionnaires were collected, and ensured that the privacy of all respondents was protected.




	(4)

	
The investigators selected other team members to review the representative nature and reliability of the collected questionnaires.









After revising the questionnaire, our large-scale questionnaire investigation began in May, 2015. Areas covered included Shanghai, Jiangsu, Zhejiang, Guangdong, Hubei, and Shandong in China. The investigation objects were project team members and project managers (in pairs) in construction projects, which had lasted at least six months and would last for more than another six months. A total of 500 questionnaires were issued. The period of the issue and collection of questionnaires lasted more than six months. A total of 389 questionnaires were collected, involving 389 project teams. The questionnaire recovery rate was therefore approximately 77.8%.




3.3. Measures


Three variables were to be measured in this study, including transformational leadership, OCB, and employee sustainable performance. The measurement items of the three variables were obtained via rigorous steps. First, measurement items were adopted from both domestic and overseas studies. Also, any items prepared by Chinese scholars were paid particular attention, because this study was specifically conducted with regard to Chinese construction projects. Second, taking into account the cultural background of China, in-depth interviews and group discussions were used to optimize measurement items. Third, a small sample test was employed, in order to remove the items not significantly related to the variables by a reliability analysis and exploratory factor analysis. Then, the measurement scales of the formal questionnaires were achieved.



The transformational leadership items were adopted by Bass and Avolio [23] and tested with construction project teams in Shenzhen, a Chinese city with a well-developed construction industry. The idealized influence subscale had eight items (after deleting two items). The inspirational motivation, intellectual stimulation and individual consideration subscales retained all the items (respectively four, four, and five items). Cronbach’s α of the four subscales were 0.860, 0.764, 0.787, and 0.780, respectively.



The OCB items were adopted form Wei et al [56], whose design was based on the work of Farh et al. [54] and Podsakoff et al. [55]. The self-development and taking initiative subscales were both retained after the small sample test, and both had five items. The saving company resources subscale’s Cronbach’s α was 0.518, which was under the critical value (0.6). The reason for this result could be that there were four reverse items, which could easily be filled in wrongly because of fixed ways of thinking or even carelessness. Therefore, this subscale was left out after serious consideration. The participation in group activities subscale retained three items of 5, and the helping coworker subscale retained four items of 5. Cronbach’s α of the four remaining subscales were 0.839, 0.798, 0.719, and 0.720, respectively.



Employee sustainable performance was classified as task sustainable performance and relation sustainable performance. In addition, the items were adopted from Han et al.’s [71] study in China and modified by adding the meaning of sustainability. The task sustainable performance subscale retained all 10 items. Also, the relation sustainable performance subscale retained seven of the 10 items. Cronbach’s α were 0.907 and 0.926, respectively.



After the small sample test, the hypotheses were clearer and exactly as shown in Appendix A (Table A1). Responses were given on a 7-point scale, from 1 (not at all) to 7 (very often).



Table A1. Summarization of hypotheses.







	
Hypothesis

	
Hypothesis Description






	
H1

	
H1a

	
Idealized influence has positive influence on employees’ task sustainable performance




	
H1b

	
inspirational motivation has positive influence on employees’ task sustainable performance




	
H1c

	
intellectual stimulation behavior has positive influence on employees’ task performance




	
H1d

	
individualized consideration has positive influence on employees’ task sustainable performance;




	
H1e

	
Idealized influence has positive influence on employees’ relation sustainable performance




	
H1f

	
inspirational motivation has positive influence on employees’ relation sustainable performance




	
H1g

	
intellectual stimulation behavior has positive influence on employees’ relation sustainable performance




	
H1h

	
individualized consideration has positive influence on employees’ relation sustainable performance




	
H2

	
H2a

	
H2a-1

	
Idealized influence of project manager has positive influence on employees’ taking initiative behavior




	
H2a-2

	
Idealized influence of project manager has positive influence on employees’ helping coworker behavior




	
H2a-3

	
Idealized behavior of project manager has positive influence on participation in group activities




	
H2a-4

	
Idealized behavior of project manager has positive influence on self-development behavior




	
H2a-5

	
Inspirational motivation of project manager has positive influence on employees’ taking initiative behavior




	
H2a-6

	
Inspirational motivation of project manager has positive influence on employees’ helping behavior




	
H2a-7

	
Inspirational motivation of project manager has positive influence on employees’ participation in group activities




	
H2a-8

	
Inspirational motivation of project manager has positive influence on employees’ self-development behavior




	
H2a-9

	
Intellectual stimulation behavior of project manager has positive influence on employees’ taking initiative behavior




	
H2a-10

	
Intellectual stimulation behavior of project manager has positive influence on employee’s helping coworker behavior




	
H2a-11

	
Intellectual stimulation behavior of project manager has positive influence on employee’s participation in group activities




	
H2a-12

	
Intellectual stimulation behavior of project manager has positive influence on employee’s self-development behavior




	
H2a-13

	
Individual consideration of project manager has positive influence on employee’s taking initiative behavior




	
H2a-14

	
Individual consideration of project manager has positive influence on employee’s helping coworker behavior




	
H2a-15

	
Individual consideration of project manager has positive influence on employee’s participation in group activities




	
H2a-16

	
Individual consideration of project manager has positive influence on employee’s self-development behavior




	
H2b

	
H2b-1

	
Taking initiative behavior of employees has positive influence on task sustainable performance




	
H2b-2

	
Taking initiative behavior of employees has positive influence on relation sustainable performance




	
H2b-3

	
Helping coworker behavior of employees has positive influence on task sustainable performance




	
H2b-4

	
Helping coworker behavior of employees has positive influence on relation sustainable performance




	
H2b-5

	
Participation in group activities of employees has positive influence on task sustainable performance




	
H2b-6

	
Participation in group activities of employees has positive influence on relation sustainable performance




	
H2b-7

	
Individualized consideration of employees has positive influence on task sustainable performance




	
H2b-8

	
Individualized consideration of employees has positive influence on relation sustainable performance











3.4. Structural Equation Modeling


Structural equation modeling (SEM) was adopted in this study as a means by which to test the proposed hypotheses. The SEM method has specific advantages when conducting empirical research in the field of construction project management, as follows: (1) SEM can deal with multiple variables at the same time; (2) SEM allows both the independent and dependent variables to contain measurement errors; (3) SEM can estimate the degree of fit of the entire model containing all the constructs [72].



In practice, SEM consists of six steps [7,73,74], namely (1) questionnaire design, (2) pilot testing, (3) large-sample data collection, (4) running of the model, (5) model validation and revision, and (6) analysis of the final results. The first three steps are described in this section, and the last three steps are covered in the following sections.



There are several indices that can be used to evaluate the goodness fit of the model. First, one can use basic indices, such as χ2⁄df, which is less than 3 when indicating a good model fit [75,76], and RMSEA, which is less than 0.1 [77]. Secondly, other goodness indices can be used. CFI (comparative fit index), NFI (normed fit index), and IFI (incremental fit index) were used to evaluate the model. CFI and NFI above the threshold value of 0.9, indicate a good model fit [78,79]. The covariance-based SEM calculation was executed by using AMOS 21.0, which is a professional software program designed for SEM analysis.





4. Analyses and Results


The calculation results show that the model was acceptable with high-fit indices. χ2⁄df = 1.956, RMSEA = 0.0496, CFI = 0.983, IFI = 0.983, NFI = 0.967. In the measurement model, the factor load of all observed variables is positive and significant, and all measurement errors are positive. In the structural model, the absolute values of all the path coefficients were less than 1. The path map is shown in Figure 1, and the values of the paths are shown in Appendix A (Table A2).


Figure 1. Structural equation model (SEM) for transformational leadership and employees’ sustainable performance.
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Table A2. Path values.







	
From

	
To

	
Hypothesis

	
Standardized Path Coefficient

	
Conclusion






	
Idealized influence

	
Task sustainable performance

	
H1a

	
0.104 a

	
supported




	
Relation sustainable performance

	
H1b

	
0.216 a

	
supported




	
Inspirational motivation

	
Task sustainable performance

	
H1c

	
0.052

	
not supported




	
Relation sustainable performance

	
H1d

	
0.193 a

	
supported




	
Intellectual stimulation

	
Task sustainable performance

	
H1e

	
0.116 a

	
supported




	
Relation sustainable performance

	
H1f

	
0.155 a

	
supported




	
Individualized consideration

	
Task sustainable performance

	
H1g

	
0.115 a

	
supported




	
Relation sustainable performance

	
H1h

	
0.154 a

	
supported




	
Idealized influence

	
Taking initiative

	
H2a-1

	
0.297 b

	
supported




	
Helping behavior

	
H2a-2

	
0.352 a

	
supported




	
Participation in group activities

	
H2a-3

	
0.405 a

	
supported




	
Self-development

	
H2a-4

	
0.058

	
not supported




	
Inspirational motivation

	
Taking initiative

	
H2a-5

	
0.32 b

	
supported




	
Helping behavior

	
H2a-6

	
0.329 a

	
supported




	
Participation in group activities

	
H2a-7

	
0.238 a

	
supported




	
Self-development

	
H2a-8

	
0.368 a

	
supported




	
Intellectual stimulation

	
Taking initiative

	
H2a-9

	
0.316 a

	
supported




	
Helping behavior

	
H2a-10

	
0.304 a

	
supported




	
Participation in group activities

	
H2a-11

	
0.278 a

	
supported




	
Self-development

	
H2a-12

	
0.056

	
not supported




	
Individualized consideration

	
Taking initiative

	
H2a-13

	
0.378 b

	
supported




	
Helping behavior

	
H2a-14

	
0.228 a

	
supported




	
Participation in group activities

	
H2a-15

	
0.277 a

	
supported




	
Self-development

	
H2a-16

	
0.355 a

	
supported




	
Taking initiative

	
Task sustainable performance

	
H2b-1

	
0.138 a

	
supported




	
Relation sustainable performance

	
H2b-2

	
0.158 a

	
supported




	
Helping behavior

	
Task sustainable performance

	
H2b-3

	
0.183 a

	
supported




	
Relation sustainable performance

	
H2b-4

	
0.044

	
not supported




	
Participation in group activities

	
Task sustainable performance

	
H2b-5

	
0.259 a

	
supported




	
Relation sustainable performance

	
H2b-6

	
0.228 a

	
supported




	
Self-development

	
Task sustainable performance

	
H2b-7

	
0.211 a

	
supported




	
Relation sustainable performance

	
H2b-8

	
0.142 a

	
supported








a Significant level is less than 0.05; b Significant level is less than 0.10.








It can be seen from Table 1 that, in our study, inspirational motivation leadership had no direct effect on the task sustainable performance. Also, idealized influence and intellectual stimulation of the transformational leadership had no direct effect on the self-development of OCB. Helping behavior had no significant effect on relation sustainable performance. All the paths were significant, except the above-mentioned four paths. After deleting these four paths, the fit result was better: χ2⁄df = 1.877, RMSEA = 0.0476, CFI = 0.984, IFI = 0.984, NFI = 0.968. According to previous studies, the model was acceptable.



Table 1. The mediating role of organizational citizenship behavior (OCB).







	
From

	
To

	
Direct Influence

	
Indirect Influence






	
Idealized influence

	
Task sustainable performance

	
0.104

	
0.210




	
Relation sustainable performance

	
0.216

	
0.139




	
Inspirational motivation

	
Task sustainable performance

	
0

	
0.244




	
Relation sustainable performance

	
0.193

	
0.157




	
Intellectual stimulation

	
Task sustainable performance

	
0.116

	
0.171




	
Relation sustainable performance

	
0.155

	
0.113




	
Individualized consideration

	
Task sustainable performance

	
0.115

	
0.241




	
Relation sustainable performance

	
0.154

	
0.173




	
Total

	
1.053

	
1.448










In addition, the influence of transformational leadership on employee sustainable performance can be classified as direct and indirect (mediated by OCB), exactly as shown in Table 1. As can be seen from the table, OCB mediated more than half the influence of transformational leadership on employee sustainable performance.




5. Discussion


5.1. The Influence of Transformational Leadership on Employee Sustainable Performance


The above result indicates that transformational leadership has a positive influence on employee sustainable performance, except for inspirational motivation, which had an indistinct influence on task sustainable performance. Leaders with transformational leadership can help subordinates to achieve the set goal by cultivating a high degree of collectivism and a harmonious relationship between the leader and the subordinates [10]. Further, transformational leadership using emotional means (such as individual consideration) could easily improve the employees’ sense of belonging, thus improving both the task sustainable performance and relation sustainable performance of those employees [9,18]. However, this study found that inspirational motivation does not directly influence task sustainable performance. The reason for this finding may be that project management tasks are often intertwined, and task completion relies more on team collaboration [5,7]. Therefore, incentives do not significantly impact task sustainable performance.



In addition, of particular interest is the finding that the influence of transformational leadership on relation to sustainable performance is significantly stronger than the influence on task sustainable performance. Transformational leaders attempt to link the leader and subordinates together and create a cooperative and transformational atmosphere [2,4,21,22,23,24]. Transformational leadership improves the leader-subordinate relationship and organizational climate, which in turn helps employees to improve the spirit of collectivism and do more work outside of and in addition to their own duties, but work which is beneficial to organizational development. Therefore, transformational leadership has a stronger impact on relation sustainable performance.




5.2. The Influence of Transformational Leadership on Employee OCB


Researchers have testified that all dimensions of transformational leadership have a positive influence on the various dimensions of OCB, except for idealized influence and intellectual stimulation for self-development. As transformational leadership emphasizes cultivating employee collectivism and helping employees achieve extraordinary goals, it then becomes easy for employees to show organizational citizenship behavior [18,33].



Idealized influence requires the leader to be confident and powerful, and to influence the subordinates with the leader’s values and beliefs [25]. Intellectual stimulation means the leader stimulates employees to think creatively and find solutions to difficult problems. Neither of these two dimensions of transformational leadership have any significant influence on employee self-development. There are two main reasons for this. First, employees have to get along with the leader for a long time, and aesthetic fatigue may emerge. Moreover, in China, there is a saying that goes, “far sweet, near smelly”. This basically means that if two people are familiar with each other, the shortcomings of one person are likely to be exposed, and a good first impression may be destroyed. Therefore, idealized influence can hardly affect employee self-development. Secondly, employees are familiar with the rules and systems within the project organization. These employees can manage themselves well and use their own experience to start work. Intellectual stimulation could improve employee sustainable performance, but this may not affect their behavior. Furthermore, employees may have a stereotypical thinking pattern and take the initiative to exclude the influence from the outside world. Thus, intellectual stimulation is not likely to influence employee self-development.




5.3. The Influence of OCB on Employee Sustainable Performance


The researchers find that OCB includes four dimensions. In the paths of influencing employee sustainable performance, all the paths are significantly positive, except for the path from “helping a co-worker” to “relation sustainable performance”.



It is also found that OCB can act as a catalyst for organizational operations, less interpersonal conflicts, and create a pleasant working environment. Additionally, Organizational citizenship is conducive to creating the organization's social capital, thereby improving staff efficiency and organizational performance [52]. Generally speaking, OCB is both beneficial to task sustainable performance and relation sustainable performance.



“Helping a co-worker” cannot improve “relation sustainable performance”, because in the context of Chinese culture, the help of colleagues is often attributed to the scope of private relations [54]. As such, the relationship between the organization and the leader is not close. Therefore, this path is not significant.




5.4. The Mediating Role of OCB


It can be seen from Table 1 that OCB has mediated more than half of the influence from transformational leadership to employee sustainable performance. In particular, in terms of the relationship between transformational leadership and task sustainable performance, the mediating proportion of OCB is obviously quite high.



There are two reasons for the above finding. Firstly, OCB offers opportunities for employees to sustainably self-develop, to face work problems independently, take more responsibility, and improve their own competency [51,52]. All of this is beneficial to task sustainable performance. For example, self-development will improve an employee’s knowledge and work skills, eventually improving his or her profession sustainable development [54,60]. Secondly, all project management tasks cannot be broken down definitively and assigned to specific persons. Most project management tasks require the cooperation of project teams [5], which in turn is more reliant on OCB. Therefore, the relationship between transformational leadership and task sustainable performance is mostly mediated by OCB.



Moreover, OCB has mediated a certain proportion of the influence from transformational leadership to employee relation sustainable performance. In fact, OCB is naturally connected to relational performance. Furthermore, OCB helps to create a harmonious atmosphere within the organization, encouraging co-workers to be more coherent and cooperative [53]. Therefore, employee relational performance is positively related to OCB.





6. Conclusions


Most research hypotheses have been testified to and proven. First, transformational leadership has been proved to have a positive influence on employee sustainable performance, except for the influence of inspirational motivation on task sustainable performance. The reason for this finding may be that project management tasks often need project team cooperation. Furthermore, it is interesting to note that transformational leadership has stronger influence on relation sustainable performance than on task sustainable performance. Transformational leaders attempt to link the leader and subordinates together, thus creating a cooperative and transformational atmosphere, all of which is beneficial to relation sustainable performance. Second, researchers have testified that transformational leadership has a positive influence on employee OCB, except for the influence of idealized influence and intellectual stimulation on self-development. “Aesthetic fatigue” and the “stereotyped thinking patterns” of employees decrease the influence of the project manager’s idealized influence. Third, employee OCB has a positive influence on employee sustainable performance, except for the influence of helping a co-worker on relation sustainable performance. In the context of Chinese culture, help from colleagues is often attributed to the scope of private relations. As such, the relationship between the organization and the leader is not so close. Fourth, the mediating role of OCB was proved. More than half of the influence of transformational leadership on employee sustainable performance was mediated by OCB. The mediating function of OCB on the relationship between transformational leadership and task sustainable performance is especially high, because OCB supplies opportunities for employees to improve their own work competency, while improving team cooperation.



Based on the background of a Chinese construction project, this study has a certain innovative significance in the study of the impact of transformational leadership (through the mediation of OCB) on employee performance.



While past research has focused on the direct relationship between transformational leadership and employee sustainable performance, research on the mediation of OCB has been rare [13,14,15]. What is more, there have been contradictory conclusions reached about the mediating role of OCB in the relationship between transformational leadership and employee sustainable performance. In the field of construction project management research, the study of OCB as a mediator of transformational leadership and employee performance has not yet been seen. This research innovatively examines the mediating role of OCB between transformational leadership and employee sustainable performance in contractors’ project management teams. Our study enriches existing research into construction project leadership and employee performance, and our study also supplies support for former research that has been questioned [13]. It reminds both researchers and practitioners of paying attention to transformational leadership and stimulating OCB to improve employee sustainable performance.



Some unique findings were made in this study under the background of Chinese culture and construction projects. First, task sustainable performance has been proved to be not directly related to inspirational motivation. This is because project management tasks are often intertwined, and task completion is more reliant on team collaboration. Second, the influence of transformational leadership on relation sustainable performance is significantly stronger than the influence on task sustainable performance. This is because transformational leadership is more directly related to the leader-subordinate relationship and employee emotions. Third, idealized influence and intellectual stimulation are found to have no significant influence on employee self-development. “Aesthetic fatigue” and “stereotypical thinking” on the part of employees may be attributed to this phenomenon. Fourth, “helping a co-worker” cannot improve “relational performance”. This is because, in the context of Chinese culture, the help of colleagues is often attributed to the scope of private relations. Finally, OCB mediates most of the influence of transformational leadership on employee sustainable performance. This is because OCB supplies opportunities for employees to improve their own competence and to improve team cooperation. These findings are useful for the project managers of contractors in the context of Chinese culture.



However, there are some limitations in this study that need to be resolved in future research. First, subject to objective conditions, this study collected a total of 389 questionnaires. Although in the view of statistical requirement research, the sample size is already large enough, a larger sample size would be helpful to improve the applicability of the findings. Second, there are no control variables (such as organizational characteristics or the personal characteristics of employees) in this research. In fact, the relationship between variables in this research may be different, depending on different project management teams with different average ages and education backgrounds.
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