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1 | INTRODUCTION 
 

In the past few years, IT project teams have encountered more and more complex challenges as they take on a 

growing number of tasks. The rapidly changing nature of these challenges requires project managers embracing 

new management approaches rather than depending on traditional methodologies. As a result, this research 

intends to clarify the influence of Agile management approaches on project performance, through psychological 

empowerment, innovative work behavior. Agile methodologies, with their focus on adaptability, cooperation, and 

iterative processes, present a promising method to address inherent uncertainties and dynamic changes of IT 

industry. The traditional waterfall model, known for its linear and sequential project management approach, is often 

inadequate in today's rapidly changing IT landscape. Its inflexibility poses significant challenges in adapting to 

the uncertainties and changes inherent in IT projects. In contrast, Agile Project Management (APM) has 

emerged as a more effective approach, enabling proactive responses to evolving project requirements and 

market demands. APM, with its focus on iterative progress, facilitates continuous improvement and real-time 

adjustments, making it better suited to the dynamic nature of IT projects. Agile methods, known for their flexibility 

and teamwork, have revolutionized conventional project management by giving importance to continuous feedback 

and addressing issues at an early stage. This incremental approach not only reduces project risks but also improves 

the quality and timeliness of results. The collaborative atmosphere encouraged by Agile practices cultivates open 

dialogue and shared accountability among team members, resulting in higher morale and unity. 

 

Psychological empowerment is a key motivating factor for Agile team. It indicates an individual's perception of 

control, competence, and influence within their work setting. Empowered employees demonstrate increased 

engagement, creativity, and making significant contributions to both personal and organizational success. In Agile 
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settings, team members are frequently granted more independence and accountability, thereby strengthening their 

sense of empowerment and ownership of their tasks. Innovative work behavior is a crucial element of 

organizational adaptability organization change delivery of innovation outcomes. Agile practices help 

organization by endorsing experimentation and learning from failures, which are viewed as opportunities for 

growth instead of setbacks. This change in mindset is vital for nurturing an innovative culture within 

organizations. 

 

The iterative and feedback-centric characteristics of Agile methodologies are well-matched with the principles of 

psychological empowerment and innovative work behavior. Regular retrospectives and feedback loops create 

chances for continuous improvement and learning. Agile Team members are urged to contemplate their work, 

recognize areas for enhancement, and implement changes in subsequent iterations. This process not only improves 

project outcomes but also fosters the personal and professional growth of team members. Agile practices boost 

project efficiency and efficacy by fostering adaptability, teamwork, and continuous enhancement. Agile Project 

management methodologies are more apt to achieve their objectives within stipulated timelines and budgets 

owing to proactive risk. Such framework excels in handling complex projects characterized by frequently 

changing requirements and priorities. Through the breakdown of projects into smaller, manageable iterations, 

Agile practices enable teams to concentrate on delivering incremental value while retaining the flexibility to 

accommodate changes. This approach diminishes the overall complexity of the project and enhances the 

probability of success. In summary, the influence of Agile management practices on project performance is 

significant, both directly and indirectly through their impact on project complexity. By promoting a culture of 

flexibility, collaboration, and continuous improvement, Agile methodologies not only improve project outcomes 

but also contribute to the psychological empowerment and innovative work behavior of team members. In the 

ever-evolving landscape of technology projects, the adoption of Agile practices will increasingly serve as a pivotal 

factor in driving success and nurturing a responsive and empowered work environment for organizations. This 

research aims to delve deeper into these dynamics, thereby contributing to the continual advancement of project 

management practices within the IT sector. 

 2 | LITERATURE REVIEW  

 2.1 | Agile Management Methodology 

 

Agile, a methodology that originated to tackle project uncertainties in software development, was introduced 

formally in the IT sector in 2001 when the "Agile Manifesto" was published. (Bianchi et al., 2020). Since then, it 

has gained popularity and spread across multiple industries, boosting markets, improving quality, and increasing 

team motivation and productivity (Stankovic et al., 2013). In the past, software development was approached in a 

traditional manner, where every aspect of the system was specified in detail to provide predictable solutions to 

every problem. However, this approach proved to be inadequate in today's fast-paced business environment, where 

customer needs and requirements are constantly evolving. As a result, Agile methodology emerged as a response to 

this dynamic scenario (Fernandez & Fernandez, 2008). Agile methodology is a set of principles and practices that 

allow developers to be more flexible and responsive to changes in the system, enabling them to adapt to the ever-

changing business environment. The Agile approach is particularly useful in the development of complex software, 

where the need for adaptability and responsiveness is crucial to the success of the project. (Lee & Xia, 2010). 

Agile is a software development approach that emphasizes simplicity, quality, self-management, and sustainable 

development. Agile principles are designed to help teams work more efficiently and effectively by promoting 

collaboration, flexibility, and continuous improvement (Serrador & Pinto, 2015). Agile creates an environment of 

innovation, where companies are expected to be more creative, experience less routine, and operate under dynamic 

conditions (Denning, 2013). By adhering to Agile principles, companies can stay competitive and adapt to changing 

market conditions quickly and efficiently. 

 

2.2 |Agile Management Practices 

 

Agile practices have been a revolutionary approach to IT project management, that breaks away from traditional 

methodologies, to cater to the ever-changing IT development landscape. The crux of agile lies in its collaborative, 

iterative, and adaptable nature, which places a premium on responsiveness and flexibility throughout the project 

lifecycle. The approach emphasizes the importance of adaptability and responsiveness to change, enabling project 
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teams to work in tandem and respond quickly to new developments or challenges. (Henriksen & Pedersen, 2017). 

Agile methodologies are a popular approach to project management that prioritize collaboration among cross-

functional teams. This approach fosters open communication and shared decision-making, which ensures that all 

team members, including developers, testers, and business stakeholders, work closely together throughout the 

project. This collaborative ethos promotes a collective sense of ownership and shared responsibility, which is 

essential to the success of an agile project (Stankovic et al., 2013). One of the hallmarks of agile practices is the 

iterative development process. Rather than following a linear and sequential path, agile projects progress through 

short development cycles or sprints. Each iteration results in a potentially shippable product increment, allowing 

for continuous feedback and refinement. This iterative approach enhances adaptability, as the project can quickly 

adjust to changing requirements or priorities (Mary’, 2021). Agile methodologies embrace change as a fundamental 

principle. Unlike rigid, upfront planning common in traditional project management, agile approaches 

accommodate changes in project scope, priorities, and requirements even late in the development process. This 

flexibility enables teams to respond swiftly to emerging insights, ensuring that the final product meets the evolving 

needs of the stakeholders. Agile 13 methodologies are also characterized by a focus on delivering value to the 

customer (Litchmore et al., 2016). This means that the team works closely with the customer to understand their 

needs and priorities, and then develops a product that meets those needs. To achieve this, agile teams prioritize the 

most important features first, ensuring that the product delivers value early and often. Overall, agile methodologies 

offer many benefits, including improved collaboration, increased adaptability, and a focus on delivering value to 

the customer. 

 

2.3 | Agile Manifesto 

 

The Agile Manifesto, established in 2001 by 17 software professionals, outlined principles that emphasize 

collaboration, flexibility, and adaptability, with the goal of delivering value to the customer as quickly as possible 

(Beck et al., 2001). The Agile Manifesto's four fundamental values are: giving priority to individuals and 

interactions over processes and tools, stressing the importance of working software over comprehensive 

documentation, encouraging customer collaboration over contract negotiation, and being responsive to change 

instead of strictly following a plan. These values have laid the groundwork for numerous software development 

teams globally, leading to a transformation of organizational culture and providing substantial business advantages 

(Serrador & Pinto, 2015). Agile methods are highly effective for projects with unclear scopes and changing 

requirements. Traditional planning tools often don't work well for such projects, while Agile approaches enhance 

team productivity and satisfaction by reducing unnecessary activities and facilitating active client involvement 

throughout the process (Stankovic et al., 2013). Agile methodologies provide a flexible and adaptive framework 

that emphasizes cooperation, iterative development, and adaptability, contributing to the successful execution of 

projects in environments that embrace change and prioritize customer satisfaction (Henriksen & Pedersen, 2017). 

The traditional project management approach has been transformed by Agile project management, giving priority 

to flexibility, collaboration, and adaptability. This has resulted in a change in project management and 

organizational development. Agile practices allow teams to swiftly adapt to changes in requirements, priorities, and 

market conditions, making them crucial in today's fast-paced business environment (Bianchi et al., 2020). By 

focusing on customer collaboration, change responsiveness, and promoting iterative development, Agile practices 

create an environment conducive to nurturing innovative employees and ensuring the successful delivery of high-

quality products (Koch et al., 2023). 

 

2.4 | Agile Management Practices in the Pakistani IT Industry 

 

The adoption of Agile management practices within the Pakistani IT industry has resulted in significant 

improvements in project performance, contributing to the long-term success of organizations in the sector. Agile 

methodologies allow for task decomposition into smaller, more manageable units and promote decentralized 

supervision, as opposed to traditional top-down approaches. This approach not only enhances task management 

efficiency but also expedites decision-making processes. However, organizations that have not fully embraced 

Agile practices encounter various complexities, resulting in performance deterioration (Muhammad et al., 2021). 

 

2.5 | Global Shift to Agile Methodologies 
 

Agile management practices are not widely adopted in project development processes by many organizations. 

However, recent research shows that organizations, especially in the IT sector, are increasingly in favor of Agile 
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methodologies over traditional waterfall management practices due to their long-term benefits. Studies have also 

emphasized the importance of Agile management practices and their positive impact on organizational 

performance (Gligor et al., 2015; Kerzner, 2017). 

 

 2.6 | Historical Context and Evolution of Agile 

 

The idea of Agile management was first introduced in 1991 when the Lacocca Institute defined agility as "the ability 

to thrive in rapidly changing, fragmented markets." Over time, agility was redefined as "the state or quality of being 

able to move quickly in an easy fashion" (Denning, 2018). However, the adoption of agility was limited until 2001, 

when the Agile Manifesto was created by various professionals, practitioners, and theorists. The manifesto 

questioned traditional management practices and stressed the importance of adopting Agile practices in uncertain 

environments. Agile, originally created to address uncertainties in software development, was formally introduced to 

the IT sector with the publication of the Agile Manifesto (Bianchi et al., 2020). Since then, it has become popular 

across various industries, stimulating markets, enhancing quality, and boosting team motivation and productivity 

(Stankovic et al., 2013). 

 

2.7 | Principles and Benefits of Agile Methodologies 
 

Agile methodology consists of principles and techniques that enable developers to be more adaptable and 

responsive to changes, allowing them to adjust to the constantly changing business environment. This method is 

especially valuable in the development of intricate software where adaptability and responsiveness are essential for 

success (Lee & Xia, 2010). Agile prioritizes simplicity, quality, self-governance, and sustainable development, 

encouraging collaboration, flexibility, and ongoing improvement (Serrador & Pinto, 2015). A fundamental aspect 

of Agile is continual interaction between the team and customers, engaging customers in every stage of 

development to ensure their requirements are fulfilled and their feedback is incorporated, thus eradicating 

communication gaps and reducing the risk of misunderstandings (Uraon et al., 2023). Additionally, Agile 

advocates for continuous delivery, where small segments of the product are regularly delivered and enhanced based 

on customer feedback, empowering teams to quickly respond to evolving customer needs and detect issues early 

(Henriksen & Pedersen, 2017). 

 

2.8 | Psychological Empowerment and Agile Practices 

 

The adoption of Agile project management practices has been found to have a profound effect on the psychological 

empowerment of individuals within project teams. Psychological empowerment encompasses an individual's 

intrinsic motivation, sense of self-efficacy, autonomy, as well as the perceived meaning and impact of their work. 

Agile methodologies, with their emphasis on collaboration, flexibility, and continuous improvement, create an 

environment that nurtures these crucial aspects of empowerment among team members. Autonomy and self-

management are central to Agile methodologies. Unlike traditional top-down approaches, Agile empowers teams 

to self-manage their work, promoting decentralized decision-making and granting team members the autonomy to 

organize their tasks and workflows. This autonomy fosters a sense of ownership and control, which is integral to 

psychological empowerment, as team members feel empowered to make decisions and influence project outcomes, 

leading to increased intrinsic motivation and engagement. Further contributing to psychological empowerment are 

Agile's collaborative practices, including daily stand-up meetings, sprint planning sessions, and retrospectives. 

These practices facilitate open communication and collective problem-solving, fostering a sense of community and 

support among team members. Feeling valued and integral to the project's success enhances the sense of meaning 

and impact, reinforcing the psychological empowerment of individuals. The iterative nature of Agile 

methodologies, characterized by continuous feedback and improvement cycles, plays a vital role in further 

enhancing psychological empowerment. Regular feedback from peers, stakeholders, and customers provides 

valuable insights for team members, helping them refine their skills and competencies while reinforcing a growth 

mindset. Observing tangible improvements and positive outcomes strengthens individuals' self-efficacy and 

confidence in their abilities. Agile's flexibility and adaptability also contribute significantly to the psychological 

empowerment of team members. The freedom to experiment with different approaches and learn from experiences 

fosters a culture of continuous learning and development, vital for psychological empowerment. Supported in their 

endeavors to try new ideas and approaches without fear of failure, team members' creativity and problem-solving 

capabilities are enhanced. The psychological empowerment facilitated by Agile practices directly influences 

innovative work behavior. Empowered employees are more likely to engage in proactive behaviors, such as 
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suggesting new ideas, improving processes, and experimenting with novel solutions. The sense of autonomy, 

competence, and meaningful contribution promoted by Agile practices encourages team members to take initiative 

and explore creative ways to achieve project goals, essential for organizations aiming to stay competitive and agile 

in today's fast-paced business environment. Agile practices not only enhance individual motivation and 

engagement but also foster a culture of innovation and continuous improvement within the team. As organizations 

increasingly adopt Agile methodologies, understanding and leveraging their impact on psychological empowerment 

will be crucial for maximizing project success and sustaining a motivated and high-performing workforce. 

 

H1: Agile project management practices have an impact on the psychological empowerment of project team 

members. 
 

2.9 | Psychological Empowerment and Innovative Work Behavior 
 
 

The relationship between psychological empowerment and the innovative work behavior of project team members is 

a vital aspect of organizational dynamics. Psychological empowerment encompasses feelings of self-efficacy, 

autonomy, meaning, and impact, all of which are essential   for creating an environment conducive to innovative 

behaviors. Innovative work behavior involves the generation, promotion, and realization of new ideas, products, or 

processes within a team or organization. The interconnection between psychological empowerment and innovative 

work behavior can be understood through several key underlying mechanisms. Self-efficacy, which denotes an 

individual's belief in their capabilities to achieve tasks and goals, is a foundational component of psychological 

empowerment. Team members with high self-efficacy are more inclined to engage in creative thinking and idea 

generation. Their confidence in contributing valuable insights and solutions encourages them to take risks and 

explore innovative approaches without the fear of failure or criticism, leading to a higher frequency and quality of 

innovative ideas within the team. Autonomy, another crucial element of psychological empowerment, provides 

team members with the freedom to make decisions and experiment with different approaches to their work. This 

sense of autonomy is pivotal in fostering innovative work behavior, allowing individuals to explore new methods 

and solutions without being confined by rigid processes or hierarchical approval. When team members have the 

freedom to experiment, they are more likely to uncover and implement innovative solutions that enhance project 

outcomes and organizational processes. The perception of meaningful and purposeful work enhances intrinsic 

motivation, serving as a powerful driver of innovative behavior. When team members understand how their 

contributions impact the organization and align with broader goals, they are motivated to surpass routine tasks and 

think creatively about adding value. This sense of purpose encourages them to invest time and effort into 

developing and refining innovative ideas that can lead to significant improvements and advancements. Feeling that 

one has an impact and influence over work outcomes is another critical aspect of psychological empowerment. 

When team members believe that their actions can make a difference, they are more likely to engage in proactive 

behaviors, such as seeking out new opportunities, advocating for change, and driving the implementation of 

innovative ideas. This proactive mindset is essential for overcoming obstacles and driving forward with innovative 

initiatives, even in the face of challenges. 

 

H2: Psychological empowerment of project team members has significant impact on Innovative work behavior. 

 

2.10 | Mediation Role of Psychological Empowerment 

 

The synergy between Agile project management and innovative work behavior is deeply influenced by the concept 

of psychological empowerment. Psychological empowerment acts as a crucial intermediary, shaping the connection 

between Agile practices and the inclination of team members to engage in innovative work behavior. Agile 

methodologies embody principles and practices that innately foster psychological empowerment among team 

members. Agile practices provide teams with the autonomy to make decisions regarding their work processes and 

solutions. This autonomy enhances the sense of control and self-efficacy among team members, nurturing feelings 

of capability and responsibility. Agile emphasizes teamwork and collaboration through practices such as daily 

stand-ups, sprint planning, and retrospectives. These collaborative efforts ensure that every team member’s voice is 

heard and valued, contributing to a sense of belonging and purpose. Agile practices involve regular feedback loops 

and iterative improvements. The continual feedback from peers, stakeholders, and customers helps team members 

understand their impact, recognize their contributions, and continuously refine their skills. Agile methodologies 

encourage adaptability and responsiveness to changing requirements. This flexibility allows team members to 
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experiment and learn from their experiences, fostering an environment where innovation is not only possible but 

also encouraged. Psychological empowerment, defined by self-efficacy, autonomy, meaning, and impact, 

significantly influences innovative work behavior. Here’s how each dimension of psychological empowerment 

influences innovative work behavior. When team members believe in their capabilities, they are more likely to 

propose and pursue innovative ideas. Self-efficacy boosts confidence in one’s ability to contribute meaningfully, 

which is crucial for creative problem- solving and innovation. The freedom to make decisions and experiment with 

new approaches is essential for innovation. Autonomy allows team members to explore unconventional solutions 

and take calculated risks, leading to the generation of novel ideas. When individuals find their work meaningful 

and aligned with their values, they are more motivated to engage in innovative activities. The sense of purpose 

drives them to think creatively and seek ways to improve their work and contribute to organizational goals. The 

belief that one’s work makes a difference fosters a proactive attitude toward innovation. When team members see 

the tangible outcomes of their contributions, they are more likely to continue engaging in innovative behaviors. 

Research supports the mediating role of psychological empowerment in the relationship between Agile practices 

and innovative work behavior. For instance, a study by Zhang and Bartol (2010) demonstrated that psychological 

empowerment significantly enhances employees' creative performance by fostering intrinsic motivation. Similarly, 

studies by Spreitzer (1995) and Amabile (1996) highlight those empowered employees are more likely to engage in 

innovative activities due to increased motivation and a sense of ownership over their work. Psychological 

empowerment plays a critical role in the relationship between Agile practices and innovative work behavior. By 

promoting autonomy, collaboration, continuous feedback, and adaptability, Agile practices enhance the 

psychological empowerment of team members. This empowerment, characterized by increased self-efficacy, 

autonomy, meaning, and impact, leads to higher levels of innovative work behavior. Understanding this mediating 

role is essential for organizations seeking to leverage Agile methodologies to foster a culture of innovation and 

continuous improvement. As organizations continue to adopt and refine Agile practices, the focus on psychological 

empowerment will be key to unlocking the full potential of their teams and driving sustained innovation. 

 

H3:  Psychological Empowerment  mediates the relationship  between Agile practices and Innovative Work 

Behavior. 

 

2.11 | Serial Mediation of Psychological Empowerment and Innovative Work Behavior 

 

The influence of agile project management practices on project success is profound, and it is mediated by 

psychological empowerment and innovative work behavior (IWB). Agile methodologies, characterized by 

flexibility, collaboration, and iterative development, create an environment that fosters psychological 

empowerment. This empowerment significantly affects team members' propensity to engage in innovative work 

behavior, which ultimately drives project success. Agile practices promote autonomy and decentralized decision-

making, allowing teams to make decisions about their work processes and solutions. This autonomy enhances the 

sense of control and self-efficacy among team members, making them feel more capable and responsible for their 

contributions. Collaboration and teamwork are emphasized through practices such as daily stand-ups, sprint planning, 

and retrospectives, ensuring that every team member’s voice is valued. This collaborative environment fosters a 

sense of belonging and purpose, further contributing to psychological empowerment. Additionally, Agile 

methodologies involve regular feedback loops and iterative improvements, fostering an environment where 

innovation is encouraged. Psychological empowerment, characterized by self-efficacy, autonomy, meaning, and 

impact, is a significant predictor of innovative work behavior. When team members feel empowered, they are more 

likely to engage in behaviors that promote and realize new ideas and solutions. Self-efficacy boosts confidence in 

one’s ability to contribute meaningfully, crucial for creative problem-solving and innovation. Autonomy allows 

team members to explore unconventional solutions and take calculated risks, leading to the generation of novel 

ideas. When individuals find their work meaningful and aligned with their values, they are more motivated to 

engage in innovative activities. The sense of purpose drives them to think creatively and seek ways to improve 

their work and contribute to organizational goals. Innovative work behavior, driven by psychological 

empowerment, is a vital factor in achieving project success. Empowered employees engaged in innovative work 

behavior are more likely to generate and implement novel ideas that improve project outcomes. This behavior leads 

to the development of creative solutions that address project challenges and meet evolving requirements, ultimately 

contributing to the successful completion of projects. Research supports the serial mediating role of psychological 

empowerment and innovative work behavior in the relationship between Agile practices and project success. 

Studies have shown that psychological empowerment enhances employees' creative performance by fostering 

intrinsic motivation. Empowered employees are more likely to engage in innovative activities due to increased 
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motivation and a sense of ownership over their work. 

H4: Psychological Empowerment and IWB serially mediate the relationship between Agile practices and Project 

Success. 
 

 
       

3 | METHODS  
 

3.1 | Study Context: IT Companies Registered with PASHA 

 

The study adopts a deductive approach to examine the influence of Agile Project Management practices on project 

success, with a specific focus on behavioral and cognitive outcomes. It employs a quantitative methodology to 

collect primary data through a survey distributed via Google Forms to project managers and team members 

(including developers, designers, testers, team leaders, system analysts, network engineers, etc.) in IT firms 

affiliated with the Pakistan Software Houses Association for IT and ITeS (PASHA). 

 

3.2 | Sample and Procedure 

 

The study focuses on a population of 1,300 IT companies registered with PASHA. The sampling method employed 

a multistage approach, initially using purposive sampling to choose companies with a proven history of employing 

agile practices for nearly three years, resulting in   297 companies. Subsequently, random sampling was used in 

second step and 132 IT companies were chosen comprising approximately 16,380 employees. The sample size, 

calculated with a 95% confidence level, was determined to be 376 employees. Out of the 376 distributed 

questionnaires, 230 responses were received, with 203 valid responses obtained after data screening. The survey 

was conducted using an online questionnaire distributed through Google Forms, designed for project managers and 

team members. It included sections for demographic information and 16 questions regarding Agile Project 

Management practices, with participants rating their agreement on a scale from 1 (strongly disagree) to 5 (strongly 

agree). The next section comprises of 12 questions which are about psychological empowerment (cognitive 

Outcomes) which is checked on the bases of four dimensions that are Impact, Competence, Meaning and self-

determination. The next section of the questionnaire is Behavioral outcomes which comprises of 5 questions about 

variable Innovative work behavior. The fifth and the last section comprises of 4 questions about project success. 

 

3.3 | Measures 

 

Agile project management practices were measured using (Malik et al., 2021)16-item validated scale with scale 

anchors ranging from “1 strongly disagree to 5 strongly agree.”. The sample item included, “The project team 

was granted autonomy on how to handle user requirement changes”. Cronbach’s alpha for this scale was 0.690. 

Psychological empowerment was measured by the 11- item scale developed by Spreitzer (1995) with scale 

anchors ranging from “1 strongly disagree to 5 strongly agree.” The sample item included, “The work I do is 

meaningful to me.” Cronbach’s alpha for this scale was 0.743. Innovative work behavior was measured using 

(Dahiya & Raghuvanshi, 2022) validated scale. The sample item included, “I find new approaches to execute 

tasks.” and Cronbach’s alpha for this scale was 0.689. The last section comprises of 4 questions about project 

success and the questionnaire is adopted from (Stankovic et al., 2013). The sample item included, “The project 

was successful in terms of quality of the project outcome “and Cronbach alpha for this scale was 0.630. 
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4 | RESULTS  
 

4.1 | Descriptive Statistics  
 

Table1 shows descriptive statistics and bivariate correlations for the variables. It is evident from table1 that research 

instruments used in this study are internal consistent and reliable as all the α values are greater than threshold.  All 

the constructs are highly correlated that fulfills the assumption of causal research.   
 

Table 1  

Descriptive Statistics and Correlation  

 
Variables  Mean SD Alpha 1 2 3 

APM 3.97 .73826 .690    

PE 4.10 .68663 .743 .477**   

PS 4.58 .37690 .689 .339** .471**  

IWB 4.57 .39486 .630 .306** .355** .316** 
 

 

4.2 | Hypotheses Testing  

 

To test H1 and H2 hypotheses, we used The PROCESS macro for SPSS mediation model 4 with 5,000 bootstraps 

resamples and 95 percent confidence interval for testing. And to test hypotheses H3 and H4, we used The 

PROCESS macro for SPSS mediation model 6 with 5,000 bootstraps resamples and 95 percent confidence interval 

for testing the indirect, total, and direct. This method provides nonparametric estimates and is more appropriate 

than the traditional regression mediation approach, as recommended by the literature. According to the results of the 

study, the relationship between Psychological Empowerment and APM practices are significant. The results 

revealed the significant impact of APM practices on Psychological Empowerment (b=0.8290, t = 19.21, p < 

0.05) supporting H1. Study assessed the relationship between Psychological Empowerment and IWB. The results 

revealed the significant impact of Psychological Empowerment on IWB (b =.5977, t =6.72, p < 0.05). The study 

assessed serial mediation with psychological empowerment and IWB serially mediating the relationship between 

APM practices and Project Success. The results revealed a significant indirect effect of APM practices on Project 

success through psychological empowerment and IWB (b= 0.1578, t =2.80), supporting H4. Furthermore, the direct 

effect of APM practices on Project success in presence of the mediators was also found insignificant (b =0.1291, 

t=1.62, p=.1078). Hence, there is full serial mediation of psychological Empowerment and IWB on the relationship 

between APM practices and Project Success. 

  
Table 2  

Direct Relationship and Hypotheses Testing  

 

H# Relationship β t P value R2 Status 

H1 APM-PE . 8290 19.21 .000 . .6162 Accepted 

H2 PE-IWB .5977 6.72 .000 .4150 Accepted 

 
Table 3  

Mediation Analysis  

 

Hypothesis Effect SE T 

 

value 

P Confidence Interval Status 
LLCI ULCI 

H3 

(APM- PE- IWB) 
Direct .1348 .0939 1.44 .1526 {-.0503,0.3199}  

Full Mediation Indirect .4955 .0905 5.47 .000 {0.3068,0.6608} 

Total .6303 .0635 9.92 .000 {0.5051,0.7555} 

H4 

 

(APM- PE- IWB- 

PS) 

Direct .1291 .0800 1.62 .1078 {-0.0285,0.2867}  

Full Mediation 
Indirect .1578 .0562 2.80 .000 {0.0515,0.2714} 

Total .5198 .0555 9.36 .000 {0.4104,0.6292} 
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5 | CONCLUSIONS AND CONTRIBUTION OF STUDY  
 

This study extends the theoretical framework of project management by integrating Agile Project 

Management (APM) practices with traditional project management methods, investigating their 

combined impact on psychological empowerment and innovative work behavior (IWB), and ultimately, 

project success. The results suggest combining agile practices such as team autonomy and agile 

communications with traditional project management approaches can enhance psychological 

empowerment and encourage innovative behaviors. The research highlights the mediating role of 

psychological empowerment in the relationship between APM practices and project success, thereby 

extending the self-determination theory (SDT) and demonstrating the contribution of agile practices to 

an empowering work environment, which, in turn, promotes IWB and enhances project outcomes. The 

study offers empirical evidence that psychological empowerment is a critical mechanism through which 

agile methodologies exert their positive effects on project performance. This study emphasizes the 

importance of fostering innovation within project teams by highlighting the full mediation effect of 

Innovative Work Behavior (IWB) between psychological empowerment and project success. 

Empowered employees are more likely to engage in creative and proactive behaviors, essential for 

achieving project success.  
 

6 | LIMITATION AND DIRECTION FOR FUTURE DIRECTION 

 

This study is not without limitations. In this study, the sample was drawn from LinkedIn which has 

precedence in the literature for similar studies such as (Serrador & Pinto, 2015), and (Malik et al., 2021). 

The LinkedIn sampling meant that the agile practitioners who were not active on professional 

networking websites were unable to participate in this research. Future research should include a more 

diverse sample of agile practitioners. Another limitation of this study is that no boundary conditions 

were established for the proposed relationships. The future research could explore additional factors that 

affect the serial mediation of APM, psychological empowerment and IWB and project success. Future 

studies should establish and test boundary conditions for the relationships between agile practices and 

project success. 
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