
Hope, goal-commitment and -stress
mediating between collaborative
leadership, financial resources

and performance
Choiwai Maggie Chak

Faculty of Behavioural, Management and Social Sciences, University of Twente,
Enschede, The Netherlands and

M€unster School of Business, FH M€unster University of Applied Sciences,
M€unster, Germany, and

Lara Carminati and Celeste P.M. Wilderom
Faculty of Behavioural, Management and Social Sciences, University of Twente,

Enschede, The Netherlands

Abstract

Purpose – Combining the goal-setting and job demands-resources (JD-R) theories, we examine how two
project resources, collaborative project leadership and financial project resources, enhance high project
performance in community-academic health partnerships.
Design/methodology/approach –With a sequential explanatory mixed-method research design, data were
collected through a survey (N 5 318) and semi-structured interviews (N 5 21). A hypothesised three-path
mediation model was tested using structural equation modelling with bootstrapping. Qualitative data were
examined using thematic analysis.
Findings – Project workers’ hope, goal-commitment and -stress: (1) fully mediate the hypothesised
relationship between highly collaborative project leadership and high project performance; and (2) partially
mediate the relationship between financial project resources and high project performance. The qualitative
data corroborate and deepen these findings, revealing the crucial role of hope as a cognitive-motivational
facilitator in project workers’ ability to cope with challenges.
Practical implications – Project leaders should promote project workers’ goal commitment, reduce their
goal stress and boost project performance by securing financial project resources or reinforcing workers’ hope,
e.g. by fostering collaborative project leadership.
Originality/value – The findings contribute to the project management and JD-R literature by considering
the joint effects of project workers’ hope and two commonly studied project resources (collaborative project
leadership and financial project resources) on high project performance. Moreover, we demonstrate the
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importance of the goal-setting and JD-R theories for understanding complex health-promotion projects
connecting academic to community work.

Keywords Project performance, Collaborative project leadership, Financial project resources, Hope,

Goal commitment, Goal stress, Goal-setting theory, Job demands-resources theory

Paper type Research paper

1. Introduction
Health projects are increasingly delivered through community-academic health partnerships
(CAHPs) to address complex community health issues (Drahota et al., 2016). However, the
complexity of such cross-sectoral, goal-directed partnerships prevents many academic and
community actors from collaborating effectively or sustaining the long-term commitment and
resource investment necessary for project success (Coates and Mickan, 2020). Therefore, to
enhance the chance of those projects reaching their ambitious goals or delivering lasting health
impacts on the communities, it is vital to understand the mechanisms that can boost project
performance and success (Steenkamer et al., 2020). Given that the performance of CAHP
projects heavily relies on the complex behaviours of all actors involved, they are eminently
suited to be examined through an Organisational-Behavioural (OB) lens to understand the
intra- and extra-personal dynamics driving high project performance (Smith et al., 2021).

To date, however, little research attention has been paid to understanding the human
dynamics in promoting high performance in these complex projects (Steenkamer et al., 2020).
In particular, we lack integrative frameworks that consider the relative influence of staff in
collaborativeworking environments (Williams andRadnor, 2022), aswell as explanations how
individuals’ cognitive andmotivational mechanisms, together with other resources, contribute
to high project performance (Scott and Boyd, 2020). In a recent study, Gredig et al., (2021)
lamented the negligence of intrapersonal factors that may influence project success, such as
project workers’ perception of financial project resource sufficiency and goal commitment.

Collaborative project leadership (Shu and Wang, 2021), sufficient financial project
resources (Smith et al., 2021; Coates and Mickan, 2020) and project workers’ goal commitment
(Coates andMickan, 2020) are the most commonly assumed antecedents of high CAHP project
performance. However, how these factors may jointly contribute to high project performance
from a CAHP project worker’s perspective remains unclear (Steenkamer et al., 2020), especially
given that stressful and demanding project work may also cause burnout, staff turnover and
hamper project workers’ performance (Gredig et al., 2021). Therefore, this paper investigates
how two types of entirely different (yet presumably interrelated) project resources, namely
collaborative project leadership and sufficient financial project resources, may affect collective
project performance in CAHP settings through intrapersonal project workers’ resources,
namely hope, goal-commitment and -stress, as additional conduits of high project performance.

To establish a comprehensive framework to unravel such dynamics, we draw on both
goal-setting (Locke and Latham, 2019) and the job demands-resources (JD-R) theories (Bakker
and Demerouti, 2014, 2017). Combining both theoretical frameworks, of which the former is
cognitive-based and the latter motivational-based, we elucidate the human route from project
resources to project performance. Specifically, we argue that hope facilitates workers’
perceived ability to identify pathways in goal attainment as a cognitive resource (Gallagher
and Lopez, 2018); and induces engagement, psychological well-being and high work
performance as amotivational resource (Schaufeli and Taris, 2014). Hence, hope can function
as a mediator catalysing the mechanisms towards high project performance by fostering
project workers’ goal commitment and mitigating stress. Thus, we aim to enhance our
understanding of how collaborative project leadership and financial project resources may
affect individual project workers’ goal commitment, goal stress and partnership project
performance through hope. This paper addresses two questions using a sequential
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explanatory mixed-method research design: What are the effects of (a) highly collaborative
project leadership and (b) sufficient financial project resources on project performance? To
what extent are these relationships mediated by project workers’ (a) hope, (b) goal commitment
and (c) goal stress?

The contribution of this research is three-fold: firstly, guided by hypotheses derived from
goal-setting and JD-R theories, it contributes to project management research by empirically
addressing the effects of two key project resources on project performance and their
mediating mechanisms in enhancing workers’ productivity and performance. Secondly, by
introducing the concept of hope, we unpack a novel cognitive-motivational mediator that
explains the relationships between collaborative project leadership, financial project
resources, project workers’ goal-commitment and -stress and project performance. Lastly,
through importing OB theory-based variables to project management, we demonstrate the
practical relevance of goal-setting and JD-R theories for understanding complex partnership
projects connecting academic and community work.

2. Literature review
2.1 Goal-setting theory
Goal-setting theory (Locke and Latham, 2019) posits that goals are central toworkmotivation
since they prompt individuals to pursue objectives by strengthening their determination,
persistence and the strategies to achieve these objectives (Locke and Latham, 2006).
Therefore, goal commitment, an individual’s determination to reach a goal, is vital for high
performance (Hollenbeck and Klein, 1987). While CAHPs are essentially goal-directed project
settings formed upon shared interests, project workers’ goal commitment is fundamentally
intrinsic and resides at the intrapersonal level (Scott and Boyd, 2020). However, the
competitive resource environments and demanding working conditions make it challenging
for workers to fully commit themselves to the projects (Gredig et al., 2021). Hence, identifying
the mechanisms that can enhance their commitment and lower their stress level in goal
pursuit is crucial for improving project performance (Foy et al., 2019).

Goal-setting literature has primarily focused on cognitive aspects (Locke and Latham,
2019), neglecting other individual-level resources that boost project workers’ goal
commitment, mitigate goal stress and facilitate goal attainment (Scott and Boyd, 2020).
The theory also fails to explain how individual differences may influence workers’ coping
strategies when experiencing intense demands that may impede goal pursuit (Clements and
Kamau, 2018). We further draw on the well-established, motivational-based JD-R model to
address these limitations and explain the motivational resources required to sustain
individual project workers’ goal commitment, to reduce goal stress and to promote their
performance in complex project contexts.

2.2 JD-R theory
According to the JD-R theory, an individual’s job performance, health and well-being can be
influenced by two psychological pathways: motivational and health-impairment processes
(Bakker and Demerouti, 2014, 2017). Job resources, which refer to the physical, psychological,
social and organisational factors that enhance work goal achievement and personal growth,
can increase job performance, workers’motivation, engagement and commitment and buffer
the stressful impact of high job demands (Schaufeli and Taris, 2014). Contrarily, high job
demands may cause exhaustion, stress and burnout, ultimately hindering job performance
(Katou et al., 2021).

Given its broad motivational nature and wide applicability, the JD-R theory allows us to
explore more intrapersonal factors that drive people’s attitudes and behaviours in goal-
directed, partnership project settings (Schaufeli and Taris, 2014). Provided the motives for
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project workers’ actions range from external resources to more intrinsic personal inclinations
(Bakker and Demerouti, 2017), we propose that the theory further complements goal-setting
theory by combining the motivational and psychological mechanisms driving high project
performance (Clements and Kamau, 2018).

2.3 Hypotheses development
To develop our hypotheses, we draw on the goal-setting and JD-R theories and extant project
management literature on the antecedents of high project performance. More specifically, we
examine the juxtaposition of two pivotal project resources (i.e. collaborative project
leadership and financial project resources) on cognitive-motivational resources (hope), project
workers’ goal commitment, goal stress and project performance.

2.3.1 Collaborative project leadership and financial project resources for high project
performance. Collaborative leadership is an important enabler of partnership project
performance and sustainability (Vangen and Huxham, 2003; Boone et al., 2020), characterised
by embracing, empowering, involving and mobilising project actors’ active participation. By
taking a heterarchical, democratic approach, collaborative project leadership facilitates
transparent decision-making and productive interactions among diverse stakeholders
(Cramm et al., 2011). It also bridges cultures, perspectives, or values and strengthens project
workers’ involvement and contribution toward project goals (Alexander et al., 2011). In doing
so, it has a motivational spill-over effect on other workers (Mayan et al., 2017) and boosts
overall collaborative functioning (Shu and Wang, 2021).

Securing adequate financial project resources is another critical factor for high project
performance that is often overlooked (Smith et al., 2021). Sufficient financial project resources
enable project workers to acquire the space, equipment, goods and staff necessary to support
operational activities associated with partnership goal fulfilment (Boone et al., 2020).
However, many partnership projects struggle to sustain themselves financially; highly
competitive grant environments and short funding periods also force them to prioritise short-
term, measurable outcomes over long-term, sustainable solutions (Drahota et al., 2016).
Furthermore, a lack of secured funding often leads to inadequate time and resources for
meaningful engagement between academic and community partners (Neuhann and Barteit,
2017), hence threatening their project performance (Gredig et al., 2021). Consequently, we
hypothesise that collaborative project leadership and financial project resources go hand in
hand in determining project performance:

H1. Collaborative project leadership (a) and financial project resources (b) are positively
related to project performance.

2.3.2 Mediation of project workers’ hope between collaborative project leadership/financial
project resources and project performance. Besides more traditional human (e.g. collaborative
project leadership) and economic resources (e.g. financial project resources), (intra)personal
resources (e.g. individuals’ sense of control or influence on environments),may offer insights into
themechanisms that enhance partnership performance (Coates andMickan, 2020). In particular,
hope is a proven intrapersonal resource that drives work performance (T€uz€un et al., 2018). Hope,
which represents an individual’s motivation to succeed in goal attainment by generating
possible approaches to resolve obstacles and challenges (Luthans et al., 2007), predicts goal-
directed performance by reinforcing goal-directed efforts (Gallagher and Lopez, 2018). Workers
with greater hope are more capable of attaining goals effectively by finding alternative
approaches and bypassing obstacles (e.g. a lack of resources or personnel) (Snyder et al., 2000).

Some OB scholars have identified the predictors of hope (Gallagher and Lopez, 2018). For
instance, effective leadership can indirectly improve followers’ work engagement and job
performance by awakening their hopeful thinking (Gallagher and Lopez, 2018); by creating
abundant job resources for team members to deal with job challenges and demands
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(Bakker and Demerouti, 2017); and by motivating project workers to anticipate uncertainties
and resolve difficulties (Nixon et al., 2012; Khosravi et al., 2020). In line with those findings,
Alexander et al. (2011) highlighted that collaborative project leadership facilitates workers’
coordination and experimentation of innovative strategies for problem-solving in community
health care alliances. Likewise, sufficient financial project resources offer project workers the
freedom to explore alternative ways to perform activities necessary for goal attainment
(Arrieta et al., 2017). Hence, we expect that highly collaborative project leadership and
sufficient financial project resources will stimulate project workers’ ability and motivation to
carve out creative, innovative ways in goal pursuit (i.e. hope) and improve their project
performance in collaborative partnership settings. Thus, we hypothesise:

H2. Project workers’ hope mediates the relationships between both (a) collaborative
project leadership and project performance and (b) financial project resources and
project performance.

2.3.3 Mediation of project workers’ goal commitment and -stress between collaborative project
leadership/financial project resources and project performance. While increasing team
motivation and performance, job resources can also mitigate individual-level negative health
outcomes such as strain (Schaufeli and Taris, 2014). In CAHPs, collaborative project
leadership garners project workers’ commitment, promotes participation and enhances
partnership success (Boone et al., 2020). Leadership stimulates the synergy among project
workers and their commitment to the project, ameliorating the impact of threats to the
project’s success (Mayan et al., 2017). Equally, sufficient financial project resources safeguard
project workers’ commitment toward attaining goals and effective performance (Scott and
Boyd, 2020). It secures the investment of materials, daily expenses, staff and time necessary
for effective engagement and partnership operations (Arrieta et al., 2017). Contrarily, an
absence of collaborative project leadership or a hiatus of financial project resources can
disturb project workers’ ability to pursue goals, leading to strain and frustration (LeClair
et al., 2018). It can also stall a partnership project’s progress in goal achievement, decrease
project workers’ goal commitment (Mayan et al., 2017) and increase the chance of undesirable
outcomes such as burnout, work overload, disengagement, high staff turnover, or even
partnership failure (Neuhann and Barteit, 2017). Thus, we propose that project workers’ goal
commitment and -stress mediate the relationships between the two key project resources and
CAHP project performance:

H3. Project workers’ (a) goal commitment; and (b) goal stress mediate the relationship
between collaborative project leadership and project performance; and project
workers’ (c) goal commitment; and (d) goal stress mediate the relationship between
financial project resources and project performance.

2.3.4 Inconsistent mediation of hope between collaborative project leadership/financial project
resources, project workers’ goal commitment and -stress. Work-environment and job-related
factors can influence workers’ performance by affecting their adaptability, commitment and
motivation (Diamantidis and Chatzoglou, 2019). Like most project settings, partnership
projects are typically dynamic, complex and highly uncertain (Smith et al., 2021).
Consequently, project workers not only experience the pressure to deliver project
outcomes within tight deadlines and limited resources (LeClair et al., 2018), but also need
to adapt to unexpected events (e.g. diminishing resources and changes in leadership) (Nixon
et al., 2012). Such events might negatively influence their perceptions of work conditions,
invoke goal stress and lower their commitment to the projects. Indeed, while insufficient
financial project resources can hinder project workers from performing the activities
necessary to fulfil project objectives (Arrieta et al., 2017), frequent leadership changes or a
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vacuum in task coordination can overwhelm the workers (Neuhann and Barteit, 2017),
hindering their ability to cope with goal stress (Foy et al., 2019).

Nevertheless, workers can still cope with stressors effectively and stay engaged (in
subsequent coping thoughts and actions) through high hope (Gallagher and Lopez, 2018).
Drawing on the dual psychological pathways of JD-R theory (Bakker and Demerouti, 2014),
we assume project workers’ hope mediates positively between collaborative project
leadership/financial project resources and project goal commitment in the motivational
pathway (i.e. high collaborative project leadership/adequate financial project resources
increase workers’ hope, which then increases project goal commitment). Meanwhile, since
stress can be reduced through high hope (Wen et al., 2021), we propose that hope can
negatively mediate between the two project resources and project goal stress in the health-
impairment pathway (i.e. highly collaborative project leadership/adequate financial project
resources increase workers’ hope and then hope decreases project goal stress). This results in
an inconsistent mediation, where “at least one mediated effect has a different sign than other
mediated or direct effects” (MacKinnon et al., 2007, p. 600). Thus, we propose:

H4. CAHP project workers’ hope mediates the relationship between:

(1) collaborative project leadership and goal commitment (positively);

(2) collaborative project leadership and goal stress (negatively);

(3) financial project resources and goal commitment (positively); and

(4) financial project resources and goal stress (negatively).

2.3.5 Mediation of goal-commitment and -stress between project workers’ hope and project
performance. Individuals may experience strain when there is an imbalance between job
demands and resources (Bakker and Demerouti, 2017), notably when there are high job
demands and low job control over their tasks (Bakker and Demerouti, 2014). As such
situations are typical in health partnerships (Mayan et al., 2017), individual project workers
must often exert cognitive and motivational effort to cope with them (Igel et al., 2018).

JD-R research has increasingly shown that hope can mitigate the adverse effects of high
job demands on burnout and reinforce the positive effects of job resources on work
engagement (Schaufeli and Taris, 2014). Hope can directly improve workers’ job satisfaction,
work happiness and organisational commitment and indirectly enhance work performance
(Luthans et al., 2007). Additionally, hopeful people are better at envisioning a promising
future, pursuing goals in the face of overwhelming obstacles (Gallagher and Lopez, 2018).
Moreover, they tend to respond to external challenges and implement effective coping
strategies better, therefore experiencing less stress, higher commitment and more success in
identifying plausible means to reach their goals (Snyder et al., 2000). They can also bring
positive, motivating energy to the group (Pleeging et al., 2022). Indeed, highly committed
project workers are vital for the success and survival of collaborative projects, as they
actively steer the projects despite situational constraints (Arrieta et al., 2017). Hence, we
hypothesise that people with a higher level of hope tend to report higher overall project
performance since they are better at managing stress due to high project goal demands and
staying committed to project goal attainment. We propose:

H5. Project workers’ (a) goal commitment; and (b) goal stress mediate between their hope
and project performance.

2.3.6 Three-path mediations of collaborative project leadership, financial project resources to
project performance via hope, goal-commitment and -stress. By combining the propositions of
both goal-setting and JD-R theories, we propose that both collaborative project leadership and
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financial project resources reinforce project workers’ hope, reducing their goal stress due to high
project goal demands, boosting their commitment toward project goal pursuit and resulting in
better project performance. Hence, we hypothesise the following three-path mediations:

H6. Project workers’ hope and (a) goal commitment; and (b) goal stress mediate the
relationships between collaborative project leadership and project performance in a
series. Project workers’ hope and (c) goal commitment; and (d) goal stressmediate the
relationships between financial project resources and project performance in a series.

3. Methodology
This study adopts a sequential explanatory mixed-method research design (Fetters et al.,
2013) and consists of two phases. In phase I, a survey targeting academic and community
actors working in the health and social care disciplines and CAHP partnerships in the
German-speaking regions of Europe was disseminated. In phase II, semi-structured,
qualitative interviews were conducted with an independent sample of project leaders
working in different, ongoing or recently completed German CAHP projects.

3.1 Quantitative study
3.1.1 Data collection. A self-administered online survey was disseminated between June and
September 2019 as part of a larger quantitative study. Given the absence of a list of all CAHP
project workers in German-speaking regions of Europe, 8,422 potential respondents were
randomly drawn from a list of academic and community actors working in the health and
social care disciplines obtained through screening the websites of all higher education
institutions and CAHP partnerships in Germany, Austria and the German-speaking cantons
of Switzerland. Only individuals who participated in (ongoing or recently completed) CAHP
projects (between 2017 and 2019) were included for analysis to minimise potential recall bias.
As a result, out of 578 individuals who completed the survey (response rate of 6.9%), 322 of
them (56%) were eligible for analysis. After removing four responses due to missing values
anddetecting no extreme outliers usingMahalanobis distance (Grentzelos et al., 2021), the data
of 318 participants were analysed. The average age of the sample was 43.9 (SD 5 11.8).
Females represented 50.3% (n5 160) of the total sample. Majority of participants were from
Germany (66.3%, n 5 211), followed by Switzerland (8.2%, n 5 26), Austria (6.3%, n 5 20),
Others (0.6%, n5 2) andNot Specified (18.6%, n5 59). Most participants were from academia
(77.4%, n 5 207) and have a managerial role in their projects (69.8%, n 5 222) (Table 1).

3.1.2Measures.The survey (available in German and English languages) assessed project
workers’ self-rated hope, collaborative project leadership, sufficiency of financial project
resources, project goal commitment, goal stress (due to excessive project goal demands) and
project performance, as well as demographic questions. The descriptive statistics,
correlations and reliabilities of the variables are shown in Table 2.

3.1.3 Project performance. The degree of project performance was assessed with a 4-item
scale adapted from the Collaboration Assessment Tool developed by Marek et al. (2015). A
sample item is “How successful is this project in implementing strategies to address project
goals and objectives?” (α5 0.80). Answers ranged from 0 (not at all successful) to 10 (extremely
successful).

3.1.4 Project workers’ hope.Hope (4-items) wasmeasured with the validated, short version
of the Psychological Capital Questionnaire (PCQ-12) (Avey et al., 2011). The items were
slightly adjusted to allow respondents to rate on project work (α5 0.78). A sample item is “If I
should find myself in a jam at project work, I could think of many ways to get out of it”.
Answers ranged from 1 (strongly disagree) to 6 (strongly agree) on a Likert scale.

3.1.5 Collaborative project leadership. Collaborative project leadership (4-items) was
measured with a validated, short version of the Partnership Self-Assessment Tool (PSAT-S)
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(Cramm et al., 2011). A sample item is “How would you rate the leadership in this project
regarding inspiring or motivating project participants?” (α 5 0.79). Answers ranged from 1
(poor) to 5 (extremely good) on a Likert scale.

3.1.6 Financial project resources.The sufficiency of financial project resources for staffing,
equipment and goods and physical space (3-items) was measured with the original validated
version of the Partnership Self-Assessment Tool (PSAT) (Weiss et al., 2002). A sample item is:
“To what extent does the project have the money for staffing it needs to work effectively?”
(α5 0.75). Answers on a Likert scale ranged from 1 (nothing of what it needs) to 5 (everything
of what it needs).

3.1.7 Project goal commitment. The 5-item goal commitment scale was used to assess
project workers’ goal commitment (Klein et al., 2001). A sample item is: “It is hard to take this
(these) project goal(s) seriously” (α 5 0.69). Responses are provided on a five-point Likert
scale ranging from 1 (strongly disagree) to 5 (strongly agree).

M SD 1 2 3 4 5 6

1. Project performance 7.23 1.42 (0.80)
2. Project workers’ goal stress 2.32 0.71 �0.38*** (0.74)
3. Project workers’ goal
commitment

4.41 0.55 0.37*** �0.27*** (0.69)

4. Project workers’ hope 4.75 0.73 0.29*** �0.33*** 0.29*** (0.78)
5. Financial project resources 3.66 0.80 0.21*** �0.19** 0.07 0.13* (0.75)
6. Collaborative project
leadership

3.36 1.06 0.26*** �0.27*** 0.13* 0.30*** 0.19** (0.79)

Note(s): N 5 318; M 5 Mean; SD 5 Standard Deviation
Cronbach’s alphas are in parentheses along the diagonal. *p < 0.05, **p < 0.01, ***p < 0.001

Age (mean (SD)) 44 (11.80)

Gender (N (%))
Female 160 (50.3%)
Male 143 (45.0%)

Country of residence (N (%))
Germany 211 (66.3%)
Switzerland 26 (8.2%)
Austria 20 (6.3%)
United States/United Kingdom 2 (0.6%)
Not specified 59 (18.6%)

Organisation type (N (%))
Research/University 207 (77.2%)
University hospital 28 (10.4%)
Non-governmental organisation 12 (4.5%)
Professional association 3 (1.1%)
Government authority 5 (1.9%)
Healthcare and social welfare facilities 8 (3.0%)
Business/Industry 3 (1.1%)
(Health) insurance 2 (0.8%)

Role in project (N (%))
Managerial 222 (69.8%)
Non-managerial 96 (30.2%)

Table 2.
Descriptive statistics,
correlations and
reliabilities of study
variables

Table 1.
Sample
characteristics
(N 5 318)
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3.1.8 Project goal stress. Project goal stress (due to excessive project goal demands)
(4-items) was measured with a scale validated in German contexts (Lee et al., 1991; Putz and
Lehner, 2002). A sample item is “I find working towards my goals in this project to be very
stressful” (α 5 0.74). Responses ranged from 1 (almost never) to 5 (almost always).

3.2 Qualitative study
3.2.1 Data collection. To deepen our understanding of the quantitative findings, we then
conducted an independent qualitative investigation to examine what contextual challenges
CAHP project workers encountered and how they coped with those challenges. We performed
purposive sampling to identify ongoing German CAHP projects that consisted of at least one
academic researcher and at least one community representative with the common aim to
achieve specific health-related goal(s) (Drahota et al., 2016). Using publicly available contact
details from CAHP projects’ websites, leaders of eligible CAHP projects were invited for
interviews since they knew the most about the project structure, project workers’ behaviours
and project performance. Project leaders were included regardless of their gender, leadership
experiences and backgrounds. Out of 118 CAHP project leaders invited, 21 project leaders
(response rate5 18%, 14 females and 7 males) participated in the semi-structured interviews.
The number of participants was determined based on iterative data collection and analysis,
where the data collection process ended when saturation was reached (Morse, 2000). None of
the interviewees participated in the quantitative part of this paper. The interviews were
conducted virtually between April and November 2020 and lasted between 30 and 60 min.
Theywere audio-tapedwith the consent of interviewees and transcribed verbatim. Interviews
conducted in German were then translated into English by native German-English speakers.

Interviewees were asked to describe the objectives of their most engaged, ongoing CAHP
project, evaluate its overall performance and reflect on the leadership style. They were also
asked to comment on any major challenges faced in the project, their subsequent reactions
and factors that have helped them cope with the challenges.

3.2.2 Quantitative analyses.All quantitative analyses were conducted usingR, version 4.0.3.
We performed reliability, correlation and confirmatory factor analyses and tested the
hypotheses using structural equation modelling with bootstrap procedures and latent
variables. The model fits were presented with the following indices: Chi-square (χ2), degree of
freedom (df), ratio of χ2 to degrees of freedom (χ2/df) ≤ 3, comparative fit index (CFI) ≥ 0.90
(reasonable)/.95 (acceptable), rootmean square error of approximation (RMSEA) (95%CI) < 0.06
(0.00 - 0.08) and standardised root mean square residual (SRMR) ≤ 0.08 (Schreiber, 2017).

3.2.2.1 Test for common-method variance. We adopted the single-common-method factor
approach to evaluate the effect of common-method variance (Podsakoff et al., 2003). A
common factor, consisting of the first-order common variance factor derived from principal
component analysis, was added to the full model. After adding this factor, we observed no
significant increase in the R2 value of project performance (from 0.407 to 0.409). Thus, no
substantial common-method bias was limiting this study.

3.2.2.2 Hypotheses testing. We tested the hypotheses using structural equation modelling
(SEM) with latent variables. The indirect effects of collaborative project leadership and
financial project resources on project performance through project workers’ hope, goal-
commitment and -stress were tested using bootstrap procedures (N 5 1000).

3.2.3 Qualitative analyses. We followed Braun and Clarke’s (2006) well-established six
steps to thematic analysis using VERBI Software (2021). We examined the data iteratively:
data, potential themes and theoretical arguments were constantly compared and re-coded,
discarding or collapsing similar codes (Gioia et al., 2012). Relying on participants’ wordings,
we obtained first-order, second-order and overarching themes (Gioia et al., 2012). The process
proceeded until additional data offered no new insights, giving us confidence that we had
reached saturation (Morse, 2000). The final data structure is presented in Figure 1.
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Figure 1.
Data structure

IJPPM



4. Results
4.1 Quantitative findings
Descriptive statistics and correlations of the study’s variables are reported in Table 2. Project
performance relates negatively to project workers’ goal stress (r 5 �0.38, p < 0.001) and is
positively correlated to their goal commitment (r5 0.37, p< 0.001), hope (r5 0.29, p< 0.001),
financial project resources (r 5 0.21, p < 0.001) and collaborative project leadership
(r 5 0.26, p < 0.001).

4.1.1 Test of measurement model. We performed confirmatory factor analyses and
compared the nested models with the hypothesised, six-factor model using Chi-square
difference tests. The results showed a reasonable fit for a six-factor model (χ2 (260)5 453.895,
χ2/df 5 1.746, CFI 5 0.922, TLI 5 0.910, RMSEA 5 0.048, SRMR 5 0.051) (Table 3).
Compared to other nested models, such as a one-factor model (χ2 (275) 5 1514.408, χ2/
df5 5.507, CFI5 .501, TLI5 0.456, RMSEA5 0.118, SRMR5 0.103), the six-factor model
had the best fit (Δχ2(15) 5 1060.50, p < 0.001).

4.1.2 Hypotheses testing. We tested hypothesis 1 by examining the direct effects of (a)
collaborative project leadership and (b) financial project resources on project performance,
respectively. The model shows an acceptable goodness-of-fit: χ2(99)5 177.522, χ2/df5 1.793,
CFI 5 0.953, RMSEA 5 0.050 and SRMR 5 0.047 (see, Table 4). The direct effect of
collaborative project leadership on project performance is not significant (β 5 0.075, 95%
btCI 5 [-0.049, 0.227]), while that of financial project resources is (β 5 0.444, 95%
btCI 5 [0.243, 0.687]) (Table 5). Hence, H1a was not supported, while H1b was supported.

Hypothesis 2 stated that CAHP project workers’ hope mediates the relationship between
(a) collaborative project leadership; (b) financial project resources and project performance.
The fit statistics of the model to test this mediation were: χ2(98) 5 172.519, χ2/df 5 1.76,
CFI5 0.956, RMSEA5 0.049, SRMR5 0.044. Both paths for collaborative project leadership
(β5 0.033, 95% btCI5 [0.006, 0.082]) and financial project resources to project performance
(β5 0.042, 95%btCI5 [0.012, 0.106]) were significant. Hence, both hypothesis 2a and 2bwere
accepted.

Hypothesis 3 stated that while CAHP project workers’ (a) goal commitment and (b) goal
stress both mediate the relationships between collaborative project leadership and project
performance; their (c) goal commitment and (d) goal stress mediate the relationships between
financial project resources and project performance. The fit statistics of this model were: χ2

(179)5 336.569, χ2/df5 1.88, CFI5 0.907, SRMR5 0.056 and RMSEA5 0.055. The effect of
collaborative project leadership onproject performance via goal commitmentwasnot significant
(β5 0.018, 95%btCI5 [-0.008, 0.069]), while that through goal stresswas significant (β5 0.031,
95% btCI 5 [0.003, 0.083]). H3a was not supported while H3b was. The mediation effects of
project workers’ goal commitment between financial project resources and project performance
(β5 0.058, 95% btCI5 [0.019, 0.145]) and that of goal stress were both positive and significant
(β 5 0.068, 95% btCI 5 [0.014, 0.170]). Thus, H3c and H3d were supported.

Hypothesis 4 stated that while CAHP project workers’ hope mediates between
collaborative project leadership and (a) goal commitment (positively); and (b) goal stress
(negatively); their hope also mediates between financial project resources and (c) goal
commitment (positively); and (d) goal stress (negatively). The fit statistics of this model were:
χ2 (179) 5 335.406, χ2/df 5 1.873, CFI 5 0.915, SRMR 5 0.052 and RMSEA 5 0.053. The
results show that CAHP project workers’ hope mediates positively between collaborative
project leadership and goal commitment (β 5 0.064, 95% btCI 5 [0.026, 0.147]); and
negatively between collaborative project leadership and project goal stress (β5�0.048, 95%
btCI 5 [-0.105, �0.018]). Similarly, project workers’ hope mediates positively between
financial project resources and goal commitment (β 5 0.080, 95% btCI 5 [0.031, 0.204]);
and negatively between financial project resources and goal stress (β 5 �0.060,
95% btCI 5 [-0.125, �0.021]). Thus, H4a, H4b, H4c and H4d were supported.
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We tested hypothesis 5 on the mediation effects of CAHP project workers’ (a) goal
commitment; (b) and goal stress between their hope and project performance, respectively.
The fit statistics of this model were: χ2 (114) 5 256.283, χ2/df 5 2.25, CFI 5 0.906,
SRMR5 0.063 and RMSEA5 0.069. The results show significant mediation effect of project
workers’ goal commitment between hope and project performance (β 5 0.130, 95%

Hypotheses Hypotheses testing χ2 df CFI RMSEA SRMR

H1 a. CL → PP
b. FR → PP

177.522 99 0.953 0.050 0.047

H2 a. CL → Hope →PP
b. FR → Hope → PP

172.519 98 0.956 0.049 0.044

H3 a. CL → GC → PP
b. CL → GS → PP
c. FR → GC → PP
d. FR → GS → PP

336.569 179 0.907 0.056 0.055

H4 a. CL → Hope → GC
b. CL → Hope → GS
c. FR → Hope → GC
d. FR → Hope → GS

335.406 179 0.915 0.052 0.053

H5 a. Hope → GC → PP
b. Hope → GS → PP

243.458 113 0.914 0.060 0.059

H6 a. CL → Hope → GC → PP
b. CL → Hope → GS → PP
c. FR → Hope → GC → PP
d. FR → Hope → GS → PP

474.279 261 0.914 0.049 0.058

Note(s): CL 5 Collaborative Project Leadership; PP 5 Project Performance; FR 5 Financial Project
Resources; Hope5 Project Workers’ Hope; GC5 Project Workers’ Goal Commitment; GS5 Project Workers’
Goal Stress

Hypotheses Hypotheses testing β SE
95% BtCI

ResultsLower Upper

H1a CL → PP 0.075 0.067 �0.049 0.227 Not supported
H1b FR → PP 0.444 0.111 0.243 0.687 Supported
H2a CL → Hope → PP 0.033 0.019 0.006 0.082 Supported
H2b FR → Hope → PP 0.042 0.022 0.012 0.106 Supported
H3a CL → GC → PP 0.018 0.019 �0.008 0.069 Not supported
H3b CL → GS → PP 0.031 0.020 0.003 0.083 Supported
H3c FR → GC → PP 0.058 0.028 0.019 0.145 Supported
H3d FR → GS → PP 0.068 0.040 0.014 0.170 Supported
H4a CL → Hope → GC 0.064 0.028 0.026 0.147 Supported
H4b CL → Hope → GS �0.048 0.021 �0.105 �0.018 Supported
H4c FR → Hope → GC 0.080 0.039 0.031 0.204 Supported
H4d FR → Hope → GS �0.060 0.026 �0.125 �0.021 Supported
H5a Hope → GC → PP 0.130 0.054 0.045 0.277 Supported
H5b Hope → GS → PP 0.172 0.072 0.061 0.350 Supported
H6a CL → Hope → GC → PP 0.018 0.011 0.005 0.054 Supported
H6b CL → Hope → GS → PP 0.013 0.008 0.003 0.041 Supported
H6c FR → Hope → GC → PP 0.023 0.014 0.006 0.068 Supported
H6d FR → Hope → GS → PP 0.017 0.011 0.004 0.046 Supported

Note(s): CL 5 Collaborative Project Leadership; PP 5 Project Performance; FR 5 Financial Project
Resources; Hope5 Project Workers’ Hope; GC5 Project Workers’ Goal Commitment; GS5 Project Workers’
Goal Stress

Table 4.
Fit statistics of the
structural models

Table 5.
Results of hypotheses

testing
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btCI5 [0.045, 0.277]); as well as goal stress (β 5 0.172, 95% btCI5 [0.061, 0.350]). Both H5a
and H5b were supported.

We tested hypothesis 6 on the three-path mediation effects of collaborative project
leadership and financial project resources on project performance through hope, goal-
commitment and -stress, respectively. The fit statistics of this model were: χ2 (261)5 462.033,
χ2/df5 1.77, CFI5 0.916, SRMR5 0.049 and RMSEA5 0.055. The path from collaborative
project leadership to project performance via hope and goal commitment was significant
(β5 0.018, 95%btCI5 [0.005, 0.054]), so did the path via hope and goal stress (β5 0.013, 95%
btCI 5 [0.003, 0.041]). The path from financial project resources to project performance via
hope and goal commitment was also significant (β5 0.023, 95% btCI5 [0.006, 0.068]), so was
the path via hope and goal stress (β 5 0.017, 95% btCI 5 [0.004, 0.046]). Therefore, the four
three-path mediation paths proposed in this study (H6a, H6b, H6c and H6d) were supported.
The graphical representation of the full hypothesised path model is presented in Figure 2.

4.2 Qualitative findings
To better understand and ultimately corroborate our quantitative findings, we exploredwhat
challenges CAHP project workers faced and how they coped with these challenges to perform
in their projects. Below we discuss some themes and illustrative quotes (presented with
pseudonyms to protect interviewees’ identities).

4.2.1 Research question 1: What challenges did CAHP project workers face?. Several
respondents mentioned the COVID-19 pandemic and securing project funding as key
challenges to tackle. For instance, their project progress and activities were interrupted,
making coordination or fieldwork engagement difficult: “Certain things that we cannot do
(. . .), participatory inspections and so on (. . .) we are now suspending that.” (Nelson).

Some participants had to change or adjust their project goals due to the pandemic: “We
have, of course, adjusted some of the goals, maybe even reduced them. (. . .) we must now set
realistic new targets to take the pressure off a bit.” (Lily)

We must, of course, assume that we will have to achieve our goals as usual if we want to continue to
promote our work. (Olivia)

Others experienced difficulties in securing project continuation funding. For example, one
respondent highlighted the stress to divert her energy from executing the current project
when she had to apply for follow-up projects to secure jobs for her staff: “We have to look at
where we can accommodate the staff and how we design the follow-up application. (. . .) when
you have a three-year project, after two years, you already have to design the follow-up project;
otherwise (. . .), you will have a gap. (. . .) That is a heck of a job.” (Helen)

In contrast, project workers with secured funding seemed much relaxed in recruiting the
staffing necessary for attaining project goals: “In the beginning, the impetus was certainly the
political will and the provision of funds (. . .) I’mwell equipped to get thingsmoving. I believe that
the intensity of our current work would not have been possible without this staffing.” (Tina)

Despite these challenges, respondents mentioned how collaborative style of leadership
facilitated the project team to address the challenges: “All of a sudden people were talking to
each other much, much more and were also supporting each other, asking questions, thinking,
brainstorming together: (. . .) “Damn, how dowe do that now? Do you have an idea?How canwe
do it?”” (Olivia)

Okay, then we’ll do it differently and we’ll still do it well. It’s not all bad now (. . .) we just go the other
way. And if that doesn’t work either, we have done enough. (Nelson)

4.2.2 Research question 2: how did project workers cope with these challenges to performwell
in their projects?. Respondents noted various ways of reacting to the above challenges. For
example, a few respondents relied on cognitive-motivational mechanisms to motivate
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themselves and others in goal pursuit via demonstrating hopeful, positive thinking and
humour:

For most of them [the management team] the battle cry was: “We can’t let this pandemic stop us
now.” (. . .) And I think this is true for any project (. . .) It’s mainly about this (. . .): “We won’t (. . .) let
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this pandemic stop us from talking, or wewon’t let our goals get in theway, but we’ll continue, even if
it means that certain things have to be changed”. (Olivia)

In any case, this is a chance! (. . .), because a common enemy was identified, namely this damn virus
(. . .) that really said something: “Okay, the situation is now as it is and somehow we have to see that
everything is still going on and that wewill finish this project”. And all of a sudden, there was greater
willingness to work together to sort it out and to somehow go further than before. (Olivia)

I find humour critical because there are enough rainy days that you really have to say, “okay, that is
nothing, but we take it all with humour.” (. . .) humour is a very effective tool when using it correctly;
because it keeps the ball rolling and we don’t end up in depression. (Elaine)

Some respondents reacted through behavioural mechanisms and mobilised their networks to
solve the impasse: “You have to improvise a bit, you have to experiment; you have to try out
what works (. . .) in which way you can achieve something (. . .) regardless of these unfortunate
circumstances, in projects you often encounter resistance, or you find new situations that you
didn’t expect.” (Max)

What I think has helped me a lot (. . .) I simply had many contacts in different places. (Kelly)

Respondents who reported high project performance also noted the importance of emotion-
based mechanisms to react to others’ or their own emotions with great understanding and
empathy to performwell: “understanding (. . .) to take away a bit of fear, to give a bit of calming
effect on the people for whom this was a very, very difficult change, which brought them much
anxiety.” (Olivia)

What they contribute to the success of the project is not only their work performance but also the
way they carry people along. That such people are also naturally (. . .) so empathic and so
charismatic, that they can also take team members with them. All of a sudden, you have such a
pulling effect. And then, the project flies. (Olivia)

Overall, the above quotes indicated how highly collaborative project leadership and sufficient
financial project resources facilitated project workers to cope with project challenges and
perform well, i.e. through brainstorming solutions and making decisions collaboratively;
conveying hopeful thinking within the project team; ensuring sufficient project funding to
sustain staffing; and removing the stress or fear that divertworkers’ from reachingproject goals.

5. Discussion
Through a sequential explanatory mixed-method design, this study has explored how two
key project resources, namely collaborative project leadership and financial project resources,
may impact project performance through key cognitive-motivational mediating mechanisms
as hope, goal-commitment and -stress. Belowwe detailed the specific theoretical and practical
contributions of this study.

5.1 Research implications
5.1.1 The significant effects of collaborative project leadership and financial project resources
on enhancing workers’ hope and lowering project goal stress. This study has combined two
well-established theories in OB, namely goal-setting and JD-R theories, to explain how key
project resources like collaborative project leadership and financial project resources may
influence CAHP project performance via enhancing project workers’ hope, goal commitment
and lowering their goal stress. Our quantitative results reveal that collaborative project
leadership and financial project resources show similar and significant indirect effects on
project performance. Together, they explain a higher degree of variance on both hope
(R2 5 0.225) and workers’ project goal stress (R2 5 0.300) than collaborative project
leadership or financial project resources alone (see, Figure 2). This finding suggests that the
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combination of both resources can remarkably boost CAHP project performance through
fostering project workers’ hope and reducing their project goal stress.

5.1.2 The cognitive-motivational mechanism in enhancing CAHP project performance. Our
qualitative findings also add depth to these results by explaining the importance of
collaborative project leadership in facilitating multi-directional information exchange,
proactive brainstorming and collaborative decision-making among project teams based on
shared goals. Highly collaborative project leadership, in turn, encourages project workers to
identify or create alternative pathways to address the challenges and pursue the intended
project goals, even during the COVID-19 pandemic. Similarly, financial project resources
ensure project workers possess the staffing and equipment needed to achieve the project
goals and perform well in the CAHP projects. Furthermore, the qualitative findings validate
the roles of project workers’ hope, goal-commitment and -stress as crucial mechanisms
between the two key project resources and project performance. The importance of feeling
hopeful is particularly evident during the COVID-19 pandemic since its disruptive changes
forced many project workers to adapt and identify alternative solutions for goal pursuit. In
line with previous research on hope, this study shows how hopeful thinking and acting can be
a key mechanism motivating project workers to search for alternative ways to reach project
goals despite the increased environmental uncertainty or setbacks affecting their projects
(Mayan et al., 2017). Since workers’ hope can be contagious (Pleeging et al., 2022), hopeful
project workers can motivate peers’ proactive efforts and commitment and relieve peers’
stress or fear by reinforcing confidence, conveying positive emotions and using humour
(Gallagher and Lopez, 2018). Subsequently, hopeful project teams also demonstrate greater
creativity in problem-solving and mutual support, which enable better goal attainment.
These results support Schaufeli and Taris’ (2014) propositions that personal resources are
highly related to job resources and can buffer the adverse effects of high job demands,
enhancing the positive effects of available job resources on job engagement.

5.1.3 Different routes of the two project resources on boosting productivity and
performance. Collaborative project leadership and financial project resources also act
differently in improving productivity and project performance. Consistent with previous
research, we found that having sufficient financial project resources reduces project workers’
stress in pursuing goals within the project timeframe (LeClair et al., 2018) and boosts project
performance by shaping their collaborative efforts (Gredig et al., 2021). Similarly, we show
how sufficient funding improves project workers’ productivity and project performance by
securing staffing and allowing them to focus better on the project work and goal pursuit
(Boone et al., 2020). In contrast, participants did not comment on or mention collaborative
project leadership in relation to project performance (see, Figure 2). This could be because
collaborative project leadership tends to indirectly influence workers’ project performance by
affecting their behaviour, motivation and mental well-being, such as enhancing their hope,
goal-commitment and reducing their goal stress levels (Bakker and Demerouti, 2017) (see,
H4a, H4b, H6a andH6b in Table 5), or promoting their adaptability, proactivity and efficiency
in decision-making and problem-solving (Shu and Wang, 2021).

5.2 Spill-over effects of workers’ hope on enhancing project productivity and performance
Another important finding is that CAHPproject workers’ hopemay have a spill-over effect on
other workers’ emotional states. Echoing the positive ways whereby emotional regulation
and empathy work (Khosravi et al., 2020), employees’ hope can motivate colleagues’
engagement, relieve stress and boost team efficiency in problem-solving and performance
(Gallagher and Lopez, 2018). Particularly when anxiety and uncertainty are high, people
with high hope tend to have better emotional regulation skills or empathy to manage their
own and other team members’ emotions with calmness and relieve others’ fear and anxiety
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(Pleeging et al., 2022). In turn, they stimulate others’ engagement, productivity and flexibility
in problem-solving and improving project performance (Khosravi et al., 2020). As previous
research shows, project leaders’ empathy may predict performance indirectly (Alexander
et al., 2011). Hence, it might be a critical factor contributing to other project workers’ goal
commitment, goal stress relief and success in complex partnership projects.

5.3 Theoretical implications
These findings offered various theoretical contributions. Firstly, through combining the
complementary cognitive-based goal-setting and motivational-based JD-R theories, we
extend current project management research by demonstrating the cognitive and
motivational effects and underlying mediating mechanisms of collaborative project
leadership and financial project resources on enhancing individual project workers’
productivity and performance in complex partnership project settings (Scott and Boyd, 2020).

Secondly, by drawing attention to project workers (Williams and Radnor, 2022) and
examining their hope as both an intra- and inter-personal catalyst in this particular job
setting, we unveil the powerful mediating role that hope has between collaborative project
leadership, financial project resources, workers’ goal commitment and -stress and project
performance. In doing so, we contribute to positive organisational scholarship in which hope
has been widely illustrated as a crucial cognitive-motivational resource for high work
performance (Gallagher and Lopez, 2018). Indeed, collaborative project leadership and a sense
of sufficient financial project resources may reinforce workers’ hope that project goals are
achievable regardless of the path chosen. Thus, a high level of hope amongworkers can act as
an intervening variable (Paulhus et al., 2004), reinforcing their project engagement,
suppressing the unavoidable goal stresses and driving high project performance.

Lastly, while most research has demonstrated the effects of job demands and resources on
work performance in single-national, organisational settings (Rattrie et al., 2020), the
influences of workers’ both goal-commitment and -stress on performance in inter-agency,
partnership project settings have been under-examined (Scott and Boyd, 2020). Thus, this
paper contributes to both goal-setting and JD-R literature by extending their (combined) use
to multi-organisational settings.

5.4 Practical implications
5.4.1 Enhancing CAHP workers’ productivity and performance by securing financial project
resources. Our findings suggest that financial project resources can, both directly and
indirectly, boost project workers’ productivity and project performance. In particular, our
results unravel the indirect, yet significant and beneficial cognitive-motivational effects of
financial project resources on reducing workers’ goal stress; and, at the same time, enhancing
workers’ efficiency in problem-solving and project goal pursuit by boosting their hope and
goal commitment. Hence, regardless of the projects’ thematic focuses or structures, project
leaders should always secure financial project resources to enhance workers’ productivity
and performance in CAHP projects.

5.4.2 Reinforcing workers’ hope by staffing hopeful workers, offering hope development
training and fostering collaborative project leadership. Our findings support that hope is a
crucial (intra)personal resource that helps project workers successfully adapt or react to
unexpected project challenges or changes (Arrieta et al., 2017) and stay committed to goal
pursuit amid adversity and uncertainties (Pleeging et al., 2022). The spill-over effect of high
hope on others can act in and around collaborative projects, promoting the project teams’
ability to contribute to higher team productivity and performance in goal attainment
(Gallagher and Lopez, 2018). Thus, notably when financial project resources are scarce,
CAHP network or organisational leaders should staff more hopeful leaders and workers to
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bring positivity into a project. Providing scenario planning training can also foster project
leaders’ andworkers’ conscious, rational yet hopeful thinking and emotional regulation skills.
Alternatively, promoting collaborative project leadership can enhance workers’ hope, which
then strengthens their commitment to goal pursuit, mitigates the risks of goal stress or
burnout while working in challenging CAHP project environments and indirectly improving
project performance (Gallagher and Lopez, 2018).

5.5 Limitations and future research implications
In terms of this study’s limitations: we examined only collaborative project leadership given
its close relevance to high project performance in CAHPs (Alexander et al., 2011). However,
different leadership styles might evoke different mechanisms in CAHP projects than hope
and positive goal dynamics (Nixon et al., 2012). For example, transformational leadership
may improve followers’ work engagement (Katou et al., 2021), while collective leadership
reinforces cohesion and synergy (Mayan et al., 2017). Therefore, future research should
investigate the ingredients of the best possible leadership style(s) on partnership project
workers’ performance. Moreover, future (ideally, longitudinal) research should investigate
the collective effects of various leadership styles and account for the possible individual and
contextual differences at the partnership project/team level.

Apart from cognitive-motivational factors, the qualitative study has also pointed to the
significance of project workers’ emotion regulation skills on relieving other workers’ stress/
fear, facilitating engagement and improving performance. Particularly during difficult times,
such skills can shape a project’s climate, reinforcing project workers’ hope, motivation, well-
being and performance (Bakker and Demerouti, 2017; Foy et al., 2019). Since difficulties arise
in most complex project settings, future studies should examine the impacts of project
workers’ emotion regulation skills on project performance.

This study has a cross-sectional nature and relies on individual self-reflections of leaders
and workers from specific types of German-speaking, cross-sectoral projects. While our
mixed-method research design enables the investigation of several factors influencing the
performance of heterogeneous projects at the individual level, it is subjected to common-
method bias and cannot examine the causality among the variables examined. Despite the
measures taken to limit the concerns of common-method variance and even though the
qualitative data deepen and corroborate the quantitative results, future field studies should
start testing the assumed causality and examining the reported dynamics with objective
performance measures using multi-level analysis (Smith et al., 2021; Marek et al., 2015).

6. Conclusion
This study highlights collaborative project workers’ hope as a significant cognitive-
motivational mediator between collaborative project leadership/sufficient financial project
resources and project performance through reinforcing goal commitment and relieving goal
stress. The results harmonise with Shannon K. Butcher’s (2009: 236) idea about hope: “A
person can do incredible things if he or she has enough hope”. Future research should further
explore the strategies that reinforce collaborative project leadership, financial project
resources and project workers’ hope in increasingly complex partnership project settings,
including the role of their emotion regulation skills on project performance and the causality
among the here examined variables.

References

Alexander, J.A., Hearld, L.R. and Mittler, J. (2011), “Measuring leadership in multisector health care
alliances”, Nonprofit Management and Leadership, Vol. 21 No. 4, pp. 341-361.

Hope, goal-
commitment
and -stress
mediation



Arrieta, M.I., Fisher, L., Shaw, T., Bryan, V., Hudson, A., Hansberry, S., Eastburn, S., Freed, C.R.,
Shelley-Tremblay, S., Hanks, R.S., Washington-Lewis, C., Roussel, L., Dagenais, P.A., Icenogle, M.,
Slagle, M.L., Parker, L.L. and Crook, E. (2017), “Consolidating the academic end of a community-
based participatory research venture to address health disparities”, Journal of Higher Education
Outreach and Engagement, Vol. 21 No. 3, pp. 113-134.

Avey, J.B., Avolio, B.J. and Luthans, F. (2011), “Experimentally analysing the impact of leader
positivity on follower positivity and performance”, The Leadership Quarterly, Vol. 22 No. 2,
pp. 282-294.

Bakker, A.B. and Demerouti, E. (2014), “Job demands-resources theory”, in Cooper, C.L. (Ed.),
Wellbeing: A Complete Reference Guide, Wiley-Blackwell, Chichester, pp. 1-28.

Bakker, A.B. and Demerouti, E. (2017), “Job demands-resources theory: taking stock and looking
forward”, Journal of Occupational Health Psychology, Vol. 22 No. 3, pp. 273-285.

Boone, C.G., Pickett, S.T.A., Bammer, G., Bawa, K., Dunne, J.A., Gordon, I.J., Hart, D., Hellmann, J.,
Miller, A., New, M., Ometto, J.P., Taylor, K., Wendorf, G., Agrawal, A., Bertsch, P., Campbell, C.,
Dodd, P., Janetos, A. and Mallee, H. (2020), “Preparing interdisciplinary leadership for a
sustainable future”, Sustainability Science, Vol. 15 No. 6, pp. 1723-1733.

Braun, V. and Clarke, V. (2006), “Using thematic analysis in psychology”, Qualitative Research in
Psychology, Vol. 3 No. 2, pp. 77-101.

Butcher, S.K. (2009), Burning Alive, Penguin Group, New York, NY.

Clements, A.J. and Kamau, C. (2018), “Understanding students’ motivation towards proactive career
behaviours through goal-setting theory and the job demands–resources model”, Studies in
Higher Education, Vol. 43 No. 12, pp. 2279-2293.

Coates, D. and Mickan, S. (2020), “Challenges and enablers of the embedded researcher model”, Journal
of Health Organization and Management, Vol. 34 No. 7, pp. 743-764.

Cramm, J.M., Strating, M.M. and Nieboer, A.P. (2011), “Development and validation of a short version
of the partnership self-assessment tool (PSAT) among professionals in Dutch disease-
management partnerships”, BMC Research Notes, Vol. 4, p. 224.

Diamantidis, A.D. and Chatzoglou, P. (2019), “Factors affecting employee performance: an empirical
approach”, International Journal of Productivity and Performance Management, Vol. 68 No. 1,
pp. 171-193.

Drahota, A., Meza, R.D., Brikho, B., Naaf, M., Estabillo, J.A., Gomez, E.D., Vejnoska, S.F., Dufek, S.,
Stahmer, A.C. and Aarons, G.A. (2016), “Community-academic partnerships: a systematic
review of the state of the literature and recommendations for future research”, The Milbank
Quarterly, Vol. 94 No. 1, pp. 163-214.

Fetters, M.D., Curry, L.A. and Creswell, J.W. (2013), “Achieving integration in mixed methods designs-
principles and practices”, Health Services Research, Vol. 48, 6 Pt 2, pp. 2134-2156.

Foy, T., Dwyer, R.J., Nafarrete, R., Hammoud, M.S.S. and Rockett, P. (2019), “Managing job
performance, social support and work-life conflict to reduce workplace stress”, International
Journal of Productivity and Performance Management, Vol. 68 No. 6, pp. 1018-1041.

Gallagher, M. and Lopez, S.J.W. (Eds) (2018), The Oxford Handbook of Hope, Oxford Handbooks,
Oxford University Press, New York, NY.

Gioia, D.A., Corley, K.G. and Hamilton, A.L. (2012), “Seeking qualitative rigor in inductive research”,
Organizational Research Methods, Vol. 16 No. 1, pp. 15-31.

Gredig, D., Heinsch, M., Amez-Droz, P., H€uttemann, M., Rotzetter, F. and Sommerfeld, P. (2021),
“Collaborative research and development: a typology of linkages between researchers and
practitioners”, European Journal of Social Work, Vol. 24 No. 6, pp. 1066-1082.

Grentzelos, C., Caroni, C. and Barranco-Chamorro, I. (2021), “A comparative study of methods to
handle outliers in multivariate data analysis”, Computational and Mathematical Methods, Vol. 3
No. 3, pp. 1-20.

IJPPM



Hollenbeck, J.R. and Klein, H.J. (1987), “Goal commitment and the goal-setting process: problems,
prospects, and proposals for future research”, Journal of Applied Psychology, Vol. 72 No. 2,
pp. 212-220.

Igel, U., Gausche, R., L€uck, M., Lipek, T., Spielau, U., Garz, M., Kiess, W. and Grande, G. (2018),
“Challenges in doing multi-disciplinary health promotion research in Germany”, Health
Promotion International, Vol. 33 No. 6, pp. 1082-1089.

Katou, A.A., Koupkas, M. and Triantafillidou, E. (2021), “Job demands-resources model,
transformational leadership and organisational performance: a multilevel study”,
International Journal of Productivity and Performance Management, in press. doi: 10.1108/
IJPPM-06-2020-0342.

Khosravi, P., Rezvani, A. and Ashkanasy, N.M. (2020), “Emotional intelligence: a preventive strategy
to manage destructive influence of conflict in large scale projects”, International Journal of
Project Management, Vol. 38 No. 1, pp. 36-46.

Klein, H.J., Wesson, M.J., Hollenbeck, J.R., Wright, P.M. and DeShon, R.P. (2001), “The assessment of
goal commitment: a measurement model meta-analysis”, Organizational Behavior and Human
Decision Processes, Vol. 85 No. 1, pp. 32-55.

LeClair, A., Lim, J.J. and Rubin, C. (2018), “Lessons learned from developing and sustaining a
community-research collaborative through translational research”, Journal of Clinical and
Translational Science, Vol. 2 No. 2, pp. 79-85.

Lee, C., Bobko, P., Christopher Earley, P. and Locke, E.A. (1991), “An empirical analysis of a goal
setting questionnaire”, Journal of Organizational Behavior, Vol. 12 No. 6, pp. 467-482.

Locke, E.A. and Latham, G.P. (2006), “New directions in goal-setting theory”, Current Directions in
Psychological Science, Vol. 15 No. 5, pp. 265-268.

Locke, E.A. and Latham, G.P. (2019), “The development of goal setting theory: a half century
retrospective”, Motivation Science, Vol. 5 No. 2, pp. 93-105.

Luthans, F., Avolio, B.J., Avey, J.B. and Norman, S.M. (2007), “Positive psychological capital:
measurement and relationship with performance and satisfaction”, Personnel Psychology,
Vol. 60 No. 3, pp. 541-572.

MacKinnon, D.P., Fairchild, A.J. and Fritz, M.S. (2007), “Mediation analysis”, Annual Review of
Psychology, Vol. 58 No. 1, pp. 593-614.

Marek, L.I., Brock, D.J.P. and Savla, J. (2015), “Evaluating collaboration for effectiveness”, American
Journal of Evaluation, Vol. 36 No. 1, pp. 67-85.

Mayan, M., Lo, S., Oleschuk, M., Paucholo, A. and Laing, D. (2017), “Leadership in community-based
participatory research: individual to collective”, Engaged Scholar Journal: Community-Engaged
Research, Teaching, and Learning, Vol. 2 No. 2, pp. 11-24.

Morse, J.M. (2000), “Determining sample size”, Qualitative Health Research, Vol. 10 No. 1, pp. 3-5.

Neuhann, F. and Barteit, S. (2017), “Lessons learnt from the MAGNET Malawian-German Hospital
Partnership: the German perspective on contributions to patient care and capacity
development”, Globalization and Health, Vol. 13 No. 1, p. 50.

Nixon, P., Harrington, M. and Parker, D. (2012), “Leadership performance is significant to project
success or failure: a critical analysis”, International Journal of Productivity and Performance
Management, Vol. 61 No. 2, pp. 204-216.

Paulhus, D.L., Robins, R.W., Trzesniewski, K.H. and Tracy, J.L. (2004), “Two replicable suppressor
situations in personality research”, Multivariate Behavioral Research, Vol. 39 No. 2, pp. 303-328.

Pleeging, E., van Exel, J. and Burger, M. (2022), “Characterizing hope: an interdisciplinary overview of
the characteristics of hope”, Applied Research in Quality of Life, Vol. 7, pp. 1681-1723.

Podsakoff, P.M., MacKenzie, S.B., Lee, J.-Y. and Podsakoff, N.P. (2003), “Common method biases in
behavioral research: a critical review of the literature and recommended remedies”, Journal of
Applied Psychology, Vol. 88 No. 5, pp. 879-903.

Hope, goal-
commitment
and -stress
mediation

https://doi.org/10.1108/IJPPM-06-2020-0342
https://doi.org/10.1108/IJPPM-06-2020-0342


Putz, P. and Lehner, J. (2002), “Effekte zielorientierter F€uhrungssysteme: entwicklung und Validierung
des Zielvereinbarungsbogens (ZVB)”, Zeitschrift f€ur Arbeits- und Organisationspsychologie,
Vol. 46 No. 1, pp. 22-34.

Rattrie, L.T.B., Kittler, M.G. and Paul, K.I. (2020), “Culture, burnout, and engagement: a meta-analysis
on national cultural values as moderators in JD-R theory”, Applied Psychology, Vol. 69 No. 1,
pp. 176-220.

Schaufeli, W.B. and Taris, T.W. (2014), “A critical review of the job demands-resources model:
implications for improving work and health”, in Bauer, G.F. and H€ammig, O. (Eds), Bridging
Occupational, Organisational and Public Health: A Transdisciplinary Approach, Springer,
Dordrecht, pp. 43-68.

Schreiber, J.B. (2017), “Update to core reporting practices in structural equation modeling”, Research in
Social and Administrative Pharmacy, Vol. 13 No. 3, pp. 634-643.

Scott, R.J. and Boyd, R. (2020), “Determined to succeed: can goal commitment sustain interagency
collaboration?”, Public Policy and Administration. doi: 10.1177/0952076720905002.

Shu, Q. and Wang, Y. (2021), “Collaborative leadership, collective action, and community governance
against public health crises under uncertainty: a case study of the Quanjingwan community in
China”, International Journal of Environmental Research and Public Health, Vol. 18 No. 2, p. 598.

Smith, S.L., Huang, K. and Peng, S. (2021), “Strategic orientation and relationship building among
dyads in complex public management networks: perspectives from state asthma coalitions”,
Administration and Society, Vol. 53 No. 5, pp. 737-759.

Snyder, C.R., Feldman, D.B., Taylor, J.D., Schroeder, L.L. and Adams, V.H. (2000), “The roles of hopeful
thinking in preventing problems and enhancing strengths”, Applied and Preventive Psychology,
Vol. 9 No. 4, pp. 249-269.

Steenkamer, B., Drewes, H., Putters, K., van Oers, H. and Baan, C. (2020), “Reorganising and
integrating public health, health care, social care and wider public services: a theory-based
framework for collaborative adaptive health networks to achieve the triple aim”, Journal of
Health Services Research and Policy, Vol. 25 No. 3, pp. 187-201.

T€uz€un, I.K., Çetin, F. and Basim, H.N. (2018), “Improving job performance through identification and
psychological capital”, International Journal of Productivity and Performance Management,
Vol. 67 No. 1, pp. 155-170.

Vangen, S. and Huxham, C. (2003), “Nurturing collaborative relations”, The Journal of Applied
Behavioral Science, Vol. 39 No. 1, pp. 5-31.

VERBI Software (2021), MAXQDA 2022 [computer software], VERBI Software, Berlin, Germany,
available at: https://maxqda.com.

Weiss, E.S., Anderson, R.M. and Lasker, R.D. (2002), “Making the most of collaboration: exploring the
relationship between partnership synergy and partnership functioning”, Health Education and
Behavior, Vol. 29 No. 6, pp. 683-698.

Wen, F.F., Zhu, J.L., Ye, H.X., Li, L.Y., Ma, Z., Wen, X.X. and Zuo, B. (2021), “Associations between
insecurity and stress among Chinese university students: the mediating effects of hope and
self-efficacy”, Journal of Affective Disorders, Vol. 281 No. 1, pp. 447-453.

Williams, S.J. and Radnor, Z.J. (2022), “Moving from service to sustainable services: a healthcare case
study”, International Journal of Productivity and Performance Management, Vol. 71 No. 4,
pp. 1126-1148.

About the authors
Choiwai Maggie Chak is a cooperative PhD candidate and Research Associate at the FH M€unster
University of Applied Sciences, Germany and the University of Twente, the Netherlands. She
obtained her MSc in Epidemiology at the Ludwig Maximilian University of Munich, Germany. Her
doctoral research focuses on dynamics of effective community-academic health partnerships in
German-speaking countries. Choiwai Maggie Chak is the corresponding author and can be contacted
at: c.w.chak@utwente.nl

IJPPM

https://doi.org/10.1177/0952076720905002
https://maxqda.com
mailto:c.w.chak@utwente.nl


Lara Carminati is an Assistant Professor at the Change Management and Organisational Behaviour
research group, University of Twente, the Netherlands. She obtained her PhD in Management,
Organisational Behaviour at the Surrey Business School, United Kingdom. Her research has been
published in peer-reviewed international outlets such as Qualitative Health Research, Health Policy,
Frontiers in Sociology and Society and Business Review.

Celeste P.M.Wilderom is a Full Professor at the ChangeManagement and Organisational Behaviour
research group, University of Twente, the Netherlands. She obtained her PhD in Organizational
Psychology at the State University of New York, United States. She has been an associate editor of
various international management journals, including British Journal of Management, Academy
ofManagement Executive/Perspectives and Journal of ServiceManagement. She is currently amember of
various editorial boards. Her research pivots on micro-behavioural correlates of effective leader- and
followership, as well as teamwork in various work settings: http://www.utwente.nl/en/bms/cmob.

For instructions on how to order reprints of this article, please visit our website:
www.emeraldgrouppublishing.com/licensing/reprints.htm
Or contact us for further details: permissions@emeraldinsight.com

Hope, goal-
commitment
and -stress
mediation

View publication stats

http://www.utwente.nl/en/bms/cmob
https://www.researchgate.net/publication/361820077

	Hope, goal-commitment and -stress mediating between collaborative leadership, financial resources and performance
	Introduction
	Literature review
	Goal-setting theory
	JD-R theory
	Hypotheses development
	Collaborative project leadership and financial project resources for high project performance
	Mediation of project workers’ hope between collaborative project leadership/financial project resources and project performance
	Mediation of project workers’ goal commitment and -stress between collaborative project leadership/financial project resour ...
	Inconsistent mediation of hope between collaborative project leadership/financial project resources, project workers’ goal  ...
	Mediation of goal-commitment and -stress between project workers’ hope and project performance
	Three-path mediations of collaborative project leadership, financial project resources to project performance via hope, goa ...


	Methodology
	Quantitative study
	Data collection
	Measures
	Project performance
	Project workers’ hope
	Collaborative project leadership
	Financial project resources
	Project goal commitment
	Project goal stress

	Qualitative study
	Data collection
	Quantitative analyses
	Test for common-method variance
	Hypotheses testing

	Qualitative analyses


	Results
	Quantitative findings
	Test of measurement model
	Hypotheses testing

	Qualitative findings
	Research question 1: What challenges did CAHP project workers face?
	Research question 2: how did project workers cope with these challenges to perform well in their projects?


	Discussion
	Research implications
	The significant effects of collaborative project leadership and financial project resources on enhancing workers’ hope and  ...
	The cognitive-motivational mechanism in enhancing CAHP project performance
	Different routes of the two project resources on boosting productivity and performance

	Spill-over effects of workers’ hope on enhancing project productivity and performance
	Theoretical implications
	Practical implications
	Enhancing CAHP workers’ productivity and performance by securing financial project resources
	Reinforcing workers’ hope by staffing hopeful workers, offering hope development training and fostering collaborative proje ...

	Limitations and future research implications

	Conclusion
	References
	About the authors




