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Introduction and Context

Governments of the Republic of India and the People’s Republic of China
have led spectacular economic growth, resulting in improvements in the
living conditions of millions of poor people. Nevertheless, further growth
is essential to bring millions more out of dire poverty. However, the growth
process has not been free from problems. Commercial activities including
business models are often based on short-term objectives of transactional that
is getting things done by payments approach using mass production tech-
nology and cheaper resources. The economic growth processes in these two
giant economies remain largely dependent on energy from cheaper fossil fuels
such as coal, with resultant high greenhouse gas emissions and pollution that
exacerbate climate change and ecological imbalance (OECD, 2013). Thus,
the growth strategies of China and India have drifted away from societal
aspirations including demands on corporate socially responsible behavior and
protection of environment. This ‘strategic drift’ (Johnson et al., 2014) is
visible not only in excessive pollution and emissions but also in the failure
to develop a balanced ecology-technology interface that would allow produc-
tion of goods and services while protecting the environment and conserving
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earth’s resources. However, in both China and India, talented university-
qualified people needed to fuel the development process are migrating to
Western countries for prosperity and a better quality of life.

In the past few decades, the world has seen dramatic changes in general
market dynamics, driven by macro-environmental factors including techno-
logical evolution toward eco-technology, as well as increasing globalization of
business, oil market fluctuations, spectacular corporate scandals, financial
meltdowns (e.g., Greece, Ireland, and Iceland), and the increased risk asso-
ciated with terrorist activities and wars. The changes whether incremental or
quantum are impacting the highly complex infrastructure (engineering)
construction projects. Repeated restructurings have been necessary to adapt
to changes and uncertainties, including pressure from investors to achieve
cost savings. The non-egalitarian societal distribution of wealth from eco-
nomic progress continues. Correction of the strategic drift is long overdue.
However, these developing economies must also perform competitively in
the global market to be able to reduce widespread poverty. India and China
have jointly reiterated that their bilateral partnership on the issue of climate
change is mutually beneficial and globally significant (GOI, 2015). The
challenges to reform are indeed formidable. To progress the correction
process, China has adopted strategies of reducing the size of the coal and
iron industries and expanding the service sector to rehabilitate millions of
displaced workers. India has also embarked upon significant structural
changes (Wang & Yang, 2009). China and India have both taken environ-
mental initiatives such as pollution abatement and water management. To
continue with the process of change, responsibly, the industry must improve
its capacities to deliver the projects with triple bottom line of sustainable
performance in profit, people, and the environment. The chapter provides
generic insights and guidance for practitioners to develop mindset and
capacity for sustainable construction project management (SCPM) for
responsible ways of doing things with cutting-edge knowledge, eco-technol-
ogy, pedagogical behaviors with supporting organizational culture, motiva-
tion for innovative performances, and the capacity to transcend increasing
challenges and to exploit opportunities in global market dynamics. It is
argued that such responsible leadership will result in significantly higher
productivity compared to existing processes. Furthermore, it explores leader-
ship frameworks and the application of transcendent leadership (TL) to
achieve triple bottom line sustainability in profitability, people, and the
environment. Engineers and other professionals (practitioners) provide
bulk of the leadership across the self–others–organization–community conti-
nuum in different roles from junior managers to senior corporate executives.
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This chapter focuses on the evolution of the personal capacities of leaders
across all levels for holistic, well-coordinated strategic performance in SCPM
(Strang & Kunhert, 2009). The success of TL in SCPM requires identifying
and developing healthy, university-educated practitioners who are motivated to
achieve self-development and work with a team of expert members to influence
and guide the transformation to responsible processes. To endure emerging
challenges and opportunities, the practitioners will require holistic growth and
innate empowerment to lead from their ‘being’. They will need to influence
within and across levels to implement effective strategies and develop team
members to become sustainably competitive performers (e.g., Collinson &
Tourish, 2015; Mukerji, 2012; Shenhar, 2004; Seltzer, 2013; OGC, 2005).
Practitioners require capacities to take greater responsibility for their own
continuous development and self-empowerment, to sustain their creative abil-
ities andmasterly facilitation of expert teammembers and external stakeholders.
Teamwork with expert stakeholders in proactive planning and decision-making
is a critical source of experiential learning and education that can be harnessed
to deal with major problems and opportunities arising in SCPM, such as
adapting eco-friendly technology for performance, protection of the environ-
ment, and sustainable competitive advantage.

A significant review of multidisciplinary literature on leadership and profes-
sional spirituality was conducted to develop this chapter’s definitions of ‘trans-
cendental leadership’, ‘professional spirituality’, ‘spiritual humanism’, and other
key concepts. The term ‘ecology’ is used broadly for the branch of science that
holistically deals with the relations of organisms to one another and to their
physical surroundings, and political and engineering movements concerned
with protection of the environment. For China and India, the challenges of
competitive markets and pressures for protection of the environment have
added new dimensions to the rhetoric of sustainable competitive advantage.

Construction Industry and Evolving Project
Management

According to the World Bank, International Monetary Fund reports, and
empirical evidence from the literature, in 2014 the construction industry
contributed 8% of the national GDP in India and 10% in China. The sector
is labor intensive, and a large employer with three broad areas of activities:
(1) engineering construction for infrastructure such as roads, water and
electricity supply, and industrial buildings; (2) residential buildings; and
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(3) non-residential buildings – offices, shopping centers, hotels, and so on. A
number of other sectors are linked to the construction sector including parts
of the manufacturing, trade and finance sectors, and some of the professional
services such as architecture and engineering, The construction sector deli-
vers its products and services mostly by project management systems and
change is a permanent feature of the sector. The sector plays key roles in the
growth of national prosperity and has significant potential to contribute to
protection of environment. There is strong government commitment to
increased sustainable construction productivity amid rising urbanization.

Both China and India have ancient cultures, and their populations comprise
virtually all major religions. China has a longer history of economic growth,
investments in infrastructure, administrative controls, and management efforts
to improve innovation, diversity and zero tolerance on discrimination (Wang&
Yang, 2009). In contrast, India is the world’s largest democracy in which
infrastructure is developing and the old economy is gradually transforming
and becoming growth oriented. Compared to China, India has a younger
population, English is virtually the second language, and the country is histori-
cally closer to Western culture. Although leadership emphasis and styles vary
between individuals, organizations, and cultures, similarities in the strategies
and values have enabled the two countries to recently sign a joint statement on
climate change (GOI, 2015) leading to collaborations on ecological improve-
ments. Despite political and other hurdles, since 1980 both countries have taken
joint steps to overcome political differences and establish favorable relations for
growing economic and strategic ties (Wiki, 2016b). The question now is how to
transform the pattern of balanced economic development in China and India?
How are they going to holistically reform attitudes on development from the
‘pollute first, treat pollution later’ type of approach to responsible production, to
sustainable innovation in industrial systems for growth (e.g., human capital and
technology) and create regulations to foster sustainable triple bottom line
development? New flexible and effective custom-made performance models
are essential to improve different sectors of both of the giant developing
economies. National initiatives are underway. China claims a world-class
industrial base that promises to make low-carbon technology more accessible
(Lewis, 2015). There is a high possibility that China’s models for transition can
be replicated for transformation elsewhere in Asia (OECD, 2013). Proper use of
the proposed TL frameworks integrated with ethical/moral values for respon-
sible economic growthwill significantly reform the process of change. Ecological
orientation and emphasis on system-like interdependencies between environ-
ment, organism, and behavior are important (Toor & Ofori, 2008). This
perspective is important for developing effective pedagogical behavior, with
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the cooperation of organizational specialists, to support the complex SCPM
process (Schmidt, 2009; Willems, 1974).

Eco-technics ‘95, the International Symposium on Ecological Engineering
in Sweden, defined ‘eco-technics’ as a method of designing future industry
and societies by ecological engineering within ecological frames (Guterstam,
1996). Eco-technology (Wiki, 2016a), also known as clean-tech, green-tech,
and environmental-tech, eco-friendly technology can help preserve the envir-
onment through responsible energy efficiency and restraining harmful waste
economy. The proposed TL is an applied science that seeks to fulfill eco-
nomic and human needs with minimal ecological disruption by harnessing
and manipulating natural forces to leverage their beneficial effects.
Sustainable development requires implementation of environment-friendly
technologies that are efficiently and effectively adapted to local conditions
(Rogers, 2011; Srivastava, 2015). TL emphasizes approaching a problem
from a holistic responsible point of view proactively if possible. It facilitates
responsible economic performance in responsible ways including:

• Creating leadership cpacities to select eco-responsible processes and
responsible use of materials and energy sources

• Control of impacts on ecosystems
• Development and permanent improvement of cleaner processes and

products
• Eco-marketing
• Introduction of environmental management systems in the production

and services sectors
• Development of activities for increasing awareness of the need for envir-

onmental protection and promotion of sustainable development by the
general public

Expertise in eco-technology and pedagogical behaviors for holistic SCPM
leadership create not only capacities for game-changing performance for
sustainable competitive advantage but may also make performers eligible
for Asian state and countries rewards for non-polluters. The planning,
organization, and teamwork required to develop effective and efficient eco-
technology interfacing should come naturally to TL practitioners because the
leaders and the organization will share fundamental values and assumptions;
each aspires to contribute more and the organization to support. Engineering
construction projects involve unique, one-time initiatives. With high
demand for growth and innovation, the importance of project management
is on the rise (Shenhar & Dvir, 2007; Hallgren & Wilson, 2008) and
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engineering projects provide a valuable backdrop to explore holistic project
management. The foregoing discussions create the basis for evolution of
leadership frameworks for responsible SCPM.

It is generally known that levels of risk and uncertainty in projects are high
and the engineering projects have endemic high rates of failure. Thus
uncertainty and risks are important issues for SCPM, whether the conse-
quences are measured in cost, time, quality, safety, reputation, or other
dimensions of success. There are examples of successful projects, and that a
trend of higher rates of failure is noticed more in government public works
projects. In software projects, the top four factors that contribute to project
success are user involvement, executive management support, clear statement
of requirements, and proper planning (Iman & Siew, 2008). User involve-
ment and executive management support ensure timely intervention to meet
users’ needs and influence the process and progress of a project. A clear
statement of requirements and proactively developing those features reduces
the adverse effects of change. An added benefit of synthesizing critical past
experience with evolving new strategies is that project managers are better
prepared to articulate the needs and priorities of unique engineering projects.

Preparing the project plan is the all-important step for successful engineer-
ing project management life cycle and usually includes a detailed breakdown
and assignment of tasks from beginning to end. Developing a project plan
involves integration of several project management knowledge areas for only
one output the ‘project management plan’. This plan is developed by review-
ing the project charter and outputs from several other processes, such as the
decision-making, communications, and the cost management plan. The pro-
ject management plan is used by many processes, such as plan schedule, and
control risks. A recurring theme in the literatures is project success factors, and
project managers’ competence profiling. This research made use of ‘planning’
artifact for developing project success factors for the new generation leadership
development (Hargrove & Sitkin, 2011; PMBOK, 2013; Lynn, 2000) with
expertise in proactive planning and the closely associated decision-making of
the process in the complex environment of engineering project management.
Experience and learning from the past, combined with an awareness of societal
aspirations, will create an understanding of both the threats and opportunities
for sustainable governance, proactive planning and decision-making all
through project management. In addition, drawing on the author’s ongoing
research into project management, this chapter assumes improvements in
common causes of construction project failures (Mukerji, 2013, 2012) is a
major input to practitioners’ insight and developing abilities not only to reduce
endemic project failures but also to carry the improvements further to higher
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levels of performance for sustainable competitive advantage (e.g., Uhl-Bien,
2006; Thomas &Mengel, 2008; Mukerji, 2013). Moreover, projects are more
likely to fail due to people issues than technical problems. Despite a dearth of
empirically based research on the soft side of project management, major
international project management bodies of knowledge, such as the UK
Office of Government Commerce (OGC, 2005) and the Project
Management Institute (PMBOK, 2013), posit that project failures signifi-
cantly relate to leadership problems. This is consistent with the work of
scholars (e.g., Scott-Young & Samson, 2008; Bellis, 2003), who have found
the following key reasons for project failures:

1. Ineffective decision-making in managing changes
2. Project schedules with unachievable delivery dates
3. Excessive ‘scope creep’
4. Ineffective coordination with subcontractors and suppliers
5. Ineffective control and communication over progress, and concealment of

project status until it is too late

The findings of a recent mixed methods study on the ‘common causes of
project failure’ (Mukerji, 2012) validate the above studies and also suggest
practical leadership behaviors, such as proactive decision-making, to effec-
tively deal with the causes of project failure. The research also found that a
‘structured regular review mechanism’ for updating decisions regularly is
important for continued effectiveness. On the issue of leadership in proactive
decision-making practices in India, the KPMG (2009) survey highlighted the
following noteworthy implications for corporate governance:

• Requirement for principle-based standards of governance
• Corporate social responsibility – requiring consideration of the interests of

society, e.g., all stakeholders, colleagues, the organization, and the leader’s self
• Responsibilities for triple bottom line sustainability in (1) profitability, (2)

people, and (3) the environment

The KPMG India report emphasized the importance of inherent Indian
leadership values in the strategies and behaviors relevant to the foregoing
discussion on project failures. As the nature of practitioners’ challenges and
opportunities is becoming more complex, it is interesting to investigate how
leaders should synthesize proven best practices for emerging eco-technology
performance. Instead of the general ‘reactive’ approach in leadership, the
KPMG report made clear the need for adopting ‘proactive’ leadership
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strategies, for example, in decision-making, to prevent problems occurring, as
well as pedagogical behaviors to beneficially alter leaders’ attitudes. Thus,
proactive leaders will develop capacities to see the big picture and anticipate
problems; become more organized and connected with their team for seeking
advice and help; and develop relationships, mutual loyalty, and an integrity-
filled attitude leading to trusting relationships, which are critical in the
emerging new environment (Crossley, Cooper, & Wernsing, 2013; Pinto,
Slevin, & English, 2009; Thomas & Mengel, 2008).

Established patterns of education and training programs (e.g., attending
seminars, short executive development programs, etc.) have met with, at best,
limited success with respect to integrative thinking. Almost no current theory
incorporates individual differences in practitioners’ characteristics and leader-
ship styles (e.g., aligning, harmonizing, and achieving perfect equilibrium) for
sustainable teamwork. Developmental assignments for practitioners appear to
be a faulty assumption as means of preparing them adequately for the intended
leadership capacities (Dragoni et al., 2009, p. 732). In reality, twenty-first-
century practitioners must manage their own attitude and performance to
sustain their motivation and grow their capacity for holistic innovative and
sustainable personal performance, and at the same time lead teams and
collaborate with others to help them achieve high productivity in their job
and social relationships (Drucker, 2005; Watson, 2001; Avolio & Gardner,
2005). Leaders are facing increasing challenges and anxiety at work and in their
personal lives and overall satisfaction in both are essential. Together they
provide the stable reinforcing base on which leaders perform complex endea-
vors effectively and efficiently (Campbell, 2007; Quatro, Waldman, & Galvin,
2007; Watson, 2001). The TL growth process needs to be underpinned by
learning–education–training, and an organizational culture that supports the
‘leader’ and ‘leadership’ process equitably in critical areas such as rational
aspirations in life, break-through performance at work, competitive edge and
protection of the environment (Nelson, Poms, & Wolf, 2012; Hargrove &
Sitkin, 2011; Toor & Ofori, 2008; Yang, Phelps, & Steensma, 2010; Dragoni,
Tesluk, & Oh, 2009). Commercial competitive advantage and protection of
the environment according to social values are not necessarily contradictory. If
handled properly, sustainable competitive advantage will unleash humans’
ingenuity for highly innovative performance and high productivity.
Practitioners are enthusiastic about necessary changes that will improve their
life satisfaction as well as their long-term security (Snook, Nohria, & Khurana,
2012; Thomas & Mengel, 2008; Toor & Ofori, 2008; Mukerji, 2013). These
insights from this research into the evolving project management and exam-
ination of the project successes factors and causes of failures provide a mosaic
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of factors for organization specialists to develop more effective pedagogical
models for the practitioners.

With TL, construction projects are thus poised to shake off endemic failures
and instead develop capacities to become sustainable and competitive. With
organizational support, leaders’ personal transcendent capacities will naturally
propel their individual psyche to transcend to higher human tendencies when
faced with even apparently insurmountable challenges. However, talented
managers are in short supply in the construction industry, and the field of
construction may not be appealing enough to attract and retain talented
individuals among the new generation of leaders (FMI, 2014). Moreover,
organizations may not have the proper supporting cultures, systems, and
strategies to support the holistic leadership process. It is interesting that in
China and India corporate governance research in the context of emerging
economies has started giving more attention to people issues. Leadership in
adopting eco-technology, coupled with proactive pedagogical behavior, moral/
ethical processes, and the best of organizational values and past practices, are
the dominant factors in the successful evolution of established high-polluting
practices into sustainable competitive advantage in the low-carbon economy.

Strategies for Sustainable Competitiveness

Traditional practitioners often limit themselves by defining what they can or
cannot do. The capacity to transcend these limitations requires a practitioner
to understand and align their leadership attitude toward enduring problems
and opportunities. By raising their level of awareness of self and of their team,
it will become possible to envision new modes of thinking and to make
sustainable decisions about discarding or evolving old technology to embrace
emerging eco-technology, according to situational need (e.g., Crossley,
Cooper, & Wernsing, 2013; Schmidt, 2009). From the author’s ongoing
research and the findings, it is apparent that TL is strategic. Figure 1 illustrates
the strategic new project management approach for responding proactively to
new problems and opportunities in the fast-changing environment.

The figure represents an interrelated system to guide step-by-step SCPM
activities as required for proactive leadership on change initiatives, including

• Designing practical action plans for any problem, idea, or opportunity
• Aligning SCPM objectives with organizational goals, vision, and strategic

intent
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• Clearly communicating SCPM strategies and TL values among the
stakeholders

• Discussing and proactively eliminating project pitfalls

Change initiatives listed on above, when adjusted to situational needs for
projects and market dynamics, will trigger the development of strategic
capacities for SCPM objectives, such as

• Moving teams speedily with updated and clear plans showing who does
what, when, and how

• Improving collaborative working relationships, cooperation, and conflict
management, which increases performance and productivity at project
stages and final delivery

• Delivering on-target goods, services, and projects with sustainable compe-
titive advantage, e.g., responsible economic returns, client satisfaction,
personal life balance of stakeholders, and protection of the environment

With fast-growing knowledge, it is apparent that long-term business success
will depend more on equitable balancing of strategies and business models.
The TL strategic process will facilitate the growth of a new generation of
leaders with holistic leadership capacities (Quatro, Waldman, & Galvin,
2007) allowing leaders and team members to steadily transcend complex
challenges toward sustainable competitive advantage (Hargrove & Sitkin,
2011; Avolio & Gardner, 2005; KPMG, 2009). The key driving forces
behind this include

Revisit strategy

Anticipate implementation problems

Defining
the

project

Creating
SCPM

strategy

Sustainable
leadership

for
Planning,
decision-
making,

Teamwork

Implementing
strategy

Regular
reviews and
learning for
sustainable
competitive
advantage

Fig. 1 Strategic project management: sustainable competitive advantage
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• Growing awareness among policymakers, educators, and the general pub-
lic of the need for responsible corporate leadership (Pless, Maak, & Stahl,
2011) and organizational learning/education schema to support it

• Insights from experiential learning and actions of leaders in construction
project management into holistic performance and the capacities for reduc-
tion of project failures and evolution to sustainable competitive advantage

• Proactive behaviors of leaders in planning, teamwork, and decision-mak-
ing when dealing with major problems

• TL incorporating selected aspects of transactional, transformational, and
transcendent groups of leadership theories for SCPM knowledge and
wisdom for strategies, ethics/moral, societal relationships, learning and
education, professional spirituality, and so on in TL context

TL across levels (i.e., of leader’s self–others–organization–community) is
impacted upon by the strategic project management. TL practitioners play
the critical integrative roles at all levels. The TL group of theories provides
flexible frameworks for self-enhancement or leadership of self enriched with
higher levels of self-awareness, which in turn will lead to effective and
efficient character-based ethics/moral and knowledge configuration for capa-
cities for efficacy to transcend challenges for sustainable outcomes (Nelson,
Poms, & Wolf, 2012). Figure 2 presents the concept of across levels and how
TL forms the core of the leadership processes (Crossan & Mazutis, 2008):

The TL framework has been developed in response to the unprece-
dented challenges from the dynamic congruence and configuration of
strategies and driving forces examined earlier. SCPM adopts a flexible
structured approach including knowledge configuration for its multidis-
ciplinary systems. At the 21st Session of the Conference of Parties (UNO
COP21, 2015) participating in the UN Convention on Climate Change,
world leaders delivered an agreement aimed at stabilizing the climate and
avoiding the worst impacts of climate change. This triggered the arrival of
the ‘low-carbon’ global economy and new technologies. The TL process
with its built-in continuous learning and education component and
flexible leadership expertise fits in very well with the leadership capacity
needs of emerging challenges and opportunities from holistic eco-technol-
ogy and low-carbon economy. TL facilitates transcendence in leaders’
capacities with the required new values, strategies, and a higher con-
sciousness, leading to game-changing innovative performance in produc-
tion and protection of the environment (Mirvis, 2008). The regular
review mechanism and inherent transparency structured into the deci-
sion-making process means the dynamic leadership process can be trusted,
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increasing the chance of projects being considered for new investments
from the potential trillions of dollars every year pouring into the growing
economies such as China and India (UNO COP21, 2015).

Practitioners are enthusiastic about having more responsibility for their
personal and team success. They welcome a practical leadership framework,
and theories and meaningful organizational learning and education to sup-
port enhancement of their leadership abilities (Mukerji, 2012, 2013). TL
seems to fulfill this need of Chinese and Indian leaders.

Learning for Innovative Performance:
Socio-Cognitive Model

From synthesis of the SCPM context and the TL concept and process
explored in foregoing sections, the need for a new paradigm of proactive
leadership appears essential. Broadly, SCPM leadership capacities are

Leadership
of external stakeholders

Leadership
of organization

Leadership
of self

Leadership
of others

Transcendent
leadership

Fig. 2 Transcendent leadership concept
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underpinned by six major categories of knowledge: business, technology,
strategies, social relationships, professional spirituality, and a leader’s indivi-
dual leadership style, which could be stimulated by carefully structured
organizational learning and education programs. In most instances, leader-
ship knowledge is actually transferred, absorbed, and put into practice on an
individual level (Antons & Piller, 2015). This could be significantly empow-
ered by motivations for experiential learning from all possible sources, such as
observation of how expert stakeholders reflect and articulate key problem
dimensions, and analyses of data for proactive decision-making in the con-
text of overall project objectives. TL is holistic, going beyond the theories to
innovative interfacing performances with decisions to endure emerging pro-
blems and opportunities. The process is concerned not just with ‘knowing’
about things, but also with evolving the leader’s experience of ‘self’ awareness
and the world in which they work and live (Smith, 2012). Learning and
education is thus more than simply gaining new knowledge. It also includes
creating innovative abilities through experiences and applications that arise
from the congruence and configuration of drivers, skill level, and individual
leadership styles. Figure 3 illustrates the leadership learning and education
process through a partial socio-cognitive model (Pless, Maak, & Stahl, 2011;
Jacobs & Klerk, 2007).

The learning and education model (Fig. 3) is based on the work of scholars
(e.g., Jacobs & Klerk, 2007; Doh, 2011). The key features of the model
include exploring useful feedback from past experience and ‘feed-forward’
data for the leader and others (e.g., stakeholders), proactive inferences and
behaviors based on the SCPM context and process, as well as the leader’s
individual goals and shared responsibilities. These expectations are founded
on the assumption that practitioners are healthy experts who are motivated to
learn how to evolve towards their potential best transcendental capacities and
rational thinking entities trying to make sense of their social surroundings.
This implies that individual team managers will be proactive in receiving,
processing, and using information to resolve problems. The model with
supporting organizational culture enables proactive decision-making and
encourages practitioners with higher expertise to help others with fewer
abilities for overall team success (Pless, Maak, & Stahl, 2011; Jacobs &
Klerk, 2007). Literature on social and non-social cognition suggests that
individuals can learn, store, process, and recall information in a schematic
form for sustainable growth and for making innovative decisions based on
individual and group attributes (Treville & Antonakis, 2006). This chapter
refers to this ability as a part of the ‘transcendent’ condition. From the
organizational system designer’s perspective, a socio-cognitive model assists
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in the design of computer-supported infrastructure that could better address
general issues encountered by distributed collectives, and the specific needs of
different groups. The process requires recruitment and deployment of
healthy, motivated and talented practitioners.

Leadership capacities for ‘reflection’ and ‘action’ permeate one another to
create indivisible, synchronized, and continuous integration of performance.
The process stimulates a conscious attempt to grow practitioners’ capacities
for effectiveness and innovation in performance, enabling leaders to respond

L&E ADAPTATION FOR SCPM LEADER & LEADERSHIP DEVELOPMENT

Perceived
skills

Challenges

Proactive behaviours:
Decision-making

Evaluation

Past experience (Feedback)

1. Past DM processes &
outcomes

2. Emerging needs, and
3. Experiential learning

Review

Learning schema (Feed-forward)
Learning and education underpinning
strategies and courses: leadership learning
theories; SCPM values & strategies and
processes; teamwork; ethics; work-life
balance; quality of life

Responsible leadership
competencies:

1. Responsible mindset;
2. Socio-demographics
2. Experience (maturity)
3. Learning-to-learn
4. Teamwork for
    Participative D-M
5. Leadership
6. Flexibility
7. Shared responsibilities

Legend
Decision-Making: D-M
Organizational learning and
education: L&E

Quality management
1. Innovative
2. Competitive
3. Risk mgmt
4. Mutual trust
    and respect
6. Cooperation
7. Renewals

Rejection

Adoption

Cognitive

Affective

Behavioural

Fig. 3 Synthesis of key findings for conceptual socio-cognitive learning model
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proactively to the challenges of dynamic environments. By integrating indi-
vidual and team learning, the pedagogical package can be developed to build
individual and stakeholders’ capacities to reflect, share experiences, commu-
nicate, and coordinate actions, leading to higher organizational maturity.
Moreover, a leader’s personal development should include character-based
ethics and values, which make major differences in building trusting relation-
ships, and in the quality of performance (Hargrove & Sitkin, 2011; Strang &
Kunhert, 2009). Furthermore, it is well known that recognition by peers of
creative ideas and contributions of individual team members is one of the key
aspects of collaborative teamwork. TL will create practitioners’ capacities
humbleness, confidence, and capacity of appreciation (Nicolas, 2004; Doloi,
2007; Hain et al., 2014). This adds to the value of organizational learning
facilities to help practitioners to grow for holistic leadership.

Transcendent Leadership: Cross-Cultural Validity

Immanuel Kant (1712–1804) and Ralph Waldo Emerson (1803–1882) are
considered leading transcendentalists in modern philosophy. Kant was appar-
ently the first important German philosopher to have acquaintance with
ancient Indian Vedanta philosophy. Emerson’s writings reflected the influence
of Eastern religions, but he also developed ideas from Western tradition and
the works of Plato, Plotinus, and Aristotle. From Western and Islamic per-
spectives (e.g., Kluger, 2004; Razavi, 1997), the terms ‘transcendental’ (adjec-
tive) and ‘transcendence’ (noun) convey the literal meaning (from Latin) of
going beyond, albeit with varying connotations in different historical and
cultural stages for self-transcendence. Empirical data from scholars’ work (e.
g., Crossley, Cooper, & Wernsing, 2013; Crossan, Vera, & Nanjad, 2008;
Dane & Pratt, 2007; Csikszentmihalyi, 2002) supports the applicability of TL
in cross-cultural platforms and the ‘leadership of self’ as an integral component
across levels. Spiritually, the ‘transcendent state’ reflects the highest level of
consciousness of a healthy individual. With professional upbringing and
motivation, an individual’s mindset will evolve through sustained cultivation
of professional spiritual practices. This includes meditations and carefully
monitoring one’s own mind, freeing it from petty selfishness in favor of
constructive thoughts and words, result-oriented actions, critical thinking,
and learning from reflections on self and others. From the creativity perspec-
tive, in the ultimate transcendent state, it is expected the practitioner will be
fully relaxed and will have the capacity to call up all relevant experiences one
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has had as an individual point of consciousness. The transcendent state seems
to allow interpretation of new problems in the context of total experience, and
interaction with team members to make use of the collective consciousness to
make the best decisions for creative change. It is within this transcendental
aspect of mindset one can proactively understand the objectives and purpose of
life and work (e.g., Felder & Silverman, 1988; Puccio, Mance, & Murdock,
2011; Crossly, Cooper, & Wernsing, 2013). The truly transcendent state is
rare. However, even above average progress results in significant growth in an
individual’s performance and ability to transcend increasing problems, max-
imize opportunities, and achieve bliss, happiness and the capacity for renewal.
TL respects ‘self-interest’ but enables the leader to transcend narrow selfishness
to higher levels and direct thoughts to moral and ethical aspects for the greater
good of everybody, including the ‘self’ and the planet. Another key impact of
TL is that it creates a high level of trust in the leader, which improves the
leader’s effectiveness and efficiency in facilitating team members to transcend
excessive self-interest and ‘marketing self’ attitudes, and to garner commitment
to progress toward a joint vision and triple bottom line sustainability (Pinto,
Slevin, & English, 2009).

The challenges and opportunities inherent in SCPM, and the emphasis on
pedagogical behaviors for the evolution of TL capacities, have far-reaching
benefits. Nevertheless, facing highly challenging tasks without the required
preparation may result in a waste of material and leadership resources, and
dysfunctional stress and anxiety. It is important to find a balance between
challenge level and perceived skill level. To facilitate performance at their
sustainable best, leaders need challenges that are significant and interesting,
but they also need well-developed knowledge and competencies, as well as a
supportive organizational culture, to achieve the right level of performance
(Seltzer, 2013). Thus, the ‘transcendent leader’ is strategic, interacting con-
structively with people from diverse cultures and leading within and across
levels (Crossan, Vera, & Nanjad, 2008; Dane & Pratt, 2007). TL practitioners
take greater responsibility to cultivate relationships and learning in the spirit of
righteousness, morality, and caring for the self, others, and the environment.
From the essence of the work of scholars, it appears ‘professional spirituality’, at
the very minimum, is the subtle and not easily specifiable awareness that
surrounds virtually everything, enabling practitioners to transcend petty self-
interest. There is spirituality in nature, in art, in the bonds of love and fellow-
feeling that hold a community together, and in the reverence for life and nature
that appears to be the key to many philosophies as well as religions. Hence, as it
relates to this research, professional spirituality is an expanded form of the self
that is devoid of ‘selfishness’. The ‘spiritual humanists’ are concerned with
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fusing traditional religious behaviors onto the foundation of scientific humanist
inquiry for the well-being of self and others and are committed to diversity,
ecology, and respect for those with differing yet humane views (Tanyi, 2002).
The terms professional spirituality and spiritual humanism in this chapter
embrace this broad understanding and the ethical culture for SCPM leaders.
Moreover, transcendent leaders connect proactively with future trends by
looking past the inner drive that anchors personal behavior to ego-centric
limitations. They focus on how an organization can move beyond just meeting
its narrow economic goals and evolve, through ethical and moral leadership, to
higher holistic performance for economic prosperity, responsible use of
resources, protection of environment, quality of life, and so on, for sustainable
competitive advantage. The process strengthens social relationships between the
project manager (leader) and expert team members, raising one another to
higher levels of performance, greater motivation, morality, and consciousness,
reflecting the essence of spiritual humanism. It adopts professional spiritual
values such as cross-cultural expertise, learning, and education to create sustain-
able optimism and continuous performance improvements. Leaders’ behaviors
and motives make the goals, values, and processes transparent and set exemplary
personal examples for others to follow (Avolio & Gardner, 2005). From
watching large number of companies trying to transform themselves into
significantly better competitors, scholars (Kotter, 1995; Swift & Nodine,
2013) postulate that people spend most of their work time on the job in
doing things and only a small fraction of that in formal training. It is obvious
that most of the learning for change must occur while they are on the job.

The TL collaborative process promotes problem solving by ‘reflection’
within (at the solo and subgroup levels), and observing other members’
reflections, which serve as insights and motivations for experiential learning
and transcending to higher levels of introspection, innovation, and produc-
tivity. The core elements of TL are geared toward sustained creation of new
knowledge for innovative capacities in (1) secular economic and manage-
ment competencies; (2) underlying leadership across levels; (3) professional
spirituality to infuse higher self-awareness and strengthen leaders’ moral
(ethical) values; (4) cooperation and coordination amongst an organization’s
managers and external stakeholders; and (5) masterly facilitation of expert
team members for proactive decision-making.

The connection with professional spirituality appears to bring integration of
economic knowledge and expertise with faith, hope, peace, care of the environ-
ment, and empowerment as required. The results are responsible holistic perfor-
mance combined with joy, forgiveness of self and others, awareness and
acceptance of hardships and mortality, a heightened sense of physical and
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emotional well-being, and the ability to transcend beyond the infirmities of
existence (Tanyi, 2002). Thus ‘spirituality’ is a more practical and broader
concept than religion. Researchers often endorse the notion of a supreme guiding
force and interconnectedness as fundamental components of professional spiri-
tuality, including abilities to counter aberrations such as greed, selfishness, ego,
and prejudice (Burkhardt, 1989; Tanyi, 2002). The following ‘leadership’ defi-
nitions incorporate empirical evidence and the spiritual dimensions more fully
and provide alternatives for practitioners’ development of personal styles of TL in
the context examined in foregoing sections (Drucker, 2005; Snook, Nohria, &
Khurana, 2012; Doh, 2011; Campbell, 2007; Doyle & Smith, 1999).

(a) ‘Leadership’ is the ability to influence and masterly facilitate healthy and
expert team members, without force, into a particular direction, e.g.,
proactive decision-making that leaves them still feeling empowered and
accomplished. TL provides a holistic vision and motivation, with under-
standing of the talents and styles of others, so that they work together
toward the same goal and effectively motivate each other for team success.

(b) A true leader is secure in adapting the TL framework to their own
leadership style that encourages others to tap into their own experience
and ideas and freely contribute to the entire project or company.

(c) TL involves three critical aspects: (1) listening, inspiring, and empowering by
self with TLmindset in setting the bar for transcendence increasingly toward
individual highest potential level, that is, ‘transcendent’ state and then
organizational supports for sustainable evolution of great performance and
results; (2) knowing when to be in front to lead and guide a team, and when
to step back and let others take the lead to fuel aspirations for self-develop-
ment, innovative performance, and the chances to shine; (3) many people
view management as leadership. It’s not. TL improves social relationship
abilities to harmoniously influence, others across multiple levels of practi-
tioners’ roles in lifting others up and working toward a common mission.

Sustainable Project Management System
and Leadership of Self

Figure 4 incorporates the practical perspectives of implementing the insights
and guidance provided in foregoing sections. It presents a partial framework
for the complex organization and practice of the SCPM process, along with
driving forces for sustainable outcomes.
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This chapter has previously identified strategies and means that can
advance leadership to transcendent levels. As discussed the potential out-
comes from project management with such leadership include collaborative
teamwork, work-life balance, collective expertise in eco-technology, sustain-
able growth of economics of production, equitable prosperity, responsible
use of the planet’s resources, elimination of wastage, protection of the
environment, and sustainable competitive advantage. Here the ‘competitive
advantage’ becomes truly holistic and sustainable, drawing on the previously
unused innovative potential of professionally qualified practitioners. The
proposed leadership of ‘self’ framework, though sophisticated, is easy to
understand and includes a flexible modular system that can be adapted by
diligent practitioners according to their individual style of leadership and
situational needs.

Despite growing leadership literature, there is little attention paid to the
critically important element that is the leader’s personal development, or
‘leadership of self’. This chapter contributes to addressing this gap. Building
on the work of scholars (e.g., Crossan, & Mazutis, 2008; Dane & Pratt,
2007; Crossley, Cooper, & Wernsing, 2013; Strang & Kunhert, 2009), this
chapter focuses specifically on the integral element of TL that is leadership of
self. It is leadership of self that integrates the values and capacities examined
in this chapter into the TL framework.

It appears that Confucianism and innate Buddhist values in Chinese
culture continue to motivate people to a pedagogical attitude and spiritual
behaviors in the family and students manifest an interest in self-development
in school and tertiary education. Social values in education contribute to the
country’s drive for economic growth, and students’ individual career needs
provide the psychological base and infrastructure for skill acquisition, hard
work, patience, and perseverance, which have contributed to the strong
economic growth of Confucian societies of China and the East Asian ‘Five
Dragons’: Hong Kong, Japan, Singapore, Korea, and Taiwan (Kyung, 2007;
Hofstede & Bond, 1988). India is the world’s largest democracy, with an
ancient culture, rich spiritual heritage, and traditional practices derived from
scores of incoming new cultures, including the significant impact of the UK,
which is traditionally distinct yet transcending and interwoven in various
ways. The power behind the recent surge in India’s economy appears to have
been the country’s ancient culture, a large education system, and the pressing
need to improve the lot of millions of poor people. For instance, the National
Council of Rural Institutes aims at Human Resource Development and
capacity building education for rural change and contributes to the growth
process as a catalyst organization. It interfaces with rural institutes like Rural
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Universities, Rural Development Institutes, and self-help groups, which can
make lasting difference to the life and living standards of the rural masses
(Prabhath, 2011). The TL framework fit in admirably to the national
cultures and strategies in both China and India, and would provide effec-
tiveness and satisfying experiences in interaction with community
stakeholders.

For an insight on how Indian business leaders drive their organizations to
high performance, the author refers to the record of interviews of senior
executives of 98 of the largest India-based companies, including Infosys,
Reliance, Tata, Mahindra & Mahindra, Aventis Pharma, and others. In
conversations with the leaders, a picture emerged of a distinctive Indian
model of leadership. None of the people interviewed suggested that their
companies had succeeded because of their own cleverness at strategy or even
because of the efforts of a top team. They did not mention skill in financial
markets, mergers and acquisitions, or deal-making—talents that Western
CEOs often claim underpin their companies’ performance. Almost without
exception, these Indian leaders posit ‘their source of competitive advantage
lay deep inside their companies, in their people’. Pressed to explain, one of
leaders said that he sought enough ‘transparency’ and ‘empowerment’ in the
company and that ‘decisions would be made at the points where the deci-
sions should be made’ – that is, by employees, where the company meets the
client. These companies are growing even faster than India’s red-hot econ-
omy (Cappelli et al., 2010).

The work of scholars (e.g., Crossan & Mazutis, 2008; Dane & Pratt,
2007; Crossly, Cooper, & Wernsing, 2013, etc.) emphasizes the importance
of a leader’s personal attributes similar to those examined for TL is central to
breakthrough performance, for evolution of capacities to transcend endemic
problems, deal with emerging problems and opportunities for economic
competitive advantage, and continue to synthesize eco-technology into sus-
tainable holistic competitive advantage with prosperity for all.

Figure 5 shows the process of sustainable growth of a leader’s capacities in
five key aspects: governance; organization of strategies for integration of
people and processes; eco-technology; leadership processes for planning,
decision-making, and teamwork, underpinned by right learning and educa-
tion, and experience in the TL context; and professional spiritual capacities
that balance a leader’s perseverance for deep consciousness toward optimal
capacities. In this context, the leadership of self is described as the personal
capacity for normatively appropriate conduct to transcend through personal
knowledge–thoughts–words–actions in social relationships, and the promotion
of proactive behaviors including character-based ethics, experiential learning,
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and clear communication for planning, decision-making, high performance,
and so on (Fehr, Yam, & Dang, 2014; Crossan, Vera, & Nanjad, 2008).
However, researchers (e.g., Thomas & Mengel, 2008; Yang, Phelps, &
Steensma, 2010) elucidate that leaders are one element of an interactive
organizational network that is often bigger than the leadership process.
This research recognizes this and suggests the need for greater awareness
among top executives of the essential need for proper supporting culture and
infrastructure for TL success.

Conclusions

Infrastructure (engineering) construction projects are often large, highly
complex, and critically important for communities’ well-being. These pro-
jects suffer high rates of failures in China, India, and elsewhere in terms of
economic measures, satisfying social aspirations and protection of environ-
ment. Based on a significant review of multidisciplinary literature, this
chapter posits that project failures arise from engineering projects’ own
unique sets of issues, including generic elements, such as leadership and
governance; management of stakeholders and teams; planning; risks, deci-
sion-making; communication; and so on. Often it is a complex set of
entwined internal and external problems that cumulatively result in failures.

Governance

Spirituality Organization

Process Eco-Technology

LEARNING

&

EDUCATION

Transcendent leadership context

LEADERSHIP OF ‘SELF’

Fig. 5 Leadership of ‘self’: learning and education
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Engineering projects are unique and practitioners have individualized leader-
ship styles and aspirations. There is no one-size-fits-all solutions to leadership
problems.

This chapter contributes a flexible holistic version of TL framework for
sustainable construction project management. It allows developing the
intrinsic transcendental capacities of healthy, university-educated practi-
tioners, with the support of organizational learning and education, and
insights and guidance for them in the chapter to adapt their individual
leadership styles for TL processes. The literature endorses the TL process as
a way to stimulate practitioners’ masterly facilitation of expert internal and
external stakeholders, for greater collaboration, proactive planning and deci-
sion-making, innovative performance, motivation, morality, and conscious-
ness not only for reduction of project failures but also to deliver triple bottom
line sustainability in profitability, people, and protection of the environment.

TL and its benefits are not myths. Rather TL represents a strategic weapon
in construction projects of the future and thus contributes to the transforma-
tion of economies in India and China, and potentially Asia. Implementing
TL requires commitment of the top management, development of suppor-
tive organizational culture and a pedagogical framework, as well as rewards
for talented practitioners.
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