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:Abstract 
Along with random samples from the Middle East, the study looked at how the interpersonal abilities of the manager affected the success of the SEVEN-Exit 15 Entertainment project in Saudi Arabia. In order to ascertain how project managers' interpersonal abilities affect project success, this study was directed by three distinct goals.
The study employed a case study design along with a quantitative and qualitative methodology. Data was gathered from a variety of respondents via questionnaires. 
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Introduction:

One of the most important fields that requires a wide variety of skills to ensure project success and the achievement of its key goals is project management. Possessing the required Interpersonal skills are essential for better communication, problem-solving, informed decision-making, and the successful completion of projects. Given the rapid changes and expanding issues in the modern workplace, developing interpersonal skills has become essential for everyone striving for project management excellence. 
So how does one develop these attributes? Workshops, self-study, and courses can enhance a person's general business perspective and systemic thinking skills. Training programs improve emotional intelligence and communication. People can also learn how to manage their time and stress. 
The purpose of this study is to investigate the connection between project management and interpersonal abilities.
In order to increase team productivity and project success, this study aims to explore the relationship between interpersonal skills and project management. The primary objectives will be to identify the core interpersonal skills that project managers should possess and to discuss different strategies and techniques for improving these skills. 
There is no one management style or set of guidelines that are necessary to be a good project manager. Project management is too complicated a discipline to be dominated by one management approach or style. 
Project managers that are successful are skilled at adapting their methods to the situation. We think that our research will increase academic and practical knowledge in the field of project management, as well as assist individuals in strengthening their capacity to complete their projects to the highest standard.
The project's success depends on a number of factors besides the team's performance. A project's success or failure is often determined by its stakeholders, who include senior management, department managers, clients, suppliers, contractors, and others. 
In our research, we highlight the need of communicating and interacting with the project's stakeholders while discussing the differences between project management and project leadership. Project managers need a broad spectrum of influence to succeed in this field. 
Several papers that examine influence and describe how project managers build social capital will be discussed. This management method is used by project managers, and it requires continuous communication with different groups of people. Special attention is paid to the need of leading by example and preserving the crucial relationship with upper management. A crucial element of project success is the importance of securing collaboration in methods that build and maintain trust with others.

Research Problem:
Project success will be impacted by the existing lack of emphasis on interpersonal skills in project management, which is the issue this study attempts to solve. 
The soft skills necessary for success are determined in part by the nature of the problem, the environment, and the available resources. Project management in the construction sector can bring with it a variety of unanticipated challenges. Managing these efforts requires soft skills. Proficient project managers are able to adjust to evolving needs. 
Experience can motivate a project manager's team to complete a project. The problem is in the absence of soft skills among project managers in the construction sector, which lowers the success rates of high-quality projects. The effectiveness of soft skills in contemporary settings and contexts is demonstrated by this study.

The goal of this study was to offer a framework for understanding how soft skills in the construction industry relate to project managers' effective completion rates. Numerous concepts, theories, and participants make up the study framework. These concepts encompass customers, construction management, the project team, and organizational leadership. Research-relevant theories were used to gain an understanding of the connections between soft skills and project outcomes.













Importance of the Research:

In the past, if the project manager just followed the project plan, the project would be completed. Everyone would then hurry forward after the project manager and others worked together to establish a timeframe, gather a team, track progress, and announce the next steps. But now. The project takes longer than expected, there are technological problems, participants grow angry, and they don't get along with one another. Other departments are also unable to fulfill their commitments. The project manager is responsible for reviving the project's momentum. A manager resolves technical problems, speeds up certain processes, resolves disputes when they occur, and strikes the best balance between project scope, budget, and timeline.

Project management seems to be a misleading discipline because the process has an underlying logic. There is a logical development from defining a project scope statement to creating a work breakdown structure (WBS), creating a network, adding resources, finishing a plan, and reaching milestones. But when it comes to actually implementing and completing projects, this logic can quickly unravel. The reality that project managers work in is usually more chaotic, contradictory, and paradoxical. Effective project managers need to be able to deal with the contradictory nature of their profession.

This study looks at how interpersonal skills affect project success, how they relate to improving team member and project performance, and practical ways that people and organizations may invest in and embrace interpersonal competences.










Research Objectives:
The project managers Interpersonal skills are essential for any effective project manager; they are not only "nice-to-haves." These skills help you become both a manager and a leader by improving the technical aspects of project management. Developing these skills can not only make you more productive in your role but also contribute to a more successful and tranquil workplace. The study's components that show how intrapersonal abilities support project success are as follows:

First, Identifying the interpersonal skills that are essential for enhancing performance on both an individual and team level comes first. 

The second is looking at the relationship between interpersonal skills and project results, such as quality, time, and cost. 
Interpersonal: The relationships among project team members are critical to the project's success. You don't have to be friends, but you have to be coworkers and team players. If the project team and stakeholders do not get along well, problems will arise. These interpersonal problems should be brought to the attention of senior management. 

Third, the study seeks to provide practical recommendations for improving people's interpersonal skills, which will increase workplace efficiency. 
Understanding how interpersonal skills impact the formation of strong relationships with clients and other stakeholders is the study's main objective.

By achieving these objectives, the study hopes to give companies and project managers useful information about the importance of investing in the development of interpersonal skills as a tactic for long-term project success.







Research Questions:
This research is shading the light on important aspects to understand the impact of interpersonal skills on project success.
1. What are the project manager’s soft skills affecting the team performance?
2. How do these skills improve the collaboration among the team members?
3. What is the relationship between development of the interpersonal skills and the outcome of the project?
4.How can interpersonal skills influence the relationship and engagement of different stakeholders of a project?
5. What type of strategies can be adopted to improve the soft skills among the project team individuals?














Hypotheses of the research:
First Hypothesis: 
Strong leadership is generally preferable, although it is not always necessary to successfully complete a project. while the project manager only oversees the project plan, as may be the case while constructing a standard apartment complex, well defined projects with no significant surprises necessitate minimal leadership. On the other side, a project with a higher degree of uncertainty requires more leadership. 
One of the traits that makes great project managers so advantageous to a business is their capacity to lead and oversee a project. By doing this, they recognize the need of creating a social network that will allow them to find out what needs to be done and obtain the cooperation needed to do it. 
Second Hypothesis: 
A project manager's ability to engage other groups will be influenced by how successfully he works with one group. Project managers must be able to calm customer concerns, keep the project supported at higher organizational levels, and quickly identify problems that could endanger project activities in order to safeguard the project's integrity and the interests of its participants. 
In order to achieve the project's goals, the project manager must decide what needs to be done within this network of relationships and establish a cooperative network to do so. 
Third Hypothesis: 
Building Trust: The Key to Making Use of Influence Trust is an elusive idea. It is challenging to identify the precise factors that contribute to some project managers being trusted while others are not. It's a prevalent belief that expertise and character determine trust. While character focuses on individual goals (e.g., does he or she want to do the right thing?), competence focuses on the skills necessary to actualize motives (e.g., does he or she know the suitable things to accomplish?).
The significance of character was resurrected in the leadership literature by Stephen Covey's best-selling book, Seven Habits of Highly Effective People. Covey criticized popular management literature, which he called the personality ethic, for focusing on dishonest strategies and flimsy interpersonal skills. He argues that highly productive individuals are built on a solid foundation of personal values and principles, including respect, justice, service, dignity, and the pursuit of truth. 


Fourth Hypothesis: 
Characteristics of a Successful Project Manager Project management seems to be a misleading discipline because the process has an underlying logic. There is a logical development from defining a project scope statement to creating a work breakdown structure (WBS), creating a network, adding resources, finishing a plan, and reaching milestones. But when it comes to actually implementing and completing projects, this logic can quickly unravel. The reality that project managers work in is usually more chaotic, contradictory, and paradoxical. Effective project managers need to be able to deal with the contradictory nature of their profession.




















8- Scientific Theory Model Applied in the Research:
A well-supported explanation of a feature of the natural world that has been repeatedly validated by experiment and observation is called a scientific hypothesis. 
1. Theory of Transformational Leadership: The most popular leadership concept since the 1980s has been transformational leadership theory. Commitment, work satisfaction, performance, and other organizational norms and results have all been shown to be significantly impacted by it. Since transformational leadership offers strong support for project teams, organizational environment, culture, employee welfare, and organizational performance, it has been the focus of most leadership study over the last three decades. Transformational leaders provide a thorough explanation of the project's future and promote stakeholder meetings, which ultimately contribute to project success.
2. Emotional Intelligence (EQ) Theory: Emotional intelligence (EQ) is the capacity to identify, assess, and regulate one's own emotions as well as those of others. Although the concept of emotional intelligence (EQ) was first proposed in the 1920s, the public and business community didn't start paying attention to it until Daniel Goleman's book Emotional Intelligence.
3. Conflict Management Theory: Conflict is inevitable in projects, and performance can be enhanced when disagreements are handled well. The success of a project, however, can be gravely threatened by the emergence of dysfunctional conflict, a type of conflict that worsens employee relations and obstructs organizational growth. Because people are not accustomed to working together and have different opinions and values, conflicts may occur in projects that are outsourced. 
To guarantee that disagreements are settled amicably, successful companies invest a great deal of time and energy on establishing the "rules of engagement" beforehand. 
4. Contemporary Project Management Model: The fifth edition of the Guide to the Project Management Body of Knowledge (PMBOK® Guide) and the most recent versions of Microsoft® Project Professional 2013 are examples of contemporary improvements that are combined with tried-and-true project management techniques. 
Extended role definitions, leadership principles, human strengths, agile planning and execution, and modern approaches to quality and communications are just a few of the many tools and insights that are used in modern project management. With more complex versions of core concepts for larger projects and simpler counterparts for smaller ones, modern project management is scalable.
When taken as a whole, these theories provide a comprehensive understanding of the part interpersonal skills play in project success and provide a basis for developing project management techniques that strengthen these competencies.

8.1 Definitions:
Since project management abilities have a significant impact on the performance and success of projects, we will focus on the primary characteristics of an effective project manager:
8.1.1 Managing versus Leading a Project
If the project manager simply followed the project plan, the project would ideally be completed. Everyone would then hurry forward after the project manager and others worked together to establish a timeframe, gather the team, track progress, and declare the next stages. It goes without saying that no one lives in a perfect world and that plans rarely work out. The project takes longer than expected, there are technological problems, participants grow angry, and they don't get along with one another. Other departments are also unable to fulfill their commitments. The project manager's job is to get the project moving again. The manager expedites some activities, resolves technical problems, resolves disputes when they occur, and achieves the ideal balance between project scope, budget, and timeline. 
But often, project managers are responsible for more than just putting out fires and keeping the project on track. They also innovate and adapt to conditions that are always changing. They might have to deviate from the initial plan and make significant adjustments to the project scope and timeline in order to respond to unforeseen risks or opportunities. 
For example, the clients' needs may change midway through the project, requiring significant design changes. Project deadlines may collapse due to new products from competitors. The project team may need to be reorganized if the working relationships among project members worsen.
Ultimately, the project's final results may be very different from what was first planned or expected. Project managers must combine the resources they have been given in order to complete the project on time. At the same time, they need to begin modifying schedules and plans since persistent problems make them unfeasible. In other words, managers want to keep the project going while making the necessary adjustments as it goes along.
According to Kotter (1990), these two distinct duties highlight the distinctions between management and leadership. 
While management is about handling complexity, leadership is about adjusting to change. Good management establishes stability and order through setting goals and plans, establishing procedures and structures, monitoring performance against plans, and taking corrective action when necessary. Being a leader means recognizing and conveying the need to significantly alter the project's direction and operation, enlisting everyone on board, and motivating them to work together to overcome the challenges posed by the change and accomplish the new objectives. 
Strong leadership is generally preferable, although it is not always necessary to successfully complete a project. 
while the project manager only oversees the project plan, as may be the case while constructing a standard apartment complex, well defined projects with no significant surprises necessitate minimal leadership. However, the more uncertainty a project encounters—whether from changing project scope, technical dead ends, or inadequate interpersonal coordination—the more leadership is required. For example, outstanding leadership would be needed for a software development project with continuously changing specs to account for industry changes. 
It takes a special person to excel in both jobs. Some individuals are great visionaries who can inspire others to welcome change. 
while the project manager only oversees the project plan, as may be the case while constructing a standard apartment complex, well defined projects with no significant surprises necessitate minimal leadership. However, the more uncertainty a project encounters—whether from changing project scope, technical dead ends, or inadequate interpersonal coordination—the more leadership is required. For example, outstanding leadership would be needed for a software development project with continuously changing specs to account for industry changes. 
It takes a special person to excel in both jobs. Some individuals are great visionaries who can inspire others to welcome change. By doing this, they come to the realization that they must create a social network that will assist them in determining what they must do and in motivating others to collaborate in order to do it.
8.1.2 Engaging Project Stakeholders
New project managers are eager to supervise their team and implement their own ideas in order to complete their project successfully. They soon learn that the project's success depends on the cooperation of a large number of individuals, many of whom do not directly report to them. During a system integration project, for example, a project manager was surprised at how much time she spent negotiating and working with vendors, consultants, technical specialists, and other functional managers. 
When unskilled project managers do find time to work directly on the project, they far too often adopt a hands-on approach. Instead of being selfish, power-hungry people, they employ this strategy because they are driven to get results. They are irritated by how slowly things proceed, how many people must be brought on board, and how difficult it is to quickly obtain collaboration. Unfortunately, as this annoyance grows, there is a natural urge to exert greater pressure and get more involved in the project. These project managers quickly gain a reputation for "micro managing" and begin to lose sight of their true duty to guide the project.
Some new managers never do get out of this vicious cycle. Others soon learn that influence is not the same as power and that a key component of being a successful project manager is effectively managing a far more complex set of stakeholders. They discover a web of relationships that demand a much greater scope of influence than they thought necessary or even possible.
For example, a large project, such as building a new product, fixing a bridge, or establishing a new information system, will most likely include working in some capacity with multiple groups of stakeholders. First up is the core group of professionals assigned to complete the project. At different times, professionals who work on specific project parts are likely to join this group. Second, there are groups of people within the performing company who are either directly or indirectly involved with the project. The most important is top management, to whom the project manager reports. 
Along with administrative support services like finance, human resources, and so on, there are other managers who provide resources and/or may be in charge of certain project components. Depending on the project type, the most important external group influencing the project's success is the client 
for whom it is meant (see figure 2).
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Figure. 2 (Network of Stakeholders)

Each of these stakeholder groups brings to the project specific standards, objectives, priorities, and areas of expertise. Stakeholders are people and organizations that actively participate in the project or whose interests may be touched by it in a positive or negative way, according to the Project Management Institute (2017). 
The wide-ranging and complex nature of stakeholder relationships sets project management apart from regular management. To be successful, a project manager must understand how stakeholders might affect the project and develop techniques for managing dependencies. The nature of these dependencies is described as follows: 
The project team supervises and completes the assignment. Even though most participants want to do well, they are also preoccupied with their other obligations and how their involvement in the project would help them achieve their goals. Project managers competing for resources and support from higher management is a common occurrence. Often, they must simultaneously share resources and exchange information.
Important support services are provided by administrative support organizations, such as those for human resources, maintenance, information systems, and purchasing agents. At the same time, they impose limitations and requirements on the project, such as the requirement to document spending and provide information in a timely and accurate manner.

Functional managers may have a minor or major influence on the project's success, depending on its structure. In matrix arrangements, they may be responsible for assigning project personnel, handling technical problems, and overseeing the completion of significant project work segments. Even with specialized project teams, functional managers' technical guidance can be beneficial, and internal initiatives may rely on their approval of completed work. The degree to which functional managers want to collaborate is limited. They are concerned with preserving their reputation within the organization as well as minimizing any delays the project might create to their own company.
The organization's top management determines the project's priorities and approves its funding. They choose what constitutes success and how to recognize accomplishments. Typically, major modifications to the budget, scope, and timetable require their consent. Although they have a natural interest in the project's success, they must also think about what's best for the organization as a whole. 
Sponsors of the project: promote it and use their influence to have it approved. They need to be informed of any major developments because the success of the project will determine their reputation. They defend the project when it is threatened and are a valuable ally.

In certain situations, contractors may handle all of the actual work, with the project team only coordinating their input. In other situations, they are in charge of supporting areas of the project's scope. The main project team's work may be impacted by subpar work and timetable errors. Although delivering quality work is what builds contractors' reputations, they also have to balance their contributions with their own profit margins and their obligations to other clients.

Governmental organizations limit the scope of the project. It is necessary to secure permits. Construction must adhere to the code. New drugs must pass a rigorous set of tests set by the U.S. Food and Drug Administration. Safety rules, including those established by the Occupational Safety and Health Administration, must be followed by other products.

Suppliers and vendors supply the resources required to finish the project. Poor quality, shortages, and delays can cause a project to stall.

Depending on the project's nature, other organizations may have a direct or indirect impact. Environmental organizations, for instance, might contest or even halt project work. Governmental organizations may come under pressure from public interest groups. In order to safeguard their interests during a project, clients frequently employ consultants and auditors.

Customers determine the project's scope, and their pleasure is ultimately what determines the project's success. Project managers need to be able to adjust to their clients' shifting needs and requests while also meeting their expectations. Customers' top priority is getting a good deal, which invariably causes friction with the project team. 
The interconnectedness of these partnerships is demonstrated by the fact that a project manager's ability to work with one group will impact his ability to involve other groups. For example, functional managers are likely to be less cooperative if they think upper management is losing interest in the project. However, if the project manager can shield the team from a client's intrusive interference, his standing with the team is likely to improve. The project management structure being used will determine the number and degree of external dependencies that must be included. One advantage of creating a specialized project team is that it reduces interdependence, especially inside the organization, as the project receives the majority of the resources. A functional matrix organization, on the other side, increases dependencies, increasing the project manager's reliance on functional peers for staff and work.
Snapshot from Practic.01 (Gray C. Project Management. The Managerial Process 8ed 2021)
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8.1.3 Influence as Exchange
Successful project management requires a manager to skillfully build a network of cooperative friends. Networks are beneficial partnerships that are usually governed by the law of reciprocity (Grant, 2013; Kaplan, 1984). 
"One good deed deserves another, and likewise one bad deed deserves another" is the core principle. The primary tactic for obtaining cooperation is to provide resources and services to others in exchange for future resources and services. 
A manager must be adept at creating a network of helpful friends in order to manage a project successfully. The law of reciprocity typically governs networks, which are advantageous collaborations (Grant, 2013; Kaplan, 1984). 
The fundamental tenet is "One good deed deserves another, and likewise one bad deed deserves another" Offering resources and services to others in return for future resources and services is the main strategy for gaining their cooperation. 
Table. – 3 Commonly Traded Organizational Currencies
[image: ]
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The following sections provide a more thorough discussion of the same Commonly Traded Organizational Currencies:
Task-Related Currencies
Task-related currencies, which can take many different forms, are based on the project manager's capacity to assist others in completing their duties. The most significant form of this currency is probably the capacity to respond to requests from subordinates for additional time, funds, or labor to complete a project segment. An additional example of this kind of currency is sharing resources with another project manager who is in need. On a more personal level, it can merely mean providing a colleague with practical assistance with a technical problem.
Supporting a colleague's idea or suggestion is another way to use this cash. Since most major action is likely to face some form of opposition, having a "friend in court" can be quite beneficial to the person trying to secure approval for a plan or proposal. 
Another way to describe this money is as extraordinary effort. Responding to an urgent request to complete a design document in two days instead of the usual four days, for example, is likely to elicit gratitude. Finally, trading crucial knowledge that other managers could find useful is another way this money is employed.
Position-Related Currencies
The manager's capacity to elevate others' standing inside their company is the source of position-related currencies. A project manager can accomplish this by assigning a difficult task that will help the individual grow by enhancing her abilities and skills. Strong feelings of thankfulness are naturally produced when you are given the opportunity to prove yourself. Goodwill is created by sharing the praise and drawing attention to the successes and efforts of others from superiors.
Project managers reveal that figuring out how to make these individuals appear good to their superiors is a helpful tactic for winning over professionals in other departments or organizations. A project manager, for instance, collaborated with a subcontractor whose company had a strong commitment to total quality management (TQM). During high-level briefings, the project manager made it a point to highlight how the contractor's quality improvement initiatives helped with cost containment and issue avoidance.
Improving the standing of other employees inside the company is an additional form of acknowledgment. While "bad press" can rapidly cut someone off and make performance tough, "good press" can open up a lot of chances. This currency is also demonstrated by defending someone who has been wrongfully held responsible for project failures, therefore protecting their reputation.
Lastly, exchanging contacts with others is one of the most powerful ways to use this cash. Introducing people to important people and assisting them in growing their own networks inherently fosters gratitude.

Inspiration-Related Currencies
The most potent kind of impact is probably that which is associated with inspiration. The majority of inspiration comes from people's intense desire to change the world and give their life purpose. A project can inspire incredible dedication if an interesting, audacious concept is developed. For instance, the belief that project participants had an opportunity to alter the way people viewed computers was responsible for many of the technological innovations connected to the launch of the first Macintosh computer. An opportunity to achieve something truly well is presented by a different kind of vision. Many people are motivated by the ability to take pride in their work.
Frequently, inspiration comes from the project's very nature. People can feel good about what they are doing and that they are making a difference when they find a cure for a terrible disease, launch a new social program that will help those in need, or just build a bridge that will ease a significant traffic bottleneck. Rather than pressuring individuals to take action, inspiration works like a magnet, drawing them in.
Relationship-Related Currencies
More than completing project tasks, relationship-related currencies focus on improving the relationship with the other person. Building a relationship that goes beyond typical professional limits and into the realm of friendship is the essence of this type of influence. Personal and emotional support is necessary for the development of such relationships. Encouragement, confidence-boosting, and picking others up when they're feeling low all naturally foster goodwill. Another way to use this currency is to make tough circumstances enjoyable and to share a sense of humor. Relationships are also organically strengthened by participating in non-work-related activities like sports and family vacations.
Listening to others is arguably the simplest way to use this currency. According to psychologists, relationships end when people stop listening to one another, and most people have a strong need to be understood. A unique link is also formed between people when they are wise confidants and share personal secrets and goals.
Personal-Related Currencies
Individual needs and a strong sense of self-worth are addressed by personal currencies. Some think that helping people feel important and valuable will inevitably lead to goodwill, and that self-esteem is a fundamental psychological need. By asking for assistance and comments, giving people authority over their work, and letting them feel free to push themselves, a project manager can help a colleague feel more valuable. Sincere thanks for other people's contributions are another example of this type of cash. However, since appreciation is readily diminished when overused, care must be taken while expressing it. In other words, the first thank you is probably more important than the fifty.
In the end, a project manager will only have influence if she can provide something that other people find valuable. Additionally, a project manager needs to be able to acquire and use a variety of influence currencies since she depends on a wide range of people. This will be limited, in part, by the structure and character of the project. A project manager overseeing a committed team, for instance, has a lot more to offer team members than a manager tasked with coordinating the efforts of many specialists from various departments and organizations.
8.1.4 Social Network Building
Mapping Stakeholder Dependencies: Determining which stakeholders are essential to the project's success is the first stage in creating a social network. The following inquiries must be made by the project manager and his principal assistants: 
Whose assistance will we require? 
Whose consent or endorsement will we require? 
Whose resistance would prevent us from completing the project successfully? 
Making a map of these dependencies is useful for many project managers. For instance, a project manager in charge of implementing a new financial software system in her organization recognized the relationships shown in Figure 3. 
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Figure. 3 (Stakeholder Map for Financial Software Installation Project)
Dependencies should always be overestimated rather than underestimated. Project managers who were otherwise gifted and successful have far too frequently been sidetracked by someone whose position or influence they did not expect. Once the stakeholders involved in your project have been identified, it is critical to evaluate their importance. The most important stakeholders are those who have the most influence on and interest in the project; they should receive the most attention. You must specifically "step into their shoes" and consider the project from their point of view by posing the following queries: 
What aspects—goals, values, demands, working styles, and risks—differ between myself and the people I rely on? 
How do these various individuals—supporters, apathetic, and adversaries—feel about the project? 
How do my relationships with the folks I rely on stand right now? 
In comparison to the people I rely on, what are my sources of influence? 
Starting this examination will help you understand what other people value and what currency you might be able to offer as a foundation for a collaborative connection. You start to identify relationships where you have a present debit or no convertible cash as possible trouble spots. You may also predict how other people will feel and react to your choices and actions by assessing their viewpoints and the reasons behind them. In order to choose the best influence strategy and tactics and create win-win solutions, this information is essential.
Management by Wandering Around (MBWA):
After determining who the important actors are, you reach out to them and start establishing a rapport with them. Since managers at Hewlett Packard spend much of their time outside of their offices, establishing this relationship involves an interactive management style known as management by wandering around (MBWA).
Since there is a pattern or goal behind the "wandering," MBWA is a bit misleading. Project managers can stay informed about the true status of the project and foster the collaboration necessary for its success through in-person contacts.
Proficient project managers reach out to important stakeholders to stay updated on progress, foresee possible issues, offer support, and reaffirm the project's goals and vision. They have the ability to step in and settle disputes and avoid deadlocks. To put it simply, they "manage" the project. By remaining informed about several facets of the project, they become the information hub. Their primary function as project manager is further reinforced by the fact that participants look to them for the most up-to-date and thorough information about the project.
Successful project managers also make time to communicate with stakeholders farther away on a regular basis. They maintain communication with top management, vendors, suppliers, and other functional managers. By doing this, they stay acquainted with many parties, establish connections, find opportunities to provide a helping hand, and get insight into the needs and motivations of others. They promote their project's cause and remind others of their commitments. According to Snapshot from Practice 10.2: Managing Expectations, they also influence people's expectations.
By communicating often, they allay people's fears about the initiative, debunk rumors, alert individuals to possible issues, and provide the framework for handling setbacks more skillfully. Unless project managers are proactive in creating a network of support beforehand.
Snapshot from Practic.02 (Gray C. Project Management. The Managerial Process 8ed 2021)
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Building relationships before they are needed is something that seasoned project managers understand. They reach out to the important parties when there are no unresolved concerns or difficulties, and hence no misgivings or suspicions. They inherently participate in response banter and small conversation during these social events. They exchange information, offer consoling advice, and reply to others' appeals for assistance. By doing this, kids build positive relationships that will help them handle more difficult issues in the future.
Managing Upward Relations: 
Studies repeatedly demonstrate that the level of top management support for a project has a significant impact on its success.3. An enough budget, flexibility in responding to unforeseen demands, and a clear communication to other members of the organization about the significance of the project and the necessity of collaboration are all examples of this kind of support.
In addition to being essential for gaining the support of other managers in an organization, visible top management support is also crucial for the project manager's capacity to inspire the project team. A manager's capacity to defend is what most clearly establishes his authority to lead. 
Project managers must effectively advocate for their projects in order to gain the support of their team members. They must be able to persuade upper management to drop irrational demands, supply more resources, and acknowledge team members' achievements. Saying this is easier said than done. 
Although it would seem illogical for a subordinate to "manage" a superior, smart project managers invest a great deal of time and energy on swaying and winning over upper management. Project managers must learn to be adept at influencing superiors and embrace significant variations in viewpoint. 
Perspective differences are a major source of conflict between project managers and senior management. Naturally, project managers focus on what will work best for their project. Their project is the most important thing in the world to them. The priorities of top management ought to be distinct. They care about what's best for the organization as a whole. These two interests will naturally clash from time to time. A project manager might, for instance, vigorously advocate for more workers, only to have their request denied because upper management feels that the other departments cannot afford to cut back. The project manager must acknowledge that senior management will unavoidably have a different perspective on the world, even though regular contact might reduce discrepancies.
It's all about timing. It will be far more difficult to request more funding the day after the third quarter's dismal earnings are announced than it will be to do so four weeks later. Effective project managers choose the best time to win over upper management. To advocate for their cause, they recruit sponsors for their projects. They also understand that the allowances made by upper management are limited. The Lone Ranger analogy is relevant here: make good use of your limited supply of silver bullets.
Lastly, some project managers acknowledge that they overlook the line of command. They act without requesting permission if they are certain that a significant request would be denied by upper management and that their actions will advance the project. They assert that supervisors usually don't argue with success, despite the fact that this is quite dangerous.
Leading by Example
Project managers can use their most effective leadership tool—their own behavior—by adopting a highly visible, interactive management style, which is also crucial for establishing and maintaining cooperative relationships (Kouzes & Posner, 2012; Peters, 1988).
People frequently show a tendency to imitate the actions of those they respect and turn to others for guidance when faced with uncertainty. The actions of a project manager serve as a model for how other team members should approach the project. A project manager can affect how others behave and react to a range of project-related difficulties by modeling certain behaviors.
(For a striking illustration of this, see Snapshot from Practice 10.3: Leading at the Edge.) 
Six aspects of leading by example are discussed as following (also refer to figure – 4):
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Figure. 4 (Leading by Example)


Snapshot from Practic.03 (Leading at the Edge) Gray C. Project Management. The Managerial Process 8ed 2021)
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Priorities: Deeds are more powerful than words. The way that project managers use their time reveals their priorities to subordinates and others. All of a project manager's verbal pledges are likely to be ignored if she asserts that this project is crucial but is later seen as spending more time on other projects. On the other hand, a project manager who spends time observing a 
The relevance of the testers and their work is confirmed by doing critical tests rather than only waiting for a report. Similarly, the questions that project managers ask convey priorities. A project manager might emphasize the significance of customer satisfaction by continually questioning how particular challenges relate to meeting the needs of the client.
Urgency: Project managers can communicate a sense of urgency by their behaviors, and this sense can permeate all aspects of project activities. Strict deadlines, regular status report meetings, and aggressive project-speeding solutions are some ways to communicate this urgency. To keep track of the project's rhythm, the project manager employs these tools as a metronome. 
At the same time, if the project manager's conduct does not change in tandem, these tools will be useless. Project managers must work more quickly themselves if they expect people to work and solve issues more quickly. Their own behavior needs to pick up speed. Their interactions should be more frequent, they should walk and chat faster, they should arrive at work earlier, and they should depart later. Project managers can instill a sense of urgency in others by merely quickening the speed of their regular interactions.
Problem Solving: The way that project managers handle issues sets the standard for how others handle them. Others will be reluctant to share negative news if it is met with verbal abuse.4. Others will try to hide their tracks and shift the blame elsewhere if the project manager is more focused on identifying the guilty party than on how to stop issues from occurring in the future. Others are more likely to take a more proactive approach to problem solving, however, if project managers concentrate more on how they may use a problem as an opportunity or what can be learnt from a mistake. 
Cooperation: Team members' interactions with external parties are influenced by the way project managers behave. When a project manager makes negative comments about the "idiots" in the marketing department, the team as a whole frequently adopts this viewpoint. It is more probable that others will follow suit if project managers establish the standard of showing respect and being attentive to the demands of outsiders.
Standards of Performance: Experienced project managers understand that they must surpass others' expectations of a competent project manager if they wish to see participants surpass project expectations. The caliber of their everyday interactions sets a high bar for project performance. They attend to others' needs promptly, plan and conduct meetings with precision, keep abreast of all the relevant issues, assist in addressing problems effectively, and maintain their position on crucial subjects.
Ethics: The way a project manager handles ethical quandaries during a project will impact how others handle similar situations afterwards. Team members frequently base their decisions on how they believe the project manager would react. 
Project managers send a message to others that this type of behavior is acceptable if they purposefully misrepresent or omit important information from clients or upper management. Project management inevitably leads to a number of ethical conundrums; now would be a good time to get deeper into this subject. 
8.1.5 Ethics and Project Management
Due to the complexity of project management, ethics always entail ambiguous regions of interpretation and judgment. For instance, it is challenging to discern intentional exaggeration of project payoffs from sincere optimism or malicious fabrication of projections from honest errors. Determining whether unmet promises were intentional deception or a suitable reaction to evolving circumstances becomes hard.
Many businesses and professional associations release a code of conduct to help clarify corporate ethics. Advocates contend that these documents are significant, if constrained, initial steps, while cynics view them as merely window dressing. Personal ethics are found at the intersection of one's work, family, education, profession, religious views, and everyday interactions rather than in formal statutes. According to the majority of project managers, they depend on their own personal moral compass, or what one project manager referred to as his "internal compass."
According to a lot of project managers, acting morally is rewarding in and of itself. Your behavior reflects your personal ideals when you act in accordance with your internal compass. According to some, acting morally has two benefits. In addition to being able to sleep at night, you also build a solid and respectable reputation. Such a reputation is crucial to building the trust required to successfully use influence, as will be discussed in the following section.

 







Snapshot from Practic.04 (The Collapse of Arthur Andersen) Gray C. Project Management. The Managerial Process 8ed 2021)
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8.1.6 Building Trust: The Key to Exercising Influence
The absence of trust is a sign of its importance. Consider the difference in a working relationship between mistrusting and trusting the other person. 
The concept of trust is elusive. The reasons why certain project managers are trusted while others are not are difficult to pinpoint in detail. The idea that trust is a function of competence and character is a common one. While competence focuses on the abilities required to actualize motives (e.g., does he or she know the proper things to do?), character focuses on personal motives (e.g., does he or she desire to do the right thing?).
Stephen Covey's best-selling book, Seven Habits of Highly Effective People, revived the importance of character in the leadership literature. Covey attacked popular management literature for emphasizing deceptive tactics and superficial human relations skills, which he called the personality ethic. He contends that a strong sense of personal values and principles, such as respect, justice, service, dignity, and the quest of truth, form the foundation of highly productive people.
Consistency is one of the qualities that set character apart. People are inherently more predictable when they follow a core set of principles since their behavior is in line with these values. Openness is another aspect of character. People are more open to others when they know exactly who they are and what they value. This characteristic gives them the ability to sympathize and the skill to bring disparate individuals together. Lastly, having a feeling of purpose is another trait of character. Characteristic managers are motivated by the greater good in addition to their own goals. What is best for the project and their organization, not for themselves, is their top priority. The respect, loyalty, and trust of others are earned by this readiness to put a greater good ahead of one's own interests.
Trust cannot be built on character alone. Before we can truly trust someone, we must first have faith in their competence (Kanter, 1979). We have all encountered well-meaning bosses that we like but do not trust due to their track record of breaking commitments. We may become friends with these managers, but we don't want to work for or with them. 
Competence manifests itself on several levels. The first is task-related knowledge and abilities, which are demonstrated by the capacity to respond to inquiries, resolve technical issues, and perform exceptionally well in particular types of work. Secondly, interpersonal competence is proven through the ability to listen well, speak clearly, settle disputes, offer support, and so on. Organizational competence comes last.
This entails having the ability to organize productive meetings, establish worthwhile goals, cut down on inefficiencies, and create a social network. Young engineers and other professionals all too frequently have a tendency to overvalue technical or task proficiency. They undervalue the importance of being well-organized. Conversely, veteran professionals appreciate interpersonal and organizational abilities more and understand the significance of management.
One issue that new project managers face is that developing a feeling of competence and character takes time. When put to the test, such as when faced with a difficult decision or a challenging challenge to address, character and competency are frequently displayed. Experienced project managers benefit from a solid reputation and proven track record of accomplishment. Even though a rookie project manager can make a good first impression with the support of reputable sponsors, her actions will eventually determine whether or not she can be trusted.
8.1.7 Qualities of an Effective Project Manager
Since there is an underlying logic to the process, project management appears to be a deceptive discipline. From defining a project scope statement to establishing a work breakdown structure (WBS), building a network, adding resources, completing a plan, and hitting milestones, there is a logical progression. However, this reasoning can soon fall apart when it comes to actually carrying out and finishing initiatives. Project managers frequently deal with a messier, more contradictory, and paradoxical world. The paradoxical character of their work is something that effective project managers must be able to handle. The following is a list of some of those contradictions:
Maintain stability while innovating: Project managers must put out fires, reestablish order, and bring the project back on course. They must simultaneously be creative and create fresh, more effective methods of accomplishing tasks. Innovations disrupt routines and can lead to other disruptions that require attention.
See the big picture while getting their hands dirty: Project managers must have a broad perspective and understand how their project fits into their company's overall strategy. They occasionally have to become quite active with technology and project work. Who will care about the specifics if they don't?
Encourage individuals but stress the team: While preserving teamwork, project managers must inspire, persuade, and lure individual performers. They must take care to treat each team member as a unique individual while still being regarded as fair and consistent in their treatment of them.
Be hands-off/hands-on: Project managers must step in, break deadlocks, fix technical issues, and insist on alternative strategies. They must simultaneously know when it's acceptable to take a backseat and let others do the fighting.
Be flexible but firm: Project managers must be flexible and sensitive to the happenings and results of the project. However, there are moments when they must persevere and hold the line when everyone else wants to give up.
Manage team versus organizational loyalties: It is the responsibility of project managers to create a cohesive team whose members inspire each other to achieve exceptional results. However, they must simultaneously combat the team's intolerance to outside ideas and the excesses of cohesiveness. They must develop allegiances to the parent company as well as the team.
Being a successful project manager does not require a single management approach or set of rules. Project management is too complex a field to be governed by formulas. Effective project managers are adept at changing their approaches depending on the context. 
Sometimes it seems like someone with superhuman abilities is needed to be a good project manager. There are certain fundamental qualities and abilities that can be cultivated to effectively manage a project, even though not everyone possesses these abilities. Eight of these characteristics are as follows: 
Effective communication skills: For a project to be successful, communication is essential. Project managers must be sympathetic listeners and speak the language of many stakeholders.
Systems thinking: Instead of approaching projects in a reductionist manner, project managers need to be able to adopt a holistic approach. A systems approach concentrates on attempting to comprehend how pertinent project components interact collectively to produce project outcomes, as opposed to dissecting a project into discrete parts (budget, planning) and controlling it by comprehending each component. After then, controlling how various components interact rather than the components themselves becomes crucial to success.
Personal integrity: You must be able to lead and manage yourself before you can lead and manage others (Bennis, 1989). Establishing a clear understanding of your identity, values, and appropriate conduct should be your first step. This inner strength gives you the credibility you need to keep other people's trust and the buoyancy to weather the ups and downs of the project life cycle.
Proactivity: Effective project managers act before it's necessary to stop minor issues from becoming bigger ones. Instead of focusing on matters over which they have little control, they try to solve problems within their sphere of influence for the majority of the day. Project managers are not allowed to complain.
High emotional intelligence (EQ): Not everyone is cut out for project management. When things get a little out of control, project managers need to be able to regulate their emotions and react to people in a positive way. To learn more about this trait, see Research Highlight 10.2: Emotional Intelligence.
General business perspective: It is crucial for a manager to have a comprehensive understanding of business principles and how the many functional disciplines interact to contribute to a successful business, as the main responsibility of a project manager is to combine the contributions of various technical and business disciplines.
Effective time management: The most valuable resource for a manager is time. Time management skills and the ability to swiftly rearrange priorities are essential for project managers. To ensure that nobody feels overlooked, they must strike a balance in their interactions.
Optimism: Project managers must have a positive outlook. On a gloomy day, they must be able to discover rays of sunshine and have an optimistic attitude. A project manager's greatest assets are frequently a lighthearted disposition and a decent sense of humor.
[image: ][image: ]Research Highlight 10.2

How does one acquire these qualities, then? One can improve their ability to think in systems and their overall business viewpoint through workshops, self-study, and classes. Communication and emotional intelligence can be enhanced through training programs.
Techniques for managing time and stress can also be taught to people. However, we are not aware of any workshop or magic elixir that can give someone a sense of purpose when they lack one or turn a pessimist into an optimist. These characteristics strike at a person's core essence. Without an innate tendency to exhibit these, it is difficult to cultivate optimism, honesty, and even proactivity.
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Introduction:

In today's fast-paced and constantly evolving business world, interpersonal skills are crucial for project success, as demonstrated by earlier studies that emphasized and clarified their importance in project management.
The subjects covered in the list below include the impact of interpersonal skills in project management, the effect of leadership abilities on project success, and a number of driving competencies that break down the ways in which these attributes impact project success.
Recommendation, evidences and conclusions of these studies form a solid foundation leading to a better and enhanced training and development in the field of the Interpersonal skills.
Previous Studies:
1- Impact of Project Manager’s Interpersonal Leadership Skills on Project Success
Mr. Manazar Hussain Awan, Mr. Kashif Ahmed, Wajid Zulqarnain
https://iiste.org/Journals/index.php/JPID/article/view/19288
2- Importance of Soft Skills in Project Management
https://ijsrm.net/index.php/ijsrm/article/view/850/746
3- Do the Project Manager’s Interpersonal Skills Matter? Impacts of the Project Manager’s Emotional Intelligence, Trustworthiness, and Job Satisfaction on Project Success  
 https://www.mdpi.com/2076-3387/12/4/141
4- How do project managers’ competencies impact project success? A systematic literature review
https://journals.plos.org/plosone/article?id=10.1371/journal.pone.0295417
5- Analysis of The Success of Construction Projects Based on Labor Productivity
Malia Urrahmi1 0F*, Cut Zukhrina Oktaviani1, and Mubarak
https://www.e3s-conferences.org/articles/e3sconf/pdf/2024/06/e3sconf_aisce2023_01002.pdf




Dependent Variables:
Project success defined in the classic criterion from practice as a measure of the immediate performance of a project against its main design parameters—schedule (time), budget (cost), scope, and/or quality.
According to the traditional method, a post-project review evaluates performance by determining whether the project was finished "on time, within budget, and to specification." If all of them fell inside a small tolerance range, the project is considered successful. [10]
Punctuality, or the percentage of tasks you manage to do by the work unit's deadline, is frequently used to describe completing all scope activities on time. A 100% punctuality rate indicates that every assignment you are thinking about has been finished by the work unit's respective deadline.

	Indicator
	Variable

	Competitive Cost
	Y1
	Project Success (Y)

	Quality Sustainability 
	Y2
	

	Punctuality
	Y3
	


Table 1. Dependent Variable





Independent Variables:
Project team performance is not the only factor that determines a project's success. The contributions of senior management, functional managers, clients, vendors, contractors, and others frequently determine whether a project succeeds or fails. 
The paradoxical character of their work is something that effective project managers must be able to handle. The performance and success of the project will be impacted or improved by their interpersonal skills. 




	Indicator
	Variable

	Solving technical problems
	X1.1
	Leadership (X1)

	Serves as peacemaker when tensions rise
	X1.2
	

	Makes appropriate tradeoffs of time, cost, and scope 
	X1.3
	

	build a cooperative network among divergent allies.
	X1.4
	

	Negotiating and working with different stakeholders
	X2.1
	Engaging Project Stakeholders (X2)


	Broader spectrum of influence
	X2.2
	

	Develop methods for managing the dependency
	X2.3
	

	Buffer the team from excessive interference from a client
	X2.4
	

	Sound communication skills
	X2.5
	

	Political savvy
	X2.6
	

	Provide services for others in exchange for future services
	X3.1
	Influence as Exchange (X3)

	Ability to contribute to others’ accomplishing their work.
	X3.2
	

	ability to respond to subordinates’ requests for additional resources
	X3.3
	

	Ability to enhance others’ positions within their organization
	X3.4
	

	Identifying the stakeholders on whom the project depends for success.
	X4.1
	Social Network Building (X4)

	Diagnosing others’ points of view
	X4.2
	

	Initiate contact and begin to build a relationship
	X4.3
	

	Working relationships with upper management
	X4.4
	

	Character ethic
	X5.1
	[bookmark: _Hlk181691208]Building Trust (X5)

	Task related, Interpersonal and organizational Competency
	X5.2
	

	Connecting, exhibiting warmth and concern
	X5.3
	

	Innovate and maintain stability
	X6.1
	Interpersonal Qualities (X6)

	See the big picture while getting their hands dirty
	X6.2
	

	Encourage individuals but stress the team
	X6.3
	

	Be hands-off/hands-on
	X6.4
	

	Be flexible but firm
	X6.5
	

	Effective communication skills
	X6.6
	

	Self-awareness
	X7.1
	Emotional Intelligence (X7)

	Self-regulation
	X7.2
	

	Self-motivation
	X7.3
	

	Empathy
	X7.4
	

	Social skills
	X7.5
	

	Encouraging Functional Conflict
	X8.1
	Conflict Management (X8)

	Managing Dysfunctional Conflict
	X8.2
	

	Reading body language to identify unspoken disagreement
	X8.3
	


Table 2. Independent Variables
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Figure -1. Schematic of variable X and variable Y













Summary of Previous Studies:
In their study of - Impact of Project Manager’s Interpersonal Leadership Skills on Project Success -Manazar Hussain, Mr. Kashif Ahmed and Wajid Zulqarnain where they test hypotheses were tested and all were accepted. The study amply highlights the importance of project mangers’ coordination skills and problem finding, analyzing and solving skills, refer to study no. 1 in the previous studies list.
Dr. Anupama Jena, Swasti Suvasweta Satpathy highlighted in his study titled: Importance of Soft Skills in Project Management Website: www.ijsrm.in ISSN (e): 2321-3418, that hard skills and soft skills
cross over each other in all the stages of project management. All the soft skills that a project manager needs are not one time endeavors but threads applied throughout the project. Since soft skills spread widely through personal and interpersonal attributes, it must be recognized from the simple gesture of day-to-day activities to the complex management activities at workplace. So, to fit the right soft skill at the proper place is the need of the hour.
Another study titled: Do the Project Manager ’s Soft Skills Matter? (by Marcela Castro, André Barcaui and Ronnie Figueiredo) concluded that there is a growing trend toward soft skills and reinforce the need to fill the gap between ‘hardcore’ measures of project success and its antecedents. Therefore, the findings contribute to the project management literature in terms of the integration of soft skills as impacting factors on project success.
Project managers’ competencies impact project success was studied by Paola Ochoa Pacheco , David Coello-Montecel, Michelle Tello, Virginia Lasio, Alfredo Armijos, December 7, 2023 and they concluded that firstly, project success is a multidimensional construct that comprises three main dimensions: impact on stakeholders, impact on the organization, and general project management. Secondly, the available data suggested that greater levels of project managers’ competencies are associated with improved project success rate.
Finally, in their study titled: Analysis of The Success of Construction Projects Based on Labor Productivity, Malia Urrahmi1 0F*, Cut Zukhrina Oktaviani1, and Mubarak, concluded that a successful project should have a valuable asset, namely a good workforce that can produce high productivity under the auspices of the project manager. Productivity is the dominant aspect that drives the effective use of resources in the construction industry. [refer to the list of previous studies in the next page]


Research Gap:
According to the previous studies discussed above, they highlight the importance soft/ interpersonal skills and the impact they have to the project success and performance. But their interdependencies, on the other hand, have been largely disregarded.
For this reason, it is important to shade the light at the different interpersonal skills taking into account their enhance factors for possessing them, and the impact of lack of those skills on the project success measuring their influence and interdependencies. 
In practice, there are countless cases where the team members, project success affected directly by the project managers personal qualities or lack of exercising the good ones. Therefor, we will be studying those areas in addition to the individual qualities among the targeted population. 
The Theoretical Framework:
A theoretical framework consists of concepts and, together with their definitions and reference to relevant scholarly literature, existing theory that is used for a particular study. The theoretical framework demonstrates an understanding of theories and concepts that are relevant to the topic of the research paper and that relate to the broader areas of knowledge being considered. [9]
The theoretical framework strengthens the study in the following ways:
1. An explicit statement of theoretical assumptions permits the reader to evaluate them critically
2. The theoretical framework connects the researcher to existing knowledge. Guided by a relevant theory, you are given a basis for your hypotheses and choice of research methods
3. Articulating the theoretical assumptions of a research study forces you to address questions of why and how. It permits you to intellectually transition from simply describing a phenomenon you have observed to generalizing about various aspects of that phenomenon
4. Having a theory helps you identify the limits to those generalizations. A theoretical framework specifies which key variables influence a phenomenon of interest and highlights the need to examine how those key variables might differ and under what circumstances
5. The theoretical framework adds context around the theory itself based on how scholars had previously tested the theory in relation their overall research design (i.e., purpose of the study, methods of collecting data or information, methods of analysis, the time frame in which information is collected, study setting, and the methodological strategy used to conduct the research). [9]
The theoretical framework is not just a part of the research, it is the backbone that supports all aspects of the study, from defining the problem to analyzing the results. 












Chapter Three
Research Methodology








Introduction:
The research methodology of this topic will involve a series of systematic steps aimed at comprehensively and accurately studying the impact of project managers’ interpersonal skills on project success. A quantitative research approach will be used, as it is suitable for objectively collecting and analyzing quantitative data.
The research adopted a positive approach philosophy, the arguments represent that the quantifiable effects of interpersonal skills on project success are studied. Soft skills can be viewed as a personal behavior. With project managers reactions to certain events during different phases of the project.
Research Design:
1- Questionnaires:
They will be designed to include a number of questions that measure the interpersonal skills of project managers, including communication skills, leadership, emotional intelligence, and conflict resolution. Participants in the study will be asked to evaluate the level of these skills and their impact on the success of the projects they manage. The questionnaire will be distributed to project managers that considered as well-informed individuals, calling on their insights and experience, who are better equipped to provide experience-based feedback than theoretical approaches or statistical methods. Their responses to these questionnaires are anonymous, which will provided a summary of opinions.
2- Random Sampling method:
This method will be used particularly to select random participants for the study. In which it will help reduce bias and increase the generalization of the results. The sample is expected to include project managers from different fields, whether from small or large organizations, providing different insights about the impact of personal skills in different contexts.
The step that will follow the data collection, will be analyzing the results using statistical analysis tools, such as regression analysis, to understand the relationship between interpersonal skills and project success. The analyses will help determine the importance of the relationship between the studied variables, providing strong evidence to support the proposed hypotheses.
Additionally, qualitative interviews will be conducted with several project managers to have an in-depth and extensive understanding of how interpersonal skills are applied and developed in the workplace. These interviews will provide additional insights into the challenges and opportunities managers face in using their personal skills to achieve project success.

In conclusion, the methodology will combine quantitative and qualitative data, allowing for a comprehensive analysis of the topic and enhancing the credibility of the findings. 
This research is expected to contribute to the academic literature on project management as well as providing practical recommendations for managers to enhance their personal skills and improve the outcomes of the projects they manage. It also considered to be a methodical efforts to examine, investigate as well as restructure the realities, theories and applications.
Target Population: 
The research targets projects directors, project managers, programme managers, senior resident/ resident engineers and functional managers across the middle east region, using an online form to gather different views from multi-discipline professionals. 
Another group of data will be collected through personal interviews with programme/ projects directors and managers currently on the job within Diriyah Gate development project in Riyadh, KSA to express their practical experience via the different levels of involvement in the projects.
The selected project represents one of the five giga projects in the kingdom of Saudi Arabia, it is also a heritage and cultural iconic project with a mix use masterplan development, in which the interface, engineering and managers in the project is one of the challenges to be overcome. Collecting the input from different line managers in this project provide a practical experience-based knowledge of how possessing or lack of the interpersonal skills can affect the project performance and hence the project success.
Sample Characteristics:
First group who will participate via questionnaire, will be project managers that considered as well-informed individuals, calling on their insights and experience, who are better equipped to provide experience-based feedback. Their responses to these questionnaires are anonymous, which will provided a summary of opinions.
Second sample, the sample is expected to include project managers from different fields, whether from small or large organizations, providing different insights about the impact of personal skills in different contexts.
Also, qualitative interviews will be conducted with several project managers to have an in-depth and extensive understanding of how interpersonal skills are applied and developed in the workplace.
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Introduction:
The study will be conducted based on the three methods described in the research design section, with each of the methods the findings and reports will be analyzed to produce the final discussion and conclusion based on qualitive and quantitative results and measurement of interdependencies.
The collected data can be found in the attached appendixes section
Data Collection:
Data collected using questionnaire is attached in the appendixes
Data Analysis using IBM SPSS:
Overview:
This chapter presents and discusses the research on how a project manager's soft skills affect project success. The following five particular goals were sought after: I to determine the influence of a project manager's strong leadership abilities on project success; (ii) to determine the influence of a project manager's effective communication abilities; (iii) to determine the influence of a project manager's conflict resolution abilities on project success; (iv) to determine the influence of a project manager's proactivity; and (v) to determine the influence of a project manager's high emotional intelligence abilities on project success.
The sample characteristics and the study variables are described in the following Sections, which is based on indicators. The descriptive statistics and correlation.
Sample Description:
Four demographic variables were involved, namely name, gender, age and experience (Table 3). Respondents aged 20-30 were smallest group who constituted less than 3%. Those who are 30-40 were about 24.2% of all respondents. Respondents aged 40-50 were about 54.5%, whereas group aged 50-60 were about 12.1% and the group of the above 60 years of age is around 6.1%. In general majority of respondents were middle aged.
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Table 3 Age Frequency.
Discussion of the Findings:
The study's objective was to determine the impact of project managers' soft skills on project success. Descriptive statistics were used to test the analytical hypothesis. The information derived from data analysis is elaborated in the discussion.
With reference to table 4 below, the most two characteristics that the project manager must have been found to be Strong Leadership Skills and Effective Communication Skills.
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Table. 4 Soft Skills Frequency 
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Metaphors convey meaning beyond words. For example, a meeting can be described as being
") dificut or “ike wading through molasses.” A popular metaphor for the role of a project manager
i that of conductor.

The conductor of an orchestra integrates the divergent sounds of different instruments to
perform a given composition and make beautiful music. Similarly, the project manager integrates the talents.
and contributions of different specialists to complete the project. Many consider coordinating and integrating
the work of others as the primary role of project managers (Project Management Institute, 2017).

Both a conductor and a project manager have to be good at understanding how the different players
contribute to the performance of the whole. Both are almost entirely dependent upon the expertise and know-
how of the players. The conductor does not have command of all the musical instruments. Likewise, the
project manager usually possesses only a small proportion of the technical knowledge to make decisions. As
such, the conductor and project manager both faciltate the performance of others rather than actually
perform.

Conductors use their ams, baton, and other nonverbal gestures to influence the pace, intensity, and
involvement of different musicians. Likewise, project managers orchestrate the completion of the project by
managing the involvement and attention of project members. Project managers balance time and process and
induce participants to make the right decisions at the right time, just as the conductor induces the wind
instruments to perform at the right moment in a movement. Each controls the rhythm and intensity of work by
managing the tempo and involvement of the players.

JGliJamie GrillBlend Images LLC

Finally, each has a vision that transcends the music score or project plan. To be successful, they must both
‘eam the confidence, respect, and trust of their players.
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Task-related currencies

Resources Lending or giving money, budget increases, personnel, etc.

Assistance Helping with existing projects or undertaking unwanted tasks.

Cooperation Giving task support, providing quicker response time, or aiding implementation.
Information Providing organizational as well as technical knowledge.

Position-related currencies
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Advancement Giving a task or assignment that can result in promotion.

Recognition Acknowledging effort, accomplishments, or abilities.

Visibility Providing a chance to be known by higher-ups or significant others in the organization.

Network/contacts Providing opportunities for linking with others.

Inspiration-related currencies.

Vision Being involved in a task that has larger significance for the unit, organization,
customer, or society.

Excellence Having a chance to do important things really wel.

Ethical correctness  Doing what is “right” by a higher standard than efficiency.

Relationship-related currencies.

Acceptance Providing closeness and friendship.

Personal support Giving personal and emotional backing.

Understanding Listening to others’ concerns and issues.

Personal-related currencies

Challengefleaning  Sharing tasks that increase skills and abiltes.
Ownershiplinvolvement Letting others have ownership and influence.
Gratitude Expressing appreciation.
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Managing Expectations”

Dorothy Kirk, a project management consultant and program manager with Financial Solutions
Group of Mynd, offers several keen insights into the art of managing stakeholder expectations:

expectations are hardy. All they need to take root s the absence of evidence to the
contrary. Once rooted, the unspoken word encourages growth. They can develop and thrive without
being grounded in reality. For this reason, project managers do daily battle with unrealistic
expectations.

She goes on to offer several tips for managing expectations:

The way you present information can either clarify or muddy expectations. For example, if you estimate
that a task will take 317 hours, you are setting high expectations by your precision. The stakeholder is
likely o be unhappy if it takes 323 hours. The stakeholder will not be unhappy with 323 hours if you
quoted an estimate of 300-325 hours.

Recognize that it is only human nature to interpret a situation in one's best interest. For example, if you tell
‘someone it will be done by January, you are inclined to interpret it to your advantage and assume you
have to the end of January, while the other person believes it will be done January 1st.

Seize every opportunity to realign expectations with realiy. Too often we avoid opportunities to adjust
expectations because we hold on to a false hope that things will somehow work out.

Do not ask for stakeholder suggestions for improvement if you do not intend to do something with their
input. Asking for their input raises expectations

State the obvious. What is obvious to you may be obscure to others.

Don't avoid delivering bad news. Communicate openly and in person. Expect some anger and frustration.
Do not get defensive in return. Be prepared to explain the impact of the problems. For example, never say
the project s going to be late without being able to give a new date. Explain what you are doing to see that
this does not continue to happen.

Al stakeholders have expectations about the schedule, cost, and project benefits. Project managers need to
listen for, understand, and manage these expectations.

’D. Kirk, "Managing Expectations,” PM Network, August 2000, pp. 59-62.
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n 1914, the intrepid explorer Emest Shackleton embarked on the Endurance with his team of sear
N0 Y 2o et oo o e sl At ok W Fnppsned Ko
years betuween their departure and their utimate, incredible rescue has rarely been matched in
the annals of survival: a ship crushed by expanding ice pack; a crew siranded on the floes of the
frozen Weddell Sea; two perious treks in open boats across a raging Southern Ocean; and a team marooned
on wid, forlorn Elephant Island, stretched {0 the imis of human endurance.

This adventure provided the basis for the book Leading at the Edge: Leadership Lessons from the
Extraordinary Saga of Shackleton's Antarctic Expediion, written by Dennis Perkins. Perkins provides.
numerous incidents of how Shackieton's personal example influenced the behavior of his beleaguered crew.
For example, from the beginning of the Trans-Allantic expediton o its end, Shacketon consistently
encouraged behavior that emphasized caring and respect

Afer the destructon of the Endurance Shackleton heated hot milk for the crew and wen from tent o

tent withthe “ife giing" drink. Afer the sail o the island of South Georgia, when the exhausted crew.

had anded, Shackleton took the fist watch, which he kept for three hours instead of the usual one.

Crew members emulated the caring behaviors that Shackleton modeled. A good example of this occurred
during one of the most dramatic moments in the Endurance saga. The food supply had dwindled to periously.
low levels. Less than a weeK's supply remained, and the tiny raion of seal steak usually served at breakfast
was eiminated. The waste meat generally used o feed the dogs was inspected for ecible scraps.

Under these wretched conditions, and atter a wet, sleepless ight, an argument broke out among some of
the team members. Caught n the middle, one crew member (Greensiree) spilld his tiny raion of powdered
milk and shoted at the biologist (Clark). Alfed Lansing described what happened next:

Source: Library of Congress, Prinis & Photographs Division, LC-USZ62-17180.

‘Greensireet paused o get his breath, and i that instant his anger was spent and he suddeny fell
silent. Everyone else in the tent became quiet, (00, and looked at Greenstreet, shaggy-haired, bearded,
‘and fithy with blubber soot, holding his empty mug in his hand and looking helplessly down into the
‘snowthat had thirstly soaked up his precious milk. The loss was s0 tragic he seemed almost on the.
pointof weeping. Without speaking, Clark reached out and poured some mil nto Greensireef’s mug.
“Then Worsely, then Mackiin, and Rickerson and Kerr, Orde-Lees, and finall Blackbortow. They
fnished n sience.
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On November 9, 2001, the day after the Securities Exchange Commission (SEC) issued a subpoena to
Andersen, the shredding stopped. More than one ton of documents had been destroyed and 30,000 e-mails
and Enron-related computer files erased. According to Andersen's legal defense team, the shredding was
business as usual. The lawyers claimed that the shredding was standard practice for eliminating unnecessary
files. To the SEC, it appeared to be the start of a deep cover-up operation. Subsequently one of the most
respected accounting firms in the world closed its doors.

“Susan E. Squires, Cynthia J. Smith, Lomna McDougall, and William R. Yeak, inside Arthur Andersen: Shifting
Values, Unexpected Consequences (Upper Saddle River, NJ: Prentice Hal, 2004).
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The Collapse of Arthur Andersen”

“Think straight and talk straight” was the principle on which Arthur E. Andersen built his
accounting firm in the early 1900s. It was a phrase his mother taught him and became the firm's
motto. The commitment to integrity and a Systematic, planned approach to work were
instrumental in Arthur Andersen becoming one of the largest and best-known accounting firms in

the world

According to the book Inside Arthur Anderson by Susan Squires and colleagues,

‘Working for Arthur Andersen was not for everyone. It could be a tough culture. It was much too
hierarchical and top down for the more free spirited. Many people left after less than two years,
believing the rewards did not warrant the demands that were made on them. Others learned to play by
the rules and some even thrived. To remain in the firm, staff members were expected to work hard,
respect authority of rank, and maintain a high level of conformity. I return they were rewarded with
support, promotion, and the possibility of making partner. Those individuals who made a career with the
firm grew old together, professionally and personally, and most had never worked anywhere else. To
these survivors, Andersen was their second family, and they developed strong loyalties to the firm and
its culture. (p. 133)

On October 23, 2001, David Duncan told his Houston- based Enron project team that they needed to start
‘complying with Andersen's new policy on handiing audit documents. The policy had been instituted to make
sure that the firm's extraneous paperwork could not be used in court cases. Although the document retention
policy required that papers supporting the firm's opinions and audit be retained, it allowed a broad category of
secondary documents to be destroyed. The team reacted with stunned silence to Duncan’s directive. Then
everyone got up and began racing to do what they had been told to do. No one asked Duncan to explain
further. None asked whether what they were doing was wrong. No one questioned whether what he or she
were doing might be illegal. Andersen's Houston staff just reacted, following orders without question.
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self-awareness. Some level of self-awareness is needed to move to self-regulation. Ultimately social skills
require all four of the other competencies in order to begin to be proficient at leading others. Experts believe
that most people can leam to significantly increase their EQ. Numerous training programs and materials have
‘emerged o help individuals realize their EQ potential.

“Bradberry, T., and J. Graves, The Emotional Intelligence Quick Book: How to Put Your EQ to Work (New
York: Simon & Schuster, 2005); Magbool., R., Y. Sudong, N. Manzoor, and Y. Rashid, “The Impact of
Emotional Intelligence, Project Manager's Competencies, and Transformational Leadership on Project
Success,” Project Management Journal, vol. 48, no. 3, 2017, pp. 58-75.
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Emotional Intelligence”

Emotional intelligence (EQ) is the ability or skill o perceive, assess, and manage the emotions
of oneself and others. Although the notion of EQ emerged in the 1920s, it was not until Daniel
Goleman published his book Emotional Intelligence that the concept captured the attention of
business people and the public alike.

Goleman divided EQ into the following five emotional competencies

o Self-awareness—knowing your emotions, recognizing feelings as they occur, and understanding the link
between your emotions and your behavior. Self-awareness is reflected in confidence, a realistic
assessment of personal strengths/weaknesses, and an abilty to make fun of oneself

o Self-regulation—being able to control disruptive impuises and moods and respond appropriately to
situations. Self-regulation is reflected in trustworthiness and openness to change.

o Self-motivation—being able to gather up your feelings and pursue goals with energy, passion, and
persistence. The hallmarks of self-motivation include a strong desire to achieve and internal optimism.

o Empathy—being able to recognize the feelings of others and tuning in to their verbal and nonverbal cues.
Empathy s reflected in the abilty to sustain relationships and in cross-cultural sensitvity.

« Social skills—being able to build social networks and rapport with different kinds of people. Social skills
include being able to lead change, resolve confiicts, and build effective teams

Not much imagination is needed to see how EQ would contribute to being an effective project manager.
In Goleman's view, these competences build on each other in a hierarchy. At the bottom of his hierarchy is
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Frequency Table

Age
Cumulative
Frequency Percent  Valid Percent _Percent

Valid 2030 1 30 30 20

3040 8 242 22 273

40-50 18 545 545 818

50-60 4 12 121 )

Above 60 2 61 61 1000

Total 3 1000 1000
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