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Instructions:  
 

 

 .ءًاسم ٩ ةعاسلا مامت يف 2021-05-20 سیمخلا موی وھ میلستلل دعوم رخا ❏
 .ةیزیلجنلاا ةغللاب ةیملعلا تاحلطصملا نوكت نأ ةاعارم عم ةیبرعلا ةغللا وأ ةیزیلجنلإا ةغللاب ةحاتم ةباجلإا ❏
 .يرخأ تادنتسم يأ لبقت نلو ةعماجلا جذومنب مازتللاا عم pdf فلم ةغیص يف عورشملا میلست متی ❏
 ةقیرط ،Literature Review ةقباس ةیملع تاسارد ،Introduction ةمدقم( ةیسیئرلا ثحبلا ماسقأ ةاعارم بجی ❏

 ناك ناو .References عجارملاً اریخأو ،Results and Discussion ةشقانملاو جئاتنلا ،Methodology ثحبلا
 )اھتفاضإ متی Appendices تاقحلم كانھ
 :يلی امك دحّوم Theme ـب مازتللاا بجی ❏

o 12 طخلا مجح. 
o طخلا عون Arial. 
o دوسأ طخلا نول. 
o رطسلأا نیب ةفاسملا line spacing 1.5. 
o تاحفص ھتس نع دیزت لاو تاحفص ثلاث نع لقت لا( ثحبلا تاحفص ددع(. 
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THE IMPACT OF LEADERSHIP SKILLS ON PROJECT 
SUCCESS IN YOUR ORGANIZATION: A CASE OF YOUR 

OWN. 
 

Different leadership styles are the key factor in the success of any project. Project 
Leaders are responsible and accountable for the success/failure of the project. There 
are numerous responsibilities that are assigned to a Project Leader during the 
leadership journey.  

YOUR MISSION: 

Your research/project must provide an overview of information and knowledge in a 
corporate environment with an underlying theme of defining leadership styles within 
applying the hard and soft skills for that style needed by the leader to ensure 
successful project delivery in your organization. (You are required to demonstrate your 
understanding of the relevant body of works to real-life business research). 

Choose one only of the following project leadership skills using the tools that we learned 
during the project leadership course; starting from identifying and assess the case 
till executing the project. 

 

o Prioritization (Using tools for Estimation – Scheduling – Tracking  – prioritizing 
stakeholders). 

o Team management (Using Team structures – Team development stages – Team 
needs). 

o Embracing Accountability (Using RASCI) 
o Conflict resolution (Using the Thomas-Kilmann conflict mode instrument). 
o Motivation (Using one theory of motivation – Types of motivators). 
o Communication in the project.  
o Influencing (Using different sources of LEADER POWER). 

 

What you have to do: 

Your project task requires the preparation of a full project proposal that should contain 
the following components: 

• Introduction: A detailed statement of the problem, research aim, and objectives 
that you would like to investigate and discuss. (2 points) 



 

 

 

• Literature Review and Conceptual framework: An analysis of the literature 
relevant to the research topic that will give you the conceptual basis for 
conducting your research from the previous studies. (2 points) 

• Methodology: Based on the conceptual framework, research aim(s), and 
objectives, you need to provide a detailed description of the data collection tools, 
data sources. (2 points) 

• Results and Discussion: Description about the main findings of a research, 
outline your thoughts to defend your research and to emphasize the significance 
of it. (4 points) 

• References: Lists all the resources you've used in your project, and your 
refereed journal articles as well. (2 points) 

• Appendices (If it is available in your study): Any supplementary material you 
need to add. (Optional) 

 

 [Write the names of the chapters/sections of your research/ project and briefly 
discuss what you will write in those chapters/sections  ] . 

 

Best of luck… 

       Dr. Sara Adel 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



 

 
 
 
 

 .بلاطلاب ةصاخ ةیلمع ةلاح :كتسسؤم يف عورشملا حاجن ىلع ةدایقلا تاراھم ریثأت
 
 كانھو .عورشملا لشف / حاجن نع نولوؤسم عورشملا ةداق .عورشملا يأ حاجن يف يسیئرلا لماعلا يھ ةفلتخملا ةدایقلا بیلاسأ
 .ةدایقلا ةلحر للاخ عورشملا دئاقل ةلكوملا تایلوؤسملا نم دیدعلا
 
 :كتمھم
 طامنأ دیدحت عم ةساردلا عضوم يھو كب ةصاخلا ةسسؤملا ةئیب يف ةفرعملاو تامولعملا نع ةماع ةحمل كثحب رفوی نأ بجی
 يف حجان عورشم میلست نامضل دئاقلا ھجاتحی يذلا طمنلا اذھل ةبسانملاو دئاقلاب ةصاخلا تاراھملا قیبطت راطإ يف ةدایقلا
 .)كتسسؤم يف ةیعقاولا ثاحبلأاب ھقیبطتو ھتسارد مت امل كمھف تابثإب بلاطم تنأ( .ةسسؤملا
 
  .عیراشملا يف ةدایقلا ررقم للاخ اھانملعت يتلا تاودلأا مادختساب ةیلاتلا عورشملا ةدایق تاراھم نم طقف ةدحاو رتخا
 

o Prioritization (Estimation – Scheduling – Tracking  – prioritizing stakeholders). 
o Team management (Team structures – Team development stages – Team needs). 
o Embracing Accountability (RASCI) 
o  Conflict resolution (The Thomas-Kilmann conflict mode instrument). 
o Motivation (Using one theory of motivation – Types of motivators). 
o Communication in the project.  
o Influencing (Using different source of power). 

 
 
 :ھب مایقلا كیلع ام
 
 :ةیلاتلا تانوكملا ىلع يوتحی نأ بجی لماك عورشم حرتقم دادعإ كعورشم ةمھم بلطتت
 
 .ھللاخ نم اھتشقانمو اھیف قیقحتلا يف بغرت يتلا فادھلأاو ثحبلا فدھ دیدحت ،ةساردلا لحم ةلكشملل يلیصفت نایب :ةمدقم •
 ةساردلا لاجم يف كدعاستس يتلاو ثحبلا عوضومب ةلصلا تاذ ةقباسلا تاساردلاو تایبدلأا لیلحت :ةقباس ةیملع تاسارد •
 .ثحبلا اذھ ءارجلإ
 رداصمو تانایبلا عمج تاودأو بیلاسلأ يلیصفت فصو میدقت ىلإ جاتحت ،ثحبلا فادھأ ىلع ءًانب :ثحبلا ةقیرطو ةیجھنملا •
 .اھمدختستس يتلا تاودلأا / بیلاسلأاو تانایبلا
 .ةساردلا لحم ةلكشملل لصفم حرش :ثحبلل ةیسیئرلا جئاتنلا لوح ةشقانملا فصوو جئاتنلا •
 .ثحبلل ةمدختسملا عقاوملا وأ ةمكحملا تلاجملا تلااقم اھنمو ،كعورشم يف اھتمدختسا يتلا رداصملا عیمج درست :عجارملا •
 ).يرایخ( .اھتفاضإ ىلإ جاتحت ةیلیمكت داوم يأ :)كتسارد يف ةرفوتم تناك اذإ( تاقحلملا •
 
 .}مسق لك يف ھبتكتس ام زاجیإب شقانو ،كب صاخلا )عورشملا / ثحبلا( ماسقأو لوصف ءامسأ بتكا{     
 

 
....ً.اعیمج مكل قیفوتلا لك  

  Dr. Sara Adel 
 
 



 

 
Employee Motivation 

Introduction 

Motivation is a critical element that merges internal and external factors to stimulate 

people's interest and commitment to jobs. It involves cognitive, biological, social, and emotional 

attributes that trigger one's behavior to execute a task. On the problem statement, businesses face 

significant challenges regarding employee commitment, engagement, recruitment, and retention, 

as only 19% of employees are well engaged (Nabi, Islam, Dip, & Hossain, 2017). In 2019, the 

turnover rate in the banking sector was 23.5%, 56% of banks claimed that it was challenging 

retaining younger talent, 71% of banks admitted that they did not have strategies for younger 

talent and CEO average salaries decreased by 5% in 2019 (Crowe LLP, 2019). These statistics 

highlight the need by banks to improve employee engagement, retention, and commitment, 

reducing turnovers and improving performance. Therefore, this paper assesses motivation as a 

factor that firms can adopt to solve these issues. The research aim for this paper is to establish 

the role that monetary and non-monetary factors play in motivating employees and performance 

improvement in the banking sector. The objectives for the study are; 

• To analyze whether monetary factors contribute to employee motivation and 

productivity.  

• To establish whether non-monetary elements influence employee productivity and 

motivation. 

• To determine whether employee motivation is linked to performance  

• To assess motivation conditions in the banking sector  

• To ascertain whether monetary incentives are more effective than financial 

incentives. 



 

 

Literature Review and Conceptual framework 

Various researchers have assessed how motivation could reinforce desirable behavior 

driving employees to attain the set targets, improving productivity. Firms have strived to achieve 

motivation using different motivational theories, including the Herzberg theory, Maslow's model, 

and Vroom's expectancy theory. These theories integrate soft skills, which are people-oriented 

and include compassion and setting of personal examples. Hard leadership skills are task-

oriented, including negative motivation and threats to fulfill their aims. The Herzberg theory 

employs a two-factor approach where one focuses on job dissatisfaction influenced by hygiene 

factors, including work conditions, policies and rules, and supervisory quality (Badubi, 2017). 

The other part focuses on job satisfaction influenced by motivation factors such as recognition, 

work itself, personal growth, and achievements (Badubi, 2017). In this context, dissatisfaction 

decreases with improved monetary incentives, while satisfaction improves with the 

implementation of non-monetary incentives. Examples of hard skills, in this case, would be 

restrictive supervision for lazy employees, while soft skills would be promoting positive co-

worker relations. Vroom's expectancy theory holds that employee performance results from 

individual factors such as abilities, skills, personality, and knowledge (Lee & Raschke, 2016). 

Maslow's Hierarchy of needs model argues that prioritize needs based on their importance (Lee 

& Raschke, 2016). Meeting the five categories of needs outline in this theory requires applying 

both monetary and non-monetary motivation factors. Regardless of the motivational model 

employed, firms tend to focus more on financial incentives through basic wages, allowances, 

health insurance, and overtime pay since its employees' primary working objectives are to obtain 

funds to sustain their families (Yousaf, Latif, Aslam & Saddiqui, 2014). However, non-financial 



 

factors such as working condition, employee engagement, job security, and training influence 

motivation as workers want to be involved in the firm's operations through engagement and 

improve their skills through training besides feeling safe by working in a safe environment and 

job security (Yousaf, Latif, Aslam & Saddiqui, 2014). Hence, this study builds on Herzberg's 

two-factor approach to motivation and differences in motivation using monetary and non-

monetary incentives.  

Methodology 

The study will develop a survey questionnaire to collect data from employees working in 

the banking sector to assess how financial and non-financial factors influence their motivation. 

The questionnaires will be hand-delivered to target employees, and the results will be analyzed 

using descriptive statistical analysis methods and will comprise four sections as indicated in 

appendix 1. This analytical method means that a descriptive study method will be used because 

the research primarily seeks to answer the outlined research questions regarding how specific 

issues affect motivation in the banking sector. The study will analyze questionnaires filled by 

150 employees from different banks such as Wells Fargo, JPMorgan, Citi, Bank of America, and 

US Bank to attain representativeness. The sample will be obtained through cluster sampling by 

dividing the banking population into batches and sampling from these batches. Cluster sampling 

was used since banks have different departments, including audit, human resources, research and 

development, and private banking. It is necessary to capture each of these sectors and senior and 

junior employees. Some of the anticipated challenges include obtaining banks' approvals and 

unwillingness by some employees to participate in the study or filling in the wrong information. 

However, they may be overcome by explaining to the employees the study's intention and 

obtaining informed consent.  



 

Results and Discussion 

Collected data will be tabulated in MS Excel to conduct frequency analysis and reliability 

analysis to answer the research objectives. The frequency analysis will employ various 

demographics, including the department of work, job position, and years of service. For example, 

the years of service variable will answer the turnover rates and career development question as 

high rates will indicate sufficient motivation. The frequency analysis will also focus on employee 

satisfaction with non-financial and financial incentives where high scores will signal high 

motivation. Differentiating the motivation impact of non-financial and financial incentives will 

be discerned by the percentage outcomes for each. It is expected that the research's findings will 

align with previous studies that both financial and non-financial factors are critical in motivating 

employees. Further, the study will affirm the relationship between employee motivation and 

performance. This study's significance will be emphasized by its ability to determine the 

different motivational effects resulting from monetary incentives and monetary incentives. 

Further, the study will affirm the high level of demotivation and turnover discussed in the 

problem statement.  
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