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ABSTRACT: Motivation is a key element for successful project execution. However, different people are
motivated by various means in different sectors. Hence, this work aims to study, analyze and define the main
motivational factors in project execution in the oil and gas industry. To achieve this, a dedicated survey is
prepared and distributed among employees working in the oil and gas industry in Oman. To ensure
diversifications and minimize biases, the survey is distributed randomly to people working in projects in
different organizations in the oil and gas industry. Altogether, 86 respondents completed all the survey questions.
The study revealed that, in general, external (extrinsic) factors have a significant motivational influence on
employee performance in which money is considered as a powerful motivator. Moreover, task achievement is
found to be the major intrinsic motivational factor influencing the employee’s performance. The study also
reveals that irrespective of years of experience, organizational type and the level at which employee works, lack
of management support will have a significant influence in lowering team motivation in the Oil and gas project.
The study can serve as a guideline for the Oil and gas industry to target the specific factor which helps enhance
the level of motivation of a specific segment of employees.
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Analysis of Factors Affecting Motivation in Projects: A Case Study in Oil and Gas Industry in Oman

1. INTRODUCTION

Every project manager would like to run a project that
finishes with the desired quality standards, in the
given time limit and within the predetermined budget
such that it stands up to the end-users’ expectations.
Despite the much attention given to projects, it is
claimed that most of the projects do not reach their
objective. The majority of projects do fail for several
reasons. These reasons can be due, but are not limited,
to poor planning, poor execution, poor coordination,
unclear scope of work, unqualified project manager,
conflicts between team members, lack of motivation,
etc. Therefore, the success of a project depends to a
large extent on how to overcome and minimize the
causes of failure. The responsibilities put on the
shoulders of project managers, as well as on the
organization handling the project, is thus huge and
require them to develop special managerial skills,
frameworks, policies, and procedures (Al-Hinai et al.,
2020).

In many projects, the failure rate is considered to be
high. For example, at the end of the last century, The
Standish Group found that 44% of information system
projects are partially successful and about 40% were
cancelled (Field, 1997). This leaves only 16% of the
projects to be successful. One would expect that due
to the increase in the use and the adaptation of project
management tools and practices, the success rate will
drastically improve. However, later figures released
by The Standish Group is not much different.
According to the 2014 CHAOS report, 31.1% of
projects are cancelled before completion and 52.7%
of projects face 189% cost overrun. The same
scenario of higher failure rates in projects is not
limited to the IT projects, but it is encountered by
other types of projects (CHAQS report, 2015). Hence,
many practitioners started to accept failure as
unavoidable (McManus and Wood-Harper, 2003,
Mahaney and Lederer, 2006). Nevertheless, such an
attitude may have a further negative consequence on
projects causing them to further exceed in-time, on-
budget, or not finishing them according to the scope.
The proper approach is, therefore, to strive and
explore every possible way to increase the probability
of project success rate.

Since running and conducting projects is at the end
the result of individuals working together, personal
motivation becomes one of the major pillars in the
overall project success. Hence, acquiring the proper
motivation process and rewards system for team
members influences the project manager and his team
to execute the project activities effectively and
efficiently to meet project desires (Meredith, 2016).
DeMarco and Lister (1999) conducted extensive
surveys and game exercises to understand the reason
for the project’s failure. They concluded that the
absence of motivation is a frequent reason. Thus,
while project managers may possess the required
technical skills to manage projects, lack of motivation
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may lead to poor performance (Germann, 2004).
Further, Sansone and Harackiewicz (2000) defined
motivation as the inner driver that stimulates and
guides behaviour. While this definition may be
debated as it limits it to inner drivers and ignores the
outer drivers, yet one may conclude that the
motivation process can be broken into three essentials
(Nel et al., 2001). These essentials are the motive, the
behaviour and the goal. The motivation process starts
with the motive that a person has, which in turn
initiates certain actions or a series of activities. These
activities or actions are what defines the behaviour of
the individual and his means of achieving a certain
desired output or in other words, the goal. Hence, the
goal can be thought of as the end result of something
initiated by a motive. Therefore, to increase the
probability of success when conducting projects the
project manager, as well as the organization, needs to
ensure that the team members work harmoniously and
every member of the team is able to fulfil his personal
needs, interest, desires, and aspirations along with the
objective of the project. A number of researchers
pointed that at the absence of motivation, gifted
individuals perform far less than their actual
capabilities and they may be outperformed by
ordinary motivated individuals (Germann, 2004;
Bateman and Snell, 1999).

An environment that inspires cooperation, mutual
trust, honesty, and gives a sense of belonging will be
positively reflected in the team members’
performance as they will tend to do their best when
they are in an environment that makes them feel
valued. To achieve this, it would require
“motivation’’. Therefore, the definition of motivation
can be generalized to be the essential means for
stimulating the energy and the enthusiasm of the team
in order to accomplish project goals by providing
satisfactions to the team needs, interest and
aspirations (Khoshnevis and Tahmasebi, 2016; Hall et
al., 2009). It is worth emphasizing here that a highly
motivated person would be encouraged to contribute
his extreme efforts individually and as a team towards
the effective performance of the project. Therefore,
organizations must have the ability to identify and
understand the motivational requirements for their
employees as it is demonstrated that the higher the
satisfaction of project team members’ needs is, the
greater the chances for successful project execution
will be.

Oil and gas development projects usually require a
huge investment and the risk in the project is often
quite high (Kim and Choi, 2019). Similar to other
parts of the world, the oil and gas industry in
Sultanate of Oman is divided into three major sectors:
upstream, midstream and downstream. The upstream
sector includes exploration and productions of
hydrocarbon fields by bringing the crude oil and
natural gas from underground to the surface.
Companies like Petroleum Development Oman
(PDO), Occidental Oman (OXY), Oman OQil
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Exploration and Production and Daleel Petroleum are
an example of companies dealing with upstream
industry. The midstream sector involves the
transportation by either pipelines or other means of
transportation of crude oil and gas from production
sites (Upstream) to refineries (Downstream), an
example of companies working in midstream
companies is Oman Gas Company (OGC). Finally,
the downstream sector deals with the refinement of
petroleum crude oil and the processing and
purification of raw natural gas, which is done by
companies like ORPIC, Oman Oil Refineries and
Petroleum Industries Company. The oil and gas
industry is still considered to be the major contributor
to the GDP in many countries, especially in the
Middle East and the Sultanate of Oman depends
heavily on it. This is reflected by the huge ongoing
investments in this industry. These huge investments
are usually associated with many ageing fields or
newly discovered ones. This results in continuous
project execution to ensure the sustainability of oil
and gas production. This, on the other hand, increases
the overall cost of production. Moreover, the falling
oil price is putting further pressure on the shoulders of
oil and gas companies as it lowers their margin of
profit in contrast to the increase in cost.

While projects in the oil and gas industry have to
continue, attention is now more serious than ever to
ensure that these projects are successfully
implemented and executed to meet the desired
outcomes while meeting the on-budget and within-
time constraint or at least minimize the deviations.
Thus, the main objective of this study is to tackle a
major pillar that affects project success. Specifically,
the study is aiming to address two main research
questions as shown below:

1. To determine the motivational factors that mainly
affect employee’s performance in projects related
to the oil and gas industry in the Sultanate of
Oman.

To examine the effect of motivational categories
on team motivation during various project phases.
The focus of this study is to look at both, the
intrinsic factors that can be monitored and analyzed
by the organization and the extrinsic factors that can
be influenced by it through the support and
enforcements of the senior management. While one
may argue that organizations have less degree of
influence over the personal variables, however,
understanding how these personal variables (intrinsic
motivators) and how they emerge with time will
enable senior management to better understand and
organize the work-related motivational factors and

accordingly their reward systems.

2. THE NEED FOR MOTIVATION

Effective management of projects is crucial to the
sustainability of organizations (Kanagarajoo et al.,
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2019) and employee motivation plays a crucial role in
managing project effectively (van der Kolk et al.,
2019). Motivation is an essential element for
stimulating the energy and enthusiasm of employee’s
performance towards the achievement of the project’s
goals. According to Lawal and Okhankhuele (2014),
motivation is a method that starts with a physiological
deficit or need that activates a behaviour or a drive
aiming at a goal encouragement. Hence, they divide
motivation into three interlinked elements, needs,
drives and incentives. In practice, motivation helps to
energize employees to work. Therefore, finding
appropriate techniques to fulfil employees’ desires and
needs is considered the key to a successful motivation
process. The main challenge lays in the fact that each
individual has different needs, wants and desires
(Tabassi et al., 2011). In this sense, there may be many
motivation sources that can affect the employee’s
performance. Yet, these sources cannot be generalized
as what motivate workers differs accordingly. Taylor
(1903) who is voted the most influential in the field of
management science, long stated that what motivates
an individual employee today, may not motivate him
tomorrow because human needs are limitless. Further
to that, according to Maslow (1943) “A person tries to
satisfy the most important need first. When the need is
satisfied, it will stop being a motivator and the person
will then try to satisfy the next most important need”
(Kotler et al., 2018).

Motivation is, therefore, an essential key element to
enhance productivity in the workplace (Asproni,
2004). A highly motivated employee puts more effort
and energy towards the achievement of the project and
the organizational goals by providing better
performance. Well-motivated employees are usually
results-oriented people in which they look forward to
alternative methods to perform the assigned tasks
while improving their performance. Therefore,
employees should be motivated to bring high-quality
service in an efficient way. Achieving this will have a
better effect on project progress and success, which in
turn can be reflected on the employee’s performance
and achievement (Nchorbuno, 2011).

It is of utmost importance to understand that the
motivation sources do not rely only on external
sources but also can be internal sources. Based on
psychological theories that concentrate mainly on
human’s/femployee’s needs, motivation source can be
classified into two types. Intrinsic sources are in-built
in the employee himself and as well between the
employee and the job. These make the employee
creative, enthusiastic, find work pleasurable, want to
face challenges, and achieve something. Therefore,
intrinsic motivation happens when an individual finds,
or more precisely perceives, the activity itself
interesting, enthusiastic, pleasant, and hence it derives
spontaneous satisfaction (Herzberg, 1987). Different
theories related to motivation discussed intrinsic
motivation through content theories that may be found
in Maslow (1943), Alderfer’s (1972), Herzberg et al.
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(1959), etc. The second sources are extrinsic sources
that come externally from outside the job itself. For
example, the employer, the working environment, and
other encouragements and incentives including salary,
promotion, awards, and benefits, which in return
increases employers’ level of commitment to work
(Lawal and Okhankhuele, 2014) or even punishments
that may lead to having a certain behaviour not to be
repeated (Skinner, 1969). Theories discussing such
extrinsic factors are categorized under process theories
and such theories that can be found in Adams (1963),
Locke (1968), Vroom (1964), etc. Nevertheless, the
two factors, intrinsic and extrinsic, cannot be separated
as a number of studies showed intrinsic factors have an
influence on the extrinsic factors (Dolfi and Andrews,
2007; Lee-Kelly and Leong, 2003; Mueller and
Turner, 2009, Kooij et al., 2010).

There are indeed numerous studies and literature
over the past seven decades on how can team members
be motivated at their jobs such as Dwivedula and
Bredillet (2010), Sharp et al. (2009), Hall et al.
(2009), Nicholson (2003), Pinder (1998), Heimovics
and Brown (1976), and Labor Relations Institute
(1946). The early survey study conducted by Labor
Relations Institute (1946) revealed 10 motivators for
employees working in the industry. These factors are
appreciation over achieved work goals, sympathy over
personal problems, good salaries, interesting work,
loyalty to employees, job security, promotion, working
conditions, feeling in control of things and tactful
disciplining. Later studies indicated that salaries and
appreciation over achieved work goals are ranked to
be the top motivators (Keller, 1978; Kovach, 1987,
1995; Wiley, 1997; Fisher and Xue Ya Yuan, 1998;
Baddoo et al., 2006). However, the study conducted
by Ferratt and Short (1986) who studied the needs of
an insurance company employees identified five
central needs out of which none of these needs is
related to good salaries. Similarly, Beecham et al.
(2008) reviewed 92 papers that studied the
motivational  factors for  software engineers.
Accordingly, they were able to identify the seven most
common motivators for these software engineers and
none of these motivators is related to good salaries.

The high uncertainty and high demand nature of the
projects’ environment resulted in a highly pressurized
environment for project managers and project team
members to work in. There exist at least three areas of
pressure in the project environment, the uncertainty in
projects, the extreme need for integration, and the
frequent occurring urgencies (Turner and Mueller,
2003). This made it very clear that people working in
projects must possess special characteristics that may
not necessarily be required in people working in, for
example, classical line departments. While some may
argue that the project environment itself cause project
team members to be self-motivated (Verma, 1996),
others argue that this is an oversimplification as it
underlines the focus to how project team members can
be motivated rather than what motivates them (Seiler
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et al., 2012). This may partly explain why there are
fewer literature addressing the factors that motivate
project team members (Tampoe and Thurloway, 1993;
Sharp et al., 2009).

Tampoe and Thurloway (1993) conducted a study to
identify the motives for project managers and team
members working in IT and R&D organizations.
Accordingly, they identified five motives, recognition
for achievement, mutuality, authority and control,
ability to use their own creativity, and belonging.
Verma (1996) advocated eight motivational factors for
project managers including the project culture, reward
system, work itself, environment, previous success,
feeling confident about the work, and competition. The
list for possible motivators for project managers was
later increased to contain other factors such as career
development, receiving positive feedback, contribution
to the organization, etc. (Linberg, 1999; Mak and
Sockel, 2001). Mahaney and Lederer (2006)
investigated the effect of intrinsic and extrinsic
rewards on information system projects success. Their
study revealed that intrinsic rewards leads to client
satisfaction and maintain quality whereas extrinsic
rewards affect the implementation success (on-time
and within budget). Further, Seiler et al. (2012)
developed an integrated model aimed at measuring the
factors influencing project managers’ motivation. In
their model, they defined motivational dimensions
containing 47 items. An empirical study showed that
project managers are motivated by a mixture of
instinct and extrinsic factors along with specified
needed support from the organization.

Khan and Jalbani (2009) studied the effect of the
cash and non-cash reward compensation system for
employees working at Pakistan Petroleum Limited
Company. Their analyses were done based on a survey
and a number of interviews with 60 employees. The
employees are from different management level at the
company. Their finding showed that lower-level
employees are motivated more by cash rewards and
less by non-cash rewards. However, the effect is vice-
versa for the upper management level employees, who
give much less attention to the cash rewards. As for
the middle management level, the results indicated that
cash and non-cash rewards are equally important. In
this work, cash rewards are considered as an extrinsic
motivator while non-cash rewards are considered as
intrinsic motivators.

In short, while Herzberg (1987) advocated that
workers could be motivated by using intrinsic and
extrinsic rewards, careful study of the literature
suggests that the effect of intrinsic and extrinsic
rewards is not as conclusive. Many studies, as the
above-discussed ones, showed that different workers
will be motivated by different means in different
organizations. They further revealed that the needs and
motivators might differ according to the nature of the
work and type of organization. Actually, the effect
may not only depend on the organization, but it may
change as the years of experience and/or the held



Nasr Al-Hinai, Sujan Piya, and Khalid Al-Wardi

position changes. Nevertheless, as a failure in projects
can have a catastrophic effect, all possible stimuli in
project success must be considered. Therefore,
understanding how intrinsic and extrinsic rewards
affect project success is very crucial. One may not
emphasize enough that satisfying the needs, wants and
desires of workers running projects are of great
importance to any successful organization. Giving the
employees and workers what makes them feel more
connected and appreciated within the organization,
either physiological or psychological, increases the
chances of team members working in more harmony
as well as having better understanding and
appreciation of the organization’s goals and policies. It
can also enhance the overall productivity and may lead
to a reduction in for example absenteeism and
turnovers.

3. RESEARCH METHODOLOGY AND
DATA COLLECTION

In light of the above literature, studies followed
different approaches and each has focused on a
different scope. The results from these studies were
collected using different means. Some were based on
conducting surveys, and others used structured and/or
unstructured feedbacks via interviews or written
responses. Some studies focused on motivational
factors related to a specific group of professionals,
while others were more general. Nevertheless, these
researches share many common  motivators.
Therefore, this research aims to identify the
motivational factors and study their effects on
employees working in the oil and gas industry in
Oman and the possible impact on project execution.
To achieve this aim, experts from industry and
academia held a number of meetings and brainstorm
sessions discussing this matter. The reason for using
brainstorming techniques is due to the fact that it is
one of the most effective techniques for creative
problem solving and resolve biases among
participants to reach consensus (Piya et al., 2019).
Further, related motivational factors collected from
the above studies as well as other cited ones were
summarized in Table 1. Thereafter, the table with an
initial suggestion from the authors to cluster the
collected factors into motivational categories was
presented to the experts for revision and further
discussions. The final decision was made to divide the
motivational factors into intrinsic and extrinsic factors
and then cluster them into subgroups or categories
under each motivational type, as shown in Table 2.
During the allocation of factors to categories, factors
with similar meaning were merged together and
others were reformulated such that a consistent
formulation is achieved under each category.
Subsequently, five motivational categories were
defined under intrinsic motivational type and six
categories under extrinsic motivational type as shown
in table 2. By following this approach, we were able

116

to identify relevant motivational factors and reduce
redundancies while forming more balanced and
proper category clusters for them.
Accordingly, four research questions were identified
for this study. These questions are:

1- How do the intrinsic and extrinsic motivations
affect performance?

2- How do different intrinsic motivational
categories affect performance?

3- How do different extrinsic motivational
categories affect performance?

4- How do different motivational categories affect

team motivation during various project phases?
Furthermore, it was agreed that the design variables
for this study are:

1-  Gender

2- Organization type; upstream, midstream or
downstream

3-  Years of experience

4-  Position

As a result, it was concluded that this study will

seek to understand the following:
Is there a difference between intrinsic and
extrinsic motivation in the performance of the
employees?
Which extrinsic motivation reward has more
effect on the performance of the employees?
Which intrinsic motivation reward has more
effect on the performance of the employees?
How do wvarious design variables affect
motivation?
How does the motivation influence the team
members’ performance level at the various
project phases?
In order to conduct this study and find out the level
of motivation and its impact on employees and their
organization, an initial online questionnaire survey
with mainly multiple-choice format was developed.

In designing the questionnaire, an approach similar
to Hwang et al. (2015), which is the widely used
approach by project management researches, is
followed. Once the questionnaire was designed, the
second set of meetings with several experts on project
execution from oil industrial companies were
conducted. The experts, in accordance with people
from academia, were consulted to review the
questionnaire and provide feedback. Consequently,
the comments provided by them were used to redesign
and modify the questions and to improve the overall
format of the questionnaire.

The final questionnaire consists of two sections, A
and B. Section A targets the demographic information
about the respondent including gender, years of
experience, workplace, work area, a position held and
the organization type they are working for. Section A
is carefully designed to address and fulfil a number of
aims. It is used at the beginning as a qualifying part to
determine whether the respondent is a qualified
participant or not. In addition, the different questions
in this section include the design variables of this
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study and accordingly they help in categorizing the
collected data from Section B and understand how,
for example, gender, years of experience affects
motivation. Further, this demographic information
helps us to avoid making wrong or unrealistic
interpretations from the collected data, and hence,
avoid making inaccurate causal statements that may
be associated with descriptive research. Section B
consists of mainly multi-choice questions. These
multi-choice questions aim to measure the effect of
intrinsic and extrinsic motivation in project execution
in the oil and gas industry in Oman and answer the
research questions.

The questionnaire was made available and
distributed via survey monkey website and app (an
online survey-distribution service). Accordingly, e-
mail invitations with the link for the questionnaire
were sent to employees working in different oil and
gas projects in Oman. Furthermore, to enhance and
increase the respondent rate, the link was made
available and sent through social communication
media to random practitioners working in the oil and
gas industry in Oman. The later medium was found to
be the most convenient to reach the targeted
participants and have them participate. From a total of
304 invitations that were sent via emails and social
media, 71 were not valid emails and contact numbers.

Table 1: Overview of motivational factors cited from literature.

4. DISCUSSION OF RESULTS AND
FINDINGS

4.1. Analysis and Validations of Collected Data

The total number of respondents who completed the
survey and cross the qualifying check part is 86
respondents. Thus, the response rate is 36.9%.
According to Shih and Fan (2007), in the meta-
analysis, the average response rate in web-surveys is
19%. Hence, the achieved response rate in this study is
above that average which reduces the probability for
systematic biases due to non-response. Of the 86
respondents, 69 are male and 16 are female with
various years of experience, a likely representation of
gender working in projects in the oil and gas industry
in Oman. The majority of respondents, forming about
(48%) of the sample size, have 5-15 years of
experience followed by (18%) of the sample size
having 0-5 years of experience. The remaining 20 %
of the respondents have more than 15 years’
experience. Out of 86 respondents, around 73% hold
non-managerial position, and the rest hold a
managerial position in various Oil and gas companies
in Oman. This finding supports the actual environment
of projects, as projects need more technical staff than
managerial staff.

Reference

Considered motivational factors

Ferratt and Short (1986)
Herzberg (1987)
with  peers/Personal

Relationship with subordinates;

Need for guidance; social needs; esteem needs; achievement needs; power needs
Company policy and administration; Supervision; Relation with supervisor/Relationship
life (interpersonal

relationships); Work condition;
Security; Achievement;

Salary;

Status; Recognition for

achievement; Work itself; Responsibility; Advancement; Growth

Keller (1978); Kovach
(1987) Kovach (1995);
Fisher and Xue Ya
Yuan(1998)

wages; project reward

work; competition
Verma (1996)

previous success; self-belief

Linberg (1999); Mak and
Sockel (2001)

Wiley (1997);

Baddoo et al. (2006)

Mahaney and Lederer (2006)

Wages and rewards

A full appreciation of work done; tactful disciplining; personal loyalty to employees; good

System; promotional; growth in the organization; sympathetic understanding on personal
problems; job security; good working conditions; feeling of being on things; interesting

Supervision; project culture/environment; reward system competition; work content;

Receiving positive feedback; autonomy; belonging and making a contribution to the entire
system; career development

Favourable annual performance appraisals; Project completion celebration; Job security;

Technical training; Flexible work schedule; Job promotion; Financial bonus; Newer
technology (PC or laptop); Time off; Choice of future assignment; Opportunity to work at
home; Private office space; Pride; Sense of contribution to organization; Public praise

Beecham et al. (2008)

Need to identify with the task; clear goals; working on identifiable pieces of work; tasks

variety; a clear career path; Personal interest and understanding the task; job satisfaction

Tampoe and Thurloway
(1993); Sharp et al. (2009);

Amin et al. (2010)

Recognition; bounded power mutuality/belongings; creative autonomy

Individual Rewards/ Group Rewards/ Tangible Extrinsic Rewards/ Intangible Extrinsic

Rewards; Altruism; Courtesy; Conscientiousness; Civic virtue; Sportsmanship

Rony and Suki (2017)

Employee Extrinsic Reward (promotions and benefits, work location, and working

conditions); Internal communication; Training and Development; Leadership; Employee
Intrinsic Reward (receiving positive values for doing meaningful works)
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Table 2: Summary of intrinsic and extrinsic motivational categories and sub-motivational factors.

Motivational Type Motivational Category

Motivational Factor

Freedom to initiate

Being able to initiate important decisions

Being able to initiate control measure when needed
Having the ability to use their own creativity
Being able to take a time off when needed

Pleasure/Enjoyment/Fu

Having a good relationship with team members and superiors

n Being able to have fun when implementing given tasks and enjoy the

moment

Having a fair competitive atmosphere
Having a personal interest in the assigned task

Task challenges

Intrinsic

Feeling satisfied when performing the task

Assigned to challenging tasks/projects

Being able to identify and understand given/assigned tasks
Having clear task/project goals/scope

Assigned to a variety of tasks

Task achievement

Being recognized for achievements

Being involved during project completion celebration

Feeling proud when completing tasks

Being recognized for previous achievement and success

Being treated as a professional as a result of personal achievements

Others

Receiving non-materialistic rewards

Having good relationships with superiors, peers and subordinates
Other non-mentioned intrinsic means of motivation

Engagement to
company policy

Being able to engage in making policy for the company
Being able to participate in making important decisions

Being able to suggest the future assignment
Being able to influence the roles of team members
Being able to contribute to the organization administration

Rewards

Receiving materialistic rewards

Receiving rewards based on performance

Having a clear promotional system based on performance
Having a group incentive reward system

Having an individual incentive reward system

Receiving rewards as recognition for achievement

Training and
development

Having a clear career and promotional paths
Receiving technical and nontechnical training

Having the opportunity for advancement and growth in the company
Receiving proper guidance and supervision

Work environment

Extrinsic

Having an appreciation of work done
Having job security
Having necessary support and understanding of personal problems

Working with coherent team members

Being part of a team who works in an act of altruism

Being treated with courtesy and good humour

Having good working conditions

Auvailability of needed space and new technologies (office, PC)
Having flexible work schedules

Having the opportunity to work from home

Receiving necessary resources (financial, personnel, material, etc.) and
support from management to complete the work

Salary/wages

Receiving a good salary

Receiving good monthly/quarterly/yearly bonuses

other

Having a good internal communication system

Receiving a favourable annual performance appraisals
Receiving public praise
Other non-mentioned extrinsic means of motivation

Oman, being an oil producer country, depends
heavily on oil production as the main contributor to its
GDP. Especially, stakes are high in projects related to
the exploration and extraction of oil and gas. When
validating the sample size, we find that (85%) of
respondents are from employees working in an
upstream organization as compared to 6% and 9% of
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responses from midstream and downstream
organizations, respectively. Therefore, this higher
response rate from upstream organizations’ employees
is expected due to the bigger size of this sector
compared with the other two sectors. Further, analysis
of collected responses revealed that the majority of
respondents, about (60%), are working in main offices
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while the remaining 40% are based in sites or desert
areas.

4.2. Effects of Intrinsic and Extrinsic Motivation

As stated in previous sections, there are two main
means of motivation. Intrinsic, which are related to the
work itself such that it provides a sense of pleasure,
inventive, enthusiasm, challenge and/or achievement.
The second one is extrinsic means that comes from
outside the actual conducted work like salary,
promotion, benefits, and increased commitment. In
general, the collected statistics, as shown in Fig. 1,
revealed that 60% of respondents believe that extrinsic
factors or means have the major influence on their
performance as compared to 40% who are motivated
intrinsically.

Furthermore, as shown in Fig. 1, employees’
response coincides with the identified intrinsic and
extrinsic factors’ categories that affect employee’s
motivation on the project execution. Very few
respondents identify other factors, apart from the four
intrinsic and five extrinsic categories that motivate
them. Out of 86 respondents, 46% of respondent
selected “Task achievement” suggesting that it is the
major intrinsic factors that affect employee motivation
in the oil and gas industry. Surprisingly, “freedom to
initiate” received the least preferred choice (13%) as
factors of motivation among the four identified
categories. This may be due to the reason that the
nature of the project in the oil and gas industry is
generally complex. Therefore, the employee may
hesitate to take new initiative due to the fear of
backlash if their initiative fails. Task achievement is
followed by “Task Challenges” and “Work Pleasure”
accounting 22% and 15%, respectively.

Similarly, in terms of extrinsic factor, “Salary”
stands out with 44% of respondent suggesting it as a
major influencer of motivation. The finding is
consistent with Monteiro et al., (2015), which has
shown that the individuals’ motivational orientation
is associated with their attitude towards money.
“Salary” is then followed by “Work Environment”,
“Training and Development”, and “Participation in
Policy Making” accounting 18%, 16%, 12% and 7%,
respectively. This confirms that salary is still the
most powerful extrinsic factor to get employees to do
more of what they do.

Further, the respondents were requested to identify
the influential factor that lowers the motivation of the
project team. The results obtained are as shown in Fig.
2. All together five factors were identified, out of
which 51% respondent pointed out that missing
management supports is the most influential factor
leading to a decrease in team motivation. 20% of
respondents selected conflict between team members
followed by lack of rewarding system (16%). Failing
to achieve projects goals and work nature has the
lowest rating among identified factors with 6% and
7%, respectively. From the observation, it is clear that
extrinsic factors belonging to “work environment” and

“rewards” categories have more effect in lowing team
motivation. This highlights the importance of extrinsic
factors when it comes to motivation. Results also
suggest that while people are motivated more by
salary as suggested in Fig. 1, however, the absence of
this motivational factor does not necessarily lower the
team motivation. Nonetheless, definitely, it will not
increase the level of motivation as well.

4.3. Effects of Design Variables on Motivation
Results in section 4.2 do not take into account the
effect of various design variables in the analysis of
motivation. Certainly, the design variables of for
example years of employee experience on work will
influence the factor that affects motivation. It is agreed
that the motivator is a dynamic factor, which changes
with the increase in the employee experience and
position (Shekhar et al., 2013). According to Maslow
hierarchy of need, a human being first tries to satisfy a
physiological need. Once this need is satisfied, other
higher-level needs in the hierarchy dominate as a
motivator until it reaches self-actualization. Therefore,
to analyze such effect, next, the survey results are
segregated based on the various design variables
considered in this study and then analyzed to draw
conclusions.

The effect of years of experience on intrinsic and
extrinsic categories that affect motivation is presented
in the form of a stacked bar chart in Fig. 3. The chart
clearly shows that employees were attracted more by
extrinsic motivators at the beginning of their career.
The percentage of employee motivated by extrinsic
motivator decreases as he/she gains experience and
progresses in their career. As the employee matures (>
15 years of experience), the extrinsic motivator is
replaced with the intrinsic motivator to motivate them
in the project. As shown in the figure, there is a
sudden jump in the percentage of respondents who are
in favour of an intrinsic motivator in this category of
employee.

Tables 3 and 4 presents the overall survey results
obtained by segregating the data based on all the
design variables considered except “Gender”. This is
due to the fact that the number of females who took
part in the survey was very less (less than one third)
as compared to their male counterparts. Note that the
%age figure in the tables is rounded up or rounded
down depending on the decimal value. The following
information can be extracted from Table 3.

e Task achievement is of major importance as an
intrinsic motivator in the initial year of working in
the oil and gas project. As the employee gets
more experience, pleasure achieved from the job
and challenges involved in the task will be the
main motivator. Freedom to take initiatives is
more important to the people who are working in
a non-managerial position as compared to the
manager. This may be due to the reason that as a
manager, the position itself entitle them with the
ability to take initiatives.
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Figure 1. Main intrinsic and extrinsic motivational categories and their importance allotment as preferred by oil and gas

industries employees.
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motivation in projects.

<5

5to10
® Extrensic motivation

%age agreed

10to 15 >15

Year of experience

® Intrensic motivation

Figure 3. Effect of experience on motivation.

In the initial years, salary dominates the factor as
an extrinsic motivator. However, rather than
salary, it is a reward system and Training, and
self-development which is important as they
mature. Further, a pleasant work environment
dominates the extrinsic motivation landscape for
those who are working in the midstream section
of the Oil and Gas industry. In this case, the
percentage of the participants who are motivated
by “Work Environment” related factors is three
times higher than those who are motivated by
“Salary” related factors.

The result shows that employee enjoys engaging
themselves in the administrative position (for eg.
developing company policy and procedure) when
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they were somewhere in the middle of their years
of experience. However, even in this case, very
few employees prefer this role to motivate them.
Rather than upstream and downstream, this role is
lucrative for the employee who works in the
midstream section of the oil and gas industry and
is more preferred by the employee working in the
managerial position.

The above results are in consistence with Maslow
theory in which employees try to satisfy the most
important needs first and these can be accomplished
by having a satisfactory monetary value and rewards.

When the monetary need is satisfied, then the
employee will try to satisfy the next need located in
the Maslow hierarchy such as self-esteem and self-
development. Both intrinsic and extrinsic motivators
are important to help the managers to motivate their
team to put all their effort toward the achievement of
projects goal.

Similarly, Table 4 shows the effect of design
variables on other factors related to motivation. The
following information can be extracted from the
table.

Interestingly, for all design variables, missing
management support is found to be the major
factor that will significantly lower employee
motivation except when the employee is highly
matured (i.e., who has a work experience of more
than 15 years). In this case, the employee will be
less motivated towards work if it is not
challenging and the work is of routine nature.

The survey results show that employees
themselves or their counterpart working at the
same level is the person who can have the main
influence on motivation, irrespective of the design
variables. This is then followed by the manager.
This is due to the reason that the employee will
have interaction mainly with their counterpart or
with the manager. Stakeholders have hardly any
role to play to motivate employees towards work.
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e The results show that motivation is important at
the initial phase and the buildup phase of a project.
However, it does not mean that motivation is not
needed at the final closing phase. In general, out of
three phases, most of the participants felt that it is
mainly needed at the buildup phase of the project.

Moreover, it was found from the survey result that
the level of motivation of most of the employees
working in the oil and gas sector in Oman is medium.

Around 46% of the survey participant agreed to this
view. The combined percentages of high and very
high levels indicate that 32 % of employees are well
motivated by their organizations while 21 % of
employees are demotivated. A very low level of
motivation has been found in employees that have 0-5
years of experience. On the other hand, a very high
level of motivation is found with highly experienced
employees.

Table 3: Effect of design variables on intrinsic and extrinsic motivation.
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Table 4: Effect of design variables on other factors of motivation.

° Factor that lowers motivation (%) People who have a major influence on Phase at which
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5. MANAGERIAL IMPLICATIONS on employee’s satisfaction, as well as organizational

AND LIMITATIONS

The study identified the motivational factors and
then clustered these factors into categories that belong
to intrinsic and extrinsic motivational types. The study
shows the there are various extrinsic and intrinsic
factors that affect the employee’s level of motivation
at different phases, working experiences and positions.
Therefore, the result of this study can be used by the
concerned authority and project managers to tailor the
motivational factor that suits the need of the individual
employee. This will have a significant positive impact
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goals. The rate at which employees being motivated in
their organization can be improved by focusing more
to mitigate the factors that lower team motivation like
improving management support, managing the
conflict and apply the rewarding system in the
organization. Therefore, every organization should
incorporate motivational packages and incentives in
its corporate policies and plans in order to enable its
implementation without interruptions to their business.
It is recommended that a consistent study and
assessment of individual organization needs to be
carried out in order to know what motivates their
employees and how motivation can affect their
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performance. According to the results, the manager
can develop the necessary action plan and then
implemented it to ensure a comfortable environment
that encourages employees to get their maximum
efforts towards high performances and ensure efficient
and effective project execution.

In this research work, the data were collected only
from employees working in the oil and gas industries
in Oman. Therefore, the analysis and the
interpretation of the data may not be applicable to the
oil and gas industries in other parts of the world.
More research is needed and data needs to be
collected from various countries with significant
project activities in oil and gas industries is necessary
to generalize the research outcome.

6. CONCLUSION AND
RESEARCH DIRECTIONS

FUTURE

The main objective of this study is to define and
evaluate the effect of motivation on project execution
for oil and gas employees in the Sultanate of Oman.
For the purpose, the study was carried out mainly
based on the literature review and questionnaire
survey. Altogether 86 participants took part in the
survey. These participants are working at various oil
and gas companies and at different levels in the
Sultanate of Oman. It can be figured out from the
result that there is a significant relationship between
motivation and employees’ performance. The survey
results revealed that extrinsic factors are the most
influential factor to motivate the employee in their
work. Salary is found to be the powerful extrinsic
motivator for most of the employees. On the other
hand, task achievement and challenge in the work are
found to be the major intrinsic motivation factors
influencing the employee’s performance. The study
also analyzed the effect of various design variables on
motivation. The results show that irrespective of years
of experience, position and organizational type,
missing support from the management is found to
have a major impact in lowering employees
motivation. The result also revealed that motivation is
mainly needed during the initial and buildup phase of
project execution. As a future research direction, this
finding can be considered as a hypothesis that can be
expanded to verify up to what extent this is valid and
answer why motivation is more important at these
phases. Furthermore, the employee himself and their
counterpart are found to be the main person who can
increase the level of employee’s motivation at the
workplace. Most of the workers working in the oil and
gas project in Oman seems to have a medium level of
motivation at work. This is especially true for those
employees who have very few years of working
experience. Further to this, it will be an interesting
extension to anchor the motivational factors and
examine how they are related to achieving the project
scope and meeting the project schedule while
maintaining the project budget.
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Many research articles can be found in literature
dedicated to measuring the maturity level of an
organization to adopt and use project management
tools. However, the scientific literature is still lacking
the development of a solid framework capable of
measuring the maturity level of the motivation system
of the organization. Hence, a possible extension of
studies concerned about the motivation of employees
should consider this direction. Such frameworks can
be more comprehensive by targeting the different
needs of employees during the different phases of the
project execution as well as their years of experience
and containing a number of related key performance
indicators (KPI). Moreover, recently Piya et al.,,
(2020) have identified various factors and their inter-
relationships that affect agility level in the oil and gas
supply chain. Some of the identified factors of agility
will have an impact on employee motivation.
Therefore, the research can be extended to identify the
factors of agility and their level of impact on
motivating employees in the oil and gas project.
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