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Project management team responsible for leadership activities
• Present in all project phases including initiating, planning, executing, monitoring &
controlling and closing
• Influencing the project team: environment, location, communication with stakeholders,
internal/external politics, cultural issues, organizational uniqueness
• Professional and ethical behavior
Include the process that organize, manage, and lead the project team.
Early involvement and participation of team members benefits:
•
Add their expertise during the planning process
•
Strengthens their commitment
Tips: Understand clearly the role and responsibilities of Project Sponsor/Initiator, the
team, stakeholders, functional manager, PM, portfolio manager, program manager
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Includes the processes that organize and manage the project team
• Develop human resource plan: roles, responsibilities, requires skills, reporting
relationships, and creating staff management plan
• Acquire project team
• Develop project team: improving the competencies, team interaction, and overall team
environment
• Manage project team: tracking team member performance, providing feedback,
resolving issues, managing changes
Definition
• Project team
• Comprised of the people who have assigned roles and responsibilities for
completing the project
• Early involvement of team members adds expertise during the planning process
and strengthens commitment to the project
• Project management team
• Subset of the project team
• Responsible for project management activities such as planning, controlling, and
closing
• Project sponsor
• Project funding, clarifying scope questions
• Influencing others in order to benefit the project
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The process of identifying and documenting project roles, responsibilities, and required
skills, reporting relationships and creating a staffing management plan.
• Determining and identifying human resources with necessary skills
• Documents roles, responsibilities, project organization charts, and the staffing
management plan including timetable for staff acquisition and release
• Identification of training needs, team building strategies, plan for recognition and
rewards, compliance considerations, safety issues, and impact of the staffing
management plan on the organization
• Project costs, schedules, risks, quality, and other areas may be significantly affected
Constraints to consider when developing the plan:
• Organizational structures
• Collective bargaining
• Economic Conditions
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Input
• Activity Resource Requirements
• Enterprise Environmental Factors
• Organizational Process Assets
Tools & Techniques
• Organizational Charts and Position Descriptions
• Networking
• Organizational Theory
Outputs
• Human Resource Plan
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•

Enterprise Environmental Factor
• Organizational
• Consider what departments or organization units will have a role in the project, the interactions
between and among departments, and the level of formality in these working relationships.
• Technical factor
• Consider the types of specialized skills needed to complete the work of the project
• Interpersonal factor
• Consider potential project team members‟ experience, skills, current reporting relationships, cultural
considerations, and perceptions regarding their levels of trust and respect for co-workers and superiors.
• Location and logistics
• Consider where the project team is physically located and whether they are all located together or at
separate facilities (or cities or countries)
• Political Factors
• Political factors involve your stakeholders. Consider the amount of influence the stakeholders have,
their interactions and influence with each other, and the power they can exert over the project.
• Organizational Structures
• Power struggles with other managers especially in weak matrix organizational
• Establish open communications early in the project.
• Include all the functional managers with key roles in important decisions.
• Get the support of your project sponsor to empower you with as much authority as possible. It‟s
important that the sponsor makes it clear to the other managers that their cooperation on project
activities is expected.
• Collective bargaining agreements
• Contractual obligations of the organization with employees.
• Associated with unions and organized employee associations.
• Economic Conditions
• Availability of funds for the project team to perform training, hire staff, and travel
• Existing human resources and marketplace conditions
• Personnel policies
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Ensure that each work package has an unambiguous owner.
All team members have a clear understanding of their roles and responsibility.
• Hierarchical-type charts
• Organizational Breakdown Structure (OBS)
• Mixed‐based charts:
• Show the type of resource and the responsibility they have on the project
• Depicted as a chart with resource names (or staff name) listed in each row and project phases or
WBS elements listed as the columns
• Indicators in the intersections show where the resources are needed
• Example: Responsibility Assignment Matrix (RAM) can be developed at various level,
Responsible, Accountable, Consult, and Inform (RACI) Charts
• Text‐oriented formats
• Used when there is a significant amount of detail to record.
• Also called position descriptions or Role-Responsibility-Authority Forms or Position Descriptions
• Detail the role, responsibility, and authority of the resource
• Make great templates to use for future projects.
• Other sections of the Project Management Plan
• Risk register
• Communication plan
• Quality plan
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An Organizational Breakdown Structure, OBS, compliments the Work Breakdown
Structure and Resource Breakdown Structure for your project. Its main intent is to
communicate how those tasked with delivering the project will be organized and
structured as a Project Team. It's without a doubt the simplest of the three structures in
terms of understanding, yet performs a great role in communicating the hierarchy of the
team and consequently the reporting lines within a project.
The more observant will see how closely it can resemble the 'people' element of the
Resource Breakdown Structure , but also the other organizations needed to deliver
aspects of the project.

8

A Responsibility Assignment Matrix (RAM) is used in project management as a way to
assign tasks to employees. There is often more than one person assigned to each task, and
each person fills a different role. Some of the roles include the person actually doing the
job, the person accountable for decisions made about the job, and people who must be
notified before anything else is done. The responsibility assignment matrix takes care of
this by telling everyone who is doing what and where blame should be allocated if
something goes wrong. Codes are often used on the matrix, but there is no particular
code standard with which all such matrixes are filled out.
The responsibility assignment matrix is made most often with a spreadsheet program.
The top row lists the names of people working on the project, and the left column lists
the jobs that need to be done in the project. In the boxes below, a code details what the
employee's responsibility is toward the job. There is often more than one person assigned
to each job.

9

A responsibility assignment matrix (RAM), also known as RACI matrix or linear
responsibility chart, describes the participation by various roles in completing tasks or
deliverables for a project or business process. It is especially useful in clarifying roles
and responsibilities in cross-functional/departmental projects and processes.
RACI is an acronym that was derived from the four key responsibilities most typically
used: Responsible, Accountable, Consulted, and Informed.

10

Formal and informal interaction in an organization, industry, or professional environment
Proactive correspondence, luncheon meetings, informal conversations, trade conferences,
and symposia
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Organizational theory provides information regarding the way in which people, teams,
and organizational units behave. Effective use of this information can shorten the amount
of time, cost, and effort needed to create the human resource planning outputs and
improve the likelihood that the planning will be effective. It is important to recognize
that different organizational structures have different individual response, individual
performance, and personal relationship characteristics.
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Human resource plan components:
• Roles and Responsibilities
• Roles – Describe which part of the project the individuals or teams are
accountable for
• Authorities – Describe the amount of authority the resource has to be make
decisions, dictate, direction and approval work
• Responsibility – Describe the work to complete the project activities
• Competency – Describe the skills and abilities need to perform the project
activities
• E.g. RAM or RACI Charts
• Project organizational charts
• Staffing Management Plan
• How staff will be acquired
• Timetable for adding staff using a resource histogram
• When and how resources will be released from the project
• The training needs of the resources
• Recognition and reward systems
• How to comply with any laws, human resource policies
• How resources will be protected from safety hazards
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The resource histogram is a tool that is often used by the project management team and
or as a means of providing a visual representation to the team and to all of those
interested parties. Specifically speaking, the resource histogram is specifically a bar chart
that is used for the purposes of displaying the specific amounts of time that a particular
resource is scheduled to be worked on over a predetermined and specific time period.
Resource histograms may also contain the comparative feature of resource availability,
used for comparison on for purposes of contrast. Resource histograms are indeed handy
tools to utilize for the project management team and or the project management team
leader because they allow a quick and easy single page view of exactly what resources
are available, what resources are being utilized at the present time (or at whatever time
the project management team and of project management team leader is seeking
information on), and how long those resources are expected to be tied up.
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• Process of confirming HR availability and obtaining the team necessary to complete
project assignments
• Obtaining the human resources needed to complete the project
• An effective team is a group of people who
• Share common goal – each member is necessary to achieve goal
• Strive to get common job done
• Enjoy working together and helping one another
• Have commitment to achieve organization’s goals and objectives by
accomplishing their portion of project
• Have diverse background and skills yet concentrate on a common effort
• Have great loyalty to the project
• Attain team spirit and high morale
• Factors to be considered by PM during the process of acquiring the project team
• Negotiating and influencing whom are in position to provide HR for the project
• Failure to acquire HR affects project schedules, budgets, customer satisfaction,
quality, and risks
• If HR is not available, PM or project team may be required to assign alternative
resources
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Input
• Project Management Plan
• Enterprise Environmental Factors
• Organizational Process Assets
Tools & Techniques
• Pre‐assignment
• Negotiation
• Acquisition
• Virtual teams
Output
• Project staff assignments
• Resource calendars
• Project management plan updates
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Project Management Plan
• Described above contains the human resource plan which has the following
information that is used to provide guidance on how project human resources should
be identified, staffed, managed, controlled, and eventually released. It includes:
• Roles and responsibilities defining the positions, skills, and competencies that the
project demands,
• Project organization charts indicating the number of people needed for the
project, and
• Staffing management plan delineating the time periods each project team
member will be needed and other information important to acquiring the project
team.
Enterprise Environmental Factor
• Availability - Who is available and when are they available?
• Ability - What competencies do people possess?
• Experience - Have the people done similar or related work? Have they done it well?
• Interests - Are the people interested in working on this project?
• Cost - How much will each team member be paid, particularly if they are contracted
from outside the organization?
Organizational Process Assets
• Influence the Acquire Project Team process include, but are not limited to,
organization standard policies, processes, and procedures.
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When project team members are selected in advance they are considered pre-assigned.
This situation can occur if the project is the result of specific people being promised as
part of a competitive proposal, if the project is dependent upon the expertise of particular
persons, or if some staff assignments are defined within the project charter.
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Staff assignments are negotiated on many projects. For example, the project management
team may need to negotiate with:
• Functional managers to ensure that the project receives appropriately competent staff
in the required time frame, and that the project team members will be able, willing,
and authorized to work on the project until their responsibilities are completed,
• Other project management teams within the performing organization to appropriately
assign scarce or specialized human resources, and
• External organizations, vendors, suppliers, contractors, etc., for appropriate, scarce,
specialized, qualified, certified, or other such specified human resources. Special
consideration should be given to external negotiating policies, practices, processes,
guidelines, legal, and other such criteria.
The project management team’s ability to influence others plays an important role in
negotiating staff assignments, as do the politics of the organizations involved. For
example, a functional manager will weigh the benefits and visibility of competing
projects when determining where to assign exceptional performers requested by various
project teams.
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When the performing organization lacks the in-house staff needed to complete a project,
the required services may be acquired from outside sources. This can involve hiring
individual consultants or subcontracting work to another organization.
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Working in different locations on the same project
• Think the possibilities of having group of people even little or no time spent to meet
face to face.
Advantage of Virtual Team
• Form teams of people from the same company who live in widespread geographic
areas
• Add special expertise to a project team, even though the expert is not in the same
geographic area
• Incorporate employees who work from home offices
• Form teams of people who work different shifts or hours
• Include people with mobility handicaps
• Move forward with projects that would have been ignored due to travel expenses.
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Project Staff Assignments
• The project is staffed when appropriate people have been assigned through the
previously described methods. The documentation of these assignments can include a
project team directory, memos to team members, and names inserted into other parts
of the project management plan, such as project organization charts and schedules.
Resource Calendars
• document the time periods that each project team member can work on the project.
Creating a reliable schedule depends on having a good understanding of each person’s
schedule conflicts, including vacation time and commitments to other projects, to
accurately document team member availability.
Staffing Management Plan Update
• Elements of the project management plan that may be updated include, but are not
limited to the human resources plan. For example, when specific people are assigned
to project roles and responsibilities, there may not be an exact fit between the staffing
requirements indicated in the human resource plan and the individual.
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The process of improving the competencies, team interaction, and overall team environment
• Creating an open, encouraging environment for your team and developing it into an effective,
functioning, coordinated group
• Critical to a successful project. Since teams are made up of individuals, individual
development becomes a critical factor to project success
• PMs should acquire skills to identify, build, maintain, motivate, lead, and inspire project teams
• PMs should continually motivate the team by providing challenges/opportunities, getting
feedback/providing support, recognizing and rewarding good performance
• High performance may be achieved by:
• Open and effective communication
• Developing trust among team members
• Managing conflict s in a constructive manner
• Encouraging collaborative problem‐solving and decision‐making
• Problems:
• Global environment, cultural diversity, multiple languages
Objectives of Developing a Project Team
• Improving knowledge and skills of team members to lower costs, reduce schedules, and
improve quality
• Improve feeling of trust and agreement among team members to raise morale, lower conflict,
and increase team work
• Create a dynamic and cohesive team culture to improve both individual and team productivity,
team spirit, and cooperation, allow cross‐training and mentoring between team members to
share knowledge and expertise
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Inputs
• Project staff assignments
• Project management plan
• Resource calendars
Tools & Techniques
• Interpersonal skills
• Training
• Team-building activities
• Ground rules
• Co-location
• Recognition & reward
Outputs
Team performance assessment
Enterprise environmental factors updates
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Project staff assignments
• Team development starts with a list of the project team members. Project staff
assignment documents identify the people who are on the team.
Project management plan
• The project management plan described above contains the human resource plan,
which identifies training strategies and plans for developing the project team. Items
such as rewards, feedback, additional training, and disciplinary actions can be added
to the plan as a result of ongoing team performance assessments and other forms of
project team management.
Resource calendars
• Resource calendars identify times when the project team members can participate in
team development activities.
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These are sometimes known as “soft skills,” and are particularly important to team
development. The project management team can greatly reduce problems and increase
cooperation by understanding the sentiments of project team members, anticipating their
actions, acknowledging their concerns, and following up on their issues. Skills such as
empathy, influence, creativity, and group facilitation are valuable assets when managing
the project team
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Training includes all activities designed to enhance the competencies of the project team
members. Training can be formal or informal. Examples of training methods include
classroom, online, computer based, on-the-job training from another project team
member, mentoring, and coaching. If project team members lack necessary management
or technical skills, such skills can be developed as part of the project work. Scheduled
training takes place as stated in the human resource plan. Unplanned training takes place
as a result of observation, conversation, and project performance appraisals conducted
during the controlling process of managing the project team.
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Team-building activities can vary from a five-minute agenda item in a status review meeting to an off-site,
professionally facilitated experience designed to improve interpersonal relationships. The objective of team-building
activities is to help individual team members work together effectively. Team-building strategies are particularly
valuable when team members operate from remote locations without the benefit of face-to-face contact. Informal
communication and activities can help in building trust and establishing good working relationships.
One of the most important skills in developing a team environment involves handling project team problems and
discussing these as team issues. The entire team should be encouraged to work collaboratively to resolve these issues.
To build effective project teams, project managers should obtain top management support, obtain commitment of team
members, introduce appropriate rewards and recognition, create a team identity, manage conflicts effectively, promote
trust and open communication among team members, and, above all, provide good team leadership.
As an ongoing process, team building is crucial to project success. While team building is essential during the front end
of a project, it is a never-ending process. Changes in a project environment are inevitable, and to manage them
effectively, a continued or a renewed team-building effort should be applied. The project manager should continually
monitor team functioning and performance to determine if any actions are needed to prevent or correct various team
problems.
One theory states that there are five stages of development that teams may go through. Usually these stages occur in
order. However, it’s not uncommon for a team to get stuck in a particular stage or slip to an earlier stage. Also, projects
with team members who have worked together in the past could skip a stage.
• Forming. This phase is where the team meets and learns about the project and what their formal roles and
responsibilities are. Team members tend to be independent and not as open in this phase. For more information,
refer to the Tuckman ladder of team development.
• Storming. During this phase, the team begins to address the project work, technical decisions, and the project
management approach. If team members are not collaborative and open to differing ideas and perspectives the
environment can become destructive.
• Norming. In the norming phase, team members begin to work together and adjust work habits and behaviors that
support the team. The team begins to trust each other.
• Performing. Teams that reach the performing stage function as a well-organized unit. They are interdependent and
work through issues smoothly and effectively.
• Adjourning. In the adjourning phase, the team completes the work and moves on from the project.
• The duration of a particular stage depends upon team dynamics, team size, and team leadership. Project managers
should have a good understanding of team dynamics in order to move their team members through all stages in an
effective manner.
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Forming
• Beginning stage of team formation, when all the members are brought together,
introduced, and told the objectives of the project. This is where team members learn
why they’re working together.
Storming
• Team members become confrontational with each other as they’re fighting for
position and control during this stage.
Norming
• Team members know each other fairly well by now. They’re comfortable with their
positions in the team, and they begin to deal with project problems instead of people
problems. Decisions are made jointly at this stage, and team members exhibit mutual
respect and familiarity with one another.
Performing
• This stage is where the team is productive and effective. The level of trust among
team members is high, and great things are achieved. This is the mature development
stage.
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Sign your Team is Failing
When see the following sign, a project management must devote more time in team
building to prevent team breakdown
• Lack of motivation or “don’t care” attitudes
• Project work that isn’t satisfying
• Status meetings that turn into whining sessions
• Poor communication
• Lack of respect and lack of trust for the project manager
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Ground rules establish clear expectations regarding acceptable behavior by project team
members. Early commitment to clear guidelines decreases misunderstandings and
increases productivity. Discussing ground rules allows team members to discover values
that are important to one another. All project team members share responsibility for
enforcing the rules once they are established.
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Co-location involves placing many or all of the most active project team members in the
same physical location to enhance their ability to perform as a team. Co-location can be
temporary, such as at strategically important times during the project, or for the entire
project. Co-location strategies can include a team meeting room, places to post
schedules, and other conveniences that enhance communication and a sense of
community. While co-location is considered a good strategy, the use of virtual teams is
sometimes unavoidable.
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Part of the team development process involves recognizing and rewarding desirable behavior. The
original plans concerning ways in which to reward people are developed during the Develop
Human Resource Plan process. It is important to recognize that a particular reward given to any
individual will only be effective if it satisfies a need which is valued by that individual. Award
decisions are made, formally or informally, during the process of managing the project team
through project performance appraisals. Cultural differences should be considered when
determining recognition and rewards. For example, developing appropriate team rewards in a
culture that encourages individualism can be difficult.
Only desirable behavior should be rewarded. For example, the willingness to work overtime to
meet an aggressive schedule objective should be rewarded or recognized; needing to work
overtime as the result of poor planning by the team member should not be rewarded. However,
the team members should not be punished for poor planning and consistently unrealistic
expectations imposed by senior management. Win-lose (zero sum) rewards that only a limited
number of project team members can achieve, such as team member of the month, can hurt team
cohesiveness. Rewarding behavior that everyone can achieve, such as turning in progress reports
on time, tends to increase support among team members.
People are motivated if they feel they are valued in the organization and this value is
demonstrated by the rewards given to them. Generally, money is viewed by most as a very
tangible aspect of any reward system, but other intangible rewards are also effective. Most project
team members are motivated by an opportunity to grow, accomplish, and apply their professional
skills to meet new challenges. Public recognition of good performance creates positive
reinforcement. A good strategy for project managers is to give the team all possible recognition
during the life cycle of the project rather than after the project is completed.
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Team performance assessments
• Team effectiveness should be formally/informally assessed
• It is measured in terms of technical success according to project objectives, schedule,
and budget
• Task oriented or result oriented outcomes
• Specific job‐related and people‐related qualities
• Indicators:
• Improvements in skills
• Improvement in competencies
• Reduced staff turnover rate
• Increased team cohesiveness (openly share information and experience)
• Results: identifying specific training, caching, mentoring, assistance or changes
needed
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• The process of tracking team member performance, providing feedback, resolving
issues, managing changes
• Project management team observes team behavior, manages conflict, resolves issues,
and appraises team member performance
• Change requests can be submitted, HR plan is updated, issues resolved, input is
provided for performance appraisals, and lessons learned are added to the
organization’s database
• Skills needed:
• Communication
• Conflict management
• Negotiation and
• leadership
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Inputs
• Project Staff Assignments
• Project Management Plan
• Team Performance Assessments
• Performance Reports
• Organizational Process Assets
Tools & Techniques
• Observation and Conversation
• Project Performance Appraisals
• Conflict Management
• Issue Log
• Interpersonal Skills
Outputs
• Enterprise Environmental Factors Updates
• Organizational Process Assets Updates
• Change Requests
• Project Management Plan Updates
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Project Staff Assignments
• Provides documentation which includes the list of project team members.
Project Management Plan
• The project management plan described above contains the human resource plan which includes:
• Roles and responsibilities
• Project organization
• The staffing management plan
Team Performance Assessments
• The project management team makes ongoing formal or informal assessments of the project team’s performance.
By continually assessing the project team’s performance, actions can be taken to resolve issues, modify
communication, address conflict, and improve team interaction.
Performance Reports
• Provide documentation about the current project status compared to project forecasts. Performance areas that can
help with project team management include results from schedule control, cost control, quality control, and scope
verification. The information from performance reports and related forecasts assists in determining future human
resource requirements, recognition and rewards, and updates to the staffing management plan.
Organizational Process Assets
• The organizational process assets that can influence the Manage Project Team process include:
• Certificates of appreciation
• Newsletters
• Websites
• Bonus structures
• Corporate apparel
• Other organizational perquisites.
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Observation and conversation are used to stay in touch with the work and attitudes of
project team members. The project management team monitors progress toward project
deliverables, accomplishments that are a source of pride for team members, and
interpersonal issues.
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Objectives for conducting performance appraisals during the course of a project can
include clarification of roles and responsibilities, constructive feedback to team
members, discovery of unknown or unresolved issues, development of individual training
plans, and the establishment of specific goals for future time periods. The need for
formal or informal project performance appraisals depends on the length of the project,
complexity of the project, organizational policy, labor contract requirements, and the
amount and quality of regular communication.
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•
•
•
•
•
•
•
•
•
•

Conflict is natural and inevitable and forces a search for alternatives
Conflict Is a team issue coming from scarce resources, scheduling priorities, and personal work style
Team ground rules, group norms, solid PM practices like communication planning and role definition
reduces the amount of conflict
Openness resolves it
Resolution should focus on issues, not personalities
Resolution should focus on the present, not the past
Team members are initially responsible foe its resolution
If unable, PM should help. Early, in private, using direct and collaborative approach
If not resolved yet, formal procedures may be used, including disciplinary actions
Factors influencing conflict resolution methods
• Relative importance and intensity of the conflict
• Time pressure for resolving the conflict
• Position taken by players involved
• Motivation to resolve conflict on a long‐term or short‐term basis
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Project manager must carefully select the appropriate mode to handle conflict
•

•

•

•

•

•

Forcing
• One person forces a solution on the other parties
• Permanent solution
• Isn’t necessarily the best solution especially for team building
• The forcing party wins
• The losers are those who are forced to go along with the decision
Collaborating
• Satisfy all desires
• Symptoms that your project is suffering at the hands of a collaborating style of conflict include trivial matters receiving
dominance, lack of responsibility, and a sensation of having too much work to do.
Smoothing
• Does not lead to a permanent solution
• Attempts to make the conflict appear less important than it is
• A compromise is reached
• When they realize that the conflict was smoothed over and really is more important than they were led to believe, the
conflict will resurface
• “Yield – lose” or “lose – lose” conflict resolution technique
Withdraw
• Never results in resolution
• One of the parties gets up and leaves and refuses to discuss the conflict
• The worst of all the techniques because nothing gets resolved
• “Lose – lose” or “lose – leave” conflict resolution technique
Compromise
• Each of the parties involved in the conflict gives up something and keep something to reach a solution
• Through all the give and take, a solution is reached
• Drag their feet and reluctantly trudge along
• Solution becomes permanent one if parties make firm commitments to the resolution
Problem Solving (Confrontation)
• A fact-finding mission
• Only one right solution to a problem exists, and the facts will bear out the solution
• Facts are uncovered and presented to the parties, and the decision will be clear
• Solution becomes a permanent one and the conflict expires
• Best way to resolve conflict
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Issue Log is a documentation element of software project management. An issue log
contains a list of ongoing and closed issues of the project. While issue logs can be
viewed as a way to track errors in the project, the role it plays often extends further. Issue
logs can be used to order and organize the current issues by type and severity in order to
prioritize issues associated with the current milestone or iteration. Issue logs may also
contain customer requests and remarks about the various problems that can be found in
current code.
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Some of interpersonal skills needed by PM
• Leadership
• Successful project requires strong leadership. Communicate the vision and inspire
the project team to achieve high performance
• Influencing
• The ability to persuasive and clearly articulate points and positions
• High levels of active and effective listening skills
• Consideration of the various perspectives in any situation
• Gathering relevant and critical information to reach agreements under mutual
trust
• Effective Decision Making
• Focus on goals to be served
• Follows a decision making process
• Study the environment factors
• Develop personal qualities of the team
• Stimulate team creativity
• Manage opportunity and risks
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• Legitimate (Formal) power
• A result of the influencer’s position
• Reward power
• The ability to grant bonuses or incentive awards for a job well done
• Punishment (Coercive / Penalty) power
• Employee is threatened with consequences if expectations are not met
• Expert power
• Occurs when team member believes the manager, is knowledgeable or has special
abilities that make him an expert
• Referent Power
• Inferred to the project managers by their subordinates by a great deal of respect
and high regard
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Power Type
Legitimate
Reward
Coercive
Referent
Expert

Likely Response
Compliance
Compliance
Resistance
Commitment
Commitment

Reason
Duty
Obtain Goal
Resentment
Identification
Internalization
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Some Key Terms

•

Halo Effect: The assumption that because the person is good at technical, he will be good
as a project manager.

•
•

Arbitration: A method to resolve conflict. A neutral party hears and resolve a dispute.
Perquisites (Perks): Some employees receives special rewards e.g. parking spaces,
corner offices, executive dining.

•

Fringe Benefits: Standard benefits formally given to all employees, such as insurance,
education benefits and profit benefits.
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Enterprise Environmental Factors Updates
• Enterprise environmental factors that may require updates as a result of the Manage Project Team
process include, but are not limited to:
• Input to organizational performance appraisals
• Personnel skill updates
Organizational Process Assets Updates
• Organizational process assets that may require updates as a result of the Manage Project Team process
include, but are not limited to:
• Historical information and lessons learned documentation,
• Templates
• Organizational standard processes.
Change Requests
• Staffing changes, whether by choice or by uncontrollable events, can affect the rest of the project
management plan. When staffing issues disrupt the project management plan, such as causing the
schedule to be extended or the budget to be exceeded, a change request can be processed through the
Perform Integrated Change Control process. Staffing changes can include moving people to different
assignments, outsourcing some of the work, and replacing team members who leave.
• Preventive actions are those that can be developed to reduce the probability and/or impact of problems
before they occur. These actions may include cross-training to reduce problems during project team
member absences and additional role clarification to ensure all responsibilities are fulfilled.
Project Management Plan Updates
• Elements of the project management plan that may be updated include, but are not limited to, the
staffing management plan.
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Once a lower-level need has been met, it no longer serves as a motivator and the next
higher level becomes the driving motivator
Level of need in order from highest to lowest:
• Self-actualization: Performing at your peak potential
• Self-esteem needs: Accomplishment, respect for self, capability
• Social needs: A sense of belonging, love, acceptance, friendship
• Safety and security needs: Your physical welfare and the security of your belongings
• Basic physical needs: Food, clothing, shelter
Highly technical people prefer publishing and inventing and refuse promotion to
management (tend to emphasize self esteem)
Project managers tend to favor self actualization, doing what one can do best, realizing
one’s potential and constant self development
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Theory X and Theory Y are theories of human motivation created and developed by
Douglas McGregor. Theory X and Theory Y have to do with the perceptions managers
hold on their employees, not the way they generally behave. It is attitude not attributes.
Theory X
• Believe most people do not like work and will try to steer clear of it
• Managers are like dictators and impose very rigid controls over their people
• People are motivated only by punishment, money, or position
• Theory X managers unknowingly also subscribe to the Expectancy Theory
Theory Y
• Believe people are interested in performing their best given the right motivation and
proper expectations
• Managers provide support to their teams, are concerned about their team members,
and are good listeners
• Believe people are creative and committed to the project goals with limited
supervision
Extrinsic and Intrinsic Motivation
• Extrinsic Motivators
• Material rewards
• Include bonuses, the use of a company car, stock options, gift certificates, training
opportunities, extra time off, and so on
• Intrinsic Motivators
• Specific to the individual
• Cultural and religious influences are forms of intrinsic motivators
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This Achievement Theory state that people are motivated by the need for three things:
achievement, power, and affiliation
• Achievement Motivation: The need to achieve or succeed
• Power Motivation: A desire for influencing the behavior of others
• Affiliation Motivation: Want to have friendships with their co-workers and a sense of
camaraderie with their fellow team members
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Expectancy Theory is proposed by Victor H. Vroom. This is a motivation factor. People put in
more efforts because they accept to be rewarded for their efforts.
• Expectation of a positive outcome drives motivation
• People will behave in certain ways if they think there will be good rewards
• The strength of the expectancy drives the behavior
• Expectation or likelihood of the reward is linked to the behavior
• People become what you expect of them
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The Two-factor theory (also known as Herzberg's motivation-hygiene theory and DualFactor Theory) states that there are certain factors in the workplace that cause job
satisfaction, while a separate set of factors cause dissatisfaction.
Hygiene factors
• Deal with work environment issues
• Prevent dissatisfaction
• E.g. benefits, the conditions of the work environment and relationships with peers and
managers
• Pay is considered a hygiene factor because Herzberg believed that over the long term,
pay is not a motivator
Motivators
• Deal with the substance of the work itself
• Motivators lead to satisfaction
• E.g. the ability to advance, the opportunity to learn new skills, and the challenges
involved
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Contingency theorists argue that types of learning exist that are not explained by operant
and classical conditioning. Contingency theory proposes that for learning to take place,
a stimulus must provide the subject information about the likelihood that certain events
will occur. Robert Rescorla demonstrated that the pairing of a conditioned stimulus (CS)
and unconditioned stimulus (UCS) does not always produce learning and contended that
it is necessary for the CS to signify a contingency.
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•

•

•

•

•

•

•

Extraversion
• Draw energy from action
• Tend to act, then reflect, then act further.
• Energy and motivation tends to decline if they are inactive
• Desire breadth and are action-oriented
Introversion
• Less energized as they act
• Prefer to reflect, then act, then reflect again.
• Seek depth and are thought-oriented
Sensation
• Trust information that is in the present, tangible and concrete (understood by the five senses)
• Prefer to look for detail and facts
Intuition
• Trust information that is more abstract or theoretical
• Associated with other information
• Trust those flashes of insight that seem to bubble up from the unconscious mind
• More interested in future possibilities
Feeling
• Decisions by associating or empathizing with the situation
• Looking at it „from the inside‟
• Weighing the situation to achieve, on balance, the greatest harmony, consensus and fit, considering the needs of the people
involved
Thinking
• More detached standpoint
• Measuring the decision by what seems reasonable, logical, causal, consistent and matching a given set of rules
Judging
• Prefer a planned or orderly way of life
• Have things settled and organized, feel more comfortable when decisions are made
• Like to bring life under control as much as possible
Perception
• Prefer a flexible and spontaneous way of life
• Like to understand and adapt to the world rather than organize it
• Staying open to new experiences and information
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