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A Define project human resource management and understand its
processes
A summarize key concepts for managing people

A Discuss human resource planning
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The Importance of Human Resource Management

AMany corporate executives have sa
| mportant asseto
A People determine the success and failure of organizations and

projects
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What is Project Human Resource Management
(PMBOK)?

A Making the most effective use of the people involved with a project

A Processes include:

o Human resource planning: identifying and documenting project roles,
responsibilities, and reporting relationships

o Acquiring the project team: getting the needed personnel assigned to and
working on the project

o Developing the project team: building individual and group skills to enhance
project performance

o Managing the project team: tracking team member performance, motivating
team members, providing timely feedback, resolving issues and conflicts, and
coordinating changes to help enhance project performance



Project Human Resource Management Summary

Planning

Process: Human Resource Planning

Outputs: Roles and responsibilities, project organizational
chart, staffing management plan

>

Executing

Process: Acquire Project Team

Outputs: Project staff assignments, resource availability, updates
to the staffing management plan

Process: Develop Project Team

Outputs: Team performance assessment

Monitoring and Controlling

Process: Manage Project Team

Outputs: Requested changes, recommended corrective actions,
recommended preventive actions, and updates to
organizational process assets and the project
management plan

B

Project Start Project Finish
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Keys to Managing People

A Psychologists and management theorists have devoted much
research and thought to the field of managing people at work

A Important areas related to project management include:
o Motivation theories
o Influence and power

o Effectiveness



Theory of Personality

AJungﬁs Attitudes of

Exists in each person one is more dominant tha
Extroversion (extrovert) T direct psychic energy towards the things in

external world

o Introversion (introvert) 1 direct psychic energy more inwardly focused
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Inter lon: Cognitive Style Self -

Assessment

Psychological Functions

I Perceliving
ASensing
Alntuition

I Judging
AThinking
AFeeling



Interpretation: Cognitive Style Self -Assessment

A Dominant Process

A Perception-Judgment Combinations
o Sensation w/ Thinking (ST)
o INtuition w/ Thinking (NT)
o Sensation w/ Feeling (SF)
o INtuition w/ Feeling (NF)
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Thinking
I
I
ST I NT
Practical : Impersonal
Impersonal I Inventive
Down-to-earth : Conceptually-oriented
I
Sensation ~=--==== == === ———- +-——————————————— Intuition
I
Sociable l Enthusiastic
Gregarious : Insightful
Practical I Personally warm
SF : NF
I
I

Feeling
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Social Styles

Ask-Directed Assertiveness

Task-Directed Responsiveness

Analytical Driver

Amiable Expressive

People-Directed Responsiveness

SSOUDAILIDSSY Paldalig-||oL
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American Typology - general population

Extrovert or Introvert
Sensing or iNtuition
Thinking or Feeling
Judging or Perceiving

ISTJ
11.6%

ISTP
5.4%

ESTP
4.3%

ESTJ
8.7%

ISFJ
13.8%

ISFP
8.8%

ESEP
8.5%

ESFJ
12.3%

INFJ
1.5%

INFP
4.3%

ENFP
8.1%

ENFJ
2.4%

INTJ
2.1%

INTP
3.3%

ENTP
3.2%

ENTJ
1.8%



http://en.wikipedia.org/wiki/ISTJ
http://en.wikipedia.org/wiki/ISFJ
http://en.wikipedia.org/wiki/INFJ
http://en.wikipedia.org/wiki/INTJ
http://en.wikipedia.org/wiki/ISTP_(personality_type)
http://en.wikipedia.org/wiki/ISFP
http://en.wikipedia.org/wiki/INFP
http://en.wikipedia.org/wiki/INTP
http://en.wikipedia.org/wiki/ESTP
http://en.wikipedia.org/wiki/ESFP
http://en.wikipedia.org/wiki/ENFP
http://en.wikipedia.org/wiki/ENTP
http://en.wikipedia.org/wiki/ESTJ
http://en.wikipedia.org/wiki/ESFJ
http://en.wikipedia.org/wiki/ENFJ
http://en.wikipedia.org/wiki/ENTJ
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Managers typology

_______lTotal ST SF___NF___INT

Managers 848 53% 15% 10% 22%



Meyers-Briggs Type Indicator (MBTI)

A MBTIis a popular tool for determining personality preferences and
helping teammates understand each other

A Four dimensions include:
o Extrovert/Introvert (E/I)
o Sensation/Intuition (S/N)
o Thinking/Feeling (T/F)
o Judgment/Perception (J/P)

A NTs or rationals are attracted to technology fields
AT people vary most from the general population in not being

extroverted or sensing
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Masl owds Hi erarchy of Ne

A Abraham Maslow argued that humans possess unigue qualities that
enable them to make independent choices, thus giving them control
of their destiny

AMasl ow devel oped a hierarchy of n

behaviors are guided or motivated by a sequence of needs

15
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Challenging projects,
opportunities for
innovation and creativity

Acceptance, love,
affection, association
with a team/group

Food,
water,
etc.
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owd0s Hi erarchy of Ne:«

high 4

5. Self-
Actualization

Recognition,

4, Esteem prestige, status

3. Social
Physical safety,
economic
security

2. Safety

1. Physiological

low

A satisfied need is no longer a motivator
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Her zbergos Moti vati onal z

A Frederick Herzberg wrote several famous books and articles about

worker motivation; he distinguished between:

o Motivational factors: achievement, recognition, the work itself,
responsibility, advancement, and growth, which produce job satisfaction

o Hygiene factors: cause dissatisfaction if not present, but do not motivate
workers to do more; examples include larger salaries, more supervision,

and a more attractive work environment

17



Examples of Herzbergods H)
Motivators

HyYGIENE FACTORS MoTIVATORS
Larger salaries Achievement
More supervision Recognition
More attractive work environment Work itself
Computer or other required equipment Responsibility
Health benetfits Advancement
Training Growth
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Mc Gregoros Theory X and °

A Douglas McGregor popularized the human relations approach to
management in the 1960s

o Theory X: assumes workers dislike and avoid work, so managers must use
coercion, threats, and various control schemes to get workers to meet
objectives

o Theory Y: assumes individuals consider work as natural as play or rest
and enjoy the satisfaction of esteem and selfactualization needs

o Theory Z: introduced in 1981 by William Ouchi, and is based on the
Japanese approach to motivating workers, emphasizing trust, quality,

collective decision making, and cultural values
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0 gpyalopevog gival oKvnpoc.

Ta S10IKNTIKG OTEAEXN TTPEWEI VA
emIBAETOUV OTEVA

Anpiovpyia auoTnpwy Kavovwy
Ko kabopiopévwy apoifwyv

0 gpyalopevocg dev givai
OKVIpOC.

Npémwel va kaAAigpyei KiviTpo
yia Toug epyalopEvoug

NMapoyn appodioTiTwy oTOUG
epyalopévoug




Human Resource Planning

A Involves identifying and documenting project roles, responsibilities,
and reporting relationships

A Outputs include:
o Project organizational charts
o Staffing management plan

o Responsibility assignment matrixes

o Resource histograms

21
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Sample Organizational Chart for a Large IT Project

.

Project Manager

Deputy Project
Manager

Systems Independent

Engineering = Test Group

:Project Technical Quality

Configuration

' S/W Subproject
i Manger 1
Team1 Team2 @ Team 3

Lead Assurance  Management
| S/W Subproject H/W Subproject
Manger Manger
. — .

- Team 1 Team 2 Team 1 Team 2
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Work Definition and Assignment Process

RFP, Contract, Charter, Steps Key Outputs
Scope Statement

Finalized Project Scope Baseline

Requirements Finalization Finalizad Technical Basellio

; Program/Team Approach
HOW wRrcwiR bef? ne Teganical Approa
| Work Breakdown Structure (WBS)
Break Down the Work _ Activity definitions
; Organizational Breakdown
Assign the Work Structure (OBS)

OBS Responsibilities
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Responsibility Assignment Matrices

A A responsibility assignment matrix (RAM) is a matrix that maps the
work of the project as described in the WBS to the people
responsible for performing the work as described in the OBS

A Can be created in different ways to meet unique project needs

24
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Sample Responsibility Assignment Matrix (RAM)

WBS activities b

1.1.1]1.1.2]1.13[1.14]1.15]1.16[1.1.7]1.18
Systems Engineering R | RP R
Software Development RP
Hardware Development RP
Test Engineering P
Quality Assurance RP
"Configuration Management RP
Integrated Logistics Support p
vy | Training R P
R = Responsible organizational unit
P = Performing organizational unit

OBS
units

25
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RAM Showing Stakeholder Roles

Stakeholders
Items A B @ D E
Unit Test S A I I R
Integration Test S P A I R
| System Test S P A | | R
User Acceptance Test S P l A R

A = Accountable

P = Participant

R = Review Required
| = Input Required

S = Sign-off Required

26
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Sample RACI Chart

Grour A Grour B Group C Grour D Grour E
Test Plans R A C C I
Unit Test C I R A I
Integration Test A R I C C
System Test I C A I R
User Acceptance Test A | C R A

R = responsibility, only one R per task
A = accountabllity

C = consultation

| = informed

27
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Staffing Management Plans and Resource
Histograms

A A staffing management plan describes when and how people will be

added to and taken off the project team
A A resource histogram is a column chart that shows the number of

resources assigned to a project over time

28



__— ol

Sample Resource Histogram

77

|

Number of People
o — N w ES (9, (o)) ~ o
N
1*\

Feb March  April May June

M Managers = Business analysts | | Programmers ¥4 Technical writers
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Acquiring the Project Team

A Acquiring qualified people for teams is crucial
A The project manager who is the smartest person on the team has
done a poor job of recruiting!
Altos | mportant to assign the appr

to work on projects at the appropriate times

30
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Developing the Project Team

A The main goal of team development is to help people work together
more effectively to improve project performance

A It takes teamwork to successfully complete most projects

31



Importance of Teams

A Successtul managers are those who work with successful teams.

A Groups constitute the basic building blocks of any organization.




A Two or more people who
meet regularly over a
period of time, perceive
themselves as a distinct
entity, share common
values, and strive for
common objectives



Teams

A Groups of people with complementary skills, who are committed to
a common purpose, set of performance goals,
and approach for
which they hold
themselves
mutually

accountable
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The nature of a teams

(1) common purpose;

(2) interdependence;

(3) clarity of roles and contribution;

(4) satisfaction from mutual working;
(5) mutual and individual accountability;
(6) realisation of synergies; and

(7) empowerment.



Key characteristics
Groups - Teams

Factor Group or ‘team’ High performing team

Size Unlimited Limited (normally 6-8)

Leadership style Dictatorial or non-existent Mixture of authoritative and coaching style* *
Different viewpoints Unwelcome Welcome

Goals May or may not have goals Agreed and shared goals

Recruitment of members  You armived and they were already there!  You considered gaps in the team and recruited for them
Membership Conformance Complementary roles

Decision-making Top down Shared

Heview Self-reflection on personal agenda Shared feedback on team effectiveness
Problems Blame culture Mutual support

Relationships Adversaries Friends




Characteristics of High Performing Teams

A Small Size

A Complementary Skills
A Common Purpose

A Specific Goals q ’
A Common Approach
A Mutual Accountability




Where

are we
going?
Situatioqal Objectives
Visioning anal)g.ls Action plans
Outputs (SWOT) Performance
Who Outcomes indicators How will
Mission External we get
are we? WNKING analysis there?
' Job descriptions
Self-understanding Role clarification
Team-understanding Authority
Values Accountability
SKILLS

What

recognition Stroking Training and What is
do we Remuneration development | expected
receive? Fringe benefits Coaching of us?
Promotion Counseling &
Performance review Mentoring

* Output auditing

* Process auditing _—
What

support
do we

receive?

e

How
effective
are we?

SOURCE: Adapted from C. Margerison and D. McCann, The Team Development Manual
(Toowong, Queensland, Australia: Team Management Resources, 1990) 20
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The Margerison-McCann team management wheel
describes and maps team role preferences




