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1. Give short answers for the followings: (16)
I. Outline the main skills required for project human resource management.
The following are the main skills for project human resource management:  
Personal Skills: Project Managers must be able to motivate and sustain people. Project team members will look to the project manager to solve problems and help with removing obstacles. Project managers must be able to address and solve problems within the team, as well as those that occur outside the team. There are numerous ways, both subtle and direct, in which project managers can help team members Manage by example, positive example, be considerate, be direct, positive attitude. The project manager should be Never conceal problems or avoid addressing them. If a problem is bigger than the project manager or the team can deal with, escalate it to senior management.
Technical Skills: There are two schools of thought about the level needed for technical skills. Some project managers prefer to have little technical knowledge about the projects they manage, preferring to leave the technical management to other junior managers, such as programming managers or network managers. Others have detailed technical skills of computer languages, software, and networks. There is no hard and fast rule. It really depends on the type and size of projects, their structure, resources available, and the project environment. The project manager is ultimately responsible for the entire management of the project, technical or otherwise, and will require solutions to the technical issues that will occur.

Management Skills
 A good project manager needs to understand many facets of the business aspect of running a project, so critical skills touch on expertise in the areas of organization, communication, finance, and human resources. Examples are Project planning, initiation, and organization, effective project negotiation and Recruiting people and keeping them
Coping Skills
A good project manager has to acquire a number of skills to cope with different situations, conflicts, uncertainty, and doubt. For example Being flexible, Being persistent and firm when necessary and being creative, even when the project does not call for it
 
II. What are the knowledge areas for project human resource management?
Selection – matching available human resources to jobs;
 appraisal (performance management)- The process by which a manager or consultant (1) examines and evaluates an employee's work behavior by comparing it with preset standards, (2) documents the results of the comparison, and (3) uses the results to provide feedback to the employee to show where improvements are needed and why.

rewards – ‘the reward system is one of the most under-utilized and mishandled managerial tools for driving organizational performance’; it must reward short- as well as long-term achievements, bearing in mind that ‘business must perform in the present to succeed in the future’;
 Development – developing high-quality employees.
III. Define the term ‘project interfaces’.
Project interfaces are the people and groups the project manager and the project team will work with to complete the project. There are three types of interfaces: Project interfaces generally fall into one of three categories:  Organizational interfaces—formal and informal reporting relationships among Different organizational units. Organizational interfaces may be highly complex or very simple. For example, developing a complex telecommunications system may require coordinating numerous subcontractors over several years, while fixing a programming error in a system installed at a single site may require little more than notifying the user and the operations staff upon completion. Technical interfaces—formal and informal reporting relationships among different technical disciplines. Technical interfaces occur both within project phases (e.g., the site design developed by the civil engineers must be compatible with the superstructure developed by the structural engineers) and between project phases (e.g., when an automotive design team passes the results of its work along to the retooling team that must create the manufacturing capability for the vehicle). Interpersonal interfaces—formal and informal reporting relationships among different individuals working on the project. These interfaces often occur simultaneously, as when an architect employed by a design firm explains key design considerations to an unrelated construction contractor’s project management team.

IV. What are human resource constraints of a project?
Constraints are factors that limit the project team’s options. A project’s Organizational options may be constrained in many ways. Common factors that may constrain how the team is organized include the following:
• Organizational structure of the performing organization—an organization whose basic structure is a strong matrix means a relatively stronger role for the project manager than one whose basic structure is a weak matrix.
• Collective bargaining agreements—contractual agreements with unions or other employee groups may require certain roles or reporting relationships (in essence, the employee group is a stakeholder).
• Preferences of the project management team—if members of the project management team have had success with certain structures in the past, they are likely to advocate similar structures in the future.
• Expected staff assignments—how the project is organized is often influenced by the skills and capabilities of specific individuals. Sometimes a particular qualification, skill, or specific person is requested as part of the project requirement, this requirement becomes a constraint on the project.


V. What are the five layers of needs as indicated by the Maslow’s Hierarchy of needs?
Needs theory was developed originally by Maslow (1954), who postulated the
Concept of a hierarchy of needs which he believed were fundamental to the personality.
He suggested that there are five major need categories which apply to people in general, starting from the fundamental physiological needs and leading through a hierarchy of safety, social and esteem needs to the need for self-fulfillment, the highest need of all. Maslow‘s hierarchy is as follows:
1. Physiological – the need for oxygen, food, water and sex. Heat, air, base salary
2. Safety – the need for protection against danger and the deprivation of physiological needs. In a work set up these needs are Work safety, job security, health insurance.
3. Social – the need for love, affection and acceptance as belonging to a group. In a work set up one needs to be accepted by Teams, departments, coworkers, clients, supervisors, subordinates.
4. Esteem – the need to have a stable, firmly based, high evaluation of oneself (selfesteem) and to have the respect of others (prestige). These needs may be classified into two subsidiary sets: first, the desire for achievement, for adequacy, for confidence in the face of the world, and for independence and freedom, and, second, the desire for reputation or status defined as respect or esteem from other people, and manifested by recognition, attention, importance, or appreciation. recognition, high status, responsibilities
5. Self-fulfilment (self-actualization) – the need to develop potentialities and skills, to become what one believes one is capable of becoming. This is achieved  through training, advancement, growth, creativity

VI. What could be major sources of conflict on a project?
Conflict is inevitable in organizations because they function by means of adjustments and compromises among competitive elements in their structure and membership. Conflict also arises when there is change, because it may be seen as a threat to be challenged or resisted, or when there is frustration – this may produce an aggressive reaction; fight rather than flight. Conflict is not to be deplored.Members of groups may have to accept the norms, goals and values of their group. The individual’s loyalty will usually be to his or her own group if it is in conflict with others.  Here are seven reasons for conflict, in order of most common to least common:
1. Schedules
2. Priorities
3. Resources
4. Technical beliefs
5. Administrative policies and procedures
6. Project costs
7. Personalities
VII. How is staffing requirement identified for a project?
 Every project needs people to complete the work. Staffing requirements are the identified roles needed on a project to complete the assigned work. For example, a project to install a new telephone system throughout a campus would require a menagerie of workers with varying skill sets: hardware and software gurus, telephony experts, electricians, installers, and others. The identified staff would be pulled from the resource pool. Any skills gaps would need to be addressed through staff acquisition, additional training, or procurement.

VIII. What is the importance of reward and recognition system?
The recognition and reward systems are used to stimulate outstanding team and individual performance contributions.Reward and recognition systems are formal management actions which promote or reinforce desired behavior. To be effective, such systems must make the link between performance and reward clear, explicit, and achievable. For example, a project manager who is to be rewarded for meeting the project’s cost objective should have an appropriate level of control over staffing and procurement decisions. Projects must often have their own reward and recognition systems since the systems of the performing organization may not be appropriate. For example, the willingness to work overtime in order to meet an aggressive schedule objective should be rewarded or recognized; needing to work overtime as the result of poor planning should not be. Reward and recognition systems must also consider cultural differences. For example, developing an appropriate team reward mechanism in a culture that prizes individualism may be very difficult.
A reward and recognition system encourages, emphasizes, and promotes good performance and behavior by the project team. The reward and recognition system should be a formal, achievable approach for the project team to perform and be rewarded for their outstanding performance. The project team should be rewarded for good work and not for bad. For example, a project team should not be rewarded for completing a crucial assignment on schedule if the work is unacceptable because of quality issues.
2. What is Herzbergs’ theory of motivation? How is it linked with staffing performance? 5) Frederick Herzberg wrote several famous books and articles about worker motivation their two-factor model, Herzberg et al (1957) listed needs which they termed ‘satisfiers.  He distinguished between motivational factors: achievement, recognition, the work itself, responsibility, advancement, and growth, which produce job satisfaction and 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
Herzberg suggested that improvements in organization design must centre on the individual job as the positive source of motivation. If individuals feel that the job is stretching them, they will be moved to perform it well.
Job enrichment as proposed by Herzberg (1968) is not just increasing the number or variety of tasks; nor is it the provision of opportunities for job rotation. It is claimed by supporters of job enrichment that these approaches may relieve boredom, but they do not result in positive increases in motivation.

3. Discuss staffing management plan in details. What type of information should be included in it?
A staffing management plan describes when and how people will be added to and taken off the project team. The staffing management plan describes when and how human resources will be brought onto and taken off the project team. The staffing plan may be formal or informal, highly detailed or broadly framed, based on the needs of the project. It is a subsidiary element of the overall project plan .
The staffing management plan often includes resource histograms, Resource histogram is a column chart that shows the number of resources assigned to a project over time.
Particular attention is paid on  how project team members (individuals or groups) will be released when they are no longer needed on the project. Appropriate reassignment procedures may:
• Reduce costs by reducing or eliminating the tendency to “make work” to fill the time between this assignment and the next.
• Improve morale by reducing or eliminating uncertainty about future employment opportunities.

4. Discuss different approaches of conflict resolution
Handling conflict at work and promoting stability – providing a safety valve for the expression of employees’ views; So what’s a project manager to do with all the potential for strife in a project? There are five different approaches to conflict resolution:
Problem solving: This approach is the preferred method of conflict resolution, which confronts the problem head-on. You may see this approach as “confronting” rather than problem solving. Problem solving calls for additional research to find the best solution for the problem, and should be a win-win solution. It also serves to build relationships and trust. It should be used if there is time to work through and resolve the issue.
Compromising: his approach requires that both parties give up something. The decision made is a blend of both sides of the argument. it is considered a lose-lose solution because neither party really wins. This approach can also be used to avoid a fight. The project manager can use this approach when the relationships are equal and no one can truly “win.”
Forcing: The person with the power makes the decision. The decision made may not be the best decision for the project, but it’s fast. As expected, this autocratic approach does little for team development and is a win-lose solution. Used when the stakes are high and time is of the essence, or if relationships are not important.
Smoothing: Smoothing “smoothes” out the conflict by minimizing the perceived size of the problem. It is a temporary solution but can calm team relations and boisterous discussions. The project manager can use smoothing to emphasize areas of agreement between disagreeing stakeholders and thus minimize areas of conflict. It’s used to maintain relationships, and when the issue is not critical. Smoothing may be acceptable when time is of the essence or any of the proposed solutions will not currently settle the problem. This can be considered a lose-lose situation since no one really wins in the long-term.
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