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1. Give short answers for the followings: 

I. Outline the main skills required for project human resource management.

In project management terminology, resources are all the items that are required to carry out the project activities. They include people, equipment, facilities, time, money, or anything else required for the completion of the project. All these elements are interrelated and linked to the scope of the project. Each of them must be estimated and managed effectively if the project is to be a success.

Resource planning
Resource planning entails estimating the expected input in terms of time, human and financial resources necessary to achieve the project objectives.
To allocate time for project activities, use can be made of the Critical Path Method. This technique determines the shortest time possible to complete the project by calculating a critical path, or the sequence of project activities which add up to the longest overall duration. To that effect, a model of the project is constructed that includes:
· A list of all activities required to complete the project (typically categorized within a work breakdown structure).
· The time (duration) that each activity will take to completion.
· The dependencies between the activities.
Human resource planning
Human resource planning for a project involves a realistic estimation of the staff input, based on an estimation of which type of staff will be required for the tasks that are planned, and the anticipated number of working days. To plan the human resources, the following steps should be followed:
· Define the resource requirements by listing the roles and responsibilities for the project, without being constrained by the people that are available. 
· Look for people to take up the roles and responsibilities. If expertise is not available within the organisation, one can consider people from outside to assist in particular areas. 
· In addition to skills, also consider the personalities of people to see if they will be able to work together.
· Consider the impact on the project for each of the solutions outlined above  time, scope, or budget.







II. What are the knowledge areas for project human resource management?

The Project Integration knowledge area is concerned with coordinating all aspects of the project plan and is highly interactive. Project planning, project execution, and change control occur throughout the project and are repeated continuously while working on the project. Project planning and execution involve weighing the objectives of the project against alternatives to bring the project to a successful completion. Change control impacts the project plan, which in turn impacts execution, so you can see that these three processes are very tightly linked. The processes in this area also interact with other processes in the remaining knowledge areas.

Project Scope Management

Project Scope Management has five processes: Initiation, Scope Planning, Scope Definition, Scope Verification, and Scope Change Control. 
Project Scope Management is concerned with the work of the project.  All of the processes involved with the work of the project, and only the work that is required to complete the project, are found in this knowledge area.
Scope Planning, Scope Definition, Scope Verification, and Scope Change Control involve detailing the requirements of the product of the project and the activities that will eventually comprise the project plan, verifying those details using measurement techniques, and controlling changes to these processes.
Project Time Management
The Project Time Management knowledge area also has five processes: Activity Definition, Activity Sequencing, Activity Duration Estimating, Schedule Development, and Schedule Control.
This knowledge area is concerned with estimating the duration of the project plan activities, devising a project schedule, and monitoring and controlling deviations from the schedule. A Project Viewer can truly aid the project manager in this area allowing for team collaboration and task updating.  Collectively, this knowledge area deals with completing the project in a timely manner.
In many cases, all of the activity processes described here along with schedule development are completed as one activity. Sometimes, only one person is needed to complete these five processes, and they’re all worked on at the same time. Time management is an important aspect of project management as it concerns keeping the project activities on track and monitoring those activities against the project plan to assure the project is completed on time.
III. Define the term ‘project interfaces’.
Interface Management

Interface management deals with identifying, documenting, scheduling, communicating, and monitoring interfaces related to the product and the project. Management interfaces make up a major portion of this material. The project manager is a boundary spanner in that this person must coordinate across the various groups contributing to the project. The project/functional interface is a
major aspect of this effort, and it has been pointed out that this important interface (project/functional) should be complementary for the project to run smoothly. Project management also involves three
types of interfaces, which the project manager should be aware of and continually monitor for problems: personal interface, organizational interface, and system interface.

Personal Interface

This interface can occur anytime two people are working on the same project and there is a potential for personal problems or conflict to exist. If the two people work under the same line manager, the project manager usually has limited authority (unless he or she is their superior) and must call on the line manager to settle disputes. If the people are not in the same line or discipline, then the
project manager assumes the role of mediator, with the ability to get line management to resolve the problem if necessary. Problems in the personal interface are even more difficult to solve when they involve two or more managers. 
The project manager must be capable of dealing with all conflicts that involve people in or related to the project.















IV. What are human resource constraints of a project?

Project management is very important in production of goods and services. Idea generation to final production of product or service, each step can be categorized as individual projects. Any project requires a project manager, who leads the project to its logical conclusion. Project manager is responsible for appointing team members with different background but essential in completion of the project.
Project Characteristics - A project is not normal day to day activity undertaken by organization rather it is specific, non-routine activity of varying time frame and impact viability of the business in the long run. A typical project has following characteristics:
· Timeline: A project has a definite timeline with measurable starting and end point.
· Resources: A project has limited resource of capital and manpower.
· Tools: Special type of tools and techniques are used for project management
· Team: Project management requires diverse team stretching across departments and functions.
Project Life Cycle - A typical project is divided into following phases. Each phase of the project has its own importance and impact on overall success of the project.
· Initiation Phase: In this phase of the project, feedback received from customers is analyzed and brainstorming is done as to develop new product or modify existing product to meet the new demands.
· Project Definition Phase: In this phase of the project efforts are made to define the solution for the problem posed by customers.
· Feasibility Study: In this phase, planning of the project is made and definite milestones are established.
Project Management Activities - Project management activities are mainly divided into three main categories Planning, Scheduling and Controlling.
· Planning: Planning activities include defining project objective, resource planning, etc.
· Scheduling: Scheduling activities include developing detailed milestones and guidelines for the project. These activities are performed typically before actual initiation of the project.
· Controlling: Controlling activities include developing budget and finance control points, measuring of scheduled tasks are performed.
V. What are the five layers of needs as indicated by the Maslow’s Hierarchy of needs?

According to humanist psychologist Abraham Maslow, our actions are motivated in order achieve certain needs. Maslow first introduced his concept of a hierarchy of needs in his 1943 paper "A Theory of Human Motivation" and his subsequent book Motivation and Personality. This hierarchy suggests that people are motivated to fulfil basic needs before moving on to other, more advanced needs.

There are five different levels in Maslow’s hierarchy of needs:

Physiological Needs - These include the most basic needs that are vital to survival, such as the need for water, air, food, and sleep. Maslow believed that these needs are the most basic and instinctive needs in the hierarchy because all needs become secondary until these physiological needs are met.

Security Needs - These include needs for safety and security. Security needs are important for survival, but they are not as demanding as the physiological needs. Examples of security needs include a desire for steady employment, health care, safe neighbourhoods, and shelter from the environment.

Social Needs - These include needs for belonging, love, and affection. Maslow described these needs as less basic than physiological and security needs. Relationships such as friendships, romantic attachments, and families help fulfil this need for companionship and acceptance, as does involvement in social, community, or religious groups.

Esteem Needs - After the first three needs have been satisfied, esteem needs becomes increasingly important. These include the need for things that reflect on self-esteem, personal worth, social recognition, and accomplishment.

Self-actualizing Needs - This is the highest level of Maslow’s hierarchy of needs. Self-actualizing people are self-aware, concerned with personal growth, less concerned with the opinions of others, and interested fulfilling their potential.

All humans have a need to feel respected; this includes the need to have self esteem and self respect. Esteem presents the typical human desire to be accepted and valued by others. People often engage in a profession or hobby to gain recognition. These activities give the person a sense of contribution or value. Low self-esteem or an inferiority complex may result from imbalances during this level in the hierarchy. People with low self esteem often need respect from others; they may feel the need to seek fame or glory. However, fame or glory will not help the person to build their self-esteem until they accept who they are internally. Psychological imbalances such as depression can hinder the person from obtaining a higher level of self esteem or self respect.

VI. What could be major sources of conflict on a project?

Conflict in the workplace is not uncommon. People working together everyday are bound to have differing opinions, work ethics and personalities. As people come together to work on a project, these factors can emerge and create tension for the team. Understanding the common project conflicts can help a manager or team leader take necessary steps to correct or prevent them.

Scheduling and Priority - Finding time for people to come together and work on the project can be a major source of conflict. Work schedules, meeting times, vacation or sick days and other work commitments can interfere with people's ability to focus on any particular project. Another source of conflict is the priority level people or management assign to a particular project. Certain team members may assign more or less priority to the project, meaning less time in their schedule for working on it.

Work Ethic - Differing work ethics can create tension and conflict within a project. Some people are natural leaders and want to take charge of a project from the beginning, making all the major decisions. Other people are more comfortable following directions and working behind the scenes on a project, neither desiring nor needing recognition. Two leaders may be in competition with one another for the project leadership role, distracting the focus from actual work on the project. Leaders may become frustrated with workers who are perceived to be slacking on project duties or not meeting deadlines, causing further conflict.

Goals and Outcomes - Understanding the goals and desired outcomes for a particular project can create conflict, especially if people lack understanding or have a difference of opinion regarding the outcome. The project manager or team leader should be very clear on the direction and goals for the project to prevent this conflict. Goals should be written down for all members to view and should be discussed periodically at project meetings to ensure the team is continually focused on the desired goal and outcome.

Personality - The workplace is generally a place of many personalities. Some people working on the project might be people pleasers who will do what is asked of them without complaint. Other people could be more challenging and confrontational, questioning the project direction or task designated to them. Other team members could be downright lazy, doing minimal work or missing deadlines due to lack of motivation. Conflicting personality types can create conflict for a project, since the focus will be on team members and not on the work needing completion.

VII. How is staffing requirement identified for a project?
The mere availability of required skills in an organization does not guarantee the smooth accomplishment of identified project deliverables. The making of a project team requires various complex considerations. Read on to find out how to develop a staffing plan for project management.
Developing a staffing plan for project management involves selecting, assembling, and assigning work to a project team with the appropriate skill sets to meet the project deliverables identified during the project initiation stage. The staffing plan also needs to provide for any non-labor resources such as tools, equipment, or processes required by the project team to undertake the assigned tasks.

Determining Required Skills - The primary consideration of the staffing plan for project management is to determine the specific skill sets required for completing project deliverables. The staffing plan entails drawing up a time schedule for specific skill requirements based on the project schedule and task plan.
Skills Inventory - One important phase in developing a project management staffing plan is undertaking a skills inventory based on knowledge, skills, and abilities of the human resources of the organization and matching the same with the skill sets required. The staffing plan considers existing staff on payroll of the organization, staff on contract available when required, and new hires.

Preparation of the staffing -  Profile entails organization and documentation of the project team. It entails mapping tasks in the project plan to human resource availability and indicating other resources such as tools, testing labs, and training facilities required for the accomplishment of project tasks. It clearly defines the role of each member in the project.
The staffing profile ensures availability of the right people with the right skills at the right time. For instance, planners and project managers might dominate the project team during the start of the project, whereas the team would predominantly consist of designers and developers in the middle stages, and trainers or quality assurance evaluators may dominate the team at the end of the project life cycle. By allowing appropriate resource allotment as and when needed, the staffing profile helps keep the project’s critical path priorities on track.
The staffing profile needs to:
· Define the lines of authority, control, communication, and coordination among the project team. Leaving such things vague is the perfect recipe for chaos.
· Ensure that the way of using staff for the project complies with established rules, policies, and personnel practices.


VIII. What is the importance of reward and recognition system?

In a competitive business climate, more business owners are looking at improvements in quality while reducing costs. Meanwhile, a strong economy has resulted in a tight job market. So while small businesses need to get more from their employees, their employees are looking for more out of them. Employee reward and recognition programs are one method of motivating employees to change work habits and key behaviours to benefit a small business.
Reward, Recognition System.
Although these terms are often used interchangeably, reward and recognition systems should be considered separately. Employee reward systems refer to programs set up by a company to reward performance and motivate employees on individual and/or group levels. They are normally considered separate from salary but may be monetary in nature or otherwise have a cost to the company. While previously considered the domain of large companies, small businesses have also begun employing them as a tool to lure top employees in a competitive job market as well as to increase employee performance.
As noted, although employee recognition programs are often combined with reward programs they retain a different purpose altogether. They are intended to provide a psychological rewards a financial benefit. Although many elements of designing and maintaining reward and recognition systems are the same, it is useful to keep this difference in mind, especially for small business owners interested in motivating staffs while keeping costs low.
Differentiating Rewards From Merit Pay And The Performance Appraisal
In designing a reward program, a small business owner needs to separate the salary or merit pay system from the reward system. Financial rewards, especially those given on a regular basis such as bonuses, profit sharing, etc., should be tied to an employee's or a group's accomplishments and should be considered "pay at risk" in order to distance them from salary. By doing so, a manager can avoid a sense of entitlement on the part of the employee and ensure that the reward emphasizes excellence or achievement rather than basic competency.
Merit pay increases, then, are not part of an employee reward system. Normally, they are an increase for inflation with additional percentages separating employees by competency. They are not particularly motivating since the distinction that is usually made between a good employee and an average one is relatively small. In addition, they increase the fixed costs of a company as opposed to variable pay increases, such as bonuses, which have to be "re-earned" each year. Finally, in many small businesses teamwork is a crucial element of a successful employee's job. 
2. What is Herzbergs’ theory of motivation? How is it linked with staffing performance? 
In 1959, Frederick Herzberg, a behavioural scientist proposed a two-factor theory or the motivator-hygiene theory. According to Herzberg, there are some job factors that result in satisfaction while there are other job factors that prevent dissatisfaction. 
Hygiene factors -  Are those job factors which are essential for existence of motivation at workplace. These do not lead to positive satisfaction for long-term. But if these factors are absent if these factors are non-existent at workplace, then they lead to dissatisfaction. 
· Pay - The pay or salary structure should be appropriate and reasonable.
· Company Policies and administrative policies - The company policies should not be too rigid. They should be fair and clear. 
· Fringe benefits - The employees should be offered health care plans (med claim), benefits for the family members, employee help programmes.
· Physical Working conditions - The working conditions should be safe, clean and hygienic. 
· Status - The employees’ status within the organization should be familiar and retained.
· Interpersonal relations - The relationship of the employees with his peers, superiors and subordinates should be appropriate and acceptable. 
· Job Security - The organization must provide job security to the employees.
Motivational factors - According to Herzberg, the hygiene factors cannot be regarded as motivators. The motivational factors yield positive satisfaction. These factors are inherent to work. These factors motivate the employees for a superior performance. These factors are called satisfiers. These are factors involved in performing the job. Employees find these factors intrinsically rewarding. 
· Recognition - The employees should be praised and recognized for their accomplishments by the managers.
· Sense of achievement - The employees must have a sense of achievement. This depends on the job. There must be a fruit of some sort in the job.
· Growth and promotional opportunities - There must be growth and advancement opportunities in an organization to motivate the employees to perform well.
· Responsibility - The employees must hold themselves responsible for the work. The managers should give them ownership of the work. They should minimize control but retain accountability.
· Meaningfulness of the work - The work itself should be meaningful, interesting and challenging for the employee to perform and to get motivated.
3. Discuss staffing management plan in details. What type of information should be included in it?

The main components of the plan are the primary drivers that establish the key project baselines (scope, schedule, and cost). The supporting planning processes are equally important and establish the mechanisms to apply quality, reality (risk), stakeholder assignment, contract assignment, and project information management (communication) to those baselines. These plans include items such as the following:
[bookmark: idd1e15906][bookmark: idd1e15912][bookmark: idd1e15917][bookmark: idd1e15924][bookmark: idd1e15929][bookmark: idd1e15937]Risk management plan- This plan describes how risk management activities will be performed, including methodology, responsibility, cost, timing, and definitions for risk categories, probabilities, and impacts.

[bookmark: idd1e15942][bookmark: idd1e15947][bookmark: idd1e15954][bookmark: idd1e15959]Staffing management plan- Describes when and how HR requirements will be met, including acquisition approach, timing, training, and recognition.

[bookmark: idd1e15967][bookmark: idd1e15973][bookmark: idd1e15978][bookmark: idd1e15985]Quality management plan- This plan describes how the team will implement the quality policy. It addresses quality control, quality assurance, and continuous improvement.

[bookmark: idd1e15993][bookmark: idd1e15999][bookmark: idd1e16004][bookmark: idd1e16011][bookmark: idd1e16014]Process improvement plan- This plan describes how the team will analyze processes for improvement. It includes determining process boundaries, interfaces, metrics, and improvement targets.

[bookmark: idd1e16024][bookmark: idd1e16030][bookmark: idd1e16035][bookmark: idd1e16042]Procurement management plan- This plan describes how procurement activities will be performed, including contract types and responsibilities.

[bookmark: idd1e16050][bookmark: idd1e16056][bookmark: idd1e16061][bookmark: idd1e16068][bookmark: idd1e16071]Communication management plan- Describes how communication requirements will be met, including stakeholder communication, communication responsibility, communication timing, and techniques.

The staffing management plan is a subsidiary of the project management plan and its purpose is to define how the human resources will be secured, and when. This is another part of the human resource planning strategy, as well as the process of acquiring project team members. Consider the coach who must send players into the game and take players out. The right skills are needed at the right time to make sure the goals are achieved. This also means there is a need to do some up-front scouting to identify players that have the skills and will be on the bench and ready to go when they are needed. The guiding principle here is to obtain the talent needed and then bring them in at the right time.






4. Discuss different approaches of conflict resolution.

An appreciation of conflict resolution styles is integral to understanding the communication process. While the names may differ slightly, there are five major responsive approaches to managing conflicts. There is no right or wrong conflict resolution style, and each conflict participant is capable of choosing the approach she deems most appropriate in any given situation. In the workplace, a manager should understand each of these approaches to help parties resolve conflicts that arise on the job.

Accommodating - The accommodating approach emphasizes cooperation instead of assertiveness. A person places his interests last and allows the other party to further her interests. The accommodating approach often occurs when a party is not significantly invested in securing a victory, because he does not perceive the alternative option as a significant threat.

Avoiding - Avoiding conflict involves one of the conflicted parties avoiding communicating about or confronting the problem, hoping it will go away. By not participating in the problem-solving process, she is effectively removing herself from it. When employing this approach, the conflict might go away if the other party doesn't press for a resolution. The underlying differences between the parties are never resolved.

Collaborating - The collaboration style involves parties working together to resolve issues, and both sides come to the table with win-win attitudes. It is a favourable negotiation style in formal dispute resolution situations, such as mediation, where the parties employee a mediator but must agree on the final, binding resolution.

Compromise -  Bargaining is the hallmark of the compromise approach to conflict resolution. The conflicting parties can identify some interests they are willing to compromise on to bring about a resolution. While the emotional level might still be high, the compromise style sometimes results in interim solutions when a full resolution is not immediately possible. Parties might reach a settlement to prevent further escalation of the conflict.

Confrontation - The confrontation style to conflict resolution entails the party placing his desires above those of all others involved in the conflict. Assertiveness is the hallmark of this approach, and those employing this style of negotiation aim to address the conflict head-on. It might involve high levels of emotions as the parties establish positions in what can sometimes evolve into hostile communications.
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