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1. Give short answers for the followings:                                                                                  (16)   


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

It is important to possess fundamental HR competencies as part of the overall development of strong project management skills in order to support your organizations and project goals. Project human resource management counts on the following wide-ranging management skills: 

· Leading, it is important to be a strong leader and lead by example.
· Negotiating is important when dealing with terms and conditions associated with project and individual needs. 
· Problem solving inevitably is required on a regular basis. 
· Communicating is probably the most important skill required in HR.
· Influencing, at both personnel and management level is a vital attribute. 

      [image: https://encrypted-tbn2.gstatic.com/images?q=tbn:ANd9GcRPR8ErRa-m3qmhyNJ3w4UYHSNMXfcrP5P83A1WnQJco66YDDs0og]As illustrated it is important to “people manage” and the project manager must motivate his team, empower them to carry out tasks and make decisions (as he cannot do everything on his own) and also reward his team through various schemes. 

The project manager  must also attract the right personnel and work out how best to retain them as well as ensuring that they are well educated and/or receive the necessary training to meet his and the projects expectations. 

Of course project HR management is not normally controlled by the project manager, especially on larger projects. The performing organization’s HR department may manage the bulk of the assignment and recruitment process, but the project manager will need appropriate knowledge for his/her position in order to comply with the organization’s policies.


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

The knowledge areas of Project HR Management consists of the following processes; 
Human Resource Management plan involves identifying and documenting project roles and responsibilities.  This is part of the planning stage of the project.

Acquiring the project team process involves identifying and obtaining the team necessary to execute the project. This is part of the execution stage of the project and the outcome will be the provision of staff assignments

[image: https://encrypted-tbn1.gstatic.com/images?q=tbn:ANd9GcTRGEjIwkii6HpgZsRDRjgVtxHW_nrQ2Vq7VnQJ1FpBP1gmgl8_]

Development of the project team method involves improving the competencies of the team members and improving teamwork between the team. This is part of the execution stage of the project and the deliverable will provide team performance assessments.

Managing the project team procedure is the process of tracking team member performance and managing issues within the team This is part of the execution stage of the project and the outcome will result in change requests.



III. Define the term ‘project interfaces’. 

An interface is the place at which independent systems, processes or people meet or communicate with each other.

It is an interaction of cross‐project delivery team members/groups necessary to exploit the synergy that is possible by having the right people engaged in communication. This dialogue is focused on ensuring that the project identifies and implements the best solutions effectively.


[image: https://encrypted-tbn1.gstatic.com/images?q=tbn:ANd9GcS7VhbW3aa5eBJPGXJhURQKHYKIZnJpIvkWjjRwWJVjpt_0Bt3npw]

Interface Management is not, it must be acknowledged, a well-developed theory of management well supported by a tight body of research and experience. It is more a way of looking at project management which is particularly useful especially on large, complex, or urgent projects. The insights which are offered below are therefore illustrative rather than comprehensive in their exposition of Interface Management. 

On projects, problems require solutions within short time frames, organizational conflicts abound, and compromises are inevitable. In such an environment, boundaries can blur. It is therefore a fundamental principle of interface management to maintain the static interfaces clearly defined especially when relating to organization, technical and interpersonal relationships. 

There are four groups which must always be organizationally distinct on projects: project management, project control, the functional groups, and subprojects. Project management should be separate since its role as an integrator requires it to maintain an independent viewpoint and power base. The Project Control office should be independent since its job is to report accurate and objective data on project progress. 


IV. What are human resource constraints of a project? 
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A project manager must deal with numerous factors that limit the possibilities for the successful completion of a project in relation HR constraints. He must find a way to productively obtain, schedule, or further educate the needed resources to complete the project. 

Some of the more common constraints encountered are as follows; 

The project manager’s position and power in the group is relevant to the organizational structure he is forced to work within. Ideally he would want a well-balanced and functional environment, whereas a strong matrix or a weak matrix can be considered as constraints. 
 
Workflow, Project organization, and scheduling are often dependent on the abilities of the project team that are available. Therefore the assignments to positions are created based on the competencies and talent of this project team and can also be seen as a restriction.

When a particular qualification, skill, or specific type of person is requested as part of the project requirement, this requirement becomes a constraint on the project.

One of the constraints faced by the project may be the contractual agreements between employee groups, unions, or other labor organizations. There may be additional reporting relationships on the project status, work, and performance on project team members in such situations. Collective bargaining agreements need to be in place.

If a project manager was previously successful with the organization and management of a project team, the project manager will desire to re-create the success by following the same model for future projects. Successful historical projects should be matched by current projects whenever feasible. 






V. What are the five layers of needs as indicated by the Maslow’s Hierarchy of needs?
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Named after its originator, the US psychologist Abraham Harold Maslow (1908-70) who proposed it in 1954, Maslow’s Hierarchy of needs is a motivation theory which suggests five inter-reliant levels of basic human needs (motivators) that must be satisfied in a strict sequence starting with the lowest level. 

Physiological needs for survival (to stay alive and reproduce) and security (to feel safe) are the most fundamental and most pressing needs. They are followed by social needs (for love and belonging) and self-esteem needs (to feel worthy, respected, and have status). 

The final and highest level needs are self-actualization needs (self-fulfillment and achievement). Its underlying theme is that human beings are 'wanting' beings: as they satisfy one need the next emerges on its own and demands satisfaction ... and so on until the need for self-actualization that, by its very nature, cannot be fully satisfied and thus does not generate more needs. This theory states that once a need is satisfied, it stops being a motivator of human beings. In project and construction personnel management, it is used in design of incentive schemes.


VI. What could be major sources of conflict on a project?
When working together as a team, conflict will always happen. It’s one of the biggest challenges for a project manager to face but it does not have to be a bad thing. Thinking of conflict as a route to new ideas and approaches is one of the best ways to combat it. It’s also vital to bring issues between members to the surface; you just need to ensure that it’s managed well. 

Major sources of conflict amongst project teams usually revolve around: disagreement regarding overall project goals, policies and procedures, project costs, disagreements on project priorities, and conflicts regarding project schedules to name a few. On top of all of these issues, personality clashes and interpersonal issues also lead to conflicts, particularly when it comes to organizations with complex technical responsibilities where cross-functional and self-directed teams with a technical background have to rely on others to get their work done. 

 
VII. How is staffing requirement identified for a project? 

Staffing requirements are the identified persons needed on a project to complete the assigned work. For example, an Oil & Gas project would require multi trades of workers with skill sets such as various civil disciplines, steel erectors, riggers, pipefitters, electricians, instrument technicians and others. The identified staff could be obtained from the company’s resource pool if available, but normally within the construction business these resources would come from contracting construction companies. Any skills gaps would need to be addressed through staff acquisition, additional training, or agencies.

Once identified the trade numbers are developed into a project manning histogram which is put together by the planning group and aligned to the project schedule requirements.
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Human Resource Planning, which follows project requirement identification, consists of putting the right number of people, right kind of people at the right place, right time, doing the right things for which they are suited for the achievement of goals of the organization. Human Resource Planning has to be a systems approach and is carried out in a set procedure. The procedure is as follows:
1. Analyzing the current manpower inventory 
2. Making future manpower forecasts 
3. Developing employment programs 
4. Design training programs

This topic is discussed further in question 3 below.


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

Reward and recognition systems encourage, accentuate, and encourage good performance and behavior by the project team. The project team should be rewarded for their good work such as when a major milestone is achieved despite excruciating circumstances. The opposite also is true whereas the team should not be rewarded if the milestone is reached on time but has failed to meet the quality criteria laid down. In summary the project manager and HR need to understand and research;
 
The Importance of Praise,

It is important that all your employees know they are viewed as valuable members of the organization. With praise, you can create and reinforce a positive self-image in your employees, making them feel like winners. Employees under stress also need a few words of praise to let them know they have done the right thing in a difficult situation. When an employee has been assigned necessary but unchallenging tasks, they, too, must be praised for their contributions.

Types of Recognition and Rewards
[bookmark: types] 
Employees are motivated by both intrinsic and extrinsic rewards. An effective reward system recognizes both sources of motivation. There are several factors that influence and motivate peak performance. To ensure that the reward system is effective and motivates the desired behaviors, it is important that rewards are based on or linked to performance. Rewarding performance fairly is a supervisory responsibility that occurs regularly, not once a year at the time of annual performance discussions.
 
[bookmark: points]Points to Remember When Giving Recognition 
· Make it specific. It is useful to think about what, in particular, is good about what the person has done so that you can refer to that very early in the conversation.
· Talking about it by starting a conversation gives you an opportunity to tell the individual why what they did was so good. The message reinforces how what they did is important to the department.
· No “sting in the tail.” Don’t ruin the recognition by saying “Well done, but….”
· Put it on record. This should be used in addition to delivering the message verbally and once recorded these records will be an important part of your performance discussions with your employee(s).
· Make recognition of staff public and generally this rule is excellent advice providing the habit of giving recognition is consistent to all involved on the project. 
· Pass praise on. When someone else recognizes a person on your team, let them know.
· Look for opportunities to praise people. It is important to go looking for good work. In particular, think about
· Who? Praise for your team might come from many sources so keep your eyes and ears open.
· When and Where? You should be constantly on the lookout for good work to recognize, but there may also be particular times when and where the search is likely to be productive.
· “Managing by Walking Around” provides unscheduled contact with team members and should be a regular part of every manager’s day. 
[bookmark: ideas]Quick and Easy Ideas for Recognition
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Here are several simple ideas that can be taken to give recognition and rewards:
· “Sticky” praise - Use sticky notes to say thanks
· Project photo collage
· Bulletin board
· Appreciation certificates or vouchers
· Article about staff member in newsletter 
· Greet employees by name when you pass by their desk or pass them in the hall
· Encourage the team to give each other spontaneous recognition
Praise should be a part of your normal day-to-day leadership action. Its contribution to employee development cannot be overstated. Recognition and rewards are most effective for reinforcing or improving work performance when the employee has confidence in the basis of that praise.


2. What is Herzberg’s theory of motivation? How is it linked with staffing performance?             (5) 
Frederick Herzberg's Two-Factor Theory (also known as Motivation-Hygiene Theory or intrinsic vs. extrinsic motivation) determines that there are certain factors in the workplace that can cause job satisfaction and a separate set of factors that can cause dissatisfaction. It is critical to highlight that this is not a linear relationship: the factors that cause satisfaction do not necessarily negate those that cause dissatisfaction; one does not necessarily increase exactly as the other decreases. 

Extrinsic motivators tend to represent more tangible, simple needs such as status, job security, salary, development and fringe benefits. Managers must realize that not providing the appropriate and expected extrinsic motivators will sow dissatisfaction and unmotivated behavior among employees. 
[image: https://encrypted-tbn2.gstatic.com/images?q=tbn:ANd9GcTVfrd2c9Y0uqgJdbjDe1kSVMfN1Quqso9w_iS7kV7Uwy_iL4Bq]
Intrinsic motivators include challenging work, recognition, relationships, responsibility, education and growth potential. Managers must recognize that while these needs may be outside the more traditional scope of what the workplace should provide, they are absolutely critical in empowering strong individual and team performance. 
If management wants to increase employees' job satisfaction, they should be concerned with the nature of the work itself—the opportunities it presents employees for gaining status, assuming responsibility, and achieving self-realization. If, on the other hand, management wishes to reduce dissatisfaction, then it must focus on the job environment—policies, procedures, supervision, and working conditions. To ensure a satisfied and productive workforce, managers must pay attention to both sets of job factors. 

3. Discuss staffing management plan in details. What type of information should be included in it?                                                                                                                               (5) 
Developing a project staffing plan is important and involves selecting and assembling a project team. The staffing plan specifies when and how to meet the requirements for staffing the project. The staffing plan builds on the high-level staffing needs identified in the Initiate Stage. 
Items to consider in the project staffing plan:
· How the staff will be acquired
· How long the staff will be needed
· The skills required
· What training is needed 
Staff are essential to accomplish project tasks. The staffing plan identifies the staff required and how and where to secures those staff.  
[image: https://encrypted-tbn1.gstatic.com/images?q=tbn:ANd9GcSCsEygQy-KFjqwokCrQMij4fIsfIpAgNkGGCp1kcd4YmdmeD0knw] Getting commitments from key staff before actual work begins is necessary.
The project manager is primarily involved along with HR in developing this plan and if possible (and if known) at this stage the names of staff to be assigned to each role are identified.  Assess whether each resource possesses the required skills to perform the responsibilities, and document all skill gaps.  Describe the acquisition strategy to obtain the needed resources.  Typically, the Project Team obtains commitments to borrow resources from the agency pool or to contract outside resources.  If using external or contract resources, be sure to describe how those resources will be obtained. This information may be documented in a table.  A sample table template is included below.
  
	Role
	Resource Name

	Skill Gap
	Acquisition Strategy
(Agency/Contract)

	
	
	
	

	
	
	
	

	
	
	
	




4. Discuss different approaches of conflict resolution.                                                       (4)

As a project manager, you should be prepared for conflict to arise at any time. It is part of the business you are in. Keeping calm, listening to others and acknowledging that everybody’s opinion matters will be the key in dealing with issues. 
The following are some tips to help prevent or resolve unnecessary conflict and sometimes requires HR intervention and/or support dependent on the type of conflict encountered. 
· Resolve problems is the preferred method of conflict resolution, which confronts the problem head-on. Problem solving calls for additional exploration 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.
· Hold regular, scheduled status meetings at least weekly with the project team to receive formal updates on project statuses; and maintain daily communication with individual members to ensure they have an open communication channel to you.
· Engineers and the like from technical backgrounds, often struggle to communicate properly with people who do not come from a technical background.  Explaining basic communications principles to your technical team, and including those team members on customer emails to lead by example, will make a massive difference.  Also try to arrange team-building exercises across channels if at all possible.  
· De-emphasize project hierarchy so that team members, with little access to project and organizational leaders, do not feel condescended to, resulting in conflict with their peers.  There is no reason why project managers shouldn’t value the opinions and perspectives of all team members.     
· Encourage mutual respect to ensure the team respect one other. Fostering an environment which nurtures respect will help with the willingness to agree and disagree and to reach compromises without contempt.  
· Listen to team conflicts and make sure you get both sides of the story− listen to their concerns and what exactly their problem is. Also, keep an eye on non-verbal cues. Your team’s body language, tone, and demeanor might tell you everything you need to know about how they are feeling.  Help them get over any anger they might have before delving into dealing with the conflict and wherever practicable compromise. This approach requires that both parties give up something. The decision made is a blend of both sides of the argument. The project manager can use this approach when the relationships are equal and no one can truly “win”. 
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· By Acknowledging the situations or issues, does not mean manager is agreeing with them. Everybody needs to feel like they are valued and that their opinion matters, so even if it seems somewhat irrelevant and even irrational, the project manager should acknowledge that he is aware of how the team members are feeling. He should focus on saying things like:  "I understand you're angry," "let's explore your suggestion further" or "if I understand you, you're saying that you disagree?" This is simply acknowledging the other person’s feelings.
· While it could very well raise more conflict, as a project leader, it is the manager’s responsibility to deal with it and take action. As such, you need to take whatever necessary steps to get there. 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.
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