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INTRODUCTION

Research relevance. Modern projects environment tendencies are changing the role
of personality as human resource of companies and their projects expecting them to dispose
competence to be effective still in modern complex environment. It becomes visible in
stable statistics of the project failures and crucial role of human factor in these failures.
Project management methodologies became more human and competence oriented which
led to introduce such new managerial parameter focused on personalities’ state as a reason
and factor of effective teamwork, as subjective well-being (SWB). This opens another
angle of focus from where project team management can be viewed differently, basically
as the study of what makes up the life of a person from their perspectives, their approaches,
and these determine their reactions to events that take place in their lives, varying from
person to person as it is deeply individualistic.

Employees” SWB is a major key player in the effectiveness and results of their
performance because it helps the project manager and the stakeholders to understand fully
what it takes to get the very best out the project team and get the desired maximum result
especially if the organization is project-oriented. The major practical issue with project
team forming with organizations is that they recognize the importance of SWB, but are
unable to find its units or standards or even anything related directly to the measurement
or determination of SWB in the context of forming the project team.

Within the traditional approach, SWB is used to monitor progress and to inform policy,
or, rather, ‘ill being’, in terms of depression rates and in the provision of cognitive
behavioral therapy. Thus a deep theoretical base to understand, scan, interpret and propose
ways to correct the personal SWB of the project team members are developed in works of
Ed Diener, Shigehiro Oishi, Richard E. Lucas, Mihaela MAN, Constantin TICU, Hao
Zhang, Jia Tan, Teresa Del Pilar Rojas, Fred Luthans and Bruce J. Avolio, James B. Avey,
Steven M. Norman, Jan-Emmanuel De Neve U, Louis Tay and others.

Unlike the traditional approach, utilizing SWB as a selective parameter exposes actual
unsolved tasks. First of all, it is interpreting SWB as a factor for the project teamwork,

regarding person involved to the particular project as a team member and the team as a



whole; based on that grounding the SWB-indicators system, methods to scan every project
team candidate and then to configure the most rational team. The most “weak” and
theoretically unsolved point of the scanning candidates and further finding the project team
combination is the scale. For these two stages, the scale should be common. By today the
fact was fixed that SWB scales are subjective, means incomparable, non-adequate for
further manipulations when selecting team members. Among selective methods, utilized
in the project team management, the closest methods in the context of SWB approach were
proposed by Rach V. A., Lysenko D.E., Alatoom M. Nevertheless, they contain principal
ideas suitable for SWB approach and require further studies. Thus, by now, formation of
project teams based on the SWB approach requires is a less developed, and that is why this
topic and theoretical task is relevant, vital and can be considered preferable.

The goal and tasks of the study. The research goal is to ground scientific approach to
forming of a project team based on the subjective well-being parameter.

To achieve this goal, the following scientific tasks are defined:

- to consider SWB as a factor when forming the project team: what it reflects for a
team member and what for the team as a whole;

- to propose the system for representing SWB-indicators based on holistic approach
reflecting different aspects of a person in a team and in the project;

- to suggest the method of constructing candidate’s personal SWB-profile based on
ranking the proposed SWB-indicators;

- to propose the method of configuring the project team, which ignores the compliance
of the team's integral characteristics with the ideal requirements, but allows to find out the
most rational configuration by SWB-indicators;

- to develop the evaluation scale and the method for evaluation of coherence
(commonness) of personal profiles of candidates;

- to carry out the experimental verification of the proposed approach.

Object of a research is processes of managing a project team.

Subject of a research is a process of forming a project team based on SWB parameter.

Methods used. Principally the research is based on the provisions of the verbal

analysis of decisions in purpose to collect the original data from the candidates to a project



team in the verbal form that is customary for them, to check if they are contradictory and,
if necessary, to have them corrected by a candidate. In this case, the data are fixed as a
ranked series, the importance, or the priority of the elements of a series is determined by a
candidate himself. Unlike the existing methods for verbal analysis, the author’s approach
involves the application of the systematic quartile models for obtaining and processing the
original data.

The following methods are used in the research: historical, comparative analysis,
graphical modeling (when justifying and interpreting SWB as a critical parameter for the
formation of a project team in the current environment of projects, chapter 1, subchapter
2.1); semantic text analysis, graphical modeling, graphical system modeling, context
analysis (when substantiating the rational number of SWB-indicators and the approach to
their presentation simultaneously in three contexts based on three quartile system models,
subchapter 2.2); verbal decision analysis, ranking, mathematical modeling (when
developing way to present a personal SWB-profile of the team candidate, subchapter 3.1);
pairwise comparison, rank correlation, mathematical modeling, heuristics (when
developing methods for comparing profiles of the team candidates and configuring the
more coherent profiles (subchepter 3.2); surveys, computer simulations, graphical
modeling, statistical analysis (when developing an assessment scale for the coherence of
potential project team members depending on their quantity, subchapter 3.3); surveys,
ranking, computer simulation, rank correlation, comparative analysis (when verifying the
method to configure the project team based on the personal SWB-profiles, subchapter 3.4).

Scientific result and new findings. The main scientific result is the development of
methodological principles for the formation of a project team based on the parameter of
subjective well-being. The novelty of the scientific result of the study is as follows:

firstly:

SWB is considered as an indicator to construct a project team forming criterion, which
reflects the subjective vision of the significance of particular SWB-indicators considering
the project value for the candidate, the application of which allows to identify and compare
the attitude of the candidates to SWB, the similarity of which determines the comfort of

their interaction in the project team;
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the estimation scale of coordination of the members of the project team, depending on

their number, was constructed based on the results of the pilot experiment on the basis of
the formed 288 theoretically possible teams of 2 to 10 people, for each of them the
maximum and minimum values of the coefficient of coherence were determined. This
allowed the determination of the limits of the coherence coefficient, within which there
were five uniform zones (high, high enough, acceptable, undesirable, dangerous
coherence), and beyond them, two zones (ideal and unacceptable coherence), and to assess
the level of consistency configured project teams from existing applicants;

improved:

the method of constructing candidate’s personal SWB-profile that, unlike the known
methods of forming the profile as a result of direct ranking of the indicators, provides
multi-stage (iteration) ranking: in the first stage - ranking of three quartile models; on the
second - ranking of elements in the model with the highest rank; on the third - ranking of
indicators in each element of the model with the highest rank by the degree of their
importance for the candidate. Indicators form the ranked lists are integrated based on the
rule, according to which the first indicator of an element with a lower rank is less important
than the indicator k, and more important than the indicator with the number k+1 of the
element of the model with a higher rank. The integration procedure continues until a single
list of 27 indicators is designed. This makes it possible to match the candidates’ profiles to
determine their similarity;

the method of configuring the project team, which, unlike the known methods of
forming teams based on the compliance of the team's integral characteristics with the ideal
requirements, involves a pairwise comparison of the SWB profiles of the applicants with
the profile of the base applicant, which each candidate alternates. For each pair
comparison, the sum of the total rank for the first five (the final rank of zone 1) and the
next eight (the final rank of zone 2) of the profile indicators are calculated. The overall
rank of the profile is determined by the higher value of the two ranks, provided that the
difference between them is 2 and 3 ranges in zones 1 and 2, respectively, otherwise it is
equal to zero. For each base applicant, combinations of theoretically possible teams with

a defined number of members are determined. For each conditional team, the coefficient



of coherence is calculated as the average normalized value of the weighted sum of the total
ranks. The weighting is based on the Pareto principle. Of all the conditioned teams, the
team with the highest value of the coefficient of co-ordination is selected. This allows you
to configure the team with the maximum possible consistency from the existing applicants,
taking into account the greatest impact on the consistency of the team more significant for
the contenders of profile profiles;

further development has come to the system for representing SWB-indicators, due to
taking into account the three contexts of their consideration (social, psychological,
workplace) and the application of system quartile model within the each context, the
grouping of SWB-indicators by the elements of the model, which allowed by identifying the
relationships between individual SWB-indicators in the elements of the quartile model are
justified to reduce the number of known SWB-indicators from 42 to 27 and to develop check
templates based on three system models to determine the attitude of the candidates to the
SWB and further usage when constructing personal SWB-profiles of the team candidates.

Practical value. Utilizing of the research findings and recommendations provides
forming a project team from a limited number of candidates with the maximum possible
degree of compatibility, thus to identify its strengths and weaknesses by subjective well-
being parameter prior to the beginning of the teamwork. Due to the invariance, they are
applicable in projects of any classes, types, kinds, and other contextual features. The most
significant practical result of the research is the methodic of the project team forming based
on the SWB parameter, which introduces developed approach, models and methods.

The research findings and recommendations were introduced in practical activities
within the educational master program on project management for English speaking
students in “KROK” University. Personal students’” SWB-profiles were built as a base to
configure their teams for small, medium and large educational projects. Basic findings
became a part of the educational courses “Leadership, communications and knowledge
management”, “Human resources and team management”.

Personal contribution of the researcher. Scientific positions, developments and
conclusions of the dissertation work are the result of the author's own research in the field

of assessing the economic security of economic entities on the example of PO enterprises.



Approbation. The main results of the dissertation, conclusions and proposals were
discussed, discussed and approved at five international conferences.

Publications. The main provisions of the dissertation are set out in 13 works, of which
4 scientific articles have been published in professional editions of Ukraine, 1 article in
foreign edition and 1 article in Ukrainian edition indexed in Scopus data base, 7 -
conference materials. The total volume of publications is 8.26 a.sh., of which personally
the author owns 6.28 a.sh.

Structure and scope of work. The dissertation consists of introduction, three chapters,
conclusions, list of references and attachments, placed on 152 pages. The text body is
presented on 117 pages, it contains 21 tables and 20 figures. The list of references includes

137 sources and placed on 14 pages, 10 attachments placed on 22 pages.
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CHAPTER 1.

THE RESEARCH PROBLEM AS FOR THE FORMING THE PROJECT TEAM
BY SUBJECTIVE WELL-BEING AS A CRITERIA

1.1. Practical aspects of the project team formation by subjective well-being as a
criteria

In this new age if technological developments and evolution trends in management in
which change has remained the number one constant, it is vital that we take note of the key
trends that change the environment in modern projects. We must first note that project
management was introduced to solve a problem first within America. “As American workers
return from World War II, businesses prepare for an unprecedented era of prosperity. Driven
by the need to remain competitive during boom times, project management professionals
are tasked with finding ways to keep employees engaged, efficient, and motivated” [1].
According to Toney Sisk towards the early 1960s, business organizations began to see the
importance of putting together work done to be around understanding the critical need for
communication and integrate work across multiple aspects of their organizations. Thus the
expansion of the project management ideology further expanded. Project management
gradually spread across every sphere of life and continued to evolve up till this day. To look
at the modern trends of project management and how it has been in recent times and age,
we will have to look a little more into environment factors, the external influences that shape
up and affect project management in different ways. Some of these would be economies,
uncertainties, changes, instability, complexities, and weather. Indeed they are way too many
to mention, but we have to start somewhere and limit it for the sake of focus on this research.
Looking at them with some more level of details, we will now examine how a few of them
can affect projects and their management.

Economies: the greatest undeniable trend in the economic sector of the world today is
the globalization era. It is the new wave of ideology fast sweeping through every
international business driving towards the world being a global village where economics
changes are no longer viewed from the microscopic point but macroscopic with respect of

its ripple effect on the world economies. “...Industry-driven advancements, major shifts in
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the global economy and global events can have a profound, structural effect on a multitude
of professions. Major global changes bring about a realization that ‘We cannot continue to
do what we have always done.” The full impact of the global financial crisis that began in
2008 on all aspects of the economy may take years, or even decades to fully understand. It
i1s arguably true that the crisis has “left its mark™ on attitudes towards the project
management profession (as it has on many other professions). Some changes have been
challenging at an individual level, such as the struggle for many to maintain gainful
employment [2]. In their research they explained that after the 2008 downturn of the world
economy, there was a sudden awakening that led to organizations rethinking their
approaches to almost everything to avoid finding themselves in similar situations as earlier
and for some of them, this led to the recognition of project management as a major way to
surety control and effectiveness of plans and initiatives undertaken. This is to say that its an
era of knowledge. Knowledge economy basically rules the economic world. When it comes
to managing projects they went further to categorize the key impacts on project management
caused by financial crisis into three areas: Changes to the Profession, Changes to
Methodology, and Changes to the Professional. Furthermore, he explained Changes to the
Profession saying that changes to the profession created risk management making
Organizations who were not conversant with management of project risk management
practicesto  explore extensively on how to manage and minimize their risks. It also created
a larger sense of planning the project portfolio in organizations as well as more emphasis on
qualifications. Credentialing of staff member became of great importance to ensure proper
experience and exposure to the right experience required for their projects being managed
right.

To him, Changes To The Methodology Of Project Management meant a lot more
emphasis on the genuineness of proper effective governance, strict control for approval of
expenditures and all changes which must be sustained overtime while the risk management
approach will help them not avoid risks but pro-actively manage it. This should make
selected competent managers learn to do more with less, which is resource control and

management.
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Changes To And Impacts On The Professional for him meant that people now take up
less paying jobs because the offers are less than used to be because of the growing rate of
under-employment, not to mention the new trend of contracting out projects to reduce
organizational responsibilities [2].

Matthew Nickasch 2008 referred to this present economy as "Do more with less, and
deliver it faster,". According to him, “"Do more with less, and deliver it faster," proclaim
the organizational leaders dealing with the effects the 'new economy'. A project manager's
nightmare, the times are quickly changing, and the need to make a full glass of orange juice
out of a quarter-sized orange is becoming an unfortunate reality. We've discussed the
predicted impacts of the economic downturn on enterprise telephony, but have not explored
how future projects and deployments are expected to succeed or fail under these new
financial times. In my opinion, the threat of project 'scope creep' is becoming a silent and
ever-emerging problem. Dealing with anxious organizational leaders, the potential of having
little-to-no implementation budget in the near future is sending project managers and
implementers into a tailspin™ [3].

Uncertainties and Changes: Kreye, Melanie and Balangalibun, Sarah defined
uncertainty as “a potential deficiency in any phase or activity of the process, which can be
characterized as not definite, not known or not reliable” [4]. If uncertainty is not addressed
it can have an impact on project governance and result in the neglect of issues that are related
to measurement and evaluation. They further defined uncertainty to be understood as a lack
of knowledge and arises in events that are “unpredictable, ambiguous, equivocal, or lacking
information. While they explained change as something managed within the organization
and the rate of occurrence determines whether it is continuous or discontinuous. However
the trend of changes cannot be predicted as factors leading to it could even include
unexpected factors like natural disasters, global warming and many more. Note that your
inabilities to manage changes and uncertainties whether at the short run or the long run will
determine the project management success. This is because they come without prior

warnings sometimes and if they meet you unprepared could crush the project.


http://www.networkworld.com/author/Matthew-Nickasch/
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So, we can conclude about the main tendency of modern projects environment. It
became more complex and changeable, less predictable and controlled. This might influence
the general tendency of the projects success and failure.

Project failures are so many and sometimes they are unique due to the fact that projects
are dynamic. It is difficult to generalize project failure because different project require
different methods and environments, however some authors and researchers have been
successful in going into the details of different kinds and aspects of projects. Some of these
we shall be looking at right now based on the analysis of Project Journal by PURNA
CHANDRA DEY [5, 6, 7].

1. One out of six IT projects has an average cost overrun of 200% and a schedule overrun
of 70%. Around 45% of companies admit that they are unclear about the business objectives
of their IT projects. (Harvard Business Review 2004)

2. Based on an IBM study, about 40% projects meet budget, schedule and quality goals.
(Harvard Business Review 2004)

3. Only around one-third of all projects were successfully closed as per the time and
budget set, during the past one year. (Standish Group)

4. About 75% of I'T Executives expect their software projects to fail because they believe
it will not work. (Geneca)

5. The US economy loses $50-$150 billion because of failed IT projects every year.
(Gallup Business Review)

6. 50% of all Project Management Offices shut down within three years. (KeyedIN)

7. High performing organizations are able to successfully close 89% of their projects
whereas low performing organizations complete only 36%. (Project Management Institute)

8. 80% of “high-performing” projects are led by a certified project
manager. (PricewaterhouseCoopers, Insights and Trends: Current Programme and Project
Management Practices 2012)

9. Around 33% projects meet failure due to lack of involvement from senior
management. (University of Ottawa)

10. More than 90% of organizations perform some type of project postmortem or

closeout retrospective. (The Standish Group: CHAOS Research Report 2013)


http://blog.planningproapp.com/author/purna/
http://blog.planningproapp.com/author/purna/
https://www.planningproapp.com/blog/category/project-management/
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11. The average large IT project runs 45% over budget, 7% over time, and delivers 56%

less value than expected. (Project Management Institute: Pulse of the Profession 2015)

12. Only 64% of projects meet their goals. (Project Management Institute: Pulse of the
Profession 2015)

13. In just a 12 month period 49% of organizations had suffered a recent project
failure. In the same period only 2% of organizations reported that all of their projects
achieved the desired benefits. 86% of organizations reported a shortfall of at least 25% of
targeted benefits across their portfolio of projects and many organizations failed to measure
benefits so they are unaware of their true status in terms of benefits realization. (KPMG —
Global IT Project Management Survey 2005)

Project managementworks.co.uk gave a summary to it and even went further to
enumerate reasons for project failure as stated in table 1.1: average % of features delivered
— 69%; average cost overrun — 59%; average time overrun — 74% .

Table 1.1 - Reasons for project failure

Small Projects (less than §1 million) Large Projects (more than $10 million)

76% are successfully 10% are successful
20% are challenged 52% are challenged
4%  fail 38% fail

Source: borrowed from [6].

The modern resolution (On-time, On-budget, with a satisfactory result) of all software
projects FY2011-2015 within the new CHAOS database by Jennifer Lynch we have a table

below:
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Table 1.2 - Table of Statistics of projects Executed
Features 2011 2012 2013 |2014 |2015
SUCCESSFUL 29% | 27% 31% [ 28% | 29%
CHALLENGED 49% | 56% 50% |[55% |52%
FAILED 22% | 17% 19% | 17% 19%

Source: borrowed from [8].

The above statistics show that projects success and failure rates are practically fairly
stable and still within the same range. This would mean that there hasn’t been anything new
that caused a drastic change in the level of success, failures and challenged projects.
However the above statistics works best for Agile projects [8]. But the statistics also show
that there hasn’t been significant changes in practical application in projects.

Haven looked at the list of reasons for failures in attachment 1, it became realistic that
some of the reasons were similar and as such needed to adjusted, merged or removed for
instance numbers 2,3,11,17,2832,47 Lack of clear Senior Management and Ministerial
ownership and leadership and lack of effective management, I11-defined senior management
ownership and leadership, Lack of contact with senior management levels in the
organization, Bad Stakeholder Management are highly similar and should be combined into
Lack of clear Senior Management and Ministerial ownership and leadership. Numbers
4,14,34 and 43 about project management risk management should be combined. So also
numbers 5,15,20,22 and 29; 1,9 and 10; 7,8 and 18; 24,30 and 33; 25,31 and 42;

13,19,21,23,28,32 and 36. They have all been merged respectively into a similar singular
point and can be found in attachment 1. The results of such manipulations can be found in
table Al. From the above we can see what some authors have written about reasons for
failure few of which are stated above. However all texts written above can be classified into
five as stated below:
1. leadership chain relationship problems
2. Project approach and methodology management problems
3. Project team relationship management

4. Erroneous costs/financial implications
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5. Cultural and ethical misalignment

In making these classifications, it becomes easier to understand the reasons for failure
and the most frequent is the weak-point which in this case is leadership chain relationship
problems followed closely by Project team relationship management and Cultural and
ethical misalignment. From the description of classifications, we infer that the greatest
reason for project failure is human resource management.

This makes it a necessity to understand the dynamics of project team and project team
management as well as their differences.

In this research we accept following definition of the Project Team and statements: ‘The
Project Team is a collective term describing all the people that are involved to work on the
project, from planning, executing to closing.

® The Project Team includes the Project Management Team.

® Other sub-sets in the project team may include: design team, specialty teams.

® [n small projects, the whole team may be responsible for project management and
there is NOT a single Project Management Team defined’ (Edward Chung).

From the definition this means we can conclude correctly that the project team consists
of more than just one aspect or angle of a team. Its a full body that makes up the system
cutting across so many sections of the team.

As a result; different approaches will definitely expectedly give birth to different PT
management development and evolutions and relationships with respect to methodologies.

In order to manage projects more effectively this has had to be done. Its not exactly a
new approach as of today. “It has been more than 60 years from people using computer
technology in project management. The hardware and software technology have been
developed during these 60 years. The development have promoted the information industry
progress, and also changed the project management approach. But now, the traditional
project management software cannot satisfy the modern management for their limitation”
[9].

However in managing the project team and the projects at large, there has been many
softwares developed for that. The idea of it is to help the monitoring of project stages from

step to step. It follows a detailed pattern that enables the project manager and stake holders
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understand what point the team is at and what stages of steps are next and what is required.

Most of all it gives them a time and cost estimate to easily understand what more is needed
to be done.

How did these changes affect the Project Management methodologies? They became
more soft, slightly human, more aware and sensitive to the fact that it takes people to achieve
the goals for example, in the course of this, PMBOK added a new chapter to its original
approach, which is the stakeholders management chapter. This now involves the various
human factors that make up the projects while the Japanese P2M had always had the human
and environmental approach. We will look into this with some more details starting with

PMBOK (tabl. ...), ICB and P2M.

Table 1.3 - Changes between PMBOK 3™, 4t and 5™ editions

PMBOK 3RD (2004) 4™ (2008) 5% (2013)
Edition
Number of 5 Process Groups S5Process Groups 5 Process Groups
Process groups
Knowledge 9 Knowledge Areas 9 Knowledge Areas | 10 Knowledge Areas
areas . Integration | Integration
e Integration Managem | Management Management
ent . Scope | * Scope Management
e Scope Management Management . Time
e Cost Management  Cost Management | ¢ Cost Management
e Quality Management | ° Quality | Quality
e Human Management Management
Resource Manageme | © Human Resources | ¢ Human Resources
nt Management Management
e Communications Ma | ° Communications | ¢ Communications
Management Management
nagement . .
. . Risk | < Risk Management
e Risk Management
Management . Procurement
e Procurement Manage
| . Procurement | Management
== Management . Stakeholder
Management
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Continuation of the table 1.3

Number of | 44 Processes 42 Processes 47 Processes
Processes
Chapter 4 4.1 Develop Project | 4.1 Develop Project
Charter Charter
4.2 Develop Preliminary | 4.2 Develop Project
Project Scope Statement | Management Plan
4.3 Develop Project|4.3 Direct and
Management Plan Manage Project
4.4 Direct and Manage | Execution
Project Execution 4.4 Monitor and
4.5 Monitor and Control | Control Project
Project Work Work
4.6 Perform Integrated | 4.5 Perform
Change Control Integrated Change
4.7 Close Project or Phase | Control
4.6 Close Project or
Phase
Chapter 5 5.1 Scope Planning 5.1Colect 5.1Plan Scope
Project Scope | 5.2 Scope Definition Requirements Management
Management | 5.3 Create WBS 5.2Define  Scope | 5.2Collect
5.4 Scope Verification 5.3Create WBS Requirements
5.5 Scope Control 5.4Verity  Scope | 5.3Define Scope
5.5Control Scope 5.4Create
5.5Validate Scope
5.6Control Scope
Chapter 6 6.1 Activity Definition 6.1Define Activities | 6.1Plan Schedule
Project Time | 6.2 Activity Sequencing | 6.2Sequence Management
Management 6.3 Activity Resource | Activities 6.2Define Activities
Estimating 6.3Estimate 6.3Sequence
6.4 Activity Duration | Activity Resources | Activities
Estimating 6.4Estimate 6.4Estimate Activity
6.5 Schedule | Activity Durations | Resources
Development 6.5Develop 6.5Estimate Activity
6.6 Schedule Control Schedule Durations
6.6Control 6.6Develop Schedule

Schedule

6.7Control Schedule
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End of the table 1.3

Chapter 7 7.1 Cost Estimating 7.1Estimate  Costs | 7.1Plan Cost
Project  Cost | 7.2 Cost Budgeting 7.2Define  Budget | Management
Management 7.3 Cost Control 7.3Control Costs 7.2Estimate Costs
7.3Determine Budget
7.4Control Costs
Chapter 10 10.1 Communications | 10.11dentify Moved to 13.1
Project Planning Stakeholders 10.1Plan
Communicatio | 10.2 Information | 10.2Plan Communications
ns Distribution Communications Management
Management 10.3 Performance | 10.3Distribute 10.2Manage
Reporting Information Communications
10.4 Manage | New Process 10.3Control
Stakeholders 10.4Manage Communications
Stakeholder Moved to 13.3
Expectations Became Tool and
10.5Report Technique of 10.2
Performance
12.1Plan Purchases and | 12.1Plan
Acquisitions Procurements
12.2 Plan Contracting 12.2Conduct
12.3Request Seller | Procurements
Responses 12.3 Administer
12.4 Select Sellers Procurements
12.5 Contract | 12.4Close
Administration Procurements
12.6 Contract Closure
Chapter 13 13.11dentify
Project Stakeholders
Stakeholder 13.2Plan Stakeholder
Management Management
13.3Management
Stakeholder
Engagement
13.4Control
Stakeholder
Engagement

Source: developed by author.

PMBOK created a new chapter on project stakeholder management contrary to its

initially being just a part of chapter 10 and then further expanded it into sub-chapters. 13.1
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Identify Stakeholders 13.2 Plan Stakeholder Management 13.3 Management Stakeholder

Engagement 13.4 Control Stakeholder Engagement which is only in the last chapter.

Using NCB, Behavioral competences for project team. ICB has its own slightly different
approach to projects management. They view it in terms of behavioral competencies. So
also is their views to reasons for project failures and personality issues. Based on ICB
approach failures are often related to ineffective team working sometimes caused by
aggressive project environment because of fast changes and turbulence. To be effective in
such environment, project team members should have specific competences (NCB,
Behavioral competences) although these competencies have not exactly been the same over
the years as they have changed with editions, therefore some things were added and some
others removed. Taking a look at ICB 2.0. 3.0 and 4.0. The similarities are there as well as
deductions as shown below according to Osk Sigurdardoéttir [7]. Personality based model of
competences and changes with progressive editions of ICB (table 1.4).

Table 1.4 — Analysis of soft competences in editions of ICB

ICB 2 ICB 3 ICB 4
PERSONAL ATTITUDE BEHAVIOURAL *PERSONAL
COMPETENCES COMPETENCES
*Ability to communicate [_eadership * Engagement
e[nitiative,engagement,enthusiasm, | *Engagement * Self-control
ability of motivation motivation

*Ability of getting in contact,
openness

» Self-control

« Credibility

*Sensibility, self-control, value | * Assertiveness * Inventiveness
appreciation

*Conflict  solving,argumentation | * Relaxation * Leadership
culture, fairness

*Ability of finding solutions, | * Openness * Self reflection
holistic thinking

*Loyalty, solidarity, readiness for
helping

* Creativity

* Personal relations

*Leadership abilities

» Results orientation

*Logic

* Efficiency

*Systematic and structured thinking

» Consultation

*Absence of errors

* Negotiation

*Clearness

* Conflict & crisis
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Continuation of the table 1.4

*Common sense * Reliability
*Transparency * Values appreciation
*Overview * Ethics

*Balanced judgment

*Horizon of experience

Skillfulness

*SOCIAL

COMPETENCES:
SOCIAL: *Personal

communication
*Teamwork ¢ Cultural awareness,
[_eadership * Conflicts and crisis,
*Communication * Team work
*Conlflicts and crisis * Negotiation

Source: Adjusted based on reference 7

From the above you will notice that there has considerably been reduction in
competencies as the editions have progressed. But the difference between ICB3 and ICB 4
is what I am most concerned about as it has removed the non-professional essence in its
competences.

Considering P2M. it offers the following characteristics

(1) “Applicability deduced from practical experience

(2) Reflection of Japanese cultural, structural and industrial strength

(3) Avoidance of too meticulous Definitions and practices, thus providing leeway for
case-to-case applications

(4) Setting of rules to utilize human intelligence and IT potentials

(5) Emphasis of total thinking rather than segmentation and precise combination of
management elements”[10].

It has always had a special approach project management. It is most of all about human
resource in project team.

But beside traditional, New PM Methodologies appeared, reflecting new flexible
tendencies - Agile and SCRUM. According to Agilemethodology.org Agile is “not a
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methodology! The Agile movement seeks alternatives to traditional project management.

Agile approaches help teams respond to unpredictability through incremental, iterative work
cadences and empirical feedback” [11]. This means that it is not a methodology, its more of
an approach, a movement, a new perception that deals more with the people. “Agile project
management focuses on continuous improvement, scope flexibility, team input, and
delivering essential quality products. Agile project management methodologies include
scrum, extreme programming (XP), and lean, among others. These methodologies all adhere
to the Agile Manifesto and the 12 Agile Principles, which focus on people, communications,
the product, and flexibility” [12]. This is a straight way to show that it is based on people
and their interactions, all its focus is basically about the people.

So, we can conclude about the main tendency of modern projects environment is
changing the role of personality as HR of companies and their projects. They are expected
to dispose competence, not just qualification, to be still effective in such complex
environment. PM methodologies became more human and competence oriented. This led to
introduce new managerial parameters focused on personalities’ state as a reason and factor
of effective working — Fulfillment, Happiness, WB.

This however, opens another angle of focus from where PT management can be viewed
differently.

Fulfillment could be defined as the achievement of something desired, promised, or
predicted.

Happiness: could be defined as the state of being happy. In practice, when it comes to
managing a project, the team and stake holders generally, happiness has hardly ever been
been defined into an official term except as a feeling or derivative from success of a project.
But kenneth Fung in October 2014 shed some deeper light on the concept of happiness in
project management when he wrote “ ...happiness is in your actions that bring the greatest
happiness for the greatest number of people. As a Project Manager, happiness is not just
about bringing happiness to the project sponsor. It is about bringing happiness to everybody,
the stakeholders. As Project Manager, it is about have the sense of accomplishment of a hard

day of work. We may be exhausted but we are HAPPY” [13].
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Happiness is one of the factors hardly considered in many organizations as a major factor.

Although Linsay Scott claimed in 2014 that only 28% of project managers are happy with
their jobs[14]. Nelson Hart, in his work on the happy project manager, conducted an
experiment on project managers and its relation to their work and claimed the number based
on his experiment of happy project managers from among the selected people was 38%. He
came up with strengths of the profession and ways of improving happiness (indicators that
can be used) in the job as a project manager after experimenting with nearly 400 people and
having a 56% response rate. Below is his result:

“Key strengths of the profession supporting happiness at work which reported in this
initial test survey included:

1. interesting and challenging work

2. strong personal resources: self confidence, vitality, personal health, and supportive
personal relationships

Important opportunities for improvement in PM happiness at work included:

1. achievability of job

2. stress levels

3. lack of cooperation between/among teams

4. good friends at work (a leading indicator of employee engagement and discretionary
effort

5. constructive feedback

6. job security

7. well managed organizations™[15]

On this note I add, that an unhappy project manager can never produce a happy product
team. The opportunities presented by the author can be used in his opinion as indicators to
improve happiness in a project manager and the ripple will be on the team and stakeholders.

Christiaan Verwijs, the Agile coach, Scrum Master and Developer, refers to happiness
metrics as a primer in software development companies. He seemed to see happiness metrics
as approaching happiness as a goal not a right. To him, ‘Agile emphasizes teamwork in
software development and recognizes its human aspect. Delivering innovative, high quality

software at a steady pace requires motivated, involved and happy teams. The happiness
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metric was developed to measure happiness as an indicator of team well-being. The
assumption is that happiness is strongly correlated with team well-being. So, a team that's
happy, will also be more efficient, more cohesive, and more ready for the tasks at hand and
will deliver higher quality software. If people are unhappy, something needs to be done’
[16].

Finally on this, Kelly Waters wrote a review on the Clever by Rob Goffee and Gareth
Jones, who work alongside Gary Hamel at the London Business School. His review of this
book presents happiness on the part of the intelligent members of the team as a different
function in terms of what makes them happy. He states that ‘the basic idea of the book is
that the smartest, cleverest, most creative people in your organization don’t want to be led.
Or at least they certainly don’t want to be managed. .. in order to be competitive and innovate
in your chosen marketplace. You need more Clever people than ever before and you need
a different style of leadership to get the best from them.

Don’t try to tell Clever people what to do. Certainly don’t try to tell them how to do
it. Instead set a clear goal that excites them, motivate them by explaining the importance
and benefit of achieving it, give constraints (for instance time and budget), and provide
whatever support they might need, occasionally stroking their ego. Then stand back and
watch the results! This is the essence of leading Clever people. Your role as a leader of
‘Clevers’ is to inspire and engage them, maybe guide them, but not to manage them’ [58].
This would mean that in this case, happiness is not achieved as a goal but as an
understanding of the principle behind leading this sort of definitely complex team by
including happiness in the normal, usual activities.

Finally, we should consider well-being. According to Edward Diener ‘SWB (SWB) is
the scientific term for happiness and life satisfaction-thinking and feeling that your life is
going well, not badly’[17]. Teresa Del Pilar Rojas defined it as an individual’s experience
of affective reactions and cognitive judgments(18). This could also be viewed as how people
experience their individual lives with respect to emotional, logical as well as cognitive
judgments. It therefore encompasses moods and emotions as well as evaluations of one's
satisfaction with general and specific areas of one's life(17). Although it is very person for

there to be the existence of similarities. SWB according: The Science of Happiness and Life
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Satisfaction (SWB) is defined as ‘a person’s cognitive and affective evaluations of his or

her life’(19,20).

I can conclude that this basically is the study of what makes up the life of a person from
their perspectives, their approaches, and these determine their reactions to events that take
place in their lives. It varies from person to person as it is deeply individualistic.

Based on this, For the most part of HRM, SWB is an undeniable part which determines
the life and fulfillment of a team or practitioners. With respect to human resource
management Mihaela MAN wrote “SWB has a stable temporal component that is able to
generate interest of practitioners in the field of human resources management to incorporate
this variable into predictive models of professional performance, models which will become
employable in the processes of human resources management. At the same time, due to the
fact that this component also has part which may be modeled after the persons have been
employ edit may increase the prospective of future effects of SWB on other variables such
as: job satisfaction, task performance, organizational citizenship behavior, etc”’[21]. As a
category of HRM, it is such a vital part because it summarizes the unspoken real needs of
members of a project team, staff members and the general stakeholders. But then for the
most of HRM, its never really detailed enough as we will look into such in further chapters
and sub-chapters to come.

What is the main idea: This is the aspect of management of human resource that affects
the level of comfort and ease with which team members work within the organisation. This
could be in policies, relationships and many more. Hao Zhang Jia Tan tutored by Jonas
Soderlund mentioned six parts of HR management that involved well-being of the team or
members of organisation especially in trust building. They are (1) Selection practices and
internal promotion, (2) Employee voice, (3) Employee involvement, information sharing,
(4) High compensation contingent on performance; (5) Extensive training, learning and
development, (6) Greater involvement in decision making and work teams. While
promotion (flows), involvement, compensation on performance, training and development
are actually four core area of HRM” [22].

According to Ed Diener et al “the person’s cognitive and affective evaluation of their

own lives. This evaluation includes the emotional response to an event as well as cognitive
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judgments on satisfaction and fulfillment. SWB is a broad concept that includes

experiencing pleasant emotions, low levels of negative moods and high level of life
satisfaction”[23]. The main idea of SWB in HRM is to get your team or members of staff
working with you from a point of ease and total satisfaction. It is showing concern for their
concerns thereby winning them to focus on your focus as a project manager or leader or
boss.

So, an employee's SWB related to the effectiveness and resultiveness of the
organization. UKESSAYS in march 2015, explained the idea of SWB of staff in an
organization to show and focus on the experiences of people positively to involve cognitive
judgments (satisfaction with life) and affective reactions (positive and negative affects)[24].
However the level of importance attached to SWB of staff of an organization to a good
extent will affect the quality of professional result you get from it. Mihaela MAN researched
on this and wrote that “a series of studies has been carried out regarding the relationship
between professional performance and SWB, and this has revealed that SWB has a positive
relationship with professional performance; moreover, it is a predictor for the latter. It has
also been determined that the relation between SWB and professional performance is
stronger than the relationship between job satisfaction and professional performance; SWB
has been found to be a better predictor for professional performance than job
satisfaction”[21]. This means that the result of very good SWB processes and activities will
result in better results and effectiveness in an organization.

C. Elliot et al researched and agreed with other authors in stating that the support of
leaders felt more comfortable to employees and made them more committed to work with
general higher well-being while in contrast staffs with poor SWB (negative and abusive)
produce the opposite[25]. Based on these then the SWB of an employee is a major key
player in the effectiveness and results of their performance.

As aresult; it is very important that SWB is taken seriously with respect to its relational
effect on the modern economy concept of the 21% century. Christopher J. Boyce believes
that personality and its issues will ultimately have a resounding effects on the quality of
decisions taken economically and the understanding of this will account for the

heterogeneity in individual preferences and characters exhibited[26]. It is to this effect that
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modern fast growing economies like that of the United Arab Emirates now have ministry of

happiness. One of the six targets of this ministry is to promote the country and make it
known as a happy place by initiating projects to that effect but its first task is to harmonize
government plans which is another way of saying make the people happy with what we are
doing. The result is evident, the country is a fast developing and growing modern
economy[27]. We can conclusively say boldly that it is therefore very vital that SWB is
considered a vital part of any economy that seeks modernization and development.

This could be the reason SWB and happiness now is the mainstream in general
management, and many organizations have special departments or this special function
within HR department. So many organizations have evolved to becoming good at putting
their employees first. We will look at a few of them and what they did based on the research
of fortune leadership ranking for the year 2016.

Google. Number 1 fortune leadership best companies 2016. Google has been on the list
of Fortunes 100 best companies to work for in at least last 10 years in a row. “One Googler
explained, "The company culture truly makes workers feel they're valued and respected as
a human being, not as a cog in a machine." As of september 2011, Jennifer Patterson said
that Emotional well-being is the most important part of making Googlers the healthiest
employees on the planet”. As of 2016 report of fortune leadership on the top companies in
the world, Google came first, thanks to the well-being goals and approaches[28,29,30].

Robert W. Baird: number 6 in fortune 2016 best companies and became number 4 in
2017. This company deals in the stock market. Fortune referred to it as ‘employee owned
financial services firm’ which has a strong culture and unconditional respect for all
employees. No executed treatment of any form, not even in size of office at the head quarters
or parking space. Everyone is anyone.

MILWAUKEE, September 6, 2013 wrote Baird was recently recognized as one of the
nation’s newest Platinum Well Workplace Award winners by the Wellness Council of
America (WELCOA) and Wellness Council of Wisconsin. The Platinum Award represents
the apex of results-oriented workplace wellness programming and is presented to
organizations forging new ground by linking health promotion objectives to business

outcomes. The award acknowledges Baird’s commitment to excellence in the pursuit of
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enhancing employee health and well-being. It also recognizes quality and excellence in work

site wellness criteria. Only a handful of employers have attained the Platinum designation.
Baird received the Gold designation in 2010”’ in the reviews of people who worked there,
they wrote about the well-being concern of the organization for all, the insurance policies,
vacation policies and how that the benefits of the company are quite expensive. The
company seems to have a policy of the employees first[28,31,32].

Edward Jones: ranked number 10 at Fortunes. According to Fortunes Edward JOnes,
‘with more than 11,900 brokerage offices advising some 7 million individual investors, the
firm fosters camaraderie by hosting summer regional meetings for financial advisors and
their families at a resort for a weekend full of music, food, games and swimming and golf,
business meetings and award presentations. When they started this practice in 1988, about
3,000 employees attended. Last year, 229 regional gatherings drew more than 37,000
employees’. According to Edward Jones.com; they have so many benefits for their staff
besides all the fun stuffs above that relaxes the staff and help their general well being. For
instance

« Dental and vision

« Life insurance and disability

 Paid holidays and vacation

 Paid sick leave

o Tuition reimbursement

« Security purchases with discounted commissions

In a review, they were referred to as a Great place to work for. Great Culture and great
teamwork environment. limited personal growth potential."[28,33,34]

W. L. Gore & Associates: being a synthetic fabric manufacturer of Gore-Tex and Glide
dental floss with a long culture of making wealth while doing it with fun and this goes as
far back in time to the 1950s and 60s. a time when Bill and Vieve Gore invited all associates
over to their home for the annual company picnic. Jeffrey Nielsen - 2011 - Business &
Economics

W. L. GORE & ASSOCIATES Freedom to be creative and constantly learning is a key
peer based practice. This freedom can be risky but W.L. Gore has created the right habits to


https://www.glassdoor.co.uk/Reviews/Employee-Review-Edward-Jones-RVW5709523.htm
https://www.glassdoor.co.uk/Reviews/Employee-Review-Edward-Jones-RVW5709523.htm
https://www.google.co.uk/search?biw=1093&bih=510&tbm=bks&q=inauthor:
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make it work’. The company majors on the ability of the employees to make the right

affordable judgment fort themselves and the company as well as strategic directions for their
well-being [2012] referred to them as a World-class organizations that retitle their
employees help create workplaces alive. P. Brione saw it from the perspective of work
democracy. Freedom in its essence within organizations[28,35,36,37]. However we look at
it, the truth remains that these principles got these companies to fortune 100. Today they are
recognized for the well-being of their employees. Especially if the organization is project-
oriented.

Such organizations function with certain characteristic features. Hao Zhang et al wrote
concerning SWB of employees in PBO focusing basically on how it neglected but an
important aspect of the organization, the necessity of bring up the well-being issue of the
employees and how it has impact on the organization. It was based on this and other
researches that they presented four major features of SWB of employees in project based
organizations[22]. These four areas were:

1. Flows: this is a momentary experience that is characterized by a period of intense
focus, high enjoyment (either during or after), and a sense of time standing still[38]. Mihalyi
C et al explained that flows was once grouped into nine dimensions and later into three by
another author. The initial dimensions were challenge-skill balance, action-awareness
merging, clear goals, unambiguous feedback, concentration on task at hand, sense of control,
loss of self-consciousness, transformation of time, and autotelic experience but the later
author grouped them as intrinsic motivation, enjoyment, and absorption.

Flow not only lifts the spirit momentarily, but it has also been found to build
psychological capital over time, which is a major component of human growth [2003].
Positive Psychology program referred to the activities which are in themselves rewarding as
self goals whose results are the experience of flow which not only lifts the spirit of a person
or employee momentarily but is also a psychological capital as a component of human
growth[39]. Hao Z et al [22] argued that Flow is a core area of HRM that includes the in-
and-out flows of human resources both internally and externally across organizational
boundaries but Mihalyi C et al explained the the origin of a flow experience in an

organization is a product of balance in challenges and skill exhibited in specific assignments
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and also discovered that flow had a strong involvement and accounted for variance in work
enjoyment, self-efficacy, engagement, and positive affect but that the relationship between
positive leadership and flow is weakened by employee attitudes[38]. Positive psychology
believed that flow can be experienced while performing a hobby and that the two
fundamentals of flow are a challenging task and the possession of the required skill to get it
done. They believe that although motivation could also create a level of flow, but its not a
flow at its best[39].

2. Performance: performance as one area of human resource management practices
includes “design of work settings that allow for high performance and enhancement of
proper and motivating work conditions[22]. According to Hao Zhang et al, three
mechanisms could have effects on work performance of an employee in a project based
organization. The first will be by affecting the cognitive abilities and processes of the
employees which in turn enables them to think more creatively and become somewhat more
effective in solving problems of the organization; the second is by influencing the attitude
to work of the employees thereby raising their willingness to collaborate and be co-operative
while the third is to improve the physiology and general health state of the employees.
Although some may argue that this area of HRM practice also included three major
things,appraisal, feedback and reward systems however he also presented that practices that
develop trust among employees can develop trust among them and improve their
performance using high compensation contingent on performance. They stated that this
means if employees performance results in enhanced organizational performance, workers
should be appropriately and equitably rewarded for their effort.[38]

3. Involvement: Based on the research of Hao Zhang et al, involvement was presumed
to include involvement in decision-making process and individual influence on work and
work condition. Their study showed that the level of access to information, rewards, power
increase and experience of knowledge employees have determines their level of satisfaction
which is a part of their well-being and that their level of self involvement in decision making
affects to the level of stress and life-work balance.

Liang-Chih Huang et al [2016] “suggested the need to strengthen the desired behaviors

in employees through strengthening their motivation by direct incentives or connecting to
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their behaviors and that the organizations are able to encourage employees to identify with

the goals of organization and to exert effort to achieve them through HR systems which was
based on the theory of planned behavior’[40].Hao Zhang et al however concluded it by
stating that “this means the purpose of life is more than just work. Thus, making employees
more involved into work can improve employees™ wellbeing’[22].

4. Development: Hao Zhang and Jian Tan discussed that developmental activities have
goals to give HR lont-term competence development in dimensions with a career plan
beneficial to both the individuals and the organization and that developments based on
strength enhance employee well-being reliably. As such the competence development of an
employee could facilitate the well-being of an employee which could enhance the ability of
the individual to meet psychological needs like competence, relatedness autonomy.

They suggested that employers make sure that talented employees remain in front of
their professional expertise which is achievable by training them to be more work effective.
As such training, learning and development strengthen the importance of developing deep
knowledge of employees when employees™ well-being 1s aimed to be enhanced[22].
Definitely one can now say that Competence development for employees in project based
organization helps the general especially the psychological well-being of the employee.

But then how this is used and at what point could differ depending on certain situations
of the project. Just as we have researched in above 1.1.3.1, SWB criterion can be used in
project based organizations. But due to the fact that the basic difference between project
based organizations and non-project based organization is that by design, project based
organizations are built around a project. A project has specific start date and estimated or
expected finish time. This requires that they mostly employ project managers to manage
projects on their behalf knowing that the team is new and fresh, the enthusiasm still present
and the willingness to make a mark will always be there for so many considering that the
assignments are time constrained. While in the case of non-project based organizations they
could go on with the same employees over a very long period of time. This gives non-project
based organization the weakness of motivation being decreased over time. They may have
manpower at their disposal but despite that they gradually become easily vulnerable to the

point of becoming less enthusiastic about the job and their roles due to the monotonous
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nature of the job yet most companies will have issues getting rid of them due their expertise
and level of experience. In order words, they require a fresh sense of motivation and
innovation[41,42].

On this note, non-project based organizations will be in greater need of SWB as it will
strengthen the commitment and willingness of the project team as well as employees at the
long run.

The CEO of iOpener and author of Happiness at Work,Jessica Pryce-Jones told Forbes,
"Happiness at work is closely correlated with greater performance and productivity as well
as greater energy, better reviews, faster promotion, higher income, better health, and
increased happiness with life. So it's good for organizations and individuals, too."
Techbeacon.com investigated this further saying iOpener developed questionnaires,
conducted focus groups, and aggregated results from 3,000 respondents across all
disciplines in 79 countries. Over 10 percent of the respondents were in IT. The numbers say
it all. The happiest employees are: 180 percent more energized; 155 percent happier with
their jobs; 150 percent happier with life; 108 percent more engaged; 50 percent more
motivated [43].

From the above, happiness/SWB must then be a vital part of project management team.
Should it take a central point, constitute a discussion for the team and management? ‘We
don’t talk about emotions. We draw them’ [Kelly Waters, 4 July 2013 Agile Teams [44].
The agile idea of happiness/SWB is slightly different from the generic human ideology of
happiness. It seems to approach it from the result perspective rather than from the target
point of view. This is achievable using different variations like measurable happiness.
According to Measurable Happiness by MIREK WOZNIAK on JUNE 27, 2013,
‘The Happiness Chartis a kind of universal mood indicator. We draw shapes on our
whiteboard after each stand-up to tell others about our day. Green goes for “happy”, blue
for “so-so” and red means “sad”. That’s it! And it works — a couple of times in a row show
that something’s wrong. Get up and do something about it. If paired with a project
management tool, you may evaluate which tasks your team drudged through and which

made their day.


https://www.iopenerinstitute.com/
http://www.forbes.com/2010/08/13/happiest-occupations-workplace-productivity-how-to-get-a-promotion-morale-forbes-woman-careers-happiness.html
http://www.allaboutagile.com/author/admin/
http://www.allaboutagile.com/category/agile-teams/
http://blog.lunarlogic.io/author/mirek/

33
The chart is 100% transparent, just hanging on the wall for everyone to see. Maybe a

passer-by got a solution that the whole team was looking for last week? Or a cute cat picture
to lighten the atmosphere’? [45] This chart is also known as happiness metrics.
Scruminc.com refers to it as Happiness Metric — The Wave of the Future stating that
‘Happier people are about 12% more productive.’[46] Crisp’s consultants, the author of the
Crispe’s blog also refered to it as ‘an index measuring the level of happiness in a group or
organization at a given moment. The level of happiness says quite a lot about a group and
how well everything is going regarding its goals, and I find it to be a very nice metric to use
to monitor the team during product development. A happy team and members are productive
and are working towards their mutual goal to deliver the product’ [47,48]. Obviously,
happiness has a resultant effect on the tone of employee and work place.

Let’s consider the importance to use SWB when forming team in projects.

Team formation means talking, discussing, asking and answering, being ready for
brainstorming or working harder than usual, listening and asking for suggestions, respecting
and following the indications received, keeping the morale as high as possible and
motivating people when necessary[42,49]. With regards to the project team and its
formation , lots of emphasis has been laid on the composition of the team, their Professional
competence, the Level of responsibility of the team members, challenges encountered by
the team, the factors that accounts for the success or failure of the project, the level of
involvement of team members in the planning and design of the project as well as the level
of monitoring of the project[50] but hardly really on the SWB of the potential project team
especially touching on the criteria of what they consider very vital.

Like earlier shown in this research it is easy to notice that a lot has been done in the
project team selection project management field. It is so easy to get a team to work. Ranging
from the works by PMBOK to individual, ICB and many others. In all of these SWB has
been mentioned indirectly in all as a factor in managing projects, yet non has been able to
make it a factor in selection or formation of project team. This may largely be accrued to
the fact that it is an immeasurable concept that exists in the minds of many but without a
method or unit of measurement may be almost impossible to put to work for most

organization.
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The major issue with project team selection with organizations and researchers is that

they recognize the importance of SWB but are unable to find its units or standards or even
anything related directly to the measurement or determination of SWB of a prospective
project team. However SWB is so important IN THE FORMATION OF A PROJECT
TEAM because it helps the project manager and the stake holders to fully understand what

it takes to get the very best out the project team and get the desired maximum result.
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1.2 Theoretical aspects of the PT formation by SWB criteria

In real practice for the most parts of project team formation across different approaches,
one thing has remained consistent, its based on qualifications. They mostly are focused on
development of team rather than formation. Lets take a look at some of these scientific
approaches like PMBOK on the five steps of team development using Tuckman’s Team
development Model. these are: Forming; Storming; Norming; Performing; Adjourning.

However we are most concerned about the first step, WHICH IS FORMING [51,52].
This the stage on which the team meets to learn about the projects and individual
responsibilities, the downside is that at this level team members are less open and trusting
[53].

In some more details, PMBOK method of acquiring a project team could be summarized
in table 1.5 based on [54]:

Table 1.5 - PMBOK method of acquiring a project team

Acquire Project Team
Inputs Tools Outputs

1)Project management | 1)Pre-assignment 1)Project staff

plan 2)Negotiation assignments
2)Enterprise 3)Acquisition 2)Resource calendars

environmental factors | 4)Virtual teams 3)Project management
3)Organizational process | 5)Multi-criteria  decision plan updates

assets analysis

Source: Borrowed from Reference 54

In approach PMBOK presented tools that was mostly about getting qualified team to
work by picking from within the existing staff and in a case where they do not have then
outsourcing becomes the other option. For the most parts the team is selected from among
the existing [54].

To approach it from another perspective of picking from within the already existing team
in which case the Human resource department of the company does the bulk of the work. In
order to achieve this there are 8possible steps that could be used to create a project team as

below
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1. Analyze the project task and break it into its component steps. Note down each of the

work skills necessary to complete these tasks.

2. Think about any particular requirements you will have on this project, such as the
ability to work to tight deadlines or an availability to put in overtime.

3. Speak to your human resources professional or to the employees’ direct supervisors
for guidance on which workers in your company have the relevant skills.

4. Ask supervisors also for a rating on these employees of their communications skills
and ability to work cooperatively with others.

5. List out several potential team members under the heading of each skill.

6. Pick out those employees who have the right mix of skills and personal attributes. If
you are not sure about a particular choice, conduct an informal interview with the potential
candidates to get a sense of what kind of commitment they would have to the project if they
were chosen.

7. Analyze your potential team to make sure you have the right mix of “idea” people
and “detail” people. You need both inspirational team members and team members who
know how to implement.

8. Avoid personality clashes. Even if you believe the individuals concerned are both
skilled in the right areas, if they won’t work well together, you will waste time and energy
on needless conflict”[55].

But then, its all about skill and right positioning or rather categorization based on skill
despite the fact that Beth Winston believed that ‘you need the right mix of skills and of
personalities to ensure the task gets done with the minimum friction and the maximum’.

The following tips would be really useful in Choosing Effective Project Team Members:
excellent communicator; knowledge of project management principles; highly organized;
strong ability to read people; accurate estimating skills; self-assured.

In the end these were qualities to look for in a project team members [56], quite contrary
to the researches of Beth Winston. However staff acquisition as a term in team formation
can be defined as ‘the process of getting the human resources needed assigned to and
working on the project’ but the things to consider when picking a team by this means should

include previous experience, personal interests, personal characteristics, availability, and
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competencies and proficiency while your sources of these team members may come from
endless sources if you so choose for instance from negotiations with managers and other
project teams, pre-assignment from another project, or even from outside the organisation.
Based on this, the source of selection or formation won’t really seem to be an issue provided
the qualities are gotten right [57].

P2M: This perspective holds that a project manager organizes the projects based on the
commands and rights authorized by the head of executive organization or rather the stake
holders. The project team and structure of the organization should be determined by scope,
time cost, level of technical difficulty and contract type while the organization of the projects
depend on these conditions and executive organization.

[PMA: this methodology believes that the responsibility of getting the right mix in
project team belongs to three sets of people:

1. the project manager whose job is to analyze the project and provide the requirements
for the people and developing the team using the Tuckman’s five stages

2. the project sponsor who make sure that the right team members are selected from the
existing department to ensure the success of the project

3. the project team members themselves who get the job done(Reinhard Wagner).

Based on this approach, the project manager and the sponsors or rather the project stake
holders should be most interested in forming the project team with a mixture allowing
dynamic growth that will go on throughout the project life-cycle and successfully
achieve the expected result from them[58].

PMI and Agile: this methodology also uses the same approach as PMBOK which is the
Tuckman’s five stages. It emphasizes the value of the team, development of commitment
and effectiveness within the team and the art of continuity for the team. Its scientific
approach is not anything new while Agile does more of creation of effectiveness within the
team. Its a way of making the most out of the team, but when it comes to formation of a
new team and dynamism in terms of method or scientific approach, it seems silent there
also[58,59]. An agile team is a cross-functional group of people that have everything, and
everyone, necessary to produce a working, tested increment of product. Dedicate these

people to the team, and as a rule, do not move them between or across teams as demand ebb
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and flow’. The very definition of an agile team is getting in the way of forming agile teams,

mostly because we misunderstand what a project actually is[60,61]. As such Agile team also
does not present a way of forming the team but rather a way of making the team(existent)
agile.

Based on our research context forming the PT we consider on the state of selecting team
members among candidates. Despite different approaches (qualification or competence
based or others) traditional conceptual model of this process is used, that includes three big
components: set of candidates as input, selection itself and PT as combination of selected
candidates. Selection process includes two general components: system of indicators and
method of selection (including mechanisms and instruments of testing, measuring,
evaluation, final decision making).

Considering these components, just as we mentioned above, so many authors and
methodologies have their several approaches to indicators and criteria for forming a team.

One approach to it holds the perspective that certain qualifications and standards must
be met by members for a project team to be created PMBOK[54,62] . These are: Experience;
Level of interest; Personal Qualifications; Availability; Knowledge.

Beyond the above, a project team should be selected based on qualifications and what 1s
needed. As such “the goal of this step is to identify a possible pool of team members based
on the task skills needed for team effectiveness. Task skills refer to the individual
capabilities that enhance one’s ability to act effectively in broadly defined performance task
domains Accordingly; such skills are “trans-portable” across teams and performance
domains. Different team members have different levels of different skills, but the team, as a
whole would possess all required task work skills”[51,64]. This is to say that the team should
be a complete package, but then the individual team members may not have it all. This is
because a project is only as successful as the people behind it. In which case they were
emphatic about the qualities of the individual team members if they are to belong to the
team (Brightwork).

Companies should strive to have project team members embody each of the following
six characteristics: Excellent Communicator; Knowledge of Project Management Principles;

Highly Organized; Strong Ability to Read People; Accurate Estimating Skills; Self-Assured.
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However some members could have foundations but need the above skills to be
sharpened[56]. Based on these, its easy to deduce that the bulk of the team formation and
selection methods are based on merits, experience and qualifications.

As we also mentioned above, different methodologies are used to select and form PM
teams. The central one is taxonomy of ICB which gives a new and redefined perspective to
this whole concept. Its character and behavior focused and sheds greater light on the idea of
SWRB as criteria and a factor in project team management.

There could be general approaches to this, but we must bear in mind that projects differ,
locations and nature of projects differ one from another. General researches so far has shown
and will keep showing approaches that can be used generally not dynamically. But
researches develop other selection mechanisms to satisfy needs of particular projects. As
such specifically dynamic projects require more specialized approaches.

In the scientific perspective the task of selection team members is the task to develop
a new scientific approach that can not only be used generally but designed to be adjustable
into dynamic projects as well.

This will mean adjusting the traditional approach, researching further and producing
new approach to elevate SWB. According to Edward Diener ‘SWB (SWB) is the scientific
term for happiness and life satisfaction—thinking and feeling that your life is going well,
not badly’[65]. Further researches of Edward Diener collaborated with other authors, they
defined subjective well being as ‘a person’s cognitive and affective evaluations of his or her
life’[17] as quoted by Brian Albuquerque. Positive psycology program however defines it
differently, as ‘an individuals experience of affective reactions and cognitive judgments’. It
approaches it believeing that “SWB looks at satisfaction generally, as well as a sense of
satisfaction to that particular person’s standard. Assessing life satisfaction involves past
experience and future expectations. Scoring high involves having “pleasant emotions, low
level of negative mood, and high life satisfaction”[90] but the definitions of Diener, Lucas,
& Oishi, 2002 were re-echoed in defining SWB by Carmel Proctor as ‘the personal
perception and experience of positive and negative emotional responses and global and
(domain) specific cognitive evaluations of satisfaction with life. It has been defined as “a

person’s cognitive and affective evaluations of his or her life”’[23]. in general it is easy to
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note that most of these definitions are simply the words and works of Edward Dierner re-
echoed and rewritten by most of these authors. For instance Satabdi Roy Choudhury defined
SWB at first as referring ‘to a combination of a cognitive judgement of satisfaction with
life, the frequent experience of both positive moods and emotions and as well as the
experience of pessimistic emotions’.  btu then also went further to state hence, SWB may
be considered “a general area of scientific interest rather than a single specific interest
construct”[19].

Teresa Del Pilar Rojas defined it as an individuals experience of affective reactions and
cognitive judgments(66). This could also be viewed as how people experience their
individual lives with respect to emotional, logical as well as cognitive judgments. It there
encompasses moods and emotions as well as evaluations of one's satisfaction with general
and specific areas of one's life[67]. I could say that this basically the study of what makes
up the life of a person from their perspectives, their approaches, and these determine their
reactions to events that take place in their lives. It varies from person to person as it is deeply
individualistic. Although it is very person for there to be the existence of similarities. SWB
according: The Science of Happiness and Life Satisfaction (SWB) is defined as ‘a person’s
cognitive and affective evaluations of his or her life’ [17,68)] Although I would rather use
the term fulfillment considering that it consists of a lot more than just an aspect of a persons
life. For him the concept refers to technical perspective of sensation as to defining well-
being to be basically about maximizing pleasure and minimizing pain as much as
possible[66]. He believed in the school of thought that SWB belonged to the Hedonic
perspective not the eudiamonic. The two perspectives are explained as being the two general
perspectives of research on well-being:: the hedonic approach, which focuses on happiness
and defines well-being in terms of pleasure attainment and pain avoidance; and the
eudaimonic approach, which focuses on meaning and self-realization and defines well-being
in terms of the degree to which a person is fully functioning (Ryan RM 2001).

But that SWB is characterized by both objective and subjective concepts but ‘may be
conceptualized only as an internal subjective experience of each particular individual.
Understanding the category of well-being as the combination of its two aspects allows the

formation of two approaches to its specification, measurement, and evaluation’[67]. In their
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research they believed that the methods to creating the factors, measuring and evaluating
subject well-being should totally differ stating that ‘they should be more complex, more
individualized, more directed by different vectors of influence and impact, based upon deep
philosophical, ethical, moral, and psychological principles and categories, and, thus, they
should be less material, less tangible, less quantitative, and more subjective. The subjective
aspect of well-being can be described via such categories as respect and self-respect,
confidence, satisfaction, harmony, harmonious physiological and psycho-emotional state,
awareness of the purport of life and the person’s own meaning and significance in the social
and political systems and in the universe, the feeling of love, affection, friendship, necessity,
the person’s own place, implementation of the person’s calling, etc.’[67].

However, in their research, they enumerated three basic reasons for ill-being with
respect to SWB. They are

1. The elimination of the moral basis of the social, political, and economic interaction,
and the construction of the said interaction on the basis of the objectivist philosophy .

2. The construction of economy on the principles of Keynesian theory of economic
relations aimed at boosting consumers’ demand, which, together with the ideas of market
fundamentalism and the modern individualist culture, have formed a consumer society
whose main priority is its individual subjective benefit;

3. The idealisation of democratic society not as one based on solidarity, mutual
understanding, mutual respect, voluntary simplicity for the sake of public welfare and well-
being, but as a society of personal rights, liberties, and needs isolated from those of others,
which, in result, has led to the creation of the individualistic society, or the socalled social
atomism, where every person acts to their own personal advantage.[67] Ofcourse the above
revolves around entire aspects of life of a person. Looking into details of

Using notion “happiness”, Christiaan Verwijs, the Agile coach, Scrum Master and
Developer, states that there is no formalized approach for measuring happiness in Agile
Teams, the most common method is to ask team members to periodically rate their current
happiness on a scale from 1 to 5 and this can be done on a daily basis.to achieve this some
questions are answered to facilitate discussions within the team, such as:

« How happy are you with your company? (1-5)
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What feels best right now? (open question)

What feels worst right now? (open question)

What would increase your happiness? (open question)

Christiaan believed that there are so many things to like about this which includes

They emphasize the human aspect of software development
They provide input for retrospectives

They can extend beyond just Scrum Teams

They allow individual retrospection

They allow scientific analyses

Despite all of the above, he argued that happiness metrics are sub-optimal. Below are

his reasons: 1. Happiness is too subjective; 2. The Happiness metric is not task-oriented; 3.

The Happiness metric is not team-oriented; 4. The Happiness metric does no justice to the

reality of the work environment; 5. Happiness metrics are (statistically) bad metrics; 6. So,

the Happiness metric is measuring the wrong thing.

Equivocally he explains it stating ‘I already implied this between the lines, but I don't

like the happiness metric because it is measuring the wrong thing (and also in the wrong

way). Although happiness is certainly important, I believe that a Scrum Team can benefit

more from a task- and team-oriented measure that does do justice to the nature of the work

environment. What is it that we really want to know as a Scrum Team?

Are members enthusiastic and energetic about their team and their work?
Are members willing to take one for the team?

Are members proud of their team and their work?

Are members happy to be part of the team?

Are members feeling valuable to the team?

Are members happy with their tasks?

I strongly believe that in a cohesive, well-running team, people are willing to go the

extra mile even if it makes them (a bit) unhappy for the duration of the task’ [45].

In

the end, Christiaan provided an alternative: TEAM MORALE

(‘the enthusiasm and persistence with which a member of a team engages in the prescribed

activities of that group' (Manning, 1991).). He gave the following reasons for it:
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e Morale is more task-oriented

« Morale is more team-oriented

« Morale includes happiness, but more subtle

« Morale is less susceptible to mood

« Morale is not as biased:

Further analyzing this he wrote: Teams with High Morale usually have the following
traits:

o Members are willing to help each other out, no matter the nature of the task;

o Members are proud of their team (and usually tell the outside world) and the work
they do;

o Members will go the extra mile individually or for the team, even if it means staying
late to finish the sprint;

« Members will persist (not give up), even in the face of high work-pressure, difficult
technical problems, nasty bugs or a difficult sprint;

« Members are generally happy in the team and enjoy working there, on a whole;

Teams with Low Morale usually have the following traits:

Members withdraw from team activities or don't participate at all;

« Members are not proud of what their team does or are even ashamed;

« Members will stick to a 9-5 (or less) mentality, even though a bit of overwork might
turn the tide;

« Members become focused on doing only their part, and nothing more ('this is not what
I was hired for');

« Members will easily give up in the face of trouble;

« Members are generally unhappy in the team and don't enjoy working there, on a
whole;

According to him, in measuring team morale, 8 points should be noted. They are as
follows:

1. I am enthusiastic about the work that I do for my team

2. I find the work that I do for my team of meaning and purpose

3. I am proud of the work that I do for my team
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4. To me, the work that I do for my team is challenging

5. In my team, I feel bursting with energy

6. In my team, I feel fit and strong

7. In my team, I quickly recover from setbacks

8. In my team, I can keep going for a long time

To calculate the morale of an individual member, we average the score on the eight
questions. Team Morale is the average of the individual averages. For those interested, the
alpha coefficient (an indicator of reliability) for this scale is very high (0.90, N=2471).

Brian Albuquerque suggested that for a psychologist to do measure SWB, they will be
measuring how people think and feel about their lives. As such he enumerated three
components of SWB as stated below:

1. life satisfaction
2. positive affect
3. negative affect

Another author stated that “the hallmark of measures of SWB (SWB) is that they are
obtained through self-reports: people are asked to evaluate their lives as a whole or some
aspect of it. The questions can be relatively straightforward and a widely used one simply
asks: ‘Taking all things together, would you say you are ...: very happy, quite happy, not
very happy or not at all happy’. More elaborate measures use multiple items to target a
specific part of SWB and consequently render more reliable results single-item measures do
(thought at an expense)”’[69] .

In the process of finding a measurement scale for SWB, Paul D et all stated that SWB
(SWB) is beginning to be used to monitor progress and to inform policy; or, rather, ‘ill
being’, in terms of depression rates and in the provision of cognitive behavioral
therapy. More is now needed on the positive side of the well-being coin. Policy appraisal
using SWB has interested academics and it is now interesting policymakers too. More is
now required. We need to measure all three well-being accounts, separately. We also need
to measure SWB in different ways. There have been many attempts to classify the different

ways in which in SWB can be measured for policy purposes. We distinguish between four
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broad categories of measure: Evaluation; Experience; Eudemonic’; ONS (Office of the

National Statistics) [70].

Evaluation: in this method of measuring SWB, the people are assessed using data of
their lives. This approach requires a level of information made available to make
information appraisal as well as the cognitive reflection on their life. In doing this questions
are asked and their opinion graded based on certain scales to understand their definition of
quality living. Lucy Tinkler et al explained that to get this measurement general happiness
questions are used instead of satisfaction or SWB which in this case yields the same results
in terms of impact of key variables. Paul Dolan et al explained how it is done explaining
that respondents would be required to provide overall assessment of life satisfaction or
particular areas of their life like health, job, relationships or any other and evaluated on scale
0 to 10. 0 being worst possible life for them and 10 being best possible[71,72].

This information is now taken and used to evaluate the SWB of these people.

Experience: this approach to measuring SWB aims at assessing the emotional quality
of the life if the individuals. It is closely related to the undiluted account of well-being of
the mental state of the person which is dependent on the feelings of that person at a given
time. This quality is often measured in terms of the frequency, intensity and emotional
affects at the particular given time such as anger, excitement etc. This method approach
SWB as being a function of pain and pleasure which is SWB indicator which makes things
and situations good or bad[71,72].

This information can be collected over time in a dairy format by asking the individuals
questions or doing general survey of questioning their feelings over a short referenced period
of time. This can pick up any form of emotion including the positives and the negatives.

The eudemonic approach: is a measuring theory that is based on the need of individual
lives psychologically to define its meaning and sense of control over their lives and in
connection to others around them, autonomy, contentedness, good personal relationships,
sense of purpose, vision and achievement which will in turn affect the well-being of every
individual involved. This is seen as a measure of flourishing or success. It is also sometimes

referred to as functioning or psychological approach to measuring SWB. This approach
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tends to measure SWB from the psychological perspective of the individuals involved as the

major indicator.

ONS approach to measuring SWB: this approach is also referred to as the balanced
approach and this is because it takes into account the other different ways of measuring
SWB. This method simply adopted the various methods and adapted them together to create
a balance and general thoughts to achieve the same goal except this time it is more detailed.

To achieve this, questions are grouped according to type of SWB measure (evaluative,
experience and eudemonic) and depending on the level of detail that they provide and how
they could relate to different purposes of public policy. The most general measures can be
used for overall monitoring.[71,72].

ONS included four SWB questions covering evaluative, eudemonic and experience
measures of well-being. The four questions are as follows:

* overall, how satisfied are you with your life nowadays? (experience)

* overall, how happy did you feel yesterday? (positive affect)

* overall, how anxious did you feel yesterday? (negative affect)

* overall, to what extent do you feel the things you do in your life are worthwhile?
(Eudemonic)[72].

What are the features and/or difficulties of measurement and evaluation?

In order to measure SWB or even recommend any particular measurement, Paul D
recommended that certain things be taken into serious consideration.

1. Salience: prevalent questions depend on individuals and what they had been asked
before. As such there is no standard question that is stable at all times and may get the same
answer for all individuals.

2. Scaling: the changes in methods of scaling with respect to differences in population
and situations. This means there is no universal scale that functions universally. Life
satisfaction scales may be responded to and interpreted in different ways by people at
different ages with varied responsibilities. In relation to things like the income, health and
family, reactions to the scale will differ depending on individuals and population.

3. Selection: it is very important that people partaking in this are selected right. People

have different approaches to life satisfaction and this could be the reason for varied
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responses and results from asking them questions. The level of satisfaction and aspect you

are looking towards should determine the kind of people you select.

However the most populous ways of measuring subjective well being is explained in
different ways by different authors. This is probably because they got the enumerations from
the same authors. Below are the two ways considered by them

e life satisfaction can be measured using a questionnaire such as the 5 item satisfaction
with life questionnaire or the Satisfaction With Life Scale (SWLS);

e affectivity can be measured by for example, the PANAS [positive affect negative
affect schedule];

e the Experience Sampling Method[69,73,75].

Brian Albuquerque added that the above two measures can be categorized as examples
of self-report measures but could be affected by some factors. As such the experience
sampling method could be useful in which case the family friends of a person is brought
in to give accounts of various events both negative and positive.

Using the self-report measures method of measuring SWB, Brian added the following
factors as being able to affect the scores of SWB:

@ situational factors,

® the type of scales that are used,

® the order in which the items are presented, and

® the mood of the respondent at the time when the measurement was taken.

With this Brian concluded that SWB is a hugely complex field. Whilst research evidence

shows personality to be a strong influence on SWB and certain traits are linked to SWB.
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1.3 Concluding the scientific goal and tasks of the research

Deep analysis of practical and theoretical issues of PT formation by SWB criterion
conducted above we used as a base to formulate following conclusions and statements.

In modern environment of projects SWB of the PT became one of the most useful
managerial category to approve that project goes in the right direction to achieve stated goals
and produce expected values within planed time and resource limits. It helps to measure the
SWB of project team members and to predict the level of productivity as well as its
maximization. The base for such prediction is just general statistical dependencies, such as
“Happier people are about 12% more productive”. Unfortunately we could not find
scientifically based dependencies or models that describe properly influence of happiness,
fulfillment or well-being of the PT on traditional project managerial parameters — quality,
time, and resources. Besides, such influence might be different for different types and kinds
of projects in different fields with different environment, level of complexity, risk, changes
etc. We could not find such classification or related researches yet.

The most known type of projects where SWB is recognized greatly is Agile-projects.
Within this methodology they talk about happiness of the team. The reason is very
changeable environment, necessity to communicate and interact with different people, what
is more important - to be creative and to work-out the expected value being under the
pressure of schedule and budget. Although projects are dynamic and mostly unique in scope
and planning, goals and framework, it is necessary to note that there are definitely going to
be similarities, sometimes in methods and other in approaches. We understand also that in
different projects the necessity to consider SWB might be different. Some special coefficient
might be introduced to measure projects in this context.

The feature is that traditionally SWB is used to monitor the PT after the project has
begun. But there is a great necessity to use this criterion from the project very beginning in
order to provide involving to the PT those people who are able to be effective (productive)
because of being happy in this project. It is the idea of our research. Here is very important
to mention that SWB-approach to select PT is not controversial to traditional

qualification/competence approach. SWB-approach should support
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qualification/competence approach. And SWB-evaluation of candidates should describe the
future team of competent members from the perspective to have emotional and
psychological abilities and coordination, not just certifications or qualifications and be able
to carry out responsibilities with full dedication yielding the desired result all through the
project life cycle.

So, the practical issue of this research is related to the task to use SWB as a criterion
when forming the project team to select future team among candidates.

Conceptually general model of forming PT as a process with input (set of candidates)
and output (defined project team members very alike by their SWB attidudes in the context
of a project) is absolutely applicable, but should be re-phrased in terms of using SWB as a
criterion.

In theoretical terms task of forming PT by SWB criterion breaks on two sub-tasks: to
evaluate each candidate, and then to find best (most rational) combination of candidates
based on comparing their grades.

Using SWB at the very beginning of the project allows finding out factors that can
provide feeling of well-being of candidates in the project in future. Thus in this case best
(most rational) combination means combination of candidates who are most alike by grades,
thus have more common base to provide appropriate conditions to feel well-being in project.

Evaluating candidates means using of indicators. Analysis shows numerous indicators
that are used by practicians and researchers in the context of happiness. Traditionally their
combination depends on conceptual understanding of SWB within particular scientific or
practical approach. So, for the purpose of our research such approach should be selected and
grounded, and appropriate indicators should be compiled. We understand and support
proved opinion that no standard indicators that are stable at all times for all candidates. They
can vary from project to project. But to have a chance to create and try our method of the
PT forming we consider a task to shape more universal indicators perceptible and acceptable
for majority of personalities. We suggest to make it based on system approach, thus as a
result we expect to shape a system of indicators, rational by quantity, surplus but rational at

the same time.
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The subject of evaluation should be a person him- or herself producing self-report. It’s

absolutely natural that person can provide most reliable assessment rather than expert or
machine (computer).

Current results in our research gave as a base to analyze two distinguishing approaches
when forming PT — qualification/competence and SWB by following criteria: context
(starting point and focus) of evaluation; final result of implementing indicators;

subjective/objective nature of scales used; vector (object) of measuring and evaluation;

subject of evaluation; possibility to compare.

Table 1.6 — Analysis of Qualification vs SWB Approach

No Criteria qualification/competence SWB approach
approach
1 Context (starting point | starting point is a project; | starting point is a person
and focus) of evaluation | project causes | of candidate;  person
expectations from the | causes his (her)
candidate expectations from the
project
2 Final result of | Understanding features of | Understanding features of
implementing indicators | person to provide his (her) | project to provide that
success in  project; | person fells well-being in
objective nature project; subjective nature
3 Subjective/objective Objective Subjective
nature of scales used
4 Vector  (object) of | Features of a candidate | Attitude to well-being;
measuring and | are measured. Actual | person assigns subjective
evaluation marks should be | ideal (norm) based on his
compared to “ideal” or | (her) understanding
“norm”
5 Subject of evaluation Stage  of individual | Stage  of  individual
evaluation — expert; evaluation — person (self-
Stage of finding rational | report);
combination - expert Stage of finding rational
combination - expert
6 Possibility to compare | Comparable Non-comparable
with marks of other
people

Source: developed by author

As one can see from the table above, qualification/competence and SWB approaches

look contrary different, presenting two sides of one coin. It gives us base to state that
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methods created for the purpose of qualification/competence approach are not acceptable

for using within SWB approach. On the contrary, they should be unusual, more soft, human
oriented, at the same time more holistic, entire oriented.

The most “weak” and theoretically unsolved point of the evaluating candidates and
further finding their most rational combination for the PT is choosing of scale. For these two
stages the scale should be common.

For the first task (individual evaluation) most of researchers use fuzzy scales. It’s caused
by nature of SWB: it’s obviously easier for a person to evaluate something related to
happiness, fulfillment or well-being avoiding numerical scales. This is because feelings are
hard to measure. They have no definite determinant to view physically and be certain of its
grading.

Many researchers have concluded also the fact that SWB scales may be responded to
and interpreted in different ways by people at different ages with varied responsibilities. In
other terms, the scale will differ for different indicators of different persons. When some
scale is selected to evaluation stage, it means that each person will interpret it subjectively.
Thus, there is no common base to compare answers of candidates, no way to consider
answers of candidates comparable, no way to consider them adequate for further
manipulations when selecting team members. In this case, the point is to find such scale that
allows avoiding this weak feature.

Analyzing numerous researches we could not find any method of evaluation that
matches all features of SWB-evaluation.

Some methods allow evaluating candidate only on the stage of individual evaluation,
but do not consider the need and possibility to compare results of individual evaluation for
finding better combination of candidates.

The SWB of project team members has not been taken into consideration in most
organizations, both in developed and developing parts of the world. This situation means
that the methods of project team selection will have to be restructured to consider the SWB
of team members as individuals and as a group. SWB in teams is a less developed aspect of

project team selection and that is why this topic actuality is vital.



52
All current results give us a reason to conclude about the object, subject, main goal and

tasks of the research.
Object of research: processes of managing a project team.
Subject: process of forming a project team based on SWB-approach.
Goal: to ground scientific approach to forming of project team based on SWB-approach.

To accomplish the goal, the following tasks have been set:

to considere SWB as a factor when forming the project team: what it reflects for a

team member and what for the team as a whole;

- to propose the system for representing SWB-indicators based on holistic approach
reflecting different aspects of a person in a team and in the project;

- to suggest the method of constructing candidate’s personal SWB-profile based on
ranking the proposed SWB-indicators;

- to propose the method of conFigure uring the project team, which ignores the
compliance of the team's integral characteristics with the ideal requirements, but
allows to find out the most rational conFigure uration by SWB-indicators;

- to develop the evaluation scale and the method for evaluation of coherence

(commonness) of personal profiles of candidates;

- to carry out the experimental verification of the proposed approach.
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CHAPTER 2.

CONCEPTUAL BASELINES TO FORM A PROJECT TEAM BY SUBJECTIVE
WELL-BEING AS A CRITERIA

2.1 Subjective well-being as a criteria to form a project team

Human resource management in developing economies still has a lot to learn and
develop. In my personal observation of developing economies with emphasis on Nigeria,
majority of the wasted resources on project has a lot to with management of personnel. If
this is however addressed properly, less money will spent on projects and still attain
maximum result with the little resources available while maximizing personnel at the same
time. One major way this is possible is by categorization method.

A class may include one or more positions [76,77]. To achieve this, a project manager
must have a deeper sense of knowledge of his project team, he must know what each is
capable of and believe in such persons as well as other members of the team. According to
PMBOK, the first part of human resource management is to work on the project team plan.
Now let’s take a look at the perspective of PMBOK on this.

The PMBOK 5™ edition being an improvement on the 4" deals extensively on the
performance of the project team, organizational processes, work performance, output and
many more beginning with developing human resource plan. However, in a peculiar
developing economy like that of Africa taking Nigeria as a case study, it will be discovered
that it’s not just enough. You will achieve better results when the love of the staff for the
job is full and the place of their full dedication as a result of fulfillment is not in doubt.
According to PMBOK 5™ edition, The Human Resource Management Plan oversees Input
to the Manage Project Team process and is Used to identify team members' roles and
responsibilities as it Defines roles, responsibilities, level of authority and required level of
competency for each team member, As input to Manage Project Team process, provides a
clear indication of what is expected of each team member [78,79]. According to EDWARD
E, GERALD E. (1992), the concept of skill and the capabilities of individuals are basic to
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human resource practice. The most common approach to human resource management is
based on job descriptions. Needed skills are discovered by analyzing the jobs in the
organization. Job evaluations typically rate job value on the basis of skill level. Their
approach to HRM believed that training systems enhance job-related skills that are identified
through the job description process. Selection systems hire employees who have the skills
needed to perform the jobs available in the organization. Labor contracts in organized
settings usually codify these human resource practices and job descriptions in the form of
labor contracts while Sile F. scientifically proposed that human resource (HR) policies are,
in the main, centrally determined and developed and that in the HRM system, the Human
Resource Planning, Recruitment, Selection Promotion should come before Training and
development which afterwards Rewards/Pay Industrial Relations Equality Health, Safety
and Welfare Personnel Administration [80,81].

We propose a scientific approach which necessitates that training and selection should
come before promotion and be referred to as categorization which is a part of recruitment.
This is necessary because promotion should not come before training especially in
developing economies unlike the developed in which available skills are developed like
Edward E focused on.

Methodology behind this: this involves the development of the model of Skill Discovery
Process which will reflect a basic relationship between project team member’s personal skill
and its discovery. When that is achieved a new model, which is the model Project Team
Categorization Process is created, this model shows an interrelations between project team
grouping/categorization and its performance. In order to achieve this, the methods of
analysis and graphic simulating were used.

This research shows that finding best individual project team member skills, certain
processes will have to be undergone by the project team members as individuals under the
supervision of the project or H.R manager to produce this discovery but noting that they all
have different things that motivate them especially finances. Once that is done the
performance as a team can be improved greatly under managerial influence and resource
supply and management following a set of three more stages namely Test, Positioning and

Grouping resulting in enhanced performance of team.
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Categorization is the process of arranging or classifying in a particular order. It implies

that concepts or something is classified into categories based on the commonalities and
usually for some specific purpose. Categorization is fundamental decision making, in all
kinds of interaction with the environment and in language. The classification of positions is
based on analysis of the duties performed, responsibilities, supervision received or
exercised, organizational structure, and qualifications necessary to perform those duties

In addition to the already existing processes used to Manage Project Team processes, the
Key skills of effective team management framework should also include categorization and
conforming (understanding where they belong and selling the vision to them in a way the
buy it, see what you see and do it with joy) as well as the ability to make them accept and
understand your project goals, vision, and targets. By so doing, the project team can open
up as to what they are capable of that can help the project both professionally and casually.
It was Nelson Mandela (a South African) who said "If you talk to a man in a language he
understands, that goes to his head. If youfalk to him in his language; that goes
to his heart."[82]. This would mean understanding the terms, mindsets, focus and points of
view of each member of the team and being able to channel their experiences and knowledge
in favor of the project.

His language in this case of project management refers to what makes him happy (his
communicative reception). It is a system of communication of thoughts and feelings through
a system of arbitrary signals [83]. This is peculiar and differs person to person. Human
relations management includes understanding the language of the workforce as a group and
as individuals. Some project team members are motivated by passion, result driven focus
and many others by financial incentives. Financial incentives is for many a major source of
motivation, how much is paid and how it is paid. For a project team to be formed effectively
and efficiently, there are certain things that must be put into perspective beyond the project
itself [84]. The project team members must also be looked into. Their level of interest in the
job, conditions that can make them most comfortable and interested and most of all their
level of love freely lavished upon the job.

Employees/laborers/workforce love and fulfillment in an assignment is a function of how

well they are able to fit into and get engaged in the role in their language/communicative
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style. For example, fitting a person with communicative skills and loves talking in a place
that requires focus and utmost silence will create a gap in the person as silence is not his
‘language’. So also a person who loves seclusion and silence when he is put in a
communicative position will do it grudgingly, not meet targets and will not be fulfilled in
that arm of the organization. It is therefore vital that the project manager puts each person
where they belong thereby ‘speaking to them in their language’.

HR has the business to engage the project team such that they are eager to learn, share
and execute existing or new knowledge. In a developing economy, some factors should be
noted as influences that could affect human resource management for projects in such
economies which could include political, economic and competitive advantage.

The work environment - creating an enabling environment, setting realistic and
achievable targets for the staff, competitive compensation and a general sense of well-being
will create engaged staff , who will love their jobs, be easier to manage and respond better
to training basically because the environment makes it even further conducive beyond their
love for the job.

Financial security- for most people within developing economies, the reason for working
extra hard is to attain a height of financial security. That has remained a major cutting edge
that a lot of companies have over the others.

Family incentives: this could include health insurance covers, full expense paid visit or
vacation with family during breaks from project site. This is another incentive that ensures
the commitment of staff within a project period especially for project involving high risks.

Having looked at that in a general sense, I will like to specifically address the need for
the staff /workforce to love what they do as this will keep them naturally motivated to
maintain a steady flow and continuously meet target as they work not just with their brains
but also their hearts. In order to achieve this, we have developed a model that consists of
processes that should help a project manager to ease his categorization processes. Fitting
them according to what they love most: find what they love doing the most and link it to
their work. It is important that you identify the strengths of each employee and ensure that
their current roles maximize those strengths while you train on their weaknesses. To do this,

there are things the project manager must put into consideration, like the development of the
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personal skills of the project team members and that of the project team in general. These

two may seem alike but in reality have different sets of processes even though when

successful, they yield similar results in the project which is easing management and adding

comfort to the work. Now we look at the first, development of project team member skills.

To develop the skills in project team members and find their best practices, the following

processes will come in handy:

development of effective communication base among team members and between
management;

team member training in numerous skills available;

exercising and testing the team [competency assessment];

observation and monitoring [identification].

PROJECT/HR MANAGER
Effective . Trairang of toam
CONTELRRCILIoN
b
|
|
¥ . Project team
To find best g ::;;f:'r;? | individual
md!wdual member skills
project team discovered
member skills
Identification
of skils

Figure 2.1 - Model Skill Discovery Process

Source: developed by author.

Once a good communication base is established, training of team proceeds before

competence assessment and identification of skills of individual team members. This sets

everything in motion for the result of best practice for individual project team member

[85,86,87]. Having followed the above processes, the result will be discovering the
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individual skills. This process could have yielded best practice but in the project

management world, no two projects nor project environments are exactly the same.

Best practice: A best practice is an idea that asserts that there is a technique, method or
process — through research and application — that is more effective at delivering a particular
outcome than any other technique, method or process. A best practice is an optimal way
currently recognized by industry to achieve a stated goal or objective [88]. However, that it
worked in one project doesn’t guarantee that it will work in the next. Note that the above is
simply be grouped as being in the discovery stage for the next Figure . 2.2.

The previous model in Figure . 2.1 deals with skill discovery and enhancement for
individual members of the team, but not the team in general. There however can be another
approach to this, which in turn not only classifies the individuals but also the team into
where they belong with ease. This the reason we now propose another model below shows

us more of that and how it works (Figure 2.2).

Managerial Influence

Discovery

To scientifically N Test ‘P.IVI teams \ | Scientifically
improve positioned A improved project
project team > *{_ and grouped ) .| team

E performance  / . for / performance

» Positioning effectiveness /

. Grouping

Resources

Figure 2.2 - Model Project Team Categorization Process

Source: developed by author.

From the above, there it can be seen that there are four major stages using this approach

which are: Discovery, Test, Positioning, Grouping.
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Based on the above, the end result will be scientifically improved project team

performance. The project manager will use the scientific approach to produce improved
project team performance having followed the scientific processes. In this research, we
suggested an approach to project team categorization. The features of this approach which
stresses that team member training is highly necessary and should come before promotion
and be referred to as categorization which is a part of recruitment. The advantage of this
approach is that it helps the project manager to have the opportunity to discover the true
skills of his staff before putting them on the job. Haven come this far in researches. We will
still proceed to further develop and create practical instruments and test this approach.

The general concept behind the creation of this model and this project is to have a set of
applicants who are already qualified and experienced, probably already working with the
organization but need to be grafted into a project team aimed at maximal result. Using the
criteria of SWB this team will now go through series of questions aimed at getting a deeper
sense of what their preferences are.

Research into issues related to the formation of project teams has always been, and
remains, relevant regardless of the spheres of activity. For example, in the space sphere,
special attention is paid to the ability of members to establish and maintain interpersonal
relationships [89]. NASA funds the entire research direction "The risk of the efficiency and
mental (behavioral) deterioration due to inadequate cooperation, coordination,
communication and psychosocial adaptation in a team". Within such research, all the means,
both terrestrial and within a spacecraft, which maintain proper psychosocial state of
members of already formed teams, are studied in detail. However, the procedures of the
evaluation and selection of candidates for space projects are described in open sources only
in general terms.

It is emphasized in paper [89] that it will take years to see the first significant results
towards the development of a standard set of methods for measuring, especially oriented to
psychological and team factors. This situation also applies to all other spheres of activity.
That is why the issue of the development of an effective method for selection of project
management team members is even more important than it might be for one particular

industry.
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The scientific literature uses different terms in the formulation of activities for team

formation : selection, composition, formation, design. Usually, such studies as [89] only
enumerate a series of personal characteristics (including technical, communication, and
holistic) that are desirable for a candidate to a project team. However, detailed descriptions
of the algorithm for selection, translation of verbal descriptive characteristics into some
numeric forms for future comparison, the application of measurement and comparison scale
as most important but are virtually not found in literature.

Thus, in paper [90], 47 attributes required for an effective project manager were
analyzed, their ranking by their importance for males and females was explored with a view
to identifying gender differences in the perception of competences. For most projects, the
central issue 1s how to use the importance of indicators for separate individuals to determine
their future compatibility for working in a team. The study [90] also uses the concept of
constructing a personal profile for candidates, however, such a profile consists only of
formal attributes (age, sex, education, nominal education, work experience, etc.), without
capturing individual personal preferences that affect the perception of the world in general.

Other studies, such as [91], analyze the impact the nature of the team development and
availability of external intervention on its effectiveness, using so-called "a group
development questionnaire". The tool developed in [91] is of interest to study maturity of
already formed teams but is not applicable without significant modifications for the task of
selecting compatible team members. The studied sample acts as a meaningful limitation of
work [91]. The study participants were selected exclusively among the employees of the
Swedish public sector. It does not allow extension of the obtained knowledge to other
spheres of activity without their experimental verification.

Article [92] describes a ready toolset for scanning the information about the candidate
in the form of a check-list template. The template contains three categories: knowledge,
practical experience, features of character. The section "knowledge" is divided into three
types: general management, project management, subject area (industry). This division
corresponds to widely used approaches concerning the classification of competences. Paper
[92] does not contain any comparison of the profiles of candidates, transfer of verbal data

of check-lists to numeric data using relevant scales. However, the practice needs not only
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algorithms of descriptions of candidates, but also their comparison and selection based on

the compatibility parameters for further work in a project.

Similarly to paper [90], article [93] examines the attributes inherent of whole cultures.
Three cultural groups were separated: multi-active, reactive, and linear-active. In the
contemporary context of rapid globalization, international projects become an everyday
reality. Accordingly, the interaction of stakeholders from different ethnic background really
requires a certain universal uniting marker in the process of the project team formation.
Attempts to measure and take into consideration the ability of an individual to adapt to
multicultural environment are made by introducing the concept of Cultural Intelligence [93].
In this approach, the identity is assigned the Cultural Quotient (CQ). The higher the CQ, the
better adaptability to cultural diversity. However, paper [93] contains no information about
how to conFigure ure a team by cultural coefficient. The feasibility of "labeling" whole
nations in the form of one of the three possible characteristics (multi-active/ reactive/ linear-
active) seems disputable.

While there are enough descriptive techniques, experimental verifications of selective
methods are found in the literature more rarely. That is why papers [94, 95], in which the
method of selection of teachers for the educational program is based on the social judgment
theory, are of particular interest. Six psychological models: Extraversion, Agreeableness,
Conscientiousness, Resilience, Self-regulation, and Cognitive Ability are applied as
personality attributes in them. When separating candidates into clusters, the people
expressing social opinion regarding the candidates used different attributes of the six
possible as the leading ones for three different clusters. In the application of such a method
of selection, the goal is to get the answer to the question how likely is it that a candidate will
succeed in the teaching profession. It is not enough for a project team. In a project, it is
important to know that selected members of a team will succeed in working together.

It is noted in study [95] that "... team members with different personalities are unlikely
to follow strict rules to regulate their behavior ... but it is not worse for the effectiveness of
the whole team, if it is dysfunctional in general". This statement confirms the relevance of
our intention to put forward the criterion of SWB as a unifying parameter to identify those

candidates who have common value preferences.
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Such methods are developed to create more effective, efficient, and comfortable project

teams. Paper [96] analyzes the factors influencing the efficiency of teams. Such studies,
though not focused on selective methods, are a valuable source of information about the
factors that support the unity of team members. Thus, paper [96] studied inter-institutional
research teams, consisting of representatives of academic circles. Three studied factors
presumably influencing the team productivity were separated: Knowledge-sharing, Team
conflict, Emotional intelligence. Paper [96] contains the most valuable material about which
mathematical tools and software products were used for processing experimental data.
However, there is no information on how teams were formed, and how candidates were
selected. In paper [96], the selection was limited merely to representatives of one sphere of
activity (education), albeit with international participants. From the conclusions reached by
the authors of [96], it follows that:

— on the one hand, emotional intelligence directly affects both the ability to disseminate
knowledge among participants of joint projects, and conflict management;

— on the other hand, in the educational environment emotional intelligence by itself does
not affect the performance of teams. This relates to that the representatives of academic
circles are "educated people with a high socio-economic status and self-identity, ... who can
manage and appropriately express their emotions". That is why it should be borne in mind
that "the elite of a society has certain dignity". Teachers have "a sense of professional
morals" and the desire "to bring benefits to teamwork". Team members with higher social
status easily managed their emotions, while subordinates sharply reduced the team
performance due to the problems with knowledge exchange and team conflicts;

— emotional intelligence "was, however, both in direct and indirect aspects, a key factor
in such structure of relationships in the work of the members of academic community".

In paper [96] it was shown that belonging to the academic field served as the source of
unity of the members of the studied teams. Therefore, the criterion of SWB is a really
universal invariant criterion not dependent on social, economic, cultural, gender, age,
and status belonging.

In sport, within some sporting disciplines, competitions are held in both in teams and

among individuals. In team sports, athletes’ personal qualities will not be decisive in the
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absence of the team cohesion. Similar logic is the basis for the classification of available

techniques of team formation in article [97]. The need for the developments for compiling
personal profiles of candidates and for the formed teams was shown. In addition, it focuses
on the analysis of already formed teams, but not at the stage of their formation.

The main mission in the formation of a project management team (hereinafter referred
to as "team)" is reduced to the choice of "right" people from many candidates. Only thanks
to this, a team will be able to work effectively as a well-coordinated, self-organizing system,
thereby making a significant contribution to the success of a project under conditions of
high uncertainty and turbulence. Analysis of multiple characteristics of an effective team
[98, 99] suggests that the degree of its effectiveness is directly proportional to activity and
intensity of the demonstration by its members of the competencies of project managers
(engineering, contextual and, especially, behavioral [100]). It is common to consider SWB
of team participants caused by the positive working atmosphere as one of the key factors of
such activity and intensity [101]. Most often, SWB implies a comprehensive measure of
individual happiness, which takes into consideration not only economic aspects, but also
non-economic ones [102]. The latter imply equal positive relationships and trust among
team members, effective working communications, sense of belonging to the whole (team,
project, and organization), sense of psychological security. At the same time, SWB acts as
a factor of formation of a positive working atmosphere in a team. According to the
research [103,104], it is a value structure of consciousness of its participants, has a distinct
focus on their value preferences. Commonness of team members by their value preferences
of SWB stands as the single basis, on which positive working atmosphere relies and by
which it is maintained. In this context, it is appropriate to use SWB as the criterion of
"rightness" of candidates in formation of project teams. This is especially significant for the
teams of international projects in view of multi-culture and diversity of worldviews and
"backgrounds" of their participants. SWB in them acts as an integral indicator of value
orientation, reflexing over cultural and mental differences. At the same time, in some
societies, the parameter of SWB is regarded as a system-forming personality value. Based

on empirical experience, such societies include the countries in Africa.
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Let’s consider a conceptual model of how to form a project team by SWB criteria.

Methodologically it can (and definitely should) remind general approach to selection people
from the set of applicants. From this point of view the model is to include three basic
components: set of applicants, “selection core” and set of team members. Main role belongs
to the component “selection core”, which transform set of applicants into set of team

members (Figure 3.2).
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Figure 2.3 - Conceptual model of forming a project team by SWB criteria

Source: developed by author.

This model developed with the soul aim of helping project managers achieve the goal of
project team formation from the perspective of SWB. This basically has to take a few steps
namely, creation of list of applicants, then screening of applicants using a set of indicators
to determine the result which is a project team with members who are very alike, coherent

by criteria of SWB.
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This coherence appears based on how applicants’ consider the value of the particular

project as a whole. This general value of a project arise a special subjective attitude of each
candidate to SWB in this project. The similarity of such attitudes determines the comfort of
their interaction in the project team. Based on this, the issues related to the development of

the system of indicators, procedures for evaluating and selecting candidates to a team by

this criterion remain unresolved.
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2.2 System of indicators to select project team members by subjective well-being as

a criteria

There are many indicators of SWB presented by numerous researches in numerous
sources. Our study allowed us to list almost 40 of them, though one can find even more.
Moreover, mostly all these indicators are used to measure the present state of a project team
as a factor of its effectiveness. However, what is really most important now for the project
teams — is to build them by the criteria of happiness from the very beginning. This approach
is rather differs from the qualification or competence ones because it deals with another side
of team members as personalities, ignoring their functions and roles in project.

This initial list of indicators includes following positions (due to literature analysis):

1) participation in decision making;

2) trust of organization;

3) anticipated growth;

4) responsibilities;

5) recognition;

6) addressing grievances;

7) 1initiation and leadership;

8) satistied with the given right to put forward my opinions;

9) satisfied with the leaders in my workplace as positive role models;

10) empowerment;

11) satisfaction & personal achievement;

12) satisfied employee assistance policy (e.g.- lunch & transport etc.) of the company;

13) satisfied and think I've been awarded right set of duties, as per my ability;

14) satisfied & able to maintain a healthy balance between work and family life;

15) reward and recognition;

16) monetary benefits;

17) appreciation;

18) being fair and impartial;

19) recognition and rewards for my outstanding;
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20) satisfactory performance appraisal policy of the company;

21) satisfactory leave policy of the company;

22) satisfactory long term benefit & insurance policies of the company;

23) job security;

24) satisfied with the existing salary structure of the company;

25) satisfied with the compensation 1 get & 1 think it matches with my responsibility;

26) sympathetic help with personal problems;

27) workplace environment;

28) satistied with the working environment of the company;

29) satisfied with job location;

30) satisfied with work relationships with the people around me;

31) satisfied with the present working hour;

32) satisfied with various activities in the firm & love participating in them;

33) happy with my work responsibilities;

34) the feel of being loved;

35) safety and security;

36) a mixture of formal and informal approach;

37) tactful discipline;

38) creativity in job and challenges;

39) personal interest and hobbies;

40) non-frequent changes;

41) the feel of belonging;

42) Non-exhaustive work environment.

Considering uniqueness of each person and relying on our own experience, all indicators
in this list are multi-ciphered, do not have only one universal understanding. Bearing this in
mind, we suggest method based on principles of a system approach. This method includes
following steps.

Step 1. To select metrics of vision fulfillment indicators (FI) with different contexts. In
our case we suggest that the number of metrics should be three. It goes from positions of

trial concept of integrity (entire), presented in [105,106]: three components (“ratio”,
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“emotio”, “intuitio”) are required and enough minimum to describe integrity. Next question
is “What are those metrics to describe fulfillment fulfillment indicators”? The first metric
we suggest basing on our intuitional understanding is directly related to job and working
place. Another two metrics are most close by context and developed within psychology and
sociology: metric based on Maslow’s pyramid [107] and metric based on main social roles
of a person [108].

Step 2. To group indicators of fulfillment within each metric. In order to implement this
we suggest four groups of indicators gathered in the system. Thus we constructed three
system models presented below (Figure 2.4), which integrate components (group of
indicators) to reach transformation (goal in the model) from ungrouped project team SWB-
indicators to the result being the grouped project team SWB-indicators.

The three models below show a grouping based of different areas of importance to
individuals who are to work in the team. It helps us to know which aspects of their lives
they consider most important and which is next to it. The indicators in the groupings also

helps us get a better insight to their ideas of fulfillment in a project team.
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security and Self-realization

others

Figure 2.4 - System model of fulfillment indicators in psychological context (model A)

Source: developed by author using system quartile model from [109].
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Figure2.5 - System model of fulfillment indicators in sociological context (model B)

Source: developed by author using system quartile model from [109].
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Figure ure 2.6 - System model of fulfillment indicators in job context(model C)

Source: developed by author using system quartile model from [109].

Implementing this step, we grouped 42 indicators within three mentioned models

(tabl. 2.1).



Table 2.1 - Initial 42 SWB-indicators grouped within three models

70

N Indicators Ref. | Group in the
model
A| B | C
1. Participation in Decision making 23 |23 |1
2. Trust of organization 21 |2 | 3 |1
3. Anticipated growth 21 | 3|3 |1
4. Responsibilities 21 |3 ]2 |2
5. Recognition 21 | 2|2 | 3
6. | Addressing grievances 21 | 1|2 | 4
7. Initiation and leadership 21 |4 | 3 |1
8. satisfied with the given right to put forward my opinions 22 |22 |1
0. satisfied with the leaders in my workplace as positiverole | 22 | 4 | 3 | 1
models
10. | Empowerment 22 | 3| 2| 2
11. | satisfaction & personal achievement 22 |31 ]2
12. | satisfied employee assistance policy of the company 22 |44 | 4
13. | satisfied & able to maintain a healthy balance between 22 (1 (1] 3
work and family life
14. | Reward and recognition 222123 |3
3
15. | Monetary benefits 21 |41 ] 3
16. | Appreciation 21 |22 ] 3
17. | Being fair and impartial 21 |42 | 4
18. | satisfactory performance appraisal policy of the company | 22 | 2 | 3 | 3
19. | Satisfactory leave policy of the company 22 1|1 ] 3
20. | satisfactory long term benefit & insurance policies ofthe | 22 | 4 | 4 | 3
company
21. | Job security 20 |4 | 3 | 4
22. | satisfied with the existing salary structure of the company | 22 | 4 | 1 | 3
23. | satisfied with the compensation given 22 |33 |3
24. | Sympathetic help with personal problems 20 |1 | 2| 3
25. | satisfied with the working environment of the company 22 14|13 | 4
26. | satisfied with job location 22 |43 | 4
27. | satistied with work relationships with the people around 22 |1 12| 4
me
28. | satisfied with the present working hour 22 1413 | 4
29. | satisfied with various activities in the firm & love 22 |13 | 4
participating in them
30. | happy with my work responsibilities 22 3 ]2
31. | The feel of being loved 21 |1 ]2 | 4
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Continuation of table 2.1

32. | Safety and security 21 | 4] 4| 4
33. | A mixture of formal and informal approach 16 | 4|3 | 4
34. | Tactful discipline 20 | 4| 2 | 4
35. | Creativity in job and Challenges 21 |43 | 4
36. | Personal interest and hobbies 21 | 1|1 ] 4
37 | Non-Frequent changes 21 |43 | 4
38 | The feel of belonging 21 | 1|2 | 4
39 | Freedom to select team on special assignments * 312 ]2
40 | Regular health hazard for all team members * 14143
41 | Allowed to try new things * 313 ]2
42 | Non-exhaustive work environment * 14| 4

Source: developed by author.

Step 3. To analyze indicators in different groups in different models. Further analysis
was targeted on searching connections between fulfillment indicators in different models
using graphical method. Result of such search is presented in Figure 2.7.

As one can see, each indicator with certain number in certain model was connected with
indicators same by number in another two models. In order to reflect different perspectives

we constructed relations for three cases: when base model was A, B and C.
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Model B Base model A Model C
group indic. indic. group indic. indic. group
11 6 6 1
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Figure ure 2.7 - Graphic presentation of interconnections between indicators of three
models

Source: developed by author.

As a final result of analysis we found out surplus indicators in groups within each
considered metric. Also relations between groups in different models within different

metrics were fixed due to existence of the same indicators. This allowed adjusting quantity



73
of indicators in groups in order to achieve some balance as all groupings in practice are as

important as the other. These initial and final results are shown in the tab. 2 and 3.

Table 2.2 - Initial quantity of indicators in groups within three models

Models with groups of
Groups indicators
A B C
1 10 6 6
2 7 13 6
3 8 18 12
4 17 5 18

Source: developed by author.

42 Indicators

streamlined to 27 indicators

using Graphic presentation of

interconnections between indicators of three model.

Table 2.3 - Final quantity of indicators in groups within three models

Models with groups of
Groups indicators
A B C
1 6 6 6
2 6 8 6
3 8 8 8
4 7 5 7

Source: developed by author.

Step 4. To adjust the list of indicators. Basing on searched relations on previous step we
excluded surplus indicators and added missing ones.

Final adjusted list of indicators with explanations of their essence in context of each

model is shown in tab. 2.4.
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Table 2.4 - Understanding the perspectives of each indicator (adjusted list) in each model

N INDICATORS Maslow Pyramid Sociologically Job based
based system of based system of Systems of
Indicators Indicators Indicators
A B C
1 | Participation in Recognized as a vital | Consulted before | Always involved
Decision making part of decisions decisions on in decisions
activities about activities
2 | Trust of organization | Noted for results Believe in his | Opinion
decisions on | respected and
what to be done | considered
and how worthy
3 | Anticipated growth Realizing personal There are future | Part of the goal
dreams in the expectations and plan setters
company
4 | Responsibilities Allowed to discover Well defined Empowered to
their abilities duties and carry out
boundaries responsibilities
5 | Recognition Seen as efforts are put Efforts are Rewarded with
in appreciated deserved honor
6 | Addressing Maintaining a good Ensuring the Ensuring an
grievances/satisfied | working atmosphere | tempo within the | environment that
with work team is always is friendly
relationships with the warm
people around me
7 | Initiation and Using of original Bringing in Being part of the
leadership thoughts to get results innovative leadership
activities
8 | satisfied with the Full Freedom of Existence of Their voices are
given right to put expression Collective team listened to
forward my opinions voicing
9 | satisfied with the Leadership being the Inspiring the Comfortable
leaders in my first to act and go team by your with the
workplace as positive | forward actions leadership team
role models
10 | Empowerment Bringing the best out | The permission | Empowered to
in them to do what needs | get things done
to be done
11 | satisfaction & Fulfilling personal Comfortable Allowed to
personal achievement | goals family goals dream and
thriving achieve
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Continuation of the table 2.4

12 | satisfied employee Working conditions | Healthy working | Comfortable
assistance policy of | should be made easier atmosphere atmosphere to
the company by leadership ease the job

13 | satisfied & able to Enough time to have | Enough time for | Rewards with
maintain a healthy a life outside of work family breaks and time
balance between offs
work and family life

14 | Monetary benefits Availability of Availability of Appreciated

Financial rewards Financial monetarily
incentives

15 | Appreciation Recognized as Feel valued by Desired and

Important the team accepted

16 | Satisfactory leave Yearly leave at least Leave to join Enough time to
policy of the family fully for a | get refreshed
company while again

17 | satisfactory long term | Insurance benefits of | Health protection | Hazard concerns
benefit & insurance | working with the and danger covered by
policies of the company prevention organization
company

18 | satisfied with the Ok with payment Enough pay Good pay
existing salary time, procedure and considering
structure of the amount nature of job
company

19 | satisfied with various | Work activities made Comfortable Interesting
activities in the firm | sociable with activities available
& love participating activities to aid
in them the job

20 | happy with my work | Good job Satisfied with Fair division of
responsibilities prescriptions responsibilities labour

21 | The feel of being Very socialized work Team loving Love
loved and belonging | place themselves environment

22 | Safety and security Safety of team a Health hazard Good security

priority prevention consciousness

23 | Personal interest and | Allowed to have fun | Allowed to make Allowed
hobbies while working work fun environment to

unwind

24 | Freedom to select Allowance to choose Having a Empowered to

team on special who you can work friendly make team
assignments with relational team choices

25 | Regular health hazard | Routine general tests Ensuring the Keeping the
for all team members team is healthy team healthy
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End of the table 2.4
26 | Allowed to try new Not on a tight leach | Allowed to try Freedom in
things new methods taking new steps
27 | Non-exhaustive work | Working but not Work without Working
environment overworked getting without feeling
exhausted used up

Source: developed by author.

Now adjusted list of SWB-indicators is ready to be used when selecting applicants in
the project team. For that case we propose method including following steps:

1) applicants are expected to rank groups of indicators and indicators itself within
each proposed metric (model);

2) this information is an input to start selection by processing procedure (all indicators
within all models combined) directed to get sets of ranked indicators for each applicant;

3) this allows to process all gotten sets of ranked indicators from all applicants
combined and produce range of ranked most important indicators for the team (team
indicators);

4) team indicators then should be used as criteria to select applicants to the team, as a
result the team members would be defined;

5) members of finally built team should then discuss how their expectations related to
fulfillment indicators will be implemented in this project, what is the mechanism (or
mechanisms) of such implementation;

6) discussed and agreed mechanism will be taken as a base to organize the way of
working and interacting in the project in order to provide all of the team members fulfilled
till the project end.

Besides the three contexts we considered, there is a possibility of considering other
contexts. One of such contexts can be the project context. Each project is unique, that is why
dissemination and interpretation of its indicators will be appropriate. The main requirement
for the use of our method is keeping of selected indicators as well as dividing them into four
groups. Extending or reducing their amounts as well as dividing them into less amount of

groups will not allow the use of such models within our method.
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To conclude this chapter, haven established the importance of SWB in the formation of

a project team, we had to go further to categorize all interactions within the project
environment including human and non-human interactions thereby classifying them into
perspectives grouped by their similarities.

The major focus of this chapter was in the understanding of the language of happiness
and the individuality of happiness and the sense of SWB. We looked into the system of
communication and how that the concept of happiness differs from person to person and the
idea of collective team members being happy and individually and collectively is a major
factor in forming a project team. For a project team to be formed effectively and efficiently,
there are certain things that must be put into perspective beyond the project itself if its to be
a project team that enjoys SWB as a fundamental factor. These things consist majorly of the
driving focus of these team members, some of which could be result orientation, financial
incentives, family times, work ethics and environment and lots more.

We created a conceptual model for the formation of a project team by SWB as a criteria
with the soul aim of helping project managers achieve the project team formation goal. We
sub-divided the process of doing this into few steps, namely creation of list of applicants,
then screening of applicants using a set of indicators to determine the result which is a
project team with members who are very alike, coherent by criteria of subjective well-being.

Furthermore, we listed out factors in details that can affect the SWB of candidates based
on past numerous researches and numerous sources and those factors were called
indicators. We established 42 indicators at first and after streamlining, we decided to
reduce the number by either merging or eliminating similar indicators and in the end we
were left with distinct 27 basic indicators which we further approached in three reflections
that we called system models. The three we created were as follows:

>  System model of fulfillment indicators in psychological context (model A)

»  System model of fulfillment indicators in sociological context (model B)

»  System model of fulfillment indicators in job context(model C)

At this point, the next thing will be to create methods to form a project team using SWB

as a criterion.
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CHAPTER 3.

METHODS TO FORM A PROJECT TEAM BY SUBJECTIVE WELL-BEING AS
A CRITERIA

The developed methods are based on the provisions of the verbal analysis of decisions
[110]. The merits of this method are the possibility to collect the original data from the
candidates to a project team in the verbal form that is customary for them, to check if they
are contradictory and, if necessary, to have them corrected by a candidate. In this case, the
data are fixed as a ranked series, the importance, or the priority of the elements of a series
is determined by a candidate himself. Unlike the existing methods for verbal analysis, the
author’s approach involves the application of the systematic quartile models for obtaining
and processing the original data [111]. This model was successfully applied in different
systematic studies. The procedure of the formation of systematic models in the context of

our research was described in more detail in paper [112].

3.1 Method of constructing candidate’s personal SWB-profile

Initial baselines and assumptions

Based on our suggestions in chapter 2, we put forward a working assumption: each
person can express his/her idea of SWB by placing ratings on basic indicators. The
ambiguous meaning of the basic indicators of the verbal way of representing them, etc.,
makes the task of determining the actual value of an indicator for a particular candidate a
rather difficult task. To solve it we will use the method of ranking verbal information, based
on the natural multidimensionality of the interpretations of any indicator of happiness. We
assume the following:

1) each indicator has several semantic contexts;

2) the context of the indicator depends on the context of the group of indicators to which
it belongs;

3) in different groups, the same indicator has a different rating score (different rank of

importance).
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Introduction of categories used

For the semantic grouping of information (both primary and resulting from its
processing - secondary) we introduce the concept of "category". A category is an element
term that is used when verbally describing the procedure for forming a project team and acts
as a system-assembling component for symbolic notation of concepts (categorical symbols)
that are used in our method. To enumerate the formalized notation, we use the logic of the
first appearance of a symbol, that is, the symbol that is then used is described first, which is
then used in the description of subsequent input characters.

With the semantic concretization of information, which reflects the categorical symbols,

in the future we will use the template shown in Figure .3. 1.

Model’s Index, | i Element’s
' -t Index,

jvavﬂvy

Candidate’s :

i 3:353 : Indicator’s
! Index, h :

1

|

. 1

I index, '
1

1

1

_______________________________

Figure 3.1 - Placement scheme of object’s indices

Category «Pretender/applicanty:

g — amount of candidates;

O - set of numbers of candidates, Q ={1.2....,q};

h — Current number of an candidates, 2 Q.
Category «System modely:

n — amount of system models;

N —set of numbers of system models, N ={2,...,n};
i — current number of a system model, ie N;

‘4 — i-systemmodel, ie N;

{IA,ZA,...,"A,...,”A} — the set of all system models.
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A graphical representation of the system model is shown in Figure .3.2 and utilized from

[Rossoshanskaya O.V. (2000)].

Goal

A 4

Result

Figure 3.2 - System model with » elements

Category «An element of a system model »:

m —number of elements in a system model (the same for all system models, m=4),
M - set of elements’ numbers in a system, M ={1,2,...,m};

j — current number of an element from a system model, je M ;

‘4’ — j-elementin i-systemmodel, ie N, jeM;

‘b —amount of connections between all elements in i -system model, ie N;
{"Al,"AZ,...,"Aj,...,"A”“} — set of all elements in i-system model, ie N, jeM.
Category « An indicator of a system modely:

s —number of indicators of a system model, (the same for all system models, s=27

S — set of numbers of indicators of a system models, s=1{1,2....,s};
I — current number of an indicator of a system model, /€S ;

a, — [-1indicator of a system model, /e S;

la,.a,,....a,...,a,} — setof all indicators of a system model, /€S .
Category «Element’s indicator in a system model»:

‘s’ —number of indicators in ;-element in i-system model, ie N, jeM;
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'S’ — set of numbers of indicators of ;-elementin i-system model, 'S’/ = {1,2,...,"31' }

, Lmj"Sf =S, ieN, jeM;
P

k — current number of an element’s indicator of a system model, k€'S’, ieN,
jeM,;

‘a/ — k-indicator of j-element in i-mode;, /! — the number of this indicator in
general list of indicators of a system model, k€'S’/, ieN, jeM;

{"a{',"ag,,...,"a,{,...,"a{v,} - set of all indicators of ;-element in i-model, k€'S’, ieN,
jeM.

Matching/Alignment (match making, blending, correlation) of categories «An

element of a system model», «An indicator of a system model» u «Element’s indicator in a

system modely:

VieN, s=)»'s’ —number of indicators of any system model is equal to the amount

j=1
of indicators of j-elementin i-system model;
VieN, {al,az,...,a,,...,as}:U{ia{,ia;',,...,[a{;,} — the set of all indicators of any system
Jj=1
model is equal to union of sets of all indicators of j-element in i-model;
‘al, — k -indicator of j-element in i-system model, / — the number of this
indicator in the general list of indicators of a system model, k€'S’, ie N, jeM, [€S;

‘A = {ia;f,,} — element of a system model ‘4’ is defined by the set of & -indicators

‘al,, k=1's’, ieN, jeM, l€S.
Fixing a candidate’s choice of a system model:

;A4 — i-system model has been chosen by a candidate %, i=const, h=const, ie N
, heQ;

44’ — j-element in i -system model that has been chosen by # -candidate,
i=const, h=const, ie N, heQ, jeM,;

+ai, — k-indicator of j-element in i-system model that has been chosen by #-

candidate, / — is the number of this indicator in general list of indicators in system model,

i=const, h=const, ke'S’, ieN, heQ, jeM, l€S.
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Category «An indicator of system model’s element ranked by a candidate »:

+a/, —k -indicator that has been ranked of ;-element in i-model chosen by a

candidate %, ! — is the number of this indicator in general list of indicators in system
model, i=const, h=const, k€'S’, ieN, heQ, jeM, l€S.
Category «Pair comparison of indicators’ groups»:

a,B,y — triplet of numbers of indicators’ groups (model’s elements), preference
setting inputs, «,fB,y€'S’, ieN, jeM;

< JAY AP A > — triad of elements of i-system model chosen by # -candidate,

Sh
i =const, h=const, a,fB,y€'S’, ieN, heQ, jeM,;

x” — preference of indicators’ group of element ,;4“ over group of indicators of
element /47 executed by candidate #;

" — preference of group of indicators of element /47 over group of indicators
of element /4" executed by candidate #;

' — preference of group of indicators of element 4’ over group of indicators
of element ;4% executed by candidate #;

' — strength of group of indicators of the element /4’ (the number of
preferences);

/¢ — the number of cyclical triads in i-system model that has been chosen by a

candidate #.

Core idea and steps of the method

The starting point of the method for the construction of candidates’ personal profiles is
the collection of original data from candidate () in the form of his preferences regarding the
indicators of SWB as detailed in attachment B. A candidate is asked to choose one model
from a set of systematic quartile models(Figure . 3.1,). Systematic models contain the same
number of basic indicators of SWB (), to each of which the basic number() is assigned. The
models differ in the content context and the way the basic indicators inside the model

between its elements are grouped.
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Let's consider each of these steps in more details.
Step 1. Selection of the most preferred system model from the candidate's values.

Let there are » system models, that contain equal number of elements (7 ) and equal
amount of the same indices (s ). These models describe the one whole, which was
conditionally allocated from the real world in different contexts. Indices are spread through
m elements of the model in different ways. The principle of the indicators distribution

through the elements depends on the context of the model.

Based on the importance of a context every applicant of a project team chooses from

n models the one that is more preferable for him or her.

Formally, the problem of choosing a system model can be formulated as follows.

Given:

'4,°4,...,'4,...,"”A — the set of system models, i=1,.2,..,n, where » — the number of
models. Let define the set N as the set of system models’ numbers N ={1,2,...,n}.

Each ‘4 model has the same amount of equal m elements 4/, i=12,.,n,
j=12,.,m. Like set N, let define set M as the set of system elements’ numbers
M ={1,2,...,m}. In what follows we will consider four-elements models, m=4.

The number of connections ‘4 in model ‘4 can be counted as '‘b(m)=m-(m—1)/2
(hereby, in four-elements model there are 'h(4)=4-(4—-1)/2=6 connections).

All system models contain the same number of indicators s , s=27 .
la,,ay.....a,...,a,} —setofallindicators of the system model, /e S, where S —setofsystem
indicators’ numbers, §=1{,2,...s}.

Each ‘4’ element of the model contains its own amount ‘s’ of indicators (Vie N,

s = i ‘s’ ) and can be presented as the set (Figure .3.4).

J=1

System model’s element ‘4’ is defined by the set of indicators "4’ = {"ak"’,}, where

‘al, — k-indicator of j-elementin i-system model, /! — The number of this indicator in

the general list of indicators of the system model, k€'S’, ie N, jeM, [€S.
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Figure 3.4 - Four-elements system model ‘4

Step 2. Ranking of indicators within each element of the selected system model.
After having chosen the most preferable model "4, a candidate ranks indicators
{...,,fag,,,...} of each ;-elements of the model. Ranking of indicators is carried out by
minimax method. Let explain this problem:

The element of the chosen model 4/ contains the initial list of indicators
{ ,ja,{,,,...}. According to the minimax method, the ranking occurs iteratively, and there is
the following transformation of the indices:

1) The candidate is asked to determine the least valuable indicator from the whole set

s’ of indicators of ;-eclement. In the ranked row this indicator has the last (largest)

number:

i i i~j
i —mln{...,hak’,,...} — {...,...,...,ha,s,,l} 3.1)
s’ indicators ranked row

2) The selected indicator is removed from the initial list. This way, the remaining non-
ranked row consists of (s’ —1) indicators. Then the applicant is asked to determine the most
valuable indicator from the resulting set. This indicator has the first number in the ranked

row:

i i — iy ‘a’
niy = rmn{...,hak,,,...} {ha1,1°“"""ha‘sf,z} (3.2)
N Wy )
S — ~
(s’ —1) indicators ranked row
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3) Then the procedure is repeated. The indicator selected in the previous step is
deleted, and in the remaining set the applicant alternately determines the lowest and most

valuable indicator:

i~ ) i i~ i~ i~
ha"sf—l,/ - rmn{...,hak,],...} - {halJ""’ha"sf—l,/’ha'sf,l} (3 3)
— g :
R R Y
i j 2 T
— indicators
(S ) d ranked row
i~ s i i) i i~ i~
243, —rrnn{...,hak’,,...} — {hal’,,haz,l,...,ha,.S,_U,ha,.sj’l} (3 4)
X ~—
i . . Y
(‘s” =3) indicators
ranked row

... till full transfer.

As a result, we get the ranked row {,;a;{l,;52{,,...,;aig,._lyl,,ja,ﬁ,’,}, where ,a/, — the most
valuable indicator, and ,a@’,, — the least valuable indicator for the applicant.

Step 3. Pairwise comparison of groups of indicators of the elements of the system model.
At the next stage of profile construction, a candidate is asked to compare in pairs the
groups of ranked indicators. The result can be presented as a table of preferences with two

inputs « and g and composed of “ones” and “zeros”:

1, if the group of indicators « 1is more preferable than the group of indicators g (
a>f),

0, if the group of indicators B is more preferable than the group of indicators o (
a<pf).

Example. For a fixed number of i-system model when m=4 the outcome of

expressed preferences can be the following (Table. 2):
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Table 3.1 - Example of a preference table for m =4

Number of
GTQUP of Y;; preference
indicator s, jx’
S htAl hiAZ htA3 hiA4
LA - 0 1 1 |[— 2
LA 1 - 1 0 |— 2
“Lia ] oo 0 -1 |- 1
LA 0 1 0 - | — 1

Source: developed by author

Step 4. Check the preferences of the groups of indicators for consistency.
The main diagonal is free and the inputs (entrances/places) below, strictly speaking,

are redundant. From the analysis of Table 1 on horizontal lines, the group of indicators , 4'
1s more preferable, than /4’ and /4%, but not than 4. Let summarize the values in the
table cells horizontally and get the total number of points for each group of indicators. Let
mark it with ,x’ — strength of group of indicators of element , 4’ (the number of
preferences given by 4 applicant in ;-group of indicators in i-system model).

It is clear that the sum of such strengths is equal to the number of connections between

the elements of the system model:

i;x-izib:%m(m—l) (3.5)

J=1

And there are only 2%m(m_l) different tables of preferences.

The geometrical representation of the comparison results is more obvious. Let apply
the graph theory for the example given above. The Figure ure has the form of a regular
quadrangle, with all its connections (Figure . 3.5,). The direction of the arrows indicates six
preferences. Therefore ‘x’ is equal to the number of arrows (Half-degree of the vertex

outcome), coming out from the vertex ‘4’.
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- i 43
i JA

a) b)

Figure 3.5 - Graphical representation of comparison results
a) graph based on the data from the table 1
b) triad distinguished from the graph

The first question to be answered is whether the candidate is consistent in his or her
judgments. For this, in the graphic representation of the comparison results, we need to
distinguish the triads of elements with connections between them. Each allocated triad is
analyzed for the presence of cyclicity in it (Figure 3.5, b). For a model with many elements,
hence a large number of triads, the less cyclic triads are in them, the more consistent
preferences’ judgments can be considered.

For a group of three elements, the result of an inconsistent (unsound) candidate is a
cyclic triad. For a large group, a big amount of judgments can be considered more consistent
in case there will be as less cyclic triads as possible. Total number of triads is equal to the

!
" (when m=4 the number of triads is

number of combinations of m with 3;: ———
(m—23)13!

41
equal to YT =4).

For the considered variant of judgments, it is clear that with the four triads from our
example the following (,/4%,/4°,/4*) and (,4',/4>,/4*) are cyclical triads. Number of

cycles ¢ is related to the number of points by the relation:

,fc=%m(m—l)(2m—l)—i(%i). (3.6)

Let apply formula (2) to our example:
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m 22 22 12 12
2 2 2

,jc=%4(4—1)(2-4—1)—; 7+—+—+—} =7-5=2.
The received answer coincides with our previous statements about the presence of
two cyclic triads.
To identify the presence of cyclic triads on the basis of the preference table without
analyzing the geometric model, we present the table in the form of a matrix.
General form of the matrix with the size mxm, where m 1s the number of groups

of indicators being compared will be:

i 11 i 12 i 1B i 1
N X WX ax T x
hixZ] ,fxzz hixw ,fxzm
al i a2 aff | _.a
pXT X n X WX
1 2 i _mp i
- 0 1 1
_ -1 0
For our example, the matrix has such form: 0 Ol

01 0 -

Let construct the transitivity rule for the triad < JA%, A7, A > , where a,p,y are any

triple of indicators’ numbers:

V(A7 A7) xP=1A X = 1= =1 x P =0 A xPT= 0= =0,

From this rule, we can formulate a criterion for cyclicity in the triad:

The triad is cyclic if the transitivity rule is implemented.

This means that if the sum of the triad estimates (,;A",}A”,4") P P s
equal to 0 or 3, then there is a cyclical triad. That is, the candidate is inconsistent in his or
her judgments. If the sum of the estimates is equal to 1 or 2, then there is a cyclical triad,
and the candidate is consistent in his or her judgments.

The reasoning for the Figure ures in the criterion (0 or 3, 1 or 2) can be easily seen by

considering the model shown in Figure ure 6. By observing the clockwise rule when
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rounding the nodes, it is seen that if the bypass (rounding) arrow coincides with the model

arrow, the comparison results’ value in the matrix will be equal to 1, otherwise it is 0.

i g
n A4 i af _

Figure 3.6 - The sequence of selecting estimates from the preference table (the triad

is not cyclical)

Step 5. Correcting the preferences of the elements of the system model.

Let’s return to our example and list possible triads: <,jAl,,jA2,th3>, <;A1,;A2,hiA4>,

(i4',/4%,4%) and (,4°,/4°,4%). For each triad, the sum of the estimates can be calculated

(table. 3.2).

Table 3.2 - An example of calculating the sum of triad estimates
Triad Sum of estimates  x*+/x”+,/x | Cyclicit
<hlAa’hlAﬂ9hlAy> y
(a4 4) S [0FIH0=T [ No
<hiA1’hiA2,hiA4> /fx12+/jx24+/fx4l 0+0+0=0 Yes
<hiA1’hiA3’hiA4 hz'x13+hix34+hix41 1+1+0=2 No
<thz’hiA3,;A4> hix23+hix34+hix42 1+1+1=3 Yes

To eliminate inconsistency in the applicant's answers, he or she is proposed to re-
evaluate a couple of groups of indicators in each cyclic triad. To do this, in a cyclic triad it
1s necessary to select a pair, the change in which will not lead to cyclicity in other triads. In
other words, if the estimate ,x“=1 Will be changed to the estimate ,x*”=0, It is

necessary to apply the cyclicity criterion to all triads that contain  ,x“
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. j 12 i 12
In our example, we can change the estimate ,x =0 for ,x°=1, then sum of

estimates for the triad (, 4',/47,/4*) will be equal to 1+0+0=1. The same way xP=1 can
be changed for ;x”=0, then sum of estimates for the triad (, 4%, 4°,/4*) will be equal

O+1+1=2. Estimates ,x" and ,x” are presented in triad (,4',/4>,/4"). After the

changes, the sum of the estimates for it will not change: 1+0+0=1. Thus, we got rid of
cyclicity without violating the criterion of cyclicity in other triads.

As aresult, we get a new table of preferences (table 3.3) and a new preference polygon
(Figure .3. 7).

Table 3.3 Preference table with fixed pairs ,x°and ,x*

Group of g o ' i 4¢ | Points 'x’
indicators ' ' ' !
g - 1 1 1 3
4 0 - 0 0 0
[ 0 1 = 1 2
g 0 1 0 R 1
Source: developed by author
I,," Al ’L:AQ
) i 43
i 44 h A
h A

Figure 3.7 - Polygon preference with fixed pairs ,x”and /x*

Similarly, without violating the cyclicality criterion, we can offer the applicant to

change the preference ,x** and ,x*.But the change of x* will lead to the appearance
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of cyclicity in the triad (, 4',/4°,/4*), therefore this pair of groups of indicators cannot be
presented for reassessment.

Analysis of all methods to compare groups of indicators in pairs make it possible to
reveal that there can be one or two cyclic triads in a four-element system model. In this case,
the distribution of the number of preferences will be the following {3; 1; 1; 1} or {2; 2; 1;
1} accordingly. The options for placing such triads are shown in Figure ure 8. In the absence
of cyclic triads, the distribution of preferences has the next form {3; 2; 1; 0}.

In the first case, when there is one cyclic triad (Figure . 8, a), we can offer the applicant
to change one preference in any pair of groups of indicators ( x* or /x* or /x*).In
this case, the preference values will be changed as follows:

x'=3, /x*=0, /x’=2, /x*=1,if to change the preference in the group

x'=3, /x*=1, /x’=0, /x*=2,ifto change the preference in the group ,x

Ix'=3, x*=2, /x*=1, [x*=0, if to change the preference in the group ,;x*.

In the second case, when there are two cyclic triads (Figure ure 8, b), we can offer the

candidate to change one preference that applies to both cyclic triads ( ,/x*'), or in a pair of

other preferences in the cyclic triads ([ /x", x*]or [ x7, x®]or [ x*, Xx*]).

Preference values will change as follows:

Ix'=3, 'x*=2, /x*=1, /x*=0,if to change the preference in the group x*';

x'=1, /x*=3, /x*=0, /x*=2,ifto change the preference in the pair of groups [ ,x"

Ix'=0, /x*=3, /x*=2, [x*=1,if to change the preference in the pair of groups [ ,x"

x'=2, Ix*=1, /x*=0, /x*=3,ifto change the preference in the pair of groups [ x>
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Figure 3.8 - Variants of placement of cyclic triads in a four-element system model ,4: a)

One cyclic triad; b) Two cyclic triads

After eliminating contradictions, we get an ordered series of groups of indicators. The

basis of ordering is /x’/ For each element /4’.

This information for each applicant is his/her personal profile on the criterion of
SWAB. It serves as a basis for solving the next task - the formation of a team on this criterion.
All described steps that we introduced in the form of indicative model(Figure . 3.9).

This allows us to formalize further procedures in a developed method.
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Figure 3.9 - Stages in identification of candidate’s preferences regarding the indicators of

SWB

a — set of systematic quartile models; b — the most preferable model for h candidate; ¢ — ranking of the
elements of the most preferable model; d — ranking of the indicators of SWB within the elements of the

selected model

Let us represent the result of implementing the procedure for collecting data from
candidate /4 about his preferences regarding the indicators of SWB (Figure 3.9) in the form
of table 3.4



Table 3.4 - Original data on candidate’s preferences
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Elements of system 4, arranged in descending
No. of the rank of an indicator in order of importance
the elements of the model iAl A2 A A
e T (e O O (e I O (L
1 3, & & a
2 n) n&) n&) ")
hWJ .o oo .o .o

aal Az el al

's) ndg, o N nd,

Source: developed by author

Each of the columns of the indicators of elements of system A’ is a ranked list that is
actually presented in the ordinal scale. This scale also permits, in addition to the procedures
for computation and comparison of sizes of categories (in our case — ranked lists of
indicators of the elements of system ,A'), to form judgements like "more than" and "less
than". We will use the last procedure to form the profile of a candidate in the form of a single
list of basic indicators of SWB, in which indicators are listed in order of descending of
importance for a candidate. The original lists are presented in Table 1. In order to integrate
them into a single list, taking into account the importance of the elements of a model, we
will introduce the following rule of integration: indicators of element A+ are integrated
in turn in the orderly series of element A, beginning with number k. That is, indicator
ial Stands in the series after indicator |aj,, and indicator ai* — after indicator |a),,.

The rule is based on the assumption that the first indicator of the element of a model
with a lower rank is less important than the indicator with number %, and more important
than the indicator with number k+1 of indicators of the element of a model with a higher
rank. Parameter W assigns the beginning of the zone of the list of indicators of a model with
a higher rank of importance A", from which the integration of indicators from the list of
the elements of the model with a lower rank A", begins.

The integration is implemented by the method of reverse motion (from the element
with lower importance A" to the element with the higher importance ,A™*). Ordered

indicators of element /A" are integrated with similar indicators of element /A" As a
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result, the intermediate orderly series of indicators from the elements of models ;A and
/A 1s formed. For this series, which consists of ('s™:'sm indicators, the values of the

importance rank for each of them is calculated as follows:

infl,m _ in—J.U IWm’ (3 .7)
'wm( r:ai’jv‘,’l):at(kSW,k); else(2k-W), (38)
'wh(jaln) = 2k+W —1. 3.9)

Then his intermediate orderly series is integrated with a series of indicators of element
‘A2 according to the rule described above. This procedure is repeated until the indicators
of the most important for a candidate element of system /A are integrated. The visually
described procedure is shown in Table 3.5.

The last column of the table is the profile of candidate /4, which consists of the ordered
by him basic list of indicators of SWB from the corresponding rank of importance from 1
to 5. It should be noted that the profile of a candidate ,A does not contain the information
about what systematic model this profile was based on (there is no upper left index of the

number of systematic model). The indicators of the profile of candidate ,s,. do not contain

this information either. That is why we will subsequently use indexes of candidates (lower
left index) and rating k of the base indicator | (lower right indexes).

The procedure of uniting the lists using judgments like "more than" and "less than",
used during the integration actually is a procedure of conversion of an ordinal scale into an
interval scale [113]. During this procedure, there occurs the division of the distance between
neighboring ranks, not represented explicitly in the ordinal scale. Due to this, the difference
between new ranks decreases on average by two times. For such a scale, it is possible to
perform an operation of conditional averaging (alignment) of distances between ranks,
thanks to which the ordinal scale will be converted into the interval scale. And this makes it
possible to apply mathematical operations such as addition, subtraction, division, etc. to the

ranks [114]. This assumption is justified by the fact that the mathematical and logical



97

operations with quantitatively represented fuzzy data, used in the research, by their nature
are classified as soft computations.

Table 3.5 - Formation of individual rating set of indicators

No. of the rank Order of formation of the Profile of
of importance candidate’s profile candidate ,4
of indicator in

the candidate’s WA WA WA? WA

profile
1 — — — W o8y
2 = = = n35) 8oy
k — = — 8 B
k+1 — - — w8
k+2 — — "8 w8z
k+3 — — ", nias
— — cw

— wa ...

— s ndly,

— .. ne, =

nW — n8) ... —

— . wal, =

— Aésl — —

nal — —

nBea, — —

w2, = =

.. wals, — —
s—1 i — — — WAy
52 ndly, — — — A

Source: developed by author
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3.2 Method of configuring the project team based on personal SWB-profiles

An analysis of sources makes it possible to draw a conclusion about the existence of
two key selective approaches to team formation.

The first approach ("element") is aimed at identifying if a candidate meets the assigned
reference values of the indicators. This method of selection involves a clearly determined
reference model, procedures for measuring indicator values of a candidate, comparing them
with reference values. The candidates with the highest scores are selected to the team. A
typical example of this approach is outlined in [115, 116-119].

The second approach ("holistic") also involves the use of a reference model. However,
the obtained estimates of candidates are used for the search for the most rational conFigure
uration of a team as a holistic system. Under this approach, the concept of a complementary
team is used as a key concept [120, 121-126].

It is possible to identify two shortcomings that are common for these approaches. The
approaches do not imply the comparison between profiles that are based on studies of self-
attitude [127], that is, by a candidate himself. In addition, they do not imply a procedure for
assessing the integrity of a team, when the profiles of all candidates are selected in turn as a
reference profile. There have been found no studies, in which similar problems would be
raised and solved in the context of the project team formation. The closest in this sense are
the methods proposed in studies [128] and [129]. Thus, in paper [128], the team formation
method is based on the selection of potential candidates based on the professional experience
of completed works and their further ranking relative to the model of the "ideal" executor
of this work. The provisions of the research were not used in [128], the method for final
decision making about the choice of a candidate was not detailed. Paper [129] addressed the
issues of formation of soft (educational) projects based on the ranking by the participants of
the competences formed in a project as indicators of their values. To do this, the author used
the concept of the function of presence developed in [130]. However, under this approach,
another problem was solved — the transformation of participants’ profiles in the form of
ranked series into work packages and project works. This is significantly different from the

problem of identifying the rational team configuration.
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Based on the foregoing, it can be argued that the insufficiently developed methods for

the formation of project teams, focused on taking into account of "soft" team factors,
necessitates further research in this direction. The studies of the formation of project teams
according to the criterion of SWB as the most invariant indicator of "softness" can be
considered preferable.

The next step in the formation of a project management team by the criterion of SWB
is the procedure of comparison of candidates’ profiles. To do this, the method is developed,
based on the idea of calculating the overall total rank to evaluate the initial orientation of a
candidate in the field of project management. Evaluation is carried out based on results of
ranking by a candidate of 27 basic competencies according to their importance and influence
on the result of the project implementation [131]. The calculation involves determining the
sum of ratings by those competencies, the rating of which, specified by a candidate, differs
from the basic (specified) rating by more than 9 positions. At summing, the higher value of
rating between the basic one and the one selected by a candidate is selected. The value of
the overall total rank, which proved that the tested candidate has the competence of starting
susceptibility of a project manager, should be less than 130. According to our calculations,
this makes up 23.2 % from the maximum theoretically possible value of the overall total
ranking.

The proposed method for comparing profiles implies the similar comparison of the
ratings of two candidates. In this case, the profile of the supposed project manager, to which
index A is assigned, is chosen as basic. Table 3 shows an example of comparison of the
profile of a candidate ,a with the profile of a project manager.

In the table the rating of a candidate relative to the indicator of a project manager Ib,
which is equal to £, is designated as v(kib) (Table 3, column 4). Analysis of the results of
more than 400 options of calculations of the overall total rank showed the expediency to use
not all the list from § indicators, but only 2 zones, in order to determine the coincidence
degree. Details about depicting these two zones are shown are shown in attachment B. Zone
I consists of the first five most significant indicators for candidate, and zone II of seven less
significant indicators. The total of the number of indicators that are taken into consideration

for determining the overall total rank is equal to half of all $=27 indicators (considering
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rounding to integer). At the same time, to increase the stringency of requirements to the

magnitude of deviation of candidate’s ranks from the manager’s rank, in the first zone the
permissible magnitude of deviation z=2, and in the second zone z=3.

Table 3.6 - Comparison of the profile of candidate ,A with the profile of a project

manager
Rank of | Rank of basic | The
No. of | . b?SIC _ Basic index of | difference by
summ m'dlcator 1nd10at9rs of project module
: in the a project . : Data for
ing , indicator in between .
Jone project ’ manager candidate’s ranks generalized rank
manager oo profile ,a By =[k=1
s profile o
1 w8 v(1Ib) |1-v(Lb) | 0and max(1,v(11b))
2 8o v(2,b) |2-v21b) | 0and max(2,v(2,1b))
Zone 3 o 8ans v(3,Ib) |3-v(3b) | 0and max(3,v(3,1b))
ZI:’2 4 - v(4,1b) | 4-v(4b) | 0and max(4,v(4,Ib))
5 8o v(5,Ib) |5-v51b) | 0and max(5,v(5,1b))
Overall total rank of zone I (equal to the sum of column N
6) Y
6 i v(6,Ib) |6-v(eb) | 0and max(6,v(6,1))
Zone ...
II, 13 iz V(13,lb) |13-v(13b) | 0and max(13,v(13, b))
z=3 | Overall total rank of zone II (equal to the sum of column R
6) Y
14 i v(14,1b) —
K - v(k,Ib) =
s-1 - v(s-1Ib) =
s o 81 v(s,Ib) =

Source: developed by author

Data for column (6) of the table are calculated from formula:

A, =at ([k-v(kIb)| < z0); else(max(k,v(k,b))). (3.10)
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By comparing the profiles, we obtain two indicators: ,a, and ,a, - generalized total

ranks in zone I and II, respectively. Example of the calculation of indicators is presented in
attachment C.

Within the framework of the method for determining the coherence of personal profiles
of candidates, the described procedure is performed for all candidates to a project
management team. In practice, during the implementation of international projects, the
situation of choosing a project manager after the formation of a project team can occur. Then
all candidates are considered as a potential manager one by one, and the similar procedure
of comparison of candidates’ profiles is performed.

It is usually recommended to include from 2 to 10 people into a project management
team [132]. It is therefore necessary to calculate the indicator reflecting the degree of
coherence of all team members by their assessment of the importance of indicators of SWB.
We propose to use the mean value of the weighted average sum of overall total ranks of
zones | and II, shown in Table 3, as the main component of the method for the calculation

of such an indicator:

H H
08> ,A,+0,2> A,
— h=1 h=1
v H-1

WA

(3.11)

H H
0,8> A +0,2>" A,

. . _ . | .
Variants of calculation ,a, -for 1ff?_|rerit ramount of members are presented in

i

attachment D.

The numeric values of weighing the coefficients are determined based on the Paretto
principle. During formation of a project management team, it makes it possible to take into
consideration the proximity of coherence of the importance of the first five indicators of
SWB even to greater extent.

Given the number of indicators in zones I and II, the theoretically calculated value of

the sum of generalized total rank A, can vary from minimum value of 0 to maximum value
of 273. To find the maximum permissible value ,a, we will use the magnitude of the

relative value of the threshold total rank in the method-analogue for assessment of the initial

orientation of a candidate in the field of project management, which is 23.2 % of the
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maximum possible. By analogy, for our case, maximum admissible value ,a, must be equal
to 64. More stringent conditions to the difference in the candidates’ ranks in the proposed
method make it possible to raise this value and accept it as equal to 70. This enables
normalizing of ,A. Based on the normalized basic component, the heuristic formula of the

coefficient of coherence of a project team by the criterion of SWB was proposed:

H H
0,8> ,A, +0,2>° A,
K =1- h=1 h=1
s 70(H -1)

(3.12)

In the situation of the best degree of coherence among team members by the importance
of indicators of SWB in zones I and II, coherence coefficient has the value of 1, while in its

complete absence — 0.
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3.3 Evaluation scale and the method for assessment of coherence of personal

profiles of candidates

To form evaluation judgments about the degree of coherence of candidates’
preferences (potential team members) in terms of the indicators of SWB, it is necessary to
develop an evaluation scale. The degree of its usefulness and adequacy depends on how
much the judgments that are generated, while using it, will correspond to actual feeling by
team members of their SWB in joint activities. That is why, to build such a scale, we will
use the results of the pilot social experiment, within which the information in the form of
results of ranking the system models, their elements and indicators of SWB, were obtained.
32 respondents from 7 African countries took part in the experiment. The selection of
representatives of these countries is related to the fact that when selecting the basic
indicators for system models in [112], mental preferences of the residents of the African
continent were taken into account.

Each participant of the experiment implemented all procedures implied by the
sequence of identification of the candidate’s preferences regarding the indicators of SWB
(Figure . 3.1).

32 profiles were constructed based on the collected data in the course of the experiment.
Then the profile of each candidate was accepted as overall ratings, and overall total ratings
for all the other candidates were calculated in the reference to it. The obtained information

was used to form the teams by the criterion of minimizing ,z mean weighted sum of
overall total ranks of zones I and II. As a result, 288 theoretically possible teams, combined
into nine groups, were formed. The groups differed by the number of team members from 2
up to 10 people. For each group, the minimum and maximum values ,z. were determined.
The upper and lower curves correspond to these values in Figure . 2. For the teams with a
different number of members, the section between the minimum and maximum values of
A, 1s divided into five equal areas. The boundaries of the areas of the teams with different
numbers of members are connected with one another. As a result, we obtained four curves,

which are located between the upper and the lower curves.
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Figure 3.10 - Boundaries of intervals of the uniform distribution of the field of the

experimentally determined values ,a, for the teams with a different number of members

h

An analysis of Figure . 2 shows that at an increase in the number of team members,
there is a tendency of increasing the average weighted sum of overall total ranks. In this
case, absolute variation between minimum and maximum values decreases. Maximum value
A, reaches 70 for a team of 10 people. It does not exceed the previously calculated
maximum value 2.

Figure 3.10 shows the curves of coefficient of coherence of project team «_,, plotted
based on smoothed data of Figure . 3.12 with the use of the formula (6). Correlation factor
between the data from Figure . 3.12 and the data obtained using Figure . 3, made up (—0.99).
Each zone is represented by a linguistic variable, the name of which reflects the degree of
coherence of the project team members based on the criterion of SWB. The totality of zones

1s an estimation scale of the team coherence.
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Figure 3.11 - Zones of coherence of project team members: 1 —ideal; 2 — high; 3 — rather

high; 4 — admissible; 5 — undesirable; 6 — dangerous; 7 — non-admissible

Let us analyze the types of team distribution through applying the proposed zones

(degrees) of coherence of a project team (Figure . 3). The information in Figure . 4 shows

that the modal values k,, in all groups except the first group are in the zone of a rather

high coherence.

Frequency

2 3 4 5 6 7 8 9
Number of team members

10

= Series 1
® Series 2
= Series 3

Series 4

M Series 5

Figure 3.12 - Distribution of teams with different number of members by degree of

coherence: Series 1 — high, Series 2 — rather high, Series 3 — admissible, Series 4 — undesirable, Series 5

— dangerous
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The number of such teams depends on the number of their members and ranges from

28 % to 41 %. Uniting the data about the areas with high and rather high compatibility shows

that the number of the teams of four members and above exceeds 50 (Figure . 5).

0.60
0.50
0.40

0.30

Frequency

0.20
0.10
0.00

m Seriesl
® Series 2

m Series 3

T

8§ 9 10

Number of team members

Figure 3.13 - Distribution of teams with different number of members by the groups of

coherence degree: Series 1 — high and rather high, Series 2 — non-admissible, Series 3 — undesirable

and dangerous

It should be noted that the number of teams consisting of 4-10 people located in the

undesirable and dangerous zones is in the range of 22-28 %, and for small teams of 2—3

people — 34-38 %. This suggests that there is a high probability to form a team of 4 — 10

people with a high and rather high coherence degree from the same number of candidates

by the criterion of SWB. It is much more difficult to select a coherent team from 2—3 people.
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3.4 Experimental verification of the method for selection the candidates to a

project team by the criterion of subjective well-being

At this stage of the study, it is necessary to answer the question of how adequate the
information that is produced by the proposed method is. In other words, the extent to which
the theoretically identified members of a theoretically coherent team are actually similar
(close) according to the criterion of SWB. It is possible to verify it in practice only sometime
after the team formation, relying on expert evaluation of team members themselves
regarding their SWB in a project in general and the similarity with other team members. In
this respect, the method requires long-term full-scale testing in projects of varying scale,
complexity level, risk, innovation, in different subject areas, implemented in different
environments, especially given the international context. Within the study, we conducted
pilot testing for initial evaluation of the adequacy of the results of the method.

To do this, the students of a higher educational establishment were involved. By virtue
of specific organization and the activity environment, students jointly implement a variety
of educational projects, constantly interact to perform various project tasks, as well as other
activity beyond their frames. This is what gives grounds to consider them as experts in
relation to each other in matters of evaluation of similarity relative to the indicators of SWB.

All the tested who were the representatives of African countries, were grouped
according to the criterion of duration of joint activities in educational projects before the
pilot testing began. Thus, team 1 consisted of five people with the experience of two-month
joint activities, and team 2 consisted of seven people who had the experience of a year-long
joint work.

At the first phase of the pilot testing, the preferences concerning the indicators of SWB
by the proposed method were gathered from every team member. Based on these data, their
personal profiles were constructed and the following indicators were calculated: overall total

rank for indicators of zone I (,4,) and II (,4,); their sum (,a+,a, ), as well as the mean value
of the weighted sum of the overall total ranks of the zones (,a, Tables 4, 5). Initial data for

tables are presented in attachments E, F.



Table 3.7 - Indicators of individual profile of team members 1
Project Indicators Team members
manager 1.1 1.2 1.3 1.4 1.5
WA, 0 67 49 89 64
11 WA, 0 90 87 103 115
' WA+ LA, 0 157 136 192 179
WA 0 71.6 56.6 91.8 74.2
WA, 81 0 64 70 62
12 WA, 99 0 145 127 91
: WA LA, 180 0 209 197 153
WA 84.6 0 80.2 81.4 67.8
WA, 45 61 0 101 70
13 WA, 96 141 0 112 110
: WA LA, 141 202 0 213 180
A 55.2 77 0 103.2 78
WA, 94 77 76 88
14 WA, 125 122 120 126
: e 219 199 196 214
A 100.2 86 84.8 95.6
WA, 67 54 89 0
15 WA, 98 97 104 147 0
: WA LA, 165 151 193 224 0
WA 73.2 62.6 92 0
Source: Developed by author
Table 3.8 - Indicators for individual profile of team members 2
Project Indicators Team members
manager 2.1 2.2 2.3 2.4 2.5 2.6 2.7
WA, 0.0 72.0 | 90.0 | 64.0 | 50.0 | 42.0 | 14.0
1 WA, 0.0 83.0 | 96.0 | 37.0 | 128.0 | 96.0 | 118.0
' WA, A 0.0 155.0 | 186.0 | 101.0 | 178.0 | 138.0 | 132.0
WA 0.0 742 | 912 | 58.6 | 65.6 | 52.8 | 34.8
WA, 61.0 0.0 84.0 | 56.0 | 82.0 | 52.0 | 53.0
29 WA, 109.0 0.0 97.0 | 93.0 | 112.0 | 118.0] 97.0
: WA LA 170.0 0.0 | 181.0 | 149.0 | 194.0 | 170.0 | 150.0
WA 70.6 0.0 86.6 | 63.4 | 88.0 | 652 | 61.8
WA, 78.0 49.0 0.0 71.0 | 33.0 | 41.0 | 65.0
2.3 WA, 125.0 | 128.0 | 0.0 | 150.0 | 89.0 | 98.0 | 104.0
WA, A 203.0 | 177.0 | 0.0 | 221.0 | 122.0 | 139.0 | 169.0

108
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End of table 3.8

WA 87.4 64.8 0.0 86.8 | 44.0 | 524 | 72.8
WA, 57.0 440 | 89.0 0.0 85.0 | 60.0 | 68.0
24 WA, 590 [ 118.0 | 141.0 | 0.0 | 143.0 |112.0] 98.0
' A A, 116.0 | 162.0 | 230.0 | 0.0 | 228.0 | 172.0 | 166.0
nA 57.4 588 | 994 0.0 96.6 | 704 | 74.0
nA, 74.0 63.0 | 43.0 | 82.0 0.0 | 58.0 | 57.0
)5 WA, 105.0 | 126.0 | 111.0 | 129.0 | 0.0 | 72.0 | 83.0
' A A, 179.0 | 189.0 | 154.0 | 211.0 | 0.0 |130.0|140.0
WA 80.2 756 | 56.6 | 914 0.0 | 60.8 | 62.2
WA, 38.0 650 | 67.0 | 550 | 370 | 0.0 | 42.0
26 WA, 106.0 | 99.0 | 70.0 | 120.0 | 62.0 | 0.0 | 61.0
' A A, 144.0 | 164.0 | 137.0 | 175.0 | 99.0 | 0.0 |103.0
WA 51.6 718 | 67.6 | 68.0 | 420 | 0.0 | 45.8
WA, 20.0 600 | 75.0 | 73.0 | 360 | 36.0 | 0.0
57 WA, 118.0 | 87.0 | 116.0 | 103.0 | 121.0 | 73.0 | 0.0
' A A, 138.0 | 147.0 | 191.0 | 176.0 | 157.0 | 109.0 | 0.0
WA 39.6 654 | 832 | 79.0 | 530 | 434 | 0.0

Source: developed by author

Then a list of short-term educational projects was determined for each team separately.
The projects were implemented within three months. After this each team member evaluated
all the other members of their team, with who they interacted during the project. The essence
of the evaluation was to establish the scores for all 27 basic indicators of SWB by a five-
point scale. The score reflected their expert opinion on the importance of a certain basic
indicator (5 — very important, 1 — absolutely unimportant) for a team member. In team 1,
each team member gave 135 scores immediately after the completion of the projects
(attachment G), and in team 2 — 189 scores three months after completion of the projects
(attachment H). Based on the obtained scores and the ranking priorities of the importance
of basic indicators of SWB of a team member, who was conventionally (alternately)
accepted as a project leader, the following indicators were calculated: overall total basic
indicators for zones I (#a) and 1T (¢4,); the sum of the zone total scores (7a+°4a,), as well as

the mean value of the weighted sum of the overall total scores (?a, Tables 6, 7). Initial data

for tables is presented in attachment J, 1.
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Table 3.9 -Indicators of assessing the importance of basic indicators of SWB for team

members 1
Project Indicators Team members -
manager 1.1 1.2 1.3 1.4 1.5 o

A, 0 20 20 18 17 0.863
o A, 0 33 34 28 29 0.862
RA+PA, 0 53 54 46 46 0.941
PA 0 226 | 22.8 20 19.4 | 0.884
PA, 18 0 21 16 14 | 0.934
12 hA, 24 0 35 31 21 0.997
' RA+PA, 42 0 56 47 35 0.968
pA 19.2 0 23.8 19 154 | 0.967
PA, 21 21 0 19 2 0.503
13 hA, 29 34 0 26 7 0.365
' RA+ A 50 55 0 45 9 0.055
PA 22.6 | 23.6 0 204 3 0.584
b, 18 23 23 0 20 | 0913

A, 17 17 17 0 15
1.4 0.666
RA+PA, 35 40 40 0 35 0.977
PA 17.8 | 21.8 | 21.8 0 19 0.940
A, 23 16 24 22 0 0.981
15 hA, 32 25 32 31 0 0.274
' PA+ DA, 55 41 56 53 0 0.564
pA 248 | 17.8 | 256 | 23.8 0 0.978

Source: developed by author
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Table 3.10 -Indicators for assessing the importance of basic indicators of SWB for team

members 2
Project Indicator Team members
manager s 2.1 2.2 2.3 2.4 2.5 2.6 2.7 Faga

hA, 0.0 | 19.0 | 12.0 | 16.0 | 19.0 | 18.0 | 16.0 | 0.511

71 A, 0.0 | 29.0 | 240 | 21.0 | 32.0 | 23.0 | 240 | 0.856
' PA+EA, 0.0 | 48.0 | 36.0 | 37.0 | 51.0 | 41.0 | 40.0 | 0.897
PA 0.0 | 21.0 | 144 | 17.0 | 21.6 | 19.0 | 17.6 | 0.719

b, 150 | 00 | 150 | 9.0 | 180 | 16.0 | 11.0 | 0.567

29 A, 130 | 0.0 | 23.0 | 22.0 | 26.0 | 26.0 | 10.0 | 0.803
' eaq+ia, | 28.0 | 0.0 | 38.0 | 31.0 | 44.0 | 42.0 | 21.0 | 0.922
PA 146 | 0.0 | 166 | 11.6 | 19.6 | 18.0 | 10.8 | 0.940

PA, 120 | 3.0 | 0.0 | 200 | 80 | 9.0 | 12.0 | 0.795

23 hA, 13.0 | 8.0 | 0.0 | 24.0 | 22.0 | 18.0 | 11.0 | 0.657
' eaq+a, | 25,0 | 11.0 | 0.0 | 44.0 | 30.0 | 27.0 | 23.0 | 0.725
PA 122 | 40 | 0.0 | 20.8 | 10.8 | 10.8 | 11.8 | 0.768

PA, 80 | 50 | 100 | 0.0 | 140 | 7.0 1.0 0.740

24 A, 13.0 | 10.0 | 16.0 | 0.0 | 21.0 | 14.0 | 14.0 | 0.864
' eaq+fa, 10210 | 15.0 | 26.0 | 0.0 | 35.0 | 21.0 | 15.0 | 0.885
pA 90 | 6.0 | 112 | 00 | 154 | 84 | 3.6 0.828

pA, 19.0 | 22.0 | 180 | 18.0 | 0.0 | 13.0 | 21.0 | 0.833

25 PA, 30.0 | 31.0 | 31.0 | 28.0 | 0.0 | 21.0 | 34.0 | 0.888
' RA+PA, 49.0 | 53.0 | 49.0 | 46.0 | 0.0 | 34.0 | 55.0 | 0.898
pA 212 | 23.8 | 206 | 20.0 | 0.0 | 14.6 | 23.6 | 0.875

pA, 70 | 90 | 80 | 80 | 7.0 | 0.0 | 150 | 0.619

26 pA, 180 | 28.0 | 12.0 | 17.0 | 23.0 | 0.0 | 22.0 | 0.664
' RA+ A, 25.0 | 37.0 | 20.0 | 25.0 | 30.0 | 0.0 | 340 | 0.733
hA 92 | 128 | 88 | 98 | 102 | 0.0 | 164 | 0.679

hA, 20.0 | 20.0 | 180 | 17.0 | 19.0 | 19.0 | 0.0 0.593

27 PA, 29.0 | 34.0 | 28.0 | 24.0 | 31.0 | 32.0 | 0.0 0.827
' RA+ A, 49.0 | 54.0 | 46.0 | 41.0 | 50.0 | 51.0 | 0.0 0.830
pA 21.8 | 22.8 | 20.0 | 184 | 214 | 21.6 | 0.0 0.729

Source: developed by author
As one can see, for the prevailing majority of the team members, the values of the

overall total rank of zone I is smaller than those of zone II. The teams, where project
managers are team members 1.4, 2.2 and 2.3 are the exception.

The scores (?a, ta, (pa+ra,)and ra), calculated based on the empirical data, by their
nature completely correspond to similar indicators, calculated within the proposed method

(,a A (,a+,a,)and ,a). From our studies, this makes it possible to calculate correlation
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factors r ., between the similar indicators of Tables 4-7 to prove the existence or the
absence of the relation between them. Calculation results are shown in Table 8, the analysis
of which makes it possible to draw the following conclusions. Out of the four indicators that
were explored for verification of matching of the results obtained based on the developed
method, and the estimates of importance of the basic indicators, the indicator of the mean
value of weighed sum of the overall total ranks of zone [ and II ,A. has its highest value at
the least variation. This proves the correctness of its selection as the main component of the
heuristic formula of calculation of the coefficient of compatibility of a project team
according to the criterion of SWB.

Table 3.11 - Statistical characteristics for coefficients of correlation between the
indicators of estimates of importance, obtained using the developed method and based on

judgments of team members as experts

Statistical Indicators for gvglugtion of the importance
. of basic indicators of SWB

characteristics -

WA, WA, WA+ LA, WA
Minimum value 0.503 -0.862 | —0.977 0.584
Maximum value 0.981 0.997 0.968 0.978
Mean value 0.737 0.472 0.463 0.824
Standard deviation 0.172 0.617 0.708 0.128
Median 0.767 0.734 0.781 0.852
Power of relation High, High,
for mean value by | closer to Mean Mean | closer to
Chaddock scale mean very high

Source: developed by author

Insignificant deviations from of medians from mean values is observed for the

generalized total rank zone I A, and the weighted sum of the overall total ranks ,a.. This
indicates that five most important indicators of a candidate are determining for the
coefficient of compatibility of a project team.

The higher and more stable values of statistical characteristics for ,A in comparison
with Ao prove the necessity of taking into consideration indicators of zone II when

determining K.,
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It should be noted that the time lag in assessing the importance of indicators of SWB

decreases the magnitude of correlation factors. This is due to the natural process of
forgetting details that are fresh in memory immediately after the completion of projects.
However, at the same time, the validity of residual information is retained. The external
observation of the work of project teams showed high coherence of team 2. They have
obtained better results within the shorter period of time. The team was more productive.
Objectively, this fact reflects the number of theoretically possible combinations of teams
consisting of two people, which can be formed based on team 2 and which will get to the
zone of a rather high compatibility (team 2.1-2.7) and of admissible compatibility (teams
2.3-2.5, 2.6-2.5). For these zones, value ,a lies within the range of 28-36 and 3644,
respectively. In addition, for this team, it is also possible to form three teams that fall into
the undesirable zone (,A-44-52), but still not to the dangerous zone. For team 1, such
combinations are not available. The best theoretically possible team 1.1-1.3 gets to the
dangerous zone.

Comparison of the values ,a for team 1.1-1.3 and 1.3—1.1 shows that its value
depends of the selection of the base of comparison (selection of a project manager). Thus,
for team 1.1-1.3 ,A-=566, and for 1.3—1.1 ,A-s52. There are such examples also in team 2.
For the theoretically possible team 2.6-2.7 ,a-458 and for 2.7-2.1 ,A-434. In this case,
the team changed the zone of coherence — it transferred from the undesirable zone to the
admissible zone. For given examples, the difference in indicators A is not very big.
However, for the team of members 2.6 and 2.5, a change in the project manager is very
significant (for team 2.6-2.5 ,a=42, and for 2.5-2.6 ,a=60,8). This fact must be taken into
consideration when a project manager is appointed.

An analysis of the research results allows us to state that the main advantage of the
developed method of the team conFigure uration by the criterion of SWB is its invariance
with respect to the activity areas of project teams, their gender, national and other features.
The undoubted advantage of this method is the possibility to select a project team from a

limited number of applicants with the maximum possible degree of compatibility. In this
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case, due to this determining compatibility prior to the beginning of the team work, it is
possible to identify its strengths and weaknesses by the criterion of SWB.

As a disadvantage, we should note that the method does not take into account a
possible change in the priority of the importance of indicators of social well-being in team
members in the process of the project implementation.

The invariance of the developed method makes it possible to recommend it for the
use in the formation of project teams of any classes, types, kinds, and other contextual
features.

The proposed method was a logical addition to the methods of project teams
formation [115.120.123].

Further improvement of the method and its development is seen in the creation of the
computer toolset of its support It is planned to apply the mathematical apparatus for
determining the degree of harmony of the state of socio-economic systems (analogue of the
entropy method), developed by the authors for the problems of description of management
of innovative development of project-oriented enterprises. In addition, it is necessary to
explore further the problems of application of the method with more team members and with
higher cultural (mental) and other heterogeneity, in projects of different subject area,
different levels of complexity, scale, and risk.

To finalize that chapter, we concluded about following:

1. At the stage of formation of personal profiles of candidates to the project
management team, a distinctive conceptual feature of the proposed method is the application
of the method of candidates’ self-analysis by ranking the same set of 27 indicators of
subjective well-being. This makes it possible to avoid the need to formalize and agree
(average) unique rating scales of candidates or to develop the universal knowingly
inaccurate scale. The application of this approach provides the necessary accuracy and
increases reliability of the obtained information. The representation of the indicators using
three systematic quartile models was substantiated. The proposed procedure for
formalization of personal profiles of candidates allows making their pair-wise comparison.

2. Pair-wise comparison of candidates’ profiles implies the calculation of mean value

of the weighted sum of overall total ranks of the indicators of two zones. The first zone
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contains five most important indicators of subjective well-being, and the second zone —

following by importance seven indicators. One of the compared profiles is selected as the
reference profile and sets the priority of the indicators of subjective well-being. The result
of comparison of the profiles is the parameter that takes the value of zero at the difference
between ranks of less than the assigned magnitude (2 for the first zone, 3 for the second
zone). If the difference of ranks exceeds 2 and 3 respectively, the parameter takes the value
of the highest rank of the indicators of subjective well-being. Calculated parameters are
added together for each zone separately. After this, the mean value of the weighted sum of
the overall total ranks of the zones is determined.

3. The results of the pair-wise comparison of personal profiles of candidates are used
to calculate the integral indicator — coefficient of coherence of a project team by the criterion
of subjective well-being. The heuristic formula was proposed to calculate it. Its main
component is the mean value of the weighted sum of overall totals ranks of the first and
second zones of indicators of subjective well-being.

4. The most important element of the method for the configuration of a project team is
the developed estimation scale of coefficient of coherence of team members in the form of
seven interval zones. The scale is constructed based on the generalized empirical results of
the pilot social experiment. The coefficient of correlation between the boundaries of the
interval zones and experimental data is (—0.99). Each zone corresponds to a different degree
of coherence: ideal, high, rather high, admissible, undesirable, dangerous, and unacceptable.
At the increase in the number of team members from two to ten, the boundary values of the
zones of coherence coefficient decrease by 35-40 %.

5. The experimental validation of the method was carried out during formation of
international teams of educational projects. The representatives of seven countries of the
African continent participated of the teams consisting of 5 and 7 members. The workability
of the method was proved by the high value of correlation between the theoretically
calculated values of the coefficient of coherence of the teams and the experimentally derived
estimates of coherence of the team participants. At the mean value of correlation factor of

0.824, its standard deviation for 13 teams was 0.128.
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CONCLUSIONS

When considering SWB as a factor when forming a project team, what it reflects for a
team member and what works for the team as whole; we proposed a system for representing
SWB indicators based on a holistic approach which reflected the different aspects of a
person in a team and in the project;

-we created a list of indicators 42 in total but found that the most effective diversity that
covered all aspects of SWB were less and so we reduced it to 27 indicators of SWB.

- we also suggested the method for the construction of a candidate’s personal SWB
profile which is based on ranking the proposed SWB indicators.

In order to do this, we first had the candidates rank three quartile models, then ranked
the elements within the system models and thirdly ranking the elements within the highest
ranked model based on the degree of importance as considered by the candidate.

We proposed the method of configuration of the project team which ignores the
compliance of the team's integral characteristics with the ideal requirements, but allows us
to find out the most rational configuration by SWB indicators.

To achieve this, we did a pairwise comparison of the SWB profiles by first selecting a
base applicants presumably the project manager or the ideal candidate and compare them to
all other candidates alternatively. In each comparison, we used the total number of indicators
in that zone to calculate the ranking in comparison to the basic candidate. The first zone
total rank sum being five (because zone 1 had 5 indicators), zone 2 being 8. The higher
values between the two ranks determined the overall rank of the profile provided that the
difference between them is 2 and 3 range in zone 1 and 2 respectively, otherwise it was
equal to zero. All applicants were made base applicants at one time or the other while all
other applicants were made alternate. For each base applicant, combinations of theoretically
possible teams with defined number of members were ascertained.

We then calculated the coefficient of coherence as the average normalized value of the
weighed sum of total ranks. The team with the highest value of coefficient co-ordination
was selected. With that the team had maximum consistency and similarities in indicator

characteristics.
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When considering the development of the evaluation scale and the method for evaluation
of coherence (commonness) of personal profiles of candidates; we proposed a method for
the configuration of a project team which ignored the compliance of the team’s integral
characteristics with the ideal requirements but allowed us to find out the most rational
configuration using SWB indicators. In doing this:

-we first estimated the scale of coordination of the members of the project team. We had
32 candidates total and conducted experiments with them, using the results of the
experiments which gave us the profile list of each candidate, we took further steps.

- based on the results, we created 288 theoretically possible teams of 2 to 10 people for
each of the maximum and minimum values of the coefficient of coherence was determined.

- we determined the limits of the coherence coefficient, within which there were five
uniform zones (high, high enough, acceptable, undesirable, dangerous coherence), and
beyond them, two zones (ideal and unacceptable coherence), and to assess the level of
consistency configured project teams from existing applicants

We carried out experimental verification of the proposed approach. The essence was to
establish 27 basic indicators of SWB by a five-point scale. We did this by getting the expert
opinion of the candidate during the experiment grading all other team members (5 - very
important, 1 - absolutely unimportant).

Using developed methods and expert opinions we obtained statistical characteristics for
coefficients of correlation between the indicators of estimates of importance. We then
externally observed the work of the project teams (1 and 2). Team 2 showed higher
coherence, better and faster productivity. The team was more productive. Objectively, this
fact reflects the number of theoretically possible combinations of teams consisting of two
people, which can be formed based on team 2 and which will get to the zone of a rather high
compatibility (team 2.1-2.7) and of admissible compatibility. As aresult, this determining
compatibility prior to the beginning of the team work, it is possible to identify its strengths

and weaknesses by the criterion of SWB.
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Questionnaire to collect initial data from the project team candidate

The questionnaire contains spaces where the candidate can place numbers in order of
their preferences regarding SWB-indicators.
The first step is for the candidate to select most preferred system by marking it as 1, the
next in order of preference and the least followed as 3.

ﬂystem model of fulfillment N

indicators in psychological
context (model A)

This refers to the indicators that
represent the psychology of a
candidate. How they think. view
working and how it affects their
mind for example, their ability to
experience self-realization.
recognition physiology, security as
well as their social status within the
job and how it affects their
psychology

AN

System model of fulfillment
indicators in sociological
context (model B)

This basic deals with the
relationships within the job and the
candidate. This could include his
family life, team members, his
health and other activities. Its all
about activities involving the
candidate socially.

J

/

~ —

/

System model of fulfillment
indicators in job
context(model C)

This basically is about the candidate
and their job. The events and characters
that 1s brought to the job like
participation in decision making.
empowerment. work place and its
environments as well as rewards and
recognition in the working processing.
These are indicators that basically
involve the job and its environment
exclusively.

.

~ —

4

Once this is done the candidate proceeds to doing the same with the groups which were
four in number. However, in this case the candidate graded only the groups that were in the
most preferred system (number 1).

MODEL A:

System model of SWB indicators in
psyvchological context

GROUP 1
Social Status

GROUP 2
Recognition

Your level of

importance  in Acknowledgmen

relation to other instezfce your

people  within stence,

the society or validity, or
ortance

team in tha team

GROUP BO Q()Lll’al Self-

Psvchology, realization
security and
others

Fulfillment of
VOUT 0wn

freedom to think potential and
in your own way

and still ha

dreams while
working in the

-

\

-

\

MODEL B
System model of SWB
indicators in sociological context
GROUP 1 GROUP 2 Me &
Family Team
Time spent with Your level of
your biological relationship  with
family or long every team
time friends member and the
away from m in general
GROUP 3 OROUN Me
Health & Activity
the level of Its about what
concern and you do within the
importance team while
i i executing
assigned to it rilotls i ol

MODEL C
System model of SWB indicators in
job context

\

GROUP 1 GROUP 2

Participation in
Decision Making:

Eﬂlp{]\\'e[l]lel]l
becoming  stronger
being involved in
choices made
about the future of
the team

it

and more ll'lﬂitcl'l[lﬂl
by being trusted

with more

Oponsibilities
/_ GROUP 3 O O GROUP 4

Workplace
Environment

Reward and
Recognition

concerns
about what
happens in the
\\work environment,

being appreciated
and praised for
good work done by
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The final step is about ranking SWB-indicators according to the order of importance
where 1 is the most important.

Addressing grievances/satisfied  [Maintaining a good working
with work relationships with the h . . = : i
beople TR Participation in Decision making R.:k:o_gmnd as a vital partof
51008
N - Trust of organization Noted for results
satisfied & able to maintain a Enough time to have a life
healthy balance between work andbutside of work Recognition Seen as efforts are put in
family hife
satisfied with the given rightto | Full Freedom of expression
satisfied with various activities in |Work activities made sociable put forward my opinions
fhe firm & love participating in
them g MODEL A Appreciation Recognized as Important
The feelof being loved and ~ [Very socialized work place ‘ | Batisfactory leave policy of |Yearly leave at least
longing / e company
Personal interest and hobbies |Allowed to have fun while Re o
working oogmtion.
N ustive work Jorking but not overw fnitiation and leadership gleJts::‘g l:é original thoughts to
pavironment
katisfied with the leaders in my Leadership being the first to
e s , pworkplace as positive role models pctand go forward
Anticipated growth Realizing personal dreams in the
i shied employ Working condtions
Responsibilities: Allowed to discover their Self- policy of the company shouldbe made easier by
pbilities i
— - Monetary benefits Availability of Financial
Empowerment PBringing the best out in them Fewards
— - / patisfactory long term benefit & | Insurance benefits of working
satisfaction & personal Fulfilling personal goals policies of the comp hvith the y
pchievement
happy with my work Good job prescniptions satisfiedwith the existing salary Ok with payment time,
responsibilities Btructure of the pany procedure and amount
Freedom to select team on Allowance to choose who you Safety and security Safety of team a prionity
kpecial assignments kan work with
Health Hazard Routine 1t
Allowed to try new things Noton a tight leach reguhf e checks S

isfaction & p |Comift family goals Responsibilities IWell defined duties and
pchievement thriving poundaries
katisfied & able tomaintaina  Enough time for family Recognition Efforts are appreciated
healthy balance between work
pnd family life |Addressing m’ﬂ'amgsfsatixﬁed Ensuring the tempo within
Monctary benefits |Availability of Financial : :,,p"h ,:?,ﬁ;:?mm'ps with the the team is always wamn
incentives

Batisfactory leave policy of the |Leave to join family fully ::f::dm“ﬂd‘?n?::’_n\::mﬂsm e _E:ﬂ“nlmn g o callacrivd e
kompany for a while < i

= =— = e MODEL B " Empowerment [The permission to do what
gatisfied with the existing salary [Enough pay considering heeds 10 be done

structure of the company pature of job e

1 IAppreciation [Feel valued by the team
Personal interest and hobbies  JAllowed to make work fun Famil Me &
amily Team [The feel of being loved and [Team loving themselves
pelonging

Participation in Decision [Consulted before decisions Freedom to select team on ing a friendly relational
making pn activities Epecial assignments
[Trust of organization Believe in his decisions on s &
Mhat to be done and ho e
st 2 Health Activity Initiation and leadership ringing in innovative
lnticipated growth [There are future 4 vities
\ katisfied employee assistance h{eallhy working atmosphere
katisfied with the leaders inmy |Inspining the team by your _ppolicy of the company
porkplace as positive role pctions
mod‘z‘, e Eatisfactory long term benefit & [Health protection and danger|
insurance policies of the prevention
katisfied with various activities [Comfortable with activities fpompany
the firm & 1 ticipating
I:mm:rm SRR [Bafety and security Health hazard prevention
happy with my work Batisfied with Regular health hazard forall  [Ensuring the team is healthy
ibilities ibiliti feam members
Allowed to try new things fAllowed to try new methods [Non-exhaustive work ‘Work without getting
Environment kxhausted
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Participation in Decision making |Always involved in decisions Responsiiities E vired to tarey ot
phbout activities Fesponsibilities
Trust of organization inion respected and considered .

& ?';rmy P Empowerment Empowered to get things done
[Anticipated growth Partof the goal and plan setters katisfaction & personal achievement|Allowed to dream and achieve
Initiation and leadership Being part of the leadership ’ R . == .

MODEL C happy with my work responsibilitiesfair division of labour
katisfied with the given right to put{Their voices are listened to \ J _
forward my opinions / Freedom to select team on special  [Empowered to make team choices
pssignments

F F . i p H s ™/
katisfied with the leaders inmy  [Comfortable with the leadership ( Participatio | llowed to try new things Fresdom in taking new steps
tworkplace as positive role models feam nin Empowerm

Decision cat
Makin;
l-_ e J J fuddressing grievances/satisfied hnsu:‘mg an environment that is
ecoguition R it vt deserved hvith work relationships with the  friendly
e people around me
katisfied & able to maintain a heathy  Rewards with breaks and iz i
balance between work and family lifs  fime offs { ™ Py ™ Policy af e o i‘;ﬂfmﬂme atmosphere to ease the
Workplace Reward ‘ ]
Monetary benefits ippreciated monetarily Environme and N
ot f Recognitio J . patisfied with various activities in [nteresting available activities to aid

Wppreciation Desired and accepted — = L S the firm & love participatingin  fhe job

them
Batisfactory leave policy of the companyHazard concerns covered by

prganization The feel of being loved and Loving environment

belonging
katisfactory long term benefit & Hazard concerns covered by koo zid secari i sy crmsciianess
insurance policies of the company prganization i y ¥

Personal interest and hobbies Allowed environment to unwind
katisfied with the existing salary Good pay
structure of the company

Non ive work envi forking wi i
Regular health hazard forall team  Keeping the team healthy B oriing o fecling el tp.
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Attachment B

Grounding the key parameters of the proposed selective method

At this point, we were presented with a problem of how to list the 27 indicators in order
of preference knowing that they were scattered among 4groups. This gave birth to the listing
indicator K. Using an algorithm on excel, we made K=2, 3 and 4. if K=2 this meant that the
first two priorities on the candidates selected group 1 preference will come first before the
first priority on group 2 of the candidates selected priority then return to group 1 to take the
next priority, after which we move to group 3 then back to one and go on to group 1, 2,3
and then group 4. With this we created a list of three orders K=2, K=3 and K=4.

When we had achieved this, we needed to achieve some deviations in order to
understand the standard level of differences between candidates in comparison to all other
selected 32 candidates using K=2, K=3 and K=4 as well as varied numbers of indicators
N=5, N=13 and N=27. The deviations were 2,3,5; 3,3,3; 3,6,9; 6,6,6; 9,9,9 or 12,12,12.

We worked with all the parameters, for instance K=2, N=5, deviation D=2,3,5; then
K=2,N=5, D=3,3,3 and all the others. We experimented results for all the variations D being
the deviations in different zones, initially three zones for number of indicators N and K. We
did this using a correllaton co-efficient.

Table B.1 - Parameters of correlation of N, K and values of deviation for 54
experiments

2,3,5 3,3,33,6,9 6,6,6 9,99 |12,12,12
N=15 =2 | 2 3 4 5 6

K=3 (19 20 21 22 23 24
=4 (37 38 (39 40 41 42

N=13 K=2 [7 9o o 11 12
=3 25 27 P8 P9 3o
=4 43 45 46 |47 |48

N=27 K=2 |13 15 16 |17 [18
=3 B1 33 PB4 B5 B6

K=4 49 51 |52 |53 |54




5] 01 K=2 N=52,35

5] 02 K=2 N=53,3,3

5/ 03 K=2 N=53,6,9

5] 04 K=2 N=56,6,6

5 05 K=2 N=5;9,9.9
5] 06 K=2 N=5;12,12,12
5 07 K=2 N=13; 2,35
5/ 08 K=2 N=13; 3,33
5 09 K=2 N=13; 36,9
5] 10 K=2 N=13; 6,6,6
5/ 11 K=2 N=13;999
5] 12 K=2 N=13;12,12,12
5] 13 K=2 N=27; 3,33

5 14 K=2;
5 15 K=2;
5 16 K=2;

N=27; 2,3,5
N=27; 3,6,9,
N=27:6,6,6

5] 17 K=2: N=27: 9,99
5 18 K=2; N=27:12,12,12

5 19 K=3;
5/ 20 K=3;
57 21 K=3;
8/ 22 K=3;
5] 23 K=3;
5 24 K=3;
5] 25 K=3;
5/ 26 K=3;
5 27 K=3:
5/ 28 K=3;
5/ 29 K=3;
5/ 30 K=3;
5/ 31 K=3;
5/ 32 K=3;
5] 33 K=3;
5 34 K=3;
5 35 K=3;
5 36 K=3;
5/ 37 K=4;
5] 38 K=4;
5/ 39 K=4;
5/ 40 K=4;
5] 41 K=4;
5 42 K=4;
5] 43 K=4;
5/ 44 K=4;
5 45 K=4;
5/ 46 K=4;
51 47 K=4;
5/ 48 K=4;
5] 49 K=4;
5/ 50 K=4;
5/ 51 K=4;
5/ 52 K=4;
5] 53 K=4;
5] 54 K=4:

N=5; 2,35
N=5; 3,33
N=5; 3,6,9
N=5;6,6,6
N=5;9.9,9
N=5;1212,12
N=13; 23,5
N=13; 3,33
N=13:36.9
N=13;6,6,6
N=13;9,9,9
N=13;121212
N=27; 2,3,5
N=27; 3,33
N=27; 3,6,9
N=27:6,6,6
N=27;9,9,9
N=27;1212,12
N=5; 2.3,5
N=5; 3,33
N=5; 3,6,9
N=5;6,6,6
N=5;9,99
N=5;12,1212
N=13; 2,35
N=13; 3,33
N=13; 3,6,9
N=13;6,6,6
N=13;999
N=13;121212
N=27; 2,35
N=27; 333
N=27;3,6,9
N=27:6,6,6
N=27;9,99
N=27:121212

5/14/2018 3:23 PM
5/14/2018 3:24 PM
5/14/2018 3:25 PM
5/14/2018 3:25 PM
5/14/2018 3:26 PM
5/14/2018 3:28 PM
5/30/2018 1:51 AM
5/14/2018 3:28 PM
5/14/2018 3:29 PM
5/14/2018 3:30 PM
5/14/2018 3:31 PM
5/14/2018 3:31 PM
5/14/2018 3:32 PM
5/14/2018 3:32 PM
5/14/2018 3:33 PM
5/14/2018 3:35 PM
5/14/2018 3:37 PM
5/14/2018 3:37 PM
5/14/2018 3:38 PM
5/14/2018 3:39 PM
5/14/2018 3:40 PM
5/14/2018 3:41 PM
5/14/2018 3:41 PM
5/14/2018 3:41 PM
5/14/2018 3:42 PM
5/14/2018 3:43 PM

5/14/2018 3:43 PM
5/14/2018 3:44 PM

5/14/2018 3:45 PM
5/19/2018 11:49 PM
5/20/2018 4:45 PM
4/24/2018 11:29 AM
4/24/2018 11:29 AM
4/24/2018 11:37 AM
4/24/2018 11:28 AM
4/24/2018 11:28 AM
5/4/2018 6:10 PM
4/26/2018 10:04 AM
4/26/2018 10:06 AM
4/26/2018 10:24 AM
4/26/2018 2:00 PM
4/26/2018 2:15 PM
4/25/2018 9:40 PM
4/25/2018 10:59 PM
4/26/2018 5:36 AM
4/26/2018 4:38 AM
4/26/2018 4:55 AM
4/26/2018 5:11 AM
4/24/2018 11:31 AM
4/24/2018 11:34 AM
4/24/2018 11:37 AM
4/24/2018 11:40 AM
4/24/2018 11:46 AM
4/24/2018 11:47 AM

XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet

XLSX Worksheet
XLSX Worksheet

XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet
XLSX Worksheet

Figure B. 1 - List of files with experiments
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90 KB
90 KB
90 KB
90 KB
90 KB
89 KB
93 KB
93 KB
93 KB
93 KB
93 KB
92 KB
96 KB
95 KB
96 KB
96 KB
96 KB
95 KB
90 KB
90 KB
90 KB
90 KB
89 KB
89 KB
93 KB
93 KB

93 KB
93 KB

93 KB
92 KB
98 KB
96 KB
96 KB
96 KB
96 KB
95 KB
S0 KB
90 KB
90 KB
S0 KB
S0 KB
89 KB
93 KB
93 KB
93 KB
93 KB
92 KB
92 KB
96 KB
96 KB
96 KB
96 KB
96 KB
96 KB



137

0 @6 ®E 8 IS WE BE TR BT O M€ G GIE 666 BE ME O U K BE W W OO W W OO M R W W& W
Q€ 0 6§ WG WE G (6 LT TR G WE 6E LT 6 WL 6E OF G0 O W M %K W W W o W 6 W 0 [
BE 6E 0 B ME € ME LT WE LF 6 09 60 v T eee U0 W G S B W WO M OO W OB W W W
8 WS 0 6 € 60 0L O 6 6t 0 e S I 0 S M OB WO O% % M K M OW MW@
I @ 86 6L 0 S G 0 8 ST I 6 € 86 0 EiE KN W W W WM W W WMWK W® W
PIE WE £ L S 0 9L U6 g6 TS 6 8 IS L SE f9r W ME 00 W WM W M MW WM WK W OW
BE G WIE 6 6 9 0 U 0 69 S0 8T O S e me WP BE BE W BB W W 66 W OB W oW oW W
WM (S0 0 (6 W 0 6 T 66 00 W GE w9 e KOG W OB B O @ S M K o B OO M M W
S T WE € 8 e W L6 0 BE wE S 0@ W 66 pw MWW W W W W oW ow W oW OB W OS W W
0 T 0F 6@ T R 6 € WE 0 ST 8T € wr 6 e; KB W WO W W oM OB © ® W W W H
UE 6l 6 GEE T T 9 660 WE S 0 0% Wb g€ G s M MK W OWE W G W O 6 W W W oW W
T W6 09 05 6B 8 8T O SR 8L 0% 0 @l e G b MK WM % % % W WO OWoWm o# 6 W W
61 66 61 66 €€ 1T 09 T 0 e Wy e 0 [60 o ¢ O 00 6 W OME OB 6 W W W W M W omom W
B LU W W S 0 S 6 WE G0 §E W (6 0w 9 | W BB B K MWW W% W N W B W
BE 6B T (ST 0% SOE EEE 9 66 65 %€ IS 9w 0 o O OB ®OW W ON OB W OW W W W W L
WE T ME 0 €6 ® WE @€ b S8 B WU 6 % (L 0 W MW W OO WO U W T W W OW W O W
€€ 66 LT ST e WU 9 S 9 9L 0% 8 e (60 e ey W OWOKOBEOME W G OME KON KO0 S OW W
WE GE WE WD WD WE € BT 6 66 e e 60 O eiE me W0 W W UK % K OB & 00 6 @ OB 0w
SE 6T 6B 9 9L 0 G I G W 9 GU 66 e 9L 06 WM 0 MK KM K & W W OB W W W
O L0F G0 18 I E 6 GIE T8 T (S (60 8 6 w9 S WE MO0 WM % B W oW oK W oM 6 W
WM L6 T I8 S WE 6L ST 8L WE 99 MIE 9E mE e K WO W 0 B W WO W OW WK & W W
WTOME fE 0 9 ¥SE W 0E T WE SE SO 60 EE 47 v O B KM B0 B W %K B W OM K W W
O SOE 8L SIE 69 O €SE fL o Wl G0 SIE G [E (60 0 ¥ ¥ OB % O BE 0 W 06 W MK B WO
WE TS SO [ 0L LT 0L S LT WE 06 SR e SR mE S H M K M O W W0 WK OG0 OW W W
W0 SIE S S O ST ME LT 6 SE W e I 6 qw O 6 S I WO O W 0 G R W W W W %
ST 06 W WU B 9@ 61 O E €T 60E IS 9 M8 e mE % O MWW O @WK 0 W OB WO oK %
BE GE (9 8T B SEL W GE WE 67 8 WE ST %6 e S0E O L0 O OME W OB W W W B 0 TE W W W oW
WML B € T T G0E S SIE ML 0w s 6 ME 06 b % B B I W W KWWK K0 WKWK
o 661 G 1T O 00 @ O 8T SR WL 6L 19 86 SSE b ff Mh W W G O % 6L B0 W ow W o0 W oW o
WOME wE fu 0 %E W W SE W S 0 60 8 6L 0 S B W 6 M W R W WM WK 00 W@
K€ W6 9T WL SR 8 8 LT WE W WF % e W 06 66 % WM I W W M W W oW R OW WM W

080 [60 S0 T @€ 08 8 90F O (SE %07 O 80 60 O0E O K O KD OBK I O BE GF OF O X % &% W % 0
18INN9Y34S PAINDY -3[en 82§ E1ay H SaSOp 3N ezueq § mandyy exaadey 1seiseuy Us IpURABOTOINO. SINN3Q UeybAer 3uweyop efiewyy " e LSBHD SONTS RN 0 OF§0lg e oy st Ry A e NS oUDRN OUKER Sy S1peg
Jein

T K ® & € £ % 9 W © @& K © & & 4 4+ 8 & 3 W K& 8 Ly Sy oE T}

Figure B.2 - Example of Experiment 14
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Based on this, we did come correlations. We correlated the numbers so as to understand
what is workable and what is not.

Take for example the correlation between K=2-3, K=2-4 and K=3-4. This means that
K=2 was correlated against K=3 across the whole deviations. Below is the result in tabular
form and in graphical form.

Table B.2 - Correlations co-efficients for K=2-3

2,3,5 3,33 3,6,9 6,6,6 9,9,9 12,12,12
K=2- 0,8759 10,8759 0,8433 10,6780 0,5128
3 =5 10,9031
NI 0,9438 10,9473 10,8758 0,8868 10,8883 0,8319
0,8848 10,7481 10,8558 0,8545 10,8550 0,7634
N=27
. K=2-3
0,9
0,8
0,7
0,6
0,5
2,3,5 3,33 3,6,9 6,6,6 9,9,9 12,12,12
N=5 N=13 N=27
Figure B.3 - Graph of the correlation coefficient for K=2-3
Table B.3 - Correlations co-efficients for K=2-4
K=2-4 2,3,5 3,3,3 3,6,9 6,6,6 9,9,9 12,12,12
N 0,9031 0,8759 | 0,8759 | 0,8433 | 0,6780 | 0,5128
13 0,9213 | 0,9223 | 0,9088 | 0,9262 | 0,8864 | 0,8183
Ny 0,9022 | 0,7801 | 0,8241 | 0,8599 | 0,7871 | 0,6855




0,9
0,8
0,7
0,6
0,5

Table B.4 - Correlations co-efficients for K=3-4

2,3,

K=2-4
- PY N
— —
5 3,3,3 3,6,9 6,6,6
== \=5 e=@==N=13 N=27

9,9,9

12,12,12

Figure B.4 - Graph of the correlation coefficient for K=2-4

K= 3-
4 1 2 3 4 5 6
=5 1 1 1 1 1 1
0,9458 10,9021 10,8992 10,8691 |0,7684
N=13 10,9458
0,9393 10,9506 10,9199 10,9117 10,9122 10,7555
N=27
k= 3-4
1 ' o o o
\
0,9 —
0,8 \\‘
0,7
0,6
0,5

=@=N=5 =@=N=13

N=27

Figure B.5 - Graph of the correlation coefficient for K=3-4
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However, in a bid to get the best deviation and the best number of indicators, we had to
separate them. For example, K=2 and N=5 gave below and subsequent variants with their
results follow
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Table B.5 - Correlations co-efficients for K=2, N=5

K= |1-2 1-3 |14. |1-5. J1-6. |2-3 |2-4/ |2-5. [2-6. [3-4. |3-5. [|3-6. [|4-5. H-6. 5-6.
IN=510.942 ]0.942]0.664]0.535]0.311}1.00]0.605 j0.481]0.224/0.605]0.481 ]0.2241]0.779 |0.565 10.671

K=2

08
0,6
0,4

0,2

1-2 -3 14 15 1-6. 2-3  2-4. 2-5. 2-6. 3-4. 3-5. 3-6. 45  4-6. 5-6.

=@=N=5

Figure B.6 - Graph of the correlation coefficient for K=2, N=5

Table B.6 - Correlations co-efficients for K=2, N=13

K=2 [7-8 |79 [7-10 [7-11 |7-12 8-9 [8-10 [8-11 [8-12 [9-10 [9-11 |9-12 |10-11(10-12{11-12

IN=13 10.992 [0.890 |0.815 0.709 ]0.552 10.900 {0.807 |0.713 0.550 ]0.932 10.829 |0.644 10.842 [0.567 |0.567

K=2, N=13

1,2000
1,0000
0,8000
0,6000
0,4000
0,2000

0,0000
7-8. 7-9. 7-10. 7-11. 7-12. 8-9. 8-10. 8-11. 8-12. 9-10. 9-11. 9-12. 10-11. 10-12. 11-12.

Figure B.7 - Graph of the correlation coefficient for K=2, N=13
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Table B.7 - Correlations co-efficients for K=2, N=27

K=2 [13-14]13-1513-17|13-18|14-15]14-16]14-17]14-18}15-16{15-17]15-18]16-17{16-18}17-18
IN=27]0.878]0.89810.841]0.8000.948]0.945]0.975]0.868 10.948]0.95010.830}0.912(0.772]0.875

K=2, N=27
1,200
1,000
- ’—\/—/\/_\/\/
0,600
0,400
0,200

0,000
13-14 13-1513-16 13-17 13-18 14-15 14-16 14-17 14-18 15-16 15-17 15-18 16-17 16-18 17-18

Figure B.8 - Graph of the correlation coefficient for K=2,N=27

Table B.8 - Correlations co-efficients for K=3, N=5

K=3 [19-20]19-21(19-22]19-23]19-24|20-2120-22]20-23]|20-24 |21-22{21-23 [21-24|22-23|22-24|23-24
IN=1310.935]0.935]0.561]0.584 {0.317 {1.000 }0.5300.580]0.3070.5300.580 ]0.307 j0.825 [0.616 [0.672

K=3, N=5

1,200
1,000
0,800
0,600
0,400
0,200

0,000
19-20 19-21 19-22 19-23 19-24 20-21 20-22 20-23 20-24 21-22 21-23 21-24 22-23 22-24 23-24

Figure B.9 - Graph of the correlation coefficient for K=3, N=5



Table B.9 - Correlations co-efficients for K=3, N=13

K=3

25-2625-27[25-28|25-29|25-30[26-27|]26-28]26-29126-30[27-28|27-29|127-30[28-29[28-30[29-30

IN=1
3

0.988]0.8990.805]0.726]0.590(0.916]0.801]0.736]0.580{0.883]0.799]0.533]0.8540.543]0.718

1,200

1,000

0,800

0,600

0,400

0,200

0,000

K=3; N=13

25-26 25-27 25-28 25-29 25-30 26-27 26-28 26-29 26-30 27-28 27-29 27-30 28-29 28-30 29-30

Figure B.10 - Graph of the correlation coefficient for K=3, N=13

Table B.10 - Correlations co-efficients for K=3, N=27
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K=3 [31-32 |31-3

3 131-34 [31-35 |31-36 [32-33 |32-34 |32-35 [32-36 [33-34 |33-35 |33-36 [34-35 |34-36

35-36

IN=27 0.973

0.973 10.918 §0.852 0.743 ]0.896 0.893 10.863 [0.777 10.931 ]0.933 |0.752 [0.934 |0.712

0.806

1,200

1,000

0,800

0,600

0,400

0,200

0,000

K=3 N=27

31-32 31-33 31-34 31-35 31-36 32-33 32-34 32-35 32-36 33-34 33-35 33-36 34-35 34-36 35-36

Figure B.11 - Graph of the correlation coefficient for K=3, N=27




Table B.11 - Correlations co-efficients for K=4, N=5

K=4

37-38|37-

39[37-40

37-41

37-42)

38-39

38-40)

38-41

38-42

39-40

39-41

39-42

10-41

41-42

IN=5

0.935

0.935

0.561

0.584

0.317

1.000

0.530

0.580

0.307

0.530

0.580

0.307

0.825

0.672

1,200

1,000

0,800

0,600

0,400

0,200

0,000

K=4 N=5

37-38 37-39 37-40 37-41 37-42 38-39 38-40 38-41 38-42 39-40 39-41 39-42 40-41 41-42

Figure B.12 - Graph of the correlation coefficient for K=4, N=5

Table B.12 - Correlations co-efficients for K=4, N= 13

K=4

43-44

43-45

43-46

43-47

43-48

44-45

44-46

4447

44-48

45-46

45-47

45-48

16-47

46-48

47-48

IN=13

0.987

0.901

0.791

0.769

0.611

0.922

0.791

0.790

0.632

0.883

0.811

0.592

0.831

0.525

0.780

1,200

1,000

0,800

0,600

0,400

0,200

0,000

K=4 N=13

43-44 43-45 43-46 43-47 43-48 44-45 44-46 A4-47 A4-48 45-46 45-47 45-48 46-47 46-48 47-48

Figure B.13 - Graph of the correlation coefficient for K=4, N=13
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Table B.13 - Correlations co-efficients for =4, N=27

K=4 [49-5049-51[49-52]49-5349-54[50-51|50-52]50-53|50-54|51-52|51-5351-54]52-5352-54|53-54

IN=2710.97910.895]0.927]0.869]0.72610.9200.913]0.879]0.760(0.931]0.9410.79610.9160.7360.837

K=4, N=27

1,200
1,000
o500 W\/\/
0,600
0,400
0,200
0,000

v"’bg »‘?”%\, @Q v"ﬁ) @?)v @be 09’0;» %Qb% %th %”fo% @”53) %@v @”b% %”fov %"’bv

Figure B.14 - Graph of the correlation coefficient for K=4, N=27

From all of the above, it can deduced that N=13 is the best number if indicators for all
the candidates. Looking at the graphs above, all N=5 and N=27 had a high level of
irregularities but N=13 does not.



Attachment C

Example of calculating of generalized total ranks
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Attachment D

Example of variants of *a calculation for different amounts of member

1.3

116, 41 75
137 58 79
134 54 80
161 72 89
149 56 93
181 84 97
150, 53 97
144 44 100
161 61 100

6.3
0 o0 0
87 34 53

105 43 62
126/ 48 78
126 44 82
133 48 85
153/ 65 88
158 70 88
160 70 90
147/ 55 92

11.3

111 44 67
1200 47 73
165 83 82
133 47 86
191 104 87
125 32 93
165 71 94
147, 52 95
165 69 96

16.3

87 43 44
139, 67 72
129 56 73
129 55 74
153 75 78
148 66 82
128 38 90
134 43 91
141 48 93

41

99
153
225
281
365
418
462
523

53

96
144
188
236
301
371
441
496

67
114
197
244
348
380
451
503
572

111
167
222
297
363
401

492

41
49.5

51
56.3
56.2
60.8
59.7
57.8
58.1

53
48
48
47
47.2
50.2
53
55.1
55.1

67
57
65.7
61
69.6
63.3
64.4
62.9
63.6

55.5
55.7
55.5
59.4
60.5
57.3
55.5
54.7

75
154
234
323
416
513
610
710
810

53
115
193
275
360
448
536
626
718

67
140
222
308
395
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263
341
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Initial data to calculate the average of weighted sum of general final ranks for the team 1

Basic

based on developed method

current

K=2 N=5; zone =2, first zone

Basic

Mohammu

Gregory o

Farhan Mt

Gladys

Akanimor

current
Mohamm Gregory o Farhan Mt Gladys
0 67 49 89
90 87 103
157 136 192
81 0 64 70
99 145 127
180 209 197
45 61 0 101
96 141 112
141 202 213
o4 77 76 0]
125 122 120
219 199 196
67 54 89 77
98 97 104 147
165 151 193 224

Akanimor

64
115
179

62
91
153

70
110
180

88
126
214
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Initial data to calculate the average of weighted sum of general final ranks for the team 2

K=2 N=5; zone =2, first zone

based on developed method

1 3 4 5 7 8 9
72 % 64 50 V) 14
83 9% 37 128 % 118
155 186 101 178 138 132
61 & 56 82 52 53
109 97 93 112 118 97
170 181 149 194 170 150
78 49 71 33 4 65
125 128 150 89 98 104
203 177 21 122 139 169
57 a4 89 85 60 68
59 118 141 143 112 98
116 162 230 228 172 166
74 63 43 82 58 57
105 126 111 129 72 83
179 189 154 211 130 140
38 65 67 55 37 iy}
106 99 70 120 62 61
144 164 137 175 99 103
20 60 75 73 36 36
118 87 116 103 121 73
138 147 191 176 157 109




150
Attachment G

Example of reflection of the expert opinions as for the importance for the team members

of the SWB-indicators for team 1

Candidates/ Indicatc Onwaeze | Akaninwor Raji Mujahid | Egharevba | Mwerinde Arabi Park johg Agboola
Chidi Sunny Abiodun Farhan Gregory Gladys Emmanuel | Johgsoo Remi Iretor Igho

Participation in Decision
making 5 5 5 5 5 5 5 5 5 5
Trust of organization 5 5 5 5 5 5 5 5 5 5
Anticipated growth 4 4 4 5 4 4 4 4 4 4
Responsibilities 4 4 4 5 5 4 4 4 3 4
Recognition 3 4 3 4 3 4 3 3 3 3
Addressing
grievances/satisfied with
work relationships with the 5 5 5 5 5 4 4 4 3 3
people around me
Initiation and leadership 4 4 4 5 5 4 3 4 3 4
satisfied with the given
right to put forward my 3 4 4 4 4 4 4 3 3 3
opinions
satisfied with the leaders in
my workplace as positive| 4 4 3 4 4 4 3 3 4 3
role models
Empowerment 3 3 4 4 3 3 3 3 3 3

tisfacti & 1]
sal 1§ action persona 4 4 4 3 3 4 4 4 3
achievement
satisfied employee
assistance policy of the] 2 3 3 3 3 3 3 3 3 2
company
satisfied & able to maintain
a healthy balance between 3 4 4 4 4 4 4 3 3 2
work and family life
Monetary benefits 4 3 3 4 4 3 3 4 3 3
Appreciation 3 3 4 3 3 4 3 3 4 3
Satisfactory leave policy of] 2 4 4 4 4 3 3 4 3 3

the company

satisfactory  long  term

benefit & insurance 3 3 4 4 4 3 3 4 3 3

policies of the company

satisfied with the existing

salary structure of the 4 4 4 4 5 4 4 4 4 3

company

satisfied ~ with various
activities in the firm &

love participating in them 3 3 2 4 4 3 3 3 3 2

happy _with my - work 3 4 3 5 5 4 4 5 3 4

responsibilities

’t:'he fe'el of being loved and| 4 3 3 4 4 4 4 3 3
clonging

Safety and security 3 3 3 4 4 3 4 3 3 2

Personal interest and|

hobbics S 2 3 5 4 4 4 3 y) 3

Freeldom llo select team on 3 3 3 5 5 4 3 4 4 3

special assignments

Regular health hazard for

all team members 3 2 2 4 4 3 3 3 3 4

Allowed to try new things 2 1 2 4 4 3 3 3 2 3

Non-exhaustive work

environment 3 2 3 4 4 4 3 3 2 2

94 93 94 115 111 100 95 98 90 85
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Example of reflection of the expert opinions as for the importance for the team members

of the SWB-indicators for team 2

Emmanuel Milad Mussa Omoloye Awoliyi Villahute
. . Afolabi Comfort lyambo Salih Gumaa Tacula Esther Obateru Peter Molohgua
Candidates./Indicatd
/ Azegbea Mathew Omoghele |Paulus Mohamed |lbrahim Miguel Yakubu Oluwadur |Funmilayo|Oluwagbol|Julio
Matthew |Olutosin |}li Shoopala |Saad Suliman Bernardo ]Apaji otimi Janet ahan Patricio

! Participation in Decision

making 4 4 3 4 3 3 5 5 4 4 4 5

Trust of organization 4 3 3 3 4 4 4 4 3 3 4 4
3 Anticipated growth 3 3 4 4 3 3 4 4 3 5 5 4
N Responsibilities 4 4 3 3 4 3 4 3 4 5 4 4
B Recognition 4 3 3 4 2 3 5 4 3 4 3 3
© Addressing

grievances/satisfied ~ with

work relationships with the| 5 4 3 4 3 4 4 5 4 5 3 4

people around me
i Initiation and leadership 4 4 3 4 4 3 4 4 5 3 4 4
i satisfied with the given

nght. to put forward my 4 3 4 3 4 2 4 5 3 4 5 4

opinions
° satisfied with the leaders in

my workplace as positive 4 4 3 5 4 2 4 4 3 3 3 5

role models
10 Empowerment 4 2 4 4 5 4 3 3 5
" satisfaction &  personal

achievement 4 4 4 4 5 3 3 4 4 4
12 satisfied employee

assistance policy of the 4 5 3 4 3 3 4 4 4 3 4 4

company
3 satisfied & able to maintain

a healthy balance between 4 4 3 5 3 4 4 3 3 4 4 5

work and family life
14 Monetary benefits 4 4 4 4 3 3 4 4 3 3 4
: Appreciation 4 3 5 3 4 4 3 3 4 3 4
16 Satisfactory leave policy of]

the compan 4 3 3 4 3 3 4 4 4 4 4 5
17 satisfactory  long  term

benefit & insurance| 4 4 3 5 4 2 5 5 5 4 4 3

policies of the company
18 satisfied with the existing]

salary structure of the 3 4 4 4 3 3 4 4 3 3 4 4

company
19 satisfied  with  various

activities in the firm &

love participating in them 4 3 4 3 3 4 5 4 3 4 3 4
20 happy with my work

responsibilities 4 4 3 4 4 4 3 3 4 4 3 4
2! The feel of being loved and|

belonging 3 3 3 5 4 3 4 3 3 3 3 3
22 Safety and security 3 4 4 4 3 4 5 4 4 4 3 4
3 Personal  interest  and|

o, 3 4 3 5 4 3 4 3 3 3 4 4
24 Freedom to select team on

srecal assienments 4 3 4 4 3 4 5 3 3 4 4 3

special assignments
23 Regular health hazard for

all team members 4 4 3 5 3 4 4 4 4 4 3 4
20 Allowed to try new things 4 4 3 4 3 4 5 3 3 3 4 5
27 Non-exhaustive work 3 3 4 4 3 4 4 4 3 3 4

5

environment
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Initial data to calculate the average of weighted sum of general final ranks for the team 1

Mohamm: Gregory o Farhan Mu Gladys

based on experts opinions

Basic current
Mohammu 0
Gregory o 18
24
42
Farhan Mt 21
29
50

Gladys  MohammEgharevb: Mujahid F Mwerinde Akaninwor Sunny

Akanimor

18
17
35

23
32
55

20
33
53

o

21
34
55

23
17
40

16
25
41

20
34
54

21
35
56

o

23
17
40

24
32
56

18
28
46

16
31
47

19
26
45

0
0
0

22
31
53

Akanimor Sumy

17
29
46

14
21
35

20
15
35

o
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Attachment J

Initial data to calculate the average of weighted sum of general final ranks for the team 2

based on experts opinions

1 3 4 5 7 8 9

0 19 12 16 19 18 16

0 29 24 21 32 23 24

0 48 36 37 51 41 40
15 15 9 18 16 11
13 0 23 22 26 26 10
28 0 38 31 44 42 21
12 3 0 20 8 9 12
13 8 0 24 22 18 11
25 11 0 44 30 27 23

8 5 10 0 14 7 1
13 10 16 0 21 14 14
21 15 26 0 35 21 15
19 22 18 18 0 13 21
30 31 31 28 0 21 34
49 53 49 46 0 34 55

7 9 8 8 7 0 15
18 28 12 17 23 0 2
25 37 20 25 30 0 A
20 20 18 17 19 19 0
29 34 28 24 31 32 0
49 54 46 41 50 51 0
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