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Abstract 

To ensure greater success in its regular projects, Abu-Dhabi Police (ADP) is working on: 

training their project managers, applying project management software, utilising the services of 

engineering consultants, etc. However, the performance and outcomes of its projects are still not 

fully meeting the desired expectations. Therefore, a study to understand some of the undermining 

factors was carried out. A critical literature review was carried out initially where it was 

established that project delivery and outcomes are affected in part by the three overarching 

factors of�����S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶��characteristics, organizational culture and project management 

culture. On this basis a conceptual framework was developed highlighting how these 3 

compound factors affect project performance and outcome�����D�Q�G���L�Q���S�D�U�W�L�F�X�O�D�U���K�R�Z���$�'�3�¶�V���Y�D�O�X�H�V��

relate with the competencies of their project managers. 

The empirical aspects involved the use of mixed methods where the first part was a 

quantitative survey of the understanding and achievement of both �$�'�3�¶�V��5 values (part of 

organizational culture) and 15 �F�R�P�S�H�W�H�Q�F�L�H�V�����S�D�U�W���R�I���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�¶�V���F�K�D�U�D�F�W�H�U�L�V�W�L�F�V), as well 

as the impact of the former on the later. A questionnaire was administered to 157 people for data 

collection and 71 fully completed responses were obtained, representing a response rate of 45%. 

Descriptive statistics were used to evaluate the levels of achievement of �$�'�3�¶�V��values and 

competencies, which were found to be high. The analysis went on to use ordered logistic 

regression to �H�[�D�P�L�Q�H���W�K�H���D�V�V�R�F�L�D�W�L�R�Q���E�H�W�Z�H�H�Q���W�K�H���D�W�W�D�L�Q�P�H�Q�W���R�I���$�'�3�¶�V���Y�D�O�X�H�V���D�Q�G���F�R�P�S�H�W�H�Q�F�L�H�V�� 

The findings showed that the 5 values impact on the competencies of �$�'�3�¶�V project managers 

differently; for example, the value of �µ�Lntegrity and honesty�¶ impacts heavily on the 5 

competencies of Integration management, Scope management, Time management, Achieving 

and action, and Leadership; while �W�K�H���Y�D�O�X�H���R�I���µ�H�I�I�H�F�W�L�Y�H���F�R�P�P�X�Q�L�F�D�W�L�R�Q�¶���L�P�S�D�F�W�V���K�H�D�Y�L�O�\���R�Q���W�K�H��

3 competencies of Scope management, Cost management, and Achieving and action. 

An advanced training programme was subsequently developed for ADP to further 

increase the attainment of values and competencies by their project managers. This programme 

was developed in focus group discussions that involved some selected project managers who had 

long working experience and high understanding of ADP project schemes. A further round of 

focus group discussions was also used to validate this advanced training programme. 
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Chapter1: Introduction  

1.1: Introduction to Chapter 1  

�0�R�U�H�� �D�Q�G�� �P�R�U�H�� �S�U�R�M�H�F�W�V�� �K�D�Y�H�� �E�H�H�Q�� �E�X�L�O�W�� �W�R�� �D�F�K�L�H�Y�H�� �G�L�I�I�H�U�H�Q�W�� �R�U�J�D�Q�L�]�D�W�L�R�Q�V�¶�� �J�R�D�O�V�� �D�Q�G��

�V�W�U�D�W�H�J�L�H�V�����7�K�H�V�H���R�U�J�D�Q�L�]�D�W�L�R�Q�V�¶���P�D�L�Q���J�R�D�O���L�V���W�R���I�L�Q�L�V�K���W�K�H�L�U���S�U�R�M�H�F�W�V���R�Q���W�L�P�H�����Z�L�W�K�L�Q���E�X�G�J�H�W�����D�Q�G��

to the desired quality. Even though different organizations have invested in project management 

training and development, nearly 70% of projects still fail (Standish Group, 2009). The main 

question is still the same �± what leads to project failures?  A limited number of researchers have 

attributed project failures to project m�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V�� �D�Q�G�� �V�N�L�O�O�V�� ���&�K�H�Q�J�� �D�Q�G�� �0�R�R�U�H����

2003). This position presented a gap in knowledge to the researcher, which was seized upon as a 

dissertation subject matter.  

Other researchers have linked project success and performance to the organizational 

system, which consists of the 3-fold: project manager, overall organizational culture, and 

organizational project management culture (Lindbergh, 2009; Project Management Institute, 

2007). These three strands provided an initial basis of inquiry into the subject matter of 

minimizing or avoiding project failure. The chapter will discuss the background, research 

problem, aim, and objectives. The research methodology is also highlighted in brief as well as 

the need of the research and organisation of the thesis. The chapter then ends with a summary. 

1.2: Background  

Oil revenues from 2003 to 2008 encouraged different economic activities in the Gulf 

Cooperation Countries (GCC). In addition to diversification from oil-based to better-balanced 

economies, the GCC started different big construction projects. After the global economic crisis 
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of 2008, growth in the construction sector slowed down. However, the GCC region is recovering 

steadily and it is expected that its construction sector will exhibit positive growth in the years 

ahead (Alpen Capital, 2012). The construction projects in the GCC have changed from being 

simple, to being massive and complex. The contribution of the UAE construction sector to the 

GDP in particular increased from 8.9% in 2006 to 11.5% in 2010, as shown in Figure 1.1. In 

2011, it was reported that the UAE had the highest number of construction projects by value 

among the GCC countries, with a value of US$319.1 billion (Alpen Capital, 2012).  

 

Figure 1-1:  the contribution of the construction sector to the GDP in the GCC (Source: 
Central Bank Report of respective countries, International Monetary Fund) 

The UAE government has made a strong emphasis on increasing economic activity and 

revenue generation from different industries like construction, in order to minimize their 

dependence on oil revenues. The UAE is the largest construction market in the GCC, and is 

valued at approximately US$ 41bn (Deloitte, 2013). This increases the relevance, importance 

and duty of care of the project management concept in the UAE. 

 The project management concept is relatively new for Abu-Dhabi Police, because its 

Engineering Department was established in 2003. Since 2008, Abu-Dhabi Police has 
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experienced a period of spectacular boom in term of construction activities (Abu-Dhabi Police 

GHQ, 2013). To ensure successful outcomes in Abu-Dhabi Police projects, the project 

management culture needs to be taken care of (Stare, 2011). Different reports have continued to 

deplore the poor performance of Abu-Dhabi Police construction projects in terms of being over 

budget, and over-time. As a result, performance improvement has become the number one 

priority of different initiatives in the Abu-Dhabi Police Engineering Department (EPD) (Secure, 

2013).   

Globally, studies conducted on improving construction project performance have 

generally investigated different factors that cause poor project performance. In most 

organizations, the challenges that might be seen as obstacles in developing an effective project 

management culture can be summarized as follows: 

1- The process orientation is currently rigid; for example, most organizations have processes to 

be followed by their employees. If these processes do not support project management, this 

would lead to project failure, because employees would not have clear processes and plans 

during the project lifecycle (Mochal, 2007).    

2- Weak governance; for example, many organizations have great processes, however nobody is 

overseeing these. In simple terms, governance is the function that has to do with making sure that 

employees do what they are supposed to do. So if top managers in any organizations are 

interested and engaged in projects, they will make sure that processes are followed by 

employees. This would increase the level of the success of the project (Cameron and Quinn, 

2001).  
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3- Inadequate training; many organizations offer poor training to their employees. Therefore, 

these employees are often not fully prepared to cope with their operational tasks, and this could 

�D�I�I�H�F�W���W�K�H���V�X�F�F�H�V�V���R�I���W�K�H�L�U���S�U�R�M�H�F�W�V�����6�R���L�I���D���S�U�R�M�H�F�W�¶�V���W�H�D�P�V���D�U�H���Q�R�W���W�U�D�L�Q�H�G���Z�H�O�O�����S�U�R�M�H�F�W�V���Z�R�X�O�G���Q�R�W��

be managed well and thus would likely fail (Mochal, 2007).     

4- Unclear roles and responsibilities of project stakeholders (i.e. sponsors, clients, management, 

workers, etc.) would directly affect the project management process; e.g. some responsibilities 

may not be assigned (properly), leading to some tasks being either undone or delayed. Such 

lapses can lead to project failure (Cameron et al., 2001).        

A means of improving the effectiveness and efficiency of project management in the 

UAE has to be developed. This may involve a change in organizational culture. To create a 

culture that  enhances the project management concept, it is necessary to look into different 

aspects in the organization to influence its culture.  This research concerns different factors that 

affect the performance and outcomes of projects.  

1.3: Factors Affecting Project Performance and Outcomes  

Different researchers identify different factors that affect project performance and 

�R�X�W�F�R�P�H�V�����$�F�F�R�U�G�L�Q�J���W�R���6�W�D�U�H������������������ �U�H�D�V�R�Q�V���I�R�U���D���S�U�R�M�H�F�W�¶�V���I�D�L�O�X�U�H���F�D�Q���L�Q�F�O�X�G�H���X�Q�F�O�H�D�U project 

characterization, inadequate project schedule, frequent changes during the project lifecycle, poor 

�F�R�Q�W�U�R�O���� �L�Q�H�I�I�H�F�W�L�Y�H�� �F�R�P�P�X�Q�L�F�D�W�L�R�Q�� �V�\�V�W�H�P���� �V�W�D�N�H�K�R�O�G�H�U�V�¶�� �L�Q�Y�R�O�Y�H�P�H�Q�W���� �R�U�� �O�D�F�N�� �R�I�� �W�R�S��

management support. Lindbergh (2009) summarized the factors that affect project performance 

and outcomes in one diagram, called an organizational system, which consists of three main 

�D�V�S�H�F�W�V���� �R�U�J�D�Q�L�]�D�W�L�R�Q�D�O�� �F�X�O�W�X�U�H���� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�P�H�Q�W�� �F�X�O�W�X�U�H�� �D�Q�G�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U���� �� �/�L�Q�G�E�H�U�J�K�¶�V��

conception is shown in Figure 1.2. 
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Figure 1-2 An Organizational System (Source: Lindbergh, 2009) 

Figure 1.2 illustrates that the project manager, organizational culture and project management 

culture within the organization are interconnected.  

�*�H�Q�H�U�D�O�O�\�� �W�K�H�� �D�W�W�H�Q�W�L�R�Q�� �R�I�� �S�U�H�Y�L�R�X�V�� �V�W�X�G�L�H�V�� �Z�K�L�F�K�� �K�D�Y�H�� �H�[�S�O�R�U�H�G�� �I�D�F�W�R�U�V�� �D�I�I�H�F�W�L�Q�J�� �S�U�R�M�H�F�W�V�¶��

performance and outcomes are grouped into three main streams. The first stream focuses on the 

project manager and how his/her characteristics impact on the project (see e.g.: Anantatmula, 

2010; Dvir et al., 2006; Lackman, 1987; Prabhakar, 2005; Turner and Müller, 2005; Wellman, 

2007; Muller and Turner, 2007). The second research stream emphasizes organizational culture 

and how its variables influence project success (Armstrong, 2009). The third research stream 

focuses on project management culture and how it leads to project success (Graham and 

Englund, 1997; Plussis, 2004; Plussis and Hoole, 2006; Lindbergh, 2009; Stare, 2011).   

1.3.1 The Project Manager 

The project manag�H�U�¶�V�� �F�K�D�U�D�F�W�H�U�L�V�W�L�F�V�� ���F�R�P�S�H�W�H�Q�F�L�H�V�� �D�Q�G�� �V�N�L�O�O�V���� �F�D�S�D�E�L�O�L�W�L�H�V���� �V�H�O�I-efficiency) 

have a direct impact on project performance and outcome (Dolfi and Andrews, 2006; Turner and 

Muller, 2005; Anantatmula, 2010; Krezner, 2001; Dvir et al., 2006; Wellman, 2007). Dolfi and 



18 
 

�$�Q�G�U�H�Z�V�� �������������� �I�R�X�Q�G�� �W�K�D�W�� �W�K�H�U�H�� �L�V�� �D�� �V�L�J�Q�L�I�L�F�D�Q�W�� �F�R�U�U�H�O�D�W�L�R�Q�� �E�H�W�Z�H�H�Q�� �W�K�H�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�¶�V��

performance and project success. In addition, Dvir et al. (2006) studied the relationship between 

�W�K�H�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�¶�V�� �S�H�U�V�R�Q�D�O�L�W�\�� �D�Q�G�� �O�H�D�G�H�U�V�K�L�S�� �V�W�\�O�H���� �S�U�Rject types, and project success, and 

they concluded that project managers are more successful in projects that fit with their skills and 

�S�H�U�V�R�Q�D�O�L�W�\���� �0�R�U�H�R�Y�H�U���� �7�X�U�Q�H�U�� �D�Q�G�� �0�X�O�O�H�U�� �������������� �I�R�X�Q�G�� �W�K�D�W�� �W�K�H�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�¶�V�� �S�H�U�V�R�Q�D�O�L�W�\����

leadership style, characteristics and skills influence project performance and success.  

1.3.2 Project Management Culture  

Project management culture consists of the availability of policies, processes, structure, tools 

and resources. Project management culture provides project managers with policies, processes, 

structure, tools and resources, to achieve project constraints (Stanleigh, 2007; Cleland, 1999; 

Lindbergh, 2009). Project management culture has been found to be an important factor that 

influences project performance and outcomes (Kerzner, 2003). Graham and Englund (1997), 

Plussis (2004), Plussis and Hoole (2006), Lindbergh (2009) and Stare (2011) state that 

organizations which use projects as a main tool to achieve their vision have better project 

management culture.  

In addition, different researchers have concluded from their studies that there is a positive 

relationship between project management culture practices and project success (Bryde, 2008; 

Muller and Jugdev, 2005).  

1.3.3 Organizational Culture  

Different theorists have defined organizational culture differently. Yazici (2009) defined 

organizational culture as the set of aspects such as values, beliefs, and behavioural norms that 
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show and explain how an organization is doing the work. Hofstede (2001) defined organizational 

culture as a shared assumption by employees in an organization.   

Andersen (2003) found out that the organizational culture has a significant impact on 

performance and achievement. In addition, Kotter and Heskett (1992) concluded that there is a 

positive relationship between organizational culture and performance. Armstrong (2009) stated 

�W�K�D�W�� �D�Q�� �R�U�J�D�Q�L�]�D�W�L�R�Q�D�O�� �F�X�O�W�X�U�H�� �K�D�V�� �D�� �V�L�J�Q�L�I�L�F�D�Q�W�� �H�I�I�H�F�W�� �R�Q�� �H�P�S�O�R�\�H�H�V�¶�� �E�H�K�D�Y�L�R�X�U�V���� �*�H�Q�H�U�D�O�O�\����

organizational culture is about how things are done in the organization (Yazici, 2009). 

Organizational culture can be described as a set of values, norms, artifacts and management style 

(Armstrong, 2009).  

1.3.4 Project Performance and Outcome Criteria 

Every project has different performance criteria (Muller and Turner, 2007), such as time, 

cost, quality, client and business satisfaction (Cheung et al., 2004). However, most researchers 

and theorists agree that time, cost, and quality are the main project performance evaluation 

indicators (Enshassi et al., 2009). Furthermore, Mullaly (2006) and Doolen et al. (2003) 

suggested adding meeting customer expectations and level of project team satisfaction to the 

project performance dimensions.  

1.4: Statement of the Research Problem 

Construction projects are executed to accomplish certain outcomes. Firstly, most projects 

will involve either the creation of new facilities or the upgrading or refurbishment of existing 

facilities. Projects range from the small to the mega-sized, and common to all is the utilization of 

resources. Each project would have an overarching objective that the facility or facilities arising 
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from it should be fit for purpose by enabling certain functions to be carried out therein. Other 

objectives of projects would then concern, say, completion on time, achieving a certain budget, 

quality, etc. These objectives become the yardsticks by which project completion is often 

assessed. It is thus ideal to specify these objectives upfront. Most contract documents would 

reflect the objectives of a project, even if the information is not in one place (BMI, 2008).  

When construction is finished and facilities are ready to be handed over to the client, it is 

often ideal to check if the objectives of the project have been achieved. A prudent client would 

carry out such an assessment. Literature suggests that clients are not always happy with their 

project outcomes, as one or more objectives are often either not achieved or under-achieved. At 

the beginning of a project, most clients and contractors would have the intention of achieving 

these objectives. So, certain things intervene to affect the achievement of the objectives, and 

literature was used to tease these out as a prelude to an empirical study (Enshassi et al., 2009). 

Many building construction projects have been started in Abu-Dhabi Police since 2008. 

Abu-Dhabi Police have carried out more than 120 projects since 2009. Analysis of completed 

and ongoing projects indicates that 95% of Abu-Dhabi Police projects exceed the planned time 

and set costs. According to the Abu-Dhabi Police project management office (Secure 

Engineering, 2013), different reasons lead to the non-achievement of project objectives, such as 

an insufficient project schedule and cost, many changes, inadequate control, ineffective 

communication, unclear stakeholder roles, no top management support, and late processing of 

�F�R�Q�W�U�D�F�W�R�U�V�¶�� �S�D�\�P�H�Q�W�V���� �$�O�O�� �R�I�� �W�K�H�V�H�� �U�H�D�V�R�Q�V�� �D�U�H�� �S�D�U�W�� �R�I�� �R�U�J�D�Q�L�]�D�W�L�R�Q�D�O�� �F�X�O�W�X�U�H�� ���.�R�W�W�H�U�� �D�Q�G��

Heskett, 1992). In Abu-Dhabi Police, the concept of project management is facing challenges 

due to some issues related to the culture of the organization.  
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Even though Abu-Dhabi Police has spent a lot of money in training, hiring specialist 

project management consultants, and buying software (Abu-Dhabi GHQ, 2013), and applied an 

effective project management training programme, their project performance and outcomes have 

often not met their expectations. According to Ibbs and Reginato (2002), project outcomes and 

performance do not depend only on the perfor�P�D�Q�F�H���R�I���W�K�H���S�U�R�M�H�F�W���P�D�Q�D�J�H�U���D�Q�G���K�L�V���R�U���K�H�U���W�H�D�P�¶�V��

abilities. Organizations may spend a lot of money training their project teams, yet may discover 

that their projects do not meet their expectations. Project performance is affected and influenced 

by especially three aspects, namely organizational culture, project management culture and 

project managers (Lindbergh, 2009). 

This research will look in more detail at different factors which are related and 

affecting the performance and outcome of projects and how it may be used to improve 

Abu-Dhabi Police project performance.  

1.5: Research Aim and Objectives: 

The aim of this research is to evaluate the achievement levels of ADP�¶�V values and 

competencies by their project �P�D�Q�D�J�H�U�V�¶, as well as the impact of each value on the 

�F�R�P�S�H�W�H�Q�F�L�H�V���R�I���$�'�3�¶�V��project managers.  

The objectives of this research are: 

1- Carry out a literature review of project managers and their functions, project management 

culture, and organizational culture in order to establish the impacts of these on project 

performance and outcomes.  



22 
 

2- Empirically assess how much the values and competencies of Abu-Dhabi Police are 

achieved by their project managers.  

3- Carry out an empirical evaluation of how the values of ADP affect their project 

�P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V���� 

4- Analyze data collected in 2 and 3 above, by using descriptive statistics and ordered 

logistic regression, to generate findings and identify criteria which ADP can use to 

achieve greater project success. 

5- �'�H�Y�H�O�R�S�� �D�� �V�R�O�X�W�L�R�Q�� �W�K�D�W�� �F�D�Q�� �L�P�S�U�R�Y�H�� �W�K�H�� �F�R�P�S�H�W�H�Q�F�L�H�V�� �R�I�� �$�'�3�¶�V�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V���� �D�V��

�Z�H�O�O���D�V���W�K�H���D�F�K�L�H�Y�H�P�H�Q�W���R�I���W�K�H�L�U���R�U�J�D�Q�L�]�D�W�L�R�Q�¶�V���Y�D�O�X�H�V���� 

6- Draw up conclusions from the foregoing and propose recommendations for further work. 

This study seeks to help Abu-Dhabi Police understand how project performance is affected 

not only by the ability of the project team including the project manager, but also by project 

management culture, and organizational culture. In addition, it proposes to study the 

�U�H�O�D�W�L�R�Q�V�K�L�S�� �E�H�W�Z�H�H�Q�� �$�'�3�� �Y�D�O�X�H�V�� �D�Q�G�� �$�'�3�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V���� �Z�K�L�F�K�� �Z�R�X�O�G��

help Abu-�'�K�D�E�L���3�R�O�L�F�H���I�L�Q�G���Z�K�L�F�K���R�I���L�W�V���Y�D�O�X�H�V���D�U�H���L�P�S�D�F�W�L�Q�J���P�R�U�H���R�Q���L�W�V���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶��

competencies. Therefore ADP could work on different initiatives to minimize the negative 

�H�I�I�H�F�W�V���D�Q�G���P�D�[�L�P�L�]�H���W�K�H���S�R�V�L�W�L�Y�H���H�I�I�H�F�W�V���R�I���L�W�V���Y�D�O�X�H�V���R�Q���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V�����$�V��

a result, this study focuses on helping Abu-Dhabi Police to improve its project performance 

and outcomes.  

Furthermore, the literature review takes a critical lens to factors which affect project 

performance and outcomes. This review highlights that different factors influence projects 

differently, and at the same time these factors are interrelated. Abu-Dhabi Police projects are 
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�V�L�P�L�O�D�U���W�R���R�W�K�H�U���S�U�R�M�H�F�W�V���Z�R�U�O�G�Z�L�G�H�����Z�K�L�F�K���L�Q�G�L�F�D�W�H�V���W�K�D�W���S�U�R�M�H�F�W�V�¶���S�H�U�I�R�U�P�D�Q�F�H���D�Q�G���R�X�W�F�R�P�H�V��

are affected by the same factors. 

Due to time constraints, this research only studied the effect of Abu-Dhabi �3�R�O�L�F�H�¶�V�� �Y�D�O�X�H�V��

���S�D�U�W���R�I���R�U�J�D�Q�L�]�D�W�L�R�Q�D�O���F�X�O�W�X�U�H�����R�Q���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V�����S�D�U�W���R�I���S�U�R�M�H�F�W���P�D�Q�D�J�H�U��

characteristics), and further areas of study were proposed in the last chapter.  

1.6: Research Methodology in Brief: 

The research used mixed methods and consists of five phases. In the first phase, literature 

was reviewed to generate and substantiate a research problem, aim and objectives. After the 

literature review, a quantitative investigation was carried out upfront, followed by qualitative 

surveys. In the second phase, a questionnaire was developed, consisting of three main parts. The 

first part of the questionnaire was designed to test the descriptive statistics values and project 

�P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V�����7�K�H���V�H�F�R�Q�G��part of the questionnaire was designed to test the effect of 

�H�D�F�K�� �R�I�� �$�'�3�¶�V�� �Y�D�O�X�H�� �R�Q�� �I�L�I�W�H�H�Q�� �R�I�� �W�K�H�L�U�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V���� �7�K�H�� �O�D�V�W�� �S�D�U�W�� �R�I�� �W�K�H��

questionnaire contained open-ended questions to address the challenges that the project 

managers might face regarding Abu-�'�K�D�E�L�� �3�R�O�L�F�H�� �Y�D�O�X�H�V�� �D�Q�G�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V����

The questionnaire was distributed to managers and project managers in Abu-Dhabi Police.  

In the third phase, the data were first analyzed using descriptive analysis. Then, to find 

which Abu-�'�K�D�E�L���Y�D�O�X�H�V���K�D�Y�H���P�R�U�H���H�I�I�H�F�W�V���R�Q���W�K�H�L�U���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V�����D�Q���R�U�G�H�U�H�G��

logistic regression analysis was used. To analyze the last part of the questionnaire, qualitative 

methods were used.  
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In the fourth phase and based on the finding of this research, a training programme was 

suggested to help Abu-�'�K�D�E�L�� �3�R�O�L�F�H�� �F�R�Q�W�U�R�O�� �W�K�H�� �H�I�I�H�F�W�V�� �R�I�� �L�W�V�� �Y�D�O�X�H�V�� �R�Q�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶��

competencies. In the fifth phase, different department managers were asked to validate the 

proposed training programme.  

1.7: Benefits of the Research 

�:�K�D�W�� �L�V�� �D�I�I�H�F�W�L�Q�J�� �S�U�R�M�H�F�W�V�¶�� �S�H�U�I�R�U�P�D�Q�F�H�� �D�Q�G�� �R�X�W�F�R�P�H�V�� �L�Q�� �$�'�3�"�� �+�R�Z�� �L�V�� �$�'�3�� �F�X�O�W�X�U�H��

affecting its projects? Answering these questions would help ADP find areas of improvement 

toward having better project performance and outcomes. Also, the outcome will enable ADP to 

design training programmes for specific officers that will better develop and advance these 

officers more effectively. Officers will also be able to identify areas of need and work on these. 

Different organizations can benefit from this research as it is outlining different factors 

that are related to and affect project performance and outcomes.  

1.8: Organization of the Thesis: 

The thesis is structured into nine chapters. Figure 1.3 provides the thesis structure.   
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Figure 1-3 Thesis structure 

Among other things, Chapter 1 states the aim and objectives of the research, which is to 

study the achievement levels of Abu-�'�K�D�E�L���3�R�O�L�F�H���Y�D�O�X�H�V���D�Q�G���W�K�H�L�U���L�P�S�D�F�W�V���R�Q���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶��

competencies. Chapters 2 and 3 shed a light on different aspects that affect project performance 

and outcomes, which are organizational culture, project management culture, and project 

�P�D�Q�D�J�H�U�V�¶���F�K�D�U�D�F�W�H�U�L�V�W�L�F�V�����7�K�H�V�H���W�Z�R���F�K�D�S�W�H�U�V���D�U�H���E�D�V�H�G���R�Q���O�L�W�H�U�D�W�X�U�H���U�Hview. In addition to that, 

chapter 4 sheds a light on ADP managers and project managers and how values and 

competencies apply to them.  

Chapter 1
�{Introduction: This chapter provides an overview of this study. 

Chapter 2

�{Literature review: This chapter highlights the nature of construction projects and explores researches on 
the relationship between project management culture and project performance, and project managers' 
characteristics and project performance. 

Chapter 3
�{Literature review: This chapter focuses on how to investigate types of organizational culture and its 
effects on project performance and outcomes.

Chapter 4

�{Abu-Dhabi Polcie: This chapter discribres Abu-Dhabi Police as whole orgnizations and how it use 
construction projects to achieve it strategy and goles.  

Chapter 5
�{Conceptual Framework: This chapter summarizes factors that affect project performance and outcomes 
and captures them on one framework. 

Chapter 6
�{Research Methodology: This chapter discusses the different methodologies used in this research.

Chapter 7
�{Data Analysis: This chapter discusses the different methodologies used in this research.

Chapter 8
�{Conclusion and Recommendation: This chapter contains the conclusion and recommendation of this 
study.
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Chapter 5 presents a conceptual framework that groups the different factors that affect 

project performance and outcomes. Chapter 6 gives a description of the research methodology 

adopted in this research. Different aspects of research are discussed in detail, such as 

epistemology, axiology and ontology. A predominantly quantitative method was adopted in this 

research but other subsequent elements were studied by focus group fora.   

Chapter 7 includes the discussion of the results obtained from the questionnaires. It also 

contains different types of analysis that were used to analyze the collected data. It mainly 

highlights the research findings: the achievement level of Abu-�'�K�D�E�L�� �3�R�O�L�F�H�¶�V�� �Y�D�O�X�H�V���� �D�Q�G�� �W�K�H��

�L�P�S�D�F�W�� �R�I�� �$�'�3�¶�V�� �Y�D�O�X�H�V�� �R�Q�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V���� �)�L�Q�D�O�O�\���� �W�K�H�� �F�K�D�S�W�H�U�� �G�L�V�F�X�V�V�H�V�� �W�K�H��

result of three open-ended questions regarding the challenges which project managers face 

�U�H�J�D�U�G�L�Q�J���$�'�3�¶�V���Y�D�O�X�H�V���D�Q�G���W�K�H�L�U���F�R�P�S�H�W�H�Q�F�L�H�V���� 

Chapter 8 contains the conclusions and recommendations obtained from this study. The 

chapter highlights how the aim and objectives were achieved, and then it provides different 

recommendations concluded from the findings of this research, such as a suggested advanced 

training programme.  

1.9: Summary of Chapter 1  

This chapter first discussed the context of the research and then stated the problem that 

this research was built on, and contained the aim and objectives of this research. Furthermore, 

this chapter briefly discussed the research methodology which was used, and the benefit of 

conducting this research. In addition, it outlines the structure of this research.  
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Chapter2: Literature Review on Construction Projects and Performance  

2.1: Introduction to Chapter 2 :  

This chapter reviews literature on aspects that affect project performance, such as the 

project manager, and project management culture. In the first section, this chapter sheds light on 

the nature of construction projects and their lifecycle. Then it reviews two aspects of the 

organizational system.   

In the second section, the competencies, skills, capabilities, and certifications of the 

project manager are discussed, �D�V�� �Z�H�O�O�� �D�V�� �W�R�R�O�V�� �W�R�� �P�H�D�V�X�U�H�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V���� �,�Q��

the third section, project management culture, models that measure project management maturity 

levels, and behaviours of organizations that support project managers are discussed.  

2.2: Construction Projects and their Nature:  

�$���S�U�R�M�H�F�W���L�V���³�D���W�D�V�N���W�K�D�W���L�V���V�S�H�F�L�I�L�F���D�Q�G���X�Q�L�T�X�H���Z�L�W�K���V�S�H�F�L�I�L�F���G�H�O�L�Y�H�U�D�E�O�H�V���D�L�P�H�G���D�W���P�H�H�W�L�Q�J��

�D���V�S�H�F�L�I�L�F���Q�H�H�G���R�U���S�X�U�S�R�V�H�´�����0�Hntal et al., 2007: p.1). Construction projects are critical in every 

economy. They are also significant, not only because their products include buildings, roads, 

bridges, etc., but because of the size of the projects and the money spent on them. UK 

employment in the construction industry was 2.1 million employees, or 6.2% of total 

employment, in 2015 (Rahods, 2015).   

�7�K�H�� �F�R�Q�V�W�U�X�F�W�L�R�Q�� �L�Q�G�X�V�W�U�\�� �L�V�� �E�R�R�P�L�Q�J�� �L�Q�� �W�K�H�� �8�$�(���� �E�H�F�D�X�V�H�� �R�I�� �L�W�V�� �J�R�Y�H�U�Q�P�H�Q�W�¶�V�� �J�R�D�O�� �R�I��

depending on other sources of income than oil, such as tourism and industrial businesses (El-

�6�D�\�H�J�K�������������������7�K�H���F�R�Q�V�W�U�X�F�W�L�R�Q���L�Q�G�X�V�W�U�\���F�R�Q�W�U�L�E�X�W�H�G���������������R�I���W�K�H���8�$�(�¶�V���*�'�3���L�Q����������, and this 

contribution is expected to increase to between 11.1% and 11.5% between 2015 and 2021 
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(Almansoori, 2013). The UAE has the largest construction market in the Gulf Community 

�&�R�X�Q�W�U�L�H�V�� ���*�&�&������ �W�K�H�� �8�$�(�¶�V�� �F�R�Q�V�W�U�X�F�W�L�R�Q�� �Y�D�O�X�H�� �L�V�� �D�S�S�U�R�[�L�P�D�W�H�O�\�� �8�6�'�� �����E�Q�� ���'�H�O�R�L�W�W�H���� ��������������

The lifecycle of a construction project goes through four phases, which are: conception, 

planning, execution, termination (Nwachukwu, 2011). These phases include some activities 

which are shown in Table 2.1: 

Table  2-1 Construction project lifecycle (Source: Nwachukwu, 2011) 

Conception Phase  Planning Phase  Execution Phase  Termination 

Phase  

Feasibility study Develop project management 
plan  

Site handover  Close project  

Choose best alternatives  Define scope and design 
phases  

Material approval  Hand project to 
end user  

Estimate budget and time  Tender phase  Time, cost and quality 
management  

 

Identify project manager and 
project team  

Reward winning contractor Control risks   

Project management is implemented in construction projects to achieve success in all 

project phases (Nwachukwu, 2011). Construction project management has an important role in 

understanding client needs and project objectives (time, cost, quality) and incorporating them 

from the design phase until the finish of the construction phase (Fewings, 2013).  

Construction projects are complex in nature and are different from other types of projects, 

because of their size, complexity, value, time, and variety of stakeholders from different 

backgrounds and cultures. Because of this complexity, construction projects require high 

cooperation and effective communications between all project stakeholders to reach the project 

�J�R�D�O�V�����F�R�V�W�����W�L�P�H�����T�X�D�O�L�W�\�����D�Q�G���W�R���I�X�O�I�L�O���H�Y�H�U�\���V�W�D�N�H�K�R�O�G�H�U�¶�V���Q�H�H�G�V���D�Q�G���J�R�D�O�V�����$�V�V�R�F�L�D�W�H�G���*�H�Q�H�U�D�O��

Contractors of America, 2003). Figure 2.1 illustrates the nature of construction projects, 

assuming that a vertical dashed line represents budget and targeted time:  
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Figure 2-1 The nature of construction projects (Source; Schoppman, 2012) 

Most of the time construction projects reach the red zone, which represents that the 

project is over budget and below the �R�Z�Q�H�U�¶�V�� �H�[�S�H�F�W�D�W�L�R�Q���� �9�D�U�L�D�W�L�R�Q�� �E�H�F�R�P�H�V�� �S�D�U�W�� �R�I�� �D�Q�\��

construction project, which affects the time and the cost of the project (Schoppman, 2012). 

Fewings (2013) rated construction project complexity by multiplying organizational complexity, 

resource complexity and technical complexity. Organizational complexity depends on the 

number of stakeholders involved in the project and how they are integrating with each other. 

Resource complexity depends on the value of the project. Technical complexity depends on 

whether, and increases when, non-standard technology is used. Construction is a diverse industry 

which consists of contractors, consultants, suppliers, and materials (Ojiako, 2004). Even though 

many organizations apply project management in their construction projects, they still fail. 

According to McIntyre (2007) the average rate of failure of construction companies is 14%, 

while it is 12% over all industries.  

That gives an indication that construction has a high percentage of failure compared with 

other industries (McIntyre, 2007). Frese (2003) stated that over 70% of projects fail to meet their 

objectives. In addition, KPMG (2010) found that 50% of projects fail to consistently achieve 

what they set out to achieve. OGC (2006) summarized the common causes of project failure, 

which are: unclear link between project and organization strategy, lack of support from top 
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management, ineffective communication between stakeholders, unskilled project management 

team, wrong evaluation of bidders by focusing on price rather than experience, and unclear link 

between project team, client, and contractor. For companies to succeed in construction projects, 

effective planning is important and major planning involves studying design, preparing a 

successful schedule, estimating an accurate budget, constructing safely, availability of materials 

and labour, etc. (McIntyre, 2007).  

2.3: What is Affecting Project Performance and Outcome?   

Ranking number one among GCC (Deloitte, 2013) and number four globally in terms of 

construction activities (Langdon, 2008), the UAE started investing more in project management 

training (Nazar, 2013). However, with time, projects have become more complex, which 

required more than training project managers in how to manage time, cost and quality. The UAE 

should also look to other aspects of organization such as project management culture and 

organizational culture (Lindbergh, 2009).  

In addition, the performance of project managers is more than their abilities and 

willingness to manage projects. Some factors in the organizational system which are not under 

�W�K�H�� �F�R�Q�W�U�R�O�� �R�I�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�� �D�I�I�H�F�W�� �W�K�H�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�¶�V�� �S�H�U�I�R�U�Pance, thereby affecting 

project performance (Lindbergh, 2009).  

Referring to Figure 1.2, Lindbergh (2009) illustrates that project manager performance is 

affected by organizational culture and project management culture within the organization. So 

changes in any of the organizational system aspects will have an effect on the performance of the 

project manager and the project outcome.  
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2.4: Project Management and Project Managers:  

Project management is planning, coordination and control of different activities within 

the project toward achieving the project objectives of time, cost, and quality (Lock, 2007). 

Gokayadin (2007) stated that project success means achieving the project objectives (time, cost, 

�T�X�D�O�L�W�\���� �D�Q�G�� �P�H�H�W�L�Q�J�� �W�K�H�� �F�O�L�H�Q�W�¶�V�� �H�[�S�H�F�W�D�W�L�R�Q���� �,�Q�� �D�G�G�L�W�L�R�Q�� �W�R�� �W�K�D�W���� �L�Q�� �6�R�I�L�D�Q�¶�V�� �������������� �V�X�U�Y�H�\����

88.5% of project managers say that the definition of project success is meeting the target cost, 

schedule and quality. Project performance and project management performance are inter-related 

and have a positive relationship between them (Mir and Pinnington, 2014).  

�3�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�� �D�U�H�� �³�R�U�J�D�Q�L�]�H�G���� �S�D�V�V�L�R�Q�D�W�H�� �D�Q�G�� �J�R�D�O-oriented who understand what 

projects have in common and their strategic role in how organizations succeed, learn and 

�F�K�D�Q�J�H�´�� ���3�U�R�M�H�F�W�� �0�D�Q�D�J�H�P�H�Q�W�� �,�Q�V�W�L�W�X�W�H���� �������������� �0�D�Q�\�� �V�H�Q�L�R�U�� �P�D�Q�D�J�H�U�V�� �W�K�H�V�H�� �G�D�\�V�� �F�R�Q�V�L�G�H�U��

project managers as among the most valuable resources in the organization which help them to 

succeed in their business (Project Management Institute, 2013). In addition to that, a project 

manager is considered to be the most important aspect that leads to success of the project (Lei 

and Skitmore, 2004).  

According to the PMBOK Guide (2008), project management is the skills, knowledge, 

and techniques that are applied to project activities, to deliver the project within its constraints 

(scope, quality, schedule, and budget). Project management is divided into five main process 

groups, which are initiating, planning, executing, monitoring & controlling, and closing. Fewings 

(2013) summarized the job of a construction project manager as understanding the project and 

client objectives and applying professional services through the project lifecycle to manage 

priorities and conflict. William (2007) suggested that top managers must empower project 
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managers and allow them to choose their resources, policies and processes to manage their 

projects. The project manager should have proper leadership style, skills, and emotional 

intelligence; and improve project performance and outcomes (Turner and Muller, 2005). In 

addition, it is illustrated by Lee-�.�H�O�O�H�\���H�W���D�O�������������������W�K�D�W���D���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�¶�V���V�H�O�I-confidence and 

self-belief have a significant role in project success. Furthermore, Anantatmula (2010) stated that 

�D�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�¶�V�� �O�H�D�G�H�U�V�K�L�S�� �V�W�\�O�H�� �S�O�D�\�V�� �D�� �F�U�L�W�L�F�D�O�� �U�R�O�H�� �L�Q�� �D�F�K�L�H�Y�L�Q�J�� �S�U�R�M�H�F�W�� �F�R�P�S�O�H�W�L�R�Q��

successfully.   

2.4.1 The Competencies and Skills of Project Managers:  

�&�R�P�S�H�W�H�Q�F�\�� �U�H�I�H�U�V�� �W�R�� �D�� �³�F�R�P�E�L�Q�D�W�L�R�Q�� �R�I�� �V�N�L�O�O�V����attributes and behaviours that are directly 

�U�H�O�D�W�H�G�� �W�R�� �V�X�F�F�H�V�V�I�X�O�� �S�H�U�I�R�U�P�D�Q�F�H�� �R�Q�� �W�K�H�� �M�R�E�´�� ���8�Q�L�W�H�G�� �1�D�W�L�R�Q�V���� ��������; p.6). According to the 

Conference Board of Canada (2013), competence is a collection of experience, skills, 

knowledge, and abilities that an employee brings to his or her job. In addition, project manager 

competences are divided into two dimensions:  

- Business environment competencies, such as understanding the business vision and 

translating it to the project vision, the ability to understand the policies and procedures 

and use them in the project activities, and the ability to understand the organization 

culture and the impact of this culture on the project. 

- Management competencies, such as the ability to communicate with the project 

stakeholders, the ability to manage external issues, the ability to manage the financial 

resources of �W�K�H���S�U�R�M�H�F�W���D�Q�G���K�R�Z���K�L�V���R�U���K�H�U���G�H�F�L�V�L�R�Q�V���K�D�Y�H���D�Q���L�P�S�D�F�W���R�Q���W�K�H���S�U�R�M�H�F�W�¶�V���F�R�V�W��

and leadership skills, like motivating his or her team to get them to finish the project and 

make decisions, the ability to learn from previous lessons, and time management. 



33 
 

One of the factors that influences project success is hiring competent project managers 

(Omidvar et al., 2011). According to Probhakar (2008), an effective project manager should have 

�W�K�H�� �I�R�O�O�R�Z�L�Q�J�� �F�R�P�S�H�W�H�Q�F�L�H�V�� �D�Q�G�� �V�N�L�O�O�V���� �³�I�O�H�[�L�E�L�O�L�W�\�� �D�Q�G�� �D�G�D�S�W�D�W�L�R�Q���� �S�U�H�I�H�U�H�Q�F�H�� �I�R�U�� �V�L�J�Q�L�I�L�F�D�Q�W��

initiative and leadership, aggressiveness, confidence, persuasiveness, verbal fluency, ambition, 

activity, forcefulness, effectiveness as communicator and integrator, broad scope of personal 

interest, poise, enthusiasm, imagination, spontaneity, able to balance technical solutions with 

time, cost, and human factors, well organized and disciplined, a generalist rather than a 

specialist, able and willing to devote most of his or her time to planning and controlling, able to 

�L�G�H�Q�W�L�I�\�� �S�U�R�E�O�H�P�V���� �Z�L�O�O�L�Q�J���W�R���P�D�N�H���G�H�F�L�V�L�R�Q�V���� �D�E�O�H���W�R���P�D�L�Q�W�D�L�Q���D���S�U�R�S�H�U���E�D�O�D�Q�F�H���L�Q���X�V�H���R�I���W�L�P�H�´ 

(page 44).  

Furthermore, Scott (1996) stated that competency is a group of needed knowledge, skills, 

attitudes and other characteristics that affect �D�Q�� �H�P�S�O�R�\�H�H�¶�V�� �M�R�E���� �D�Q�G�� �W�K�H�V�H�� �J�U�R�X�S�V�� �F�D�Q�� �E�H��

measured by using a well-designed standard to improve these groups by training and 

development. A competency model is used to define successful performance in a specific job 

(PDRI, 2012). PMI (2002) developed a project management competency development (PMCD) 

framework. These PMCD competencies are divided into three dimensions (shown in Figure 2.2): 

i) project management knowledge, ii) project management performance (which is defined based 

on nine knowledge areas of PMBOK assessed in five clusters: initiation, planning, executing, 

controlling, and closing), and iii) personal competencies. A total of 15 competency components 

are defined on the three dimensions, and these components are classified into elements of 

criteria, which are used to measure knowledge and performance in all competency components.  
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Figure  2-2 PMCD (source: PMI, 2007) 

The PMCD is not an evaluation tool of a project manager; it only provides guidance for 

organizations and project managers for training and development. Project management 

knowledge can be measured by passing a PMI test or an equivalent test; performance 

competence can be demonstrated by evaluating the actions and the output of the project on the 

nine project management knowledge areas; and personal competence can be demonstrated by 

evaluating project �P�D�Q�D�J�H�U�¶�V�� �E�H�K�D�Y�L�R�X�U�V. PMCD is a development-based framework which 

defines competencies required on all project phases, from initiation to closing (PMI, 2007). The 

�3�0�&�'�� �F�O�D�V�V�L�I�L�H�V�� �W�K�H�� �P�D�L�Q�� �G�L�P�H�Q�V�L�R�Q�V�� �R�I�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V�� �W�K�D�W�� �L�P�S�D�F�W�� �W�K�H�L�U��

performance (PMI, 2007). The PMCD helps organizations to define and describe the needed 

knowledge, behaviour, and performance for competent project managers. Even though the 

PMCD framework recognizes factors that have direct effects on performance, it does not address 

them directly. 
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2.4.2 Assessment-�E�D�V�H�G���7�R�R�O�V���I�R�U���0�H�D�V�X�U�L�Q�J���3�U�R�M�H�F�W���0�D�Q�D�J�H�U�V�¶���&�R�P�S�H�W�H�Q�F�L�H�V 

�&�R�P�S�H�W�H�Q�F�L�H�V���D�Q�G���V�N�L�O�O�V���D�V�V�H�V�V�P�H�Q�W���W�R�R�O�V���D�U�H���X�V�H�G���Q�R�W���R�Q�O�\���W�R���P�H�D�V�X�U�H���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶��

competencies and skills, but also to establish training and development programmes. The use of 

these tools motivates project managers toward achieving better certification levels (Australian 

Institute of Project Management, 2010). Examples of these models are Boston Project 

Management Competency model, AIPM Professional Competency Standard, IPMA Competence 

Baseline 3.0, APM Competence Framework, PM360, Workforce Competency Model, and SSQ 

Model.  

2.4.2.1 Boston University Project Management Competency Model:   

Boston University Corporate Education Centre developed a project management 

competency model, shown in Figure 2.3, which focuses on three major categories: technical, 

personal, and business and leadership. In this model, these three categories are divided into units 

and these units are divided into clusters (Gould and Freeman, 2003).    
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Figure  2-3 Project management competency model (Source: Gould and Freeman, 2003) 

The clusters of every unit could be divided into elements which can be divided into performance 

criteria, as shown in Figure 2.4.  

 

Figure  2-4 Performance criteria (Source: Gould and Freeman, 2003) 

Then managers could assess project manager competencies at an element level, while using 

performance criteria to clarify and define perfo�U�P�D�Q�F�H���E�H�I�R�U�H���W�K�H���D�V�V�H�V�V�P�H�Q�W�����3�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶��

competencies will be assessed based on their current performance, as well as the answers to 
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questions related to the competencies. Results of the assessment will be rated at the cluster level 

based on the following (Gould and Freeman, 2003):  

- Unaware: do not recognize the skill in the project manager. 

- Aware: project manager has knowledge, but has not applied the knowledge. 

- Functional: project manager applies knowledge, and needs guidance in complex 

situations. 

- Proficient: project manager applies a breadth of knowledge without the need for guidance 

in complex situations. 

- Expert: project manager coaches and helps others using a breadth of experience.  

By having this scale at each cluster level, the PMO (project management office) will be able to 

score project managers. The assessment will determine the important competencies of project 

managers, and the needed training and development (Gould and Freeman, 2003).   

2.4.2.2 Australia Institute  of Project Management Professional Competency Standard: 

The AIPM competency model was developed by the Australia Institute of Project 

Management in 2008. AIPM competencies are driven from PMBOK standards. Areas of project 

management in this standard are the same nine areas of PMCD. AIPM defines competencies 

required for five certification standards, which are:  

1. The Certified Practising Project Practitioner (CPPP) 

2. The Certified Practising Project Manager (CPPM) 

3. The Certified Practising Senior Project Manager (CPSPM) 

4. The Certified Practising Project Director (CPPD) 
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5. The Certified Practising Portfolio Executive (CPPE) 

In these standards, the project manager has to provide evidences based on his or her 

performance. The assessment is done by one assessor (from AIPM website) who evaluates all 

documents and suggests AIPM certification standards. Every three years, the project manager 

needs to be recertified (Australian Institute of Project Management, 2010).    

2.4.2.3 IPMA (International Project Management) Competence Baseline 3.0: 

IPMA was developed by the International Project Management Association in 2006. 

IPMA competencies are divided into three parameters: technical, behavioural, and contextual 

competencies. A total of 46 competency components are defined as follows: 20 technical, 15 

behavioural and 11 contextual. Technical competencies deal with project deliverables, 

behavioural competencies deal with personal relation between all stakeholders, and contextual 

competencies deal with interrelations within the project context. IPMA has four levels of 

certifications:  

1. Certified Project Director (IPMA Level A),  

2. Certified Senior Project Manager (IPMA Level B),  

3. Certified Project Manager (IPMA Level C), and  

4. Certified Project Associate (IPMA Level D).  

IPMA assessment is done by two assessors (one from the same industry as the project 

manager, and the other from a different industry). The two assessors evaluate project managers 

in every competency element using a scale (0 - no competence to 10 - absolute maximum). The 

two assessors evaluate the candidate by marking written exams, reports, asking questions of the 
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candidates, and oral presentation. Then assessors make proposals on the outcome �± either a fail 

or a pass �± supported with reasons. The final decision is made by the IPMA (IPMA, 2006). 

2.4.2.4 APM Competence Framework: 

APM was developed by the Association for Project Management in 2008. APM 

competencies are divided into three dimensions: technical competencies (30 elements dealing 

with project deliverables), behavioural competencies (nine elements dealing with personal 

project management competence), and contextual competencies (eight elements dealing with 

interrelationship between organization and project manager), giving a total of 47 competency 

elements. Each competence goes together with i) a number of competence indicators which are 

used to explain how competences are applied to projects and ii) a table that shows competence 

levels are related to different APM certifications. APM has four levels of certification, which are:  

1. Project director (APM Level A),  

2. Senior project manager (APM Level B),  

3. Project manager (APM Level C), and  

4. Project management associate (APM Level D).  

APM allows the project manager to identify and classify different competence elements 

needed for effective project management (APM, 2008).  
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2.4.2.5 PM360 

According to ESI (2013), PM360 was developed by ESI in 2006 and it is used to measure 

project manager competencies and skills. Project manager competencies are divided into six 

competency areas, as shown in Figure 2.5: 

 

Figure  2-5 PM360 (Source: ESI, 2013) 

In this model, project managers will by their direct managers, project sponsors, and project team 

members in six competency areas. The six competencies areas are (ESI, 2013):  

1- Organization and industry acumen: �7�K�H���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�¶�V���D�E�L�O�L�W�\���W�R���D�O�L�J�Q���W�K�H���S�U�R�M�H�F�W���Z�L�W�K��

the organizational strategy, which means the entire �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�¶�V�� �G�H�F�L�V�L�R�Q�V�� �V�X�S�S�R�U�W��

the organizational strategy to seek its vision.  

2- Process expertise: �7�K�H�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�¶�V�� �D�E�L�O�L�W�\�� �W�R�� �L�P�S�O�H�P�H�Q�W�� �Sroject management 

processes, techniques, and knowledge during the project phases, while considering the 

organization policy, procedure, and rules.  

3- Customer focus: �7�K�H�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�¶�V�� �D�E�L�O�L�W�\�� �W�R�� �P�D�Q�D�J�H�� �F�R�Q�I�O�L�F�W�V�� �G�X�U�L�Q�J�� �W�K�H�� �S�U�R�M�H�F�W�¶�V��

lifecycle in order to increase customer satisfaction and achieve customer loyalty.  
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4- Team leadership: �7�K�H���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�¶�V���D�E�L�O�L�W�\���W�R���E�X�L�O�G���D�Q���H�I�I�H�F�W�L�Y�H���W�H�D�P�����P�R�W�L�Y�D�W�H���W�H�D�P��

�P�H�P�E�H�U�V�� �D�Q�G�� �P�D�Q�D�J�H�� �W�H�D�P�� �P�H�P�E�H�U�V�¶�� �S�H�U�I�R�U�P�D�Q�F�H���� �W�R�� �P�D�[�L�P�L�]�H�� �W�K�H�L�U�� �S�H�U�I�R�U�P�D�Q�F�H��

toward achieving project objectives.  

5- Communication: �7�K�H���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�¶�V���D�E�L�O�L�W�\���W�R���G�H�O�L�Y�H�U���L�G�H�D�V���F�O�H�D�U�O�\���D�Q�G���H�I�I�H�F�W�L�Y�H�O�\�� 

6- Personal efficiency: �7�K�H�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�¶�V�� �D�E�L�O�L�W�\�� �W�R�� �P�D�N�H�� �Y�D�O�X�D�E�O�H�� �V�X�J�J�H�V�W�L�R�Q�V���� �E�H��

flexible, and have an effective attitude to enhance other stakeholders. 

 There are two types of rating, which are IMPORTANCE (how this area is important to the 

�S�U�R�M�H�F�W���P�D�Q�D�J�H�U�¶�V���F�X�U�U�H�Q�W���S�R�V�L�W�L�R�Q�����D�Q�G���$�3�3�/�,�&�$�7�,�2�1�����K�R�Z���Z�H�O�O���W�K�H���S�U�R�M�H�F�W���P�D�Q�D�J�H�U���S�H�U�I�R�U�P�V��

this competency). Figure 2.6 below shows an example of the average score of every competency:  

IMPORTANCE      APPLICATION 

1 - Not at all important             1 - Not at all 

2 - Slightly important     2 - To a small extent 

3 - Moderately important     3 - To a moderate extent 

4 - Very important     4 - To a great extent 

5 - Most important     5 - To a very great extent 
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Figure  2-6 PM360 score (Source: Paul, 2007) 

 

2.4.2.6 Workforce Competency Model (WFCM): 

�:�R�U�N�I�R�U�F�H�� �&�R�P�S�H�W�H�Q�F�\�� �0�R�G�H�O�� ���:�)�&�0���� �Z�D�V�� �G�H�Y�H�O�R�S�H�G�� �W�R�� �P�H�D�V�X�U�H�� �W�K�H�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�¶�V��

performance. WFCM evaluation is constructed in three phases (Razak et al., 2012): 

1- Preliminary Phase. 

2- Expert Judgment Phase. 

3- Quantification Phase.  

In phase 1, performance indicators (PIs) are created and identified and linked to skills, 

knowledge, and attitudes to compare them with other organization performance requirements. In 

addition, in the expert judgment phase, experts in the project management field who have 

adequate knowledge and experience in project management will identify performance shaping 

factors (PSFs) in each PI with numerical suggestions on the rating scores and weighting of the 

PSFs in every PI. The weight of PSF (which means the degree of influence of one PSF compared 

to other PSFs), will be assigned using a paired comparison method with the analytical hierarchy 

�S�U�R�F�H�V�V�¶�V�����$�+�3�¶�V) arbitrary scale. Then the PSF will be rated by experts using a five-point rating 
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scale, where five is the best performance (Razak et al., ���������������7�K�H���V�F�R�U�H���R�I���H�D�F�K���I�D�F�W�R�U�����������I�U�R�P��

PSFs is calculated using the below equation (Razak et al., 2012): 

 

Where n is the total number of PSFs, w is the weight of PSF, and r is the rating of PSF. The final 

phase (quantification phase) involves multiplying all scores from the previous phases, as shown 

in the below equation (Razak et al., 2012): 

 

The higher the value of ( ), the greater the competence of the project manager.   

2.4.2.6 Soft Skill Quantification (SSQ) Model:  

Soft Skill Quantification (SSQ) is another tool for measuring project manager 

competencies based on 360-degree feedback (from customers, team members, and top managers) 

and line manager observation. The competencies and key skills will be selected by the manager, 

as shown in Table 2.2:  

Table 2-2 SSQ model competencies (Source: Edward et al., 2007; p.34) 

Attribute name  Definition  

Accountability for others  �7�K�H���D�E�L�O�L�W�\���W�R���W�D�N�H���D�F�F�R�X�Q�W�D�E�L�O�L�W�\���D�Q�G���U�H�V�S�R�Q�V�L�E�L�O�L�W�\���I�R�U���R�W�K�H�U�V�¶���D�F�W�L�R�Q�V�� 
Conceptual thinking  The ability to analyze situations to solve problems 
Conflict management  The ability to manage conflict in the project   
Continuous learning  The ability to take action to learn new ideas and methods   
Customer focus  Seeking customer satisfaction  
Decision-making  The ability to take action by analyzing several alternative solutions   

http://search.proquest.com.ezproxy.wlv.ac.uk/indexinglinkhandler/sng/au/Izatul+Hamimi+Abdul+Razak/$N?accountid=14685
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Developing others  The ability to help and support others to grow and develop  
Diplomacy  The ability to deal with others fairly 

Empathetic outlook  The ability to understand the attitudes and the feelings of others 
Flexibility  The ability to adapt to changes  
Goal achievement The ability to set, control and achieve desired goals  
Influencing others  �7�K�H���D�E�L�O�L�W�\���W�R���D�I�I�H�F�W���R�W�K�H�U�V�¶���D�F�W�L�R�Q�V���D�Q�G���R�S�L�Q�L�R�Q�V 
Interpersonal skills  The ability to deal positively with others  
Leading others  The ability to manage and motivate team members to achieve goals  
Objective listening  �7�K�H���D�E�L�O�L�W�\���W�R���O�L�V�W�H�Q���W�R���R�W�K�H�U�V�¶���R�S�L�Q�L�R�Q�V�� 
Personal accountability  Being responsible while giving an answer for personal actions  
Planning and 
organization  

The ability to establish a process to help team members to accomplish activities that 
lead to higher project performance 

Problem-solving  The ability to identify what the problem is and find best solutions 

Resiliency  The ability to overcome adversity 
Results orientation  The ability to identify the best actions to complete activities within the project  
Self-management  �7�K�H���D�E�L�O�L�W�\���W�R���P�D�Q�D�J�H���R�Q�H�¶�V���R�Z�Q���D�F�W�L�Y�L�W�L�H�V���W�R�Z�D�U�G���G�H�O�L�Y�H�U�L�Q�J���S�U�R�M�H�F�W�V���Z�L�W�K�L�Q���W�L�P�H����

cost and specification  
Self-starting The ability to work without being encouraged to do so 

Teamwork  The ability to work together with others to meet objectives 

Then the project manager will be ranked from 1 to 10 by using 360-degree feedback from 

customers, team members, and management. An example of SSQ data (an average) is shown in 

Table 2.3: 

Table  2-3 SSQ data (Edward et al., 2007) 

Candidate  Result 
Orientation  

Interpersonal 
Skills  

Personal 
Accountability  

Flexibility  Problem-
solving  

Planning and 
Organization  

X 8.8 8.5 8 9.4 9 7.8 
Y 8.1 7.8 9.1 7.9 5.7 8.1 

Referring to Table 2.3, candidate X needs to work a little on personal accountability and 

planning and organization, while candidate Y should work harder at improving his ability in 

problem-solving.  

2.4.2.8 Comparing Between Different Competency Models:  

Researchers are agreed about the importance of technical competencies, while arguing 

about the supporting competencies that help project managers to effectively apply their technical 
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competencies (Lindbergh, 2009). Table 2.4 provides a comparison between the above models of 

�P�H�D�V�X�U�L�Q�J���D���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�¶�V���F�R�P�S�H�W�H�Q�F�L�H�V���D�Q�G���V�N�L�O�O�V�� 

Table  2-4 Comparison between competencies models 

# Model Name  Competency 
Areas   

Assessment or Certification Levels   The 
Effectiveness 
and 
Usefulness of 
the Model 

1 PMCD Technical, 
personal, business 
and leadership 

Unaware, aware, functional, proficient, and expert.  Determining 
the needed 
training and 
development 

2 AIPM 
Professional 
Competency 
Standard 

Based on the nine 
areas of PMBOK 
standard  

The Certified Practising Project Practitioner 
(CPPP), The Certified Practising Project Manager 
(CPPM), The Certified Practising Senior Project 
Manager (CPSPM), The Certified Practising Project 
Director (CPPD), The Certified Practising Portfolio 
Executive (CPPE) 

Determining 
the level of 
expertise of 
the project 
manager 

3 IPMA 
Competence 
Baseline 3.0 

Technical, 
behavioural and 
contextual 

Certified Project Director (IPMA Level A), 
Certified Senior Project Manager (IPMA Level B), 
Certified Project Manager (IPMA Level C), and 
Certified Project Associate (IPMA Level D).  

Determining 
the level of 
professionality 
of the project 
manager 

4 APM 
Competence 
Framework 

Technical, 
behavioural, and 
contextual 
competencies 

Certified Project Director (IPMA Level A), 
Certified Senior Project Manager (IPMA Level B), 
Certified Project Manager (IPMA Level C), and 
Certified Project Associate (IPMA Level D).  

Identifying 
different 
competency 
elements to be 
an effective 
project 
manager  

5 PM360 Organization and 
Industry Acumen, 
Process 
Expertise, 
Customer Focus, 
Team Leadership, 
Communications, 
and Personal 
Efficiency 

1 - Not at all. 

2 - To a small extent. 

3 - To a moderate extent. 

4 - To a great extent.  

5 - To a very great extent.  

Measure 
project 
�P�D�Q�D�J�H�U�¶�V��
competency 
and skills and 
determine 
needed area of 
improvement 

6 WFCM Selected by 
Experts  

Advanced, good standard, satisfactory, 
improvement needed, unacceptable.  

Measure 
project 
�P�D�Q�D�J�H�U�¶�V��
performance  

7 SSQ Model Selected by 
managers as 
shown in Table 
xxx  

Not indicated  Getting 
feedback from 
team members 
based on 360-
degree 
assessment 
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2.4.3 Project Manager Capability:  

�7�K�H���F�D�S�D�E�L�O�L�W�\���R�I���D���S�H�U�V�R�Q���U�H�I�H�U�V���W�R���³�W�K�H���Y�D�U�L�R�X�V���D�O�W�H�U�Q�D�W�L�Y�H���F�R�P�E�L�Q�D�W�L�R�Q�V���R�I���I�X�Q�F�W�L�R�Q�L�Q�J����

�D�Q�\���R�Q�H���R�I���Z�K�L�F�K���W�K�H���S�H�U�V�R�Q���F�D�Q���F�K�R�R�V�H���W�R���K�D�Y�H�´�����1�X�V�V�E�D�X�P��and Sen, 1993: p.12). Kolodny et 

al. (2013) divided the project ma�Q�D�J�H�U�¶�V���F�D�S�D�E�L�O�L�W�\���L�Q�W�R���I�R�X�U���D�U�H�D�V�� 

1) Management capabilities, such as managing time, cost, and quality together.  

2) Financial management capabilities, such as budget and funding management.  

3) Commercial and contract capabilities, such as managing contractors and consultants.   

4) Organizational capabilities, such as managing changing orders in the projects.  

Project manager capability includes abilities and beliefs which lead to project success 

(Lindbergh, 2009). Hart (2012) listed ten different capabilities that project managers should 

demonstrate to perform well in a project, which are:  

1- Facilitation: by allowing different teams in the project to act as one team to deliver 

the work. This could be done by effectively running meetings and making decisions.  

2- �$�W�W�H�Q�W�L�R�Q�� �W�R�� �G�H�W�D�L�O���� �3�0�V�� �V�K�R�X�O�G�� �³�U�R�O�O�� �W�K�H�L�U�� �V�O�H�H�Y�H�V�� �X�S�´�� �W�R�� �U�H�F�R�J�Q�L�]�H�� �D�Q�G�� �F�R�Q�W�U�R�O��

different issues during the project lifecycle. This could be done by reviewing and 

updating the project schedule and project budget, and managing risks.  

3- Credibility: this involves the project manager showing that he has enough knowledge 

and skills, and the ability to use such knowledge and skills to manage the project 

�W�H�D�P�����7�K�L�V���P�H�D�Q�V���G�R�L�Q�J���D�Q�G���V�D�\�L�Q�J���W�K�H���³�U�L�J�K�W���W�K�L�Q�J�V�´���D�W���W�K�H���³�U�L�J�K�W���W�L�P�H�´���� 

4- Financial skill: project managers must have strong financial aptitude in order to 

manage and control the project budget effectively.  
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5- Technical understanding: most projects these days involve some sort of technology 

and different technical areas. As a result, the project manager should be able to 

understand different technical resources and use them effectively to deliver the 

project.  

6- Ability to use different tools: the project manager must be able to know how different 

tools are used effectively during the project lifecycle, such as project scheduling tools 

and project budget tools.  

7- Embrace conflict: most projects have different levels and types of conflict between 

different stakeholders. A project manager should be able to discuss and solve 

conflicts effectively and at the right time, in order to deliver the project within the 

desired time and budget.  

8- Continuous learning: every project will introduce new lessons. The project manager 

must list these new lessons and techniques to learn from them in future projects.  

9- Active listening: the project manager must listen to different team members to 

understand different challenges and try to help them achieving their work.  

10- Flexible: projects rarely finish within the planned time and budget. As a result, the 

project manager must be flexible to respond to these changes and to adjust the project 

plan. In addition, the project manager must be flexible to accommodate change orders 

from stakeholders.  

2.4.4 Self-efficacy of Project Managers 

Performing well in a project not only requires skills and knowledge, but it requires belief 

to use these skills and knowledge (Bandura, 1993). This is what is called self-efficacy. Self-
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efficacy is the determination of one's ability to fulfil tasks (Ormrod, 2006). Bandura (1982) 

defined self-efficacy as a judgment about how well someone can manage any action or complete 

a task. A project manager who performs poorly in their project may do so because of their lack 

of belief to use their skills and knowledge, so the stronger the project manager believes in his or 

her abilities and skills, the better he or she performs in the project (Bandura, 1993). So project 

managers should have a high belief in their ability and knowledge in order to use them 

effectively towards the success of the project (Lindbergh, 2009).  

Bandura (1991) stated that there are four ways of creating strong self-efficacy, which are: 

i) masterly experience, ii) vicarious experience provided by social model, iii) social persuasion, 

and iv) �W�K�H���U�H�G�X�F�W�L�R�Q���R�I���S�H�R�S�O�H�¶�V���V�W�U�H�V�V���D�Q�G���W�K�H�Q���D�O�W�H�U�H�G���Q�H�J�D�W�L�Y�H���H�P�R�W�L�R�Q�D�O���S�U�R�F�O�L�Y�L�W�L�H�V�����0�D�V�W�H�U�O�\��

experiences are considered by Bandura as the most valuable way of creating strong self-efficacy 

(self-belief); when the project manager has a successful experience, then his or her expectation 

of success in the project will be more than that of project failure (Herr and Lwagner, 2003). 

Social modelling is the second effective way of creating strong self-efficacy. For example, when 

project managers see other project managers succeed, this will increase their beliefs in their 

capabilities and skills to succeed too. Social persuasion is the third effective way of creating 

strong self-efficacy, which means that when project managers persuade themselves verbally that 

they have the capabilities and skills to succeed in the project, this will make them work hard to 

fulfil that. The last way of creating a strong self-efficacy is changing negative emotions and 

reducing stress; that means if project managers change their negative emotions and reduce their 

stress, this will help project managers to have better belief in their capabilities and skills, because 

some people might interpret their negative emotions and stress as a sign of bad performance. In 

general, self-�H�I�I�L�F�D�F�\���L�V���D���N�H�\���I�D�F�W�R�U���R�I���D���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�¶�V���S�H�U�I�R�U�P�D�Q�F�H�����%�D�Q�G�X�U�D������������������ 



49 
 

2.4.5 Project Manager Certifications   

There are different certifications of project managers. Seven of them are offered by the 

Project Management Institute (PMI) which is the largest association in the world for project 

management certifications (PMI, 2003). One certification is offered by CompTIA (Computing 

Technology Industry Association), four certifications are offered by IPMA (International Project 

Management Association), four certifications are offered by the Australia Institute of Project 

Management, and four certifications are offered by the Association for Project Management: 

1- Certified Associate in Project Management (CAPM) is designed for junior project 

managers; it helps project managers to understand the fundamental knowledge of 

effective project management (PMI, 2003).   

2- Program Management Professional (PgMP) is designed to recognize expert project 

managers, and it clarifies that a project manager has the right competencies to manage 

multiple projects to achieve a specific strategic goal (PMI, 2003). 

3- PMI Agile Certified Practitioner (PMI-ACP), is designed for those who are using agile 

�S�U�D�F�W�L�F�H�V���L�Q���W�K�H�L�U���S�U�R�M�H�F�W�V�����L�W���U�H�F�R�J�Q�L�]�H�V���D���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�¶�V���N�Q�R�Z�O�H�G�J�H���R�I���D�J�L�O�H���S�U�L�Q�F�L�S�O�H�V��

and techniques (PMI, 2003). 

4- �3�0�,�¶�6�� �5�L�V�N�� �0�D�Q�D�J�H�P�H�Q�W�� �3�U�R�I�H�V�V�L�R�Q�D�O�� ���3�0�,-RMP) is designed to recognize a project 

manager with skills and competencies in different areas of risk management.   

5- �3�0�,�¶�V���6�F�K�H�G�X�O�L�Q�J���3�U�R�I�H�V�V�L�R�Q�D�O�����3�0�,-SP) is designed to recognize project managers with 

a specialist role in developing and maintaining project scheduling (PMI, 2003). 
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6- OPM3 Professional Certification is designed to recognize project managers with maturity 

of project management experience and knowledge. People with OPM3 can work as an 

expert in any organization (PMI, 2003). 

7- PMP (Project Management Professional) is a certification that recognizes project 

managers who have the knowledge, competency and skills to manage projects 

�H�I�I�H�F�W�L�Y�H�O�\�����3�0�3���F�H�U�W�L�I�L�F�D�W�L�R�Q���³�L�V���W�K�H���P�R�V�W���L�P�S�R�U�W�D�Q�W���L�Q�G�X�V�W�U�\-recognized certification for 

�S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�´���� �$�F�F�R�U�G�L�Q�J�� �W�R�� �W�K�H�� �3�U�R�M�H�F�W�� �0�D�Q�D�J�H�P�H�Q�W�� �,�Q�V�W�L�W�X�W�H���� �W�K�H�U�H�� �D�U�H�� �D�E�R�X�W��

460,000 certified project managers around the world; this certification gives project 

managers the chance to have better salaries and jobs. According to J Rodney Turner 

(1996), certified project managers have the knowledge and the experience to manage 

projects internationally, while agreeing with the code of PMI. In addition to that, 

BMBOK Guide (2008) states that PMP holders have the necessary professional skills to 

communicate effectively with the project team and stakeholders, and that will increase 

the chance of success in the project outcome (PMI, 2003).  

8- Project+ is a certification developed by CompTIA (Computing Technology Industry 

Association) which shows that someone has the knowledge needed to manage projects. 

Project+ certification provides fundamental project management skills; it covers the 

�Z�K�R�O�H���S�U�R�M�H�F�W�¶�V���O�L�I�H�F�\�F�O�H���I�U�R�P���L�Q�L�W�L�D�W�L�R�Q���W�R���F�O�R�V�L�Q�J���S�K�D�V�H�����7�K�H���3�U�R�M�H�F�W�����H�[�D�P���F�R�Q�V�L�V�W�V���R�I��

100 questions and lasts for 90 minutes according to the ComptTIA website (ComptTIA, 

2013).  

9- IPMA (International Project Management Association) is a Swiss, non-profit 

organization which actively promotes project management competencies of individuals, 

project teams, businesses and organizations internationally. IPMA provides a four-level 
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certification programme. These levels are IPMA level A (Certified Projects Director), 

IPMA Level B® (Certified Senior Project Manager), IPMA Level C® (Certified Project 

Manager), and Level D® (Certified Project Management Associate). By 2012 there were 

around 170,000 IPMA certifications worldwide, according to the IPMA website (IPMA, 

2013).  

10- The Australian Institute of Project Management operates an assessment tool for project 

managers with four levels of certification. The certification levels are: Certified 

Practising Project Practitioner (CPPP), Certified Practising Project Manager (CPPM), 

Certified Practising Project Director (CPPD), and Certified Practising Portfolio Executive 

(CPPE) (Australian Institute of Project Management, 2010).    

11- Association for Project Management developed an APM competence framework with 

four levels of certification, which are projects director (APM Level A), senior project 

manager (APM Level B), project manager (APM Level C), and project management 

associate (APM Level D) (APM, 2008). 

All of the above certifications could b�H�� �X�V�H�G�� �W�R�� �P�H�D�V�X�U�H�� �F�R�Q�V�W�U�X�F�W�L�R�Q�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶��

competency level.  

2.4.6 Qualities of a Successful Project Manager: 

There are essential jobs and roles for successful project managers. Project managers play 

the key role in leading a project team. Project managers with high leadership skills can 

effectively empower team members toward accomplishing their jobs (PMI, 2009). Effective 

project managers would try to convince their organizations to link their projects to the 
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organizational strategy. Russell (2011) stated seven common characteristics of a successful 

project manager, which are: 

1- Transparency: ensuring that team members know and understand the organizational 

policies and what they care about.  

2- Accountability: ensuring that every member has the power and tools to do his or her 

role, and knows the roles of others.  

3- Communication: ensuring that needed information is smoothly and effectively 

provided to where it is needed.   

4- Trust: creating a culture in which team members feel that they are told the truth.  

5- Integrity: showing team members that a set of values and moral beliefs is used to 

make decisions. 

6- Leadership that drives needed change: planning and executing change to improve 

project performance. 

7- Execution results: blending all the six characteristics above to succeed in the project.  

Lackman (1987) listed the skills and abilities that are shared by most successful project 

managers, as follows:  

1- Technical mastery: understanding the vocabulary, principle, and technology used in 

the project. 

2- Managerial mastery: knowledge of some management strategies such as accounting 

and PERT analysis.  

3- Action-oriented: having management techniques to solve problems toward goal 

achievement.  
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4- Ability to create a strong team: finding the right people and providing them with 

resources needed, and motivating them. 

5- Dedication to quality and to satisfying the customer: trying the best to satisfy 

customer needs. 

6- Ability to utilize resources effectively: allocating resources effectively to get the 

maximum benefit for least cost if there are changes in cost, time, and quality of the 

project.  

7- Good communication and interpersonal skills: practising good negotiation to create a 

win-win situation. 

8- Ability to delegate responsibility and authority: focusing on a limited number of 

performance indicators, and authorizing the best team members to solve some 

problems.  

9- Ability to determine the goal and the purpose of the project: knowing what customer 

�Q�H�H�G�V���W�R���V�D�W�L�V�I�\���Z�K�L�O�H���P�D�[�L�P�L�]�L�Q�J���W�K�H���S�U�R�I�L�W���R�I���W�K�H���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�¶�V���F�R�P�S�D�Q�\���� 

10- Ability to keep the project team focused on the project: making sure every team 

member has the right training and ability, and understanding of the goals of the 

project, and choosing qualified people for key positions.   

11- Ability to maintain broad awareness while focusing on the details: understanding the 

�S�U�R�M�H�F�W�¶�V���H�Q�Y�L�U�R�Q�P�H�Q�W���W�R���P�D�N�H��the most effective decisions.   

12- Ability to take the complex and make it simple: making and introducing problems 

simply for the project team.  

13- Ability to see the parts in terms of the whole: understanding how different parts of the 

project are related and how if he or she changes one part, other parts will be affected.  
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14- Single-mindedness of purpose and dedication to the project goal: having a clear 

vision of where and how to get the project done, without getting lost in the details. 

15- Stability, flexibility, and adaptability: making direction during changes, flexibility in 

changing specifications to cut cost and fulfil customer needs.  

16- Honest, trustworthy, reliable, dependable, and hardworking.  

17- Good health.  

Chen (1997) stated that project managers need to be effective because of the complex 

nature and number of activities involved in projects. Chen identified some characteristics and 

skills of project managers, which are:  

1- Getting all members of the project team with different backgrounds and interests to 

work together as a team.   

2- Ability to motivate team members. 

3- Task-oriented.  

4- People-oriented. 

5- Ability to maintain a �S�U�R�S�H�U���E�D�O�D�Q�F�H���W�R���D�F�K�L�H�Y�H���D���S�U�R�M�H�F�W�¶�V���R�E�M�H�F�W�L�Y�H�V�� 

6- Good integrator, to use different skills and specialists to complete project tasks. 

7- Involvement in all project levels. 

8- Being able to see the big picture. 

9- Having clear management direction. 

10- Having effective communication through writing, reading, speaking and listening. 

11- Being an effective decision-maker. 
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Every project manager is unique; he should be able to function in any environment and 

during the whole project lifecycle. His task is to manage, organize, and monitor project resources 

and activities to bring success to projects (Newes, 2010).   

2.5: Project Management Culture: 

In some organizations, not all project managers are skilled and expert, but by creating a 

project management culture, organizations will have more chance of running successful projects. 

In addition, a skilled project manager can succeed in one organization and fail in another, 

because of e.g. their difference in organization culture (Hallows, 2012). Project management 

culture is a culture within the organization which considers projects as the main tool to achieve 

its vision (Project Management Institute, 2013). This type of culture provides project managers 

with policies, processes, tools, resources, and structure to achieve project constraints (Stanleigh, 

2007; Cleland, 1999). Project management culture is one of the most important factors in project 

success (Shore, 2008). In organizations that support project management culture, projects are 

aligned with the organization�¶�V strategy plan (Starem, 2011; Shore, 2008). Pinto (2010) stated 

that a project management culture exists when different departments in an organization are 

�S�X�U�V�X�L�Q�J�� �D�� �S�U�R�M�H�F�W�¶�V�� �J�R�D�O�V���� �H�P�S�O�R�\�H�H�V�� �D�U�H�� �F�R�P�P�L�W�W�H�G�� �W�R�� �W�K�H�� �S�U�R�M�H�F�W���� �F�R�P�S�H�W�L�Q�J�� �J�R�D�O�V�� �H�[�L�V�W����

projects are well planned, and managers focus on evaluating the project team and project 

outcomes. Colville (2008) stated that an organization that gives a high amount of authority to a 

project manager is a project organization. The most important task of a project manager is to 

ensure that an appropriate project management culture is developed (Anderson, 2003). Du 

Plessis and Hoole (2006) summarized a framework which contains elements of project 

management culture as shown in Table 2.5.  
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Table  2-5 Contents of project management culture (Source: Plessis and Hoole, 2006) 

Project Culture Guidelines Project Management Elements  
Project processes  - Integrated processes 

- Systemic nature 
- Phases according to the project lifecycle 
- Definite start and end 
- Speed of delivery 
- Disciplined and controlled  
- Customer-oriented 
- Result-oriented 
- Beneficial change 

-    Continued improvement and learning 
The people  
- Top management  
- Sponsor/owner 
- Line management  
- Project manager 
- Project team  
- Customer  
- Supplier  
- Contractor  
- Government  

- Mindset: 
o Results-oriented 
o Disciplined 
o Fixable paradigm  
o Team player 
o Learning affinity 
o Change readiness 
o Risk-oriented  

- Competent  
- Committed 
- Interdependence  
- Trusting and trustworthy 
- Ethical  
- Sound interpersonal relations 
- Open communication  
- Conflict management  
- Calculated risk taken 

Project management 
methodology  

Structure and system elements:  

- Project plan 
- Communication plan 
- Work breakdown structure 
- Clear roles and responsibilities 
- Interdependence  
- Team approach  
- Shared leadership  
- Risk management  
- Flexible boundaries 
- Temporary structure  
- Specifications  
- Deadlines  
- Measurement tools  
- Learning  

The project environment  
- Internal  
- External  

Environmental elements (Graham and Englund, 1997): 

- Strategic emphasis 
- Upper management support 
- Project planning support  
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- Customer input  
- Project team development  
- Project execution support  
- Communication system  
- Organizational support  

Graham and Englund (1997) developed a model called PEAT to measure how organizations 

support project management culture. They identified eight factors, which are:  

1. Strategic emphasis: a degree to which project is aligned with organization strategy. 

2. Upper management support: the degree to which top management support project 

success. Kerzner (2001) identified different factors that illustrate the top management 

support of projects in any organization, which are:  

a) Top management empowers project manager to make project-related decisions. 

b) Authority and decision-making related to project are decentralized. 

c) The project manager is encouraged to recommend solutions rather than presenting 

problems only.  

d) Exactly what needs to be included when the executive status report has been 

formulated. 

e) A policy exists and is reviewed periodically. 

f) Project manager and line managers are working together and are accountable for 

project success. 

g) Project manager negotiates with line managers for the achievement of 

deliverables. 

3. Project planning support: developed by project team, to ensure their commitment. 

4. Customer input: ensuring satisfaction of customer. 
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5. Project team development: having motivated and committed team members toward 

project success.  

6. Project execution support: the degree to which the organizational system supports project 

execution.  

7. Communication system: how easily and effectively information flows.  

8. Organizational support: reward and promotion systems.  

Different researchers support Graham and Engl�X�Q�G�¶�V�� �P�R�G�H�O���� �V�X�F�K�� �D�V�� �-�R�K�Q�V�� ���������������� �-�L�D�Q�J�� �H�W��

al. (2002), Hall (1999), Plussis and Hoole (2006) and Plussis (2004). Plussis (2004) divided the 

project culture into eight categories of factors which lead to project success, which are: 

involvement and commitment of stakeholders, a team-based and participatory approach, project 

orientation and control, project management methodology, communication and information 

system, risk management, the people culture factor, and project review and learning. Stare 

(2011) identified different project culture dimensions which are shown in Table 2.6: 

Table  2-6 Different project culture dimensions (Source: Stare, 2011) 

Culture dimension  Definition  

Top management attitude 

  

�5�H�Y�L�H�Z���R�I���S�U�R�M�H�F�W���S�O�D�Q�����P�R�Q�L�W�R�U�L�Q�J���D�Q�G���H�Y�D�O�X�D�W�L�R�Q���S�U�R�M�H�F�W�¶�V���S�H�U�I�R�U�P�D�Q�F�H����
the role of project sponsors, rewarding system 

Clear priorities of projects A definition of the priorities  
Line management attitude  Supporting project performance, adviser, respecting project priorities 
Projects follow the internal regulations Process, responsibilities, roles ... etc.   
�5�H�V�S�H�F�W�� �R�I�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�¶�V�� �I�R�U�P�D�O��
authority 

Formal and informal roles, position in the hierarchy 
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The foregoing discussions indicate that project management culture is multi-dimensional 

and contributes to the success of project managers and their projects. Therefore if one element of 

PM culture is neglected by an organisation, it could impact on the performance of its project 

managers and outcomes of its projects. 

2.5.1 Project Review and Learning: 

Mature organizations in terms of project management practices have knowledge and 

information to review and evaluate their performance, and learn from previous lessons toward 

improvement of their practices and techniques (OGC, 2006). In addition, most models that 

measure project management maturity levels have identified their highest level (the optimal 

level) for organizations focusing on learning from their experience toward improvement 

(Yimam, 2011). Learning is a process of generating knowledge from experiences toward 

improvement (Kotnour, 1999; Bohn, 1994). In addition, the systematic project review enables an 

organization to compare its different projects systematically. Furthermore, systematic 

documentation of lessons learned helps an organization to reduce future project risks. 

Furthermore, lessons learned enable the organization to develop project competencies that lead 

to constant competitive advantage (Schindler and Eppler, 2003).  

2.5.2 Project Management Methodologies: 

Project management methodology is the policies, procedures, rules, processes, tools, 

resources, and strategies of projects in organizations (Cleland, 1999; Kerzner, 2001). These 

elements of a methodology are explained below. 
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2.5.2.1 Policy and Procedure 

A policy is a formal statement that outlines how organization employees should act in a 

particular matter, while procedure defines how a policy is implemented and by whom. Both 

policies and procedures determine and influence all decisions and activities within boundaries set 

by them (Charles Darwin University, 2013). The objective of project management policy is: to 

ensure that a project is effectively managed, proper governance is established, risk and change 

management are effective, communication plan is implemented, and reviews of project activities 

are implemented to improve project performance (Walta, 1995). �3�U�R�F�H�G�X�U�H�¶�V���U�R�O�H���L�V���W�R���V�K�R�Z���K�R�Z��

daily activities of project should be carried out. Information such as project team duties and 

responsibilities, methods of time-keeping, methods of resolving conflict, and types and 

frequency of reporting are available in the project management procedure (Colville, 2008).  

2.5.2.2 Processes: 

For a project manager to accomplish a project within a specific time, with a limited budget, 

and with a defined specification, effective project management processes are needed (Diaz, 

2007). According to PMI (2008), there are nine project management knowledge areas that have 

different processes, which are: 

1- Project integration management is a process of ensuring that different project management 

activities are identified, defined, combined, unified, and coordinated. Project integration 

management includes six steps, which are: 

a. Developing the project charter, which is a document that provides a formal 

authorization of the project, documents the initial requirements (cost and time) and 
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the expectations of the customer, and assigns the project manager who organizes and 

applies the resources needed for the project by using the project charter.    

b. Developing a project management plan, which explains how the project will be 

executed, monitored, and controlled. Usually a project management plan will be 

modified if there are any changes in the project.  

c. Directing and managing project execution by leading and monitoring performance of 

the project team as defined in the project management plan. The project manager in 

this phase will deal with risk, train and manage his or her team, obtain resources, 

manage changes (issuing change requests, getting approval and implementing these 

changes), and manage communication channels. 

d. Monitoring and controlling project work, which includes collecting, tracking, and 

evaluating the progress of the work to make sure that the project is meeting its 

objectives (comparing actual vs. planned performance).  

e. Performing integrated change control, which means reviewing change requests, 

getting approval for these requests, and managing these change requests.  

f. Closing the pro�M�H�F�W���� �Z�K�L�F�K�� �S�U�R�Y�L�G�H�V�� �D�� �I�R�U�P�D�O�� �F�O�R�V�X�U�H�� �R�I�� �W�K�H�� �S�U�R�M�H�F�W�¶�V�� �D�F�W�L�Y�L�W�L�H�V��

(Milosevic, 2003).  

2- Project scope management is a set of processes that involve defining and controlling what 

is included in the project in order to complete it successfully. It identifies the boundaries of 

the project, defines the deliverables, and identifies and documents the goals and the 

objectives of the project and their indicators. The scope management plan and scope change 

control plan are created during this process, which helps the project manager to deal with 

changes in the scope that impact on resources and schedule. During this process, a work 
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breakdown structure (WBS) is created, which breaks down the project into a hierarchy of 

tasks and jobs which represent the whole project. WBS will then be used to determine the 

budget and the cost of the project (PMI, 2008).   

3- Project time management involves processes to ensure that the project is completed on 

time. The project schedule is the main tool of time management. It gives information about 

when each project activity must begin and end. It also shows the sequence and dependencies 

of project activities. In addition, the project manager uses the project schedule to assign 

project team members their tasks (PMI, 2008). 

4- Project cost management involves processes to ensure that the project is completed within 

the approved budget. WBS is used to estimate the value of each task and then add up these 

values until the whole budget is achieved. In addition, project cost management involves 

defining the resources needed in the project. Earned value analysis (EVA) is used to compare 

the actual amount of work with the planned amount (PMI, 2008).  

5- Project quality management ensures that the project satisfies the client needs and 

expectations. A project management plan is created to identify the standards of the project. A 

technique called quality assurance checks that every project member is following standards. 

Another technique called quality control measures the results of the project task�V�¶���R�X�W�S�X�W���D�Q�G��

makes sure that they meet the quality standards (Milosevic, 2003).  

6- Project human resource management includes different processes used to organize, 

manage, and lead the project team. The main job of project human resource management is 

to ensure that all project team members know what is required from them. In this knowledge 

area, the project manager does the following: develops a human resource plan (roles, 

responsibility, skills required, reporting relationship, and identifying training needed), 
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acquires a project team, develops the project team (improving team skills and competencies), 

and manages the project team (motivation, solving issues, and managing conflict) (Milosevic, 

2003).  

7- Project communications management determines what information is needed, when it is 

needed, and who needs it. The project communication management plan distributes the right 

information to the right person, creates status and performance reports, and documents the 

�S�U�R�M�H�F�W�¶�V���F�O�R�V�L�Q�J�����3�0�,���������������� 

8- Project risk management includes different processes to identify, analyze, and respond to 

�W�K�H���S�U�R�M�H�F�W�¶�V���U�L�V�N�V�����,�W���L�Q�F�O�X�G�H�V���G�H�I�H�Q�G�L�Q�J���D�O�O���S�R�V�V�L�E�O�H���U�L�V�N�V���W�K�D�W���P�L�J�K�W���R�F�F�X�U���G�X�U�L�Q�J���W�K�H���S�U�R�M�H�F�W����

Risks are identified by project members using their experience and knowledge of the project 

and its environment. Quantitative and qualitative (assessing the importance of identified risk) 

analysis of these risks will be done to assess them, their probability of occurring, and their 

�L�P�S�D�F�W���R�Q���W�K�H���S�U�R�M�H�F�W�¶�V���W�L�P�H���� �F�R�V�W���� �D�Q�G���T�X�D�O�L�W�\���� �$���U�L�V�N��response plan is the main tool of this 

knowledge area, and it is used to assign staff to respond to each risk (Milosevic, 2003).  

9- Project procurement management involves a group of processes used to purchase needed 

materials and services to complete the project with its objectives. It includes planning 

�S�U�R�F�X�U�H�P�H�Q�W���� �U�H�T�X�H�V�W�L�Q�J�� �V�X�S�S�O�L�H�U�V�¶�� �U�H�V�S�R�Q�V�H�V���� �V�H�O�H�F�W�L�Q�J�� �V�X�S�S�O�L�H�Us, creating contracts, 

managing contracts, and closing procurement.  

In order for a project to succeed, project managers should have appropriate processes to meet 

�W�K�H�L�U�� �S�U�R�M�H�F�W�¶�V�� �U�H�T�X�L�U�H�P�H�Q�W�V�� ���3�0�,���� �������������� �$�F�F�R�U�G�L�Q�J�� �W�R�� �0�R�U�F�K�D�O�� �������������� �D�� �Z�H�O�O-designed and 

organized process has great efficiency, because project managers would have clear processes and 

plans during the project lifecycle. Processes are important for project managers, because they 
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provide standardization, prioritization, application of project lifecycle, and clear communication 

management (Milosevic, 2003). 

2.5.2.3 Project Tools and Resources:  

Project management processes include a variety of project management tools that help the 

project manager to perform. Many of these tools are made to track project activities and to 

monitor team members. Milosevic (2003) grouped project management tools based on nine 

knowledge areas which are shown in Table 2.7:  

Table  2-7 Project tools and resources (Source: Milosevic, 2003) 

Knowledge Areas  Project Phase  Processes Tools  

Project Integration 

Management 

 

Initiation   Developing project charter  Project charter  
Planning  Developing project 

management plan  
Project management plan 

Execution  Manage execution Work performance 
measurements  

Monitoring and 
controlling  

Monitor and control work, 
change management  

Change request  

Closing  Closing project  Final product or service  
Project Scope 

Management 

Planning  Collect requirements, 
define scope, create WBS 

Requirements documents, 
scope statement, WBS 

Monitoring and 
controlling  

Verify scope, control scope Acceptance and change 
request 

Project Time 

Management 

Planning  Define activities, sequence 
activities, estimate activity 
resources, estimate activity 
duration, develop project 
schedule 

Activity and milestone 
lists, project network 
diagram, resource 
breakdown structure, 
estimate activities duration, 
project schedule  

Monitoring and 
controlling  

 Work performance 
measurement, change 
requests  

Project Cost 

Management 

Planning  Estimating and 
determining costs  

Activities cost estimating, 
adding activities cost to 
determine cost   

Monitoring and 
controlling  

Controlling costs  Earned value analysis 
(EVA), change request 

Project Quality 

Management 

Planning  Planning quality  Quality management plan 
Execution  Quality assurance  Change request  
Monitoring and 
controlling  

Quality control  Quality control 
measurements, change 
request 

Closing    
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Project HR 

Management 

Planning  Developing human 
resource plan 

Human resource plan 

Execution  Acquire project team  Staff assignments  
Monitoring and 
controlling  

Develop and manage 
project team 

Team performance report 
and change request  

Project 

Communication 

Management 

Initiation  Identify stakeholders  Stakeholders register  
Planning  Planning communication  Communication 

management plan  
Execution  Dispute information and 

manage stakeholders�¶ 
expectations  

Organization process and 
change request  

Monitoring and 
controlling  

Reporting performance  Performance report  

Closing  �'�R�F�X�P�H�Q�W�L�Q�J�� �S�U�R�M�H�F�W�¶�V��
closing  

Project close 
documentation  

Project Risk 

Management 

Planning  Planning risk management, 
identifying risks, 
quantitative and qualitative 
risk analysis, and planning 
risk response 

Risk management plan, 
risk register, risk register 
updates 

Monitoring and 
controlling  

Monitoring and controlling 
risks  

Update risk register 

Project 

Procurement 

Management 

Planning  Planning procurement Procurement management 
plan 

Execution   Contract planning Procurement contract 
award 

Monitoring and 
controlling  

Managing contract Change requests 

Closing  Closing procurement  Closed procurements 

The project charter is the first tool that is developed in the project. It is always developed in 

the initiation phase. It authorizes a project and documents stakeholder requirements and 

expectations. Furthermore, during the planning phase, the project management plan is developed. 

It defines how to execute, monitor, control and close the project. In the execution phase, different 

tools are used to monitor and control project work, such as comparing actual work against the 

planned work (earned value analysis), assessing performance, and change requests (PMI, 2008).  

Project scope management includes different tools to ensure that the project includes only the 

work required to meet owner expectations. During the planning phase, different tools are used, 

�V�X�F�K���D�V���G�R�F�X�P�H�Q�W�L�Q�J���W�K�H���V�W�D�N�H�K�R�O�G�H�U�V�¶���Q�H�H�G�V�����D�Q�G���G�H�Y�H�O�R�S�L�Q�J���D���G�H�W�D�Lled description of the project 

(scope statement) and a work breakdown structure (Milosevic, 2003). Project time management 

includes different tools to ensure that the project is completed within its specified duration. 
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Project cost management includes the use of different tools to estimate, budget, and control costs 

in order to make sure that the project is completed within its approved budget. Project quality 

management includes different tools that determine, measure, and control quality in the project, 

t�R�� �P�D�N�H�� �V�X�U�H�� �W�K�D�W�� �W�K�H�� �S�U�R�M�H�F�W�� �Z�L�O�O�� �V�D�W�L�V�I�\�� �W�K�H�� �R�Z�Q�H�U�¶�V�� �Q�H�H�G�V�� �D�Q�G�� �H�[�S�H�F�W�D�W�L�R�Qs. Project human 

resource management includes tools that organize, manage, and lead people in the project. The 

human resource plan includes roles, responsibilities, skills, and relationships between team 

members. Project communication management includes different tools to ensure effective 

communication in the project. The communication management plan is the main tool that is used 

in the project to ensure timely and appropriate communication, and storage of project 

information. Project risk management includes different tools to minimize the impact of negative 

events on the project. The risk management plan is the main tool that is used to identify, analyze, 

monitor and control risks in the project. Project procurement management includes different 

tools which are used to purchase products or services needed to accomplish the project. The 

procurement management plan is the main tool that is used to manage procurement in the 

project.  

Project resources are used for carrying out the project activities. They include project 

team members, software, equipment, funding, etc. Resource breakdown structure is one tool that 

is used to identify the needed resources in the project (PMI, 2008).  

2.5.3 Project Management Structure:  

Project management structure is an important aspect that affects project manager 

performance. The main role of an effective structure is to create an environment that encourages 

communications between project team members with a minimum amount of conflict. Another 
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role of the structure is to reduce confusion and to define relationships between project 

stakeholders. The project management structure is called an organization chart, and has three 

types, as shown in Table 2.8 (Diaz, 2007):   

Table  2-8 Types of project management structure (Source: Diaz, 2007): 

# Name  Meaning  Advantages  Disadvantages  
1 Programmatic-

based structure  
Project managers 
have authority only 
within the 
programme focus or 
area 

�x Project manager has 
most needed 
resources 

�x Clear line of 
authority  

�x Project may require 
specialists from different 
organization departments  

�x Project team members 
assigned to many projects 
and jobs  

2 Matrix-based 
structure  

Project manager 
shares responsibility 
with other program 
unit managers 

�x Specialists and 
experts from 
different 
organization 
departments  

�x Share information 
between 
organization 
departments  

�x Complex reporting system  
�x Different department 

managers have different 
goals and priorities  

3 Project-based 
structure  

Project managers 
have total authority 
in the whole project 

�x Project team 
members are 
assigned to one 
project at a time  

�x Project manager has 
high level of 
authority to manage 
resources  

�x Costly 
�x Resources may not be 

needed after the completion 
of the project  

�x Project team members may 
not be needed full time  

In addition, according to Erik (2004), there are four different types of project 

management organization structure: functional organization, dedicated project teams, matrix 

structure, and network organization. Furthermore, Mantel et al. (2007) stated that there are four 

types of project management structure: pure project organization, functional project organization, 

matrix project organization, and mixed organizational system. In their categorization, pure 

project organization structure means that a full-time team is assigned to the project, the project 

manager has full responsibility, and functional units in the organizations support the project. A 

functional project organization structure means that the project and team will perform within the 
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functional units; the matrix project organization combines characteristics from the project and 

functional structures. Project manager and functional manager will share the responsibility. For 

example, the project manager decides what work should be done and when, while the functional 

manager decides who will be doing this job. A mixed organizational system means that pure 

project structure, functional project structure, and matrix project structure exist side by side.  

Project management structure can take various forms. The main objective of these 

structures is to reduce uncertainty that occurs during the project lifecycle. Each of these 

structures has its own advantages and disadvantages.  

2.5.4 Project Maturity Models:  

Maturity means seeking to reach the full level of development.  Since 1990, many models 

have been developed to measure the level of organization maturity in terms of project 

management practices (Pretorius et al., 2012). Organizations are different in terms of project 

management maturity and culture (Yimam, 2011).  

2.5.4.1 Organizational Project Maturity Model (OPM3)  

In 1998, PMI (Project Management Institute) developed a standard called organizational 

project maturity model (OPM3) which assesses project management capabilities. This model 

helps organizations to understand their project management processes and measure their 

capabilities for the purpose of improvement (Project Management Institute, 2013). Table 2.9 

shows how OPM3 is organized:  
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Table  2-9 Organizational project maturity model - OPM3 (Source: Yimam, 2011) 

Domain Interrelated 
Components 

General 
Elements  

Four Stages of 
Improvement 

Project Best practices Knowledge Improvement 
Programme Capabilities Assessment Standardize measure 
Portfolio 
management 

Outcomes Improvement Control  

   Continuously improve 

OPM3 contains a list of best practices and capabilities and it measures the maturity of the 

organization by comparing the best practices with the organization project management practice. 

Unlike other models, OPM3 calculates maturity as a percentage of best practice rather than as 

levels (Yimam, 2011).   

2.5.4.2 P3M3 (Portfolio, Programme and Project Management Maturity Model): 

P3M3 (portfolio, programme and project management maturity model) is another project 

management model that is owned by OGC (2006), the Office of Government Commerce (UK). 

This model is designed to assess the current project management performance of the 

organization and advise improvement actions based on best practices. P3M3 uses five maturity 

levels, which are: level one (awareness of process), level two (repeatable process), level three 

(defined process), level four (managed process), and level five (optimized process) (OGC, 2006). 

Furthermore, P3M3 allows organizations to review their maturity in seven process perspectives, 

which are: management control, benefits management, financial management, stakeholder 

engagement, risk management, organizational governance, and resource management.  

The existence of different levels helps organizations to work toward transitions from an 

immature level to the next immature level, to become more mature and capable in terms of 

project management, programme management, and portfolio management.  
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P3M3 model helps organizations in performance improvement by breaking down 

different processes within the organizations to be manageable tasks. This can be done in four 

steps:  

1- Gap analysis (Where are we today?): this is done to evaluate the current performance 

level in order to identify a roadmap for future improvements.  

2- Your vision (Where do we want to be?): different organizations have different visions 

in term of their desired level. It depends on the importance of project and programme 

to the organizations compared to overall performance. For example, with 

organizations that depend more on project and programme to achieve their vision, 

they may want to seek the highest level.  

3- Action plan (How will we get there?): the model would suggest and recommend 

different approaches to improving the organizational process.   

4- Assessment (How will you know?): in this step, different KPIs are used to show if the 

organizations have achieved their desired maturity level.  

2.5.4.3 Project Management Maturity Model (PMMM):  

PMMM was developed by PM solutions to provide a roadmap toward project 

management maturity. PMMM examines organizational project management maturity across the 

nine knowledge areas in PMI, and it has five maturity levels. PMMM also integrates standards 

for process management (CMM), and project management (PMBOK) (PM Solutions, 2012). 

Table 2.10 �S�U�R�Y�L�G�H�V���L�Q�I�R�U�P�D�W�L�R�Q���D�E�R�X�W���3�0�0�0�¶�V���O�H�Y�H�O�V���� 
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Table  2-10 Project management maturity model - PMMM (Source: Yimam, 2011) 

Level  Level Name  Description  Characteristics  
Level 1 Common 

language  

 

Organization understands 
how project management is 
important in seeking to use 
�W�K�H�� �3�0�¶�V�� �N�Q�R�Z�O�H�G�J�H�� �L�Q��its 
language 

No use of project management practices  

No management support   

No focus on PM training  
Level 2 Common 

processes  

 

Organizations want to make a 
good effort to use project 
management common 
processes to be more 
effective  

Recognition of the need for PM 
processes and how they are beneficial 

More focus on PM training 

Senior management support to PM  
Level 3 Singular 

methodology  

 

Organizations use singular 
methodology to control their 
processes  

 

PM concept is valuable 

Integrated management system is used  

Management support in all levels  
Level 4 Benchmarking  

 

Organizations do 
benchmarking continuously 
and some critical factors are 
benchmarked  

 

There is a project office (PO) or a centre 
of excellence (COE)  

Performance of both quantitative and 
qualitative benchmarking  

Level 5 Continuous 
improvement  

 

Organizations use the 
information from 
benchmarking to improve 
PM processes   

There are lessons learned in practices 
which are transferred to all employees  

There is strategic planning for PM  

2.5.4.4 Project FRAMEWORK:  

Project FRAMEWORK was developed by ESI. It assesses the maturity of the 

organization in terms of project management practices. In addition, project FRAMEWORK was 

�G�H�Y�H�O�R�S�H�G�� �E�D�V�H�G�� �R�Q�� �W�K�H�� �6�R�I�W�Z�D�U�H�� �(�Q�J�L�Q�H�H�U�L�Q�J�� �,�Q�V�W�L�W�X�W�H�¶�V�� �P�D�W�X�U�L�W�\�� �P�R�G�H�O�� �D�Q�G�� �3�0�,�¶�V�� �V�W�D�Q�G�D�U�G�V����

Project FRAMEWORK has five maturity levels, which are: ad hoc (PM processes are ill-

defined), consistent (PM processes are documented and repeated across projects), integrated 

(standard PM processes such as PMBOK are applied), comprehensive (quantified data are used 

to evaluate PM effectiveness), and optimizing (PM continued improvement) (ESI, 2013). Project 

FRAMEWORK goes through three phases; assess, implement, adopt. The goal of the assess 

phase is to help the organization to know their current level of PM performance, identify barriers 
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that might slow down performance improvement, and develop solutions that lead to better PM 

performance. While the goals of the implement and adopt phases are to implement programmes 

and initiatives and measure their impact in the workplace.  

2.5.4.5 Project Maturity Model (PM2):  

The PM2 model was developed by Yong and William (1997). It has five maturity levels 

and it divides the processes into nine PM knowledge areas and five phases following the PMI 

standard. The PM2 model motivates employees toward higher PM maturity in a systematic 

approach (Kwak and Ibbs, 2002). Figure 2.7 illustrates the project management maturity model 

(PM2). In addition, Table 2.11 provides a summary of the PM2 model.   

 

Figure  2-7 Project Management Maturity Model (Source: Kwak and Ibbs, 2002) 

 

Table 2-11 PM2 (Source: Kwak and Ibbs, 2002, pp.151&152) 

Maturity 
Level  

Level Name  Key PM  

Processes  

Major Organizational 
Characteristics  

Key Focus Area  

Level-1  

 

Ad hoc level No PM processes or 
practices are consistently 
available 

No PM data are 

Functionally isolated 

Lack of senior 

Understand and 
establish basic PM 
processes 
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consistently collected or 
analyzed 

management support 

Project success depends 
on individual efforts  

Level-2  

 

Planned level Informal PM processes 
are defined 

Informal PM problems 
are identified 

Informal PM data are 
collected 

Team-oriented (weak) 

Organizations possess 
strengths in doing similar 
work 

Individual project 
planning  

Level-3  

 

Managed at 
project level 

Formal project planning 
and control systems are 

managed 

Formal PM data are 
managed 

Team-oriented (medium) 

Informal training of PM 
skills and practices 

Systematic and 
structured project 
planning and control 

for individual project 

Level-4  

 

Managed at 
corporate level 

Multiple PM programme 
management 

PM data and processes 
are integrated 

PM processes data are 
quantitatively analyzed, 

measured, and stored 

Strong teamwork 

Formal PM training for 
project team 

Planning and 
controlling multiple 
projects in a 

professional manner 

Level-5  

 

Continuous 
learning 

PM processes are 
continuously improved 

PM processes are fully 
understood 

PM data are optimized 
and sustained 

Project-driven 
organization 

Dynamic, energetic, and 
fluid organization 

Continuous improvement 
of PM processes and 
practices 

Innovative ideas to 
improve PM processes 
and practices 

2.5.4.6 Project Management Maturity Model:  

Similar to PMMM, the PM maturity model integrates standards from process 

management (CMM), and project management (PMBOK). The five levels of PM maturity model 

are: initial process, structured process and standards, organizational standards and 

institutionalized process, managed processes, and optimizing process. The model gives an 



74 
 

attribute of organization in every level in the nine knowledge areas of PMI, as shown in Table 

2.12 (Crawford, 2006).  

Table  2-12 PMMM (Source: Crawford, 2006) 

Maturity Level  Level Name  Key attributes  
Level 1  

 

Initial Process Ad hoc processes.  

Management awareness.  
Level 2  

 

Structured Process 
and Standards 

Basic processes; not standard on all projects; used on large and 
highly-visible projects.  

Management supports and encourages use of processes.  

Mix of intermediate and summary-level information.  

Estimates and schedules are based on expert knowledge and generic 
tools.  

Mostly a project-centric focus.  
Level 3  

 

Organizational 
Standards and 
Institutionalized 
Process 

All processes are standard for all projects and are repeatable.  

Institutionalized processes.  

Summary and detailed information.  

Informal collection of actual data.  

Estimates and schedules based on industry standards.  

More of an organizational focus.  

Informal analysis of project performance.  
Level 4  

 

Managed Processes Processes are integrated with corporate processes.  

Management mandates compliance.  

Management takes an organizational entity view.  

Solid analysis of project performance.  

Estimates, schedules are normally based on organization.  

Management uses data to make decisions.  
Level 5  

 

Optimizing Process Processes to measure project effectiveness and efficiency.  

Processes in place to improve project performance.  

Management focus in continuous improvement.  
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2.5.4.7 PRINCE2 Maturity Model (P2MM):  

The PRINCE2 Maturity Model was derived from P3M3. P2MM allows organizations to 

identify strength areas and build an action plan to improve their effectiveness based on PRINCE2 

and Managing Successful Programs (MSP). P2MM uses the same structure of P3M3 and has five 

levels of maturity, which are: level 1 (awareness of process), level 2 (repeatable process), level 3 

(defined process), level 4 (managed process), and level 5 (optimized process) (William, 2013).  

All project management maturity models are designed to define gaps in organizations to 

take actions to improve their project management practices and culture. Project management 

culture is not something that can be implemented immediately, like installing a machine; it takes 

time and it undergoes several steps (Eneroth et al., 2009). According to PwC (2013) two surveys 

that were done in 2004 and 2012 on project management maturity showed that there was a 

�U�H�O�D�W�L�R�Q�V�K�L�S�� �E�H�W�Z�H�H�Q�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �V�W�U�R�Q�J�� �S�H�U�I�R�U�Pance and the maturity of project 

management in their organizations, and sustainable project delivery was linked to a higher level 

of project management maturity. In general, the maturity model does not help an organization 

understand its current level in terms of its performance; it helps the organization to increase the 

�S�H�U�F�H�Q�W�D�J�H�� �R�I�� �S�U�R�M�H�F�W�� �V�X�F�F�H�V�V���� �P�H�D�V�X�U�H�� �S�H�U�I�R�U�P�D�Q�F�H���� �D�Q�G�� �L�Q�W�H�J�U�D�W�H�� �W�K�H�� �R�U�J�D�Q�L�]�D�W�L�R�Q�¶�V�� �S�U�R�M�H�F�W�V��

toward achieving its strategy. Furthermore, the Project Management Institute (2003) stated some 

benefits of the project maturity model, which are:  

1- Powers the link between planning and execution.  

2- Provides project management best practice.  

3- Identifies capabilities to apply best practice.  

4- Identifies the basis which helps organizations make improvements.  
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5- Shares experience of hundreds of project management consultants from different 

industries.   

Archibald and Prado (2012) conducted a study that showed a relationship between project 

management maturity level and project success. This study concluded that: there was a positive 

relationship between organizational project maturity level (OPML) and overall project success, 

there was an inverse relationship between OPML and project failure, there was an inverse 

relationship between OPML and project delay, there was an inverse relationship between OPML 

and project cost overrun, and there was a positive relationship between OPML and added value 

by stakeholders. Sidenko (2006) found that project management maturity affects all factors of 

project success; however, the most important factor is business benefits. Generally a maturity 

assessment provides a road map to get to the next level, and comparison with other organizations 

(Pretorius et al., 2012).   

2.5.4.8 Comparison of Maturity Models:  

Table 2.13 provides a comparison between six maturity models that have been discussed above: 

Table  2-13 Comparison between different project management maturity models: 

Name  Representation of Maturity  Standards   
OPM3 Continuum stages of best 

practice (standardize, 
measure, control, 
continuously improve)  

Developed from PMI standards (PMBOK) 

P3M3 Five levels  Developed from PRINCE2 and Managing 
Successful Programs (MSP) 

PMMM  Five levels  Developed from nine knowledge areas in PMI and 
integrates standards for process management 
(CMM) 

Project 
FRAMEWORK  

Five levels  Developed based on Software Engineering 
�,�Q�V�W�L�W�X�W�H�¶�V���P�D�W�X�U�L�W�\���P�R�G�H�O���D�Q�G���3�0�,�¶�6���V�W�D�Q�G�D�U�G�V 

Project Maturity 
Model (PM2)  

Five levels  Developed from nine knowledge areas and five 
phases in PMI standard 
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Project Management 
Maturity Model  

Five levels  Integrate standards for process management 
(CMM), and project management (PMBOK) 

PRINCE2 Maturity  
Model (P2MM) 

Five levels  Developed from PRINCE2 and Managing 
Successful Programs (MSP) 

According to Khoshgoftar and Osman (2009), OPM3 is shown to be a more suitable model than 

others. In addition, according to Man (2007), OPM3 is the most popular model.  

2.6: Project Performance and Success: 

Most studies determine project success as project completion within its time, approved 

budget, and specifications. Recently, meeting customer satisfaction and project team satisfaction 

became other measures of project success. According to some studies, project performance is 

measured in two streams: project efficiency (meeting targeted budget and time, and finishing the 

project within its specifications), and project effectiveness (meeting client satisfaction and 

expectations, and project team satisfaction) (Yazici, 2009). 

�3�U�R�M�H�F�W���P�D�Q�D�J�H�U�V���P�D�Q�D�J�H���W�K�H�L�U���S�U�R�M�H�F�W�V�¶���W�L�P�H�����E�X�G�J�H�W�����D�Q�G���V�S�H�F�L�I�L�F�D�W�L�R�Q�V���W�R���G�H�W�H�U�P�L�Q�H���W�K�H��

success level of their projects, while several studies added customer satisfaction as an important 

aspect of project success (Malach et al., 2009). Westhuizen and Fitzegerald (2005) identified 

project success as the ability of the project manager to finish the project on time, within the 

budget, and according to the specifications, as well as satisfying all stakeholders.   

Furthermore, Shenhar et al. (2001) suggested three dimensions of project success, which are: 

meeting the �S�U�R�M�H�F�W�¶�V���R�E�M�H�F�W�L�Y�H�V�����P�H�H�W�L�Q�J���F�X�V�W�R�P�H�U�V�¶��needs, developing the organization. Zhang 

and Van (2013) listed some criteria of project performance, which are:  

1- �0�H�H�W�L�Q�J���S�U�R�M�H�F�W�¶�V���F�R�Q�V�W�U�D�L�Qts: time, cost, and quality.  

2- �0�H�H�W�L�Q�J���R�Z�Q�H�U�¶�V���H�[�S�H�F�W�D�W�L�R�Q�V�� 
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3- Meeting different goals related to the project: health and safety, environment, changes 

and variations order management, and conflict management.  

4- Project stakeholders�¶ (owner, project team, suppliers, etc.) satisfaction.  

Freeman and Beale (1992) identified seven criteria of project success, which are: 

technical performance, execution efficiency, customer satisfaction, employee growth, and 

organizational performance. In addition, Kendra and Taplin (2004) identified two types of 

elements �± social and technical form �± as well as four dimensions of project success, which are 

project manager skills and competencies, performance management system, organizational 

structure, and top management support. Furthermore, Shenhar et al. (2001) identified four 

aspects of assessing project success, which are: meeting project objectives, satisfying customers, 

business success, and creating new market opportunities. Westerveld (2003) stated that a project 

�V�X�F�F�H�V�V�� �F�U�L�W�H�U�L�R�Q�� �L�V�� �G�L�I�I�H�U�H�Q�W�� �I�U�R�P�� �R�Q�H�� �S�U�R�M�H�F�W�� �W�R�� �D�Q�R�W�K�H�U���� �G�H�S�H�Q�G�L�Q�J�� �R�Q�� �W�K�H�� �S�U�R�M�H�F�W�¶�V�� �V�L�]�H����

uniqueness, and complexity.  

When measuring success, organizations should combine business success, customer 

measures, and operational measures. In addition, projects that finish over budget or behind 

schedule may provide significant value to customers. Views of project success are different 

across stakeholders. For example, project managers focus on finishing a project on time and 

budget, team members are concerned with task achievement, while top managers judge project 

success by customer satisfaction and value added to the business. Schedule index, cost index, 

scope index, quality index, and business success index are different tools that are used to 

measure project outcomes (Lindbergh, 2009).   
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2.7: PPM Project Portfolio Management:  

�3�U�R�M�H�F�W�� �3�R�U�W�I�R�O�L�R�� �3�U�R�F�H�V�V�� �L�V�� �³�D�E�R�X�W�� �F�K�R�R�V�L�Q�J�� �W�K�H�� �U�L�J�K�W�� �S�U�R�M�H�F�W�V�� �D�Q�G�� �S�U�R�J�U�D�P�V�� �I�R�U�� �W�K�H��

corporate strategy. It is how you translate your strategic vision down to the individual projects to 

�D�F�K�L�H�Y�H���W�K�H���J�U�H�D�W�H�V�W���S�R�W�H�Q�W�L�D�O���5�2�,�´�� ���3�0�,���� �������������� �3�U�R�M�H�F�W���3�R�U�W�I�R�O�L�R���3�U�R�F�H�V�V�����3�3�3�����L�V���G�H�V�L�J�Q�H�G���W�R��

�O�L�Q�N�� �W�K�H�� �S�U�R�M�H�F�W�� �G�L�U�H�F�W�O�\�� �W�R�� �W�K�H�� �R�U�J�D�Q�L�]�D�W�L�R�Q�¶�V�� �V�W�U�D�W�H�J�\�� ���0�D�Q�W�H�O��et al., 2007). According to 

LaBorsse (2010), Project Portfolio Management is about managing a group of projects together 

to get benefits that could not be available if these projects were managed individually. The goal 

of PPM is to use an optimal mix of resources to carry out and schedule different activities of 

different projects. Some benefits of PPM are (Mantel et al., 2007):  

1- Projects are aligned with organization goal and strategy.  

2- �%�H�V�W���X�V�H���R�I���R�U�J�D�Q�L�]�D�W�L�R�Q�¶�V���U�H�V�R�X�U�F�H�V���L�Q���G�L�I�I�H�U�H�Q�W���S�U�R�M�H�F�W�V�� 

3- Actions can be taken for more than one project at a time.  

2.8: Value Added to the Organization by Having a Project Management Culture: 

Srivannoboon (2006) stated �W�K�D�W���D�O�L�J�Q�L�Q�J���D���S�U�R�M�H�F�W���Z�L�W�K���D�Q���R�U�J�D�Q�L�]�D�W�L�R�Q�¶�V���V�W�U�D�W�H�J�\�����Z�K�L�F�K��

�L�V���W�K�H���F�R�U�H���R�I���S�U�R�M�H�F�W���F�X�O�W�X�U�H�����F�D�Q���V�L�J�Q�L�I�L�F�D�Q�W�O�\���H�Q�K�D�Q�F�H���D�Q���R�U�J�D�Q�L�]�D�W�L�R�Q�¶�V���S�H�U�I�R�U�P�D�Q�F�H���W�R���D�F�K�L�H�Y�H��

its goals and strategies. In addition, Ibbs and Reginoto (2002) conducted a study on projects 

across 21 companies; their findings were: (1) companies with high levels of maturity in project 

management have better project outcomes, (2) maturity levels of project management are linked 

with the project schedule and cost performance, (3) companies with high maturity levels in 

project management have lower project costs. Furthermore, Milosevic and Patanakul (2005) 

stated �W�K�D�W�� �D�Q�� �R�U�J�D�Q�L�]�D�W�L�R�Q�¶�V�� �V�X�S�S�R�U�W��for providing tools to project teams is a critical factor to 

project success, and organizations who set project management as a core component achieve 
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high value (Martin, 2012). Kerzner (2010) identified some benefits of having a project 

management culture, which are: 

1- �2�U�J�D�Q�L�]�D�W�L�R�Q�D�O���H�P�S�O�R�\�H�H�V���U�H�V�S�H�F�W���S�U�R�M�H�F�W�¶�V���W�L�P�H���D�Q�G���P�R�Q�H�\���� 

2- Organizations are aligning projects to their strategies.  

3- Organization managers always support projects to finish on time, within budget, and 

within customer expectations.  

4- Organizations always support change that is needed to improve project performance.   

5- Organization always seeks best practice in project management.   

6- There is a reporting system which supports projects.  

7- There is a policy and procedure that supports projects.  

8- There is a project management process.  

9- There are KPIs that seek improvement of project management systems.  

10- There are expert and well-trained project managers. 

11- Tools are available for project team, including project managers, to perform better.  

12- There is an effective communication system.  

13- Employees are working as a team and they are committed to project success.  

14- Projects will be aligned with organization strategies to meet organization goals.   

15- Customer satisfaction level is high.  

16- Knowledge will transfer smoothly between project team members. 

17- Morale of project team members will be high.   

Therefore, by having a project management culture, organizations will enhance a 

�S�U�R�M�H�F�W�¶�V�� �S�H�U�I�R�U�P�D�Q�F�H�� �W�R�� �D�F�K�L�H�Y�H�� �L�W�V�� �R�E�M�H�F�W�L�Y�H�V���� �,�Q�� �D�G�G�L�W�L�R�Q, organizations with high maturity 
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levels on project management would have projects that finish on time, within schedule, and 

within the planned quality (Ibbs and Reginoto, 2002; Srivannoboon, 2006). 

2.9: Summary of Chapter Two:  

Project performance depends not only on project manager skills, experience, and 

competencies. It also depends on the three aspects of organizational systems that are shown in 

Figure 2.3. Project manager�V�¶ competencies and skills could be measured by using one of the 

competency measurement models. Project manager capabilities and self-efficacy are important 

aspects in hiring project managers. Different institutes have developed different certifications of 

project managers, which are Certified Associate in Project Management (CAPM), Program 

Management Professional (PgMP), PMI Agile Certified Practitioner (PMI-ACP), �3�0�,�¶�6�� �5�L�V�N��

Management Professional (PMI-RMP), �3�0�,�¶�V�� �6�F�K�Hduling Professional (PMI-SP), OPM3 

Professional Certification, PMP (Project Management Professional), Project+ is a certification, 

(International Project Management Association), IPMA level A (Certified Projects Director), 

IPMA Level B® (Certified Senior Project Manager), IPMA Level C® (Certified Project 

Manager), and Level D® (Certified Project Management Associate), Practising Project 

Practitioner (CPPP), Certified Practising Project Manager (CPPM), Certified Practising Project 

Director (CPPD), and Certified Practising Portfolio Executive (CPPE) (Australian Institute of 

Project Management, 2010), Projects Director (APM Level A), Senior Project Manager (APM 

Level B), Project Manager (APM Level C), and Project Management Associate (APM Level D) 

(APM, 2008). 

Project management culture is an important aspect which influences project performance. 

Adequate policy and procedure, process, structure, tools, and resources which support project 
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management create a culture which helps project managers manage their projects effectively. 

There are different project maturity models that measure the level of organizational maturity in 

terms of project management practices (Pretorius et al., 2012). Different models are presented in 

this chapter. Project performance and success differ from one stakeholder to another. For 

example, the project manager focuses on time and cost of the project, project team focus on 

quality of the work, and top managers link success to the financial benefit. Different researchers 

identified different benefits which organizations could have by having a project management 

culture, such as Kerzener (2010), Srivannoboon (2006) and Ibbs and Reginoto (2002). One way 

of creating a project management culture is training. Training can teach employees what the goal 

objectives are, what roles and procedures are needed to accomplish their work, and what kind of 

communication system is more effective (Meudell and Gadd, 1994).  
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Chapter3: Literature Review �± Organizational Culture 

3.1: Introduction:  

This chapter reviews the literature on organizational culture. In the first section, this 

chapter discusses different definitions of culture. Then this chapter reviews how organizational 

culture is developed within any organization. Furthermore, types of organizations�¶ culture are 

�U�H�Y�L�H�Z�H�G���� �D�Q�G�� �K�R�Z�� �W�K�H�V�H�� �W�\�S�H�V�� �D�I�I�H�F�W�� �W�K�H�� �R�U�J�D�Q�L�]�D�W�L�R�Q�¶�V�� �S�H�U�I�R�U�P�D�Q�F�H���� �7�K�H�Q�� �W�H�Q�� �U�H�V�H�D�U�F�K�H�V�� �L�Qto 

�R�U�J�D�Q�L�]�D�W�L�R�Q�� �F�X�O�W�X�U�H�� �D�U�H�� �U�H�Y�L�H�Z�H�G���� �V�X�F�K�� �D�V�� �+�R�I�V�W�H�G���� �2�¶�5�H�L�O�O�\�� �H�W�� �D�O������ �D�Q�G�� �'�D�Q�L�H�O�� �'�H�Q�L�V�R�Q�¶�V��

researches.  

In addition, this chapter discusses how leadership and organizational culture are two sides 

of the same coin. After that, this chapter examines why organizations have to care about their 

cultures. Then changing culture will be discussed, and types of tools to diagnose and change 

organizational cultures. Finally, researches that link organizational culture and performance are 

discussed, such as Denison, Kotter and Heskett.  

3.2: Definitions of Culture:  

The Oxford Online Dictionary �G�H�I�L�Q�H�V�� �F�X�O�W�X�U�H�� �D�V�� �³�W�K�H�� �L�G�H�D�V���� �F�X�V�W�R�P�V���� �D�Q�G�� �V�R�F�L�D�O��

behaviour of a particular people or society�´�����,�Q�� �D�G�G�L�W�L�R�Q���� �F�X�O�W�X�U�H�� �L�V�� �W�K�H�� �I�R�X�Q�G�D�W�L�R�Q�� �R�I�� �S�H�R�S�O�H�¶�V��

beliefs about how the world operates (Teegarden et al., 2011). Schein (2004) stated that 

�R�U�J�D�Q�L�]�D�W�L�R�Q�D�O���F�X�O�W�X�U�H���L�V���³�D���S�D�W�W�H�U�Q���R�I���E�D�V�L�F���D�V�V�X�P�S�W�L�R�Q�V���± invented, discovered, or developed by 

a given group as it learns to cope with its problems of external adaptation and internal integration 

�± that has worked well enough to be considered valid and, therefore, to be taught to new 

�P�H�P�E�H�U�V�� �D�V�� �W�K�H�� �F�R�U�U�H�F�W�� �Z�D�\�� �W�R�� �S�H�U�F�H�L�Y�H���� �W�K�L�Q�N�� �D�Q�G�� �I�H�H�O�� �L�Q�� �U�H�O�D�W�L�R�Q�� �W�R�� �W�K�R�V�H�� �S�U�R�E�O�H�P�V�´�� ���S������������
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Some organizations would have multiple cultures because of different functional groupings or 

different geographic locations (Kotter and Heskett, 1992). 

The idea of corporate culture was recognized early in the 16th century. Corporate or 

organizational culture refers to ideas and behaviours in any organization, and it is known as 

corporate culture or company culture. Culture is an entity that joins the organization together. 

Several researchers have conducted research and developed models to classify and describe 

different organizational cultures (Hofstede, 1998).  

3.3: How Organizational Culture Develops  

A business dictionary definition of organizational culture is the values, morals, and 

behaviours which create a unique environment in the organization (WebFinance, 2015). 

Organizational culture includes values that create its image for the outside world. Sometimes 

�R�U�J�D�Q�L�]�D�W�L�R�Q�D�O�� �F�X�O�W�X�U�H�� �L�V�� �F�D�O�O�H�G�� �F�R�U�S�R�U�D�W�H�� �F�X�O�W�X�U�H�� �D�Q�G�� �L�W�� �P�H�D�Q�V�� �³�Y�D�O�X�H�V�� �D�Q�G�� �S�U�D�F�W�L�F�H�V�� �W�K�D�W�� �D�U�H��

�V�K�D�U�H�G�� �D�F�U�R�V�V�� �D�O�O�� �J�U�R�X�S�V�� �L�Q�� �D�� �I�L�U�P�´�� ���.�R�W�W�H�U��and Heskett, 1992: p.22). Figure 3.1 shows how 

corporate culture is developed in organizations.  
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Figure  3-1 Pattern of organizational culture emergence (Source: Kotter and Heskett, 1992) 

 

When any group pursue an objective collectively, they will build up a culture (Teegarden 

et al., 2011). Figure 3.2 pictures the organization culture as an iceberg which has a hidden part 

(Australian Government Department of Education, 2013).  

 

Figure  3-2 �2�U�J�D�Q�L�]�D�W�L�R�Q�D�O���³�L�F�H�E�H�U�J�´����Source: Australian Government Department of 
Education, 2013) 

Kotther and Heshett (1992) suggested thinking about organizational culture as having 

�W�Z�R���O�H�Y�H�O�V�����Z�K�L�F�K���D�U�H���G�L�I�I�H�U�H�Q�W���L�Q���W�H�U�P�V���R�I���³�W�K�H�L�U���Y�L�V�L�E�L�O�L�W�\���D�Q�G���W�K�H�L�U���U�H�V�L�V�W�D�Q�F�H���W�R���F�K�D�Q�J�H�´�����,�Q���W�K�H��



86 
 

invisible level, culture has some values, norms, and group behaviours that can be taught to new 

employees; for example, new employees will be taught how important it is to respond quickly to 

customers. In the visible level, culture is having some shared values and behaviours, and these 

behaviours can be taught to new employees, such as being friendly, working hard, and wearing 

special clothes.   

Having part of the organizational culture hidden makes it complex and difficult to change 

the whole culture, because employees could be asked to change some part of it that they are 

unaware of (the invisible and hidden part). This hidden part of the organizational culture is the 

most stable and critical part of it (Teegarden et al., 2011). 

According to Kotther and Heshett (1992), there are three ideas behind how strong culture 

relates to performance. Firstly, organizations with strong culture have their employees working 

in the same directions seeking the same goal. Secondly; organizations with strong culture create 

a motivation between their employees, so that sometimes having shared values and behaviours 

will make employees feel grateful to work together. An example of that is involving employees 

in the decision-making. Thirdly; strong culture creates control of the work without depending on 

written or documented procedures and processes, and which will also create a motivation.  

3.4: Types of Work Culture:  

�5�R�O�O�L�Q���D�Q�G���5�R�E�H�U�W�V�����������������F�R�Q�F�O�X�G�H�G���W�K�D�W���W�K�H�U�H���D�U�H���I�R�X�U���P�D�M�R�U���W�\�S�H�V���R�I���³�F�X�O�W�X�U�D�O���P�R�G�H�O�´��

as shown in Figure 3.3.  
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Figure  3-3 Work cultures (Source: Rollin and Roberts, 1998) 

The first type of organizational culture is functional culture, and its attributes are; using 

obvious lines of authority, providing secure employment, having clear job descriptions, having 

clear work processes, and supporting management decisions. The second type of organizational 

culture is a process-driven culture and its attributes are; caring more about customer satisfaction, 

�X�Q�G�H�U�V�W�D�Q�G�L�Q�J�� �F�X�V�W�R�P�H�U�� �Q�H�H�G�V���� �O�L�V�W�H�Q�L�Q�J�� �W�R�� �F�X�V�W�R�P�H�U�V�¶�� �V�X�J�J�H�V�W�L�R�Q�V���� �F�R�Q�W�L�Q�X�L�Q�J�� �Z�R�U�N��

improvement, having clear processes, supporting low-level decisions, supporting teamwork. The 

third type of organizational culture is a time-based culture and its attributes are; always 

developing new products and services, tracking good business opportunities, responding quickly 

to changing work environments, speedy decision-making, maximizing customer satisfaction, 

supporting innovation. The fourth type of organizational culture is a network culture and its 

attributes are; attracting talented people, building strategic joint ventures with other 

organizations, establishing new business lines, enhancing changes in business. Each of these 

types of organizational culture affect the project performance differently; for example, a project 

manager in functional culture might be inhibited from using new technology to perform better in 

the project. As another example, a project manager in process-driven culture will have a better 

chance to perform well, because this type of culture supports teamwork.  



88 
 

3.5: Different Classification of Organizational Culture:  

Several methods have been developed to classify organizational culture. As proposed by 

different researchers, organizational cultures vary from one organization to other. Different 

researchers have developed models to describe organizational cultures.  

Hofstede (2010) stated that culture is a collective phenomenon of people who live in the 

same environment. He demonstrated that there are two types of culture grouping; national culture 

and regional culture. He conducted two researches; one on cross-national differences in mental 

programmes in the same multinational firm, and one on cross-organizational differences in 

mental programmes in the same countries. 

3.5.1 Cross-national Differences:  

�7�K�L�V���U�H�V�H�D�U�F�K���X�V�H�G���W�K�H���D�Y�D�L�O�D�E�O�H���G�D�W�D���R�I���D�Q���,�%�0���&�R�U�S�R�U�D�W�L�R�Q���H�P�S�O�R�\�H�H�V�¶���V�X�U�Y�H�\�����7�K�H�V�H���G�D�W�D 

dealt with attitudes and values. Value score differences were found between groups of employees 

from different countries, while no differences were found in the attitude score. Hofstede used a 

correlation and factor analysis, which showed four dimensions of national value differences and 

then added one more to make five national value differences: 

1. Large vs. small power distance 

Different societies have different degrees of acceptance and expectation that power is 

distributed unequally. And power distance i�V�� �³�W�K�H�� �H�[�W�H�Q�W�� �W�R�� �Z�K�L�F�K�� �W�K�H�� �O�H�V�V�� �S�R�Z�H�U�I�X�O��

members of organizations and institutions accept and expect that power is distributed 

�X�Q�H�T�X�D�O�O�\�´�� ���+�R�I�V�W�H�G�H���� ������������ �S������������ �$�F�F�R�U�G�L�Q�J�� �W�R�� �0�X�O�G�H�U�¶�V�� �S�R�Z�H�U�� �G�L�V�W�D�Q�F�H�� �W�K�H�R�U�\����

employees will try to reduce the power distance between them and their managers 
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(Hofstede, 1980). In cultures with low power distance, employees relate to each other as 

equal, regardless of their formal positions, and employees feel that they have the right to 

contribute to decisions made by their managers. In cultures with high power distance, 

�H�P�S�O�R�\�H�H�V�� �D�F�F�H�S�W�� �S�R�Z�H�U�� �U�H�O�D�W�L�R�Q�V���� �D�Q�G�� �W�K�H�\�� �N�Q�R�Z�� �W�K�D�W�� �W�K�H�L�U�� �P�D�Q�D�J�H�U�¶�V�� �S�R�Z�H�U�� �L�V�� �V�L�P�S�O�\��

�E�H�F�D�X�V�H���R�I���W�K�H���P�D�Q�D�J�H�U�¶�V���K�L�H�U�D�U�F�K�L�F�D�O���S�R�V�L�W�L�R�Q���� 

2. Strong vs. weak uncertainty avoidance 

Different societies have different degrees of coping with uncertainty. In a high 

uncertainty culture, employees try to avoid unusual circumstances and they precede the 

unknown with step-by-step planning and implementing of laws. On the other hand, in a 

low uncertainty culture, employees feel comfortable with changeable environments, and 

they easily accept changes.  

3. Individualism vs. collectivism 

Hofstede demonstrates that in individualistic societies, employees are expected to take 

care and stand up for themselves and their families. In contrast, employees in collectivist 

�V�R�F�L�H�W�L�H�V���H�[�S�H�F�W���W�K�D�W���W�K�H�L�U���R�U�J�D�Q�L�]�D�W�L�R�Q�V�¶���P�H�P�E�H�U�V���Z�L�O�O���O�R�R�N���D�I�W�H�U���D�Q�G���W�D�N�H��care of them.  

4. Masculinity vs. femininity 

Societies in masculine cultures value power, competitiveness, and ambition, and it is 

clear that roles are differentiated between men and women. On the other hand, societies 

in feminine cultures place more value on relationships, cooperation, and caring for the 

quality of life, and roles do not differentiate between men and women.   

5. Long- vs. short-term orientation 
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In societies in long-term orientation cultures, employees place more importance on the 

future and they show more value in looking for rewards, and saving. On the other hand, 

societies in short-term orientation cultures have more focus on achieving promotion 

related to the past and present work, and employees show high respect for traditions. 

3.5.2 Cross-organizational Differences:  

 

Figure  3-4 Manifestation of culture at different levels of depth (Source: Hofsted, 2010) 

Symbols are things such as beliefs, images, and objectives that have meaning to those 

who share the culture. Heroes are persons that are valued in the culture, as are models of 

behaviour. Rituals are stereotyped sequences of activities that are performed in the culture to 

reach a desired goal and interest. Symbols, heroes and rituals are visible, which is why they are 

called practices, as shown in Figure 3.4, while values are the core of the culture, and they are 

beliefs and ideals which choose between two pairings, such as good and evil, dirty and clean, 

dangerous and safe (Hofstede, 2010).    
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3.5.3 Attitude, Values, and Organizational Culture: 

Corporate (organizational) culture has been popular since early 1980, and it is a characteristic 

of the organization which is observed and measured from the behaviour (verbal and non-verbal) 

of individuals in the organization (Hofsted, 1998). Armstrong (2009) defined organizational 

�F�X�O�W�X�U�H�� �D�V�� �³�W�K�H�� �S�D�W�W�H�U�Q�V�� �R�I�� �Y�D�O�X�H�V���� �Q�R�U�P�V���� �E�H�O�L�H�I�V���� �D�W�W�L�W�X�G�H���� �D�Q�G�� �D�V�V�X�P�S�W�L�R�Q�V�� �W�K�D�W�� �P�D�\�� �Q�R�W�� �K�D�Y�H��

been articulated but shape the way in which people in organizations beh�D�Y�H���D�Q�G���W�K�L�Q�J�V���J�H�W���G�R�Q�H�´��

(p.384).  

Attitude is a stable group of beliefs around an object, place, thing, or event, influencing 

�R�Q�H���W�R���U�H�V�S�R�Q�G���L�Q���D���S�D�U�W�L�F�X�O�D�U���P�D�Q�Q�H�U�����Z�K�L�O�H���Y�D�O�X�H���L�V���D���³�E�U�R�D�G���W�H�Q�G�H�Q�F�\���W�R���S�U�H�I�H�U���F�H�U�W�D�L�Q���V�W�D�W�H�V���R�I��

�D�I�I�D�L�U�V�� �R�Y�H�U�� �R�W�K�H�U�V�´�� ���+�R�I�V�W�H�G, 1998: p.19). And the organizational culture is the group 

programming of the mind which differentiates groups of employees in the organization from 

each other. Attitudes are common factors of surveys. They include components of job and work 

satisfaction. Information of attitude surveys is easy to be used to get a particular conclusion. 

�³�+�R�Z�� �V�D�W�L�V�I�L�H�G�� �D�U�H�� �\�R�X�� �Z�L�W�K�� �\�R�X�U�� �F�D�U�H�H�U�� �R�S�S�R�U�W�X�Q�L�W�L�H�V�"�´�� �L�V�� �D�Q�� �H�[�D�P�S�O�H�� �R�I�� �D�Q�� �D�W�W�L�W�X�G�H�� �T�X�H�V�W�L�R�Q����

�³�+�R�Z�� �L�P�S�R�U�W�D�Q�W�� �L�V�� �L�W�� �W�R�� �\�R�X�� �W�R�� �K�D�Y�H�� �F�D�U�H�H�U�� �R�S�S�R�U�W�X�Q�L�W�L�H�V�"�´�� �L�V�� �D�Q�� �H�[�D�P�S�O�H�� �R�I�� �D��value question. 

Information from values surveys does not lead immediately to a particular conclusion (Hofstede, 

2010).  

3.5.3.1 ���‘�ˆ�•�–�‡�†�‡�ï�•��Work  

�+�R�I�V�W�H�G�H�¶�V�� �U�H�V�H�D�U�F�K�� �K�D�G�� �E�H�H�Q�� �G�R�Q�H�� �L�Q�� ������ �Z�R�U�N�� �X�Q�L�W�V�� �L�Q�� �'�H�Qmark and the Netherlands, 

eleven units from private companies (electronics, chemicals and consumer goods), five units 

from private service companies (banks, transport and trade), and four units from public 

organizations (telecommunications and police). He used a qualitative method in his study and 
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compared data from all units. Open interviews conducted in the 20 units contributed to (1) the 

�X�Q�L�W�¶�V���F�X�O�W�X�U�H���T�X�D�O�L�W�D�W�L�Y�H���S�L�F�W�X�U�H�����D�Q�G�����������W�K�H���T�X�H�V�W�L�R�Q�Q�D�L�U�H���I�R�U���T�X�D�Q�W�L�W�D�W�L�Y�H���D�Q�D�O�\�V�L�V�����7�K�H�U�H���Z�H�U�H���D��

total of 1295 responses to his research; however, his analysis was done based on mean scores for 

the 20 units rather than on the 1295 responses. He concluded that the cultural differences 

between different organizations in different countries is because of the value differences (the 

invisible part of the organization culture), while culture differences between different 

organizations in the same country are because of the practice differences (the visible part of the 

organization culture). 

Practices are shown in Figure 3.4, which are symbols, heroes and rituals. Since practices are 

visible, they are amenable to change, while value could change according to an �H�P�S�O�R�\�H�H�¶�V���O�R�J�L�F��

rather than any plan. �+�R�I�V�W�H�G�H�¶�V���I�L�Q�G�L�Q�J�V���D�E�R�X�W���Y�D�O�X�H�V���L�Q���R�U�J�D�Q�L�]�D�W�L�R�Q�D�O���F�X�O�W�X�U�H���F�R�Q�W�U�D�V�W���Z�L�W�K���W�K�H��

beliefs of management literature, because management literature always gets its information 

�I�U�R�P�� �W�R�S�� �P�D�Q�D�J�H�U�V���� �Z�K�L�O�H�� �+�R�I�V�W�H�G�H�¶�V�� �V�X�U�Y�H�\�� �Z�D�V�� �F�R�Q�G�X�F�W�H�G�� �R�Q�� �V�D�P�S�O�H�V�� �R�I�� �D�O�O�� �P�H�P�E�H�U�V�� �R�I�� �W�K�H��

organization. Employees have to follow practices of their organizations if they want to remain 

workin�J�����K�R�Z�H�Y�H�U���W�K�H�\���G�R���Q�R�W���K�D�Y�H���W�R���K�D�Y�H���W�K�H���V�D�P�H���Y�D�O�X�H�V�����/�H�D�G�H�U�V�¶���Y�D�O�X�H�V���F�R�X�O�G���E�H�F�R�P�H���W�K�H�L�U��

�H�P�S�O�R�\�H�H�V�¶�� �S�U�D�F�W�L�F�H�V�� ���+�R�I�V�W�H�G�H���� �������������� �+�R�I�V�W�H�G�H�¶�V�� �D�Q�D�O�\�V�L�V�� �S�U�R�G�X�F�H�G�� �V�L�[�� �L�Q�G�H�S�H�Q�G�H�Q�W��

dimensions of practices which differentiate the 20 units, which are: 

1- Process-oriented vs. results-oriented. 

2- Employee-oriented vs. job-oriented. 

3- Parochial vs. professional.  

4- Open system vs. closed system. 

5- Loose vs. tight control. 
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6- Normative vs. pragmatic. 

For the above six dimensions, three key questions were chosen to calculate the index value of 

each dimension. Dimension one key questions showed that in a process-oriented culture, 

employees avoid risks by following existing processes, while in a results-oriented culture, 

employees are likely to put themselves in unfamiliar situations, bringing new challenges every 

day. Dimension two key questions showed that in an employee-oriented culture, employees have 

a feeling that their personal issues are taken into account and important decisions are made by 

committees, while in a job-oriented culture, employees have a feeling that their organizations 

�I�R�F�X�V���R�Q�O�\���R�Q���Z�R�U�N���G�R�Q�H���E�\���W�K�H�L�U���H�P�S�O�R�\�H�H�V���D�Q�G���Q�R�W���R�Q���W�K�H�L�U���H�P�S�O�R�\�H�H�V�¶���S�H�U�V�R�Q�D�O���S�U�R�E�O�H�P�V�����D�Q�G��

important decisions are taken by individuals. Dimension three key questions showed that in 

parochial culture�V���� �H�P�S�O�R�\�H�H�V�� �K�D�Y�H�� �D�� �I�H�H�O�L�Q�J�� �W�K�D�W�� �W�K�H�L�U�� �R�U�J�D�Q�L�]�D�W�L�R�Q�¶�V�� �Q�R�U�P�V�� �F�R�Y�H�U�� �W�K�H�L�U��

behaviour on the job as well as at home, while in professional cultures, employees consider their 

private lives are their own businesses. Dimension four key questions showed that in an open 

system culture, organizations and employees are considered to be opened to outsiders (only a 

few days are needed for new employees to feel at home), while in a closed system culture, 

organizations and their employees are considered to be closed (more than one year is needed for 

new employees to feel at home). Dimension five key questions showed that in a loose control 

culture, employees have a feeling that no one thinks of costs and times (cost and time are always 

approximate), while employees in a tight control culture feel that their work is cost-conscious, 

meeting times. Dimension six key questions showed that in a normative culture, everybody 

focuses on correct results and standards are high, while in a pragmatic unit, everybody focuses 

on meeting customer needs rather than correct procedures. 
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�+�R�I�V�W�H�G�H�¶�V�� �T�X�H�V�W�L�R�Q�Q�D�L�U�H�� �F�R�Q�V�L�V�W�H�G�� �R�I�� �������� �T�X�H�V�W�L�R�Q�V���� ������ �T�X�H�V�W�L�R�Q�V�� �D�E�R�X�W�� �D�W�W�L�W�X�G�H���� ������

questions about values, 31 questions about practices, and 10 questions about demographics. The 

survey was completed by 2590 employees (76% response rate). The cluster analysis of each 

�F�R�P�S�D�Q�\�¶�V�� �F�X�O�W�X�U�H�� �V�K�R�Z�H�G�� �O�D�U�J�H�� �V�X�E-cultures in every company: a professional sub-culture, an 

administrative sub-culture, and a customer interface sub-culture. The total response was factor 

analyze�G���X�V�L�Q�J���D���³�S�U�L�Q�F�L�S�D�O���F�R�P�S�R�Q�H�Q�W�V���S�U�R�J�U�D�P�P�H�´�����7�K�H���I�D�F�W�R�U���D�Q�D�O�\�V�L�V���V�X�J�J�H�V�W�H�G���W�K�L�U�W�\-three 

factors to investigate. Then by using scree test, seven factors were shown to make a substantial 

contribution. The analysis showed those questions about values and attitudes systematically 

loaded on different factors. 

�+�R�I�V�W�H�G�H�¶�V���V�W�X�G�\���V�K�R�Z�H�G���W�K�D�W���³�Z�K�D�W���L�V���J�R�R�G���I�R�U��an organization and what is good for its 

�P�H�P�E�H�U�V�� �D�U�H�� �W�Z�R�� �L�Q�G�H�S�H�Q�G�H�Q�W�� �W�K�L�Q�J�V�´���� �)�R�U�� �H�[�D�P�S�O�H���� �P�D�Q�D�J�H�P�H�Q�W�� �D�F�W�L�R�Q�V�� �D�Q�G�� �G�H�F�L�V�L�R�Q�V�� �F�R�X�O�G��

affect the organizational cult�X�U�H�� �Z�L�W�K�R�X�W�� �D�I�I�H�F�W�L�Q�J�� �R�U�� �L�Q�I�O�X�H�Q�F�L�Q�J�� �H�P�S�O�R�\�H�H�V�¶�� �D�W�W�L�W�X�G�H�V���� �2�Q�� �W�K�H��

�R�W�K�H�U�� �K�D�Q�G���� �P�D�Q�D�J�H�P�H�Q�W�� �D�F�W�L�R�Q�V�� �D�Q�G�� �G�H�F�L�V�L�R�Q�V�� �F�R�X�O�G�� �D�I�I�H�F�W�� �H�P�S�O�R�\�H�H�V�¶�� �D�W�W�L�W�X�G�H�V�� �Z�L�W�K�R�X�W��

affecting or changing the organizational culture. It is only in the communication and cooperation 

where �P�D�Q�D�J�H�P�H�Q�W�� �D�F�W�L�R�Q�V�� �D�Q�G�� �G�H�F�L�V�L�R�Q�V�� �Z�R�X�O�G�� �D�I�I�H�F�W�� �R�U�J�D�Q�L�]�D�W�L�R�Q�D�O�� �F�X�O�W�X�U�H�� �D�Q�G�� �H�P�S�O�R�\�H�H�V�¶��

�D�W�W�L�W�X�G�H�V���� �7�K�H�� �L�P�S�O�L�F�D�W�L�R�Q�V�� �R�I�� �+�R�I�V�W�H�G�H�¶�V�� �V�W�X�G�\�� �D�U�H�� �W�K�D�W�� �W�K�H�� �U�H�V�S�R�Q�V�L�E�L�O�L�W�\�� �I�R�U�� �D�Q�� �R�U�J�D�Q�L�]�D�W�L�R�Q�¶�V��

�V�X�F�F�H�V�V���D�Q�G���U�H�V�S�R�Q�V�L�E�L�O�L�W�\���I�R�U���H�P�S�O�R�\�H�H�V�¶���Z�H�O�O�E�H�L�Q�J���D�U�H���W�Z�R���V�H�S�D�U�D�W�H���J�R�D�Os. In addition, Hofstede 

suggests the need for changing "mental programmes" with changing behaviour first, which will 

lead to value change, and that will lead to a change of culture (Hofstede, 1998).  

3.5.3.2 Work by Others:  

�$�Q�R�W�K�H�U���P�R�G�H�O���F�D�O�O�H�G���D�Q���R�U�J�D�Q�L�]�D�W�L�R�Q�D�O���S�U�R�I�L�O�H���P�R�G�H�O�����2�&�3�����Z�D�V���G�H�Y�H�O�R�S�H�G���E�\���2�¶�5�H�L�O�O�\����

Chatman, and Caldwell. It provides evidence that person-culture fit is linked with positive 
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performance and attitude. This model is useful for organizations to choose employees who value 

their culture. OCP model factors are: (1) innovation, (2) stability, (3) people orientation, (4) 

outcome orientation, (5) easygoing (attention to detail), (6) team orientation, and (7) detail 

�R�U�L�H�Q�W�D�W�L�R�Q�����2�¶�5�H�L�O�O�\���H�W���D�O�������������������� 

In addition, Daniel Denison (1990) developed a model which describes behaviours that link 

the organization culture with the performance (Denison et al., 2004). The model highlights four 

dimensions, which are:  

1. Mission: which means that the organization has a strategic direction and vision, and leads 

�D�Q�G���K�H�O�S�V���H�P�S�O�R�\�H�H�V���W�R���W�D�N�H���D�S�S�U�R�S�U�L�D�W�H���D�F�W�L�R�Q���W�R�Z�D�U�G���W�K�H���R�U�J�D�Q�L�]�D�W�L�R�Q�¶�V���Y�L�V�L�R�Q���� 

2. Adaptability: the level by which the organization changes easily, focusing on customer 

needs and organizational learning.  

3. Involvement: the level to which organizations are team-oriented and empower their 

employees.  

4. Consistency: the level to which organizations have central sources of systems, integration 

and control.  

Deal and Kennedy created a model that focuses on the speed at which organizations learn 

�W�K�D�W�� �W�K�H�L�U�� �D�F�W�L�R�Q�V�� �D�Q�G�� �V�W�U�D�W�H�J�L�H�V�� �D�U�H�� �V�X�F�F�H�V�V�I�X�O���� �D�Q�G�� �W�K�H�� �O�H�Y�H�O�� �R�I�� �U�L�V�N�V�� �L�Q�� �W�K�H�� �R�U�J�D�Q�L�]�D�W�L�R�Q�V�¶��

activities. Deal and Kennedy classified organizational culture into four types (Deal and Kennedy, 

2000):  

1. Work hard �± play hard culture: in this type of culture, the feedback and reward for 

�H�P�S�O�R�\�H�H�V�¶�� �S�H�U�I�R�U�P�D�Q�F�H�� �L�V�� �D�O�P�R�V�W�� �L�P�P�H�G�L�D�W�H���� �(�P�S�O�R�\�H�H�V�� �L�Q�� �W�K�L�V�� �W�\�S�H�� �R�I�� �F�X�O�W�X�U�H�� �N�H�H�S��
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high levels of energy and focus on staying positive; also, challenges between employees 

are very common, such as in restaurants.  

2. Process culture: in this type of culture the feedback is slow and there is low risk. 

Employees in this type of culture are secure in their jobs and have low stress, such as 

banks, insurance companies, and governmental organizations.  

3. Bet the company culture: in this type of culture the feedback is slow and there is high risk 

in making decisions. Employees in this type of culture have stress because of the high 

risk and the delay in knowing if their actions have paid off. In this type of culture, there is 

a strong belief in the importance of planning to make the right decisions, such as in oil 

and drug companies.  

4. Tough-guy macho culture: in this type of culture the feedback is rapid and there is a high 

risk. In addition, employees have stress because of the high risk and loss of reward, and 

they work hard to be stars. Furthermore, employees focus on the present rather than the 

future, such as police, sportspeople and surgeons.  

According to Schein (1992), organizational culture has three levels, which are:  

1. Artifacts: these are the organization attributes and physical components that are visible, 

such as offices, furnishings, awards and uniforms.  

2. Espoused beliefs and values: values and beliefs could be concluded by conducting 

surveys. At this level, values and beliefs are widely expressed in the organization.  

3. Basic underlying assumptions: these are the elements of culture that are unseen. Many 

hidden rules exist in this level.  
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Gerry Johnson described a culture as a web, and he identified a number of elements that are 

�F�R�Q�Q�H�F�W�H�G�� �D�Q�G�� �R�Y�H�U�O�D�S�S�H�G�� �L�Q�� �W�K�H�� �R�U�J�D�Q�L�]�D�W�L�R�Q�¶�V�� �F�X�O�W�X�U�H�� �Z�H�E���� �D�Q�G�� �W�K�H�V�H�� �H�O�H�P�H�Q�W�V�� �L�Q�I�O�X�H�Q�F�H�� �W�K�H��

organizational culture (Jonson, 2000): 

1. The paradigm: the organization mission, value and assumptions that employees share 

about the nature of their organization.  

2. Control systems: the systems in the organization to monitor what is important for the 

organization.  

3. Organizational structures: the organization chart, the reporting lines, and unwritten lines 

of influence in the organization.  

4. Power structures: who has the power in the organization, and who spreads power in the 

organization.  

5. Symbols: the visual symbols in the organization including logos and designs of offices, 

and the uniform of the organization.  

6. Rituals and routines: which consist of meetings, board reports, and daily behaviours of 

employees.  

7. Stories and mythology: past people and events that are valued by an organization.  

Stanley Harris developed a schema theory and described five categories of organization 

schema that present the knowledge of the individual in his or her organization (Harris, 1994):  

1. �6�H�O�I�� �V�F�K�H�P�D�V���� �U�H�I�H�U�� �W�R�� �D�Q�� �L�Q�G�L�Y�L�G�X�D�O�¶�V�� �W�K�H�R�U�L�H�V�� �R�I�� �K�L�V�� �R�U�� �K�H�U�� �D�V�S�H�F�W�V�� �L�Q�� �W�K�H��

organizational contexts, such as role, values and behaviours.  

2. �3�H�U�V�R�Q���V�F�K�H�P�D�V�����U�H�I�H�U���W�R���D�Q���L�Q�G�L�Y�L�G�X�D�O�¶�V���R�U�J�D�Q�L�]�H�G���Pemories and expectations of 

other particular individuals.   
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3. Organization schemas: a subset of person schemas which are central to 

understanding how organizational culture is embodied in individuals. 

4. Object / concept schemas: the individual knowledge about stimulus and 

motivation.  

5. �(�Y�H�Q�W���V�F�K�H�P�D�V���� �W�K�H�� �L�Q�G�L�Y�L�G�X�D�O�V�¶�� �N�Q�R�Z�O�H�G�J�H�� �D�E�R�X�W�� �D�Q�� �R�U�J�D�Q�L�]�D�W�L�R�Q�¶�V�� �H�Y�H�Q�W�V���� �V�X�F�K��

�D�V���S�D�U�W�L�H�V�����D�Q�G���F�X�V�W�R�P�H�U�V�¶���F�R�P�S�O�D�L�Q�W�V���� 

�:�K�H�Q�� �V�F�K�H�P�D�V�� �R�I�� �G�L�I�I�H�U�H�Q�W�� �L�Q�G�L�Y�L�G�X�D�O�V�� �U�H�V�H�P�E�O�H�� �R�W�K�H�U�� �L�Q�G�L�Y�L�G�X�D�O�¶�V�� �V�F�K�H�P�D�V���� �D�Q�� �R�U�J�D�Q�L�]�D�W�L�R�Q��

�F�X�O�W�X�U�H���Z�L�O�O���E�H���F�U�H�D�W�H�G�����+�D�U�U�L�V�������������������&�K�D�U�O�H�V���+�D�Q�G�\���X�V�H�G���5�R�J�H�U���+�D�U�U�L�V�R�Q�¶�V���L�G�H�D�V���D�Q�G���G�H�V�F�U�L�E�H�G��

four types of organizational culture, which are (Handy, 1993):   

1. Role culture: communications lines are in a defined structure; authorities are delegated 

�D�F�F�R�U�G�L�Q�J�� �W�R�� �W�K�H�� �V�W�U�X�F�W�X�U�H���� �$�Q�� �H�P�S�O�R�\�H�H�¶�V�� �S�R�Z�H�U�� �F�R�P�H�V�� �I�U�R�P�� �K�L�V�� �R�U�� �K�H�U�� �S�R�V�L�W�L�R�Q�� �L�Q�� �W�K�H��

organization, such as in functional departments.  

2. Power culture: the power is central in the organization, and there are few processes and 

procedures, such as in small organizations like small supermarkets.  

3. Task culture���� �W�H�D�P�V�¶�� �Z�R�U�N�� �L�V�� �Y�D�O�X�H�G���� �W�H�D�P�V�� �J�H�W�� �W�K�H�L�U�� �S�R�Z�H�U�� �I�U�R�P�� �W�K�H�L�U�� �H�[�S�H�U�W�� �P�H�P�E�H�U�V����

There is high co-�R�S�H�U�D�W�L�R�Q���W�R���D�F�K�L�H�Y�H���W�K�H���W�H�D�P�¶s goals.  

4. Person culture: all employees in the organizations are valued, such as in social clubs.  

Kim Cameron and Robert Quinn developed an organization culture assessment instrument 

(OCAI) to examine organization culture. Their model was developed based on the competing 

values framework, and the framework consists of four competing values, which correspond with 

four types of organizational culture. In every organization there is a mix of the four types of 
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organizational culture. Companies could find their type of culture by using OCAI, which has a 

short questionnaire. These types of organization culture are (Cameron and Quinn, 2011):  

1. Clan culture: friendly workplace, leaders are seen as mentors, and commitment and 

loyalty are high.  

2. Adhocracy culture: creative and dynamic place to work, employees take risks, leaders are 

innovators.  

3. Market culture: result-oriented and competitive workplace, employees are goal-oriented, 

and leaders are hard drivers.  

4. Hierarchy culture: formalized place to work, processes and procedures direct what 

employees do, leaders act like organizers and coordinators.  

Cooke and Lafferty (1987) defined three types of organization culture based on the 

�H�P�S�O�R�\�H�H�V�¶���E�H�K�D�Y�L�R�X�U�V���D�Q�G���H�[�S�H�F�W�D�W�L�R�Q�V���W�R���I�L�W���W�K�H�P���L�Q�W�R���W�K�H���R�U�J�D�Q�L�]�D�W�L�R�Q�����&�R�R�N�H���D�Q�G���/�D�I�I�H�U�W�\�¶�V��

types of culture are:  

1. Constructive culture: organization encourages interaction between employees, and 

employees have the liberty to exchange information and to express their ideas to come up 

with the best solutions in the workplace.  

2. Passive/defensive culture: employee behaviour is different to what he or she feels is right 

behaviour. And employees gratify their managers to secure their own position.  

3. Aggressive/defensive culture: organization encourages competition between employees, 

and employee�V�¶���P�D�L�Q���W�D�V�N���L�V���W�R���V�H�F�X�U�H���W�K�H�L�U���S�R�V�L�W�L�R�Q�V������ 



100 
 

He listed organizational culture components as the following: i) Values: which are beliefs in 

what is good and should happen in the organization. Values could be recognized in the top level, 

and the stronger the values, the more they influence organizational behaviour. ii) Norms: which 

are unwritten and informal rules and guidelines of behaviour. Norms could be seen in how 

managers treat team members. iii) Artefacts: which are visible and could be seen in 

organizations. They are what people hear, see and feel. Tones and languages which are used in 

letters within organizations are examples of artefacts. iiii) Management style: which refer to the 

leadership style. 

3.6: Organizational Culture and Leadership  

While talking about organizational culture, it is important to talk about leadership, because 

organization culture and leadership styles are two sides of the same coin. In fact, leaders are the 

main key to create and manage cultures in the organizations. Management is different from 

leadership, because leadership creates and manages cultures, while management is part of the 

culture. Culture could be defined as the learning processes of a group who are influenced by 

leader behaviours (Schein, 1992). Leadership is the main key to initiate and support the change 

in organizations (Kotnour and Matkovich, 1999). Effective leaders develop effective systems and 

procedures, measurement mechanisms, selection criteria, training programmes, motivation plans, 

rewarding systems, and communication systems (Porter, 2004). Effective leaders lead change by 

supporting and involving all stakeholders in identifying the goals, risks, tasks, responsibilities, 

and KPIs (Kaufman, 1992).  



101 
 

3.6.1 Organisational Leadership Styles: 

Different leadership styles can be found in the workplace, and these styles are based on 

several different approaches. The first type of leadership style is authoritarian, whereby the focus 

is on creating a distinct professional relationship between the leader and their followers. Direct 

and non-stop supervision is what authoritarian leaders believe to be the main key of seeking 

success (Salin and Helge, 2010). The second leadership style is paternalistic, where the leader 

acts as a father who takes care of their followers. In this style, leaders would receive a high level 

of trust and loyalty from their followers. Workers under this style have high commitment to their 

leader�¶�V vision and treat others like family inside and outside the workforce (Erben et al., 2008).  

The third type of leadership style is democratic; such leaders share the decision-making with 

other members of the workforce. This type of style is circumscribed by group needs, values, 

skills, etc. Democratic leaders should make the decisions on who has the right to participate and 

vote on decisions (Woods, 2010). The fourth leadership style is called laissez-faire leadership. 

With this style, workers have all the power and rights to make decisions in the workforce. 

Followers of laissez-faire leaders have full freedom to make decisions toward completing the 

work (Johnson and Hackman, 2003).  

The fifth and the sixth styles are transactional and transformational leaders. According to 

Bass (2008), transactional leaders specify and clear what is required from their employees, 

specify the rewards of completing the job to motivate their employees, and take collective action 

when there are problems. Transformational leaders have clear vision and use this to motivate 

employees to accomplish more than what is expected from them, manage employees to go away 

from their own interests toward the interest of the organization, and create leaders from their 
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employees. There is a positive link and correlation between transactional and transformational 

leaders in both clan and adhocracy cultures. Transactional and transformational leadership styles 

in both clan and adhocracy cultures are developed because of the need for active management 

style. Transformational leaders would not be successful in the hierarchy culture (Schimmoeller, 

2010). In addition, Belassi et al. (2007) concluded from their research that strong management 

leadership leads to a strong work environment, which leads to better project performance and 

better customer satisfaction.   

Davis (2008) argued that a project manager with transformational leadership style has high 

focus on motivation, and influences team members by positively leading project team members 

to make extra efforts and to be satisfied.  

3.7: Organizational Culture Diagnostic and Changing Tools: 

Organizational ways of doing things (organization culture) can put obstacles in the way 

of achievement. In addition, culture will not lead to better performance unless it contains values 

and norms that support change (Kotter and �+�H�V�N�H�W�W���� �������������� �,�I�� �D�Q�� �R�U�J�D�Q�L�]�D�W�L�R�Q�¶�V�� �F�X�O�W�X�U�H�� �L�V��

blocking the success, then a change of this culture should be considered (Kotter, 1996). Different 

researchers have developed different tools to diagnose and change organizational culture. Kotter 

(1996) developed eight guidelines for cultural change, which are:  

1- Establishing a sense of urgency and discussing major opportunities. 

2- Establishing a change team with enough power. 

3- Formulating a vision to direct change and develop strategies and processes to achieve 

this vision. 
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4- Communicating the change vision and identifying what behaviours are expected from 

employees.  

5- Taking serious action to get rid of obstacles and change structures and systems that 

challenge the change.  

6- Creating short-term wins. Speak up about the improvements in performance and 

reward employees who participate in these improvements.   

7- Producing more change in all systems, policies, and structures that block the 

�R�U�J�D�Q�L�]�D�W�L�R�Q�¶�V�� �V�X�F�F�H�V�V���� �K�L�U�L�Q�J�� �D�Q�G�� �W�U�D�L�Q�L�Q�J�� �H�P�S�O�R�\�H�H�V�� �Z�K�R�� �D�U�H�� �F�D�S�D�E�O�H�� �R�I�� �O�H�D�G�L�Q�J��

changes, and use the new processes in new projects. 

8- Articulating the relationship between the new organization behaviours and the 

success of the organization, and developing means of measuring the success. 

In addition, Schine (1999) developed a six-step process for understanding organizational 

culture and whether it helps a leader or project manager to achieve goals and understand how to 

change elements of organizational culture. The six steps are (Teegarden et al., 2011): 

1. Clarify the problem, an�G�� �Z�K�D�W�� �L�V�� �J�R�L�Q�J�� �W�R�� �E�H�� �F�K�D�Q�J�H�G�� �L�Q�� �W�K�H�� �R�U�J�D�Q�L�]�D�W�L�R�Q�¶�V�� �F�X�O�W�X�U�H�� �D�Q�G��

what is not.  

2. Express what actually happens in the organization. 

3. �&�O�D�U�L�I�\���D�G�R�S�W�H�G���Y�D�O�X�H�V���W�K�D�W���Z�L�O�O���F�K�D�U�D�F�W�H�U�L�]�H���W�K�H���R�U�J�D�Q�L�]�D�W�L�R�Q�¶�V���F�X�O�W�X�U�H���L�Q���W�K�H���I�X�W�X�U�H�� 

4. Determine the gap between the present and the ideal future.  

5. Specify what needs to be done to get from the present to the planned future. 

6. Change and modify the element of culture.   
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Another model called the PCOC (personal, customer orientation, organizational and cultural 

issues) model was developed, to measure the impact of organizational culture on the 

�R�U�J�D�Q�L�]�D�W�L�R�Q�¶�V���R�S�H�U�D�W�L�R�Q�V�����F�X�V�W�R�P�H�U���U�H�O�D�W�L�R�Q�V�����D�Q�G���K�R�Z���H�P�S�O�R�\�H�H�V���D�U�H���W�U�H�D�W�H�G�����7�K�H���3�&�2�&���P�R�G�H�O��

has two aspects: the culture element, and elements that create the climate in which the 

organization exists (Maull, 2001). Table 3.1 identifies these terms and their definitions.  

Table 3-1 PCOC model (Source: Maull et al., 2001) 

 

Personal 
outcomes 

Work satisfaction 
Things that keep employees satisfied and focused on their 

jobs 

Innovation and 
problem-solving 

The degree to which management encourages and 

motivates employees to create and apply new ideas to 
improve work processes 

Customer 
orientation 

Service delivery to 
internal 

and external customers 

Understanding customers, their requirements and the 
concept of the internal customer 

 

 

 

 

Organizational 
issues 

Communications Problems of formal and informal communications channels 
Power structure The sharing of power and responsibility 
Relationships and 

processes 

The process management and how separation 

issues between business units are resolved 
Planning and decision-
making 

The significance of planning for the future 

Mission and vision 
Do employees know and understand the vision and mission 
of the organization? 

Effectiveness 
The way of implementing change and whether it is 
effective 

Organizational 
culture 

Values 

As described by Hofstede 
Rituals 
Heroes 
Behaviours 

The relationship of PCOC elements is shown in Figure 3.5.  
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Figure  3-5 PCOC elements (Source: Maull et al., 2001) 

 

The PCOC model views culture playing a central role. To use the PCOC model, there is a 

seven-step process, which is:  

1- Identifying what exactly needs to be measured, which tasks need to be examined, 

what are the expected results and how these results will be analyzed.  

2- Identifying focus groups from different units and agreeing the culture framework 

for the groups.  

3- Ensuring that information from each focus group is collected.  

4- Designing the questionnaire using the output from the focus groups.  

5- Analyzing questionnaire.  

6- Publishing the result.  

7- Integrating staff feedback and identifying the areas that are useful when 

implementing change. 

Organizational culture diagnostic and changing tools have increasingly applied recently. 

Most tools are similarly going through four main steps, which are; collecting data on what needs 

to be measured or changed, analyzing data to diagnose the strengths and areas of growth, 

developing options that would help the organization to make changes toward building strength 
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and addressing weakness, and implementing options and evaluating their degree of 

improvements.  

3.8: Previous Research Linking Organizational Culture and Performance:   

Many researches are focused on providing evidence that there is a link between the 

culture and performance. Most researchers conclude that work culture has a strong relationship 

with economic performance.  

Denison did an early study in 1984 on the link between organization culture and 

performance. He used data from 34 American firms over five years. Denison inspected different 

organization culture characteristics of all 34 firms and tracked their economic performance, such 

as returns on investment and sales. Denison found that there were effects of culture and 

behaviour characteristics of an organization on its economic performance (Denison, 1985).  

Kotter and Heskett (1992) conducted research focusing on the link between culture and 

performance. Kotter and Heskett measured and investigated the culture strength in different 

companies by mailing questionnaires to the top six officers in 207 companies. About 600 officers 

�U�H�S�O�L�H�G���W�R���W�K�H�P�����������������7�K�H�Q���W�K�H�\���F�U�H�D�W�H�G���³�F�X�O�W�X�U�H���V�W�U�H�Q�J�W�K���L�Q�G�H�[�H�V�´���I�R�U�����������F�R�P�S�D�Q�L�H�V���E�H�F�D�Xse 

�I�L�Y�H�� �R�I�� �W�K�H�� �F�R�P�S�D�Q�L�H�V�¶�� �D�Q�V�Z�H�U�V�� �G�L�Y�H�U�J�H�G�� �W�R�R�� �P�X�F�K���� �/�D�W�H�U���� �W�K�H�\�� �W�H�V�W�H�G�� �W�K�H�� �Y�D�O�L�G�L�W�\�� �R�I�� �W�K�H�V�H��

indexes by visiting seven companies, which were VF, ConAgra, Northwestern Mutual Life, Dow 

Chemical, J.C. Penney, McGraw-Hill, and First Chicago. Then they asked the interviewed 

officers about the culture strength of their companies, and their responses were very similar to 

the culture strength indexes that were created from the survey. They then used three methods to 

measure the economic performance for the period from 1997 to 1998. These three methods were: 
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Average yearly increase in net income, average yearly return on investment, and average yearly 

increase in stock price. Finally they examined the relationship between the performance and 

culture strength indexes. They found that there was a positive relationship between the culture 

and long-term economic performance. However, they found that companies can have a strong 

culture and poor economic performance, and weak culture and excellent performance. At the end 

of their research, they concluded that the statement �³strong culture creates excellent 

performance�  ́was wrong.   

Marcoulides and Heck (1993) gathered data from 26 organizations to find the relationship 

between organizational culture and performance. Their research showed that aspects of 

organizations, such as structure, values, tasks, climate and beliefs, have an eff�H�F�W�� �R�Q�� �Z�R�U�N�H�U�V�¶��

performance. Collins and Parras (1994) studied 18 visionary organizations (with premier 

institutions in their industries) and compared them with a set of good companies that have the 

same age but with less stature. The main objective of Col�O�L�Q�V���D�Q�G���3�D�U�U�D�V�¶���V�W�X�G�\�� �Z�D�V���W�R���L�G�H�Q�W�L�I�\��

characteristics that are common in highly visionary companies, to help management with their 

findings. They introduced different concepts as marks of visionary companies, such as:  

1- Big Hairy Audacious Goals: Enhancing the team to work toward the goal of becoming 

visionary. 

2- Cult-like Culture: All employees must adopt core values to help the organization 

improve.  

3- Try a Lot of Stuff and Keep What Works: Visionary companies accept mistakes and use 

them as an opportunity to improve and try a new product and service.  
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4- Home-grown Management: Visionary companies hire existing employees to managerial 

positions, rather than hiring from outside. 

5- Good Enough Never Is: Visionary companies have never been satisfied with their results; 

they try harder for improvement.  

6- The End of the Beginning: Visionary companies translate their culture to everyday 

working.  

Collins and Parras found that visionary companies have a core ideology (culture) that helps 

them to make a great impact in the market. Ogbonna and Harris provided support that there is a 

strong relationship between organizational culture and performance, including leadership style. 

In their study, they measured performance in different types of cultures, such as competitive 

culture, innovative culture, bureaucratic culture, and community culture. Their study concluded 

two forms of culture are not related directly to performance (bureaucratic and community). 

However, their study showed a strong and direct relationship between competitive and 

innovative culture and organization performance (Ogbonna and Harris, 2000). Rollins and 

�5�R�E�H�U�W�V�������������������L�Q���W�K�H�L�U���I�L�Q�G�L�Q�J�V���I�U�R�P���W�K�H���+�D�\���*�U�R�X�S�¶�V���H�P�S�O�R�\�H�H���V�X�U�Y�H�\���G�D�W�D�E�D�V�H�����V�X�S�S�R�U�W�H�G��the 

idea that there is a link between culture and performance. In addition, Rollins and Roberts 

conducted a survey on 20 leading companies (strong economic performance) and others. They 

focused on how successful organizations have employee measurement programmes to examine 

their culture and use this information for improvement. Sorensen (2002) showed that a strong 

culture facilitates strong performance in a stable environment. However, if the environment 

changes, the benefit of having strong culture will decrease. He argued that organizations with 

strong culture have high capabilities on responding to environmental changes because they have 

a commitment to finding a way of understanding their environment.  
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3.8.1 Inferences from Previous Studies 

The above studies investigated how the functions of organizational culture are linked to 

organizational performance. They have shown that organizational culture is an important aspect 

�L�Q�� �D�Q�\�� �R�U�J�D�Q�L�]�D�W�L�R�Q���� �6�W�U�R�Q�J�� �F�X�O�W�X�U�H�� �O�H�D�G�V�� �W�R�� �J�R�R�G�� �S�H�U�I�R�U�P�D�Q�F�H�� �E�H�F�D�X�V�H�� �L�W�� �D�I�I�H�F�W�V�� �H�P�S�O�R�\�H�H�V�¶��

behaviours and values (Kandula, 2006). Kandula (2006) concluded that the same strategies may 

not give the same results for two different organizations due to the differences in organizational 

cultures. These literatures proved that a positive, good, and strong organizational culture could 

help employees to perform and achieve brilliantly, while negative, poor and weak organizational 

culture may lead employees to underperform.  

3.9: Organizational Culture Effects on Projects:  

Organizational culture plays a major role in affecting the project outcome, because it 

directly affects the project team. For example, organizations that support communication 

between teams lead to team satisfaction, and that makes teams work harder to bring about the 

success of the project. As another example, organizations that support knowledge and learning 

gain better performance with time, because they use the knowledge and lessons to improve their 

performance (Yazici, 2009). Hofstede (1998) supports the statement that organizational culture 

influences �H�P�S�O�R�\�H�H�V�¶��behaviours and thoughts, so he stated that it is important to understand 

culture within the organizations. Deal and Kennedy (2000) believe that organizational 

development should be aligned with culture within the organization to make employees adapt 

and support the development.  
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According to Martins and Terblanche (2003), functions of culture within the organization 

create a feeling of identity among employees in the organization, and create a competitive edge, 

allowing employees to understand behaviours and systems in the organization. Organizational 

culture influences behaviours because it exists in many organizational means such as strategic 

direction, vision, goal, tasks, communication, technology, and decision-making. The culture 

within the organization should not be neglected (Shnieder and Barsoux, 2003), because 

organizational culture has influence on how organizations do things (Hofstede, 1998). 

Organizational culture which supports changes helps organizations in the changing environment. 

It is a powerful tool for improving business performance (Kotter and Hoskett, 1992). If 

employees understand their organizational culture, they will be more willing to commit 

themselves in their organizations (Martins and Terblanche, 2003).   

Organizational culture influences teamwork, participation, and communication, which 

affect the development and achievements of the organization (Agbejule, 2011). Rollins and 

Roberts (1998) stated that organizational culture has superior influence on the financial 

performance of the organizations. Most of the researchers argue that organizational performance 

is dependent on the degree to which norms and values are shared and strong (Agbejule, 2011). 

Because organizational culture affects how organizations perform and do things (Hofstede, 

1998), organization processes and project outcomes are influenced (Lindbergh, 2009). Generally, 

organizational culture is recognized as having impact on project performance (Brown, 2008). 

One of the studies on how organizational culture affects project managers as well as project 

�P�D�Q�D�J�H�P�H�Q�W���F�X�O�W�X�U�H���L�V���/�D�W�R�Q�L�R�¶�V������������) study which suggested that there are six cultural factors 

which can affect a project manager�¶�V performances, which are: (1) influence of leadership and 
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management, (2) definition of project success, (3) values that support project success, (4) 

attention and focus on people, (5) communication effectiveness, and (6) organizational 

commitment. In addition, Kendra (2003) found that project teams, project managers, 

performance measurement systems, and management support are important predictors of project 

performance. Pinto (2010) identified four effects of organizational culture on project 

management. Firstly, organizational culture affects how functional units interact with and 

�V�X�S�S�R�U�W�� �H�D�F�K�� �R�W�K�H�U���� �6�H�F�R�Q�G�O�\���� �R�U�J�D�Q�L�]�D�W�L�R�Q�D�O�� �F�X�O�W�X�U�H�� �L�Q�I�O�X�H�Q�F�H�V�� �W�K�H�� �O�H�Y�H�O�� �R�I�� �H�P�S�O�R�\�H�H�V�¶��

commitment. Thirdly, organizational culture influences project planning processes such as how 

to form project teams. Fourthly, organizational culture affects how project managers evaluate the 

project performance.  

Project management culture is one of the most important factors of project success. Even 

though there are some policies and procedures governing how projects should be executed, many 

stakeholders do not consider them in project execution because of the culture, so organizations 

should not ignore project culture (Stare, 2011). Belassi et al. (2007) stated that a positive 

organizational culture is linked to improved performance of product development. Marrison et al. 

(2006) defined in their research 12 factors that support organizational culture in project 

management practices, which are:  

1- Flexible organization. 

2- Integration of different functions. 

3- Performance-driven culture. 

4- Standard systems and processes. 

5- Supportive leadership style. 
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6- Distributed decision-making. 

7- External customer focus. 

8- Understandable strategic direction. 

9- Focusing on personal competency development. 

10- People-oriented culture. 

11- Allowance of open communication and exchange of information. 

12- Rational decision-making. 

A low-threat and stable culture provides an optimum environment for projects to succeed 

(Gray, 1999). Management support, clear job descriptions, and project structure are critical 

aspects of successful projects (Anderson, 2003). Belassi et al. (2007) stated that a positive work 

environment and leadership style are strongly linked with each other and with the project 

success. Corporate culture that promotes change in the changing environment will promote 

excellent performance (Kotter and Heskett, 1992). Collins and Porras (1994) found that visionary 

companies who are distinguished by their appropriate culture had better long-term performance. 

Gray (2001) concluded from his study that supportive organization culture is a key factor of 

project success.  

Organizational culture is a key player in project success. Effective organizational culture 

enhances communication between a �S�U�R�M�H�F�W�¶�V�� �V�W�D�N�H�K�R�O�G�H�U�V, supporting knowledge transfer 

between them, which ultimately brings success of organizational projects. Any development 

within organizations should consider the existing organizational culture because it plays a major 

role in making employees adapt to and support the development.   
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3.10: Chapter Three Summary: 

Organizational culture is an entity that joins the organization together. Organizational 

culture could have a significant impact on organization performance. It is important for 

organizations to understand their culture; however, the most important thing is for organizations 

to make sure that their cultures are aligned with their goals, strategy, and vision. There are 

different types of organizational culture that have different influences on an �R�U�J�D�Q�L�]�D�W�L�R�Q�¶�V��

performance. Different researchers developed various models to classify and describe different 

organizational cultures. Leaders create and manage cultures, while managers are part of the 

cultures. Even though it is hard to change, different researchers provided different tools to 

diagnose and change organizational culture. Since organizational culture affects how 

organizations do things, project managers and project management culture are affected. 

Organizational cultures can be used to improve and enhance project performance. Living in 

changing environments, organizations are required to promote changes to acclimatize to these 

changing environments.   
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Chapter4: Abu-Dhabi Police 

4.1: Introduction to Chapter 4 

The aim of Chapter 4 is to provide information regarding Abu-Dhabi Police (ADP). Firstly, it 

provides facts about the UAE (United Arab Emirates), and then it discusses the structure of 

�$�'�3�����,�Q���D�G�G�L�W�L�R�Q�����L�W���G�L�V�F�X�V�V�H�V���$�'�3�¶�V���V�W�U�D�W�H�J�\���L�Q�F�O�X�G�L�Q�J���L�W�V���Y�L�V�L�R�Q�����P�L�V�V�L�R�Q�����Y�D�O�X�H�V�����D�Q�G���S�U�L�R�U�L�W�L�H�V����

Then this chapter discusses projects and project managers in ADP and areas of the research 

carried out. At the end, the chapter is summarized. 

4.2: UAE (United Arab Emirates):  

United Arab Emirates (UAE) is a small country located in the Middle East. It comprises 

seven emirates: Abu-Dhabi, Dubai, Sharjah, Ajman, Fujairah, Umm Al Quwain and Ras Al 

Khaimah. Abu-Dhabi is the capital of UAE (UAE Government Portal, 2012). Figure 4.1 shows a 

map of the UAE.  



115 
 

 

Figure  4-1 UAE Map (Source: Facts.com) 

 

The population of the UAE is 9.346 million. The nationals represent 11.5% of the total 

population of the UAE (Snoj, 2015). Abu-Dhabi is the most populous emirate, followed by 

Dubai (UAE Government Portal, 2012; UAE Interact, 2012).  

4.3: Abu-Dhabi Police 

In 1957, the Abu-Dhabi Police was formed by the ruler of Abu-Dhabi, who was at that 

time Sheikh Shakbut Al Nahyan. In 1971, Sheikh Zayed Al Nahyan, the first ruler of the United 

Arab Emirates, gave an order to establish different ministries, and the Ministry of the Interior 

was one of these ministries. Abu-Dhabi Police then became the local Ministry of the Interior of 

Abu-Dhabi State. In 1979, the Minister of the Interior, Sheikh Mubarak Bin Mohamed Al 

Nahyan, merged the General Headquarters of the Abu-Dhabi Police into the Ministry of the 

Interior (Wikipedia, 2013).  
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ADP is the main law enforcement agency in Abu-Dhabi (the capital of the UAE). As with 

other police forces, ADP is responsible for implementing laws, controlling crimes, and ensuring 

public safety. ADP works under the command of His Highness Lieutenant General Sheikh Safi 

Bin Zayed Al-Nahayn, the Deputy Prime Minister and Minister of the Interior since 1995. Abu-

Dhabi Police work in coordination with different organizations in Abu-Dhabi to make the society 

safer by reducing crime, as well as applying justice among the public (Abu-Dhabi eGovernment 

Portal, 2012). 

ADP developed its own strategy, which is reviewed and updated every five years. Its 

strategy includes statements of vision, mission, values and priorities, which are:  

The vision of Abu-�'�K�D�E�L���3�R�O�L�F�H���L�V���³�W�R���K�H�O�S���H�Q�V�X�U�H���W�K�D�W���$�E�X-Dhabi is one of the safest societies in 

the world �E�\���S�U�R�Y�L�G�L�Q�J���K�L�J�K���T�X�D�O�L�W�\���S�R�O�L�F�H���V�H�U�Y�L�F�H�V���W�R���W�K�R�V�H���Z�K�R���O�L�Y�H�����Z�R�U�N���D�Q�G���Y�L�V�L�W���W�K�H���8�$�(�´ 

(ADP, 2015, p.1). ADP has five main values, which are (ADP, 2015):  

1- Integrity and honesty; �³�P�D�L�Q�W�D�L�Q�L�Q�J���W�K�H���K�L�J�K�H�V�W���O�H�Y�H�O�V���R�I���L�Q�W�H�J�U�L�W�\���D�Q�G��honesty at 

�D�O�O���W�L�P�H�V�����D�Q�G���Z�L�O�O���S�U�H�V�H�U�Y�H���K�X�P�D�Q���U�L�J�K�W�V�´�����S.1). 

2- Justice; �³�S�U�R�Y�L�G�L�Q�J���I�D�L�U���D�Q�G��delicate �V�H�U�Y�L�F�H�V���W�R���D�O�O���V�H�J�P�H�Q�W�V���R�I���W�K�H���V�R�F�L�H�W�\�´�����S�������� 

3- Recognizing achievements; �³�U�H�F�R�J�Q�L�]�L�Q�J���L�Q�G�L�Y�L�G�X�D�O�V�¶���D�Q�G���J�U�R�X�S�¶�V��contribution in 

the achievement and reward th�H�L�U���R�Z�Q�H�U�V���´�����S�������� 

4- Effective communication; �³�E�H�O�L�H�Y�L�Q�J�� �W�K�D�W�� �H�I�I�H�F�W�L�Y�H�� �F�R�P�P�X�Q�L�F�D�W�L�R�Q�� �Z�L�W�K�� �W�K�H��

�S�X�E�O�L�F�� �D�Q�G�� �S�U�L�Y�D�W�H�� �V�H�F�W�R�U�V�� �L�V�� �R�I�� �Y�L�W�D�O�� �L�P�S�R�U�W�D�Q�F�H�� �W�R�� �D�F�F�R�P�S�O�L�V�K�� �F�R�Y�H�W�H�G�� �J�R�D�O�V�´��

(p.1). 



117 
 

5- Excellence���� �³�P�D�N�L�Q�J�� �V�X�U�H�� �W�R�� �S�X�U�V�X�H�� �H�[�F�H�O�O�H�Q�F�H�� �L�Q�� �D�O�O�� �Z�R�U�N�V�� �D�Q�G�� �H�Q�V�X�U�H��that 

activities are assessed effectively and efficiently, while also recognizing 

�D�F�K�L�H�Y�H�P�H�Q�W�V�´�����S�������� 

Abu-Dhabi Police developed a mission �Z�K�L�F�K�� �L�V�� �W�R�� �³�E�U�L�Q�J�� �D�E�R�X�W�� �D�� �V�D�I�H�U�� �V�R�F�L�H�W�\�� �W�R�� �P�D�L�Q�W�D�L�Q��

stability, reduce crime and contribute to the delivery of justice in a way which secures and 

�P�D�L�Q�W�D�L�Q�V���S�X�E�O�L�F���F�R�Q�I�L�G�H�Q�F�H�´�����$�'�3������������, p.1). To achieve the above vision and mission, Abu-

Dhabi Police developed six main priorities, which are (ADP, 2015): 

1- Seeking to gain community confidence, 

2- Safer roads, 

3- Controlling crimes, 

4- Seeking the security and safety of AD, 

5- A well-managed and effective organization,  

6- Working toward the best to provide unique and professional services for Abu-Dhabi 

citizens.  

Abu-Dhabi Police provides services fairly to people with respect to human rights (ADP, 2015).  

4.4: Structure of Abu-Dhabi Police: 

Abu-Dhabi Police employs a total of 36,000 staff, including ambulance, civil defence, 

and border security, which all come under ADP responsibilities. There are six main departments 

under the command of the General Director of Abu-Dhabi Police. These departments are shown 

in Figure 4.2. Construction projects are the responsibility of the engineering project department, 

which comes under the general directorate for finance and services. 



118 
 

 

Figure  4-2 Organizational Structure Abu-Dhabi Police (Source: Abu-Dhabi Police, 2012) 

4.5: Main Goal of ADP:  

Abu-Dhabi has experienced rapid growth in different areas. The Abu-Dhabi government 

developed a long-term vision plan �± �µ�$�E�X-�'�K�D�E�L�����������¶���± which is the road map that would help 

Abu-Dhabi to be one of the best governments in the world (Abu-Dhabi eGovernment Portal, 

2012). This vision states that Abu-Dhabi Police has a major task to provide the needed safety and 

security for Abu-�'�K�D�E�L�����$�V���D���U�H�V�X�O�W�����$�'�3���L�Q�Y�H�V�W�V���D���O�R�W���L�Q���G�H�Y�H�O�R�S�L�Q�J���L�W�V���H�P�S�O�R�\�H�H�V�¶���N�Q�R�Z�O�H�G�J�H����

skills, and abilities to achieve its strategy, while at the same time achieving Abu-Dhabi 

�J�R�Y�H�U�Q�P�H�Q�W�¶�V���Y�L�V�L�R�Q���� 
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4.6: Projects Carried Out by ADP 

Construction projects in ADP involve the construction and maintenance of police 

stations, fire departments, prisons, and police academy buildings. The engineering project 

department in ADP is the engineering arm of ADP, responsible for studying the needs of new 

projects, manage police projects, provide minor maintenance for police buildings. Different 

parties are involved during the project lifecycle. The first new projects could be requested by any 

of the �S�R�O�L�F�H�� �G�H�S�D�U�W�P�H�Q�W�¶�V�� �P�D�Q�D�J�H�Us, and then EPA would appoint a project manager for this 

project to study the need for this project. After agreeing on the need for the project, a consultant 

would be hired to carry on with the design of the project. When the design is ready, the project 

would be put out to tender by contractors. Then a team of project managers and consultants 

would evaluate the tender to suggest who gets the contract. Amongst these parties, two 

categories were involved in the research, as discussed in the methodology of Chapter 6. These 

two categories whose functions are elaborated below are the 1) project managers and 2) 

managers.  

In addition, ADP carries out refurbishment and maintenance through one main 

contractor. The main contractor is responsible for receiving maintenance requests, checking 

them, getting approval from ADP for the work, and then accomplishing the work.  

4.7: Project Managers in ADP:  

Project managers in ADP are responsible for managing projects in different project 

phases. Their main task is to accomplish projects within their objectives (time, cost, and quality) 

(PMI, 2008). Project managers in ADP are representing ADP during the project lifecycle. Project 
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managers work in the Engineering Project Department under the General Directorate for Finance 

and Services as shown in Figure 4.2.  

Project managers in ADP have different qualifications, such as: diploma, bachelor, 

masters, and PhD, with different engineering backgrounds. Project managers in ADP are 

responsible for managing both project contractors and consultants. Their responsibilities are to 

manage the following (ADP, 2015):   

1- Project plans. 

2- Project stakeholders.  

3- Communication.  

4- Project team. 

5- Project risk. 

6- Project schedule. 

7- Project budget. 

8- Project conflicts. 

9- Project delivery and quality.  

Furthermore, key duties and responsibilities of project managers in ADP are to help ADP 

to finish its projects successfully. Project managers are involved in the main four phases of 

projects, which are (PMI, 2008): 

1- Planning: in this phase, project managers would work with the consultant and the 

contractor to determine activities and resources needed to get the project done. This 
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would include: defining and developing project scope, project plan, and project 

schedule. 

2- Organizing: in this phase project managers would set up their project team. This 

includes developing and identifying team structure, roles and positions, and 

identifying sub-contractors. The project team combines expertise from different 

specialities, such as designer, planner, financial, administrator.  

3- Leading: project managers would lead both the consultant and the contractor to 

achieve project objectives. Different skills are applied in this phase which are 

directing team and effective communication.  

4- Controlling: in this phase project managers are responsible for keeping the project on 

�W�U�D�F�N�����7�K�L�V���L�V���G�R�Q�H���E�\���P�H�D�V�X�U�L�Q�J���D�Q�G���W�U�D�F�N�L�Q�J���W�K�H���S�U�R�M�H�F�W�¶�V���S�U�R�J�U�H�V�V���W�R�Z�D�U�G���P�H�H�W�L�Q�J��

its objectives, evaluating deviations, and applying corrective actions.  

4.7.1 Competencies Expected �R�I���$�'�3�¶�V��Project Managers (PMs) 

�$�V���V�W�D�W�H�G���L�Q���F�K�D�S�W�H�U���������P�D�Q�D�J�H�U�V���R�I���W�K�H���W�K�U�H�H���H�Q�J�L�Q�H�H�U�L�Q�J�¶�V���V�H�F�W�L�R�Q�V���D�J�U�H�H�G���W�K�D�W���W�K�H�U�H��are fifteen 

associated competencies which �$�'�3�¶�V��project managers should attain, which are: 

1. Integration management: a collection of required processes to make sure that the various 

project elements are properly coordinated. 

2. Scope management: this is about getting required information to start a project and meet 

its end users�¶ requirements. 

3. Time management: the actions and processes of planning and exercising effective control 

�R�I���S�U�R�M�H�F�W���D�F�W�L�Y�L�W�L�H�V�¶���G�X�U�D�W�L�R�Q�V���� 
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4. Cost management: the processes and actions of planning and controlling the project 

budget. 

5. Quality management: the organized processes and actions of planning, assuring, and 

controlling the project quality.  

6. Human resource management: the different functions in organizations which are used to 

maximize employee performance.  

7. Communication management: the systematic monitoring of all communication channels 

within the organization, and between different stakeholders.  

8. Risk management: the actions of identification and assessment of different risks 

associated with a project, followed by developing appropriate action plans in order to 

monitor, �P�L�Q�L�P�L�]�H�����D�Q�G���F�R�Q�W�U�R�O���W�K�H���U�L�V�N�V�¶���H�I�I�H�F�W�V���� 

9. Procurement management: the set of actions and processes to acquire different goods and 

services from other organizations or firms.  

10. Achieving and action: the systematic identification of project goals and objectives and 

applying the appropriate actions to achieve the desired results. 

11. Stakeholder management: the actions and processes to ensure a positive relationship 

between the �S�U�R�M�H�F�W�¶�V���V�W�D�N�H�K�R�O�G�H�U�V���W�R���P�H�H�W���W�K�H�L�U���H�[�S�H�F�W�D�W�L�R�Q�V���� 

12. Conflict management: the process and actions to limit the unconstructive aspects of 

conflict within a project, while increasing the constructive aspects of conflict.  

13. Leadership: the required ability and skills to guide and lead team members and different 

stakeholders during the project lifecycle.   

14. Problem-solving: consists of applying different methods in a systematic manner to find 

solutions for problems during the project lifecycle. 
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15. Personal effectiveness: the ability to work effectively toward project success, achieve 

project goals, and think positively.  

These competencies would improve productivity, ensure success, and move the project toward 

completion.   

4.8: Training of �$�'�3�¶�V���3�U�R�M�H�F�W���0�D�Q�D�J�H�U�V�� 

Abu-Dhabi Police provides a comprehensive curriculum of training courses to its PMs in 

different areas, such as crime control and traffic. However, it provides few options for project 

management courses in its yearly training plan. Project managers can choose from public courses 

to find their appropriate training courses (ADP, 2015). Table 4.1 provides a list of project 

management training courses that ADP project managers can attend:  

Table  4-1 : Current Training courses of ADP Project Managers: 

# Course name  Provider  

1 Risk Management  ADP 

2 Time Management  ADP 

3 Project Management  ADP  

4 Project Cost and Schedule Management Public course  

5 Project Procurement Management Public course  

6 Project Scope Management  Public course  

7 Project Leadership Public course  

8 Negotiation Skills for Project Managers Public course  

9 PRINCE2®: Achieving Foundation & Practitioner Certification Public course  

10 Contract Management Principles and Practices Public course  

http://www.learningtree.com/courses/4916/project-cost-and-schedule-management/
http://www.learningtree.com/courses/4917/project-procurement-management/
http://www.learningtree.com/courses/4626/project-scope-management/
http://www.learningtree.com/courses/4630/project-leadership/
http://www.learningtree.com/courses/4633/negotiation-skills-for-project-managers/
http://www.learningtree.com/courses/177/prince2-achieving-foundation-practitioner-certification/
http://www.globalknowledge.com/training/course.asp?pageid=9&courseid=12695&catid=196&country=United+States
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If project managers would like to attend a particular course, they first need to get the 

approval of their manager. Then the manager would send a letter to the ADP training 

department. If the course is available in ADP, the training department would assign the project 

manager to the training course. On the other hand, if the course is only available as a public 

training course, then the training department would contact the training provider to assign the 

project manager to the training course.     

�7�K�H���W�U�D�L�Q�L�Q�J���L�Q���S�O�D�F�H���I�R�U���$�'�3�¶�V���3�0�V���L�V���H�I�I�H�F�W�L�Y�H, but it is not fully structured to meet the 

specific needs of individual officers. In particular, the approval of training is not matched against 

�W�K�H�� �O�H�Y�H�O�� �R�I�� �N�Q�R�Z�O�H�G�J�H�� �R�I�� �$�'�3�¶�V�� �Y�D�O�X�H�V�� �D�Q�G�� �F�R�Ppetencies by a PM. Hence an opportunity for 

�W�K�L�V���U�H�V�H�D�U�F�K���W�R���F�R�Q�V�L�G�H�U���K�R�Z���W�K�H���W�U�D�L�Q�L�Q�J���R�I���$�'�3�¶�V���3�0�V���F�D�Q���E�H���L�P�S�U�R�Y�H�G was considered viable. 
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Department managers in ADP are responsible for the following: Setting department goals 

and developing action plans to meet these goals, clearly communicating with their employees 

the ADP vision and goals, and developing their employees by raising their knowledge and 

skills (ADP, 2015).  

4.9: Performance of ADP�¶s Projects 

ADP project monthly reports indicate that ADP projects are not meeting their criteria (cost, 

duration, and quality) (Secure, 2014). Different researchers have studied that relationship 

between factors that affect project performance and outcome. According to Lindbergh (2009) a 

project is affected by three main factors, which are organizational culture, project management 

culture, and project manager.  

This research seeks to help ADP understand how these three factors are connected to their 

project performance and outcomes. In addition, it seeks to highlight the interrelationship 

between ADP values and ADP project managers.  

4.10: Revision of Research Aim and Objectives 

On the basis of the proposal made at the beginning of the research, the aim and objectives were 

established. However, these were altered in the course of the research, due to emerging 

knowledge and developments. These are discussed below. 

4.10.1 Original Research Aim and Objectives 

This research was conducted to help ADP to understand how its values affect their 

project manager�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V, which would facilitate the Abu-Dhabi Police toward achieving 



126 
 

its vision. The aim of this research is to examine how much the values of ADP are being 

achieved, and the impact of ADP values on the project managers and their competencies.  

The objectives are:  

1- Carry out a literature review of project managers and their functions, project management 

culture, and organizational culture.  

2- Examine empirically how much the values and competencies of Abu-Dhabi Police are 

being achieved, and recommended benchmarks for the Abu-Dhabi Police. 

3- Carry out an empirical evaluation of how the values of ADP impact on their project 

�P�D�Q�D�J�H�U�V�¶���D�Q�G���P�D�Q�D�J�H�U�V�¶��competencies.  

4- Empirically explore the challenges of project managers and managers of Abu Dhabi 

police regarding the optimal attainment of �$�'�3�¶�V���Y�D�O�X�H�V���D�Q�G���F�R�P�S�H�W�H�Q�F�L�H�V���� 

5- Analyze data collected in nos. 2-4 above, by using descriptive statistics and ordered 

logistic regression techniques, to generate findings on the critical values success factors 

for project delivery by ADP. 

6- Develop and validate a training programme �W�K�D�W���F�D�Q���L�P�S�U�R�Y�H���W�K�H���F�R�P�S�H�W�H�Q�F�L�H�V���R�I���$�'�3�¶�V��

project managers and managers.  

7- Draw up conclusions, write up and submit thesis on the basis of nos. 1-6 above. 

4.11: Summary of Chapter 4:  

Abu-Dhabi Police currently is experiencing rapid growth in construction activities. Chapter 4 

discussed the establishment of ADP and its vision, mission, and priorities. In addition, it 

discussed projects, project managers, and managers in ADP. The values and competencies of 
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project managers and managers in ADP were highlighted in this chapter. The change of the 

initial aim and objectives was discussed in this chapter.  
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Chapter5: Conceptual Framework of Factors Affecting Project Performance 

and Outcome 

5.1: Introduction to Chapter 5: 

Chapter 4 discussed both the original and revised aim and objectives. It also discussed the 

different aspects that influence and affect project performance and outcomes.  Chapter 5 explains 

how literature was used to develop a conceptual framework which captured and gathered 

different aspects that affect project performance. This conceptual framework contains different 

aspects such as organisations, culture, project management culture, and project manager, which 

are linked together in a conceptual framework. The elements of the research are highlighted in 

the framework. 

5.2: The Theory of Conceptual Framework 

A framework is defined as a visual product which explains graphically the studied topics 

to highlight relationships between elements that are included in these studies (Miles and 

Huberman, 1994). A framework should include clear relationships among factors, concepts, or 

variables (Sinclair, 2007). According to the theory above, a framework to guide this research was 

developed, as discussed below. 

Conceptual modelling is the action of properly explaining and describing processes, 

systems, or objects of any type for the purposes of making them understandable (Gregory, 1992). 

The model should represent the reality and should be easy to use (Sokolowski and Banks, 2010). 

Even though organizational cultural models have been criticized for over-simplifying complex 
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phenomena, these models have been recognized as an important tool in guiding empirical 

researches (Hatch, 1993). Different researchers have developed models which conceptualize how 

organizational aspects affect project performance.  

A framework is used to give an overall picture of different courses of actions and the 

connectivity between these actions. The connectivity between any problem, data collection, 

analysis, and solutions is mostly pictured by using a framework, while a conceptual model can 

be considered as a construct that represents a system using a set of variables and the relationship 

between them (Dawson, 2016).  

A conceptual framework was chosen to picture how the different aspects that affect 

project performance and outcome are connected. It was shown in the literature review that there 

are three factors that affect project performance, namely organizational culture, project 

management culture, and project manager. In order to investigate these factors and how they 

affect project output, it is important to develop a conceptual framework that brings together these 

three factors in a logical manner.   

5.3: Factors Affecting the Outcomes and Performance of Projects  

According to Stare (2011) there are different possible reasons for project failure, such as 

an unclear characterization of the objectives, an insufficient project schedule, many changes, 

inadequate control, ineffective communication, an unclear role of the stakeholders, or no top 

management support. These reasons are all related to the organizational system and can be 

associated with one of three main aspects: organizational culture, project management culture 

and the project manager (see Figure 1.2).   
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Figure 1.2 �L�O�O�X�V�W�U�D�W�H�V�� �W�K�D�W�� �D�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�¶�V�� �S�H�U�I�R�U�P�D�Q�F�H�� �Z�L�O�O�� �E�H�� �D�I�I�H�F�W�H�G�� �E�\��

organizational culture and project management culture within the organization. So changes in 

any aspects of the organizational system will have an effect on the performance of the project 

manager and the project outcome as well.  

Previous studies have identified several attributes which affect the performance and 

outcome of projects (Davis, 2001). Generally, the attention of different researchers who have 

�G�H�V�F�U�L�E�H�G���D�Q�G���H�[�S�O�R�U�H�G���I�D�F�W�R�U�V�� �D�I�I�H�F�W�L�Q�J���S�U�R�M�H�F�W�V�¶���S�H�U�I�R�U�P�D�Q�F�H�� �D�Q�G���R�X�W�F�R�P�H�V���K�D�V���E�H�H�Q���G�L�U�H�F�W�H�G��

�D�W���W�K�U�H�H���P�D�L�Q���V�W�U�H�D�P�V�����7�K�H���I�L�U�V�W���V�W�U�H�D�P���H�P�S�K�D�V�L�]�H�V���W�K�H���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�¶�V���F�K�D�U�D�F�W�H�U�L�V�W�L�F�V�����7�X�U�Q�H�U��

and Muller, 2005; Anantatmula, 2010; Krezner, 2001; Divr et al., 2006; Wellman, 2007). 

�/�L�W�H�U�D�W�X�U�H���G�H�P�R�Q�V�W�U�D�W�H�V���W�K�D�W���D���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�¶�V���V�N�L�O�O�V�����F�R�P�S�H�W�H�Q�F�L�H�V�����O�H�D�G�H�U�V�K�L�S�����D�Q�G���P�R�W�L�Y�D�W�L�R�Q��

influence project success. The second research stream emphasizes organizational factors. Ankrah 

(2007), Brown (2008), Shore (2008) and Marrison et al. (2008) have investigated several 

organizational cultural variables that influence project success, such as organizational strategy, 

structure, system, culture types, and behavioural patterns. The third research stream emphasizes 

project management culture, where authors (Krezner, 2009; Anderson, 2003; Young and Jordan, 

2008; Pinto, 2008; Lindbergh, 2009; Graham and Englund, 1997; Johns, 1999; Jiang et al., 2002; 

Plussis and Hoole, 2006; Plussis, 2004) have indicated that project management culture is 

important to project success. Table 5.1 gives details of these three aspects.  

Table  5-1 : Factors affecting the outcome and performance of projects: 

Project Success Factor  Elements of a Factor Researchers 

Project Manager  �x Competencies and skills 
�x Capabilities 
�x Self-efficiency 
�x Leadership style 

Anantatmula (2010), Dvir et al. 
(2006), Lackman (1987), Prabhakar 
(2005), Turner and Müller (2005), 
Wellman (2007), Muller and Turner 
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(2007) 

 

Project Management 
Culture   

 

�x Strategic emphasis 
�x Top management support 
�x Project management methodology 
�x Different stakeholder commitment and 
involvement 
�x Communication system 
�x Project review and learning 

Graham and Englund (1997), 
Plussis (2004), Plussis and Hoole 
(2006), Lindbergh (2009), Stare 
(2011)  

 

Organizational Culture 

 

�x Values 
�x Norms 
�x Artefacts 
�x Leadership  

Armstrong (2009) 

 

The three main factors in Table 5.1 are discussed more below. 

5.3.1 The Project Manager  

Faridi and El-Sayegh (2006) studied delays in projects in UAE and they found that delays 

are due to shortages of skills and manpower, inadequate supervision, poor leadership, and 

shortage of materials and equipment on sites. Different researchers have studied the influence of 

�W�K�H�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�¶�V�� �F�K�D�U�D�F�W�H�U�L�V�W�L�F�V�� ���F�R�P�S�H�W�H�Q�F�L�H�V�� �D�Q�G�� �V�N�L�O�O�V���� �F�D�S�D�E�L�O�L�W�L�H�V���� �V�H�O�I-efficiency) on 

the performance of projects. For example, Lee-Kelley and Loong (2003), Dolfi and Andrews 

(2006), and Wellman (2007) found that there is a significant correlation between the 

performance of the project manager and project success. In addition, Dvir et al. (2006) looked 

�L�Q�W�R�� �W�K�H�� �U�H�O�D�W�L�R�Q�V�K�L�S�� �E�H�W�Z�H�H�Q�� �W�K�H�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�¶�V�� �S�H�U�V�R�Q�D�O�L�W�\�� �D�Q�G�� �O�H�D�G�H�U�V�K�L�S�� �V�W�\�O�H���� �S�U�R�M�H�F�W��

types, and project success. They concluded that project managers are attracted to certain projects 

that fit their skills and personality; therefore they are more successful in these projects. 

Moreover, Turner and Muller (2006) found �W�K�D�W�� �W�K�H�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�¶�V�� �S�H�U�V�R�Q�D�O�L�W�\���� �O�H�D�G�H�U�V�K�L�S��

style, characteristics and skills have a strong influence on project success. In line with these 
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studies, Anant�D�W�P�X�O�D�� �������������� �I�R�X�Q�G�� �W�K�D�W�� �W�K�H�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�¶�V�� �P�D�Q�D�J�H�U�L�D�O�� �V�N�L�O�O�V�� �D�Q�G�� �O�H�D�G�H�U�V�K�L�S��

style play a critical role in establishing trust among the project team, which affects project 

outcome and performance. Zimmerer and Yasin (1998) conducted a research into the factors that 

contribute to an effective project manager; and concluded that leadership style is the most 

important attribute of an effective and positive project manager. So several aspects of the project 

manager impact on and contribute to project success.  

5.3.2 Project Management Culture  

Several researchers have investigated organizational factors which influence the 

performance and outcomes of projects. Graham and Englund (1997), Plussis (2004), Plussis and 

Hoole (2006), Lindbergh (2009) and Stare (2011) addressed the notion that project management 

culture is a culture within organizations that considers projects as the main tool to achieve their 

visions. The Project Management Institute (2013) supports this view.  Project management 

culture provides project managers with policies, processes, structure, tools and resources, to 

achieve project constraints (Stanleigh, 2007; Cleland, 1999; Lindbergh, 2009). According to 

Kerzner (2003), project management culture is an effective tool in achieving organizational 

strategic objectives. In addition, different researchers have argued that there is a positive 

relationship between project management performance (project management culture practices) 

and project success (Bryde, 2008; Muller and Jugdev, 2005).  

5.3.3 Organizational Culture:  

An �R�U�J�D�Q�L�]�D�W�L�R�Q�¶�V��culture has a significant impact on its performance and achievement 

(Andersen, 2003).  Kotter and Heskett (1992) found that there is a positive relationship between 
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the organization culture and long-term economic performance. Different researchers and 

theorists have differing definitions of organizational culture (Lindbergh, 2009). Yazici (2009) 

defined organizational culture as the set of values, beliefs, and behavioural norms that show how 

work is done in the �R�U�J�D�Q�L�]�D�W�L�R�Q�����6�F�K�H�L�Q�����������������V�W�D�W�H�G���W�K�D�W���R�U�J�D�Q�L�]�D�W�L�R�Q�D�O���F�X�O�W�X�U�H���L�V���³�D���S�D�W�W�H�U�Q���R�I��

basic assumptions �± invented, discovered, or developed by a given group as it learns to cope with 

its problems of external adaptation and internal integration �± that has worked well enough to be 

considered valid and, therefore, to be taught to new members as the correct way to perceive, 

think and feel in �U�H�O�D�W�L�R�Q�� �W�R�� �W�K�R�V�H�� �S�U�R�E�O�H�P�V�´�� ��p.17). Hofstede (2001) defined organizational 

culture as a collective and shared assumption by employees in an organization.  

Armstrong (2009) stated that an organizational culture refers to abstractions across the entire 

�E�X�V�L�Q�H�V�V�� �D�Q�G�� �L�W�� �K�D�V�� �D�� �V�L�J�Q�L�I�L�F�D�Q�W�� �H�I�I�H�F�W�� �R�Q�� �H�P�S�O�R�\�H�H�V�¶��behaviours. Generally, organizational 

culture is the way things are done in the organization (Furnham and Gunter, 1993). According to 

Armstrong (2009), organizational culture can be described in terms of: values, norms, artefacts 

and management style. Values are beliefs in what is good for the organization and what should, 

or is expected to, happen. Values can be expressed in: care of others, competence, 

competiveness, teamwork, customer services, and performance. Norms are unwritten rules that 

guide employees how to act and behave. Norms tell employees what to do, say, believe, and 

wear. Artefacts are aspects that are visible and tangible to employees in the organization. 

Artefacts can be the working environment, the language used in the communication channels, 

and the way visitors or new employees are welcomed. Management style is what is called 

leadership style. Different managers adopt different leadership styles according to the situation, 

while some managers stick with the same style in different situations. Leadership styles include: 
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authoritarian leader, paternalistic leader, democratic leader, laissez-faire leader, transactional 

leader, and transformational leader.  

5.4: Project Performance and Outcome Criteria: 

Projects differ in value, size, and complexity; therefore every project has different 

performance criteria (Muller and Turner, 2007). Muller and Jugdev (2012) conducted a study 

focusing on the evaluation of project success. They concluded that views and perceptions of 

�S�U�R�M�H�F�W�V�¶�� �V�X�F�F�H�V�V�� �G�L�I�I�H�U�� �E�\�� �³�L�Q�G�L�Y�L�G�X�D�O�� �S�H�U�V�R�Q�D�O�L�W�\�� �R�I�� �Z�K�R�P�� �L�V�� �Y�L�H�Z�L�Q�J�� �S�U�R�M�H�F�W�� �V�X�F�F�H�V�V����

nationality, projec�W���W�\�S�H�����D�Q�G���F�R�Q�W�U�D�F�W���W�\�S�H�´����p.768).  

Project performance and outcome can be evaluated using different performance 

indicators such as cost, quality, client satisfaction, and business satisfaction (Cheung et al., 

2004). However, time, cost, and quality are the three main performance evaluation dimensions 

(Enshassi et al., 2009). Different researchers developed alternative frameworks to measure 

project success. Pinto and Mantel (1990) recommended measuring process implementation, the 

apparent value of the proj�H�F�W�����D�Q�G���W�K�H���F�X�V�W�R�P�H�U�¶�V���V�D�W�L�V�I�D�F�W�L�R�Q���E�\���W�K�H���H�Q�G���R�I���W�K�H���S�U�R�M�H�F�W�����6�K�H�Q�K�D�U��

et al. (2001) suggested a comprehensive framework for assessing project success. They 

suggested that project success should be assessed according to short-term objectives and long-

term objectives. Their framework includes: efficiency (finishing the project within planned 

duration and cost); customer benefits from the final product; business success; and planning for 

future (market opportunities). All of these dimensions were modelled as dependent on time and 

�W�H�F�K�Q�R�O�R�J�L�F�D�O�� �X�Q�F�H�U�W�D�L�Q�W�\���� �'�L�I�I�H�U�H�Q�W���3�0�� �V�W�X�G�L�H�V�� �D�U�H�� �F�L�W�H�G�� �L�Q�� �6�K�H�Q�K�D�U���H�W�� �D�O���¶�V�� �������������� �I�U�D�P�H�Z�R�U�N����

such as Bryde (2008), and Jugdev and Muller (2005).  
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Project performance and outcome has globally been measured as completing the project 

within time and cost, and according to specifications (Muller and Turner, 2007). Additionally, 

meeting customer expectations was added to that list (Mullaly, 2006). In addition, Doolen et al. 

(2003) suggested adding the level of project team satisfaction by working together. Dvir et al. 

(2006) divided project performance into two constructs: project efficiency (meeting cost, time, 

and specifications), and project effectiveness (meeting customer satisfaction and project team 

satisfaction). 

5.5: Development of a Conceptual Framework: 

The conceptual framework is based on the organizational system proposed by Lindbergh 

(2009) and the findings from the literature review. In the development of a conceptual 

framework which captures what influences project performance and outcome, it is important to 

include the contributions of the project manager, project management culture, and organizational 

culture. In addition, it is important to broaden and categorize these factors to provide a 

comprehensive framework to investigate the influence of these factors on project performance 

and outcomes. The relationship between these three aspects (project manager, project 

management culture, and organization culture) and project performance are conceptualized and 

depicted in Figure 5.1. It shows that there is an interaction between project manager, project 

management culture, and organizational culture. At the same time, the project manager, project 

management culture, and organizational culture affect project performance and output (time, 

cost, quality and others). Elements of these three factors are listed in Table 5.1.  

 By combining together project manager, project management culture, and organizational 

culture, it is possible to develop a conceptual framework for this research that demonstrates 
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factors affecting project performance and outcomes. This conceptual framework is shown in 

Figure 5.1. It captures the three factors that influence and affect project outcomes and 

performance. The first factor (project manager) includes elements such as competencies and 

skills, capabilities, and self-efficiency. The second factor (project management culture) includes 

elements such as strategic emphasis, top management support, project management 

methodology, different stakeholder commitment and involvement, communication system, and 

project review and learning. The third factor (organizational culture) includes elements such as 

values, norms, artefacts, and leadership. The conceptual framework gives an understanding of 

how factors listed in Table 5.1 affect project performance and frameworks; a useful basis for 

focusing attention on specific and certain factors and elements. 
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Figure 5-1: A framework for conceptualizing factors affecting project performance and 
outcomes 
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This conceptual framework provides a helpful means to focus attention on specific 

factors in the research. It shows how values and competencies are connected. It will be possible 

�D�O�V�R�� �W�R�� �I�L�Q�G�� �R�X�W�� �K�R�Z�� �D�V�S�H�F�W�V�� �R�I�� �R�U�J�D�Q�L�]�D�W�L�R�Q�D�O�� �F�X�O�W�X�U�H�� �D�Q�G�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�¶�V��characteristics are 

interrelated. This argument is particularly relevant to Abu-Dhabi Police because projects in Abu-

Dhabi Police are similar to other projects and are affected by all aspects listed in Figure 5.2. Due 

to the time constraint it is proposed to evaluate and examine how much the values of ADP are 

being achieved and the level of competencies of project managers, as well as the impact of ADP 

�Y�D�O�X�H�V�� �R�Q�� �W�K�H�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V�� This study focused on studying the relationship 

between project manager competencies and values in the context of ADP.   

5.6: Values:  

Values are the core of the culture and can be expressed as the beliefs and ideals to choose 

between two options, such as good and evil. In addition, values are the standards that guide 

�H�P�S�O�R�\�H�H�V�¶�� �F�R�Q�G�X�F�W�� �L�Q�� �G�L�I�I�H�U�H�Q�W�� �V�L�W�X�D�W�L�R�Q�V�� ���+�R�I�V�W�H�G�H���� �������������� �(�I�I�H�F�W�L�Y�H�� �R�U�J�D�Q�L�]�D�W�L�R�Q�V�� �G�H�Y�H�O�R�S�� �D��

clear and comprehensive set of values so that everyone is aware of them and can contribute to 

them (Heathfield, 2014).  

Abu-Dhabi Police has values which are highly observed. These values were developed 

and stated during the development of the Abu-Dhabi Police strategy. Regarding these values, an 

officer is expected to understand, adapt, and execute these values while doing their work.  Abu-

Dhabi Police defined its five values as the following (Abu-Dhabi Police, 2014):  

1- Integrity and honesty (maintaining the highest levels of integrity and honesty at all 

times, and preserving human rights),  



139 
 

2- Justice (providing fair and tactful services to all segments of society),  

3- Recognizing achievements (appreciating and evaluating achievements made by 

individuals and by the community, by encouraging team spirit and motivating 

initiatives at all levels),  

4- Effective communication (believing that effective communication with the public and 

private sectors is of vital importance to accomplish our coveted goals),  

5- Excellence (making sure to pursue excellence in all our work and ensure that our 

activities are assessed effectively and efficiently). 

Indeed, these values are upheld by Abu Dhabi Police as an organization. However, the 

performance of an organisation in upholding its values is one thing, while the performance of 

individuals within that organisation may be a different matter. So while Abu Dhabi Police 

upholds its values well as an organization, it is not clear how each of its officers is performing 

in this regard. It is in this context that the performance of project managers and managers of 

Abu Dhabi Police in terms of attaining the values of the organization was identified as a basis 

for investigation in this research. The other aspect identified for the investigation concerned 

competencies, as explained below. 

5.7: Competencies and Skills of a Project Manager: 

One of the factors that influence project success is hiring competent project managers 

(Omidvar et al., 2011). PMBOK Guide (2008) defined project manager competency as the 

following; knowledge (what the project manager knows about the management of the project), 

performance (how the project manager uses his or her knowledge), personal (what is the 

behaviour of the project manager when managing the project). According to the Project 
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Management Institute (2007), �³�&�R�P�S�H�W�H�Q�W���S�U�R�M�H�F�W���P�D�Q�D�J�H�Us consistently apply their knowledge 

and use their personal behaviour to increase toward �P�H�H�W�L�Q�J���V�W�R�F�N�K�R�O�G�H�U�V�¶���U�H�T�X�L�U�H�P�H�Q�W�´����p.2). 

The project management competency development (PMCD) framework was developed 

by PMI (2002) to define successful project managers�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V���� �3�0�&�'�� �L�V��consistent with 

the PMBOK Guide. PMCD consist of 15 units of competencies, which are: integration 

management, scope management, time management, cost management, quality management, risk 

management, human resource management, communication management, procurement 

management, achievement and action, helping and human service, impact and influence, 

managerial, cognitive, and personal effectiveness.  

Another competency model was developed by Boston University Corporate Education 

Centre, which focuses on three major categories: technical, personal, and business and 

leadership. In this model, these three categories are divided into 19 units (Gould and Freeman, 

2003). In addition: Edward et al. (2007) developed a model called SSQ to specify and measure 

�S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�¶s competencies. Their model consists of 23 units of competencies, which are: 

accountability for others, conceptual thinking, conflict management, continuous learning, 

customer focus, decision-making, developing others, diplomacy, empathetic outlook, flexibility , 

goal achievement, influencing others, interpersonal skills, leading others, objective listening, 

personal accountability, planning and organization, problem-solving, resiliency, results 

orientation, self-management, self-starting, teamwork.  

To choose which competencies to use in Abu-Dhabi Police, the three managers of the 

project management section, design management section, and maintenance section were gathered 
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and asked to choose between all the above competencies. Fifteen project manager competencies 

where chosen to accumulate the 23 above competencies, namely: 

1. Integration management  

2. Scope management  

3. Time management  

4. Cost management  

5. Quality management  

6. Human resource management  

7. Communication management  

8. Risk management  

9. Procurement management 

10. Achieving and action  

11. Stakeholder management  

12. Conflict management  

13. Leadership  

14. Problem-solving  

15. Personal effectiveness 
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Figure 5.2 shows the likely influence of five values on 15 competencies. Firstly, the level 

of attainment of the five values by project managers and managers was assessed. Likewise, the 

level of attainment of the 15 competencies by these ADP personnel was assessed. Then the 

influence of the five values on the 15 different competencies was assessed.  
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Figure  5-2 : Research area of study 
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5.8: Summary of Chapter 5  

The conceptual framework was developed to show different aspects and factors that 

affect project outcome and performance. The model in Figure 5.2 shows that a �S�U�R�M�H�F�W�¶�V��

outcomes are influenced by three aspects, namely project manager, organizational culture, and 

project management culture. In addition, it is significant to note that factors identified in this 

research as affecting project performance and outcomes are inter-related in fundamental ways. 

Organizational values were discussed in general, and in addition ADP values were discussed. 

Furthermore, project manager competencies which are required in ADP were discussed.   
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Chapter6: Research Methodology 

6.1: Introduction to Chapter 6:  

This chapter provides a detailed description of the research methodology adopted for this 

research. It highlights the research purpose and provides a rationale for answering the research 

aim and objectives. Furthermore, it describes the procedures adopted to carry out this research. 

In addition, the tools used to collect and analyze data including methods implemented are 

described.  

6.2: Purpose of this Study: 

The study was conducted at Abu-Dhabi Police, which falls under the Ministry of the 

Interior, Abu-Dhabi, United Arab Emirates. Abu-Dhabi Police has about 175 projects (in all 

phases; design, tender, and construction) with a total cost of 8 billion DHS (in context, £1 = 

5.6DHS). The Abu-Dhabi Police Engineering Department (EPA) manages these construction 

projects. 

The key concern of this study was to evaluate and examine how much the values of ADP 

�D�U�H���E�H�L�Q�J���D�F�K�L�H�Y�H�G���D�Q�G���W�K�H���L�P�S�D�F�W���R�I���$�'�3���Y�D�O�X�H�V���R�Q���W�K�H���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V, to help 

Abu-�'�K�D�E�L�� �3�R�O�L�F�H�� �W�R�� �F�R�Q�W�U�R�O�� �W�K�H�� �H�I�I�H�F�W�V�� �R�I�� �W�K�H�L�U�� �Y�D�O�X�H�V�� �R�Q�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V���� �W�R��

�L�P�S�U�R�Y�H�� �L�W�V�� �S�U�R�M�H�F�W�V�¶ performance and outcome. The research methodology was used to 

accomplish the following: 

1- Examine how much the values of Abu-Dhabi Police are being achieved.  

2- Examine the level of achievement of competencies by ADP project managers.  
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3- Carry out an empirical evaluation of how the values of ADP affect their project 

�P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V���� 

4- Empirically explore the challenges of project managers of Abu-Dhabi Police regarding 

�$�'�3�¶�V���Y�D�O�X�H�V���D�Q�G���F�R�P�S�H�W�H�Q�F�L�H�V�� 

5- Empirically explore the challenges of project managers of Abu-Dhabi Police regarding 

their competencies.  

6- Analyze data collected in Nos. 1-4 above, by using descriptive statistics and other 

relevant techniques, to generate findings to influence future project delivery by ADP. 

6.3 Research process:  

In order to accomplish the research purpose, a research process was followed which is 

shown in Figure 6.1.  

 

Figure 6-1: The research process 

Conclusions and recommendations

(Chapter 8)

Data analysis carried out and results established

(Chapter 7)

Development of the research methodology

(Chapter 6)

Development of conceptual framework

(Chapter 5)

Literature reviews conducted: with Abu Dhabi Police in perspective

(Chapters 2, 3 and 4)

Established research problem, aim and objectives

(Chapter 1)
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According to the process map of Figure 6.1, literature was first considered in order to 

establish the specific aspect to research and this informed the development of research aim, 

objectives and a conceptual framework to guide the empirical aspects. A research methodology 

was then designed and used to obtain and analyse primary data. The results obtained then 

informed the development of a practice framework before the conclusions and 

recommendations were made.  

6.4 Selection of Research Approach for this Study: 

This research was conducted through three steps: (1) theoretical work; (2) questionnaire 

survey and analysis; (3) conclusion and recommendation. The three types of research 

approaches were examined, and then a mixed method was selected. The mixed method 

approach contains advantages and elements of both qualitative and quantitative approaches.  

6.4.1 Philosophical Assumptions Underlying the Study: 

Studies and researches are built on philosophical and theoretical foundations. Research 

philosophy relates to the process of knowledge development and its nature. The philosophical 

implication of research is important, because it reflects the research method used (Feldman, 

2010).  

There are three major research perspectives, which are: ontology, epistemology, and 

axiology (Creswell et al., 2007; Patton, 2002; Savage, 2006). Each of them is different, which 

influences the way researchers think about their research processes. Table 6.1 presents the three 

research perspectives:  
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Table  6-1 : Research perspectives (source: Kreiner et al., 2009) 

Assumptions Post-positivist Interpretive  

Ontology (nature of reality). 
Fixed, stable, observable, and 

measurable. 

Multiple realities that are socially 

constructed by individuals. 

Epistemology (knowledge). 

Gained through scientific and 

experimental research. Knowledge is 

objective and quantifiable.  

Gained through understanding the 

meaning of the process or 

experience. 

Axiology (role of values). 

Emphasis is on the objective 

researcher, value-free; subjectivity 

and bias lead to error. 

Researcher's subjective values, 

intuition, and biases are important; 

learning participants' subjective ideas 

valuable. 

 

Ontology assumptions deal with the nature of reality. It was defined by Crotty (2003) as 

the study of being, which is concerned with the nature of reality. It is about the studying of what 

is real and what exists. In ontology, researchers assume that the world is occupied by humans 

who share different thoughts, meanings, and interpretations (Ahmed, 2008). Researchers in this 

world use different methods and techniques of data collection and interpretation, such as 

interviews, in order to interpret participan�W�V�¶�� �I�H�H�O�L�Q�J�V�� �D�Q�G�� �W�K�R�X�J�K�W�V���� �,�Q�� �D�G�G�L�W�L�R�Q���� �L�Q�� �R�Q�W�R�O�R�J�\��

researchers adopt realistic perspectives. Researchers in this type presuppose that cause and effect 

is in existence in the world. They assume that in the world there are realities. Pring (2004) 

indicated that in this type, the purpose of the research is to identify the cause of what happened.  

Epistemological assumption is about the ways to obtain the knowledge. Crotty (2003) 

defined epistemology as the approach to understanding how we know what we know. 
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Epistemology could be defined as constructionism (Ahmed, 2008). It means that all knowledge 

(reality) is �E�H�L�Q�J���³�F�R�Q�V�W�U�X�F�W�H�G���L�Q���D�Q�G���R�X�W���R�I���L�Q�W�H�U�I�D�F�H���E�H�W�Z�H�H�Q���K�X�P�D�Q���E�H�L�Q�J�V���D�Q�G���W�K�H�L�U���Z�R�U�O�G���D�Q�G��

�G�H�Y�H�O�R�S�H�G�� �D�Q�G�� �W�U�D�Q�V�P�L�W�W�H�G�� �Z�L�W�K�L�Q�� �D�Q�� �H�V�V�H�Q�W�L�D�O�O�\�� �V�R�F�L�D�O�� �F�R�Q�W�H�[�W���´�� ���&�Uotty, 2003:42). In addition, 

epistemology could be defined as objectivism. Objectivists hold that the meaningful reality is 

�S�D�U�W���R�I���D�Q�\���R�S�H�U�D�W�L�R�Q���R�I���D�Q�\���F�R�Q�V�F�L�R�X�V�Q�H�V�V�����Z�K�L�F�K���P�H�D�Q�V���W�K�D�W���W�K�H���U�H�V�H�D�U�F�K�H�U�¶�V���P�L�Q�G���L�V���V�H�S�D�U�D�W�H�G��

from the world of objects.  

Axiology makes assumptions about what is valuable in research (Crotty, 2003). 

Tashakkori and Teddlie (1998) stated that in axiological assumptions, values of researchers 

influence their research process in qualitative researches, while in quantitative researches, values 

are excluded. Table 6.2 compares the three main assumptions in both quantitative and qualitative 

researches.  

Table  6-2 : Quantitative and Qualitative Assumptions: 

View Ontological Assumptions  Epistemological 
Assumptions 

Axiological Assumptions  

Research Paradigm Nature of reality  Relationship of researcher Role of values  
Quantitative Objective, apart from 

researcher 
Researcher is independent 
from what is being 
researched  

Value-free and unbiased 
(!); values are emotive and 
therefore outside the 
scientific inquiry  

Qualitative  Reality is subjective and 
multiple, as seen by 
participants in the study  

Researcher interacts with 
that being researched  

Value-laden and biased 
(!); values are personally 
relative; need to 
understand critique of 
ideologies will promote 
needed social change   

On the basis of this analysis, a mixed method was chosen based on the pragmatic 

worldview.  
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6.4.2 Design Research Science 

Design research science (DRS) is a set of systematic approaches and techniques used in 

conducting a research. Even though traditional research is different from DSR, they are not 

opposite to each other. In fact, they complement each other (March and Smith, 1995). Romme 

(2003) highlights the difference between traditional research and DSR. Table 6.3 illustrates these 

differences.  

Table  6-3 : Main differences between traditional science and DSR (Source: Romme, 2003) 

Categories  Traditional Research  DSR 

Purpose  Understanding organizational 

phenomena, based on consensual 

objectivity, by uncovering general 

patterns and the forces that explain 

these phenomena.  

Produce systems that do not yet exist - that is, 

change existing organizational systems and 

situations to achieve better results. 

Model  Natural sciences and other disciplines 

that have adopted the scientific 

approach. 

Design and engineering. 

View of Knowledge  Representational: our knowledge 

represents the world as it is; nature of 

thinking is descriptive and analytic; 

more specifically, science is 

characterized by a search of general 

and valid knowledge; adjustments in 

hypothesis formulation and testing.  

Pragmatic: knowledge in the service of action; the 

nature of thinking is normative and synthetic; more 

specifically, design assumes that each situation is 

unique, and draws on purposes and idea solutions, 

systems thinking and limited information; 

moreover, it emphasizes participation, discourse as 

medium of intervention and pragmatic 

experimentation.  

Nature of objects  Organizational phenomena as Organizational issues and systems as artificial 
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empirical objects, with descriptive 

and well-defined properties, that can 

be effectively studied from an 

outside position. 

objects with descriptive, as well as imperative, ill-

defined properties, requiring non-routine action by 

agents in insider positions in the organization; 

imperative properties also draw on broader 

purposes and idea target systems. 

Focus of theory 

development  

Discovery of general causal 

relationships among variables: is the 

hypothesis valid? The conclusion 

stays within the boundaries of the 

analysis. 

Does an integrated set of design propositions work 

in a certain ill-defined (problem) situation? The 

design and development of new artifacts tend to 

move outside the boundaries of the initial 

definition of the situation.  

Thus the research aims to study the relationship between ADP values and PM 

competencies; it goes under traditional research.   

Pragmatism is the approach of assessing theories or beliefs truth of meaning in terms of 

practical application success level (Cameron, 2011). Pragmatism is important in addressing 

�U�H�V�H�D�U�F�K���S�U�R�E�O�H�P�V�����&�D�P�H�U�R�Q�������������������%�D�V�H�G���R�Q���W�K�H���U�H�V�H�D�U�F�K�H�U�¶�V���S�U�D�J�P�D�W�L�V�P���D�Q�G���W�K�H���Q�D�W�X�U�H���R�I���W�K�H��

problem and data collected in this research, a mixed method approach was selected. It is 

important to understand that not all researches required the use of a mixed method approach. 

Sometimes qualitative by itself is the best to be used, and at other times the quantitative method 

may be the best.   

According to Creswell (2008), the nature of the research problem determines the 

selection of the research approach. He stated that a mixed methods approach is important in 

dealing with complex research problems, because a single approach may not give the researcher 

satisfying answers. He categorized different research problems which are suited for mixed 

methods, which are: (1) one data source is deficient; (2) research findings need to be described; 
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(3) research findings need to be widespread and generalized; and (4) another method is needed to 

augment the primary method. The problem of this research is situated within the third and the 

fourth categories, because it will generalize and explore the findings to ADP about the impact of 

�L�W�V���Y�D�O�X�H�V���R�Q���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V���� 

Creswell (2012) developed an interpretive framework that embedded the different 

philosophical assumptions (ontology, epistemology, and axiology). He suggested that the 

interpretive framework could be social science theories or it could be social justice theories. He 

breaks down research into four worldviews. Table 6.4 describes the different types of 

interpretive framework:  

Table  6-4 : Four worldviews of research (Source: Creswell, 2009) 

Post-positivism Constructivism 

Determinism 

Reductionism 

Empirical observation and measurement 

Theory verification 

Understanding 

Multiple participant meaning 

Social and historical construction 

Theory generation 

Advocacy/Participatory Pragmatism 

Political 

Empowerment issue-oriented 

Collaborative 

Consequences of actions 

Problem-centred 

To conduct any research, it is important to consider both philosophical assumptions and 

the interpretive frameworks (Creswell, 2009). Research pragmatism is not designed for one 

system of philosophy; therefore it applies to mixed methods by free researchers from both 

qualitative and quantitative assumptions.  
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Thus, this research is designed to explore and highlight different ADP values that affect 

�S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V�� �X�V�L�Q�J�� �T�X�D�Q�W�L�W�D�W�L�Y�H�� �P�H�W�K�R�G�V���� �D�Q�G�� �D�W�� �W�K�H�� �V�D�P�H�� �W�L�P�H�� �X�V�L�Q�J��

qualitative methods to learn from participants what variables and factors relate to ADP values 

�D�Q�G���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V���� 

6.4.3 Selection of Research Design for the Study 

There are five different types of research design, which are: Convergent parallel mixed 

methods, explanatory sequential mixed methods, transformative mixed methods, embedded 

mixed methods, and multiphase mixed methods (Mertens, 2003).  

The convergent parallel mixed method is used to develop a complete understanding of 

the research problem by obtaining different and complementary data. The explanatory sequential 

mixed method uses a qualitative approach to explain the quantitative results. The exploratory 

sequential mixed method is in contrast with the explanatory design; it begins with the 

prioritization of the data collection and analysis of qualitative data, then a quantitative method 

will be used to test the initial findings (Creswell et al., 2003).  

In the transformative mixed method, researchers make their decisions within a 

transformative framework. For example, the researcher may use qualitative or quantitative 

methods to collect and analyze data, and then use the other method for interpretation. In 

embedded mixed methods, researchers combine quantitative and qualitative methods in 

collecting and analyzing data (Mertens, 2003). Embedded mixed methods are used when a single 

set of data is insufficient. In multiphase design methods, both qualitative and quantitative 
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methods are used over a period of time. These different research design methods are portrayed in 

Figures 6.1 and 6.2:  

 

Figure  6-1 : Major methods research design I (source: Creswell et al., 2003) 

 

Figure  6-2 : Major methods research design II (source: Creswell et al., 2003) 

Based on the research problem; the transformative mixed method was used in this 

research. It was found to be the most suitable method to address the research problem and 
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questions. Both qualitative and quantitative methods were implemented in the data collection, 

analysis and interpretation, as shown in Figure 6.3.  

 

Figure 6-3 : Transformative mixed method (source: Creswell et al., 2003) 

During the transformative mixed design, firstly the quantitative method was used to 

�X�Q�G�H�U�V�W�D�Q�G�� �Z�K�L�F�K�� �R�I�� �W�K�H�� �$�'�3�� �Y�D�O�X�H�V�� �D�I�I�H�F�W�� �Z�K�L�F�K�� �R�I�� �W�K�H�L�U�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶���D�Q�G�� �P�D�Q�D�J�H�U�V�¶��

competencies more. This was followed with a qualitative phase which was used to explore and 

understand challenges �U�H�O�D�W�H�G���W�R���$�'�3���Y�D�O�X�H�V���D�Q�G���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V.  

6.5  Research Data:  

Research data is defined as traced factual substances which are accepted in the scientific 

community as important to find a research result. There are four types of data, which are: 

nominal, ordinal, interval and ratio data (Trochim, 2006). 

6.5.1  Nominal Data 

Nominal data are used in qualitative and quantitative researches. They are called labels, 

because they used to label variables without any indication of magnitude (Krich, 2008).  
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6.5.2 Ordinal Data 

Ordinal data are used to find the rank order of different variables. Ordinal data and scale 

can be �X�V�H�G�� �W�R�� �P�H�D�V�X�U�H�� �Y�D�U�L�D�E�O�H�V�� �V�X�F�K�� �D�V�� �H�P�S�O�R�\�H�H�V�¶�� �V�D�W�L�V�I�D�F�W�L�R�Q���� �K�D�S�S�L�Q�H�V�V���� �H�W�F����(Flora and 

Curran, 2004).  

6.5.3 Interval Data 

Interval data are used to rank variables and, at the same time, quantify and compare the 

size differences between these variables. For example; interval data is used when comparing 

between temperatures over a period of time (Charles and Elite, 2004).  

6.5.4 Ratio Data 

Ratio data are similar to interval data at the same time as having an absolute zero which 

is used in both descriptive and inferential statistics. Time is an example of ratio data. For 

example, not only can we say that 200 degrees is higher than 100 degrees; it is twice as high 

(Trochim, 2006). 

6.5.5 The Nature of Data to be Encountered or Processed in this Research: 

Questionnaires seeking ordinal data were chosen to be used in this research, in order to 

�R�E�W�D�L�Q���R�U�G�L�Q�D�O���P�H�D�V�X�U�H�P�H�Q�W���R�I���$�'�3���Y�D�O�X�H���H�I�I�H�F�W�V���R�Q���$�'�3���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V���� 



156 
 

6.6 Types of Research 

Research types are categorized into two main types, which are qualitative and 

quantitative. They are commonly considered to fundamentally differ. However, their objectives 

and their usage overlap in various ways (Saunders et al., 2003). 

6.6.1 Qualitative Research 

Qualitative research is a research type which emphasizes words in collecting and 

analyzing data. In addition to the quantitative method, the qualitative method focuses on the 

cause of something and tries to find its effects (cause and effect) (Bryman, 2008).   

Researchers who use qualitative design do not test hypotheses or analyze frameworks, 

they drive researches by idiographic descriptions, meaning researchers are focussing on the way 

different people interpret their experience (Sandelowski, 2004). Qualitative research uses 

different methods of collecting data such as interviews and case studies (Newman and Benz, 

�������������� �5�H�V�H�D�U�F�K�H�U�V�� �Z�K�R�� �X�V�H�� �T�X�D�O�L�W�D�W�L�Y�H�� �G�H�V�L�J�Q�� �I�R�F�X�V�� �R�Q�� �X�Q�G�H�U�V�W�D�Q�G�L�Q�J�� �S�H�R�S�O�H�¶�V�� �E�H�O�L�H�I�V����

experiences, and behaviours. There are three main categories of qualitative research, which are: 

observational study, interview study, and documentary study. Qualitative research gives 

participants a chance to share their experiences, which helps organizations to modify their 

systems for better performance (Pathak et al., 2013). 

6.6.2 Quantitative Study 

On the other hand, while the quantitative method focuses on defining the relationship 

between one independent variable and another dependent variable (outcome); it focuses on 

http://www.ncbi.nlm.nih.gov/pubmed/?term=Pathak%20V%5Bauth%5D
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collecting data on a specific matter and analyzes these data to come up with specific findings. If 

a quantitative study is conducted by different researchers on the same issue and the same sample 

of people, they will come up with the same conclusion, while with qualitative methods every 

researcher could have different findings, because most of their research could interpret data 

differently (Bryman, 2008). 

A quantitative study allows researchers to find out which variables are significant in a 

scientific way (Ankrah, 2007). As proposed by Rentsch (1990) in studying the link between 

organizational aspects and performance, a quantitative approach is appropriate. A quantitative 

approach enables researchers who study organizational culture aspects to address the questions 

�µ�K�R�Z�� �P�X�F�K�¶�� �R�U�� �µ�K�R�Z�� �P�D�Q�\�¶�� ���$�Q�N�U�D�K���� �������������� �$�F�F�R�U�G�L�Q�J�� �W�R�� �$�O�L�D�J�D�� �D�Q�G�� �*�X�Q�G�Hrson (1999) the 

quantitative method explains facts by collecting data and then analyzing these data using 

�G�L�I�I�H�U�H�Q�W�� �P�D�W�K�H�P�D�W�L�F�D�O�� �P�H�W�K�R�G�V���� �W�K�H�� �T�X�D�Q�W�L�W�D�W�L�Y�H�� �P�H�W�K�R�G�� �L�V�� �³�D�� �F�R�O�O�H�F�W�L�R�Q�� �R�I�� �W�H�F�K�Q�L�T�X�H�V�� �I�R�U��

organizing, presenting, summarizing, communicating, and drawing conclusions from data so that 

it becomes �L�Q�I�R�U�P�D�W�L�Y�H�´�� ���S���������� �7�K�H�� �Z�R�U�G�� �G�D�W�D��are the raw material of the quantitative method, 

which are presented and analyzed using different techniques. The objectives of studying data are 

different: to communicate important facts (e.g. finance annual report), making deductions from 

specific data (survey), and building a model to solve a problem (Clare, 2010).  

In order to use a quantitative method, data should be in numerical form (Clare, 2010). A 

survey is used to coll�H�F�W�� �G�D�W�D�� �I�U�R�P�� �D�� �V�D�P�S�O�H�� �R�I�� �S�H�R�S�O�H�¶�V�� �U�H�V�S�R�Q�V�H�V�� �W�R�� �T�X�H�V�W�L�R�Q�V�� ��Polit and 

Hungler, 1993). While using the right data analysis is very important, using the right data 

collections is crucial (Newman and Benz, 1998). Quantitative research uses numerical data, 

while qualitative research uses non-numerical data. The most popular way of conducting 
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quantitative research is by using surveys (questionnaires) administered by telephone, face-to-

face, paper, web-based, and email forms (Clare, 2010). According to Muijs (2010), the 

quantitative method provides answers to the following four types of research questions:   

1- �'�H�P�D�Q�G�L�Q�J���T�X�D�Q�W�L�W�D�W�L�Y�H���D�Q�V�Z�H�U�V�����V�X�F�K���D�V���³�K�R�Z���P�D�Q�\�"�´ 

2- Numeri�F�D�O���F�K�D�Q�J�H�V�����V�X�F�K���D�V���³�L�V���W�K�H���Q�X�P�E�H�U���U�L�V�L�Q�J�"�´ 

3- Finding out the state and phenomena of something, such as finding out the critical 

factors.  

4- Testing of hypotheses, such as finding out if there is a relationship between aspects. 

The quantitative method is used by most researchers in studying projects (Clare, 2010). Once 

the researcher has chosen a quantitative method, he or she has two main types of research design; 

experimental design and non-experimental design. Experimental design is popular in scientific 

research, while non-experimental research is common in social sciences (Muijs, 2010).  

In experimental design, researchers try to experience participants. The researcher assigns 

different participants to measure some variables and tries to change or control them. 

Experimental design is a strong design for testing the cause and effect relationship. In 

experimental design, the researcher applies a treatment to the participants, using different 

independent variables, and observes its effect on the dependent variable (Muijs, 2010). 

Non-experimental design is used in describing the relationship between two variables 

without determining the cause and effect. In addition, non-experimental quantitative research 

could be conducted in three main ways, which are survey, observation, and analyzing existing 

data (Muijs, 2004). Non-experimental design is classified into three categories. The first category 

is rational or correlation design, which is useful in identifying the relationship between two 
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variables. There are two types of correlation design: retrospective and prospective designs. In 

retrospective design (case-control design) the researcher collects data in the present and then 

looks for past causes. In prospective design (cohort design) researchers begin with possible cause 

and then collect data. The second category is comparative design (cross-sectional design) that 

compares two or more groups on one or more variables at one point period. The third category is 

longitudinal design, which is used in examining variables over an extended period, such as group 

performance over time. In addition, the non-experimental method is designed to be used by 

researchers for observation and to conclude descriptive results. For example: the researcher may 

be interested in the common performance factors; in such a study, the research question would 

focus on performance factors rather than the cause of these factors.   

Non-�H�[�S�H�U�L�P�H�Q�W�D�O�� �P�H�W�K�R�G�V�� �D�U�H�� �F�D�O�O�H�G�� �V�R�P�H�W�L�P�H�V�� �³�H�[�� �S�R�V�W�� �I�D�F�W�R�´�� �U�H�V�H�D�U�F�K���� �E�H�F�D�X�V�H�� �W�K�H�\��

study factors and activities that have already occurred. Examples of non-experimental design 

research are listed in Table 6.5 (Thompson, 2007). 

Table  6-5 : Non-experimental research examples (Source: Thompson, 2007) 

# Name  Description 
1 Cross-sectional study  Observation is recorded at a single point of time.  
2 Case-control study Used to test possible causes.  
3 Before-and-after study  Compares outcomes between two changes in environment.  
4 Historical controls Similar to the above but uses historical data for the comparison.  
5 Surveys/questionnaires Uses questions to collect data. 
6 Case series Description of tested factors with defined characteristics.  
7 Case report  Description of a single case that leads to a new finding. 
8 Correlation design  Similar to cross-sectional design.  
9 Meta-analysis  Does not require collection of new data, but analyzes old data. 
10 Cost-benefit analysis  Economic assessment, comparing cost with economic benefit. 
11 Cost-effective analysis  Similar to cost benefit but compares two different programmes. 

Table 6.6 summarizes the main differences between quantitative and qualitative research 

strategies.   
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Table 6-6 : Difference between quantitative and qualitative research strategies (Source: 
Zikmund et al., 2009) 

 

The advantage of using mixed methods is that one method covers the aspects which are 

not covered by the other method. A quantitative and non-experimental design (Aliaga and 

Gunderson, 1999) was used initially to achieve objectives 1-3.  

6.7 Impact of Data on this Research:  

Mixed methods for data collection were utilized to fit with the choice of research 

philosophical assumptions and design. In this regard a questionnaire was used as an instrument 

in data collection. A closed format type of questionnaire was designed and used to obtain 

information from project managers and managers in ADP.   

6.7.1 Choice of Type of Research on the Basis of the Nature of Data: 

To find the achievement level of ADP values, the skilfulness level of APD project 

managers, and the effect of ADP values on �S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V�����W�K�H���T�X�D�Q�W�L�W�D�W�L�Y�H���G�D�W�D��
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collection method was chosen. These ordinal data were analyzed in the next chapter. In addition 

to that, to address and collect information regarding the challenges facing project managers in 

ADP related to ADP values and their competencies, the qualitative data collection method was 

used and analyzed in the next chapter.  

6.8 Data Collection Approaches:  

The data will be collected from managers and project managers in Abu-Dhabi Police to 

evaluate and examine how much the values of ADP are being achieved, and the level of 

�V�N�L�O�I�X�O�Q�H�V�V�� �R�I�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V���� �D�V�� �Z�H�O�O�� �D�V�� �W�K�H�� �L�P�S�D�F�W�� �R�I�� �$�'�3�� �Y�D�O�X�H�V�� �R�Q�� �W�K�H�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶��

competencies. A questionnaire was used to collect the data. The questionnaire consisted of three 

main sections. The first section contains one question asking the achievement level of ADP 

values. The second section contains one question asking the skilfulness level of ADP project 

managers. The third section contains five questions asking about the effect of ADP values on 

�S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V.  The fourth part is asking about the challenges related to ADP 

values and PM competencies.  

6.9 Questionnaire Design 

Sunders et al. (2003) stated that questionnaire design affects the response rates and the 

reliability and validity of collected data. They proposed that response rates, reliability and 

validity can be maximized by careful planning, comprehensible layout, and clear description. 

Figure 6.4 shows the various ways of data collection that use questionnaires.  
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Figure 6-4: Data collection options (Source: Sunders et al., 2003) 

 

The use of questionnaires was decided on for the following reasons (Burgess, 2001): 

1. To ensure a high response rate, as the questionnaires were distributed and collected 

personally by the researcher.  

2. They required less time to analyze.  

3. Replicable. 

4. Allow for sophisticated analyses. 

5. Controllable �± through sampling and design.  

6. Precision �± through quantitative and reliable measurement. 

7. Plus more reasons. 

However, questionnaires have their weaknesses. For example: questions might not reflect their 

complete opinion, e.g. when answers are multiple choices (Burns and Grove, 1993).   
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The research instrument design is critical for successful data collection (Babbie, 1992; 

Fellows and Lui, 2015; Creswell, 2003). The questionnaire was used to achieve the research 

objectives. A closed format type of questionnaire was designed and used to obtain information 

from ADP project managers and managers. The questionnaire consisted of closed format 

designed questions, and answer options were determined by the researcher (Burns and Grove, 

1993).  

The questionnaire consisted of three parts based on certain open-ended and closed-ended 

Likert scale ordinal variables. The 5-point Likert scale was chosen as most researchers (e.g. Gao 

and Low, 2014) have used it while studying culture or other perceptions. As values, the subject 

matter of this research, fall within the sphere of culture, the Likert scale was adopted. Fellows 

and Liu (2015) have acknowledged the increasing use of the Likert scale in construction 

management research. This type of scale is useful for eliciting opinions. A 5-point scale is often 

used but 7-point scales are also common. For the current study the 5-point scale was adequate in 

assessing the values and competencies of project managers and their inter-association. The 

questionnaire was prepared in both Arabic and English to enable those who do not understand 

English to participate. The Arabic and English versions of the questionnaire are shown in 

Appendix A. 

 

6.10 Ethical Considerations and Obtaining Informed Consent: 

Informed consent to participate in this research was sought from participants, as required 

by University of Wolverhampton. Permission and agreement were obtained from all participants 
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to participate in the research. Verbally, the research activities were explained to all participants 

and all participants could withdraw from the study at any time. Ethical approval was obtained 

from the University of Wolverhampton, and is attached (Appendix F). In addition, the 

questionnaire was approved by the supervisors before it was used. 

6.11 Piloting the Questionnaire: 

The first draft of the questionnaire was designed and sent to five project managers and 

two managers in ADP. Their help was important to achieve the desired data. It was important to 

check the questionnaire before it is used, for further improvement. The purpose of that is to 

determine if the questionnaire is in the right order, would achieve the desired data, and can be 

easily understood. For example; in the first draft of the questionnaire, participants were expected 

to rate the achievement level of ADP values. However, the supervisor observed that participants 

may not be familiar with ADP values, so as a result a question was added to ask participants if 

they are familiar with ADP values before they rate them.  

6.12 Sampling Sources, Types and Selection: 

The quality of any research is affected by the quality of the sample (Patten, 2004). The 

population is defined as the elements of the research that meet certain criteria while a sample is a 

collection of units from a population to determine a fact concerning that population (Burns and 

Grove, 1993). Sometimes the entire population may be too large or not fully accessible, in which 

case data from samples can be used as a basis to provide an understanding of the population, 

subject to checks and balances. 
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The target populations in this research were the Abu-Dhabi Police project managers and 

different general managers. �$�'�3�¶�V�� �3�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�� �D�U�H�� �W�K�H�� �S�H�R�S�O�H�� �Z�K�R�� �P�D�Q�D�J�H�� �F�R�Q�V�W�U�X�F�W�L�R�Q��

projects and are responsible for monitoring performance, while managers are the end-user 

officers who control the use of built facilities following the completion of construction. Project 

managers are active during construction while managers are more active after construction. It is 

these two groups of project managers and managers that were sampled for data as they are 

familiar �Z�L�W�K���W�K�H���O�H�Y�H�O�V���R�I���D�W�W�D�L�Q�P�H�Q�W���R�I���Y�D�O�X�H�V���D�Q�G���F�R�P�S�H�W�H�Q�F�L�H�V���E�\���$�'�3�¶�V���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V.  

Sampling types are either probability samples or non-probability samples. In probability 

sampling, every unit in the population has a chance of being selected in the sample. Probability 

sampling types are systematic random sample, stratified random sample, multistage sample, 

multiphase sample, cluster sample. Non-probability sampling includes accidental sampling, 

quota sampling and purposive sampling (Field, 2005).  

Stratified sampling, which means dividing the population into separate groups called 

strata (Field, 2005) was chosen for this study because samples were partitioned into two groups, 

namely project managers and managers in ADP. All the 74 projects managers in ADP were 

invited to participate in this study because their population is small and were readily available. 

However, not all managers were considered for involvement in the study. Some criteria were 

used to invite some �$�'�3�¶�V��managers, which were:  

1- Were actively practising as general manager or project manager. 

2- Had at least five years of management experience, since every five years Abu-Dhabi 

Police updates its strategy, which includes editing its values.   

http://en.wikipedia.org/wiki/Accidental_sampling
http://en.wikipedia.org/wiki/Quota_sampling
http://en.wikipedia.org/wiki/Purposive_sampling
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3- Were they end-users of one of ADP projects in the last five years? This is to make sure 

that the end user had enough time to notice the performance of project managers in ADP.  

Effectively, project managers and project end users in Abu-Dhabi Police were targeted 

for participation in the research.  

6.13 Administering the Questionnaire: 

The questionnaire was sent to both project managers and managers in ADP via: 

�x Email (e.g. each of them was sent an email with the questionnaires attached),  

�x Internet link (using Survey Monkey online engine)  

The questionnaire was sent to 86 managers who met the criteria explained in section 6.11, 

and 71 project managers in ADP. The response rate is discussed in Chapter 7.  

6.14 Analytical  Procedures: 

Statistics analysis is the science of collecting and exploring an amount of data to discover 

trends and underlying patterns (Judd and McCleland, 1989). The decision as to which statistical 

approach to use depends on the data collected and the conclusion expected to be obtained 

(NIST/SEMATECH, 2012). 

6.14.1 : The Achievement Levels of values and competencies within ADP:  

Respondents were asked to rate how much the current Abu-Dhabi Police values (five values) 

are achieved. They were also asked to rate the level of skilfulness of Abu-Dhabi Police project 

�P�D�Q�D�J�H�U�V���L�Q���W�H�U�P�V���R�I���W�K�H���R�U�J�D�Q�L�V�D�W�L�R�Q�¶�V���������F�R�P�S�H�W�H�Q�F�L�H�V����To analyze the data collected in these 
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regards, descriptive statistics was used. The analyses included the assessment of mean and 

standard deviation.   

6.14.2 : The Effects of Values �R�Q�� �3�U�R�M�H�F�W�� �0�D�Q�D�J�H�U�V�¶�� �&�R�P�S�H�W�H�Q�F�L�H�V in Abu-

Dhabi Police: 

Respondents were asked to rate how much the current five values of Abu-Dhabi Police 

influence the fifteen competencies of their project managers. To analyze the data collected, both 

descriptive statistics and ordered logistic regression were used. Ordered logistic regression 

analysis was chosen based on the conclusion from Section 6.14.   

6.14.3 : Challenges related to the achievement of ADP�¶�V values and PM�¶�V 

competencies:  

Respondents were asked to write what challenges might occur in APD related to the 

achievement of its values and competencies by project managers. This constituted a small 

qualitative part of the questionnaire. To analyze the data collected in this regard, a deductive 

approach was used to interpret the answers provided.  

6.15 Comparison between Statistical Approaches: 

Dif ferent statistical approaches can be used to analyze collected data. Since the impact of 

ADP�¶�V values on their �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V�� �Z�D�V�� �G�H�V�L�U�H�G���� �U�H�J�U�H�V�V�L�R�Q�� �D�Q�D�O�\�V�L�V�� �V�K�R�X�O�G��

be used. In regression analysis, the impact of each independent variable on the outcome is 

predicted. In addition, the impact of the independent variables for predicting outcomes can be 
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verified, by finding the results of significance for each independent variable (Clogg and 

Shihadeh, 1994). 

The choice to be made for the particular regression technique is determined by the nature of 

the data of the dependent variable. The nature of the data can vary on the basis of the objective of 

the study. If the dependent variable is continuous (fractional values can also appear) in nature, 

then linear regression can proceed, whereas if the nature of the data is ordinal, then logistic 

regression can proceed. Also, if the number of categories is more than two, then ordinal 

regression can proceed, which is an extension of logistic regression (Elamir and Sadeq, 2010). 

Since the data of this research are ordinal and there are more than two categories, the ordinal 

logistic regression was used.  

6.15.1  Logistic Regression  

�7�K�H�� �Y�D�U�L�D�E�O�H�� �L�Q�� �W�K�L�V�� �U�H�V�H�D�U�F�K�� �L�V�� �W�K�H�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V���� �Z�K�L�F�K�� �D�U�H�� �F�D�S�W�X�U�H�G��

�D�V�� �³�1�R�W�� �&�R�P�S�H�W�H�Q�W�´���� �³�/�R�Z�� �/�H�Y�H�O�� �R�I���&�R�P�S�H�W�H�Q�F�H�´���� �³�0�R�G�H�U�D�W�H�� �/�H�Y�H�O�� �R�I�� �&�R�P�S�H�W�H�Q�F�H�´���� �³�+�L�J�K��

�/�H�Y�H�O�� �R�I�� �&�R�P�S�H�W�H�Q�F�H�´�� �D�Q�G�� �³�+�L�J�K�H�V�W�� �/�H�Y�H�O�� �R�I�� �&�R�P�S�H�W�H�Q�F�H�´���� �7�K�L�V�� �W�\�S�H�� �R�I�� �G�D�W�D�� �L�V�� �N�Q�R�Z�Q�� �D�V��

ordinal data. Also, for the independent variable, the responses (values effects) are captured as 

�³�6�W�U�R�Q�J�O�\���'�L�V�D�J�U�H�H�´�����³�'�L�V�D�J�U�H�H�´�����³�1�H�X�W�U�D�O�´�����³�$�J�U�H�H�´���D�Q�G���³�6�W�U�R�Q�J�O�\���$�J�U�H�H�´�� 

Here, the categories of dependent variable are more than two and each category is higher 

than the previous one as assigned above. Therefore, on the basis of the nature of the data, the 

analysis technique which was used was ordered logistic regression. The model for ordered 

logistic regression is (Liu, 2009): 
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Loge (
�� �Ô

�:�Õ�;

�� �Ô
�:�,�;�;� ����0

(j)������1(j) X1i �����«������������k
(j) Xki , 

�Z�K�H�U�H���L� �����������«�����Q�����M� �����������������«�������F-1 

Where, 

Y is a categorical (polytomous) response vari�D�E�O�H���Z�L�W�K���&���F�D�W�H�J�R�U�L�H�V�����W�D�N�L�Q�J���R�Q���Y�D�O�X�H�V���������������«�«����

c-1 

X1, X2, . . . , Xk are k explanatory variables 

�Œ�g
�:�4�;�á�Œ�g

�:�5�;�á���Œ�g
�:�6�;�á�å �å �å �å �å �á�Œ�g

�:�a�?�5�; are the probability parameters 

�������M�����D�Q�G���������M�������«�«�«���������N���M�����D�U�H���X�Q�N�Q�R�Z�Q���S�R�S�X�O�D�W�L�R�Q���S�D�U�D�P�H�W�H�U�V�� 

6.15.2 Assumptions: 

The assumptions used in this research are the following:  

1. The dependent variable is measured on an ordinal level. 

2. One or more of the independent variables are continuous, categorical or ordinal. 

3. No multi-colinearity - i.e. when two or more independent variables are highly correlated with 

each other. 

4. Proportional odds - i.e. each independent variable has an identical effect at each cumulative 

split of the ordinal dependent variable. 
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In addition, this model is called the proportional-odds model. The reason why it can be called the 

proportional-odds model is that the odds ratio of the event is independent of category j. It is 

assumed that the odds ratio will remain constant for all the categories (Elamir and Sadeq, 2010).  

In additon, as values and competencies are partly personal attributes, therefore in order to 

explore them empirically a qualitative approach was used.  

6.16 Validity and Reliability:  

6.16.1 Validity  

Validity refers to whether a test measures what it is purported to measure. If the study is 

not valid, then the findings are meaningless. In addition, if the research does not measure what 

the researcher meant to measure, then findings could not be used to answer the research question, 

and that would be a waste of time and effort (Golfashani, 2003). In addition, validation is 

important for researchers, especially to guide the developments and evaluation of new methods 

(Frey and Dym, 2006). Saunders et al. (2007) stated that validation of data added strength to the 

findings.  

Carmines and Zeller (1979) stated that validation is the process of transforming research 

information into knowledge. According to Kerlinger and Lee (2000), validity is an important 

step, especi�D�O�O�\���L�Q���V�R�F�L�D�O���D�Q�G���E�H�K�D�Y�L�R�X�U�D�O���V�F�L�H�Q�F�H�V���U�H�V�H�D�U�F�K�H�V�����9�D�O�L�G�L�W�\���L�V���³�W�K�H���H�[�W�H�Q�W���W�R���Z�K�L�F�K���D��

�W�H�V�W�� �P�H�D�V�X�U�H�V�� �Z�K�D�W�� �L�W�� �L�V�� �V�X�S�S�R�V�H�G�� �W�R�� �P�H�D�V�X�U�H�´�� ���'�U�R�V�W���� ��������, p.1). There are different types of 

validation: statistical conclusion validity, external validity, internal validity, constructed validity, 

as discussed below.  
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6.16.1.1.1.1 Constructed Validity  

Construct validity is the degree to which a test is viewed to measure the construct that it 

claims to be measuring (Roberts et al., 2006). It includes both translation and criterion-related 

validity. Translation validity includes both face and content validity, while criterion-related 

validity includes concurrent validity and predictive validity, convergent and discriminant validity 

(William, 2006). 

Translation Validity: 

Translation validity is divided into two types of validity, which are:  

Face Validity: 

Basically, face validity is the extent to which a test is viewed and could be seen to 

measure what it purports to measure (Drost, 2011). By taking a look at the designed 

questionnaires, it is clear that the questionnaires are measuring the values and the effect of these 

�Y�D�O�X�H�V�� �R�Q�� �W�K�H�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�Htencies. Thus the test used in this research is valid in 

terms of face validity.  

 Content Validity: 

In this type of validity, the researcher has to make sure that the entire content of the 

behaviour/construct/area is shown in the test (William, 2006). For this research, Figure 5.3 was 

the basis for designing the questionnaires, and by looking at Figure 5.3, it is clear that all of Abu-

�'�K�D�E�L�� �Y�D�O�X�H�V�� �D�Q�G�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V�� �D�U�H�� �L�Q�F�O�X�G�H�G�� �L�Q�� �W�K�H�� �W�H�V�W���� �7�K�X�V�� �W�K�H�� �W�H�V�W���W�K�D�W���L�V��

used in this research is valid in terms of its content.  
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Criterion-related Validity 

Criterion-related validity is divided into two types of validity, which are concurrent validity, 

which is the degree to which scores of a test correlate with a previously validated measure, and 

predictive validity (Long and Johnson, 2000). Since there are no other tests which could be 

found which measure Abu-�'�K�D�E�L�� �3�R�O�L�F�H�� �Y�D�O�X�H�V�� �D�Q�G�� �W�K�H�L�U�� �H�I�I�H�F�W�V�� �R�Q�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶��

competencies, this type of validation process could not be used.   

Predictive Validity 

Predictive validity is used when expecting a future performance, which is not applicable 

in this research (Long and Johnson, 2000).   

 �&�R�Q�Y�H�U�J�H�Q�W���D�Q�G���'�L�V�F�U�L�P�L�Q�D�Q�W���9�D�O�L�G�L�W�\�����6�S�H�D�U�P�D�Q�¶�V���&�R�U�U�H�O�D�W�L�R�Q�V���� 

Discriminant validity works together with convergent validity. If the researcher can 

demonstrate that there is evidence of both convergent and discriminant validity, then they can 

demonstrate that they have evidence of construct validity (Drost, 2011).  

Convergent validity is the degree to which factors or aspects that should be related 

theoretically are interrelated in reality, while discriminant validity is the degree to which factors 

and aspects that should not be related theoretically are not related in reality (William, 2006).  

A correlation test ���6�S�H�D�U�P�D�Q�¶�V�� �F�R�U�U�H�O�D�W�L�R�Q�V���� �Z�D�V�� �F�R�Q�G�X�F�W�H�G�� �W�R�� �V�K�R�Z�� �W�K�H�� �F�R�U�U�H�O�D�W�L�R�Q��

�E�H�W�Z�H�H�Q�� �Y�D�O�X�H�V�� �D�Q�G�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V, which were found to be interrelated. An 

example of that in table 6.7 �V�K�R�Z�V���F�R�U�U�H�O�D�W�L�R�Q���Y�D�O�X�H�V���³�5�´���I�R�U���G�L�I�I�H�U�H�Q�W���$�'�3���Y�D�O�X�H�V���D�Q�G���D�Q�R�W�K�H�U��
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15 com�S�H�W�H�Q�F�L�H�V�� ���$�'�3�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V������ �Z�K�L�F�K�� �J�D�Y�H�� �X�V�� �H�Y�L�G�H�Q�F�H�� �W�K�D�W�� �P�R�V�W��

�S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V���D�U�H���F�R�U�U�H�O�D�W�H�G���Z�L�W�K���$�'�3�� 

Table 6.7 shows that most of the r values above are more than 0.5 which means that there 

�D�U�H�� �P�R�G�H�U�D�W�H�� �U�H�O�D�W�L�R�Q�V�K�L�S�V�� �E�H�W�Z�H�H�Q�� �$�'�3�¶�V�� �Y�D�O�X�H�V�� �D�Q�G�� �3�0�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V���� �,�Q��

addition only few competencies do have a correlation value above average.  

In addition to that, different researches concluded that the factors used in this study which 

seem to be related, are related in reality. For example, different researches (Yazici, 2009; 

Hofstede, 1998; Kotter and Hoskett, 1992; Agbejule, 2011; Stare, 2011) concluded that 

organizational culture is affecting project managers and in this research it is studied how ADP 

�Y�D�O�X�H�V���� �Z�K�L�F�K�� �D�U�H�� �S�D�U�W�� �R�I�� �R�U�J�D�Q�L�]�D�W�L�R�Q�D�O�� �F�X�O�W�X�U�H���� �D�U�H�� �D�I�I�H�F�W�L�Q�J�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V��

which characterize project managers. As a result, this research demonstrates convergent validity.  
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Table  6-7 : Result of the �6�S�H�D�U�P�D�Q�¶�V���&�R�U�U�H�O�D�W�L�R�Q�V���W�H�V�W 

able 4 

Integri
ty and 
Hone
sty 

Integratio
n 
Managem
ent 

Scope 
Managem
ent 

Time 
Managem
ent 

Cost 
Managem
ent 

Quality 
Managem
ent 

Human 
Resource 
Managem
ent 

Communica
tion 
Manageme
nt 

Risk 
Managem
ent 

Procurem
ent 
Managem
ent 

Achievi
ng and 
Action 

Stakehold
er 
Managem
ent 

Conflict 
Managem
ent 

Leaders
hip 

Probl
em 
Solvin
g 

Personal 
Effectiven
ess 

Spear
man's 
rho 

Integrity and 
Honesty 

1.000 .065 .099 .099 .059 .119 .125 .014 .157 .094 -.007 -.052 .003 -.009 .160 .133 

Integration 
Management 

.065 1.000 .682** .518** .645** .632** .568** .493** .541** .634** .456** .503** .636** .654** .656** .477** 

Scope 
Management .099 .682** 1.000 .665** .693** .455** .339** .444** .495** .462** .333** .463** .546** .470** .618** .473** 

Time 
Management .099 .518** .665** 1.000 .650** .418** .305** .357** .455** .402** .305** .385** .381** .452** .500** .450** 

Cost 
Management 

.059 .645** .693** .650** 1.000 .581** .508** .470** .463** .637** .485** .532** .435** .497** .534** .401** 

Quality 
Management .119 .632** .455** .418** .581** 1.000 .609** .636** .544** .731** .592** .528** .579** .688** .685** .554** 

Human 
Resource 
Management 

.125 .568** .339** .305** .508** .609** 1.000 .531** .515** .605** .419** .557** .589** .454** .412** .282* 

Communicatio
n 
Management 

.014 .493** .444** .357** .470** .636** .531** 1.000 .520** .652** .511** .558** .564** .543** .534** .421** 

Risk 
Management .157 .541** .495** .455** .463** .544** .515** .520** 1.000 .638** .443** .458** .597** .541** .495** .457** 

Procurement 
Management 

.094 .634** .462** .402** .637** .731** .605** .652** .638** 1.000 .718** .601** .559** .613** .604** .443** 

Achieving and 
Action 

-.007 .456** .333** .305** .485** .592** .419** .511** .443** .718** 1.000 .656** .433** .687** .629** .394** 

Stakeholder 
Management -.052 .503** .463** .385** .532** .528** .557** .558** .458** .601** .656** 1.000 .653** .564** .531** .354** 

Conflict 
Management .003 .636** .546** .381** .435** .579** .589** .564** .597** .559** .433** .653** 1.000 .533** .568** .412** 

Leadership -.009 .654** .470** .452** .497** .688** .454** .543** .541** .613** .687** .564** .533** 1.000 .731** .448** 

Problem 
Solving .160 .656** .618** .500** .534** .685** .412** .534** .495** .604** .629** .531** .568** .731** 1.000 .604** 

Personal 
Effectiveness .133 .477** .473** .450** .401** .554** .282* .421** .457** .443** .394** .354** .412** .448** .604** 1.000 
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Another way of checking convergent and discriminant validity is to provide evidence that two 

tests that measure any types of knowledge rank population similarly (Drost, 2011). Since there 

are no other tests to compare with, this is not applicable.  

 

6.16.1.1.1.2 Extern al Validity:  

�(�[�W�H�U�Q�D�O�� �Y�D�O�L�G�L�W�\�� �L�V�� �W�K�H�� �H�[�W�H�Q�W���W�R�� �Z�K�L�F�K�� �D�� �V�W�X�G�\�¶�V�� �U�H�V�X�O�W���F�D�Q�� �E�H�� �W�U�X�H�� �I�R�U�� �R�W�K�H�U���F�D�V�H�V�� ���&�D�O�G�H�U����

1982). The main use of external validity is to give meaning and confidence in the findings 

(Brinberg and McGrath, 1985). It is used to make the research robust and generalized (Fellows 

and Liu, 2015). External validation includes: replication, convergence analysis and boundary 

research.  

Replication 

Replication is used to determine if the findings of a research could be reproduced when 

the same instrument and research are used again (Edmonds and Hales, 2003). Kerlinger and Lee 

(2000) described replication as the test of reliability of the research. According to Rosenthal and 

Rosnow (1991) it is hard to reproduce the same exact findings. However, for this research it 

could be expected that the same respondents would be willing to complete the same survey 

again.  

Convergence Analysis: 

Convergence analysis is about generalizing the range of conditions under which the 

findings will be held. In the convergence analysis, the study is repeated to check if the results 
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converge with the original findings. Due to the time constraints associated with completing the 

PHD, convergence analysis was not done (Edmonds and Hales, 2003).  

Boundary Search 

Boundary search is one of the external validity processes that is used to identify the 

boundaries aligned with the findings of this research (Rosenthal and Rosnow, 1991). Some of the 

potential boundaries to the findings of this research are the country and organization of study. 

However, due to the time constraints associated with completing the PhD, it was not possible to 

conduct the boundary search stage.  

6.16.1.1.1.3 Internal Validation:  

Internal validity focuses on research design bias. It is the degree to which a study does not 

include variables except the one causing the result (Garson, 2007). In addition, internal validity 

refers to the degree to which the independent variables produced the observed effect (Drost, 

2011). So in order to evaluate the internal vali�G�L�W�\�� �L�Q�� �W�K�L�V�� �U�H�V�H�D�U�F�K���� �;�L�D�R�¶�V�� �������������� �V�W�U�D�W�H�J�\�� �Z�D�V��

�X�V�H�G�����;�L�D�R�¶�V���V�W�U�D�W�H�J�\���I�R�F�X�V�H�V���R�Q���W�K�H���F�R�Q�Y�H�U�J�H�Q�F�H���R�I���W�K�U�H�H���D�V�S�H�F�W�V�����Z�K�L�F�K���D�U�H���� 

1- Research Findings 

2- Academic Validation  

3- Published Research 

Xiao argued that if the three aspects are in convergence, then the findings of the research are 

valid in terms of internal validity. However, it should be emphasized that if three aspects are not 

in convergence, the findings are not necessarily invalid; it might be a sign of new insight 

(Ankrah, 2007).  
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Convergence of Research Findings and Published Research 

Each study contributes to the body of knowledge; when different studies focus on the 

same problem then the knowledge about this problem increases (Brinberg and McGrath, 1985). 

The framework which this research is based on indicates that there is a relationship between both 

�R�U�J�D�Q�L�]�D�W�L�R�Q�D�O���Y�D�O�X�H�V���D�Q�G���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V�����7�K�L�V���I�U�D�P�H�Z�R�U�N���Z�D�V���G�H�Y�H�O�R�S�H�G���E�D�V�H�G��

on the Lindbergh (2009) framework. A research undertaken by Lindbergh (2009) studied the 

relationship between the components of OPMC (organizational project management capability). 

The framework used in this study is generally presenting the same factors as the Lindbergh 

(2009) model. The findings of this research are supported by different researches, such as Stare 

(2011), Yazici (2011), Yazici (2009), Plessis and Hoole (2006), Karlsen (2011), Latonio (2007) 

and Lindbergh (2009). These researches indicated that project managers in any organization are 

affected by organizational culture. The publication of these different researches corroborates the 

findings of this research.  

Convergence of Research Findings and Academic Validation 

The publication of articles related to any research involves a review and assessment of 

the validity of it and its findings (Ankrah, 2007). Reviewing articles of researches provides 

professional suggestions and opinions about the content of the research (Barahona, 200��). 

�7�K�H�� �I�L�U�V�W�� �D�U�W�L�F�O�H���� �Q�D�P�H�G�� �³�)�D�F�W�R�U�V�� �$�I�I�H�F�W�L�Q�J�� �3�H�U�I�R�U�P�D�Q�F�H�� �R�I�� �3�U�R�M�H�F�W�V���� �$�� �F�R�Q�F�H�S�W�X�D�O�� �I�U�D�P�H�Z�R�U�N�´��

was sent to two different article publishers. One of the publishers accepted the article without 

change and the other one accepted the article with minor changes. The journal was published 
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with the one that provided some changes and improvements. However, there were no major 

amendments needed for the journal.  

By publishing journals, different academic feedback has been incorporated in this 

research, which makes the findings of this research more valid and reliable (Xiao, 2002). Thus it 

can be concluded that there is convergence between the findings of this research and academic 

validation.  

Convergence of Published Research and Academic Validation 

Buter et al. (2010) stated that the acceptance of papers for publication shows a 

convergence of published research and academic validation. Thus it could be argued that there is 

a convergence between the published journals and conferences and academic validation. In 

addition, according to Ankrah (2007), an important aspect of publication is that arguments and 

findings in any paper should be supported with good references. As shown in references section, 

a total of 300 references have been cited in this PhD thesis.  

6.16.2 Types of Validity Used in the Research 

Different types of validity were used in this research. From the construct validity 

approaches, face, content, and convergent and discriminate validity were all used to ensure that 

research is measuring what it claims to measure. While from the external validity, replication 

validity was used to make sure that the same findings could be produced if the same research 

approach was used again. Research publication was used as internal validity to generate different 

academic feedback.  
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6.16.3 Reliability  

Reliability is the degree to which research instruments measure and produce consistent 

results (Godafshani, 2003). Reliability can be ensured by asking project managers to take their 

time answering questions. In addition, project managers were offered comfortable chairs and 

�G�H�V�N�V�� �L�Q�� �W�K�H�� �(�3�$�� �E�X�L�O�G�L�Q�J���� �Z�L�W�K�� �R�S�H�Q�L�Q�J�� �Z�L�Q�G�R�Z�V�� �I�R�U�� �I�U�H�V�K�� �D�L�U�� �D�Q�G�� �D�� �³�G�R�� �Q�R�W�� �G�L�V�W�X�U�E�´�� �Q�R�W�L�F�H��

placed on the door. There are standard statistical procedures for ensuring reliability: test-retest 

reliability, parallel forms reliability, and internal consistency reliability: 

6.16.3.1.1.1 Test-retest Reliability  

Test-retest reliability is used to assess the degree to which different 

participants/respondents could give consistent and reliable readings. This is done by collecting 

responses of groups of participants at a specific time and then collecting responses from the same 

participants at a later time. It will produce the same results and readings if the measure is reliable 

(Neil et al., 2009).  

6.16.3.1.1.2 Parallel Forms Reliability  

Parallel forms reliability is used by dividing research questionnaires into two sets. Then 

these two sets would be demonstrated to the same people, and the reliability would be estimated 

by calculating the correlation between the two forms. If the correlation coefficient is low, this 

indicates low reliability (Eisinga et al., 2012).  

6.16.3.1.1.3 Internal Consistency Reliability  

Internal consistency reliability is used to check how well a set of items included in the 

questionnaire measures a particular construct and how well these items are bound together. There 
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are four types of test that could be used in internal consistency reliability, which are inter-item 

correlation, item-total correlation, split half method, and coefficient alpha (Eisinga et al., 2012). 

6.16.3.1.1.4 Type of Reliability Used in the 
Research 

Since items included in the questionnaire are homogeneous, an inter-item correlation test 

was applied to ensure reliability. The test is shown in Appendix D, which shows a high 

correlation between questionnaire items.  

6.17 Summary of Chapter 6: 

Investigating the interrelationship highlighted in the conceptual framework (Chapter 5) 

needed an appropriate method. This chapter reviewed and discussed the various types of 

methodologies used in this research. Both quantitative and qualitative methods were used for 

collecting data. A questionnaire survey was adopted to collect data in this research. Mixed 

methods was chosen to be adopted in this research, while stratified sampling was chosen for this 

study.  

Different types of validity were used, such as face validity, content validity, convergent 

and discriminate validity, replication validity, and internal validity. An inter-item correlation test 

was used to ensure the internal consistency reliability. The next chapter (Chapter 7) covers the 

analysis of the collected data and discusses the results.  
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Chapter7: Data Analysis and Results  

7.1: Introduction  to Chapter Seven: 

As mentioned in the previous chapter, the questionnaire asked respondents questions on 

how much the values of Abu-Dhabi Police are being achieved, and their impacts on the 

competencies of ADP project managers. Thus, the discussion in this chapter will outline the 

values of Abu-Dhabi Police and also how these values affect project managers in Abu-Dhabi 

Police.  

The questionnaire designed for this project was to test the level of achievement of values 

of the Abu-Dhabi Police and the level of competencies that their project managers already have. 

This questionnaire was also meant to test the effect of each value on the set of competencies and 

to analyze the potential challenges that the project managers may be facing at the moment, or in 

future. The arguments in the sections below will thus, by use of proper statistical analyses, draw 

conclusions about these issues. 

Currently the values of Abu-Dhabi Police are: 

1. Integrity and honesty 

2. Justice 

3. Recognizing achievements 

4. Effective communication 

5. Excellence 

The competencies that are required in Abu-�'�K�D�E�L���3�R�O�L�F�H�¶�V���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V���D�U�H�� 
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1. Integration management  

2. Scope management  

3. Time management  

4. Cost management  

5. Quality management  

6. Human resource management  

7. Communication management  

8. Risk management  

9. Procurement management 

10. Achieving and action  

11. Stakeholder management  

12. Conflict management  

13. Leadership  

14. Problem-solving  

15. Personal effectiveness 

These fifteen competencies are the dependent (response) variables which will be predicted on 

the basis of five values and these five values will be independent (predictors) variables. This 

chapter discusses how these five values impact each competency, and which values have more 

significant impact than other values. As a result, the aim of this chapter is to highlight the 

�U�H�O�D�W�L�R�Q�V�K�L�S�� �E�H�W�Z�H�H�Q�� �W�K�H�� �$�'�3�� �3�0�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V�� �D�Q�G�� �$�'�3�� �Y�D�O�X�H�V, so that an empirical base 

could be offered to the Abu-Dhabi Police for further improvements.  
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�'�H�V�F�U�L�S�W�L�Y�H���V�W�D�W�L�V�W�L�F�V���Z�H�U�H���I�L�U�V�W���X�V�H�G���W�R���D�V�V�H�V�V���W�K�H���U�D�W�L�Q�J���R�I���$�'�3�¶�V���Y�D�O�X�H�V�� �D�Q�G���F�R�P�S�H�W�H�Q�F�L�H�V��

by the respondents. Ordinal regression was then used to analyze the collected data to find the 

relationship between Abu-Dhabi Pol�L�F�H�� �Y�D�O�X�H�V�� �D�Q�G�� �L�W�V�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V���� �6�H�F�W�L�R�Q��

7.2 highlights the concept of ordinal logistic regression; then sections 7.3 to section 7.17 

highlight both descriptive and ordinal logistic regression analysis of the effects of ADP�¶�V values 

on their �S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V������               

7.2: Response Rate  

The questionnaire was sent to managers (end users of ADP projects) and project 

managers working with ADP via email, internet link, and mail. Questionnaires were sent to 86 

managers and all the 71 project managers of ADP. Out of the total of 157 questionnaires sent 

out, 74 responses were received over a period of five weeks. 71 respondents completed the 

questionnaire fully and thus met the requirements for inclusion in the data analysis. The three 

partially-filled questionnaires were not considered. Thus the response rate is effectively 45%. 

The respondents included 43 of project managers and 28 managers, as displayed in Table 7.1. 

Table  7-1 : Response rate in the questionnaire survey 

 Project managers Managers Total 

Sent 71 86 157 

Received 43 28 71 

Response rate 61% 33% 45% 
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In research, the response rate can be important but there is a need to always balance it with the 

actual number of responses. In this research, 71 responses were obtained and this number is 

adequate for statistical considerations. Sample sizes in this range have been accepted in 

construction management research, e.g. 63 responses (Akintoye and Main, 2007), 76 responses 

(Toor and Ogunlana, 2008), 64 responses (Aibinu and Al-Lawati, 2010) and 70 responses 

(Akhavan et al., 2016). Thus, the 71 responses of this research can be used to generate 

meaningful conclusions in the study.  

 

7.3: Types of Data and Applicable Analyses  

For the study purpose, both qualitative and quantitative data are used. The quantitative 

data was used to evaluate the achievement of values of Abu-Dhabi Police, the level of skilfulness 

of �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V, and to evaluate how ADP values affect �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶��

competencies. On the other hand, qualitative data was obtained to explore the challenges facing 

projects in ADP. 

7.4: Statistical Procedures and Analyses  Used: 

The first part of the questionnaire was designed to obtain demographic data. The basic 

descriptive statistics for analyzing this section included measures of central tendencies like 

mean, median and percentages. A graphical representation of these tendencies has been included 

in the analyses for better understanding. 
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The second part of the questionnaire used a Likert scale to obtain ordinal data to test the 

viewpoints of the respondents regarding the achievement of values and competencies, and also 

the effe�F�W���R�I���H�D�F�K���$�'�3���Y�D�O�X�H���R�Q���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V�����7�K�H���W�H�V�W���I�R�U���W�K�L�V���S�D�U�W���L�Q�F�O�X�G�H�G��

ordered logistic regression analysis to predict the impact of each independent variable in 

prediction of the dependent variable. The choice to be made on choosing the particular 

regression technique is based on the nature of the data of the dependent variable. Since the 

dependent variable in nature is binary, then logistic regression was used. In addition, since the 

number of categories are more than two, then ordered logistic regression was used, which is an 

extension of logistic regression (Elamir and Sadeq, 2010). 

The third and last part of the questionnaire comprised of open-ended questions that were 

asked about the challenges that the project managers might face in Abu-Dhabi Police. These 

responses were analyzed qualitatively using a deductive approach and a summary is highlighted 

towards the end of this chapter. 

Ordered Logistic Regression 

�7�K�H�� �G�H�S�H�Q�G�H�Q�W�� �Y�D�U�L�D�E�O�H�V�� �R�Q�� �W�K�L�V�� �U�H�V�H�D�U�F�K�� �D�U�H�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V, whose 

�U�H�V�S�R�Q�V�H�V�� �D�U�H�� �F�D�S�W�X�U�H�G�� �D�V�� �³�1�R�W���&�R�P�S�H�W�H�Q�W�´���� �³�/�R�Z�� �/�H�Y�H�O�� �R�I�� �&�R�P�S�H�W�H�Q�F�H�´���� �³�0�R�G�H�U�D�W�H�� �/�H�Y�H�O�� �R�I��

�&�R�P�S�H�W�H�Q�F�H�´���� �³�+�L�J�K�� �/�H�Y�H�O�� �R�I�� �&�R�P�S�H�W�H�Q�F�H�´�� �D�Q�G�� �³�+�L�J�K�H�V�W�� �/�H�Y�H�O�� �R�I�� �&�R�P�S�H�W�H�Q�F�H�´����The 

independent variables for Abu-�'�K�D�E�L�� �3�R�O�L�F�H�� �D�U�H�� �F�D�S�W�X�U�H�G�� �D�V�� �³�6�W�U�R�Q�J�O�\�� �'�L�V�D�J�U�H�H�´���� �³�'�L�V�D�J�U�H�H�´����

�³�1�H�X�W�U�D�O�´���� �³�$�J�U�H�H�´�� �D�Q�G�� �³�6�W�U�R�Q�J�O�\�� �$�J�U�H�H�´���� �%�D�V�H�G�� �R�Q�� �W�K�H�� �Q�X�P�E�H�U�� �D�Q�G�� �Q�D�W�X�U�H�� �R�I�� �W�K�H�� �G�D�W�D�� �R�I��

�G�H�S�H�Q�G�H�Q�W�� �Y�D�U�L�D�E�O�H�V�� ���S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V������ �W�K�H��ordered logistic regression analysis 

was used.  
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The different assumptions for applying ordered logistic regression are (Liu, 2009):  

1. The dependent variable is measured on an ordinal level. 

2. One or more of the independent variables are either; continuous, categorical or ordinal. 

3. No multi-collinearity �± i.e. when two or more independent variables are highly correlated 

with each other. 

4. Proportional odds �± i.e. each independent variable has an identical effect at each 

cumulative split of the ordinal dependent variable. 

The ordered logistic regression will analyze and show how independent variables (ADP 

�Y�D�O�X�H�V���� �D�U�H���L�Q�I�O�X�H�Q�F�L�Q�J���H�D�F�K���R�I���W�K�H���G�H�S�H�Q�G�H�Q�W���Y�D�U�L�D�E�O�H�V�����$�'�3�� �S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V����

and which values have more of a major impact compared with other values.  

7.5: General and Personal  Details of the Respondents  

7.5.1 Profile of Respondents 

The first question was asking if participants are working currently in ADP. Out of these 

respondents, 97.30% of the sample size was taken from the current employees of Abu-Dhabi 

Police (Figure 7.1).  

 

 

 

Figure 7-1 : �5�H�V�S�R�Q�G�H�Q�W�V�¶���F�X�U�U�H�Q�W��
working status 
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Also, 98.65% of them are actively working with ADP (Figure 7.2) as project managers. 

The reason for selecting maximum data in this way was to ensure that the respondents know the 

maximum about ADP and its culture, and as a result, the level of authenticity in the responses 

can be determined. Moreover, the respondents are aware of the current ADP projects going on. 

Another aspect in which the sample has been assessed is the gender of the respondents. 91.89% 

of the respondents were males, while only 8.11% were females (Figure 7.3).  

 

  

Professionally, the respondents are engineers and police officers. Around 27.03% are civil 

engineers, 6.76% are electrical engineers, 5.41% are mechanical engineers, 21.62% are 

architectural engineers and 39.19% are police officers (Figure 7.4).  

 

 

Figure  7-2 : Active PM in ADP 

Figure  7-3 : �5�H�V�S�R�Q�G�H�Q�W�V�¶���J�H�Q�G�H�U 
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When asked how much they are familiar with the above-mentioned values and competencies of 

Abu-Dhabi Police and its project managers respectively, 94.59% of the responses came out to be 

in affirmation for values and 87.84% for competencies, while only 5.41% in negation for values 

and 12.16% for competencies (Figure 7.5 and 7.6). This question was asked to assess the present 

standing of the respondents in this regard. For competencies, 12.16% in negation shows that the 

competencies are not very elaborately conveyed to the project managers and it is a possibility 

that they might not be very clearly aware of what exactly they are required for. 

 

 

 

Figure  7-4 : Profession of the respondents 

Figure  7-5 : �5�H�V�S�R�Q�G�H�Q�W�V�¶���I�D�P�L�O�L�D�U�L�W�\��
with ADP values 
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The data from both those who are and are not familiar with the values and competencies 

of the PM are included in the study, because these participants might not memorize ADP values; 

however, when they read the questions they recognized them.                                        

7.6: Data Analysis and Results: Section 2 of the Questionnaire  

7.6.1 Attainment of Abu-�'�K�D�E�L���3�R�O�L�F�H�¶�V���9�D�O�X�H�V���E�\��Project Managers and Managers: 

�7�K�H�� �D�F�K�L�H�Y�H�P�H�Q�W�� �R�I�� �$�'�3�¶�V�� �Y�D�O�X�H�V�� �Z�D�V�� �U�D�W�H�G�� �R�Q�� �D�� ��-point Likert scale, which was 

calibrated as: 1 = not being achieved; 2 = not being achieved much; 3 = being achieved 

moderately; 4 = high achievement and 5 = highest level of achievement. The assessments of the 

project managers, managers and both groups are shown on Table 7.2.  

Table  7-2�����7�K�H���O�H�Y�H�O���R�I���D�F�K�L�H�Y�H�P�H�Q�W���R�I���$�'�3�¶�V���Y�D�O�X�H�V 

�$�'�3�¶�V���9�D�O�X�H 

Mean rating 

Project 

managers 
Managers Both managers and PMs 

Integrity and honesty 4.302 4.448 4.361 

Justice 4.205 4.414 4.288 

 

 

Figure  7-6 : �5�H�V�S�R�Q�G�H�Q�W�V�¶���I�D�P�L�O�L�D�U�L�W�\��
with PM competencies 
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Recognizing achievements 3.909 4.379 4.096 

Effective Communication 3.977 4.207 4.068 

Excellence 4.091 4.103 4.096 

The managers rated all the five values slightly higher than the project managers. If the 

relatively lower ratings are to suggest areas for improvement, then effective communication, 

recognizing achievements and excellence are areas which ADP should address.  

�µ�,�V�� �W�K�H�U�H�� �D�Q�\�� �V�L�J�Q�L�I�L�F�D�Q�W�� �G�L�I�I�H�U�H�Q�F�H�� �E�H�W�Z�H�H�Q�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶ �D�Q�G�� �P�D�Q�D�J�H�U�V�¶�� �U�H�V�S�R�Q�V�H�V��

�U�H�J�D�U�G�L�Q�J�� �W�K�H�� �O�H�Y�H�O�� �R�I�� �D�F�K�L�H�Y�H�P�H�Q�W�� �R�I�� �$�'�3�¶�V�� �Y�D�O�X�H�V�"�¶�� �,�Q�� �R�U�G�H�U�� �W�R�� �D�G�G�U�H�V�V�� �W�K�L�V�� �T�X�H�V�W�L�R�Q���� �W�K�H��

Mann-Whitney U test was conducted, since the data was ordinal. The Mann-Whitney U test is a 

non-parametric test that is used to test and compare between two responses. In this test, the P 

score of less than 0.05 means there isn't a statistically significant difference in median 

engagement between two groups (Field, 2000). The result of the analysis through the Mann-

Whitney U test is shown on Table 7.3. 

Table  7-3 �����7�H�V�W���R�I���G�L�I�I�H�U�H�Q�F�H���E�H�W�Z�H�H�Q���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���D�Q�G���P�D�Q�D�J�H�U�V�¶���U�H�V�S�R�Q�V�H�V 

ADP Values Group N Mean Rank 
Sum of 

Ranks 

Mann-

Whitney U 
Z 

Asymp. 

Sig. (2-

tailed) 

Integrity and 

honesty 

Project Managers�¶ 

Responses 
42 35.17 1477.00 

574.000 -.186 .853 
Managers�¶ Responses 28 36.00 1008.00 

Total 70   

Justice 

Project Managers�¶ 

Responses 
43 33.77 1452.00 

506.000 -1.270 .204 

Managers�¶ Responses 28 39.43 1104.00 
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Total 71   

Recognizing 

Achievements 

Project Managers�¶ 

Responses 
43 32.29 1388.50 

442.500 -2.022 .043 
Managers�¶ Responses 28 41.70 1167.50 

Total 71   

Effective 

Communication 

Project Managers�¶ 

Responses 
43 33.59 1444.50 

498.500 -1.372 .170 
Managers�¶ Responses 28 39.70 1111.50 

Total 71   

Excellence 

Project Managers�¶ 

Responses 
43 35.94 1545.50 

599.500 -.033 .973 
Managers�¶ Responses 28 36.09 1010.50 

Total 71   

�5�H�I�H�U�U�L�Q�J���W�R���7�D�E�O�H�������������E�R�W�K���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V���D�Q�G���P�D�Q�D�J�H�U�V�¶���U�H�V�S�R�Q�V�H�V���U�H�J�D�U�G�L�Q�J���W�K�H���O�H�Y�H�O���R�I��

achievement of integrity and honesty, justice, effective communication, and excellence, do not 

show any statistical difference (p>0.05). On the other hand, there is a statistically significant 

�G�L�I�I�H�U�H�Q�F�H�� �E�H�W�Z�H�H�Q�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �U�H�V�S�R�Q�V�H�V�� �D�Q�G�� �P�D�Q�D�J�H�U�V�¶�� �U�H�V�S�R�Q�V�H�V�� �U�H�J�D�U�G�L�Q�J�� �W�K�H��

achievement level of recognizing achievement (p = 0.043; <0.05). This result indicates that 

ac�F�R�U�G�L�Q�J�� �W�R�� �W�K�H�� �P�D�Q�D�J�H�U�V���� �W�K�H�� �D�F�K�L�H�Y�H�P�H�Q�W�� �R�I�� �µ�U�H�F�R�J�Q�L�]�L�Q�J�� �D�F�K�L�H�Y�H�P�H�Q�W�V�¶�� �L�V�� �K�L�J�K�H�U�� �F�R�P�S�D�U�H�G��

�Z�L�W�K���W�K�H���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���U�H�V�S�R�Q�V�H�V���� 

Correlation between the Responses of Managers and PMs  

A correlation test was applied to check the strength and direction between the responses 

of the project managers and managers. The correlation coefficient is presented by the letter r and 
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it is used to measure the strength and the direction of linear relationship between two variables 

(MathBits, 2000).  

�7�R�� �I�L�Q�G�� �W�K�H�� �U�H�O�D�W�L�R�Q�V�K�L�S�� �E�H�W�Z�H�H�Q�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �D�Q�G�� �P�D�Q�D�J�H�U�V�¶�� �U�H�V�S�R�Q�V�H�V, Pearson 

correlation was applied. In a correlation test, r is used to measure the strength of relationship 

between two variables. The value of r varies from -1 to +1. The + and �± signs are used for 

positive linear correlations and negative linear correlations, respectively. If there is weak linear 

correlation or no linear correlation, r is close or equal to 0 (MathBits, 2000).  The analysis of the 

responses of the project managers and managers is shown in Table 7.4. Since r = 0.421, that 

means there is some positive relationship between the �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶��and �P�D�Q�D�J�H�U�V�¶��

responses, i.e. both of them move in the same direction. 

 
Table  7-4�����&�R�U�U�H�O�D�W�L�R�Q�V���E�H�W�Z�H�H�Q���P�D�Q�D�J�H�U�V�¶���D�Q�G���3�0�V�¶���U�H�V�S�R�Q�V�H�V 

Correlation analysis 

  Project �0�D�Q�D�J�H�U�V�¶��Responses  �0�D�Q�D�J�H�U�V�¶���5�H�V�S�R�Q�V�H�V�� 

Project �0�D�Q�D�J�H�U�V�¶��Responses  Pearson Correlation 1 .421 

�0�D�Q�D�J�H�U�V�¶���5�H�V�S�R�Q�V�H�V�� Pearson Correlation .421 1 

Figure 7.7 shows a comparison of the ranking of values according to project managers, 

managers and both. Analysis shows that according to managers, all the five aspects of values 

have been highly ranked, while the same aspects have been ranked lower by the project 

managers. 88% of the managers viewed justice to be achieved, while 84% of the project 

managers viewed it to be achieved. The least achieved value of ADP is excellence according to 

managers (82%), and recognizing achievement according to project managers (78%). In addition, 

it shows that Abu-Dhabi Police needs to focus on its communication skills.  
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Figure  7-7 : ADP values 

 

On a collective basis and on a scale of 1-100%, the managers and project managers felt that 

the values of Abu-Dhabi Police have been achieved at a minimum level of 85%.  

7.6.2 Additional Values Suggested  

The questionnaire provided an opportunity for the respondents to suggest additional values. 

The information provided was analyzed by means of content analyses. A few other values were 

recommended by the project managers other than these five. Table 7.5 shows the current ADP 

values and the suggested values by project managers:  

Table  7-5 : Current and suggested ADP values 

#  Current ADP Values Suggested Values  
1 Integrity and honesty  Continuous improvement 
2 Justice  Safety and security  

3 Recognizing achievements   Loyalty 

4 Effective communication  Knowledge management  

5 Excellence  Teamwork  

6  Creativity  

7  Innovation  
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8  Diversification of financial resources 

9  Workplace equality  

Some of these suggested values exist in the current values. For example: continuous 

improvement, safety and security, creativity, and innovation are part of excellence, knowledge 

management and teamwork are part of effective communication, workplace equality is part of 

justice, and loyalty could be part of integrity and honesty. The remaining one suggested value 

(diversification of financial resources) is part of project management culture under top 

management support.  

It is important to note that all additional values were suggested by project managers and most 

of them are part of the existing values. This concludes that project managers in Abu-Dhabi 

Police are not aware of what the current values of their organizations stand for. On the other 

hand, since none of the additional values were suggested by the manager respondents, it can be 

assumed that the values of Abu-Dhabi Police are sufficient for these managers. 

6.17.1 The Competencies of Abu-Dhabi Police Project Managers: 

In this section, the respondents were asked to rate the skilfulness of the Abu-�'�K�D�E�L���3�R�O�L�F�H�¶�V��

project managers about fifteen competencies, which are shown below. Table 7.6 depicts the 

average of each of the competency responses by project managers, managers and collectively. It 

is evident to note that the project managers themselves have rated their skilfulness higher than 

managers rating on 8 competencies, while managers have rated PM skilfulness level higher than 

PM rating on 7 competencies. Table 7.6 depic�W�V���W�K�H���U�D�W�L�Q�J���R�I���W�K�H���O�H�Y�H�O���R�I���D�F�K�L�H�Y�H�P�H�Q�W���R�I���$�'�3�¶�V��

competencies.  
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Table  7-6 :Level of skilfulness of ADP project managers 

Competencies 

Mean rating 

Project 

managers 
Managers Both managers and PMs 

Integration management 3.591 3.621 3.603 

Scope management 3.591 3.517 3.562 

Time management 3.205 3.448 3.301 

Cost management 3.318 3.357 3.333 

Quality management 3.455 3.379 3.425 

Human resource management 3.318 3.393 3.347 

Communication management 3.500 3.483 3.493 

Risk management 3.163 3.655 3.361 

Procurement management 3.295 3.345 3.315 

Achieving and action 3.698 3.310 3.542 

Stakeholder management 3.591 3.345 3.493 

Conflict management 3.386 3.414 3.397 

Leadership 3.864 3.414 3.685 

Problem-solving 3.750 3.552 3.671 

Personal effectiveness 3.591 3.483 3.548 

Competencies rated by project managers as being achieved at a mean level of 3.5 and 

above were integration management, scope management, risk management, and problem-

solving. Comparatively, those similarly rated by the project managers were integration 

management, scope management, communication management, achieving and action, 

stakeholder management, leadership, and personal effectiveness. On an average, both managers 

and project managers agree that six of the competencies were being achieved at a mean level of 

3.5 and above, while nine of the total competencies were being achieved below this level.  

Difference between �3�U�R�M�H�F�W���0�D�Q�D�J�H�U�V�¶��and �0�D�Q�D�J�H�U�V�¶���5�H�V�S�R�Q�V�H�V 
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The Mann-Whitney U test was again used to check for significant difference between project 

�P�D�Q�D�J�H�U�V�¶���D�Q�G���P�D�Q�D�J�H�U�V�¶���U�H�V�S�R�Q�V�H�V���U�H�J�D�U�G�L�Q�J���W�K�H���O�H�Y�H�O���R�I���D�F�K�L�H�Y�H�P�H�Q�W���R�I���$�'�3�¶�V���F�R�P�S�H�W�H�Q�F�L�H�V����

The analysis showed that there was a statistically significant difference between the responses of 

project managers and managers regarding the competencies of risk management and leadership, 

as their p-values were less than 0.05. This result indicates that the skilfulness level of risk 

management of according to the managers is higher. However, the skilfulness of leadership 

according to project managers is higher (see Figure 7.8).  

Correlation Between Managers�¶ and PMs�¶ Responses  

A Pearson correlation test was applied to assess the strength and direction of responses between 

the project managers and managers. R was found to be -0.044, which means there is a negative 

relationship between the two sets of responses, i.e. both of them move in different directions. So 

�L�I���W�K�H���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���U�H�V�S�R�Q�V�H���L�Q�F�U�H�D�V�H�V�����W�K�H���P�D�Q�D�J�H�U�V�¶���U�H�V�S�R�Q�V�H���W�H�Q�G�V���W�R���G�H�F�U�H�D�V�H (MathBits, 

2000).  

A percentage comparison of the above table is shown in Figure 7.8. Managers responded 

that competencies like integration management, scope management, risk management, and 

problem-solving have been achieved 70% and above by project managers, while the project 

managers themselves responded that integration management, scope management, 

communication management, achieving and action, stakeholder management, leadership, and 

personal effectiveness have been achieved 70% and above. On an average, both managers and 

project managers agree that six of the competencies were achieved by 70% and above, while 

nine of the total competencies were achieved by below 70%.  



197 
 

 

Figure  7-8�����$�'�3���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V 

 

7.7: Analysis of the Influences �‘�ˆ���������ï�•�����ƒ�Ž�—�‡�•���‘�•��their Project ���ƒ�•�ƒ�‰�‡�”�•�ï��

Competencies: 

Each of the five values of the ADP was analyzed to see how it linked with the fifteen 

competencies. For example, respondents were asked to rate the effect of integrity and honesty on 

�W�K�H���������F�R�P�S�H�W�H�Q�F�L�H�V���R�I���$�'�3�¶�V���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�����/�Lkewise, the effects of the other four values on 

the competencies were examined and these are all discussed below. 

7.7.1 Influence of Integrity and Honesty on the Competencies of Project Managers:  

According to Table 7.7, both managers and project managers rated integrity and honesty 

above average on the five-point Likert scale. In particular, integrity and honesty have been 

strongly related to the achievement of integration management, cost management, quality 

management, and problem-solving.  
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Table  7-7 �����7�K�H���L�Q�I�O�X�H�Q�F�H���R�I���L�Q�W�H�J�U�L�W�\���D�Q�G���K�R�Q�H�V�W�\���R�Q���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V 

Project managers responded that integrity and honesty have a strong relationship with 

competencies like integration management, cost management and quality management. The 

�P�D�Q�D�J�H�U�V�¶�� �U�H�V�S�R�Q�V�H�V�� �L�Q�� �W�K�L�V�� �U�H�J�D�U�G�� �Z�H�U�H��relatively low. However, the managers identified 

problem-solving as the competency most affected by integrity and honesty.  

The Mann-�:�K�L�W�Q�H�\�� �8�� �W�H�V�W�� �I�R�U�� �G�L�I�I�H�U�H�Q�F�H�� �E�H�W�Z�H�H�Q�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �D�Q�G�� �P�D�Q�D�J�H�U�V�¶��

�U�H�V�S�R�Q�V�H�V���U�H�J�D�U�G�L�Q�J���W�K�H���H�I�I�H�F�W���R�I���L�Q�W�H�J�U�L�W�\���D�Q�G���K�R�Q�H�V�W�\���R�Q���$�'�3���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V��

Integrity and honesty 

Research question�����³�3�O�H�D�V�H���U�D�W�H���K�R�Z���$�'�3���Y�D�O�X�H���³�,�Q�W�H�J�U�L�W�\���D�Q�G��

�K�R�Q�H�V�W�\�´���L�Q�I�O�X�H�Q�F�H�V���W�K�H���I�R�O�O�R�Z�L�Q�J��competencies and skills of its 

�S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�´ 

Average rating of respondents 

Project 

�P�D�Q�D�J�H�U�V�¶��

responses 

�0�D�Q�D�J�H�U�V�¶��

responses 

Both managers�¶ 

�D�Q�G�� �3�0�V�¶��

responses 

1 Integration management 4.07 4.00 3.96 

2 Scope management 3.84 3.66 3.74 

3 Time management  3.93 3.79 3.84 

4 Cost management  4.09 3.93 4.00 

5 Quality management  4.04 3.76 3.91 

6 Human resource management  3.82 3.76 3.80 

7 Communication management  3.67 3.66 3.64 

8 Risk management  3.71 3.69 3.68 

9 Procurement management 3.82 3.79 3.81 

10 Achieving and action  3.73 3.69 3.68 

11 Stakeholder management  3.76 3.83 3.74 

12 Conflict management  3.76 3.83 3.74 

13 Leadership  3.91 3.76 3.81 

14 Problem-solving  3.91 4.07 3.93 

15 Personal effectiveness  3.80 3.79 3.74 
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is shown in Table 7.8. The p-values are all greater than 0.05, suggesting no significant difference 

between the responses of the project managers and managers.  

Table  7-8: Mann-�:�K�L�W�Q�H�\�� �8�� �W�H�V�W�� �R�I�� �L�Q�W�H�J�U�L�W�\�� �D�Q�G�� �K�R�Q�H�V�W�\�� �D�Q�G�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶��
competencies 

Competency  Responses: Group N 
Mean 

Rank 

Sum of 

Ranks 

Mann-

Whitney U 
Z 

Asymp. 

Sig. (2-

tailed) 

Integration Management 

Project Managers  43 37.60 1617.00 

533.000 -.874 .382 Managers  28 33.54 939.00 

Total 71   

Scope Management 

Project Managers  43 36.43 1566.50 

583.500 -.232 .816 Managers  28 35.34 989.50 

Total 71   

Time Management 

Project Managers  43 36.19 1556.00 

594.000 -.101 .920 Managers  28 35.71 1000.00 

Total 71   

Cost Management 

Project Managers  43 38.69 1663.50 

486.500 -1.453 .146 Managers  28 31.88 892.50 

Total 71   

Quality Management 

Project Managers  43 37.01 1591.50 

515.500 -.828 .407 Managers  27 33.09 893.50 

Total 70   

Human Resource 

Management 

Project Managers  43 36.70 1578.00 

572.000 -.378 .705 Managers  28 34.93 978.00 

Total 71   

Communication 

Management 

Project Managers  43 36.24 1558.50 

591.500 -.133 .894 Managers  28 35.63 997.50 

Total 71   

Risk Management Project Managers  43 35.80 1539.50 593.500 -.107 .915 
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Managers  28 36.30 1016.50 

Total 71   

Procurement 

Management 

Project Managers  43 36.28 1560.00 

590.000 -.150 .880 Managers  28 35.57 996.00 

Total 71   

Achieving and Action 

Project Managers  42 37.33 1568.00 

511.000 -.977 .329 Managers  28 32.75 917.00 

Total 70   

Stakeholder Management 

Project Managers  42 38.36 1611.00 

468.000 -1.531 .126 Managers  28 31.21 874.00 

Total 70   

Conflict Management 

Project Managers  43 36.52 1570.50 

579.500 -.281 .778 Managers  28 35.20 985.50 

Total 71   

Leadership 

Project Managers  42 35.64 1497.00 

582.000 -.076 .940 Managers  28 35.29 988.00 

Total 70   

Problem-solving 

Project Managers  43 38.03 1635.50 

514.500 -1.088 .277 Managers  28 32.88 920.50 

Total 71   

Personal Effectiveness 

Project Managers  43 37.33 1605.00 

545.000 -.704 .481 Managers  28 33.96 951.00 

Total 71   

�$�� �F�R�U�U�H�O�D�W�L�R�Q�� �W�H�V�W�� �R�I�� �W�K�H�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� ���3�0�V���� �D�Q�G��manager�V�¶�� �U�H�V�S�R�Q�V�H�V�� �L�V�� �V�K�R�Z�Q�� �L�Q��

Table 7.9. Since r = 0.601, that means there is a positive relationship between the PMs�¶ and 

�P�D�Q�D�J�H�U�V�¶���U�H�V�S�R�Q�V�H�V���� �%�R�W�K�� �U�H�V�S�R�Q�V�H�V�� �P�R�Y�H�� �L�Q�� �W�K�H�� �V�D�P�H�� �G�L�U�H�F�W�L�R�Q���� �V�R�� �L�I�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶��

�U�H�V�S�R�Q�V�H���L�Q�F�U�H�D�V�H�V�����W�K�H���P�D�Q�D�J�H�U�V�¶���U�H�V�S�R�Q�V�H���W�H�Q�G�V���W�R���L�Q�F�U�H�D�V�H, and if one decreases the other one 

tends to decrease also.  
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Table  7-9�����&�R�U�U�H�O�D�W�L�R�Q�V���E�H�W�Z�H�H�Q���P�D�Q�D�J�H�U�V�¶���D�Q�G���3�0�V�¶���U�H�V�S�R�Q�V�H�V 

  PM responses Managers�¶ responses 

PM responses Pearson Correlation 1 .601* 

Managers�¶ 

responses 

Pearson Correlation .601* 1 

*. Correlation is significant at the 0.05 level (2-tailed). 

A percentage analysis of this relationship is shown in Figure 7.9. Project managers 

responded that integrity and honesty have a strong relationship with competencies (80%-85%) 

like integration management, cost management and quality management���� �Z�K�L�O�H�� �P�D�Q�D�J�H�U�V�¶��

responses in these aspects have been relatively low. On the other hand, according to managers, 

problem-solving is the competency most affected by integrity and honesty (81%).  

 

Figure  7-9�����(�I�I�H�F�W���R�I���L�Q�W�H�J�U�L�W�\���D�Q�G���K�R�Q�H�V�W�\���R�Q���3�0�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V 
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7.7.2 �,�Q�I�O�X�H�Q�F�H���R�I���-�X�V�W�L�F�H���R�Q���3�U�R�M�H�F�W���0�D�Q�D�J�H�U�V�¶���&�R�P�S�H�W�H�Q�F�L�H�V�� 

Table 7.10 shows averages and percentages of the effect of justice on competencies, and 

�P�R�V�W���R�I���W�K�H���H�I�I�H�F�W�V���D�U�H���U�H�O�D�W�L�Y�H�O�\���V�W�U�R�Q�J���E�\���W�K�H���P�D�Q�D�J�H�U�V�¶���U�H�V�S�R�Q�V�H�V, while relatively less by the 

project managers�¶���U�H�V�S�R�Q�V�H�V.  

 

Table  7-10�����,�Q�I�O�X�H�Q�F�H���R�I���M�X�V�W�L�F�H���R�Q���$�'�3���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V 

 

 

 

 

 

 

 

 

 

 

Effect of justice on competencies of 

project managers 

�3�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶��

responses  

�0�D�Q�D�J�H�U�V�¶��

responses  

Both 

managers 

�D�Q�G�� �3�0�V�¶��

responses 

Integration management 3.98 3.97 3.93 

Scope management 3.89 4.03 3.91 

Time management  3.82 4.07 3.88 

Cost management  3.93 4.07 3.95 

Quality management  3.93 3.97 3.89 

Human resource management  3.78 4.17 3.84 

Communication management  3.87 4.10 3.93 

Risk management  3.84 3.90 3.81 

Procurement management 3.89 4.17 3.93 

Achieving and action  3.93 4.14 3.92 

Stakeholder management  3.91 3.90 3.88 

Conflict management  3.76 3.93 3.78 

Leadership  3.82 4.14 3.88 

Problem-solving  3.73 4.14 3.84 

Personal effectiveness  3.67 4.03 3.76 
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Figure 7.10 �V�K�R�Z�V�� �D�� �F�R�P�S�D�U�L�V�R�Q�� �E�H�W�Z�H�H�Q�� �P�D�Q�D�J�H�U�V�¶�� �D�Q�G�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �U�H�V�S�R�Q�Ves about 

justice influence on competencies. It shows that managers responded that HR management is the 

value most affected by justice, while project managers responded that integration management is 

the value most affected by justice.  

 

Figure  7-10: Influence of justice �R�Q���$�'�3���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V 

The managers thought that human resource management is the competency most affected 

by the value of justice, while project managers thought that integration management is the most 

affected competency. The Mann-Whitney �8�� �W�H�V�W�� �I�R�U�� �G�L�I�I�H�U�H�Q�F�H�� �E�H�W�Z�H�H�Q�� �W�K�H�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶��

�D�Q�G�� �P�D�Q�D�J�H�U�V�¶�� �U�H�V�S�R�Q�V�H�V�� �L�Q�G�L�F�D�W�H�G�� �W�K�D�W�� �W�K�H�U�H�� �Z�D�V�� �Q�R�� �V�L�J�Q�L�I�L�F�D�Q�W�� �G�L�I�I�H�U�H�Q�F�H�� �E�H�W�Z�H�H�Q�� �W�K�H�� �S�U�R�M�H�F�W��

managers�¶ �D�Q�G���P�D�Q�D�J�H�U�V�¶���U�H�V�S�R�Q�V�H�V���D�V���W�K�H���S-values were greater than 0.05.  

A correlation test was applied to check the strength and the direction of link between the 

responses of project managers and managers, where R was found to be -0.160, which means 

there is a negative relationship between the two set of responses. As a result, both of them move 

�L�Q�� �G�L�I�I�H�U�H�Q�W�� �G�L�U�H�F�W�L�R�Q�V���� �V�R�� �L�I�� �W�K�H�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �U�H�V�S�R�Q�V�H�� �L�Q�F�U�H�D�V�H�V���� �W�K�H�� �P�D�Q�D�J�H�U�V�¶�� �U�H�V�S�R�Q�V�H��

tends to decrease.  
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7.7.3 Influence of Recognizing Achievements on the Competencies of Project Managers 

Table 7.11 shows the effect of recognizing achievements on the competencies. It depicts 

a strong relationship between this value and most of the competencies according to the project 

managers, but lesser according to managers.  

Table  7-11�����5�H�F�R�J�Q�L�]�L�Q�J���D�F�K�L�H�Y�H�P�H�Q�W�V���L�Q�I�O�X�H�Q�F�H���R�Q���$�'�3���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V 

Effect of recognizing achievements on 

competencies of project managers 

�3�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶��

responses 

�0�D�Q�D�J�H�U�V�¶��

responses 

Both managers�¶ �D�Q�G�� �3�0�V�¶��

responses 

Integration management 3.93 3.75 3.84 

Scope management 3.87 3.79 3.83 

Time management 3.71 3.75 3.73 

Cost management 3.89 3.82 3.86 

Quality management 3.89 3.79 3.84 

Human resource management 3.87 3.71 3.79 

Communication management 3.87 3.75 3.81 

Risk management 3.57 3.71 3.64 

Procurement management 3.58 3.79 3.69 

Achieving and action 3.93 3.64 3.79 

Stakeholder management 3.84 3.79 3.82 

Conflict management 3.69 3.79 3.74 

Leadership 4.04 3.82 3.93 

Problem-solving 3.91 3.82 3.87 

Personal effectiveness 3.84 3.79 3.82 

Competencies like personal effectiveness, problem-solving, communication management 

and integration management have a startling difference with respect to the responses of the 

managers and project managers: the managers assume a strong relationship between recognizing 
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achievements and these competencies, while the project managers suggest that recognizing their 

achievements does not influence their competencies very much.  

Figure 7.11 �V�K�R�Z�V�� �D�� �F�R�P�S�D�U�L�V�R�Q�� �E�H�W�Z�H�H�Q�� �P�D�Q�D�J�H�U�V�¶�� �D�Q�G�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶��responses 

about recognizing achievement influence on competencies.  

 

Figure  7-11�����5�H�F�R�J�Q�L�]�L�Q�J���D�F�K�L�H�Y�H�P�H�Q�W���L�Q�I�O�X�H�Q�F�H���R�Q���$�'�3���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V 

The Mann-�:�K�L�W�Q�H�\�� �8�� �W�H�V�W�� �I�R�U�� �G�L�I�I�H�U�H�Q�F�H�� �E�H�W�Z�H�H�Q�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �D�Q�G�� �P�D�Q�D�J�H�U�V�¶��

responses regarding the effect of recognizing achievement �R�Q�� �$�'�3�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶��

competencies indicated no significant difference as the p-values were greater than 0.05.  

A correlation test was applied to describe the strength and the direction of the link 

between the responses of project managers and managers. R was found to be 0.127, which means 

there is a positive but low relationship between PM�V�¶ responses and �P�D�Q�D�J�H�U�V�¶��responses.  
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7.7.4 Influence of Effective Communication on Competencies of Project Managers 

Table 7.12 shows the influence of effective communication on competencies. It depicts 

strong relationships between effective communication and most of the competencies according 

to the managers, but lesser connections according to project managers. Both managers and 

project managers agree that effective communication impacts highly on communication 

management, integration management and stakeholder management, while it least affects 

procurement management for the project managers.  

Table  7-12: Influence of Effective Communication on Competencies of Project Managers 

Effective communication  

�5�H�V�H�D�U�F�K�� �4�X�H�V�W�L�R�Q���� �³�3�O�H�D�V�H�� �U�D�W�H�� �Kow ADP value 

�³�(�I�I�H�F�W�L�Y�H�� �F�R�P�P�X�Q�L�F�D�W�L�R�Q�´�� �L�Q�I�O�X�H�Q�F�H�V�� �W�K�H�� �I�R�O�O�R�Z�L�Q�J��

�F�R�P�S�H�W�H�Q�F�L�H�V���D�Q�G���V�N�L�O�O�V���R�I���L�W�V���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�´ 

Project 

�P�D�Q�D�J�H�U�V�¶��

responses  

�0�D�Q�D�J�H�U�V�¶��

responses  

Both managers�¶ 

�D�Q�G�� �3�0�V�¶��

responses 

Integration management 3.91 3.93 3.84 

Scope management 3.71 3.93 3.76 

Time management  3.82 3.90 3.81 

Cost management  3.84 4.03 3.84 

Quality management  3.71 3.90 3.73 

Human resource management  3.87 3.97 3.85 

Communication management  3.98 4.00 3.92 

Risk management  3.73 3.86 3.76 

Procurement management 3.67 3.76 3.68 

Achieving and action  3.71 3.90 3.73 

Stakeholder management  3.87 3.86 3.80 

Conflict management  3.80 3.72 3.70 
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Referring to Figure 7.12; according to the managers, if the communication is effective, it 

boosts the personal effectiveness of a project manager, while only 76% of managers agree to this 

notion. Both managers and project managers have agreed that effective communication impacts 

communication management, integration management and stakeholder management, while it 

least affects procurement management of the project managers.  

 

Figure  7-12�����(�I�I�H�F�W�L�Y�H���F�R�P�P�X�Q�L�F�D�W�L�R�Q���L�Q�I�O�X�H�Q�F�H���R�Q���$�'�3���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V 

The Mann-�:�K�L�W�Q�H�\�� �8�� �W�H�V�W�� �I�R�U�� �G�L�I�I�H�U�H�Q�F�H�� �E�H�W�Z�H�H�Q�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �D�Q�G�� �P�D�Q�D�J�H�U�V�¶��

responses indicated that there is a statistically significant difference between project managers�¶ 

and managers�¶ responses when the competencies are integration management, scope 

management, quality management, human resource management, communication management, 

achieving and action, stakeholder management, conflict management, leadership, problem-

Leadership  3.96 4.00 3.92 

Problem-solving  3.91 4.10 3.95 

Personal effectiveness  3.80 4.00 3.81 
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solving, and personal effectiveness as the p-values for these competencies with respect to 

effective communication are less than 0.05. 

A correlation test was applied to describe the strength and the direction between the 

�U�H�V�S�R�Q�V�H�V�� �R�I�� �W�K�H�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �U�H�V�S�R�Q�V�H�V�� �D�Q�G��managers. R was found to be 0.568, which 

means there is a positive relationship between their responses.  

7.7.5 Influence of Excellence on Competencies of Project Managers 

According to Table 7.13, both managers and project managers rated excellence as being 

strongly related to most competencies, while managers rated excellence as having less impact on 

the PM competencies. Cost management is one of the competencies that has been rated the 

highest according to managers, while the same competency has been rated fairly low by project 

managers themselves. 

Table  7-13 :Influence of excellence on competencies of project managers 

Effect of excellence on competencies of project managers �3�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶��

responses 

�0�D�Q�D�J�H�U�V�¶��

responses 

Both managers�¶ 

�D�Q�G�� �3�0�V�¶��

responses 

Integration management 4.33 3.61 3.97 

Scope management 4.24 3.68 3.96 

Time management 4.09 3.64 3.87 

Cost management 4.22 3.75 3.99 

Quality management 4.09 3.71 3.90 

Human resource management 4.00 3.79 3.90 

Communication management 4.00 3.75 3.88 

Risk management 4.00 3.75 3.88 
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Procurement management 3.91 3.71 3.81 

Achieving and action 4.16 3.75 3.96 

Stakeholder management 4.16 3.68 3.92 

Conflict management 3.98 3.68 3.83 

Leadership 4.25 3.75 4.00 

Problem-solving 4.16 3.71 3.94 

Personal effectiveness 4.07 3.71 3.89 

Referring to Figure 7.13, both managers and project managers agree on its effect on 

problem-solving. Cost management is one of the competencies that has been rated the highest 

according to managers, while the same competency has been rated fairly low by project 

managers themselves.  

 

Figure  7-13�����(�[�F�H�O�O�H�Q�F�H���L�Q�I�O�X�H�Q�F�H���R�Q���$�'�3���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V 

The Mann-Whitney U test indicated a statistically significant difference between project 

managers�¶ �D�Q�G���P�D�Q�D�J�H�U�V�¶���U�H�V�S�R�Q�V�H�V���Z�K�H�Q���W�K�H���F�R�P�S�H�W�H�Q�F�L�H�V���D�U�H��integration management, scope 

management, time management, cost management, quality management, achieving and action, 
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stakeholder management, leadership, and problem-solving as the p-values for these competencies 

with respect to effective communication were less than 0.05. 

A correlation test was used to check the strength and the direction of the link between the 

responses of project managers and managers. R was found to be -0.346, which means there is a 

negative relationship between both sets of responses.  

7.7.6 Overview of the Preliminary Analyses 

According to the preliminary analyses, t�K�H���U�H�V�S�R�Q�G�H�Q�W�V���I�H�O�W���W�K�D�W���$�'�3�¶�V���Y�D�O�X�H�V���Z�H�U�H���E�H�L�Q�J��

achieved highly. However, their attainment levels are not yet optimum, signalling room for 

�L�P�S�U�R�Y�H�P�H�Q�W���� �7�K�H�� �U�H�V�X�O�W�� �I�R�U�� �V�N�L�O�I�X�O�Q�H�V�V�� �O�H�Y�H�O�V�� �R�I�� �$�'�3�¶�V�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�� �L�Q�G�L�F�D�W�H�G�� �W�K�D�W��six of 

�W�K�H���3�0�¶�V���F�R�P�S�H�W�H�Q�F�L�H�V���Z�H�U�H���E�H�L�Q�J���D�F�K�L�H�Y�H�G���D�W���D���P�H�D�Q���O�H�Y�H�O���R�I�����������D�Q�G���D�E�R�Y�H�����7�K�H���F�R�P�Setencies 

�Z�K�L�F�K���D�U�H���D�I�I�H�F�W�H�G���P�R�V�W���E�\���$�'�3�¶�V���Y�D�O�X�H�V���D�U�H���L�Q�G�L�F�D�W�H�G��in Table 7.14.  

Table  7-14�����,�P�S�D�F�W���R�I���$�'�3�¶�V���Y�D�O�X�H�V���R�Q���W�K�H�L�U���3�0�¶�V���F�R�P�S�H�W�H�Q�F�L�H�V 

 Value Competencies majorly influenced 

1 Integrity and 

honesty 

Integration management, cost management, quality management, and problem-

solving 

2 Justice HR management and integration management 

3 Recognizing 

achievement 

Personal effectiveness, problem-solving, communication management and 

integration management 

4 Effective 

communication 

Communication management, integration management and stakeholder 

management 

5 Excellence Problem-solving 

 

Referring to Table 7.14, integrity and honesty �K�L�J�K�O�\���D�I�I�H�F�W�V���I�R�X�U���R�I���W�K�H���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶��

competencies, justice highly affects two competencies, recognizing achievement highly affects 

four competencies, effective communication highly affects three competencies, and excellence 
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highly affects one competency. From these findings, it can be surmised that the performance of 

�S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�� �P�D�\�� �E�H�� �D�I�I�H�F�W�H�G�� �E�\�� �$�'�3�¶�V�� �Y�D�O�X�H�V�� �D�Q�G�� �W�K�L�V�� �P�D�\�� �L�Q�� �W�X�U�Q�� �E�H�� �D�I�I�H�F�W�L�Q�J�� �W�K�H��

performance of their projects. Thus, ADP should give attention to the attainment of its values.  

To help ADP understand the full interrelationship between its values and the 

competencies of its project managers, advance statistical analysis should be carried out; 

therefore, a further set of analysis, ordered logistic regression, was utilised.  

7.8: Ordered Logistic Regression Analysis of the Influence of Values on 

Competencies:  

To further analyze and explore the relationship of the values of Abu-Dhabi Police on the 

competencies of project managers of the Abu-Dhabi Police, ordered logistic regression analysis 

was conducted. The reason for conducting this analysis was to analyze and show how 

independent variables (ADP values) influence each of the dependent variables (ADP project 

m�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V���� �D�Q�G�� �Z�K�L�F�K�� �Y�D�O�X�H�V�� �K�D�Y�H��a more major impact compared with other 

values.  

Ordered logistic regression is a model used for ordinal dependent variables (Greene, 2012). 

Chapter 6 included detailed explanation about the ordered logistic regression. The ordinal 

logistic regression was chosen because there are more than two variables and these variables are 

ordinal (Elamir and Sadeq, 2010). The analysis using ordered logistic regression is now 

presented in the sections below. 
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7.8.1 Effect of Values on the Competency of Integration Management 

Table 7.15 summarized the number (N) of observations fitting the description in the first 

column and proportion (marginal percentage) of the valid observations found in each outcome 

�Y�D�U�L�D�E�O�H�¶�V���J�Uoup. 

Table  7-15: Case Processing Summary 

 N Marginal Percentage 

Integration management 

Low level of competence 5 7.0% 

Moderate level of competence 28 39.4% 

High level of competence 28 39.4% 

Highest level of competence 10 14.1% 

Integration management (integrity 

and honesty) 

Disagree 1 1.4% 

Moderate 17 23.9% 

Agree 33 46.5% 

Strongly Agree 20 28.2% 

Integration management (justice) 

Disagree 2 2.8% 

Moderate 19 26.8% 

Agree 28 39.4% 

Strongly Agree 22 31.0% 

Integration management 

(recognizing achievements) 

Disagree 2 2.8% 

Moderate 21 29.6% 

Agree 31 43.7% 

Strongly Agree 17 23.9% 

Integration management (effective 

communication) 

Disagree 1 1.4% 

Moderate 23 32.4% 

Agree 31 43.7% 
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Strongly Agree 16 22.5% 

Integration management (excellence) 

Moderate 21 29.6% 

Agree 27 38.0% 

Strongly Agree 23 32.4% 

Valid 71 100.0% 

Missing 0  

Total 71  

Table 7.15 �K�L�J�K�O�L�J�K�W�V���W�K�H���F�R�X�Q�W���R�I���W�K�H���U�H�V�S�R�Q�V�H�V���I�R�U���H�D�F�K���Y�D�O�X�H�¶�V���F�D�W�H�J�R�U�\���F�R�U�U�H�V�S�R�Q�G�L�Q�J��

to dependent competency integration management. Corresponding percentages are also there. 

There is a total of 71 valid observations and none of the observations is missing. 

7.8.1.1 Model Fitting: 

To find the relationship between the integration management and ADP values, the 

following information was used: effect of integrity and honesty on integration management, the 

effect of justice on integration management, the effect of recognizing achievements on 

integration management, the effect of effective communication on integration management, and 

the effect of excellence on integration management.  

Table 7.16 shows that a value of -2 log likelihood for intercept (a measure of a model 

with no independent variables) is 136.812, for final log likelihood (after all independent 

variables entered onto the logistic regression) is 100.408 and chi-square is 36.404. Also, the p-

value is 0.001 for the final model, which includes integration management (integrity and 

honesty), integration management (justice), integration management (recognizing achievements), 

integration management (effective communication) and integration management (excellence). 
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According to Elamir and Sadeq (2010), since p-value is 0.001, which is less than 0.05, it can be 

said that at least one of the regression coefficients is not equal to zero. From the above data, it is 

concluded that there is significant relationship between the dependent (integration management) 

variable and the set of independent variables (ADP values).  

Table  7-16: Model fitting information  

Model -2 Log Likelihood Chi-Square df Sig. 

Intercept only 136.812    

Final 100.408 36.404 14 .001 

Link function: Logit. 

7.8.1.2 Goodness-of-Fit  

To check the fit between model and data, a goodness-of-fit was used. A null hypothesis 

was used (the observed data is consistent with the fitted model against the alternative hypothesis 

that the observed data is not consistent with the fitted model).  

Table 7.17 shows that the p-value for Pearson is 0.721 and for deviance 0.986, which is 

greater than 0.05. According to Liu (2009), p-value is interpreted as the degree of model fitness 

while deviance was interpreted as a quality-of-fit statistic for the model. Hence, the null 

hypothesis will not be rejected. Therefore, it is concluded that the observed data is consistent 

with the fitted model. 

Table  7-17: Goodness-of-Fit  

 Chi-Square df Sig. 

Pearson 99.934 109 .721 

Deviance 79.222 109 .986 
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Link function: Logit. 

7.8.1.3 Pseudo R-Square: 

R-Square will be calculated using different methods to check the variability of the 

response around (or with respect to) its mean (Table 7.18).  

Table  7-18: Pseudo R-Square 

Cox and Snell .401 

Nagelkerke .441 

McFadden .214 

Link function: Logit. 

Collectively, the three R-Square values in Table 7.18 imply the following. Firstly, Cox 

�D�Q�G�� �6�Q�H�O�O�¶�V�� �3�V�H�X�G�R�� �5-Square value is 0.401, which according to Liu (2009) suggests that the 

specified model explains 40.1% of the variability of the response data around its mean. 

�6�H�F�R�Q�G�O�\�����1�D�J�H�O�N�H�U�N�H�¶�V���3�V�H�X�G�R���5-Square value is 0.441, which suggests that the specified model 

explains 44.1% of the variability of the response data around its mean. Thirdly, McFadden�¶�V 

Pseudo R-Square value is 0.214, which suggests that the specified model explains 21.4% of the 

variability of the response data around its mean.  

7.8.1.4 Parameter Estimates: 

Table 7.19 categorises how much value (predictors) variables are impacting the 

integration management competency. When the p-value is less than 0.05, therefore, they have 

influence in the model (Elamir  and Sadeq,  2010). 



216 
 

Table  7-19: Parameter Estimates 

 Estimate Std. 

Error 

Wald df Sig. 95% Confidence 

Interval 

Lower 

Bound 

Upper 

Bound 

Threshold 

[Integration_management = 2.0] -5.575 .974 32.745 1 .000 -7.485 -3.666 

[Integration_management = 3.0] -2.178 .704 9.574 1 .002 -3.558 -.798 

[Integration_management = 4.0] .641 .626 1.049 1 .306 -.586 1.868 

Location 

[Integration_management_int_hon=2.0] -3.335 3.859 .747 1 .387 -10.897 4.228 

[Integration_management_int_hon=3.0] -2.935 .955 9.441 1 .002 -4.806 -1.063 

[Integration_management_int_hon=4.0] -.794 .732 1.177 1 .278 -2.230 .641 

[Integration_management_int_hon=5.0] 0a . . 0 . . . 

[Integration_management_jus=2.0] .835 2.403 .121 1 .728 -3.876 5.545 

[Integration_management_jus=3.0] .046 .999 .002 1 .963 -1.911 2.003 

[Integration_management_jus=4.0] -1.212 .693 3.062 1 .080 -2.569 .145 

[Integration_management_jus=5.0] 0a . . 0 . . . 

[Integration_management_rec_ach=2.0] -3.283 2.487 1.743 1 .187 -8.158 1.592 

[Integration_management_rec_ach=3.0] -.571 1.050 .296 1 .587 -2.629 1.487 

[Integration_management_rec_ach=4.0] .145 .702 .043 1 .837 -1.232 1.522 

[Integration_management_rec_ach=5.0] 0a . . 0 . . . 

[Integration_management_eff_com=2.0] .841 2.510 .112 1 .738 -4.078 5.760 

[Integration_management_eff_com=3.0] -.374 1.007 .138 1 .710 -2.347 1.599 

[Integration_management_eff_com=4.0] 1.907 .910 4.388 1 .036 .123 3.690 

[Integration_management_eff_com=5.0] 0a . . 0 . . . 

[Integration_management_exc=3.0] -.832 1.011 .676 1 .411 -2.814 1.151 

[Integration_management_exc=4.0] -1.752 .756 5.372 1 .020 -3.233 -.270 

[Integration_management_exc=5.0] 0a . . 0 . . . 

Link function: Logit. 

a. This parameter is set to zero because it is redundant. 
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Table 7.19 indicates that there are various categories of values which are impacting the 

model developed for predicting integration management. The values that are putting more impact 

on integration management are integrity and honesty (moderate) as p-value is 0.002, effective 

communication (Agree) as p-value is 0.036 and excellence (agree) as p-value is 0.020.  

7.8.1.5 Test of Parallel Lines: 

The parallel lines test was conducted to test the proportional odds assumption stated in 

section 6.5.3.2. It will be applied to test the null hypothesis that the slope coefficients in the 

model are the same across response categories, against the null hypothesis that the slope 

coefficients in the model are not the same across response categories. As shown in Table 7.20, 

the p-value is 0.860, which is greater than 0.05, therefore the null hypothesis will not be rejected, 

so the slope coefficients in the model are the same across response categories. Thus it can be 

seen that the proportional odds assumption appears to have held (Elamir and Sadeq, 2010). 

  

Table  7-20: Test of Parallel Linesa 

Model -2 Log Likelihood Chi-Square df Sig. 

Null Hypothesis 100.408    

General 80.288b 20.120c 28 .860 

The null hypothesis states that the location parameters (slope coefficients) are the same across response categories. 

a. Link function: Logit. 

b. The log-likelihood value cannot be further increased after the maximum number of step-halving. 

c. The chi-square statistic is computed based on the log-likelihood value of the last iteration of the general model. Validity of 

the test is uncertain. 
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Having conducted ordered logistic regression, it is concluded that integration 

management is affected differently �E�\�� �$�'�3�¶�V�� �Y�D�O�X�H�V�� �R�I�� �L�Q�W�H�J�U�L�W�\�� �D�Q�G�� �K�R�Q�H�V�W�\���� �H�I�I�H�F�W�L�Y�H��

communication and excellence.  

7.8.2 Effect of ADP Values on Scope Management 

The analyses done here were similar to 7.8.1. �7�K�H���F�R�X�Q�W���R�I���W�K�H���U�H�V�S�R�Q�V�H�V���I�R�U���H�D�F�K���Y�D�O�X�H�¶�V��

category corresponds to dependent competency scope management. There is a total of 71 valid 

observations and none of the observations is missing. 

7.8.2.1 Model Fitting:  

To find the relationship between the scope management and ADP values, the following 

information was used: effect of integrity and honesty on scope management, the effect of justice 

on scope management, the effect of recognizing achievements on scope management, the effect 

of effective communication on scope management, and the effect of excellence on scope 

management. It was found that a value of -2 log likelihood for intercept only is 134.475, for final 

it is 92.102 and for chi-square it is 42.373. Also, the p-value is 0.000 for the final model, which 

includes scope management (integrity and honesty), scope management (justice), scope 

management (recognizing achievements), scope management (effective communication) and 

scope management (excellence). Since p-value is 0.000, which is less than 0.05, it can be said 

that at least one of the regression coefficients is not equal to zero.  

7.8.2.2 Goodness-of-Fit:  

To check the fit between the model and the data a goodness-of-fit was used. A null hypothesis 

was used as the observed data is consistent with the fitted model, against the alternative 
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hypothesis that the observed data is not consistent with the fitted model. It was found that p-

value for Pearson is 0.958 and for deviance is 0.999, which is greater than 0.05. Hence, the null 

hypothesis will not be rejected. Therefore, it is concluded that the observed data is consistent 

with the fitted model. 

7.8.2.3 Pseudo R-Square: 

�&�R�[���D�Q�G���6�Q�H�O�O�¶�V���3�V�H�X�G�R���5-Square value is 0.449, which suggests that the specified model 

�H�[�S�O�D�L�Q�V���������������R�I���W�K�H���Y�D�U�L�D�E�L�O�L�W�\���R�I���W�K�H���U�H�V�S�R�Q�V�H���G�D�W�D���D�U�R�X�Q�G���L�W�V���P�H�D�Q�����1�D�J�H�O�N�H�U�N�H�¶�V���3�V�H�X�G�R���5-

Square value is 0.501, which suggests that the specified model explains 50.1% of the variability 

of the response data around its mean. McFadden�¶�V Pseudo R-Square value is 0.263, which 

suggests that the specified model explains 26.3% of the variability of the response data around its 

mean. 

7.8.2.4 Paramet er Estimates:  

It was found that there are various categories of values which are impacting the model 

developed for predicting scope management. The values that impact scope management more are 

integrity and honesty (moderate) and (Agree) as p-values are 0.027 and 0.003, recognizing 

achievements (Agree) as p-value is 0.028, and effective communication (Agree) as p-value is 

0.003, for all these categories p-value is less than 0.05, therefore they have influence on the 

model (Liu, 2009). 

7.8.2.5 Test of Paralle l Lines: 

The parallel lines testing the null hypothesis showed that the slope coefficients in the 

model are the same across response categories, against the null hypothesis that the slope 

coefficients in the model are not the same across response categories. The p-value is 0.765, 
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which is greater than 0.05, therefore the null hypothesis will not be rejected but will be accepted. 

Therefore, the slope coefficients of the model are the same across response categories. 

Having conducted ordered logistic regression, it is concluded that scope management is 

affected differently �E�\�� �$�'�3�¶�V�� �Y�D�O�X�H�V, integrity and honesty, recognizing achievements, and 

effective communication.  

7.8.3 Effect of Values on Time Management 

Referring to Appendix E, the analyses done here were similar to 7.8.1. The count of the 

�U�H�V�S�R�Q�V�H�V�� �I�R�U�� �H�D�F�K�� �Y�D�O�X�H�¶�V�� �F�D�W�H�J�R�U�\��corresponds to dependent competency time management. 

There is a total of 71 valid observations and none of the observations is missing. 

7.8.3.1 Model Fitting:  

To find the relationship between the time management and ADP values, the following 

information was used: effect of integrity and honesty on time management, the effect of justice 

on time management, the effect of recognizing achievements on time management, the effect of 

effective communication on time management, and the effect of excellence on time management. 

It was found that a value of -2 log likelihood for intercept only is 153.756, for final it is 127.873 

and for chi-square it is 25.882. Also, the p-value is 0.027 for the final model which includes time 

management (integrity and honesty), time management (justice), time management (recognizing 

achievements), time management (effective communication) and time management (excellence). 

Since p-value is 0.027, which is less than 0.05, it can be said that at least one of the regression 

coefficients is not equal to zero. 
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7.8.3.2 Goodness-of-Fit:  

To check the fit between the model and the data a goodness-of-fit was used. A null 

hypothesis was used, as the observed data is consistent with the fitted model, against the 

alternative hypothesis that the observed data is not consistent with the fitted model. It was found 

that the p-value for Pearson is 0.900 and for deviance is 1.000, which is greater than 0.05. Hence, 

the null hypothesis will not be rejected. Therefore, it is concluded that the observed data is 

consistent with the fitted model. 

7.8.3.3 Pseudo R-Square: 

�&�R�[���D�Q�G���6�Q�H�O�O�¶�V���3�V�H�X�G�R���5-Square value is 0.305, which suggests that the specified model 

explain�V���������������R�I���W�K�H���Y�D�U�L�D�E�L�O�L�W�\���R�I���W�K�H���U�H�V�S�R�Q�V�H���G�D�W�D���D�U�R�X�Q�G���L�W�V���P�H�D�Q�����1�D�J�H�O�N�H�U�N�H�¶�V���3�V�H�X�G�R���5-

Square value is 0.331, which suggests that the specified model explains 33.1% of the variability 

of the response data around its mean. McFadden�¶�V Pseudo R-Square value is 0.142, which 

suggests that the specified model explains 14.2% of the variability of the response data around its 

mean. 

7.8.3.4 Parameter Estimates:  

It was found that there is one category of values which is impacting the model developed 

for predicting time management, which is moderate for integrity and honesty, as p-value is 

0.003; for this category, p-value is less than 0.05 therefore it has influence on the model. 

7.8.3.5 Test of Parallel Lines:  

The test of parallel lines testing the null hypothesis showed that the slope coefficients in 

the model are the same across response categories, against the null hypothesis that the slope 

coefficients in the model are not the same across response categories. The p-value is 0.526, 
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which is greater than 0.05, therefore the null hypothesis will not be rejected but will be accepted. 

Therefore, the slope coefficients in the model are the same across response categories. 

Having conducted ordered logistic regression, it is concluded that time management is 

affected differently �E�\���$�'�3�¶�V���Y�D�O�X�H�V���R�I���L�Q�W�H�J�U�L�W�\���D�Q�G���K�R�Q�H�V�W�\������ 

7.8.4 Effect of Values on Cost Management 

Referring to Appendix E, the analyses done here were similar to 7.8.1. The count of the 

�U�H�V�S�R�Q�V�H�V�� �I�R�U�� �H�D�F�K�� �Y�D�O�X�H�¶�V�� �F�D�W�H�J�R�U�\��corresponds to dependent competency cost management. 

There is a total of 70 valid observations and one of the observations is missing. 

7.8.4.1 Model Fitting:  

To find the relationship between cost management and ADP values, the following 

information was used: effect of integrity and honesty on cost management, the effect of justice 

on cost management, the effect of recognizing achievements on cost management, the effect of 

effective communication on cost management, and the effect of excellence on cost management. 

It was found that a value of -2 log likelihood for intercept only is 160.603, for final it is 122.646 

and for chi-square it is 160.603-122.646=37.957. Also, the p-value is 0.001 for the final model 

which includes cost management (integrity and honesty), cost management (justice), cost 

management (recognizing achievements), cost management (effective communication) and cost 

management (excellence). Since p-value is 0.001, which is less than 0.05, it can be said that at 

least one of the regression coefficients is not equal to zero. 
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7.8.4.2 Goodness-of-Fit:  

To check the fit between the model and the data, a goodness-of-fit was used. A null 

hypothesis was used as the observed data is consistent with the fitted model, against the 

alternative hypothesis that the observed data is not consistent with the fitted model. It was found 

that p-value for Pearson is 0.287 and for deviance is 0.805, which is greater than 0.05. Hence, the 

null hypothesis wil l not be rejected. Therefore, the observed data is consistent with the fitted 

model. 

7.8.4.3 Pseudo R-Square: 

�&�R�[���D�Q�G���6�Q�H�O�O�¶�V���3�V�H�X�G�R���5-Square value is 0.419, which suggests that the specified model 

explains 41.9% of the variability of the response data around its �P�H�D�Q�����1�D�J�H�O�N�H�U�N�H�¶�V���3�V�H�X�G�R���5-

Square value is 0.454, which suggests that the specified model explains 45.4% of the variability 

of the response data around its mean. McFadden Pseudo R-Square value is 0.214, which suggests 

that the specified model explains 21.4% of the variability of the response data around its mean. 

7.8.4.4 Parameter Estimates:  

It was found that there are various categories of values which are impacting the model 

developed for predicting cost management, and those categories are moderate and agree of 

effective communication as p-values are 0.004 and 0.034, moderate of excellence as p-value is 

0.021; for all these categories p-value is less than 0.05, therefore they have influence on the 

model. 

7.8.4.5 Test of Parallel Lines:  

The test of parallel lines testing the null hypothesis showed that the slope coefficients in 

the model are the same across response categories, against the null hypothesis that the slope 
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coefficients in the model are not the same across response categories. The p-value is 0.000, 

which is less than 0.05, therefore the null hypothesis will be rejected and the alternative 

hypothesis will be accepted. Therefore, the slope coefficients in the model are not the same 

across response categories. 

Having conducted ordered logistic regression, it is concluded that cost management is 

affected differently �E�\���$�'�3�¶�V���Y�D�O�X�H�V���R�I��effective communication and excellence. 

7.8.5 Effect of Values on Quality Management 

Referring to Appendix E, the analyses done here were similar to 7.8.1. The count of the 

responses �I�R�U���H�D�F�K���Y�D�O�X�H�¶�V���F�D�W�H�J�R�U�\��corresponds to dependent competency quality management. 

There is a total of 70 valid observations and one of the observations is missing. 

7.8.5.1 Model Fitting:  

To find the relationship between quality management and ADP values, the following 

information was used: effect of integrity and honesty on quality management, the effect of 

justice on quality management, the effect of recognizing achievements on quality management, 

the effect of effective communication on quality management, and the effect of excellence on 

quality management. It was found that a value of -2 log likelihood for intercept only is 160.727, 

for final it is 135.420 and for chi-square it is 25.307. Also, the p-value is 0.021 for the final 

model, which includes quality management (integrity and honesty), quality management 

(justice), quality management (recognizing achievements), quality management (effective 

communication) and quality management (excellence). Since p-value is 0.021, which is less than 

0.05, it can be said that at least one of the regression coefficients is not equal to zero.  
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7.8.5.2 Goodness-of-Fit:  

To check the fit between the model and the data, a goodness-of-fit was used. A null 

hypothesis was used as the observed data is consistent with the fitted model, against the 

alternative hypothesis that the observed data is not consistent with the fitted model. It was found 

that p-value for Pearson is 0.004, which is less than 0.05. Hence, the null hypothesis will be 

rejected. Therefore, the observed data is not consistent with the fitted model. 

7.8.5.3 Pseudo R-Square: 

�&�R�[���D�Q�G���6�Q�H�O�O�¶�V���3�V�H�X�G�R���5-Square value is 0.303, which suggests that the specified model 

�H�[�S�O�D�L�Q�V���������������R�I���W�K�H���Y�D�U�L�D�E�L�O�L�W�\���R�I���W�K�H���U�H�V�S�R�Q�V�H���G�D�W�D���D�U�R�X�Q�G���L�W�V���P�H�D�Q�����1�D�J�H�O�N�H�U�N�H�¶�V���3�V�H�X�G�R���5-

Square value is 0.330, which suggests that the specified model explains 33.0% of the variability 

of the response data around its mean. McFadden�¶�V Pseudo R-Square value is 0.144, which 

suggests that the specified model explains 14.4% of the variability of the response data around its 

mean. 

7.8.5.4 Parameter Estimates:  

It was found that there is no p-value less than 0.05. Therefore, none of the ADP values 

are impacting the model developed for predicting quality management. 

7.8.5.5 Test of Parallel Lines:  

The test of parallel lines testing the null hypothesis showed that the slope coefficients in 

the model are the same across response categories, against the null hypothesis that the slope 

coefficients in the model are not the same across response categories. The p-value is 0.141, 

which is greater than 0.05, therefore the null hypothesis will not be rejected but will be accepted. 
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Therefore, the slope coefficients in the model in the model are the same across response 

categories. 

Having conducted ordered logistic regression, it is concluded that quality management is 

not affected with any of the values, as for all these, the p-value is greater than 0.05. 

7.8.6 Effect of Values on Human Resource Management 

Referring to Appendix E, the analyses done here were similar to 7.8.1. The count of the 

�U�H�V�S�R�Q�V�H�V�� �I�R�U�� �H�D�F�K�� �Y�D�O�X�H�¶�V�� �F�D�W�H�J�R�U�\��corresponds to dependent competency HR management. 

There is a total of 71 valid observations and none of the observations is missing. 

7.8.6.1 Model Fitting:  

To find the relationship between HR management and ADP values, the following 

information was used: effect of integrity and honesty on HR management, the effect of justice on 

HR management, the effect of recognizing achievements on HR management, the effect of 

effective communication on HR management, and the effect of excellence on HR management. 

It was found that a value of -2 log likelihood for intercept only is 145.056, for final it is 124.649 

and for chi-square it is 145.056-124.649 =20.407. Also, the p-value is 0.118 for the final model 

(includes human resource management (integrity and honesty), human resource management 

(justice), human resource management (recognizing achievements), human resource 

management (effective communication) and human resource management (excellence)). Since p-

value is 0.118, which is greater than 0.05, it can be said that none of the regression coefficients is 

not equal to zero. 
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7.8.6.2 Goodness-of-Fit:  

To check the fit between the model and the data, a goodness-of-fit was used. A null 

hypothesis was used as the observed data is consistent with the fitted model, against the 

alternative hypothesis that the observed data is not consistent with the fitted model. It was found 

that p-value for Pearson is 0.000, which is less than 0.05. Hence, the null hypothesis will be 

rejected. Therefore, the observed data is not consistent with the fitted model. 

7.8.6.3 Pseudo R-Square: 

�&�R�[���D�Q�G���6�Q�H�O�O�¶�V���3�V�H�X�G�R���5-Square value is 0.250, which suggests that the specified model 

explains 25.0% of the �Y�D�U�L�D�E�L�O�L�W�\���R�I���W�K�H���U�H�V�S�R�Q�V�H���G�D�W�D���D�U�R�X�Q�G���L�W�V���P�H�D�Q�����1�D�J�H�O�N�H�U�N�H�¶�V���3�V�H�X�G�R���5-

Square value is 0.277, which suggests that the specified model explains 27.7% of the variability 

of the response data around its mean. McFadden�¶�V Pseudo R-Square value is 0.123, which 

suggests that the specified model explains 12.3% of the variability of the response data around its 

mean. 

7.8.6.4 Parameter Estimates:  

It was found that there is no p-value less than 0.05. Therefore, none of the ADP values 

impact the model developed for predicting human resource management. 

7.8.6.5 Test of Parallel Lines:  

The test of parallel lines testing the null hypothesis showed that the slope coefficients in 

the model are the same across response categories, against the null hypothesis that the slope 

coefficients in the model are not the same across response categories. The p-value is 0.799, 

which is greater than 0.05, therefore the null hypothesis will not be rejected but will be accepted. 
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Therefore, the slope coefficients in the model in the model are the same across response 

categories. 

Having conducted ordered logistic regression, it is concluded that human resource 

management is not affected with any of the values, as all these p-values are greater than 0.05. 

7.8.7 Effect of ADP Values on Communication Management 

Referring to Appendix E, the analyses done here were similar to 7.8.1. The count of the 

�U�H�V�S�R�Q�V�H�V�� �I�R�U�� �H�D�F�K�� �Y�D�O�X�H�¶�V�� �F�D�W�H�J�R�U�\��corresponds to dependent competency communication 

management. There is a total of 71 valid observations and none of the observations is missing. 

7.8.7.1 Model Fitting:  

To find the relationship between communication management and ADP values, the 

following information was used: effect of integrity and honesty on communication management, 

the effect of justice on communication management, the effect of recognizing achievements on 

communication management, the effect of effective communication on communication 

management, and the effect of excellence on communication management. It was found that a 

value of -2 log likelihood for intercept only is 146.833, for final it is 123.711 and for chi-square 

it is 145.056-124.649 =23.121. Also, the p-value is 0.082 for the final model (includes 

communication management (integrity and honesty), communication management (justice), 

communication management (recognizing achievements), communication management 

(effective communication) and communication management (excellence)). Since p-value is 

0.082, which is greater than 0.05, it can be said that none of the regression coefficients is not 

equal to zero.  
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7.8.7.2 Goodness-of-Fit:  

To check the fit between model and the data, a goodness-of-fit was used. A null 

hypothesis was used as the observed data is consistent with the fitted model, against the 

alternative hypothesis that the observed data is not consistent with the fitted model. It was found 

that p-value for Pearson is 0.342 and for deviance 0.614, which is greater than 0.05. Hence, the 

null hypothesis will not be rejected. Therefore, the observed data is consistent with the fitted 

model. 

7.8.7.3 Pseudo R-Square: 

�&�R�[���D�Q�G���6�Q�H�O�O�¶�V���3�V�H�X�G�R���5-Square value is 0.278, which suggests that the specified model 

�H�[�S�O�D�L�Q�V���������������R�I���W�K�H���Y�D�U�L�D�E�L�O�L�W�\���R�I���W�K�H���U�H�V�S�R�Q�V�H���G�D�W�D���D�U�R�X�Q�G���L�W�V���P�H�D�Q�����1�D�J�H�O�N�H�U�N�H�¶�V���3�V�H�X�G�R���5-

Square value is 0.305, which suggests that the specified model explains 30.5% of the variability 

of the response data around its mean. McFadden�¶�V Pseudo R-Square value is 0.134, which 

suggests that the specified model explains 13.4% of the variability of the response data around its 

mean. 

7.8.7.4 Parameter Estimates:  

It was found that there is no p-value less than 0.05. Therefore, none of the ADP values 

impact the model developed for predicting communication management. 

7.8.7.5 Test of Parallel Lines:  

The test of parallel lines testing the null hypothesis showed that the slope coefficients in 

the model are the same across response categories, against the null hypothesis that the slope 

coefficients in the model are not the same across response categories. The p-value is 0.179, 
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which is greater than 0.05, therefore the null hypothesis will not be rejected but will be accepted. 

Therefore, the slope coefficients in the model are the same across response categories. 

Having conducted ordered logistic regression, it is concluded that communication 

management is not affected with any of the value, as all these p-values are greater than 0.05. 

7.8.8 Effect of ADP Values on Risk Management 

Referring to Appendix E, the analyses done here were similar to 7.8.1. The count of the 

�U�H�V�S�R�Q�V�H�V�� �I�R�U�� �H�D�F�K�� �Y�D�O�X�H�¶�V�� �F�D�W�H�J�R�U�\��corresponds to dependent competency risk management. 

There is a total of 69 valid observations and two of the observations are missing. 

7.8.8.1 Model Fitting:  

To find the relationship between risk management and ADP values, the following 

information was used: effect of integrity and honesty on risk management, the effect of justice on 

risk management, the effect of recognizing achievements on risk management, the effect of 

effective communication on risk management, and the effect of excellence on risk management. 

It was found that a value of -2 log likelihood for intercept only is 150.343, for final it is 0.000 

and for chi-square it is 150.343-0.000=150.343. Also, the p-value is 0.000 for the final model 

(includes risk management (integrity and honesty), risk management (justice), risk management 

(recognizing achievements), risk management (effective communication) and risk management 

(excellence)). Since p-value is 0.000, which is less than 0.05, it can be said that at least one of the 

regression coefficients is not equal to zero. 
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7.8.8.2 Goodness-of-Fit:  

To check the fit between the model and the data, a goodness-of-fit was used. A null 

hypothesis was used as the observed data is consistent with the fitted model, against the 

alternative hypothesis that the observed data is not consistent with the fitted model. It was found 

that p-value for Pearson is 0.999 and for deviance is 1.000, which is greater than 0.05. Hence, the 

null hypothesis will not be rejected. Therefore, it can be said that the observed data is consistent 

with the fitted model. 

7.8.8.3  Pseudo R-Square: 

�&�R�[���D�Q�G���6�Q�H�O�O�¶�V���3�V�H�X�G�R���5-Square value is 0.887, which suggests that the specified model 

explains 88.7% of the variability of the response data around its me�D�Q�����1�D�J�H�O�N�H�U�N�H�¶�V���3�V�H�X�G�R���5-

Square value is 0.958, which suggests that the specified model explains 95.8% of the variability 

of the response data around its mean. McFadden�¶�V Pseudo R-Square value is 0.837, which 

suggests that the specified model explains 83.7% of the variability of the response data around its 

mean. 

7.8.8.4 Parameter Estimates:  

It was found that there is no p-value less than 0.05. Therefore, none of the ADP values 

impact the model developed for predicting risk management. 

7.8.8.5 Test of Parallel Lines:  

The test of parallel lines testing the null hypothesis showed that the slope coefficients in 

the model are the same across response categories, against the null hypothesis that the slope 

coefficients in the model are not the same across response categories. The p-value is 1.000, 
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which is greater than 0.05, therefore the null hypothesis will not be rejected but will be accepted. 

Therefore, the slope coefficients in the model are the same across response categories. 

Having conducted ordered logistic regression, it is concluded that risk management is not 

affected with any of the values, as all these p-values are greater than 0.05. 

7.8.9 Effect of ADP Values on Procurement Management 

Referring to Appendix E, the analyses done here were similar to 7.8.1. The count of the 

�U�H�V�S�R�Q�V�H�V�� �I�R�U�� �H�D�F�K�� �Y�D�O�X�H�¶�V�� �F�D�W�H�J�R�U�\��corresponds to dependent competency procurement 

management. There are 71 available valid observations and none of the observations is missing. 

7.8.9.1 Model Fitting:  

To find the relationship between procurement management and ADP values, the 

following information was used: effect of integrity and honesty on procurement management, the 

effect of justice on procurement management, the effect of recognizing achievements on 

procurement management, the effect of effective communication on procurement management, 

and the effect of excellence on procurement management. It was found that a value of -2 log 

likelihood for intercept only is 154.428, for final it is 127.991 and for chi-square it is 154.428-

127.991=26.437. Also, the p-value is 0.048 for the final model, which includes procurement 

management (integrity and honesty), procurement management (justice), procurement 

management (recognizing achievements), procurement management (effective communication) 

and procurement management (excellence). Since p-value is 0.048, which is less than 0.05, it can 

be said that at least one of the regression coefficients is not equal to zero.  
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7.8.9.2 Goodness-of-Fit:  

To check the fit between the model and the data, a goodness-of-fit  was used. A null 

hypothesis was used as the observed data is consistent with the fitted model, against the 

alternative hypothesis that the observed data is not consistent with the fitted model. It was found 

that p-value for Pearson is 0.090 and for deviance is 1.000, which is greater than 0.05. Hence, the 

null hypothesis will not be rejected. Therefore, the observed data is consistent with the fitted 

model. 

7.8.9.3 Pseudo R-Square: 

�&�R�[���D�Q�G���6�Q�H�O�O�¶�V���3�V�H�X�G�R���5-Square value is 0.311, which suggests that the specified model 

�H�[�S�O�D�L�Q�V���������������R�I���W�K�H���Y�D�U�L�D�E�L�O�L�W�\���R�I���W�K�H���U�H�V�S�R�Q�V�H���G�D�W�D���D�U�R�X�Q�G���L�W�V���P�H�D�Q�����1�D�J�H�O�N�H�U�N�H�¶�V���3�V�H�X�G�R���5-

Square value is 0.340, which suggests that the specified model explains 34.0% of the variability 

of the response data around its mean. McFadden�¶�V Pseudo R-Square value is 0.152, which 

suggests that the specified model explains 15.2% of the variability of the response data around its 

mean. 

7.8.9.4 Parameter Estimates:  

It was found that there is no p-value less than 0.05. Therefore, none of the ADP values 

impact the model developed for predicting procurement management. 

7.8.9.5 Test of Parallel Lines:  

The test of parallel lines testing the null hypothesis showed that the slope coefficients in 

the model are the same across response categories, against the null hypothesis that the slope 

coefficients in the model are not the same across response categories. The p-value is 0.000, 
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which is less than 0.05, therefore the null hypothesis will not be rejected and will be accepted. 

Therefore, the slope coefficients in the model are not the same across response categories. 

Having conducted ordered logistic regression, it is concluded that procurement 

management is not affected with any of the values, as all these p-values are greater than 0.05. 

7.8.10 Effect of ADP Values on Achieving and Action 

Referring to Appendix E, the analyses done here were similar to 7.8.1. The count of the 

�U�H�V�S�R�Q�V�H�V���I�R�U���H�D�F�K���Y�D�O�X�H�¶�V���F�D�W�H�J�R�U�\��corresponds to dependent competency achieving and action. 

There is a total of 69 valid observations and two of the observations are missing. 

7.8.10.1 Model Fitting:  

To find the relationship between achieving and action and ADP values, the following 

information was used: effect of integrity and honesty on achieving and action, the effect of 

justice on achieving and action, the effect of recognizing achievements on achieving and action, 

the effect of effective communication on achieving and action, and the effect of excellence on 

achieving and action. It was found that a value of -2 log likelihood for intercept only is 164.198, 

for final it is 127.831 and for chi-square it is 164.198-127.831=36.367. Also, the p-value is 0.002 

for the final model, which includes achieving and action (integrity and honesty), achieving and 

action (justice), achieving and action (recognizing achievements), achieving and action (effective 

communication) and achieving and action (excellence). Since p-value is 0.002, which is less than 

0.05, at least one of the regression coefficients is not equal to zero.  
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7.8.10.2 Goodness-of-Fit:  

To check the fit between the model and the data, a goodness-of-fit was used. A null 

hypothesis was used as the observed data is consistent with the fitted model, against the 

alternative hypothesis that the observed data is not consistent with the fitted model. It was found 

that p-value for Pearson is 0.953 and for deviance 1.000, which is greater than 0.05. Hence, the 

null hypothesis will not be rejected. Therefore, the observed data is consistent with the fitted 

model. 

7.8.10.3 Pseudo R-Square: 

�&�R�[���D�Q�G���6�Q�H�O�O�¶�V���3�V�H�X�G�R���5-Square value is 0.410, which suggests that the specified model 

�H�[�S�O�D�L�Q�V���������������R�I���W�K�H���Y�D�U�L�D�E�L�O�L�W�\���R�I���W�K�H���U�H�V�S�R�Q�V�H���G�D�W�D���D�U�R�X�Q�G���L�W�V���P�H�D�Q�����1�D�J�H�O�N�H�U�N�H�¶�V���3�V�H�X�G�R���5-

Square value is 0.441, which suggests that the specified model explains 44.1% of the variability 

of the response data around its mean. McFadden�¶�V Pseudo R-Square value is 0.198, which 

suggests that the specified model explains 19.8% of the variability of the response data around its 

mean. 

7.8.10.4 Parameter Estimates:  

It was found that there are various categories of values which impact the model 

developed for predicting achieving and action, �D�Q�G���W�K�R�V�H���F�D�W�H�J�R�U�L�H�V���D�U�H���³agree�´���R�I��integrity and 

honesty as p-�Y�D�O�X�H�� �L�V�� �������������� �³moderate�´�� �R�I��recognizing achievements as p-value is 0.035 and 

�³disagree�´���R�I��effective communication as p-value is 0.000; for all these categories p-value is less 

than 0.05, therefore they have influence on the model. 
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7.8.10.5 Test of Parallel Lines:  

The test of parallel lines testing the null hypothesis showed that the slope coefficients in 

the model are the same across response categories, against the null hypothesis that the slope 

coefficients in the model are not the same across response categories. The p-value is 0.862, 

which is greater than 0.05, therefore the null hypothesis will not be rejected and will be accepted. 

Therefore, the slope coefficients in the model are the same across response categories. 

Having conducted ordered logistic regression, it is concluded that achieving and action is 

affected differently �E�\�� �$�'�3�¶�V�� �Y�D�O�X�H�V�� �R�I��integrity and honesty, recognizing achievements, and 

effective communication. 

7.8.11 Effect of ADP Values on Stakeholder Management 

Referring to Appendix E, the analyses done here were similar to 7.8.1. The count of the 

�U�H�V�S�R�Q�V�H�V�� �I�R�U�� �H�D�F�K�� �Y�D�O�X�H�¶�V�� �F�D�W�H�J�R�U�\��corresponds to dependent competency stakeholder 

management. There is a total of 70 valid observations and one of the observations is missing. 

7.8.11.1 Model Fitting:  

To find the relationship between stakeholder management and ADP values, the following 

information was used: effect of integrity and honesty on stakeholder management, the effect of 

justice on stakeholder management, the effect of recognizing achievements on stakeholder 

management, the effect of effective communication on stakeholder management, and the effect 

of excellence on stakeholder management. It was found that a value of -2 log likelihood for 

intercept only is 164.198, for final it is 127.831 and for chi-square it is 164.198-127.831=36.367. 

Also, the p-value is 0.002 for the final model, which includes achieving and action (integrity and 
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honesty), achieving and action (justice), achieving and action (recognizing achievements), 

achieving and action (effective communication) and achieving and action (excellence). Since p-

value is 0.028, which is less than 0.05, at least one of the regression coefficients is not equal to 

zero. 

7.8.11.2 Goodness-of-Fit:  

To check the fit between the model and the data, a goodness-of-fit was used. A null 

hypothesis was used as the observed data is consistent with the fitted model, against the 

alternative hypothesis that the observed data is not consistent with the fitted model. It was found 

that p-value for Pearson is 0.000, which is less than 0.05. Hence, the null hypothesis will be 

rejected. Therefore, the observed data is not consistent with the fitted model. 

7.8.11.3 Pseudo R-Square: 

�&�R�[���D�Q�G���6�Q�H�O�O�¶�V���3�V�H�X�G�R���5-Square value is 0.308, which suggests that the specified model 

�H�[�S�O�D�L�Q�V���������������R�I���W�K�H���Y�D�U�L�D�E�L�O�L�W�\���R�I���W�K�H���U�H�V�S�R�Q�V�H���G�D�W�D���D�U�R�X�Q�G���L�W�V���P�H�D�Q�����1�D�J�H�O�N�H�U�N�H�¶�V���3�V�H�X�G�R���5-

Square value is 0.342, which suggests that the specified model explains 34.2% of the variability 

of the response data around its mean. McFadden�¶�V Pseudo R-Square value is 0.160, which 

suggests that the specified model explains 16.0% of the variability of the response data around its 

mean. 

7.8.11.4 Parameter Estimates:  

It was found that there is a category of value which is impacting the model developed for 

predicting stakeholder management, �D�Q�G���W�K�D�W���F�D�W�H�J�R�U�\���L�V���³disagree�´���R�I��recognizing achievements 

as p-value is 0.013.  
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7.8.11.5 Test of Parallel Lines:  

The test of parallel lines testing the null hypothesis showed that the slope coefficients in 

the model are the same across response categories, against the null hypothesis that the slope 

coefficients in the model are not the same across response categories. The p-value is 0.020, 

which is less than 0.05, therefore the null hypothesis will be rejected and the alternative 

hypothesis will be accepted. Therefore, the slope coefficients in the model are not the same 

across response categories. 

Having conducted ordered logistic regression, it is concluded that stakeholder 

management is affected differently �E�\�� �$�'�3�¶�V���Y�D�O�X�H�V���R�I��recognizing achievements as p-value is 

less than 0.05. 

7.8.12 Effect of ADP Values on Conflict Management 

Referring to Appendix E, the analyses done here were similar to 7.8.1. The count of the 

�U�H�V�S�R�Q�V�H�V���I�R�U���H�D�F�K���Y�D�O�X�H�¶�V���F�D�W�H�J�R�U�\���F�R�U�U�H�V�S�R�Q�G���W�R���G�H�S�H�Q�G�H�Q�W���F�R�P�S�H�W�H�Q�F�\���F�R�Q�I�O�L�F�W���P�D�Q�D�J�H�P�H�Q�W����

There is a total of 69 valid observations and two of the observations are missing. 

7.8.12.1 Model Fitting:  

To find the relationship between conflict management and ADP values, the following 

information was used: effect of integrity and honesty on conflict management, the effect of 

justice on conflict management, the effect of recognizing achievements on conflict management, 

the effect of effective communication on conflict management, and the effect of excellence on 

conflict management. It was found that a value of -2 log likelihood for intercept only is 154.690, 

for final it is 117.240 and for chi-square it is 154.690-117.240=37.450. Also, the p-value is 0.002 
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for the final model, which includes conflict management (integrity and honesty), conflict 

management (justice), conflict management (recognizing achievements), conflict management 

(effective communication) and conflict management (excellence). Since p-value is 0.002, which 

is less than 0.05, it can be said that at least one of the regression coefficients is not equal to zero. 

7.8.12.2 Goodness-of-Fit:  

To check the fit between the model and the data, a goodness-of-fit was used. A null 

hypothesis was used as the observed data is consistent with the fitted model, against the 

alternative hypothesis that the observed data is not consistent with the fitted model. It was found 

that p-value for Pearson is 0.000, which is less than 0.05. Hence, the null hypothesis will be 

rejected. Therefore, the observed data is not consistent with the fitted model. 

7.8.12.3 Pseudo R-Square: 

�&�R�[���D�Q�G���6�Q�H�O�O�¶�V���3�V�H�X�G�R���5-Square value is 0.419, which suggests that the specified model 

explains 41.9% of the variability of the response d�D�W�D���D�U�R�X�Q�G���L�W�V���P�H�D�Q�����1�D�J�H�O�N�H�U�N�H�¶�V���3�V�H�X�G�R���5-

Square value is 0.455, which suggests that the specified model explains 45.5% of the variability 

of the response data around its mean. McFadden�¶�V Pseudo R-Square value is 0.215, which 

suggests that the specified model explains 21.5% of the variability of the response data around its 

mean. 

7.8.12.4 Parameter Estimates:  

It was found that there are categories of value which are impacting the model developed 

for predicting conflict management, and those �F�D�W�H�J�R�U�L�H�V�� �D�U�H�� �³moderate�´�� �D�Q�G�� �³agree�´�� �R�I��

recognizing achievements as p-values for both categories is 0.004; for this category p-value is 

less than 0.05, therefore it has influence on the model. 
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7.8.12.5 Test of Parallel Lines:  

The test of parallel lines testing the null hypothesis showed that the slope coefficients in 

the model are the same across response categories, against the null hypothesis that the slope 

coefficients in the model are not the same across response categories. The p-value is 0.860, 

which is greater than 0.05, therefore the null hypothesis will not be rejected and will be accepted. 

Therefore, the slope coefficients in the model are the same across response categories. 

Having conducted ordered logistic regression, it is concluded that conflict management is 

affected differently �E�\���$�'�3�¶�V���Y�D�O�X�H�V���R�I��excellence, as p-value is less than 0.05. 

7.8.13 Effect of ADP Values on Leadership 

Referring to Appendix E, the analyses done here were similar to 7.8.1. The count of the 

�U�H�V�S�R�Q�V�H�V���I�R�U���H�D�F�K���Y�D�O�X�H�¶�V���F�D�W�H�J�R�U�\��corresponds to dependent competency leadership. There is a 

total of 69 valid observations and two of the observations are missing. 

7.8.13.1 Model Fitting:  

To find the relationship between leadership and ADP values, the following information 

was used: effect of integrity and honesty on leadership, the effect of justice on leadership, the 

effect of recognizing achievements on leadership, the effect of effective communication on 

leadership, and the effect of excellence on leadership. It was found that a value of -2 log 

likelihood for intercept only is 140.976, for final it is 85.771 and for chi-square it is 140.976-

85.771 =55.204. Also, the p-value is 0.002 for the final model includes leadership (integrity and 

honesty), leadership (justice), leadership (recognizing achievements), leadership (effective 
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communication) and leadership (excellence). Since p-value is 0.002, which is less than 0.05, it 

can be said that at least one of the regression coefficients is not equal to zero. 

7.8.13.2 Goodness-of-Fit:  

To check the fit between model and the data, a goodness-of-fit was used. A null 

hypothesis was used as the observed data is consistent with the fitted model, against the 

alternative hypothesis that the observed data is not consistent with the fitted model. It was found 

that p-value for Pearson is 0.437 and for deviance 0.996, which is greater than 0.05. Hence, the 

null hypothesis will not be rejected. Therefore, the observed data is consistent with the fitted 

model. 

7.8.13.3 Pseudo R-Square: 

�&�R�[���D�Q�G���6�Q�H�O�O�¶�V���3�V�H�X�G�R���5-Square value is 0.551, which suggests that the specified model 

�H�[�S�O�D�L�Q�V���������������R�I���W�K�H���Y�D�U�L�D�E�L�O�L�W�\���R�I���W�K�H���U�H�V�S�R�Q�V�H���G�D�W�D���D�U�R�X�Q�G���L�W�V���P�H�D�Q�����1�D�J�H�O�N�H�U�N�H�¶�V���3�V�H�X�G�R���5-

Square value is 0.609, which suggests that the specified model explains 60.9% of the variability 

of the response data around its mean. McFadden�¶�V Pseudo R-Square value is 0.340, which 

suggests that the specified model explains 34.0% of the variability of the response data around its 

mean. 

7.8.13.4 Parameter Estimates:  

It was found that there are various categories of values which are impacting the model 

developed for predicting leadership, �D�Q�G���W�K�R�V�H���F�D�W�H�J�R�U�L�H�V���D�U�H���³agree�´���R�I��integrity and honesty as 

p-value is 0.01������ �³agree�´�� �R�I��recognizing achievements as p-�Y�D�O�X�H�� �L�V�� ������������ �D�Q�G�� �³moderate�´�� �D�Q�G��

�³agree�´���R�I��excellence as p-value is 0.001 and 0.000; for all these categories p-value is less than 

0.05, therefore they have influence on the model. 
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7.8.13.5 Test of Parallel Lines:  

The test of parallel lines testing the null hypothesis showed that the slope coefficients in 

the model are the same across response categories, against the null hypothesis that the slope 

coefficients in the model are not the same across response categories. The p-value is 0.957, 

which is greater than 0.05, therefore the null hypothesis will not be rejected but will be accepted. 

Therefore the slope coefficients in the model are the same across response categories. 

Having conducted ordered logistic regression, it is concluded that leadership is affected 

differently �E�\���$�'�3�¶�V���Y�D�O�X�H�V���R�I��integrity and honesty, recognizing achievements, and excellence 

as p-value is less than 0.05.  

7.8.14 Effect of ADP Values on Problem-solving 

Referring to Appendix E, the analyses done here were similar to 7.8.1. The count of the 

�U�H�V�S�R�Q�V�H�V�� �I�R�U�� �H�D�F�K�� �Y�D�O�X�H�¶�V�� �F�D�W�H�J�R�U�\��corresponds to dependent competency problem-solving. 

There is a total of 70 valid observations and one of the observations is missing. 

7.8.14.1 Model Fitting:  

To find the relationship between problem-solving and ADP values, the following 

information was used: effect of integrity and honesty on problem-solving, the effect of justice on 

problem-solving, the effect of recognizing achievements on problem-solving, the effect of 

effective communication on problem-solving, and the effect of excellence on problem-solving. It 

was found that a value of -2 log likelihood for intercept only is 142.885, for final it is 100.341 

and for chi-square it is 142.885-100.341 =42.544. Also, the p-value is 0.000 for the final model 

(includes problem-solving (integrity and honesty), problem-solving (justice), problem-solving 
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(recognizing achievements), problem-solving (effective communication) and problem-solving 

(excellence)). Since p-value is 0.000, which is less than 0.05, it can be said that at least one of the 

regression coefficients is not equal to zero. 

7.8.14.2 Goodness-of-Fit:  

To check the fit between the model and the data, a goodness-of-fit was used. A null 

hypothesis was used as the observed data is consistent with the fitted model, against the 

alternative hypothesis that the observed data is not consistent with the fitted model. It was found 

that p-value for Pearson is 0.922 and for deviance 1.000, which is greater than 0.05. Hence, the 

null hypothesis will not be rejected. Therefore, the observed data is consistent with the fitted 

model. 

7.8.14.3 Pseudo R-Square: 

�&�R�[���D�Q�G���6�Q�H�O�O�¶�V���3�V�H�X�G�R���5-Square value is 0.455, which suggests that the specified model 

explains 45.5% of the variability of the response data arou�Q�G���L�W�V���P�H�D�Q�����1�D�J�H�O�N�H�U�N�H�¶�V���3�V�H�X�G�R���5-

Square value is 0.500, which suggests that the specified model explains 50.0% of the variability 

of the response data around its mean. McFadden�¶�V Pseudo R-Square value is 0.251, which 

suggests that the specified model explains 25.1% of the variability of the response data around its 

mean. 

7.8.14.4 Parameter Estimates : 

It was found that there are various categories of values which are impacting the model 

developed for predicting problem-solving, �D�Q�G�� �W�K�R�V�H�� �F�D�W�H�J�R�U�L�H�V�� �D�U�H�� �³moderate�´�� �R�I��justice as p-

value is 0.049, �D�Q�G���³moderate�´���D�Q�G���³agree�´���R�I��excellence as p-value is 0.006 and 0.000; for all 

these categories, p-value is less than 0.05 therefore they have influence on the model. 
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7.8.14.5 Test of Parallel Lines:  

The test of parallel lines testing the null hypothesis showed that the slope coefficients in 

the model are the same across response categories, against the null hypothesis that the slope 

coefficients in the model are not the same across response categories. The p-value is 0.997, 

which is greater than 0.05, therefore the null hypothesis will not be rejected. Therefore the slope 

coefficients in the model are the same across response categories. 

Having conducted ordered logistic regression, it is concluded that problem-solving is 

affected differently �E�\���$�'�3�¶�V���Y�D�O�X�H�V���R�I��justice and excellence, as all these p-values are less than 

0.05. 

7.8.15 Effect of ADP Values on Personal Effectiveness 

Referring to Appendix E, the analyses done here were similar to 7.8.1. The count of the 

�U�H�V�S�R�Q�V�H�V�� �I�R�U�� �H�D�F�K�� �Y�D�O�X�H�¶�V�� �F�D�W�H�J�R�U�\��corresponds to dependent competency personal 

effectiveness. There is a total of 70 are valid observations and one of the observations is missing. 

7.8.15.1 Model Fitting:  

To find the relationship between personal effectiveness and ADP values, the following 

information was used: effect of integrity and honesty on personal effectiveness, the effect of 

justice on personal effectiveness, the effect of recognizing achievements on personal 

effectiveness, the effect of effective communication on personal effectiveness, and the effect of 

excellence on personal effectiveness. It was found that a value of -2 log likelihood for intercept 

only is 127.612, for final it is 104.694 and for chi-square it is 127.612-104.694=22.918. Also, the 

p-value is 0.086 for the final model, which includes personal effectiveness (integrity and 
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honesty), personal effectiveness (justice), personal effectiveness (recognizing achievements), 

personal effectiveness (effective communication) and personal effectiveness (excellence). Since 

p-value is 0.082, which is greater than 0.05, it can be said that none of the regression coefficients 

is not equal to zero. 

7.8.15.2 Goodness-of-Fit:  

To check the fit between the model and the data, a goodness-of-fit was used. A null 

hypothesis was used as the observed data is consistent with the fitted model, against the 

alternative hypothesis that the observed data is not consistent with the fitted model. It was found 

that p-value for Pearson is 0.968 and for deviance 0.981, which is greater than 0.05. Hence, the 

null hypothesis will not be rejected. Therefore, the observed data is consistent with the fitted 

model. 

7.8.15.3 Pseudo R-Square: 

�&�R�[���D�Q�G���6�Q�H�O�O�¶�V���3�V�H�X�G�R���5-Square value is 0.279, which suggests that the specified model 

�H�[�S�O�D�L�Q�V���������������R�I���W�K�H���Y�D�U�L�D�E�L�O�L�W�\���R�I���W�K�H���U�H�V�S�R�Q�V�H���G�D�W�D���D�U�R�X�Q�G���L�W�V���P�H�D�Q�����1�D�J�H�O�N�H�U�N�H�¶�V���3�V�H�X�G�R���5-

Square value is 0.312, which suggests that the specified model explains 31.2% of the variability 

of the response data around its mean. McFadden�¶�V Pseudo R-Square value is 0.145, which 

suggests that the specified model explains 14.5% of the variability of the response data around its 

mean. 

7.8.15.4 Parameter Estimates:  

It was found that there is no p-value less than 0.05. Therefore none of the values are 

impacting the model developed for predicting personal effectiveness. 
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7.8.15.5 Test of Parallel Lines:  

The test of parallel lines testing the null hypothesis showed that the slope coefficients in 

the model are the same across response categories, against the null hypothesis that the slope 

coefficients in the model are not the same across response categories. The p-value is 0.000, 

which is less than 0.05, therefore the null hypothesis will be rejected and the alternative 

hypothesis will be accepted. Therefore the slope coefficients in the model are not the same across 

response categories. 

Having conducted ordered logistic regression, it is concluded that personal effectiveness 

is not affected with any of the values, as all these p-values are greater than 0.05. 

7.9: Qualitative Analysis  to Explore Challenges Related to ADP Values and 

���”�‘�Œ�‡�…�–�����ƒ�•�ƒ�‰�‡�”�•�ï�����‘�•�’�‡�–�‡�•�…�‹�‡�•: 

In order to empirically explore challenges related to ADP values and �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶ 

competencies, the last part (section 5) of the questionnaire consisted of two open-ended 

questions, which were:    

1. In your opinion, what are the challenges which project managers face regarding 

�$�'�3�¶�V���Y�D�O�X�H�V�"�� 

2. In your opinion, what are the challenges which project managers face regarding 

their competencies and skills? 

These questions generated qualitative data which were analysed using a deductive 

approach, which is one of the reasoning methods that works from the more general to the more 

specific (Beiske, 2007). This approach was used to narrow down the general challenges of ADP 

values and PM competencies to more specific ones.  
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The managers and project managers were also asked to comment on the challenges 

project managers face, or they think project managers face, �U�H�J�D�U�G�L�Q�J���$�'�3�¶�V���Y�D�O�X�H�V�����$�V���D���Uesult, 

a few very useful insights were obtained. Table 7.21 summarizes the challenges that project 

managers face regarding ADP values.  

Table  7-21�����&�K�D�O�O�H�Q�J�H�V���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V���I�D�F�H���U�H�J�D�U�G�L�Q�J���$�'�3�¶�V��values: 

No Challenge Number of respondents who 

made this suggestion 

1 Project managers are not aware of project requirements 7 

2 Top management involvement during project lifecycle 2 

3 Level of contractors in UAE market are not suitable for the AD police 

values  

4 

4 Police environment and change in structure 2 

5 No clear authority matrix, and there is limited authority for project 

managers 

5 

6 Effective communication and teamwork  9 

7 It is not clear how to adapt values in ADP 4 

7.9.1 The Challenges Project Managers Face Regarding their Competencies and Skills 

In addition, the managers and project managers were also asked to comment on the 

challenges project managers face, or they think project managers face, regarding their 

competencies and skills. Table 7.22 summarizes the challenges that project managers face 

regarding pr�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V���� 

Table  7-22: Challenges project managers face regarding PM competencies 

No Challenge Number of respondents who made 
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this suggestion 

1 Personality of project managers  2 

2 Decision-making ability 4 

3 Low level of competencies 7 

4 Project managers do not have enough experience 4 

5 Project managers need more experience to be more effective 2 

6 Implement effective training 11 

7 Project management tools  3 

7.9.2 Other Comments Regarding the Values of ADP and/or the Competencies of its 

Project Managers. 

Finally, the managers and project managers were also asked to make any comments on 

the challenges project managers face, or they think project managers face, regarding ADP values, 

their competencies and skills. Table 7.23 summarizes these comments.  

Table  7-23: Other comments regarding the challenges project managers face regarding 
�$�'�3�¶�V���Y�D�O�X�H�V���D�Q�G���F�R�P�S�H�W�H�Q�F�L�H�V 

No Comments  Number of respondents who 

made this suggestion 

1 Adding best practice as a new value to ADP 1 

2 Implementing lessons learned in Abu-Dhabi Police  2 

Project managers think that issues like change of materials during the design phase 

increase the budget of the project and affect the design. Moreover, the change in the police 

structure is very fast and requirements of projects change, even when the project is in the final 

phase. Furthermore, there is no clear authority matrix and there is limited authority for project 

managers. 
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Recognition of the achievements must be timely and common practice at ADP. Effective 

communication was also found to be a great issue according to both managers and project 

managers. The quantitative results also indicated that effective communication influences almost 

all the competencies, and Abu-Dhabi Police lack this quality to a great extent. A few responses 

indicated that project managers consider stakeholder management is also a big issue, because 

there exists no proper process for this management.  

 The quantitative analysis indicated that stakeholder management is the most affected 

competency of all, by all values. It shows that stakeholder management holds the most 

importance of all the competencies as a whole. Professionalism is an area that needs to be 

worked on. According to a few project managers, time management and effective 

communication are integral parts of professionalism. 

Effective training was also found to be a great issue according to both managers and project 

managers. One of the challenges is gaining the right choice of competency. It means that project 

managers somehow have to face difficulty in applying the right skill in difficult or confusing 

situations. 

Managers, however, indicated a very different set of challenges for project managers. According 

to them, project managers lack the desired level of experience and knowledge and also the vision 

for the engineering department. That is why gaining the required level of competencies and skills 

becomes challenging for them. Moreover, they are often quick at taking decisions without proper 

evaluation of alternatives, which results in excessive cost accumulation for the department.  
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Hence, it can be concluded from the above detailed analyses that in general terms the 

values under consideration have a very strong relationship with the achievement of the 

competencies detailed; however, in specific terms of Abu-Dhabi Police, there is a large gap 

between the viewpoints of the managers and the project managers. Both of these groups need to 

collaborate and work together to identify the issues and challenges and try to work on them. 

7.10: Discussion of the Result 

Diff erent statistical procedures were conducted to study the effect of ADP values on 

project �P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V���� �2�Q�� �W�K�H�� �E�D�V�L�V�� �R�I�� �W�K�H�� �U�H�V�X�O�W�V�� �L�W�� �Z�D�V��revealed that integration 

management is affected more by integrity and honesty, effective communication and excellence; 

scope management is affected more by integrity and honesty; recognizing achievements and 

effective communication; time management is affected more by integrity and honesty; cost 

management is affected more by effective communication and excellence; achieving and action 

is affected more by integrity and honesty, recognizing achievements and effective 

communication; stakeholder management is affected more by recognizing achievements; conflict 

management is affected by recognizing achievements; leadership is affected more by integrity 

and honesty, recognizing achievements and excellence; problem-solving is affected more by 

justice and excellence. Another interpretation of the results can be that integrity and honesty is 

affecting the competencies integration management, scope management, time management, 

achieving and action and leadership; effective communication is affecting the competencies 

integration management, scope management, cost management and achieving and action; 

excellence is affecting the competencies integration management, cost management, conflict 

management, leadership and problem-solving; recognizing achievement is affecting the 

competencies scope management, achieving and action, stakeholder management, and 
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leadership; finally justice is affecting the competencies problem-solving. Table 7.24 summarizes 

the findings of this research.  

Table  7-24: Summary of  this research 

Values of 
ADP 

Integrity and 
honesty  

Justice Recognizing 
achievement 

Effective 
communication 

Excellence 

Impact of 
significance 
of values on 
competencies 

�x Integration 
manageme
nt  

�x Scope 
manageme
nt 

�x Time 
manageme
nt 

�x Achieving 
and action 

�x Leadership 

�x Problem-
solving 

�x Scope 
managemen
t  

�x Achieving 
and action 

�x Stakeholder 
managemen
t 

�x Leadership 

�x Integration 
Managemen
t  

�x Scope 
management  

�x Cost 
management  

�x Achieving 
and action 

�x Integration 
manageme
nt  

�x Cost 
manageme
nt  

�x Conflict 
manageme
nt  

�x Leadership  
�x Problem-

solving 

The results indicate that Abu-Dhabi Police values are impacting differently on project 

�P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V���� �7�K�L�V�� �J�L�Y�H�V�� �D�� �Y�H�U�\�� �X�V�H�I�X�O�� �L�Q�V�L�J�K�W�� �W�R��Abu-Dhabi Police regarding the 

management of the values and achieving them. In order to attain the higher level of competency 

through values, Abu-Dhabi Police must work on controlling the effects of its values on project 

�P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V���� 

7.11: Summary of Chapter 7:  

In this chapter, descriptive statistics were first used to check the current levels of 

attainment of both values and competencies in ADP. Next, ordinal regression was used to 

analyze the impact of the values of Abu-Dhabi Police on the level of competency of their project 

managers. Five ADP values were considered and  their impact on fifteen project m�D�Q�D�J�H�U�V�¶��

competencies were studied.  
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�7�K�L�V�� �V�W�X�G�\�� �L�Q�G�L�F�D�W�H�G�� �W�K�D�W�� �$�'�3�¶�V�� �Y�D�O�X�H�V�� �L�P�S�D�F�W�� �W�K�H�L�U�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V��

differently. This gives a very useful insight to ADP regarding the management of their values. In 

order to attain higher levels of competency and values, ADP must work on developing their 

�S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �V�N�L�O�O�V�� �D�Q�G�� �F�R�P�S�H�W�H�Q�F�L�H�V���� �7�K�H�� �V�N�L�O�O�� �O�H�Y�H�O�� �R�I�� �F�H�U�W�D�L�Q�� �F�R�P�S�H�W�H�Q�F�L�H�V�� �F�D�Q�� �E�H��

improved, as well as the achievement of values in the Force. Ways of improving the 

competencies of the PMs can be sought through, e.g., further training. A regular assessment, 

such as the one carried out in this research, is recommended for ADP, as it will enable the 

organization to track the attainment of their values and competencies, both at the organizational 

and individual levels. This will provide a basis for evolving both individual and group solutions 

for improving the achievement levels of their competencies. 
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Chapter8: Conclusions and Recommendations  

8.1: Introduction  to Chapter 8 

Improving project performance has been the major task of most organizations. To 

improve project performance and outcomes, it is essential to find out which aspects and factors 

are related, and affect �S�U�R�M�H�F�W�V�¶�� �S�H�U�I�R�U�P�D�Q�F�H�� �D�Q�G�� �R�X�W�F�R�P�H�V���� �2�U�J�D�Q�L�]�D�W�L�R�Q�D�O�� �F�X�O�W�X�U�H���� �S�U�R�M�H�F�W��

management culture, and pro�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �F�K�D�U�D�F�W�H�U�L�V�W�L�F�V�� �K�D�Y�H�� �D�Q�� �L�P�S�D�F�W�� �R�Q�� �S�U�R�M�H�F�W��

performance and outcomes. Based on that, this research has carried out a study with the aim of 

diagnosing the values of Abu-Dhabi Police (part of the organizational culture) and its impact on 

ADP pro�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V�����S�D�U�W���R�I���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�K�D�U�D�F�W�H�U�L�V�W�L�F�V���� This has guided 

the development of a training programme for Abu-Dhabi Police project managers. This chapter 

outlines the main findings and the limitations of this research. In addition, it offers some 

recommendations for Abu-Dhabi Police, and some recommendations for further study.  

8.2: Summary of the Study 

�,�Q���W�K�H���I�L�U�V�W���F�K�D�S�W�H�U���R�I���W�K�L�V���U�H�V�H�D�U�F�K�����W�K�H���U�H�V�H�D�U�F�K�¶�V���D�L�P���Z�D�V���V�W�D�W�H�G���D�V��examining how much 

the values of Abu-Dhabi Police are being achieved, as well as their impacts on the competencies 

of their project managers. To fulfil this aim, different approaches were taken. There follows a 

summarized outline of these approaches.   

The objective of this research required investigation of aspects of project performance 

and factors that affect its performance. Chapter 2 shed light on the nature of projects and it 

reviewed aspects of organizational systems presented in Figure 2.3, and how projects are 

affected by different factors, such as organizational culture, project management culture, and 
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�S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�K�D�U�D�F�W�H�U�L�V�W�L�F�V�����7�K�H�Q���S�U�R�M�H�F�W���P�D�Q�D�J�H�U���F�K�D�U�D�F�W�H�U�L�V�W�L�F�V���D�Q�G���S�U�R�M�H�F�W���P�D�Q�D�J�H�P�H�Q�W��

culture were discussed in detail. Different references were used to gather information on these 

two factors.  

Chapter 3 reviewed literatures on organizational culture and how different organizational 

�F�X�O�W�X�U�H�� �W�\�S�H�V�� �D�I�I�H�F�W�� �R�U�J�D�Q�L�]�D�W�L�R�Q�V�¶�� �S�H�U�I�R�U�P�D�Q�F�H���� �,�W�� �D�O�V�R�� �R�X�W�O�L�Q�H�G�� �W�K�D�W�� �O�H�D�G�H�U�V�K�L�S�� �D�Q�G��

organizational culture are two sides of the same coin, and tools needed to be applied in changing 

organizational culture. Finally, Chapter 3 discussed researches that link organizational culture 

and performance.  

Chapter 4 talked about Abu-Dhabi Police and its strategy and values and how 

constructions projects help ADP achieving its vision. In addition it highlighted different PM 

competencies that required by ADP project managers to effectively manage construction project.   

Chapter 5 presented a conceptual framework that was developed to reflect key factors 

that affect project performance and outcome. This conceptual framework presented that there are 

three main factors that influence project performance and outcome; namely organizational 

culture, project management culture, and project �P�D�Q�D�J�H�U�V�¶��characteristics.  

Chapter 6 provided a detailed description of the research methodology adopted in this 

research, and it outlined the procedures adopted to carry out this research.  

Chapter 7 includes how data was collected and what type of statistical analysis was used. 

It contains both descriptive and ordinal regression analysis. An evaluation of the relationship 

between Abu-�'�K�D�E�L���3�R�O�L�F�H���Y�D�O�X�H�V���D�Q�G���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V���Z�D�V���X�Q�G�H�U�W�D�N�H�Q���� 
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8.3: Key Findings of this Research 

The purpose of this study was to examine the achievement of the values of Abu-Dhabi 

Police and how they affect �$�'�3�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V���� �,�Q�� �D�G�G�L�W�L�R�Q, this study 

highlighted the important factors that affect project performance in Abu-Dhabi Police. The 

findings from this study indicate that different Abu-Dhabi Police values affect different project 

�P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V��at different levels. In addition, the collected data supports the statement 

that organizational �F�X�O�W�X�U�H���K�D�V���D�Q���L�P�S�D�F�W���R�Q���H�P�S�O�R�\�H�H�V�¶���S�H�U�I�R�U�P�D�Q�F�H�� 

This research provides insight into the perspective of Abu-Dhabi Police managers and 

project managers toward values of their organization and their influence on project manager�V�¶��

competencies. These perspectives indicate that both managers and project managers in Abu-

Dhabi Police believe that values in �$�'�3���K�D�Y�H���D�Q���L�Q�I�O�X�H�Q�F�H���R�Q���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V���� 

This research also indicates that values of Abu-Dhabi Police affect projec�W�� �P�D�Q�D�J�H�U�V�¶��

competencies differently in term of numbers and names. For example; integrity and honesty has 

more effect on five project managers�¶ competencies, justice has more effect on one project 

�P�D�Q�D�J�H�U�V�¶��competency, recognizing achievement has more effect on �I�R�X�U�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶��

competencies, effective communication has more effect on four project manager�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V����

and excellence has more effects on four project managers�¶ competencies. This can address issues 

regarding Abu-Dhabi Police values. In addition, the qualitative part of this analysis indicates that 

project managers face difficulty in applying the right skills to the project because of their limited 

authority.  

Project managers are an important asset for Abu-Dhabi Police, and they are impacted by its 

values. In addition, as Abu-Dhabi Police depends highly on project managers in managing its 
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projects, which help ADP achieving its vision and strategy, it is critical for Abu-Dhabi Police to 

control the effect of its values. When values are controlled, project managers would be motivated 

and that would positively affect the project performance. The proper training programme 

provides help in controlling the effect of Abu-Dhabi Police values. Controlling the effect of Abu-

�'�K�D�E�L�� �3�R�O�L�F�H�� �Y�D�O�X�H�V�� �R�Q�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V�� �Z�L�O�O�� �L�P�S�U�R�Y�H�� �W�K�H�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶��

competencies, which would lead to better project performance.  

8.4: Contribution s to Knowledge  

1- This research has provided a great insight into factors that affect project performance in 

ADP. It particularly provided evidence that different values of Abu-Dhabi Police affect 

project manager�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V�� �G�L�I�I�H�U�H�Q�W�O�\���� �)�L�U�V�W�O�\���� �W�K�H�� �Y�D�O�X�H�V�� �Dnd competencies are 

achieved, as Table 8.1 shows project manager�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V�� �D�U�H�� �L�Q�I�O�X�H�Q�F�H�G�� �P�R�U�H�� �E�\��

Abu-Dhabi Police values: 

Table  8-1: Effect of Abu-�'�K�D�E�L���3�R�O�L�F�H���Y�D�O�X�H�V���R�Q���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶��competencies 

# Value Affected competencies  
1 Integrity and honesty  1. Integration management  

2. Scope management 
3. Time management 
4. Achieving and action 
5. Leadership 

2 Justice  1. Problem-solving 

3 Recognizing achievement 1. Scope management  
2. Achieving and action 
3. Stakeholder management 
4. Leadership 

4 Effective communication  1. Integration management  
2. Scope management  
3. Cost management  
4. Achieving and action  

5 Excellence  1. Integration management  
2. Cost management  
3. Conflict management  
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4. Leadership  
5. Problem-solving 

This is not to suggest that these values are not affecting all competencies, but to draw the 

attention of Abu-Dhabi Police to �W�K�H�� �H�I�I�H�F�W�� �R�I�� �W�K�H�V�H�� �Y�D�O�X�H�V�� �R�Q�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶��

competencies in order for them to find approaches to control the effect of these values.  

2- The development of the conceptual framework that picture the key factors that affect 

project performance and outcome. This conceptual framework indicates that there are 

three main factors that influence project performance and outcome; namely 

�R�U�J�D�Q�L�]�D�W�L�R�Q�D�O�� �F�X�O�W�X�U�H���� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�P�H�Q�W�� �F�X�O�W�X�U�H���� �D�Q�G�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶��

characteristics. Elements of organizational culture are values, norms, artefacts, and 

leadership, while elements of project management culture are strategic emphasis, top 

�P�D�Q�D�J�H�P�H�Q�W�� �V�X�S�S�R�U�W���� �3�0�� �P�H�W�K�R�G�R�O�R�J�\���� �V�W�D�N�H�K�R�O�G�H�U�V�¶�� �F�R�P�P�L�W�P�H�Q�W���� �F�R�P�P�X�Q�L�F�D�W�L�R�Q��

system, and project review and learning. Elements of project manag�H�U�V�¶�� �F�K�D�U�D�F�W�H�U�L�V�W�L�F�V��

are competencies and skills, capability, self-sufficiency, and leadership style. The 

framework was developed to highlight and show the connection between these three 

factors, as well as preparing the ground for a future investigation of how these factors 

affect project output. 

3- In addition, this research has provided evidence that the values of Abu-Dhabi Police do 

�D�I�I�H�F�W���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V�����Z�K�L�F�K���F�D�Q���H�Q�F�R�X�U�D�J�H���$�E�X-Dhabi Police to study 

its values and their effect on others, r�D�W�K�H�U�� �W�K�D�Q�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V���� �7�K�H��

findings of this research are useful for both managers and project managers in Abu-

Dhabi Police. The findings help managers to understand how values affect the 
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performance of project managers, while the findings help project managers to understand 

how their competencies are affected by organizational values.  

4- It was concluded from the Mann�±Whitney U test on questions number 1 that there is a 

�V�W�D�W�L�V�W�L�F�D�O�O�\�� �V�L�J�Q�L�I�L�F�D�Q�W�� �G�L�I�I�H�U�H�Q�F�H�� �E�H�W�Z�H�H�Q�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �U�H�V�S�R�Q�V�H�V�� �D�Q�G�� �P�D�Q�D�J�H�U�V�¶��

responses regarding the achievement level of recognizing achievement (p = 0.043; 

<0.05). This result indicates that according to the managers, the achievement of 

�µ�U�H�F�R�J�Q�L�]�L�Q�J�� �D�F�K�L�H�Y�H�P�H�Q�W�V�¶�� �L�V�� �K�L�J�K�H�U�� �F�R�P�S�D�U�H�G�� �Z�L�W�K�� �W�K�H�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �U�H�V�S�R�Q�V�H�V����

This indicates that managers believe that their efforts and worked is recognized by Abu-

Dhabi Police while it is slightly not according to Project managers. Project manages 

achievement recognition is important because it: lets them know that their efforts and 

work are valued and appreciated, improves their moral and loyalty to ADP, motivates 

them, and improves their retention.  

5- Referring to question number 1, respondents were asked to suggest and to recommended 

new values for ADP. It is important to note that all additional values were suggested by 

project managers and most of them are part of the existing values. This concludes that 

project managers in Abu-Dhabi Police are not well aware of what the current values of 

their organizations stand for. On the other hand, since none of the additional values were 

suggested by the manager respondents, it can be assumed that the values of Abu-Dhabi 

Police are sufficient for these managers. 

6- Referring to Mann-Whitney U test on questions number 2: there is a statistically 

significant difference between the responses of project managers and managers 

regarding the competencies of risk management, as their p-values were less than 0.05. 

This result indicates that the skilfulness level of risk management according to the 
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managers is higher. Which means that managers value the effort of PM in managing 

risks in ADP projects which means that PM are more likely would control risks once 

they will occur during project life cycle. On the other hand, project managers might 

believe that their ability and skills to control risk in ADP project are not up to standard. 

That conclude that self-efficacy of project managers need to be improved, and project 

manager in ADP need to belief in their ability in controlling risk.  

7- Referring to Mann-Whitney U test on questions number 2: there is a statistically 

significant difference between the responses of project managers and managers 

regarding the competencies of leadership, as their p-values were less than 0.05. This 

result indicates that the skilfulness of leadership according to project managers is higher.  

Which means that project manages belief that they have the enough leadership skills to 

�P�D�Q�D�J�H�� �G�L�I�I�H�U�H�Q�W�� �D�V�S�H�F�W�V�� �L�Q�� �$�'�3�� �S�U�R�M�H�F�W�V���� �K�R�Z�H�Y�H�U�� �D�F�F�R�U�G�L�Q�J�� �W�R�� �P�D�Q�D�J�H�U�V�¶�� �H�[�S�H�U�L�H�Q�F�H��

in ADP; there might be a lack of leadership skills that PM needed to be more effective 

and solve conflicts in ADP projects. 

8- The statistical analysis indicated that there is no significant difference between the 

responses of the project managers and managers regarding the effect of Integrity and 

Honesty, Justice, and recognizing achievement on PM competencies. This means that 

both of them believe that Integrity and honesty, Justice, and recognizing achievement are 

placing the same affect on PM competencies which came to be above the average.  

9- It is concluded from the statistical analysis that there is a statistically significant 

�G�L�I�I�H�U�H�Q�F�H���E�H�W�Z�H�H�Q���R�I���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���D�Q�G���P�D�Q�D�J�H�U�V�¶���U�H�V�S�R�Q�V�H�V���U�H�J�D�U�G�L�Q�J���W�K�H���H�I�I�H�F�W���R�I��

effective communication on most of PM competencies. Comparing with project 

managers response Managers believe that effective communication is placing more 
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effect on integration management, scope management, quality management, HR 

management, communication management, leadership, problem solving, and personal 

effectiveness. On the other hand, comparing with managers response, project managers 

believe that effective communication is placing more effect on stakeholder management, 

and conflict management.  

10- It is concluded from the statistical analysis that there is a statistically significant 

�G�L�I�I�H�U�H�Q�F�H���E�H�W�Z�H�H�Q���R�I���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���D�Q�G���P�D�Q�D�J�H�U�V�¶���U�H�V�S�R�Q�V�H�V���U�H�J�D�U�G�L�Q�J���W�K�H���H�I�I�H�F�W���R�I��

excellence on most of PM �F�R�P�S�H�W�H�Q�F�L�H�V���� �,�W���L�V���F�R�Q�F�O�X�G�H���W�K�D�W���F�R�P�S�D�U�L�Q�J���Z�L�W�K���P�D�Q�D�J�H�U�V�¶��

response, project managers believe that excellence is placing more effect on integration 

management, scope management, time management, cost management, quality 

management, achieving and action, stakeholder management, leadership, and problem 

solving. This concluded that, project managers believe that due to the high attention of 

ADP on seeking excellence on different field, their competencies are affected.  

11- Furthermore; according to the descriptive analyses, the bother mangers and project 

�P�D�Q�D�J�H�U�V�� �I�H�O�W�� �W�K�D�W�� �$�'�3�¶�V�� �Y�D�O�X�H�V�� �Z�H�U�H�� �E�H�L�Q�J�� �D�F�K�L�H�Y�H�G�� �K�L�J�K�O�\���� �+�R�Z�H�Y�H�U���� �W�K�H�L�U��

achievement levels are not yet optimal, signalling room for improvement. The result for 

�V�N�L�O�I�X�O�Q�H�V�V�� �O�H�Y�H�O�V�� �R�I�� �$�'�3�¶�V�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�� �L�Q�G�L�F�D�W�H�G�� �W�K�D�W�� �V�L�[�� �R�I�� �W�K�H�� �3�0�¶�V��

competencies were being achieved at a mean level of 3.5 and above which are 

integration management, scope management, Achieving and action, leadership, problem 

solving, and personal effectiveness.  
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8.5: Accomplishment of the Research 

i. Achievement of the Research Aim and Objectives 

The aim of this research was to examine how much the values of ADP are being achieved 

and the level of competencies of project managers, as well as the impact of ADP�¶�V values on the 

�S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V�� The analysis and results in chapter 7 accomplished this, as data 

was analysed to show high levels of achievement in terms of both values and competencies. 

Further, the �D�Q�D�O�\�V�L�V�� �V�K�R�Z�H�G�� �W�K�D�W�� �H�D�F�K�� �R�I�� �$�'�3�¶�V�� ���� �Y�D�O�X�H�V�� �D�I�I�H�F�W�V��some competencies more 

highly. Thus the aim of the research has been accomplished successfully. Likewise the objectives 

have also been achieved: 

1- Objective one of this research was to carry out a literature review of project managers, 

project management culture, and organizational culture in order to establish their impacts 

of project performance and outcomes. The literature review was done effectively in 

Chapters 2 and 3. These three aspects were discussed in detail and there was a closer look 

at the effect of these three aspects on the performance and outcomes of projects.  

2- Objective two was to empirically assess the levels of achievement of values and 

�F�R�P�S�H�W�H�Q�F�L�H�V���E�\���$�'�3�¶�V���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V. In this regard, data regarding the attainment of 

ADP�¶�V values and competencies were collected and analyzed effectively in Chapter 7, 

using descriptive statistics, to show that both sets of constructs are being attained highly.  

3- The third objective of this research was to empirically evaluate how the 5 values of ADP 

affect the 15 competencies of their project managers. This assessment done effectively in 

Chapter 7 by using ordered logistic regression. The findings showed that each value 

impacts highly on a few competencies.  



262 
 

4- The fourth objective of the research was to analyze data collected in 2 and 3 above, by 

using descriptive statistics and ordered logistic regression, to generate findings and 

criteria which ADP can use to achieve greater project success. The analysis of Chapter 7 

established that the attainment of values and especially competencies can be further 

improved.  

5- The fifth objective was to develop a solution that can improve the competencies of 

�$�'�3�¶�V���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�����D�V���Z�H�O�O���D�V���W�K�H���D�F�K�L�H�Y�H�P�H�Q�W���R�I���W�K�H�L�U���R�U�J�D�Q�L�]�D�W�L�R�Q�¶�V���Y�D�O�X�H�V�����,�Q���W�K�L�V��

regard, Chapter 8 developed advanced and/or top-up trainings which can boost the 

�F�R�P�S�H�W�H�Q�F�L�H�V���R�I���$�'�3�¶�V���S�U�R�M�H�F�W��managers. These advanced trainings will supplement the 

current training regime in operation in ADP as well as improve the attainment of the 

vales of the organisation.  

6- The sixth objective was to draw up conclusions from the foregoing and propose 

recommendations for further work. This was effectively done in Chapter 9.  

Having achieved its aim and objectives, the research was wound-up. 

8.5.1 Dissemination 

In addition, by conducting this research, four (4) papers have been produced, two (2) of them 

have been published in project management journals. The details of the dissemination are:  

1. Alqahtani F., Chinyio E., Mushatat S., and Oloke, D. (2015).  Factors Affecting 

Performance of Projects: A conceptual framework. International Journal of Scientific & 

Engineering Research, Volume 6, Issue 4, pp.670-676. 
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2. Alqahtani F., Chinyio E., Mushatat S., and Oloke D. (2016). The Links between the Values 

of Abu-Dhabi Police and the Competencies of Their Project Manager. Journal of 

Engineering and Architecture, 3(2), pp.157-169. 

3. Alqahtani F., Chinyio E., Mushatat S., and Oloke D. (2016). The impact of the values of 

Abu-Dhabi Police on the competencies of their Project managers. World Journal of 

Research and Review, Volume-3(Issue-5), pp.10-17.  

4. Alqahtani F., Chinyio E., Mushatat S., Oloke D. (2016). The proposed training programme 

for Abu-Dhabi police to control the effect of its values on PM competencies. (Under 

Review) 

8.6: Reflection on the Research 

This research has achieved its aim of examining the values of Abu-Dhabi Police and 

�H�[�S�O�R�U�L�Q�J���W�K�H���U�H�O�D�W�L�R�Q�V�K�L�S���E�H�W�Z�H�H�Q���W�K�H�V�H���Y�D�O�X�H�V���D�Q�G���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶��competencies. To achieve 

the objectives of this research, a questionnaire was developed focusing on the values of Abu-

Dhabi Police and their effects �R�Q���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V�����7�K�X�V, this study is limited to 

�Y�D�O�X�H�V�� �D�Q�G�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V in Abu-Dhabi Police. To derive the maximum 

�E�H�Q�H�I�L�W�� �I�U�R�P�� �D�� �V�W�X�G�\�� �L�Q�W�R�� �K�R�Z�� �Y�D�O�X�H�V�� �D�I�I�H�F�W�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V����perhaps a more 

appropriate approach for future research focusing deeply on only the effects of one value on one 

�S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶��competency would be worthwhile.  

A bigger sample size would be recommended in future research to draw a firmer conclusion 

�D�E�R�X�W�� �W�K�H�� �H�I�I�H�F�W�V�� �R�I�� �Y�D�O�X�H�V�� �R�Q�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V�� �L�Q�� �$�E�X-Dhabi Police. This 

research has explored a range of statistical approaches for analyzing the relationships between 

ordinal data which can be applied in other similar studies.  
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8.7: Limitations of this Research 

Noll (2002) argued that social science researches almost never have perfect indicators. There 

are limitations that should be stated when interpreting the findings of this research. Only 71 

respondents were used in this study, which is a small number, therefore the results might not 

reflect the population opinion in Abu-Dhabi Police.   

Fewer than 71 people were involved in the follow-on phase, where training topics and 

durations were established and validated. This again may not reflect the full views of the 

population. 

Even though there were limitations noted, this does not weaken the validity and reliability 

(as discussed in Chapter 5) of the findings of this research, because it is important to remember 

that social science researches never find what exactly affects what (Zumbo and Chan, 2014).   

8.8: Recommendations  

Based on the literature review and findings of this research, two sets of recommendations are 

proposed: 1) recommendations to ADP and 2) recommendations for future research. 

8.8.1 Recommendations to ADP 

The recommendations for Abu-Dhabi Police offer a starting-point to begin a journey of 

understanding the effect �R�I���L�W�V���Y�D�O�X�H�V���R�Q���S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V, in offering a training 

programme that could be adapted to control the effect of its values.  
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8.8.1.1 Introducing a New Training Programme  

The new training programme (Appendix D) is recommended for ADP. Introducing a new 

training programme within Abu-Dhabi Police is understandably a challenge, especially when 

considering the way a training programme is developed in Abu-Dhabi Police. For this reason, the 

training programme was introduced to the heads of three engineering departments (design, 

project management, facility management) to convince them that it is linked to the conclusion 

that ADP values are impacting their project manager�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V����A training programme 

dealing with the effect of ADP values on project manager�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V���L�V���F�U�L�W�L�F�D�O; thus project 

managers should understand the effect of their organizational values on their competencies and 

how the training programme would control the effect of these values, because if project 

managers take these courses without understanding their goal, it is likely that these training 

courses will not fully benefit them. On the other hand, if this training programme is developed 

with the participation of project managers and managers, it is likely that more positive attributes 

will be gained from these training courses.  

Centrally controlling the effect of values on competencies is beneficial, particularly since 

values and competencies impact performance and outcomes of projects. As shown in the 

literature review, different researchers have agreed that project performance is affected by 

organizational culture and values are one aspect of this. The recommendation to implement a 

training programme that controls the effect of ADP values on PMs�¶ competencies would 

contribute knowledge to the training system in Abu-Dhabi Police. Such a training programme 

will offer a great chance to ADP project managers to free their competencies from the impact of 

ADP values. Giving project managers in ADP an effective training programme to improve their 

competencies requires an understanding of what is affecting these competencies. For example, 
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justice (as a value of ADP) has more effect on the problem-solving competency of project 

managers in Abu-Dhabi Police. As a result, instead of giving a general time management course 

to ADP project managers, it is better to give them a course focusing on how to improve and 

implement problem-solving techniques in ADP while taking on the consideration of the effect of 

justice.   

Competent project managers are assets within Abu-Dhabi Police, and recognizing what is 

affecting them is essential to ADP to help them apply their competencies while managing their 

projects.  

In addition, evaluation of the impact of the training programme �R�Q�� �W�K�H�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶��

competencies is recommended. Furthermore, understanding the effect of ADP values on project 

manager�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V�� �L�V�� �Q�H�F�H�V�V�D�U�\�� �Z�K�H�Q�� �G�H�Y�H�O�R�S�L�Q�J��a yearly training programme for every 

project manager in ADP; this will help ADP to maximize its benefit from these training 

programmes within the organization.  

Controlling the effect of ADP values offers advantages that enable Abu-Dhabi Police to 

have supportive values toward its project managers. However, there is a possibility that project 

managers will face difficulty in improving their competencies, since their competencies are 

affected by different factors, as shown in Figure 5.1.  

A supportive culture within Abu-Dhabi Police will encourage project managers to perform 

better while managing their projects. As stated in the literature review, top managers make great 

contributions and have great impact on their organizational culture; another recommendation is 

to present the effect of Abu-Dhabi Police values to top managers, in order for them to understand 
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how values in their organization are affecting project performance by directly affecting project 

�P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V���� �7�K�L�V�� �Z�L�O�O�� �H�Q�F�R�X�U�D�J�H�� �W�R�S�� �P�D�Q�D�J�H�P�H�Q�W�� �W�R�� �E�H�� �P�R�U�H�� �V�X�S�S�R�U�W�L�Y�H�� �D�Q�G��

cooperative. This is important in helping Abu-Dhabi Police move its culture to be more 

supportive. In addition, this helps change the perspective of top managers and project managers 

who believe that values of an organization are hard to be understood and managed.  

It is recommended that both groups need to work together to identify issues and challenges 

and try to find solutions and initiatives for them.  

Managers in Abu-Dhabi Police should give more attention to ADP values, especially 

concerning �W�K�H�L�U�� �H�I�I�H�F�W�� �R�Q�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V���� �7�K�H�\�� �Q�H�H�G�� �W�R�� �H�Q�F�R�X�U�D�J�H�� �W�K�H��

establishment of a clear matrix of responsibility with clear authority; they need to reward 

successful project managers to encourage others to perform better; they need to encourage the 

appropriate and needed training for their project managers; and they need to align projects in 

ADP with their strategy to show how important is the job of project manager for ADP in 

achieving its strategy.  

8.8.1.2 Recommendations for Further Research  

The findings from this research indicate that there is a need for further research to 

understand the relationship between factors in Figure 5.1 in the context of Abu-Dhabi Police. 

The insight gained by understanding how different factors in Figure 5.1 are related and affect 

each other, while at the same time affecting project performance and outcome, puts forward 

some recommendations for future researches to provide direction toward improvement of Abu-

Dhabi Police project performance and outcomes as follows:  
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1- �5�H�O�D�W�L�R�Q�V�K�L�S�� �E�H�W�Z�H�H�Q�� �G�L�I�I�H�U�H�Q�W�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �H�O�H�P�H�Q�W�V�� �D�Q�G�� �R�U�J�D�Q�L�]�D�W�L�R�Q�D�O�� �F�X�O�W�X�U�H��

elements might be studied in future. 

2- �5�H�O�D�W�L�R�Q�V�K�L�S�� �E�H�W�Z�H�H�Q�� �G�L�I�I�H�U�H�Q�W�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �H�O�H�P�H�Q�W�V�� �D�Q�G�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�P�H�Q�W��

culture elements might be studied in future. 

3- Relationship between different project management elements culture and organizational 

culture elements might be studied in future. 

4- In addition, the training programme developed in this research (in Chapter 8) could be 

evaluated and its impact on project �P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V checked.  

Such future studies will provide a clear insight to Abu-Dhabi Police into which factors of 

Figure 1.2 have a greater impact on project performance and outcome. In addition, such 

researches will help Abu-Dhabi Police to have a more supportive culture that positively affects 

project performance and outcomes.  

8.9: Conclusions from this research  

AD�3�� �Y�D�O�X�H�V�� �G�R�� �D�I�I�H�F�W�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V���� �E�X�W�� �W�K�H�\��have different levels of 

impact on these competencies. The effect of ADP valu�H�V���R�Q���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V���F�D�Q��

be controlled by different means, such as the proposed advanced training courses. The result of 

this study supports the researches cited that argue that organizational culture has an impact on 

employees�¶ performance and skills.  
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8.10: Summary of Chapter 8 

Projects have become one of the main tools for organizations to achieve their strategy. When 

organizations align their projects with their strategy, they will create an environment that 

�V�X�S�S�R�U�W�V���S�U�R�M�H�F�W�V�¶���V�X�F�F�H�V�V������ 

This research summarized the important factors that affect project performance in Abu-Dhabi 

Police. In addition, it examined the values of ADP and how these values affect ADP project 

�P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V���� �7�K�H�� �F�R�Q�F�O�X�V�L�R�Q�� �W�K�D�W�� �F�D�Q�� �E�H�� �G�U�D�Z�Q�� �I�U�R�P�� �W�K�L�V�� �U�H�V�H�D�U�F�K��is that different 

values in Abu-Dhabi Police are affecting �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V�� �G�L�I�I�H�U�H�Q�W�O�\���� �(�Y�H�Q��

though it is hard to control organizational values, instead tools can be provided as suggested in 

this study (training programme) to maximize and minimize positive and negative effects of these 

values.  
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Appendices 

Appendix A: 

The effect of values on project managers' competencies  

A questionnaire for Abu-Dhabi Police (ADP) departmental managers and project managers 

Dear 

I am Eng. Faisal Alqahtani, a PhD student at the University of Wolverhampton, working 

under the supervision of Dr Ezekiel Chinyio. I am conducting a research study as titled above. 

The purpose of the research is to examine how much the values of ADP are being achieved as 

well as their impacts on the competencies of their project managers.  

I wish to request your involvement in this study by completing a questionnaire for me. You 

may participate in this study if you either:  

1. work with Abu-Dhabi police as a project manager,  

2.  do not work with Abu Dhabi Police as a project manager but meet ALL of the following 

three criteria: 

�x You are actively practicing as at least a departmental manager. 

�x You have had at least 5 years of management experience in construction. 

�x  You are familiar with ADP projects for at last 5 years.  

Your participation will take about 30 minutes, and you will be answering questions about how 

���]�(�(���Œ���v�š�� ���•�‰�����š�•�� �}�(�� ���v�� �}�Œ�P���v�]�Ì���š�]�}�v�•�[�� �~�]�v�� �š�Z�]�•�� �����•���� �À���o�µ���•�• ���(�(�����š�� ���� �‰�Œ�}�i�����š�� �u���v���P���Œ�[�•��

competencies and skills. In addition, you will answer questions about your perceptions of the 

challenges which these considerations present to projects commissioned by Abu Dhabi Police.  

Please note that data collected for this research will be treated with utmost confidentiality. 

Only myself and my research supervisors will have access to this data and if results of the study 

are produced or published, summary statistics will be used without mentioning names. 

Your willingness to participate in the survey will be fully appreciated and will be considered as a 

great contribution to this study.   

Yours Sincerely, 

Eng. Faisal Alqahtani  
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Introduction:  

Project performance and outcome does not affect only by project manager but also by 

organizational culture and project management culture. In addition, project manager, 

organizational culture, and project management culture are inter-related in fundamental ways 

�~�>�]�v�������Œ�P�Z�U�� �î�ì�ì�õ�•�X�� ���]�(�(���Œ���v�š�� �Œ�����•�}�v�•�� �u���Ç�� �o�������� �š�}�� ���� �‰�Œ�}�i�����š�[�•�� �(���]�o�µ�Œ���U�� �•�µ���Z�� ���•�� ���v�� �µ�v���o�����Œ��

characterization of the objectives, an insufficient project schedule, many changes, inadequate 

control, ineffective communication, an unclear role of the stakeholders, or no top management 

support (Stare, 2011).  

Definitions 

1- Competencies �Œ���(���Œ�� �š�}�� ���� �^���}�u���]�v���š�]�}�v�� �}�(�� �•�l�]�o�o�•�U�� ���š�š�Œ�]���µ�š���•�� ���v���� �����Z���À�]�}�µ�Œ�•�� �š�Z���š�� ���Œe 

���]�Œ�����š�o�Ç���Œ���o���š�������š�}���•�µ�������•�•�(�µ�o���‰���Œ�(�}�Œ�u���v�������}�v���š�Z�����i�}���_���~�h�v�]�š�������E���š�]�}�v�U���î�ì�í�ï�•�X 

2-  Values are beliefs in what is good for the organization and what should, or is expected 

to, happen. Values can be expressed in: care of others, competence, competiveness, 

teamwork, customer services, and performance.  

3- Abu-Dhabi Police values are: integrity and honesty (maintaining the highest levels of 

integrity and honesty at all times, and will preserve human rights), justice (providing fair 

and tactful services to all segments of society), recognizing achievements (appreciating 

and evaluating achievements made by individuals and by the community, by 

encouraging team spirit and motivating initiatives at all levels), effective communication 

(believing that effective communication with the public and private sectors is of vital 

importance to accomplish our coveted goals), excellence (making sure to pursue 

excellence in all our work and ensure that our activities are assessed effectively and 

efficiently) (Abu-Dhabi Police, 2014).  

Instructions 

�x Where applicable, Kindly put a tick (�9) in the appropriate box provided while answering 

each question. 
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�x Please note that your responses indicate your personal opinion based on your experiences 

with Abu-Dhabi Police projects. 

�x Kindly write your answer on the spaces provided where applicable.  

 

 

  

SECTION 1: GENERAL AND PERSONAL DETAILS 

Name of respondent: 

Telephone (Optional): 

Do you currently work for ADP?  

Gender �t male / female: 

Professional background (e.g. engineering, architecture, etc.) 

Current Job title: 

Your highest Education Attainment:  

Are you actively working in a project manager role in Abu-Dhabi police? 

Kindly specify the number of years you have worked  with Abu-Dhabi  Police:  

Kindly specify the number of years you have worked  in a senior management position: 

Are you familiar with the values of ADP? 

Are you familiar with the competencies expected of ADP project managers? 
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SECTION 2:   

(In this section: 1 = not being achieved; 2  not being achieved much; 3 = 
being achieved moderately; 4  = high achievement and 5 = highest level of 
achievement) 
 
�Y�µ���•�š�]�}�v�W�� �W�o�����•���� �Œ���š���� �Z�Z�}�Á�� �u�µ���Z�[�� �š�Z����following values of ADP are 
currently being achieved 

Level of Achievement  

1 2 3 4 5 

1 Integrity and honesty 
     

2 Justice 
     

3 Recognizing achievements 
     

4 Effective Communication      

5 Excellence      

6 
What additional value, if any, would you recommend for ADP? 

  
     

7 
What additional value, if any, would you recommend for ADP?  

 
     

8 
What additional value, if any, would you recommend for ADP?  
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SECTION 3:  Competencies 

(In this section, you are rating project managers as mostly : 1 = not  competent 
; 2  low level of  competence ; 3 = moderate  level of  competence ; 4  = high  
level of  competence and 5 = highest  level of  competence) 
Please rate the average level of skilfulness of ADP project managers 
regarding the following competencies 

Level of competence  

1 2 3 4 5 

1 Integration management  
     

2 Scope management  
     

3 Time management  
     

4 Cost management       

5 Quality management       

6 Human resource management       

7 Communication management       

8 Risk management       

9 Procurement management      

10 Achieving and action       

11 Stakeholder management       

12 Conflict management       

13 leadership       

14 Problem solving       

15 Personal Effectiveness       

16 Please identify and rate any other significant competency not listed above      

17 Please identify and rate any other significant competency not listed above      

18 Please identify and rate any other significant competency not listed above      



305 
 

 

 

 

SECTION 4: Influence of ADP values on the competencies of their project managers 

 

(In this section, you are rating the influence of the values of Abu-Dhabi Police 
on competencies and skills. Please rate these potential connections as mostly 
: 1 = strongly disagree; 2  disagree; 3 =  neutral; 4  = agree and 5 = strongly 
agree) 
 

Please rate how ADP values influence the competencies and skills of its 

project managers 

Your rating 

 

1 

 

2 3 4 5 

Integrity and honesty  

�d�Z�����À���o�µ�����}�(���Z�/�v�š���P�Œ�]�š�Ç�����v�����Z�}�v���•�š�Ç�[���]�v�������µ-Dhabi Police  influences the following skill-levels of project managers : 

1 Integration management 
     

2 Scope management  
     

3 Time management  
     

4 Cost management  
     

5 Quality management  
     

6 Human resource management  
     

7 Communication management  
     

8 Risk management  
     

9 Procurement management 
     

10 Achieving and action  
     

11 Stakeholder management  
     

12 Conflict management  
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13 leadership  
     

14 Problem solving  
     

15 Personal Effectiveness  
     

Justice  

�d�Z�����À���o�µ�����}�(���Z�:�µ�•�š�]�����[���]�v�������µ-Dhabi Police  influences the  following skill-levels of project managers : 

16 Integration management  
     

17 Scope management  
     

18 Time management  
     

19 Cost management  
     

20 Quality management  
     

21 Human resource management  
     

22 Communication management  
     

23 Risk management  
     

24 Procurement management 
     

25 Achieving and action  
     

26 Stakeholder management  
     

27 Conflict management  
     

28 leadership  
     

29 Problem solving  
     

30 Personal Effectiveness  
     

Recognizing achievements 

The value of �Z�Z�����}�P�v�]�Ì�]�v�P�� �����Z�]���À���u���v�š�•�[�� �]�v�� �����µ-Dhabi Police  influences the following skill-levels of project 

managers : 

31 Integration management  
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32 Scope management  
     

33 Time management  
     

34 Cost management  
     

35 Quality management  
     

36 Human resource management  
     

37 Communication management  
     

38 Risk management  
     

39 Procurement management 
     

40 Achieving and action  
     

41 Stakeholder management  
     

42 Conflict management  
     

43 leadership  
     

44 Problem solving  
     

45 Personal Effectiveness  
     

Effective Communication 

�d�Z���� �À���o�µ���� �}�(�� �Z���(�(�����š�]�À���� ���}�u�u�µ�v�]�����š�]�}�v�[�� �]�v�� �����µ-Dhabi Police  influences the following skill-levels of project 

managers : 

46 Integration management  
     

47 Scope management  
     

48 Time management  
     

49 Cost management  
     

50 Quality management  
     

51 Human resource management  
     

52 Communication management  
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53 Risk management  
     

54 Procurement management 
     

55 Achieving and action  
     

56 Stakeholder management  
     

57 Conflict management  
     

58 leadership  
     

59 Problem solving  
     

60 Personal Effectiveness  
     

Excellence 

The value of �Z���Æ�����o�o���v�����[���]�v�������µ-Dhabi Police  influences the following skill-levels of project managers: 

61 Integration management  
     

62 Scope management  
     

63 Time management  
     

64 Cost management  
     

65 Quality management  
     

66 Human resource management  
     

67 Communication management  
     

68 Risk management  
     

69 Procurement management 
     

70 Achieving and action  
     

71 Stakeholder management  
     

72 Conflict management  
     

73 leadership  
     

74 Problem solving  
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SECTION 5: Challenges of project managers working with Abu Dhabi police: 

1 �/�v���Ç�}�µ�Œ���}�‰�]�v�]�}�v�V���Á�Z���š�����Œ�����š�Z�������Z���o�o���v�P���•���‰�Œ�}�i�����š���u���v���P���Œ�•���(���������Œ���P���Œ���]�v�P�������W�[�•���À���o�µ���•�M 

 

 

 

 

 

 

2  In your opinion; what are the challenges project managers face regarding their 

competencies and skills? 

 

 

 

 

3 Finally make any other comment, if you wish, regarding the values of ADP and/or the 

competencies of its project managers. 

 

 

 

 

End of questionnaire. 

THANK YOU for taking the time to complete this questionnaire.   

Please return completed questionnaire to: 

Name: Eng. Faisal Alqahtani 

Address:  United Arab Emirates, Abu-Dhabi P.O.Box 29585 

Should you require any further information about this project, please email me at  

[e-mail address redacted]  

75 Personal Effectiveness  
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Appendix B: 

Engineering Project Administration 

Group Discussion Guide (ADP Project Managers) 

Instructions:  Please use the following guide to direct the discussion with the group. Most of the 

text provided in this guide (below the Welcome section) can be used as a script to guide your 

conversation with participants. In a few places, instructions have been placed in the guide to help 

the facilitator insert the appropriate word(s) Instructions.  

Participants: the group will consist of project managers who are currently working in ADP. The 

questions used for all of group members will be the same.  

Goals: This group discussion has a number of goals, including the following: 

�x �(�V�W�D�E�O�L�V�K���D�Q���X�Q�G�H�U�V�W�D�Q�G�L�Q�J���D�P�R�Q�J���$�'�3���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V���R�I���F�X�U�U�H�Q�W���$�'�3���Y�D�O�X�H�V�¶���H�I�I�H�F�W�V��

on their competencies. 

�x Determine training needs to maximize the understanding of ADP values. 

�x  Identify subject contents that can be included in a proposed training program to 

�P�D�[�L�P�L�]�H���W�K�H���O�L�Q�N���E�H�W�Z�H�H�Q���$�'�3���Y�D�O�X�H�V���D�Q�G���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V������ 

Welcome and Ground Rules (7 minutes) 

Welcome everyone. Thank you very much for coming to this group discussion about advance 

�W�U�D�L�Q�L�Q�J�� �S�U�R�J�U�D�P�� �W�R�� �P�D�[�L�P�L�]�H�� �W�K�H�� �H�I�I�H�F�W�V�� �R�I�� �$�'�3�� �Y�D�O�X�H�V�� �R�Q�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V����

Your ideas and opinions are very important to us.  

�,�¶�P�� �)�D�L�V�D�O�� �$�O-�4�D�K�W�D�Q�L�� �D�Q�G�� �,�¶�O�O�� �E�H�� �I�D�F�L�O�L�W�D�W�L�Q�J�� �W�K�H�� �J�U�R�X�S�� �G�L�V�F�X�V�V�L�R�Q�V�� �W�R�G�D�\���� �7�K�D�W�� �P�H�D�Q�V�� �,��have a 

set of questions and discussion topics that I will be guiding you through this evening.  

Group Objectives 
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Our goal today is to get your ideas and opinions about how we can deal with the current ADP 

�Y�D�O�X�H�V�¶���H�I�I�H�F�W�V���R�Q���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V���� 

This group discussion will last about two hours. 

Here are some ground rules that will help us work together this evening: 

1. First of all, I want everyone to know there are no right or wrong answers. We want to 

know your honest ideas and opinions. Some of you may disagree with each other�² and 

that is OK with us. We are here to learn from you, and we want to hear from everyone 

and learn what each of you thinks about the issues we will be discussing. 

2. If you do not understand a question that I ask, please let me �N�Q�R�Z�����,�¶�O�O���W�U�\���W�R���U�H�S�K�U�D�V�H���L�W���R�U��

explain what we are trying to get at with the question. 

3. �6�K�R�X�O�G���\�R�X���Q�H�H�G���W�R���J�R���W�R���W�K�H���U�H�V�W�U�R�R�P���G�X�U�L�Q�J���W�K�H���G�L�V�F�X�V�V�L�R�Q�����S�O�H�D�V�H���I�H�H�O���I�U�H�H���W�R�����E�X�W���Z�H�¶�G��

appreciate it if only one person would be out of the room at any one time. 

Privacy Statement 

Your participation today is voluntary. If you feel uncomfortable with any of the questions 

�D�V�N�H�G���� �,�� �Z�D�Q�W���\�R�X���W�R���N�Q�R�Z���W�K�D�W���\�R�X���G�R�Q�¶�W���K�D�Y�H���W�R���D�Q�V�Z�H�U���W�K�H���T�X�H�V�W�L�R�Q���D�Q�G���W�K�D�W���\�R�X���F�D�Q���V�L�P�S�O�\��

refuse to participate further. As I mentioned, we will write a summary report of the findings from 

all the groups and interviews we conduct. Your names will not be used in any way in the report. 

Because this group discussion is part of research and some of the information you may hear may 

be �S�U�L�Y�D�W�H���� �,�� �D�V�N�� �W�K�D�W�� �\�R�X�� �U�H�V�S�H�F�W�� �H�D�F�K�� �R�W�K�H�U�¶�V�� �S�U�L�Y�D�F�\�� �D�V�� �Z�H�O�O�� �D�Q�G�� �Q�R�W�� �U�H�S�H�D�W�� �Z�K�D�W�� �\�R�X�� �K�H�D�U��

tonight. 

Any questions before we start? 

General Information (5minutes) 

I. Department Name _________________                                         

II.  Name ___________________________ 

III.  Your Current Position ______________ 

IV. Years Of Experience _______________ 
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Introductions to my research (5 minutes) 

My research problem related to the performance of Abu-Dhabi Project performance and 

outcomes. To find a solution for this matter, my research went through different stages. Firstly; I 

conducted a literature review on which factors are related and effecting project performance. I 

gathered in one conceptual framework three main factors which are interrelated and these factors 

are orga�Q�L�]�D�W�L�R�Q�D�O�� �F�X�O�W�X�U�H���� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�P�H�Q�W�� �F�X�O�W�X�U�H���� �D�Q�G�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�¶�V�� �F�K�D�U�D�F�W�H�U�L�V�W�L�F�V����

and each of these factors has different elements. I published my first journal about this 

conceptual framework. Then I proposed to study the relationship between one of organizational 

�F�X�O�W�X�U�H���H�O�H�P�H�Q�W�����9�D�O�X�H�V�����D�Q�G���R�Q�H���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�¶�V���F�K�D�U�D�F�W�H�U�L�V�W�L�F�V�����&�R�P�S�H�W�H�Q�F�L�H�V���������� 

So my study focused on analyzing the data collected about relationship between Abu-Dhabi 

�Y�D�O�X�H�V���D�Q�G���3�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V�����,�W���L�V���L�P�S�R�U�W�D�Q�W���W�R���F�O�D�Uify that it was concluded from 

�W�K�H�� �O�L�W�H�U�D�W�X�U�H�� �U�H�Y�L�H�Z�� �W�K�D�W�� �D�O�O�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V�� �D�U�H�� �D�I�I�H�F�W�H�G�� �E�\�� �D�O�O�� �Y�D�O�X�H�V�� �R�I�� �W�K�H��

organization, however ordinal Regression analysis was conducted to show which project 

�P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V�� �D�U�H�� �L�P�S�D�F�W�H�G�� �P�R�U�H�� �E�\ �$�'�3�¶�V�� �Y�D�O�X�H�V���� �7�K�L�V�� �Z�D�V�� �G�R�Q�H�� �L�Q�� �R�U�G�H�U�� �W�R�� �K�H�O�S��

Abu-�'�K�D�E�L���S�R�O�L�F�H���I�R�F�X�V���R�Q���W�K�H�V�H���Y�D�O�X�H�V���P�R�U�H���H�I�I�H�F�W�L�Y�H�O�\���� �,�W���Z�D�V���I�R�X�Q�G���W�K�D�W���H�D�F�K���R�I���$�'�3�¶�V���I�L�Y�H��

�Y�D�O�X�H�V���L�V���D�I�I�H�F�W�L�Q�J���F�H�U�W�D�L�Q���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V���P�R�U�H���D�V���V�K�R�Z�Q���L�Q���W�D�E�O�H������ 

Table 1: ADP values �D�I�I�H�F�W�V���R�Q���$�'�3���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V 

Values of ADP Integrity and honesty  Justice Recognizing 

achievement 

Effective 

Communication 

Excellence 

Impact of 

values on 

competencies 

�x Integration 

Management  

�x Scope Management 

�x Time Management 

�x Achieving and action 

�x Leadership 

�x Problem 

solving 

�x Scope 

Management  

�x Achieving 

and action 

�x Stakeholder 

Management 

�x Leadership 

�x Scope 

Management  

�x Cost 

Management  

�x Achieving 

and action 

�x Integration 

Management  

�x Cost Management  

�x Conflict 

Management  

�x Leadership  

�x Problem Solving 

To benefit Abu-Dhabi Police from this conclusion of the analysis, Advance Training 

courses are being explored to help Abu-Dhabi Police maximize the effects and interaction of its 
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values and competencies of its officers. The goal of your discussion is to suggest how to 

�P�D�[�L�P�L�]�H�� �W�K�H�� �X�Q�G�H�U�V�W�D�Q�G�L�Q�J�� �R�I�� �$�'�3�¶�V�� �Y�D�O�X�H�V�� �D�Q�G�� �W�K�H�� �H�I�I�H�F�W�V�� �Rf these values on project 

�P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V������ 

�x Any question or clarification, so far? 
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Discussions 

Question 1:  (15 minutes) 

It was concluded from my research that Integrity and Honesty in Abu-Dhabi Police affects some 

�R�I�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�L�F�H�V�� �P�R�U�H���� �Z�K�L�F�K�� �D�U�H���� �,�Q�W�H�U�J�U�D�W�L�R�Q�� �P�D�Q�D�J�H�P�H�Q�W���� �6�F�R�S�H��

Management, Time management, Achieving and action, and Leadership.  

1.1 Difiniti on:  

1. Integrity and honesty: It is the first value of Abu-Dhaib Police and it means that Abu-Dhabi 

Police is seeking to maintain the highest levels of integrity and honesty at all times, and will 

preserve human rights. 

2. Integration Management: is a collection of processes required to ensure that the various 

elements of the projects are properly coordinated. It involves making trade-offs among 

competing objectives and alternatives to meet or exceed stakeholder needs and expectations. 

3. Scope Management: is the work that needs to be accomplished to deliver a product, service, 

or result with the specified features and functions Scope management establishes control 

processes to address factors that may result in project change during the project life-cycle 

4. Time Management: the act of planning the amount of time you spend on which activities 

5. Achieving and action: To achieve expected results through the successful and timely 

completion of activities and delivery of products and services, Focuses on task(s) and 

standards of excellence set by relevant, Controls project risk proactively, and Strives to do 

job well, reaching goals set by project stakeholders.  

6. Leadership: Informs a person affected by a decision about what is happening, ensuring that 

the group has all of the necessary information, Uses authority fairly, making a personal effort 

to treat all team members equitably, and Leads directly those project team members with a 

direct reportingrelationship to the project manager. 

1.2 Suggestion:  

�x Please suggest WHAT should be learnt to minimize the negative and maximize the positive 

effects of Integrity and honesty on the following project managers competenceis:  
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�x �����•�³�Ž�è�ä�ß�•���–�×�î�ß�•�í���“�ª�ä�ß�•���¡�•�®�˜�×�‡���ð�Ÿ�®�ó���Ž�ä�Û�����”�ô�ß�Ž�˜�ß�•���•�Ž�‹�Ž�Ô�Ü�ß�•���ð�à�Ë���”�ë�•�°�è�ß�•�í���”�ç�Ž�ã�÷�•���®�›�ƒ���Þ�ô�à�Ø�˜�ß���Ž�’�³�Ž�è�ã���é�•�®�—���Ž�ã���¡�•�®�˜�Ó�‡���ï�Ž�Ÿ�®�ß�•

���”�ô�’�ó�­�ª�˜�ß�•���•�•�­�í�ª�à�ß 

# 
�3�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶��

competecies 

Suggestions for training 

Additional/advanced Training 

topics to: Maximizing Positive 

Effects / Minimizing Negative 

Effects 

Duration 

of 

training  

Appropriate 

timimg of this 

training  

1 Integration Management  

 

 

  

2 Scope Management  

 

 

  

3 Time Management  

 

 

  

4 Achieving and action  

 

 

  

5 Leadership  

 

 

  

�x Apart from trainig courses Please suggest other ways Integrity and honesty can be 

maximised:  

Question 2:  (15 minutes) 

It was concluded from my research that Justice in Abu-Dhabi Police affects one of project 

�P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�L�F�H�V���P�R�U�H�����Z�K�L�F�K���L�V���S�U�R�E�O�H�P���V�R�O�Y�L�Q�J���� 

2.1 Difinition:  

1. Justice: It is the second value of Abu-Dhaib Police and it means that Abu-Dhabi Police is 

seeking to provide fair and tactful services to all segments of society. 
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2. Problem Solving: Apply problem-solving techniques in managing the project, and Applies 

complex concepts (e.g., root-cause analysis, portfolio analysis, natural selection), or applies 

knowledge of past discrepancies, trends, and relationships to look at different situations.  

2.2 Suggestion:  

�x Please suggest WHAT should be learnt to minimize the negative and maximize the positive 

effects of Justice on the following project managers competenceis:  

�x ���•�•�­�í�ª�à�ß���•�³�Ž�è�ä�ß�• ���–�×�î�ß�•�í ���“�ª�ä�ß�• ���¡�•�®�˜�×�‡���ð�Ÿ�®�ó���Ž�ä�Û�� ���”�ô�ß�Ž�˜�ß�• ���•�Ž�‹�Ž�Ô�Ü�ß�• ���ð�à�Ë���Ý�ª�Ì�ß�• ���®�›�ƒ���Þ�ô�à�Ø�˜�ß���Ž�’�³�Ž�è�ã���é�•�®�—���Ž�ã���¡�•�®�˜�Ó�‡���ï�Ž�Ÿ�®�ß�•

���”�ô�’�ó�­�ª�˜�ß�• 

 

# 
�3�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶��

competecies 

Suggestions 

Additional/advanced 

Training topics to: 

Maximizing Positive Effects / 

Minimizing Negative Effects 

Duration of 

training  

Appropriate 

timimg of this 

training  

1 Problem Solving  

 

 

  

�x Apart from trainig courses Please suggest other ways Justice can be maximised:  

Question 3:  (15 minutes) 

It was concluded from my research that Recongnizing Achievment  in Abu-Dhabi Police affects 

�V�R�P�H���R�I���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�L�F�H�V���P�R�U�H���� �Z�K�L�F�K���D�U�H���� �6�F�R�S�H���0�D�Q�D�J�H�P�H�Q�W������ �$�F�K�L�H�Y�L�Q�J���D�Q�G��

action ,Stakeholder Management, and Leadership.  

3.1 Difinition:  

1. Recongnizing Achievment  : It is the third value of Abu-Dhaib Police and it means that 

Abu-Dhabi Police is seeking to appreciate and evaluate achievements made by individuals 

and by the community, by encouraging team spirit and motivating initiatives at all levels 
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2. Scope Management: is the work that needs to be accomplished to deliver a product, service, 

or result with the specified features and functions Scope management establishes control 

processes to address factors that may result in project change during the project life-cycle 

3. Achieving and action: To achieve expected results through the successful and timely 

completion of activities and delivery of products and services, Focuses on task(s) and 

standards of excellence set by relevant, Controls project risk proactively, and Strives to do 

job well, reaching goals set by project stakeholders.  

4. Stakeholder Management: Identify the project stakeholders and project/organization 

responsibility relationships, Develop a stakeholder management plan, and Communicate 

quality-�U�H�O�D�W�H�G�� �L�Q�S�X�W�V�� �R�I�� �W�K�H�� �S�U�R�M�H�F�W���� �W�K�H�� �S�U�R�M�H�F�W�¶�V�� �S�U�R�G�X�F�W���� �D�Q�G�� �W�K�H�� �U�H�O�D�W�H�G�� �H�I�I�H�F�W�V�� �R�Q�� �R�W�K�H�U��

�S�U�R�M�H�F�W���S�O�D�Q�Q�L�Q�J���S�U�R�F�H�V�V�H�V���W�R���W�K�H���S�U�R�M�H�F�W�¶�V���V�W�D�N�H�K�R�O�G�H�U�V���� 

5. Leadership: Informs a person affected by a decision about what is happening, ensuring that 

the group has all of the necessary information, Uses authority fairly, making a personal effort 

to treat all team members equitably, and Leads directly those project team members with a 

direct reportingrelationship to the project manager. 

3.2 Suggestion:  

�x Please suggest WHAT should be learnt to minimize the negative and maximize the positive 

effects of Recognizing Achievment on the following project managers competenceis:  

�x �����–�×�î�ß�•�í ���“�ª�ä�ß�• ���¡�•�®�˜�×�‡ ���ð�Ÿ�®�ó ���Ž�ä�Û �� ���”�ô�ß�Ž�˜�ß�• ���•�Ž�‹�Ž�Ô�Ü�ß�• ���ð�à�Ë ���•�•�¯�Ž� �ç�ù�Ž�‘ ���Ñ�•�®�˜�Ë�ù�• ���®�›�ƒ ���Þ�ô�à�Ø�˜�ß ���Ž�’�³�Ž�è�ã ���é�•�®�—���Ž�ã ���¡�•�®�˜�Ó�‡ ���ï�Ž�Ÿ�®�ß�•

���”�ô�’�ó�­�ª�˜�ß�•���•�•�­�í�ª�à�ß���•�³�Ž�è�ä�ß�• 

 

# 
�3�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶��

competecies 

Suggestions 

Additional/advanced 

Training topics to: 

Maximizing Positive Effects 

/ Minimizing Negative 

Effects 

Duration of 

training  

Appropriate 

timimg of this 

training  

1 Scope Management  

 
  

2 Achieving and action  
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3 Stakeholder 

Management 

 

 

  

4 Leadership  

 
  

�x Apart from trainig courses Please suggest other ways Recognizing Acheivment can be 

maximised:   

Question 4:  (15 minutes) 

It was concluded from my research that Effective Communication  in Abu-Dhabi Police affects 

some of project �P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�L�F�H�V�� �P�R�U�H���� �Z�K�L�F�K�� �D�U�H���� �6�F�R�S�H�� �0�D�Q�D�J�H�P�H�Q�W���� �&�R�V�W��

Management, and Achieving and action. 

4.1 Difinition:  

1. Effective Communication  : It is the fourth value of Abu-Dhaib Police and it means that 

Abu-Dhabi Police is believing that effective communication with the public and private 

sectors is of vital importance to accomplish our coveted goals. 

2. Scope Management: is the work that needs to be accomplished to deliver a product, service, 

or result with the specified features and functions Scope management establishes control 

processes to address factors that may result in project change during the project life-cycle.  

3. Cost Management: Develop a cost benefit analysis, Identify budget constraints, develop 

Cost Benefit Analysis. Identify physical resources available to the project, including 

contracted resources, Comply with organizational policies regarding resource usage and 

Selection, Develop a cost management plan, Develop a cost change control plan, and 

Implement, monitor, and modify agreed actions to maintain financial and overall project 

objectives throughout the project life cycle. 

4. Achieving and action: To achieve expected results through the successful and timely 

completion of activities and delivery of products and services, Focuses on task(s) and 

standards of excellence set by relevant, Controls project risk proactively, and Strives to do 

job well, reaching goals set by project stakeholders.  
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4.2 Suggestion:  

�x Please suggest WHAT should be learnt to minimize the negative and maximize the positive 

effects of Effective Communication on the following project managers competenceis:  

�x �����•�³�Ž�è�ä�ß�• ���–�×�î�ß�•�í ���“�ª�ä�ß�• ���¡�•�®�˜�×�‡���ð�Ÿ�®�ó���Ž�ä�Û�� ���”�ô�ß�Ž�˜�ß�• ���•�Ž�‹�Ž�Ô�Ü�ß�•���ð�à�Ë���Ý�Ž�Ì�Ô�ß�• ���Þ�»�•�î�˜�ß�• ���®�›�ƒ���Þ�ô�à�Ø�˜�ß���Ž�’�³�Ž�è�ã���é�•�®�—���Ž�ã���¡�•�®�˜�Ó�‡���ï�Ž�Ÿ�®�ß�•

���”�ô�’�ó�­�ª�˜�ß�•���•�•�­�í�ª�à�ß 

# 
Project �P�D�Q�D�J�H�U�V�¶��

competecies 

Suggestions 

Additional/advanced Training 

topics to: Maximizing Positive 

Effects / Minimizing Negative 

Effects 

Duration of 

training  

Appropriate 

timimg of this 

training  

1 Scope Management   

 

 

 

2 Cost Management   

 

 

 

3 Achieving and action   

 

 

 

Apart from trainig courses Please suggest other ways Effective Communication can be 

maximised:  

Question 5:  (15 minutes) 

It was concluded from my research that Excellence  in Abu-Dhabi Police affects some of project 

�P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�L�F�H�V���P�R�U�H�����Z�K�L�F�K���D�U�H�����,�Q�W�H�J�U�D�W�L�R�Q���0�D�Q�D�J�H�P�H�Q�W�����&�R�V�W���0�D�Q�D�J�H�P�H�Q�W�����&�R�Q�I�O�L�F�W��

Management, Leadership, and Problem Solving. 

5.1 Difinition:  

1. Excellence  : It is the fivth value of Abu-Dhaib Police and it means that Abu-Dhabi Police is 

making sure to pursue excellence in all our work and ensure that our activities are assessed 

effectively and efficiently.  
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2. Integration Management: is a collection of processes required to ensure that the various 

elements of the projects are properly coordinated. It involves making trade-offs among 

competing objectives and alternatives to meet or exceed stakeholder needs and expectations. 

3. Cost Management: Develop a cost benefit analysis, Identify budget constraints, develop 

Cost Benefit Analysis. Identify physical resources available to the project, including 

contracted resources, Comply with organizational policies regarding resource usage and 

Selection, Develop a cost management plan, Develop a cost change control plan, and 

Implement, monitor, and modify agreed actions to maintain financial and overall project 

objectives throughout the project life cycle. 

4. Conflict Management: is the process of limiting the negative aspects of conflict while 

increasing the positive aspects of conflict. The aim of conflict management is to enhance 

learning and group outcomes, including effectiveness or performance in organizational 

setting.   

5. Leadership: Informs a person affected by a decision about what is happening, ensuring that 

the group has all of the necessary information, Uses authority fairly, making a personal effort 

to treat all team members equitably, and Leads directly those project team members with a 

direct reportingrelationship to the project manager. 

6. Problem Solving: Apply problem-solving techniques in managing the project, and Applies 

complex concepts (e.g., root-cause analysis, portfolio analysis, natural selection), or applies 

knowledge of past discrepancies, trends, and relationships to look at different situations.  

5.2 Suggestion:  

�x Please suggest WHAT should be learnt to minimize the negative and maximize the positive 

effects of Excellence on the following project managers competenceis:  

�x �����•�•�­�í�ª�à�ß���•�³�Ž�è�ä�ß�• ���–�×�î�ß�•�í ���“�ª�ä�ß�• ���¡�•�®�˜�×�‡���ð�Ÿ�®�ó���Ž�ä�Û�� ���”�ô�ß�Ž�˜�ß�• ���•�Ž�‹�Ž�Ô�Ü�ß�• ���ð�à�Ë���°�ô�ä�˜�ß�• ���®�›�ƒ���Þ�ô�à�Ø�˜�ß���Ž�’�³�Ž�è�ã���é�•�®�—���Ž�ã���¡�•�®�˜�Ó�‡���ï�Ž�Ÿ�®�ß�•

���”�ô�’�ó�­�ª�˜�ß�• 

 

# 
�3�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶��

competecies 

Suggestions 

Additional/advanced Training 

topics to: Maximizing Positive 

Effects / Minimizing Negative 

Duration of 

training  

Appropriate 

timimg of this 

training  
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Effects 

1 Integration 

Management 

 

 

 

  

2 Cost Management  

 

 

  

3 Conflict Management  

 

 

  

4 Leadership  

 

 

  

5 Problem Solving  

 

 

  

�x Apart from trainig courses Please suggest other ways Excellence can be maximised:  

Concluding Questions (5 minutes) 

1. Apart from trainig courses Please suggest other ways the competencies discussed can be 
achieved maximally. 

 

 

2. �+�D�Y�H���Z�H���P�L�V�V�H�G���D�Q�\�W�K�L�Q�J���W�K�D�W���\�R�X���I�H�H�O���L�V���L�P�S�R�U�W�D�Q�W���R�U���L�V���W�K�H�U�H���D�Q�\�W�K�L�Q�J���H�O�V�H���\�R�X�¶�G���O�L�N�H���W�R���D�G�G��

before we finish this group discussion? 
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Closing (5 minutes) 

�:�H�¶�U�H���D�O�O���G�R�Q�H���I�R�U���W�R�G�D�\�����7�K�D�Q�N���\�R�X���V�R���P�X�F�K���I�R�U���\�R�X�U���W�L�P�H�����,���U�H�D�O�O�\���D�S�S�U�H�F�L�D�W�H that you came in 

here to meet with us for this group discussion. Your comments and insights have been very 

helpful! 

I will be summarizing what we have learned today in the next couple of weeks. I will use what 

we learned to formulate a proposal for advanced training course/s for ADP. 

  



324 
 

Appendix C 

Engineering Project Administration 

Group Discussion Guide  

Instructions:  Please use the following guide to direct the discussion with the group. Most of the 

text provided in this guide (below the Welcome section) can be used as a script to guide your 

conversation with participants. In a few places, instructions have been placed in the guide to help 

the facilitator insert the appropriate word(s) Instructions.  

Participants: the group will consist of Top managers who are currently working with ADP. The 

questions used for all of group members will be the same.  

Goals: This group discussion has a number of goals, including the following: 

�x  �%�U�L�H�I�� �$�'�3�� �W�R�S�� �P�D�Q�D�J�H�U�V�� �R�I�� �U�H�V�X�O�W�V�� �R�I�� �F�X�U�U�H�Q�W���U�H�V�H�D�U�F�K�� �R�Q�� �$�'�3�� �Y�D�O�X�H�V�¶�� �H�I�I�H�F�W�V�� �R�Q�� �W�K�H�L�U��

competencies. 

�x Explain the advanced training programme being proposed on the basis of the findings of 

the research 

�x Validate the suggested advance training subjects proposed for ADP project managers. 

�x Establish any other training needs of current ADP project managers  

�x Discuss the efficacy of the proposed training program to make it workable and acceptable 

to ADP 

Welcome and Ground Rules (5 minutes) 

Welcome everyone. Thank you very much for coming to this group discussion about advance 

�W�U�D�L�Q�L�Q�J�� �S�U�R�J�U�D�P�� �W�R�� �P�D�[�L�P�L�]�H�� �W�K�H�� �H�I�I�H�F�W�V�� �R�I�� �$�'�3�� �Y�D�O�X�H�V�� �R�Q�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V����

Your ideas and opinions are very important to us.  

�,�¶�P�� �)�D�L�V�D�O�� �$�O-�4�D�K�W�D�Q�L�� �D�Q�G�� �,�¶�O�O�� �E�H�� �I�D�F�L�O�L�W�D�W�L�Q�J�� �W�K�H�� �J�U�R�X�S�� �G�L�V�F�X�V�V�L�R�Q�V�� �W�R�G�D�\���� �7�K�D�W�� �P�H�D�Q�V�� �,�� �K�D�Y�H�� �D��

set of questions and discussion topics that I will be guiding you through this evening.  
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Group Objectives 

Our goal today is to get your ideas and opinions to validate training subjects that have been 

advised by ADP project managers and from research; and if you think these subjects will 

�P�D�[�L�P�L�]�H�� ���� �P�L�Q�L�P�L�]�L�Q�J�� �Q�H�J�D�W�L�Y�H�� �H�I�I�H�F�W�V�� �R�I�� �F�X�U�U�H�Q�W�� �$�'�3�� �Y�D�O�X�H�V�� �R�Q�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶��

competencies.  

This group discussion will last from one to one and half hour. However, please take your time to 

discuss your opinions without any hindrance. 

Here are some ground rules that will help us work together this evening: 

4. First of all, I want everyone to know there are no right or wrong answers. We want to 

know your honest ideas and opinions. Some of you may disagree with each other�² and 

that is OK with us. We are here to learn from you, and we want to hear from everyone 

and learn what each of you thinks about the issues we will be discussing. 

5. �,�I���\�R�X���G�R���Q�R�W���X�Q�G�H�U�V�W�D�Q�G���D���T�X�H�V�W�L�R�Q���W�K�D�W���,���D�V�N�����S�O�H�D�V�H���O�H�W���P�H���N�Q�R�Z�����,�¶�O�O���W�U�\���W�R���U�H�S�K�U�D�V�H���L�W���R�U��

explain what we are trying to get at with the question. 

6. Should you need to go to the restroom during the discussion, please feel free to, but �Z�H�¶�G��

appreciate it if only one person would be out of the room at any one time. 

7. We shall go for a short break if the discussion lasts long 

Privacy Statement 

Your participation today is voluntary. If you feel uncomfortable with any of the questions 

asked, I �Z�D�Q�W���\�R�X���W�R���N�Q�R�Z���W�K�D�W���\�R�X���G�R�Q�¶�W���K�D�Y�H���W�R���D�Q�V�Z�H�U���W�K�H���T�X�H�V�W�L�R�Q���D�Q�G���W�K�D�W���\�R�X���F�D�Q���V�L�P�S�O�\��

refuse to participate further. As I mentioned, we will write a summary report of the findings from 

all the groups and interviews we conduct. Your names will not be used in any way in the report. 

Because this group discussion is part of research and some of the information you may hear may 

�E�H�� �S�U�L�Y�D�W�H���� �,�� �D�V�N�� �W�K�D�W�� �\�R�X�� �U�H�V�S�H�F�W�� �H�D�F�K�� �R�W�K�H�U�¶�V�� �S�U�L�Y�D�F�\�� �D�V�� �Z�H�O�O�� �D�Q�G�� �Q�R�W�� �U�H�S�H�D�W�� �Z�K�D�W�� �\�R�X�� �K�H�D�U��

tonight. 

Any questions before we start? 
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General Information (5 minutes) 

V. �<�R�X�U���'�H�S�D�U�W�P�H�Q�W�¶�V���1�D�P�H���B�B�B�B�B�B�B�B�B�B�B�B�B�B�B�B�B�������������������������������������������������������������������������������� 

VI.  Your Name ___________________________ 

VII.  Your Current Position with ADP ______________ 

VIII.  Your years Of Experience with ADP _______________ 

Introductions to my research (10 minutes) 

My research problem related to the performance of Abu-Dhabi Project performance and 

outcomes. To find a solution for this matter, my research went through different stages. Firstly; I 

conducted a literature review on which factors are related and effecting project performance. I 

gathered in one conceptual framework three main factors which are interrelated and these factors 

�D�U�H�� �R�U�J�D�Q�L�]�D�W�L�R�Q�D�O�� �F�X�O�W�X�U�H���� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�P�H�Q�W�� �F�X�O�W�X�U�H���� �D�Q�G�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�¶�V characteristics, 

and each of these factors has different elements. I published my first journal about this 

conceptual framework. Then I proposed to study the relationship between one of organizational 

�F�X�O�W�X�U�H���H�O�H�P�H�Q�W�����9�D�O�X�H�V�����D�Q�G���R�Q�H���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�¶�V���F�K�Dracteristics (Competencies).    

So my study focused on analyzing the data collected about relationship between Abu-Dhabi 

�Y�D�O�X�H�V���D�Q�G���3�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V�����,�W���L�V���L�P�S�R�U�W�D�Q�W���W�R���F�O�D�U�L�I�\���W�K�D�W���L�W���Z�D�V���F�R�Q�F�O�X�G�H�G���I�U�R�P��

the literature review that all �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V�� �D�U�H�� �D�I�I�H�F�W�H�G�� �E�\�� �D�O�O�� �Y�D�O�X�H�V�� �R�I�� �W�K�H��

organization, however ordinal Regression analysis was conducted to show which project 

�P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V�� �D�U�H�� �L�P�S�D�F�W�H�G�� �P�R�U�H�� �E�\�� �$�'�3�¶�V�� �Y�D�O�X�H�V���� �7�K�L�V�� �Z�D�V�� �G�R�Q�H�� �L�Q�� �R�U�G�H�U�� �W�R�� �K�H�O�S��

Abu-Dhabi police �I�R�F�X�V���R�Q���W�K�H�V�H���Y�D�O�X�H�V���P�R�U�H���H�I�I�H�F�W�L�Y�H�O�\���� �,�W���Z�D�V���I�R�X�Q�G���W�K�D�W���H�D�F�K���R�I���$�'�3�¶�V���I�L�Y�H��

�Y�D�O�X�H�V���L�V���D�I�I�H�F�W�L�Q�J���F�H�U�W�D�L�Q���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V���P�R�U�H���D�V���V�K�R�Z�Q���L�Q���W�D�E�O�H������ 

�7�D�E�O�H���������7�R�S���V�L�J�Q�L�I�L�F�D�Q�W���$�'�3���Y�D�O�X�H�V���D�I�I�H�F�W�L�Q�J���$�'�3���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V 

Values of ADP Integrity and honesty  Justice Recognizing 

achievement 

Effective 

Communication 

Excellence 
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Impact of 

values on 

competencies 

�x Integration 

Management  

�x Scope Management 

�x Time Management 

�x Achieving and action 

�x Leadership 

�x Problem 

solving 

�x Scope 

Management  

�x Achieving 

and action 

�x Stakeholder 

Management 

�x Leadership 

�x Scope 

Management  

�x Cost 

Management  

�x Achieving 

and action 

�x Integration 

Management  

�x Cost Management  

�x Conflict 

Management  

�x Leadership  

�x Problem Solving 

To benefit Abu-Dhabi Police from this conclusion of the analysis, Advance Training 

courses are being proposed to help Abu-Dhabi Police maximize the effects and interaction of its 

values and competencies of its officers. The topics and subject matters of the advanced training 

being proposed were generated from both the results of the research and a consultation with 

some ADP Project Managers.  

In the2nd of August 2015 I conducted a group discussion with ADP project managers 

asking them to advice topics of advance training courses to maximize positive effects and 

�P�L�Q�L�P�L�]�H�� �Q�H�J�D�W�L�Y�H�� �H�I�I�H�F�W�V�� �R�I�� �$�'�3�� �Y�D�O�X�H�V�� �R�Q�� �$�'�3�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�F�L�H�V���� �%�H�O�R�Z�� �D�U�H��

the proposed topics of the advance training programme.  

The goal of your discussion today is to validate the proposed advance training subjects 

that have been suggested by APD project managers to maximize positive effects and minimize 

negative effects of two of ADP values which are Integrity and Honesty AND Justice. 

 

�x Any question or clarification, so far? 
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Discussions 

Question 1:  (30 minutes) 

It was concluded from my research that Integrity and Honesty in Abu-Dhabi Police affects some 

�R�I�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�L�F�H�V�� �P�R�U�H���� �Z�K�L�F�K�� �D�U�H���� �,�Q�W�H�U�J�U�D�W�L�R�Q�� �P�D�Q�D�J�H�P�H�Q�W���� �6�F�R�S�H��

Management, Time management, Achieving and action, and Leadership. If you want to refresh 

you memory about these difinitions please see appendix A.  

1.1 Validation:  

�x Please suggest IF you think that the proposed trainig subjects will minimize the negative and 

maximize the positive effects of Integrity and honesty on the following project managers 

competenceis:  

�x Please mark YES  if you agree or NO if you disagree.  

# 

Project 

�P�D�Q�D�J�H�U�V�¶��

competecies 

Validation of suggested training topics Validation of Suggested Duration  and time 

Suggested trainig subjects  

Your 

Opinion

: 

Yes/No  

Suggested 

Duration  

Your 

opinion  

Suggested 

Time 

Your 

opinion  

1 
Integration 

Management 

Evaluate historical info. of 

similar projects.  
 

 

 

 

 

Develop a chart containing 

needed documents to deliver the 

project.  

 

Identify the relationships 

between stakeholders 
 

Identify the interface points 

with other projects in the 

organization.  

 

Conduct a frequent reviews of 

project status in terms of time, 

cost, and quality.  

 

Apply the problem solving 

techniques in managing project. 
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Apply a wrok authorization 

systems and procedures for 

approving project works and 

materials.  

 

Apply structured 

communication method.  
 

Documents lessons learned  

Use negotiating stategies.   

Develop a athourization chart 

that help project managers to 

right thing on the right time.  

 

Making change request 

decisions in unfair enviroment 
 

2 
Scope 

Management 

Develop a charter showing a 

link of the porject to the 

ongoing work of the ADP. 

 

   

 

Devlop a right responsibility 

matrix of project managers and 

end user.  

 

Define project business benefits 

to show the importance of the 

project.  

 

Explaing to end users how their 

interface in projecta affects 

project time and cost. 

 

Importance of delivering a 

�S�U�R�M�H�F�W���Z�L�W�K�L�Q���L�W�¶�V���V�F�R�S�H 
 

The emportance of getting the 
right things done for  ADP.  

3 
Time 

Management 

Develop a Project schedule 

network diagrams which 

contain activity list, activities 

attributes, and millstone list. 

 

   

 

Managing project time in unfair 

organization.  
 

Importance of delivering project  
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on time. 

Value of time in projects.  

4 
Achieving 

and action 

The best way of focusing on 

tasks and standrds of excellence  

set by relevant project 

stakeholders.  

 

   

 

How to focus on tasks in 

different situation   
 

How to motivate your team to 

ensure that expectations of all 

stakeholders are achived.  

 

Taking positive actions to 

captialize on apportunities. 
 

Striving for best practice.   

Sharing lessons learned and 

best practice with project 

stakeholders.  

 

Ensure informaiton are spread 

equally between project team 

members.  

 

Provide equal apportuinity for 

team members to do their jobs. 
 

Adhere to all legal requirments  

Ethical standards needed in 

managing projects. 
 

Ensuring the accuracy of data.   

The importacne of acting in the 
best interest of the team or 
organization rather than acting 
primarily to advance your 
personal agenda. 

 

5 Leadership 

How to be flexibile, creative, 

patient, and persistent.  
 

   

 

How to creat and motivate your 

team.  
 

How to set and analyze goals  

How to have positive attitude in  
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most situations. 

How to Delegating tasks fairly 
and effectivly between team 
members 

 

Transparency and openness- 

your willingness 
 

Willingness to listen and 

discuss issues 
 

Following through on promises   

�x Part from trainig courses Please suggest other ways Integrity and honesty can be maximised 

 

 

 

 

 

Question 2:  (15 minutes) 

It was concluded from my research that Justice in Abu-Dhabi Police affects one of project 

�P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�L�F�H�V�� �P�R�U�H���� �Z�K�L�F�K�� �L�V�� �S�U�R�E�O�H�P�� �V�R�O�Y�L�Q�J���� �,�I�� �\�R�X�� �Z�D�Q�W�� �W�R�� �U�H�I�U�H�V�K�� �\�R�X�� �P�H�P�R�U�\��

about these difinitions please see appendix A.  

2.1 Validation:  

�x Please suggest IF you think tha the proposed trainig subjects will minimize the negative and 

maximize the positive effects of Justice on the following project managers competenceis:  

�x Please mark YES  if you agree or NO if you disagree.  

# 

Project 

�P�D�Q�D�J�H�U�V�¶��

competecies 

Validation of suggested training topics Validation of Suggested Duration  and time 

Suggested trainig subjects  
Your 

Opinion  

Suggested 

Duration  

Your 

opinion  

Suggested 

Time 

Your 

opinion  

1 
Problem 

Solving 

How to solve problems without 

causing  other unanticipated 

problem 

 
    

Making sure that most  
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individuals will accept the 

solution of the poblem. 

Applying different problem 

solving techniques such as: 

brainstorming, ben Franklin 

balance sheet, root caues,  and 

burning platform 

 

Encouraging team members to 

bring their concerns forword. 
 

Define step by step mothod of 

solving problems. 
 

Community Engagement 

Citizens and neighborhood 

groups have an important role 

to play in helping the justice 

system identify, prioritize, and 

solve local problems. 

 

�'�L�I�I�H�U�H�Q�W���6�W�D�N�H�K�R�O�G�H�U�V�¶���U�L�J�K�W�V���L�Q��
ADP.  

�x Part from trainig courses Please suggest other ways Justice can be maximised 

 

 

 

 

 

Question 3:  (25 minutes) 

It was concluded from my research that Recongnizing Achievment  in Abu-Dhabi Police affects 

�V�R�P�H���R�I���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�L�F�H�V���P�R�U�H���� �Z�K�L�F�K���D�U�H���� �6�F�R�S�H���0�D�Q�D�J�H�P�H�Q�W������ �$�F�K�L�H�Y�L�Q�J���D�Q�G��

action ,Stakeholder Management, and Leadership. If you want to refresh you memory about 

these difinitions please see appendix A.  

3.1: Validation:  
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�x Please suggest IF you think tha the proposed trainig subjects will minimize the negative and 

maximize the positive effects of Recognizing Achievment on the following project managers 

competenceis:  

�x Please mark YES  if you agree or No if you disagree.  

# 

Project 

�P�D�Q�D�J�H�U�V�¶��

competecies 

Validation of suggested training topics Validation of Suggested Duration  and time 

Suggested trainig subjects  

Your 

Opinion

: 

Yes/No  

Suggested 

Duration  

Your 

opinion

: 

Yes/No  

Suggested 

Time 

Your 

opinion: 

Yes/No  

1 
Scope 

Management 

Develop a rewards to 

employees who exhibit certain 

scope. 

 

    When preparing a status report, 
acknowledge individual 
contributions by using 
employee names  

 

2 
Achieving 

and action 

Rewarding team memebers who 

strive to do their job well. 
 

    
Recognizing achievment and 

motivation 
 

Applying different models of 
recognizing achievements  

3 
Stakeholder 

Management 

Understanding communication 

management 
 

    

Understanding stakeholders 

different needs  
 

Building a high level 

communication channel in 

projects 

 

Maintain different stakeholders 

rights while managing projects  
 

Resolve conflict between 
different stakeholders   

4 Leadership 

Leadership rules in rocognizing 

achievment. 
 

    

Being Effective project leader  



334 
 

Helping team members showing 

their efforts 
 

Motivate people by recognizing 

their achievments 
 

understanding motivational 

patterns 
 

Negotiating Conflict  

�x Part from trainig courses Please suggest other ways Recognizing Acheivment can be 

maximised 

 

 

 

 

 

Question 4:  (20 minutes) 

It was concluded from my research that Effective Communication  in Abu-Dhabi Police affects 

�V�R�P�H�� �R�I�� �S�U�R�M�H�F�W�� �P�D�Q�D�J�H�U�V�¶�� �F�R�P�S�H�W�H�Q�L�F�H�V�� �P�R�U�H���� �Z�K�L�F�K�� �D�U�H���� �6�F�R�S�H�� �0�D�Q�D�J�H�P�H�Q�W���� �&�R�V�W��

Management, and Achieving and action. If you want to refresh you memory about these 

difinitions please see appendix A.  

1.4 Validation:  

�x Please suggest IF you think tha the proposed trainig subjects will minimize the negative and 

maximize the positive effects of Effective Communication on the following project managers 

competenceis:  

�x Please mark YES  if you agree  or NO if you disagree.  

# 

Project 

�P�D�Q�D�J�H�U�V�¶��

competecies 

Validation of suggested training topics Validation of Suggested Duration  and time 

Suggested trainig subjects  

Your 

Opinion

: 

Yes/No  

Suggested 

Duration  

Your 

opinion

: 

Yes/No  

Suggested 

Time 

Your 

opinion: 

Yes/No  

1 Scope creation of a detailed project scope      



335 
 

Management statement 

Communicate Work Breakdown 

Structure (WBS) 
 

Tools and techniques of collecting 

requirements 
 

Develop a WBS dictionary   

2 
Cost 

Management 

Use smart applications to 

measure work performance. 
 

    

Announce how the budget of 

the project been estimated and 

the cost of each acitvities.  

 

Use old project to estimate 

�S�U�R�M�H�F�W�¶�V���F�R�V�W 
 

Use expert judgment to estimate 
�S�R�U�M�H�F�W�¶�V���F�R�V�W  

3 
Achieving 

and action 

How to control project risk 

proactively.  
 

    

Share the performance 

standerds with different 

stakeholders. 

 

Working with different 

stakeholders to clarigy scope, 

roles, expectations, tasks, and 

data requirments. 

 

Applying different techniuqes 
to get at the root cause of a 
situation or a problem 

 

Question 5:  (20 minutes) 

It was concluded from my research that Excellence  in Abu-Dhabi Police affects some of project 

�P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�L�F�H�V���P�R�U�H�����Z�K�L�F�K���D�U�H�����,�Q�W�H�J�U�D�W�L�R�Q���0�D�Q�D�J�H�P�H�Q�W�����&�R�V�W���0�D�Q�D�J�H�P�H�Q�W�����&�R�Q�I�O�L�F�W��

Management, Leadership, and Problem Solving. If you want to refresh you memory about these 

difinitions please see appendix A.  

5.1 Validation:  
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�x Please suggest IF you think tha the proposed trainig subjects will minimize the negative and 

maximize the positive effects of Excellence on the following project managers competenceis:  

�x Please mark YES  if you agree or NO if you disagree.  

# 

Project 

�P�D�Q�D�J�H�U�V�¶��

competecies 

Validation of suggested training topics Validation of Suggested Duration  and time 

Suggested trainig subjects  

Your 

Opinion

: 

Yes: No  

Suggested 

Duration  

Your 

opinion

: 

Yes: No  

Suggested 

Time 

Your 

opinion: 

Yes: No  

1 
Integration 

Management 

�/�L�Q�N�� �S�U�R�M�H�F�W�� �W�R�� �R�U�J�D�Q�L�]�D�L�W�R�Q�¶�V��

strategy. 
 

    

Apply best practice in 

developing project charter.  
 

Use excellance in developing 

project management plan 
 

Set a excllence target for each 

project 
 

Use RADAR techniuqes during 

project lifecycle 
 

Use project management 

information system (PMIS) to 

�W�U�D�F�N���S�U�R�M�H�F�W�¶�V���V�W�D�W�X�V���� 

 

Use the impot of project team to 
develop a project management 
plan  

 

2 
Cost 

Management 

Apply EFQM in managing 

�S�U�R�M�H�F�W�¶�V���F�R�V�W 
 

    

 Apply BEMB (German 

�V�W�D�Q�G�D�U���� �L�Q�� �P�D�Q�D�J�L�Q�J�� �S�U�R�M�H�F�W�¶�V��

conflict. 

 

Developing a culture that 

focusing in delivering projects 

within their cost  

 

Staying within project budget 
while focusing on meeting 
deadlines and exceeding 
enduser needs.  
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3 
Conflict 

Management 

Apply EFQM in managing 

�S�U�R�M�H�F�W�¶�V���F�R�Q�I�O�L�F�W 
 

    Apply transparency in project  

Establish a networks to manage 
projects  

4 Leadership 

Apply EFQM leadership   

    

Inhancing innovation in projects  

Insure team diversity  

Seeking project management 
certifications and awards.   

5 
Problem 

Solving 

Solving problems seeking 

organizations benifites. 
 

    

Develop negotaions skills of 

project managers. 
 

Teach project managers stress 
management techniques to 
insure adaqwate problem 
solutions 

 

�x Part from trainig courses Please suggest other ways Excellence can be maximised 

 

 

 

 

Concluding Questions (10 minutes) 

1. Please suggest other ways the competencies discussed can be achieved maximally: 

 

 

 

2. Have we missed anything that you feel is important or is there anything else �\�R�X�¶�G���O�L�N�H���W�R���D�G�G��

before we finish this group discussion? 
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Closing  

�:�H�¶�U�H�� �D�O�O�� �G�R�Q�H�� �I�R�U�� �W�R�G�D�\���� �7�K�D�Q�N�� �\�R�X�� �V�R�� �P�X�F�K�� �I�R�U�� �\�R�X�U�� �W�L�P�H���� �,�� �U�H�D�O�O�\�� �D�S�S�U�H�F�L�D�W�H�� �\�R�X�U��

participation. Your comments and insights have been very helpful.  
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Appendix D 

Chapter9: A Proposed Training Programme for Abu-Dhabi Police 

9.8: Introduction:  

Chapter 7 focused on analyzing the data collected about the relationship between the values 

of Abu-�'�K�D�E�L���3�R�O�L�F�H���D�Q�G���W�K�H�L�U���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V�����,�W���L�V���L�P�S�R�U�W�D�Q�W���W�R���E�H���F�O�H�D�U���W�K�D�W���L�W��

wa�V���F�R�Q�F�O�X�G�H�G���I�U�R�P���W�K�H���O�L�W�H�U�D�W�X�U�H���U�H�Y�L�H�Z���W�K�D�W���D�O�O���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V���D�U�H���D�I�I�H�F�W�H�G���W�R��

some extent by all values of any organization, however ordinal regression analysis was 

�F�R�Q�G�X�F�W�H�G���W�R���V�K�R�Z���Z�K�L�F�K���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V���D�U�H���L�Q�I�O�X�H�Q�F�H�G���P�R�U�H by ADP values, 

in order to help them focus more on reviewing plans and operations so that these values and 

�F�R�P�S�H�W�H�Q�F�L�H�V���F�D�Q���E�H���D�F�K�L�H�Y�H�G���D�W���W�K�H���K�L�J�K�H�V�W���O�H�Y�H�O�V�����,�W���Z�D�V���I�R�X�Q�G���W�K�D�W���H�D�F�K���R�I���$�'�3�¶�V���I�L�Y�H���Y�D�O�X�H�V��

�L�Q�I�O�X�H�Q�F�H���F�H�U�W�D�L�Q���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V���P�R�Ue, which was discussed in the previous 

chapter and summarized in Table 6.1.  

For ADP to benefit from the outcome of this study, different tools were proposed to help 

Abu-Dhabi Police control the effects of its values. Training courses are also proposed in this 

chapter and a validation of those was conducted.  

9.9: Importance of Training Programmes  

Business environments these days are changeable, which requires new approaches to deal 

with these changes. Training is one way of dealing with these changes. Training offers a good 

opportunity for participants to gain experience and enhance their skills and knowledge 

(DLBALLC and DGHELLC, 2006). Training refers to the approach to learning certain skills and 
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knowledge by individuals and teams to improve organizational effectiveness (Godestein and 

Ford, 2002). Also, training is defined by McClelland (2002) as an activity which leads to 

�F�K�D�Q�J�L�Q�J���S�H�R�S�O�H�¶�V���E�H�K�D�Y�L�R�X�U������ 

Psychol (2009) stated that due to the emergence of new technology, organizations need to 

�X�S�G�D�W�H���W�K�H�L�U���H�P�S�O�R�\�H�H�V�¶���V�N�L�O�O�V�����(�P�S�O�R�\�H�H�V���K�D�Y�H���W�R���K�D�Y�H���E�R�W�K���N�Q�R�Z�O�H�G�J�H���D�Q�G���V�N�L�O�O�V���W�R���S�H�U�I�R�U�P���W�K�H��

job, and tha�W���U�H�T�X�L�U�H�V���W�U�D�L�Q�L�Q�J�����7�U�D�L�Q�L�Q�J���K�H�O�S�V���R�U�J�D�Q�L�]�D�W�L�R�Q�V���W�R���L�P�S�U�R�Y�H���W�K�H�L�U���H�P�S�O�R�\�H�H�V�¶��

competencies, which would lead to better performance appraisal and employee satisfaction. 

Brum (2007) concluded from his study that a training programme has a significant 

positive impact on both employee and organization performance. In addition, Psychol (2009) 

stated that training has a positive impact on individual and team performance. Furthermore, 

Aragon-Sanchez et al. (2003) concluded from their study that training is directly related to 

employee and customer satisfaction, as well as business performance, while Baker (1964) stated 

that training contributes to national economic growth which benefits society because it improves 

the quality of the labour force. Bartram and Gibson (2000) stated that employees can be a 

liability to an organization without the right training, while they can be an asset if they are 

trained effectively.  

�2�U�J�D�Q�L�]�D�W�L�R�Q�V���V�W�U�L�Y�H���W�R���G�L�I�I�H�U�H�Q�W�L�D�W�H���W�K�H�L�U���H�P�S�O�R�\�H�H�V�¶���V�N�L�O�O�V�����N�Q�R�Z�O�H�G�J�H�����D�Q�G���P�R�W�L�Y�D�W�L�R�Q���L�Q��

order to compete in the market (Psychol, 2009). According to the Abu-Dhabi Police Annual 

Report (2014), Abu-Dhabi Police spent more than 100m Dhs (=£18m) annually on training and 

development. To help Abu-Dhabi Police gain benefit and success out of this investment in 

training, a series of training programmes are proposed which directly deal with the effects of 

�$�'�3���Y�D�O�X�H�V���R�Q���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V�����)�X�U�W�K�H�U�P�R�U�H�����D���T�X�D�O�L�W�D�W�L�Y�H���D�Q�D�O�\�V�L�V���Z�D�V��
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conducted on the last three open-ended questions in the questionnaires, which were about the 

challenges project managers face, or think project managers face, regarding how ADP values 

their competencies and skills. The analysis indicates that effective training was found to be a 

great issue.  

9.9.1 Types of Training Programmes 

Most organizations offer different types of training to their employees. There are several 

types of training programmes. Each type of training targets different skills and knowledge. These 

training types could be (Baumeyer, 2015): literacy training, interpersonal skills training, 

technical training, problem-solving training, and sensitivity training.  

Literacy training relates to training that involves reading and writing. This type of 

training is used to help employees understand work processes, perform job tasks, and learn new 

technology (Baoyin, 2015). Interpersonal skills training is designed to help employees to develop 

positive relationships, manage conflict, and communicate better while performing their jobs. It 

involves influencing others to be positive. Technology training is designed to, e.g., introduce 

new IT software or hardware to employees, which would help them to perform better. It involves 

�G�L�I�I�H�U�H�Q�W���W�\�S�H�V���R�I���W�U�D�L�Q�L�Q�J���G�H�S�H�Q�G�L�Q�J���R�Q���H�P�S�O�R�\�H�H�V�¶���S�R�V�L�W�L�R�Q�����3�U�R�E�O�H�P-solving training is 

designed to help employees to analyze situations, develop alternative and different solutions, and 

choose and implement the most appropriate one (Baumeyer, 2015; Baoyin, 2015).  

Training programmes could include different activities, such as presentations (lectures), 

seminars (discussions), workshop activities, field trips, interactive models, computer models, 

hands-on activities, and industry placements (Baoyin, 2015).  
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9.9.2 �$�'�3�¶�V���&�X�U�U�H�Q�W���7�U�D�L�Q�L�Q�J���3�U�R�J�U�D�P�P�H 

There is a current training procedure in ADP which is conducted to ensure that employees 

have training yearly to help them improve their skills and competencies. Before the start of the 

year, every department would have its own goals, and based on that, managers would highlight 

areas of improvement for their processes and employees to meet these goals.  

Then employees would be asked for a meeting with their managers to discuss the training 

needed for them. Such training is designed to improve their skills and competencies to enable 

them to meet their work objectives. In addition, such training is part of long-term career 

development. Then the managers and project managers will need to complete a training plan 

form. This form highlights specific learning objectives. This should take place in discussion 

between the employee and the line manager to determine exactly what is to be gained from the 

training courses in terms of skills and knowledge (ADP Training Manual, 2015).  

For each training course, the instructor would evaluate employees during the training course 

and managers would evaluate their employees within one month after the training courses. This 

is done to ensure that ADP training contributes to both skills and knowledge of the employees.   

In the case of project managers in ADP, it is a similar procedure. Project managers would be 

informed verbally in a face-to-face meeting on their areas for improvement and development, 

and then they would agree with their managers on their training plan for a year. This procedure is 

conducted yearly. Figure 8.1 shows the current training procedure in ADP.  
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Figure 9.16: Figure 1: Current training process in ADP (Source: ADP, 2015) 

It can be seen in Figure 1 that project managers would be assessed three times: 1) during the 

training course, 2) one month after the training course, and 3) at the end of each year. These 

assessments are done by ADP managers.  

9.9.3 �7�K�H���&�R�Q�W�H�Q�W�V���R�I���$�'�3�¶�V���&�X�U�U�H�Q�W���7�U�D�L�Q�L�Q�J���3�U�R�J�U�D�P�P�H 

The current ADP training programme covers different areas related to the police services, 

such as crime and traffic. It also covers some topics that are considered to be supportive to the 

police services, such as project management, health and safety, HR management, etc. (ADP, 

2016).  

Step 1
�{Department develops a goal that supports ADP vision.

Step 2
�{�����‰���Œ�š�u���v�š�[�•���u���v���P���Œ���Z�]�P�Z�o�]�P�Z�š�•���š�Z���]�Œ�����u�‰�o�}�Ç�����•�–���š�Œ���]�v�]�v�P���š���v���š�•���š�}���u�����š�������W���À�]�•�]�}�v�X

Step 3
�{Manager discusses with project managers their training and development plan for the year.

Step 4

�{1st Training
�{2nd Training
�{3rd Training

Step 5
�{Training section provides the training for the PM.

Step 6
�{���š���š�Z�������v�����}�(���������Z���š�Œ���]�v�]�v�P�U���š�Œ���]�v�]�v�P���]�v�•�š�Œ�µ���š�}�Œ�����À���o�µ���š���•���W�D�[�•���‰���Œ�š�]���]�‰���š�]�}�v�����µ�Œ�]�v�P���š�Z�������}�µ�Œ�•���X

Step 7
�{�D���v���P���Œ�����À���o�µ���š���•���W�D�[�•���‰���Œ�(�}�Œ�u���v�������Á�]�š�Z�]�v���}�v�����u�}�v�š�Z�����(�š���Œ���š�Z�����š�Œ���]�v�]�v�P�X����

Step 8 �{�D���v���P���Œ�����•�•���•�•���•�����v�������À���o�µ���š���•���W�D�[�•���‰���Œ�(�}�Œ�u���v���������š���š�Z�������v�����}�(���������Z���Ç�����Œ�X��
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�(�Y�H�Q���W�K�R�X�J�K���$�'�3���K�D�V���L�Q�Y�H�V�W�H�G���D���O�R�W���L�Q���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���W�U�D�L�Q�L�Q�J���D�Q�G���H�Y�D�O�X�D�W�L�R�Q�����W�K�H�L�U��

performance has not been seen to significantly improve (ADP, 2015), and this is where the 

findings of this research would help ADP. Also, the gaps in competencies established in Chapter 

�����V�X�J�J�H�V�W���W�K�D�W���I�X�U�W�K�H�U���W�U�D�L�Q�L�Q�J���L�V���Q�H�H�G�H�G���I�R�U���$�'�3�¶�V���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V���D�Q�G���P�D�Q�D�J�H�U�V�� 

9.9.4 The Need to �,�P�S�U�R�Y�H���$�'�3�¶�V���&�X�U�U�H�Q�W���7�U�D�L�Q�L�Q�J���3�U�R�J�U�D�P�P�H�� 

Based on the literature review, performance of project managers is interconnected with 

different aspects of the organizations. It is connected to both organizational culture and project 

management culture. This research studied the link between ADP values, which is part of the 

�$�'�3���F�X�O�W�X�U�H�����D�Q�G���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V�����Z�K�L�F�K���D�U�H���S�D�U�W���R�I���W�K�H���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶��

characteristics. This research suggests that instead of keeping sending project managers on the 

same course, project managers might need training courses on how to perform under the effect of 

ADP values on their competencies. Hence, training that specifically addresses the values and 

competencies of ADP are recommended. The next section highlights suggested steps to add to 

the current ADP training procedure. Based on the foregoing, advanced training was sought for 

ADP as a means of improving the current provision. 

9.10: Proposing Advanced Training Programme for ADP: The Methodology and 

Content 

Advanced training courses were explored to help Abu-Dhabi Police to maximize the 

�X�Q�G�H�U�V�W�D�Q�G�L�Q�J���R�I���$�'�3�¶�V���Y�D�O�X�H�V���D�Q�G���W�K�H���H�I�I�H�F�W�V���R�I���W�K�H�V�H���Y�D�O�X�H�V���R�Q���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶��

competencies. A focus group forum was used for this purpose. ADP project managers were 

chosen to be the participants in the group discussion. Project managers with a minimum three 
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years of experience were chosen, because they have been working under the current ADP values 

and they would be able to suggest different ways to help ADP control the effects of its values. 

Project managers were chosen instead of managers, because they are the ones who manage ADP 

projects and are affected by ADP values while managing these projects. The reason for that is to 

allow them to advise what could be given in training courses in order for them to use the required 

�N�Q�R�Z�O�H�G�J�H���D�Q�G���V�N�L�O�O�V���W�R���P�D�Q�D�J�H���S�U�R�M�H�F�W�V���Z�L�W�K���$�'�3���Y�D�O�X�H�V�¶���H�I�I�H�F�W�V�����$�V���D���U�H�V�X�O�W�����W�K�H���S�U�R�S�R�V�H�G��

training programmes defined specific issues related to Abu-Dhabi Police values and how the 

effects of these values could be controlled.  

ADP project managers were invited to the focus group discussion by phone. Of the 15 project 

managers invited to attend the group discussion, nine of them (60%) attended and participated in 

the study. The group discussion took place at the ADP engineering department conference hall 

from around 8:30 a.m. on 2nd August 2015. The group discussion took about three hours.  

Project managers were asked to suggest what should be applied to minimize negative, and 

maximize positive, effects of each value of ADP o�Q���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V����These 

topics and subjects will help ADP to maximize positive effects and minimize negative effects of 

�L�W�V���Y�D�O�X�H�V���R�Q���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V�����7�K�H���J�R�D�O���R�I���L�W���Z�D�V���W�R���F�D�S�W�X�U�H���D�Q�G���J�H�Q�H�U�D�W�H���L�G�H�D�V��

�D�Q�G���W�K�R�X�J�K�W�V���I�U�R�P���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V���R�Q���K�R�Z���$�'�3���Y�D�O�X�H�V�¶���H�I�I�H�Fts can be controlled. Different 

solutions were given in the group discussion; however, for each question, engineering had to 

agree on the solutions.  

Topics of the advanced training programme were generated by asking participants to write 

down their suggested topics and then giving these topics to the facilitator for open discussion, to 

come up with agreed topics. At the end of each question, participants were asked to discuss all 
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the results and agree different subjects and topics to be included in these advanced training 

courses.  

This study concluded that each one of the five ADP values is placing more impact on at least 

�R�Q�H���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�\�����)�L�Y�H���V�H�W�V���R�I���W�U�D�L�Q�L�Q�J���F�R�X�U�V�H�V�����R�Q�H���I�R�U���H�D�F�K���Y�D�O�X�H�����Z�H�U�H��

proposed by participants to maximize the positive effects and minimize the negative effects of 

Abu-�'�K�D�E�L���Y�D�O�X�H�V���R�Q���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V�����7�K�H�V�H���I�L�Y�H���V�H�W�V���R�I���W�U�D�L�Q�L�Q�J���F�R�X�U�V�H�V��

correspond with the five values of ADP. These training courses would help Abu-Dhabi Police in 

the following:  

1) To work more on integrity and honesty and ensure the highest levels of integrity and honesty 

at all times, and that human rights will remain preserved. 

2) �7�R���Z�R�U�N���P�R�U�H���R�Q���M�X�V�W�L�F�H�����V�R���W�K�D�W���I�D�L�U���D�Q�G���W�D�F�W�I�X�O���V�H�U�Y�L�F�H�V���D�U�H���S�U�R�Y�L�G�H�G���W�R���D�O�O���V�H�J�P�H�Q�W�V�¶��

employees. 

3) To work more on recognizing achievements, so that achievements made by individuals and 

by the community are encouraged, and to make sure that team spirit and motivating 

initiatives at all levels can be appreciated and evaluated. 

4) To work more on effective communication and highlight how effective communication with 

the public and private sectors is of vital importance to accomplish its coveted goals. 

5) To work more on excellence and make sure that excellence is pursued in all its work, and 

ensure that its activities are assessed effectively and efficiently. 

The training packages associated with the five values of ADP are discussed further below. 
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9.10.1 Proposed Training Course to Control Effect of Integrity and Honesty in ADP 

It was found in Chapter 6 that integrity and honesty in Abu-Dhabi Police significantly affect 

�V�R�P�H���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V�����Z�K�L�F�K���D�U�H�����L�Q�W�H�J�U�D�W�L�R�Q���P�D�Q�D�J�H�P�H�Q�W�����V�F�R�S�H���P�D�Q�D�J�H�P�H�Q�W����

time management, achieving and action, and leadership. Participants in the group discussion 

were asked to suggest what should be learnt to minimize the negative and maximize the positive 

�H�I�I�H�F�W�V���R�I���L�Q�W�H�J�U�L�W�\���D�Q�G���K�R�Q�H�V�W�\���R�Q���W�K�H�V�H���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V�����7�D�E�O�H�������V�X�P�P�D�U�L�]�H�V��

the proposed subjects of the advanced training courses.  

Table 9.22: Table 1: Proposed training programme for Abu-Dhabi Police to control the effect of 

�L�Q�W�H�J�U�L�W�\���D�Q�G���K�R�Q�H�V�W�\���R�Q���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V 

# 
�3�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶��

competency being addressed 

Suggestions for training 

Additional/advanced training topics 

to: maximize positive effects / 

minimize negative effects. How to 

Duration 

of 

training  

Appropriate 

timing of this 

training  

1 Integration management 1- Evaluate historical information of 

similar projects.  

2- Develop a chart containing 

needed documents to deliver 

projects.  

3- Identify the relationships 

between stakeholders.  

4- Identify the interface points with 

other projects in the organization.  

5- Conduct frequent reviews of 

project status in terms of time, 

 

 

5 days  

 

At the beginning 

of the year  
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cost, and quality.  

6- Apply problem-solving 

techniques in managing project. 

7- Apply work authorization 

systems and procedures for 

approving project works and 

materials.  

8- Apply structured communication 

method.  

9- Document lessons learned. 

10- Use negotiating strategies.  

11- Develop authorization chart that 

helps project managers to do the 

right thing at the right time.  

12- Making change request decisions 

in unfair environments. 

2 Scope management 1- Develop a charter showing a link 

between projects and different 

ongoing works in ADP. 

2- Develop rights/responsibility 

matrixes of project managers and 

end users.  

3- Define project business benefits 

to show the importance of the 

project.  

4- Explain to end users how their 

interface with the project affects 

project time and cost.  

3 days 

 

At the beginning 

of the year  
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5- Importance of delivering project 

within its scope.  

6- The importance of getting the 

right things done for the ADP.  

3 Time management 1- Develop project schedule 

network diagrams which contain 

activities list, activities attributes, 

and milestone list. 

2- Manage project time in different 

circumstances. 

3- Importance of delivering project 

on time. 

4- Value of time in projects. 

 

 

3 days  

 

At the beginning 

of the year  

4 Achieving and action 1- The best way of focusing on 

tasks and standards of excellence 

set by relevant project 

stakeholders.  

2- How to do job well in an unfair 

environment.  

3- How to motivate your team to 

ensure that expectations of all 

stakeholders are achieved.  

4- Taking positive actions to 

capitalize on opportunities.  

5- Striving for best practice.  

6- Sharing lessons learned and best 

practices with project 

stakeholders.  

 

 

5 days  

 

At the beginning 

of the year  
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7- Ensure information is spread 

equally between project team 

members.  

8- Provide equal opportunities for 

team members to do their jobs.  

9- Adhere to all legal requirements. 

10- Ethical standards needed in 

managing projects.  

11- Ensure the accuracy of data.  

12- The importance of acting in the 

best interest of the team or 

organization rather than acting 

primarily to advance your 

personal agenda.  

5 Leadership 1- How to be flexible, creative, 

patient and persistent.  

2- How to create and motivate a 

team.  

3- How to set and analyze goals. 

4- How to have a positive attitude in 

most situations.  

5- Delegating tasks fairly and 

effectively between team 

members. 

6- Transparency and openness. 

7- Willingness to listen and discuss 

issues. 

8- Following through on promises. 

 

 

3 days  

 

At the beginning 

of the year  



352 
 

9.10.2 Proposed Training Course to Control the Effect of Justice in ADP 

It was concluded from this research that justice in Abu-Dhabi Police has more effect on 

�R�Q�H���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�\�����Z�K�L�F�K���L�V���S�U�R�E�O�H�P-solving. Participants in the group 

discussion were asked to suggest what should be learnt to minimize the negative and maximize 

�W�K�H���S�R�V�L�W�L�Y�H���H�I�I�H�F�W�V���R�I���M�X�V�W�L�F�H���R�Q���W�K�L�V���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�\�����7�D�E�O�H�������K�L�J�K�O�L�J�K�W�V���W�K�H��

proposed training programmes.  

Table 9.22: Table 2: Proposed training programme for Abu-Dhabi Police to control the effect of 

�M�X�V�W�L�F�H���R�Q���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�Fies 

# 
�3�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶��

competencies 

Suggestions 

Additional/advanced training topics to 

maximize positive effects / minimize 

negative effects 

Duration 

of 

training  

Appropriate 

timing of this 

training  

1 Problem-solving 1- How to solve problems without causing 

other unanticipated problems.  

2- Making sure that most individuals will 

accept the solution to the problem.  

3- Applying different problem-solving 

techniques such as: brainstorming, Ben 

Franklin balance sheet, root cause, and 

burning platform.  

4- Encouraging team members to bring their 

concerns forward.   

5- Define step-by-step methods for solving 

problems.  

6- Community Engagement Citizens and 

neighbourhood groups have an important 

 

 

5 days  

 

At the beginning of 

the year  
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role to play in helping the justice system 

identify, prioritize, and solve local 

problems.   

7- �'�L�I�I�H�U�H�Q�W���V�W�D�N�H�K�R�O�G�H�U�V�¶���U�L�J�K�W�V���L�Q���$�'�3���� 

9.10.3 Proposed Training Course to Control Effect of Recognizing Achievement in ADP 

Recognizing achievement in Abu-Dhabi Police was found to have more effect on some project 

�P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V�����Z�K�L�F�K���D�U�H�����V�F�R�S�H���P�D�Q�D�J�H�P�H�Q�W�����D�F�K�L�H�Y�L�Q�J���D�Q�G���D�F�W�L�R�Q�����V�W�D�N�H�K�R�O�G�H�U��

management, and leadership. Participants in the group discussion were asked to suggest what 

should be learnt to minimize the negative and maximize the positive effects of recognizing 

�D�F�K�L�H�Y�H�P�H�Q�W���R�Q���W�K�L�V���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�\�����7�D�E�O�H�������K�L�J�K�O�L�J�K�W�V���W�K�H���S�U�R�S�R�V�H�G���W�Uaining 

programmes.   

Table 9.22: Table 3: Proposed training programme for Abu-Dhabi Police to control the effect of 

�U�H�F�R�J�Q�L�]�L�Q�J���D�F�K�L�H�Y�H�P�H�Q�W���R�Q���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V 

# 
�3�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶��

competencies 

Suggestions 

Additional/advanced training topics 

to: maximize positive effects / 

minimize negative effects 

Duration 

of 

training  

Appropriate 

timing of this 

training  

1 Scope management 1- Develop rewards to employees 

who exhibit certain scope. 

2- When preparing a status report, 

acknowledge individual 

contributions by using employee 

names.  

 

 

3 days  

 

At the beginning of 

the year  
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2 Achieving and action 1- Rewarding team members who 

strive to do their job well. 

2- Importance of recognizing 

achievements and motivation.   

3- Applying different models of 

recognizing achievements. 

 

 

2 days  

 

At the beginning of 

the year  

3 Stakeholder 

management 

1- Understanding communication 

management.  

2- �8�Q�G�H�U�V�W�D�Q�G�L�Q�J���V�W�D�N�H�K�R�O�G�H�U�V�¶��

different needs.  

3- Building a high-level 

communication channel in 

projects.  

4- �0�D�L�Q�W�D�L�Q���G�L�I�I�H�U�H�Q�W���V�W�D�N�H�K�R�O�G�H�U�V�¶��

rights while managing projects.  

5- Resolve conflict between different 

stakeholders. 

 

 

3 days  

 

At the beginning of 

the year  

4 Leadership 1- Leadership rules in recognizing 

achievement.  

2- Being an effective project leader.  

3- Helping team members showing 

their efforts.  

4- Motivate people by recognizing 

their achievements.  

5- Understanding motivational 

patterns.  

6- Negotiating conflict. 

 

 

3 days  

 

At the beginning of 

the year  
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9.10.4 Proposed Training Course to Control Effect of Effective Communication in ADP 

Effective communication in Abu-Dhabi Police was found to have more effect on some 

�S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V�����Z�K�L�F�K���D�U�H�����V�F�R�S�H���P�D�Q�D�J�H�P�H�Q�W�����F�R�V�W���P�D�Q�D�J�H�P�H�Q�W�����D�Q�G��

achieving and action. Participants in the group discussion were asked to suggest what should be 

learnt to minimize the negative and maximize the positive effects of effective communication on 

�W�K�L�V���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�\�����7�D�E�O�H�������K�L�J�K�O�L�J�K�W�V���W�K�H���S�U�R�S�R�V�H�G���W�U�D�L�Q�L�Q�J���S�U�R�J�U�D�P�P�H�V���� 

Table 9.22: Table 4: Proposed training programme for Abu-Dhabi Police to control the effect of 

�H�I�I�H�F�W�L�Y�H���F�R�P�P�X�Q�L�F�D�W�L�R�Q���R�Q���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V 

# 
�3�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶��

competencies 

Suggestions 

Additional/advanced training topics 

to: maximize positive effects / 

minimize negative effects 

Duration of 

training  

Appropriate 

timing of this 

training  

1 Scope management 1- Creation of a detailed project 

scope statement.  

2- Communicate work breakdown 

structure (WBS).  

3- Tools and techniques of collecting 

requirements.  

4- Develop a WBS dictionary.  

 

 

2 days  

 

At the beginning of 

the year  

2 Cost management 1- Using smart applications to 

measure work performance.  

2- Announce how the budget of the 

project has been estimated and the 

cost of each activity.  

 

 

3 days  

 

At the beginning of 

the year  
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3- Use data from old project to 

�H�V�W�L�P�D�W�H���S�U�R�M�H�F�W�¶�V���F�R�V�W���� 

4- �8�V�H���H�[�S�H�U�W�V�¶���M�X�G�J�P�H�Q�W�V���W�R��

�H�V�W�L�P�D�W�H���S�U�R�M�H�F�W�¶�V���F�R�V�W���� 

3 Achieving and action 1- How to control project risk 

proactively.  

2- Share the performance standards 

with different stakeholders.  

3- Working with different 

stakeholders to clarify scope, 

roles, expectations, tasks, and data 

requirements.  

4- Applying different techniques to 

get at the root cause of a situation 

or a problem.  

 

 

2 days  

 

At the beginning of 

the year  

9.10.5 Proposed Training Course to Control Effect of Excellence in ADP 

Excellence in Abu-Dhabi Police was found to have more effect on some project 

�P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V�����Z�K�L�F�K���D�U�H�����L�Q�W�H�J�U�D�W�L�R�Q���P�D�Q�D�J�H�P�H�Q�W�����F�R�V�W���P�D�Q�D�J�H�P�H�Q�W�����F�R�Q�I�O�L�F�W��

management, leadership, and problem-solving. Participants in the group discussion were asked to 

suggest what should be learnt to minimize the negative and maximize the positive effects of 

�H�[�F�H�O�O�H�Q�F�H���R�Q���W�K�L�V���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�\�����7�D�E�O�H�������K�L�J�K�O�L�J�K�W�V���W�K�H���S�U�R�S�R�V�H�G���W�U�D�L�Q�L�Q�J��

programmes.  
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Table 9.22: Table 5: Proposed training programme for Abu-Dhabi Police to control the effect of 

�H�[�F�H�O�O�H�Q�F�H���R�Q���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V 

# 
�3�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶��

competencies 

Suggestions 

Additional/advanced training topics 

to: maximize positive effects / 

minimize negative effects 

Duration of 

training  

Appropriate 

timing of this 

training  

1 Integration 

management 

1- �/�L�Q�N���S�U�R�M�H�F�W���W�R���R�U�J�D�Q�L�]�D�W�L�R�Q�¶�V��

strategy. 

2- Apply best practice in developing 

project charter.  

3- Use excellence in developing 

project management plan.  

4- Set an excellence target for each 

project.  

5- Use RADAR techniques during 

project lifecycle.  

6- Use project management 

information system (PMIS) to 

�W�U�D�F�N���S�U�R�M�H�F�W�¶�V���V�W�D�W�X�V���� 

7- The importance of project team in 

developing a project management 

plan.  

 

 

5 days  

 

At the beginning of 

the year  

2 Cost management 1- Apply EFQM in managing 

�S�U�R�M�H�F�W�¶�V���F�R�V�W���� 

2- Apply BEMB (German standard) 

in managing project conflicts.  

3- Developing a culture that focuses 

 

 

5 days  

 

At the beginning of 

the year  
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on delivering projects within their 

cost.   

4- Staying within project budget 

while focusing on meeting 

deadlines and exceeding end-user 

needs.  

3 Conflict management 1- Apply EFQM in managing project 

conflict.  

2- Apply transparency in project.  

3- Establish networks to manage 

projects.  

 

 

5 days  

 

At the beginning of 

the year  

4 Leadership 1- Apply EFQM leadership.  

2- Enhance innovation in projects.  

3- Ensure team diversity.  

4- Seek project management 

certifications and awards.  

 

 

5 days  

 

At the beginning of 

the year  

5 Problem-solving 1- Solve problems seeking 

organizations benefits.   

2- Develop negotiation skills of 

project managers.  

3- Teach project managers stress 

management techniques to ensure 

adequate problem solutions.  

 

 

5 days  

 

At the beginning of 

the year  

9.11: Differences Between the Proposed and Existing Training Course  

�(�[�L�V�W�L�Q�J���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���W�U�D�L�Q�L�Q�J���L�Q���$�'�3���L�V���G�L�I�I�H�U�H�Q�W���I�U�R�P���W�K�H���S�U�R�S�R�V�H�G���D�G�Y�D�Q�F�H�G��

training. Table 6 summarizes these differences:  
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Table 9.22: Table 6: Differences between current APD training courses and proposed training 

courses 

# Current training courses in ADP Proposed training courses 

1 Designed to cover nine knowledge areas of PM 
book  

Designed to minimize the effect of ADP values on 
�S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V 

2 �)�R�F�X�V�H�V���R�Q�O�\���R�Q���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V�� �&�R�Y�H�U�V���E�R�W�K���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V���D�Q�G��
ADP values  

3 Based on the choice of project managers or 
managers 

Based on the findings of this research 

4 General subjects would be covered in the training 
courses  

Subjects that are related to ADP would be covered in 
the training courses 

5 Normal duration of these courses is five to ten days  Duration varies depending on the context of the 
courses 

6 Normal training courses  Discussions and scenarios will be applied  
7 Different project managers from different 

organizations could attend these courses  
Only ADP project managers are allowed to attend 
these courses  

8 Public training courses do not include site visits  Site visits will be conducted  
9 General knowledge is covered in these courses  Suggestions from ADP project managers will be 

discussed in these training courses, which would 
motivate PMs  

10 Any certified project manager can facilitate them Instructor should be familiar with ADP values 
 

The proposed new training courses are designed to control the effects of ADP values on 

�S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V�����Z�K�L�O�H���F�X�U�U�H�Q�W���$�'�3���W�U�D�L�Q�L�Q�J���F�R�X�U�V�H�V���D�U�H���G�H�V�L�J�Q�H�G���W�R���S�U�R�Y�L�G�H��

project managers with skills and knowledge to manage projects effectively.  

9.12: Results of the Validation of the Proposed Training Programme: 

Procedure  

Validation of the training programme is another way to say assessment of the training 

programme. It is a set of ways to determine whether the proposed topics of the advanced training 

programme would add knowledge and skills that were intended to be provided to participants. 

Generally, validation of a training programme can be conducted through questionnaires that 

could be asked of participants in the training programme and their top management. Validation 
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of a training programme is necessary, because it helps to determine whether participants would 

learn what was intended (Siebert, 2009).  

Validation could be done before the training programme starts or it could be done after the 

training programme finishes. Validation could help to learn specifically what participants may 

need to be added to the training programme. Questionnaires can be used for validation and their 

questions can include agree / disagree / not sure questions, especially when measuring 

knowledge and skills (Siebert, 2009). Accordingly, the use of questionnaire was adopted for 

validating the training packages developed above. 

The participants in the validation were managers in ADP. Managers were chosen to validate 

the training courses because they are the ones who are evaluating project managers every year, 

�D�Q�G���W�K�H�\���F�D�Q���H�D�V�L�O�\���Q�R�W�L�F�H���L�I���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���S�H�U�I�R�U�P�D�Q�F�H���F�D�Q���E�H���L�P�S�U�R�Y�H�G���D�I�W�H�U���W�D�N�L�Q�J���F�H�U�W�D�L�Q��

training courses.  

The validation questions were divided into three parts in order to give them time to think 

about the added values of the proposed training courses. And because it was hard to gather 

different managers at the same time in the same place, validation questionnaires were sent to 

them and discussed with different managers individually in the period from 16 to 27 August, 

2015.  

Participants were asked if they think that these subjects will maximize the positive and 

�P�L�Q�L�P�L�]�H���W�K�H���Q�H�J�D�W�L�Y�H���H�I�I�H�F�W�V���R�I���F�X�U�U�H�Q�W���$�'�3���Y�D�O�X�H�V���R�Q���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V�����7�K�H��

questionnaire used / set of questions is attached as Appendix C. Managers with a minimum five 

�\�H�D�U�V���R�I���H�[�S�H�U�L�H�Q�F�H���Z�H�U�H���F�K�R�V�H�Q���E�H�F�D�X�V�H���W�K�H�\���Z�R�X�O�G���E�H���H�[�S�H�U�W���L�Q���Q�R�W�L�F�L�Q�J���H�P�S�O�R�\�H�H�V�¶��
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performance improvements each year. 13 out of 15 invited managers completed the validation 

process. Managers were asked to generalize and validate the topics proposed by ADP project 

managers.  

9.12.1 Validation of the Proposed Training Programme; Suggestion for Improvement 

It was concluded from the validation group discussions that managers agree with the 

proposed training topics and subjects and they support proj�H�F�W���P�D�Q�D�J�H�U�V�¶���V�X�J�J�H�V�W�L�R�Q�V�����+�R�Z�H�Y�H�U����

they advised different durations and timings of the training courses as shown in Table 7.  

Table 9.22:  Table 7: Advised time and duration of proposed training courses:  

 

No 

Project 

�P�D�Q�D�J�H�U�V�¶��

competencies 

Duration of training  
Appropr iate timing of 

this training  Comments  

Before 
validation 

At 
validation 

Before 
validation 

At 
validation 

P
ro

po
se

d 
tr

ai
ni

ng
 c

ou
rs

e 
to

 

co
nt

ro
l e

ffe
ct

 o
f i

nt
eg

rit
y 

an
d 

ho
ne

st
y 

in
 A

D
P 

1 
Integration 
management 

 
5 days 
 

 
5 days 
 

At the 
beginning of 
the year  

Any time 
during the 
year 

Slight change 
recommended 
and accepted 

2 
Scope 
management 

3 days 
 

3 days 
 

At the 
beginning of 
the year  

Any time 
during the 
year 

Slight change 
recommended 
and accepted 

3 Time 
management 

3 days 
 

3 days 
 

At the 
beginning of 
the year  

Any time 
during the 
year 

Slight change 
recommended 
and accepted 

4 
Achieving and 
action 

5 days 
 

5 days 
 

At the 
beginning of 
the year  

Any time 
during the 
year 

Slight change 
recommended 
and accepted 

5 Leadership 
3 days 
 

3 days 
 

At the 
beginning of 
the year  

Any time 
during the 
year 

Slight change 
recommended 
and accepted 
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P
ro

po
se

d 
tr

ai
ni

ng
 c

ou
rs

e 
to

 

co
nt

ro
l e

ffe
ct

 o
f j

us
tic

e 
in

 

A
D

P
 

1 Problem-
solving 

5 days 3 days 
At the 
beginning of 
the year  

Any time 
during the 
year 

Slight change 
recommended 
and accepted 

P
ro

po
se

d 
tr

ai
ni

ng
 c

ou
rs

e 

to
 c

on
tr

ol
 e

ffe
ct

 o
f 

re
co

gn
iz

in
g 

ac
hi

ev
em

en
ts

 

in
 A

D
P

 

1 
Scope 
management 

3 days 3 days 
At the 
beginning of 
the year  

Any time 
during the 
year 

Slight change 
recommended 
and accepted 

2 Achieving and 
action 

2 days 3 days 
At the 
beginning of 
the year  

Any time 
during the 
year 

Slight change 
recommended 
and accepted 

3 
Stakeholder 
management 

3 days 5 days 
At the 
beginning of 
the year  

Any time 
during the 
year 

Slight change 
recommended 
and accepted 

4 Leadership 3 days 3 days 
At the 
beginning of 
the year  

Any time 
during the 
year 

Slight change 
recommended 
and accepted 

P
ro

po
se

d 
tr

ai
ni

ng
 

co
ur

se
 to

 c
on

tr
ol

 

ef
fe

ct
 o

f e
ffe

ct
iv

e 

co
m

m
un

ic
at

io
n 

in
 

A
D

P
 

1 
Scope 
management 

2 days 5 days 
At the 
beginning of 
the year  

Any time 
during the 
year 

Slight change 
recommended 
and accepted 

2 
Cost 
management 

3 days 5 days 
At the 
beginning of 
the year  

Any time 
during the 
year 

Slight change 
recommended 
and accepted 

3 
Achieving and 
action 

2 days 3 days 
At the 
beginning of 
the year  

Any time 
during the 
year 

Slight change 
recommended 
and accepted 

P
ro

po
se

d 
tr

ai
ni

ng
 co

ur
se

 to
 

co
nt

ro
l e

ffe
ct

 o
f e

xc
el

le
nc

e 
in

 

A
D

P
 

1 
Integration 
management 

5 days 5 days 
At the 
beginning of 
the year  

Any time 
during the 
year 

Slight change 
recommended 
and accepted 

2 
Cost 
management 

5 days 5 days 
At the 
beginning of 
the year  

Any time 
during the 
year 

Slight change 
recommended 
and accepted 

3 
Conflict 
management 

5 days 3 days 
At the 
beginning of 
the year  

Any time 
during the 
year 

Slight change 
recommended 
and accepted 

4 Leadership 5 days 3 days 
At the 
beginning of 
the year  

Any time 
during the 
year 

Slight change 
recommended 
and accepted 

5 
Problem-
solving 

5 days 3 days 
At the 
beginning of 
the year  

Any time 
during the 
year 

Slight change 
recommended 
and accepted 

Table 7 shows that the top managers think that training courses should last at least three days. 

Furthermore, these top managers think that training courses for technical competencies such as 
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integration management, scope management, time management and cost management should be 

given in at least five days, while training courses for personal competencies such as achieving 

and action, leadership, problem-solving and conflict management could be given in three days. 

Overall, the top managers who participated in the validation agreed with the contents of the 

advanced training packages. However, they suggested durations that would be most appropriate 

for these. On the basis of this validation, the results were finalized as in Table 8. This outcome 

was used to develop a framework that will guide ADP in the implementation of the advanced 

training for its project managers. 

�7�D�E�O�H���������6�X�P�P�D�U�\���R�I���$�'�3���P�D�Q�D�J�H�U�V�¶���Y�D�O�L�G�D�W�L�R�Q���R�I���S�U�R�S�R�V�H�G���W�U�D�L�Q�L�Q�J���S�U�R�J�U�D�P�P�H 

Proposed training course to control effect of integrity and honesty in ADP 

# 
�3�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V Duration of 

training  
Appropriate timing of this training  

1 Integration management 5 days Any time during the year 

2 Scope management 5 days Any time during the year 

3 Time management 5 days Any time during the year 

4 Achieving and action 3 days Any time during the year 

5 Leadership 3 days Any time during the year 

Proposed training course to control effect of justice in ADP 

# �3�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V Duration of 

training  

Appropriate timing of this training  

1 Problem-solving 3 days Any time during the year 

Proposed training course to control effect of recognizing achievements in ADP 

# �3�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V Duration of Appropriate timing of this training  
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training  

1 Scope management 3 days Any time during the year 

2 Achieving and action 3 days Any time during the year 

3 Stakeholder management 5 days Any time during the year 

4 Leadership 3 days Any time during the year 

Proposed training course to control effect of effective communication in ADP 

# �3�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V Duration of 

training  

Appropriate timing of this training  

1 Scope management 5 days Any time during the year 

2 Cost management 5 days Any time during the year 

3 Achieving and action 3 days Any time during the year 

Proposed training course to control effect of excellence in ADP 

# �3�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V Duration of 

training  

Appropriate timing of this training  

1 Integration management 5 days Any time during the year 

2 Cost management 5 days Any time during the year 

3 Conflict management 3 days Any time during the year 

4 Leadership 3 days Any time during the year 

5 Problem-solving 3 days Any time during the year 

9.13: The Development of a Proposed New Training Framework for ADP   

A framework is a tool with different steps and contexts which is used to organize steps and 

processes (Rodman, 1980). For ADP to benefit from the proposed training courses, a framework 

is proposed which will guide managers and project managers in ADP in the selection of yearly 

training courses. The aim of the proposed training course is to make sure that project managers 
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�Z�R�X�O�G���W�D�N�H���W�K�H�V�H���F�R�X�U�V�H�V�����Z�K�L�F�K���Z�R�X�O�G���K�H�O�S���W�K�H�P���Z�R�U�N�L�Q�J���X�Q�G�H�U���W�K�H���F�X�U�U�H�Q�W���$�'�3���Y�D�O�X�H�V�¶��

effects, and that would lead to better project performance and outcomes.  

A new training process is designed for the project managers to allow ADP to benefit from 

the findings of this research. This research concluded that ADP values have different impacts on 

projec�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V�����6�R���L�W���L�V���V�X�J�J�H�V�W�H�G���W�R���D�G�G���W�K�H���S�U�R�S�R�V�H�G���W�U�D�L�Q�L�Q�J���W�R���W�K�H���F�X�U�U�H�Q�W��

training process in ADP, in step 4 in Figure 1. Figure 2 highlights the proposed advanced 

training:  

 

Figure 9.17: Figure 2: Proposed training programme for ADP 

Figure 2 suggests the timing of the proposed training programme. Since project managers can 

attend a maximum of three training courses per year, project managers could be divided into 

different groups to attend these courses, so the plan would cover all ADP project managers 

within three years. According to ADP current training requirements per year, it is suggested that 

1s
t T

ra
in

in
g 

co
ur

se
 

�{Honesty 
and 

integrity vs
�{Integration 

management 
�{Scope 

management
�{Time 

management
�{Achieving and 

action
�{Leadership

2n
d 

T
ra

in
in

g 
co

ur
se �{Justice vs

�{Problem -
solving

3r
d

T
ra

in
in

gc
ou

rs
e �{Recognizing 

achievemen
t vs

�{Scope 
management 

�{Achieving and 
action

�{Stakeholder 
management

�{Leadership

4t
h 

T
ra

in
in

g 
co

ur
se �{Effective 

communica
tion vs

�{Scope 
management 

�{Cost 
management 

�{Achieving and 
action 5t

h 
T

ra
in

in
g 

co
ur

se �{Excellence 
vs

�{Integration 
management

�{Cost 
management 

�{Conflict 
management 

�{Leadership 
�{Problem-

solving

Jan. 
 year 1 

May 
year 1 

Sep. 
year 1 

Jan.  
year 2 

May 
year 2 



366 
 

project managers can do their first, second and third trainings in January, May, and September of 

year 1, and then do the fourth and the fifth in January and May of the second year.  

In addition, after steps 7 and 8 in Figure 1, it is recommended to use lessons learned to improve 

future training courses. The proposed training framework for ADP is shown in Figure 3: 

 

Figure 9.18: Figure 3: New proposed framework for advanced training 

9.13.2 Validation of the New Framework 

Another discussion was utilized to validate the effectiveness of the proposed new training 

framework of Figure 3. To carry this out, officers in the ADP training department were chosen to 

validate the proposed framework because they are experts in training processes in ADP. Five 

Step 1
�{Yearly department would develop a goal that supports ADP vision.

Step 2
�{Department manager will highlight their employees' training tenets to meet ADP vision.

Step 3
�{Then manager will discuss with project managers their training and development plan for the year.

Step 4

�{1st Training
�{2nd Training
�{3rd Training

Step 5
�{Then training section would provide the training for the PM.

Step 6
�{���š���š�Z�������v�����}�(���š�Z�����������Z���š�Œ���]�v�]�v�P�U���š�Œ���]�v�]�v�P���]�v�•�š�Œ�µ���š�}�Œ���Á�}�µ�o�������À���o�µ���š�����W�D�[�•���‰���Œ�š�]���]�‰���š�]�}�v�����µ�Œ�]�v�P���š�Z����
course.

Step 7
�{�t�]�š�Z�]�v���}�v�����u�}�v�š�Z�����(�š���Œ���š�Z�����š�Œ���]�v�]�v�P�U���u���v���P���Œ���Á�]�o�o�����À���o�µ���š�����W�D�[�•���‰���Œ�(�}�Œ�u���v�����X��

Step 8 �{���š���š�Z�������v�����}�(���������Z���Ç�����Œ�U���u���v���P���Œ���Á�}�µ�o�������•�•���•�•�����v�������À���o�µ���š�����W�D�[�•���‰���Œ�(�}�Œ�u���v�����X��

Step 9
�{Lessons learned would be used to improve future training courses.
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officers were shown the framework and explained how it will work. They were then asked if the 

new framework would add value to ADP. A face-to-face meeting was used to discuss the 

�S�U�R�S�R�V�H�G���I�U�D�P�H�Z�R�U�N�����2�Q�O�\���R�Q�H���T�X�H�V�W�L�R�Q���Z�D�V���U�D�L�V�H�G�����Z�K�L�F�K���Z�D�V���³�'�R���\�R�X���W�K�L�Q�N���W�K�H���Q�H�Z��

�I�U�D�P�H�Z�R�U�N���Z�R�X�O�G���D�G�G���Y�D�O�X�H���W�R���$�'�3�"�´���7�K�L�V���Z�D�V���G�R�Q�H���R�Q����rd December, 2015.  

It was concluded from them that the proposed framework would improve the current training 

fr�D�P�H�Z�R�U�N���V�L�Q�F�H���L�W���L�Q�F�O�X�G�H�V���D���µ�O�H�V�V�R�Q�V���O�H�D�U�Q�H�G�¶���V�W�H�S�����)�R�X�U���R�X�W���R�I���I�L�Y�H���K�L�J�K�O�\���V�X�S�S�R�U�W���W�K�H���Q�H�Z��

proposed training framework.  

9.14: Summary:  

This appendix highlighted how proposed training courses were developed and validated in 

order to benefit from the findings of this research. Firstly, project managers in Abu-Dhabi Police 

attended a group discussion for advice, and to suggest topics to maximize positive effects and 

minimize negative effects of Abu-�'�K�D�E�L���3�R�O�L�F�H���Y�D�O�X�H�V���R�Q���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V�����7�K�H�Q����

another group discussion was conducted to validate the proposed training courses by top 

managers in Abu-Dhabi Police. Both group discussions were organized with personnel of Abu-

Dhabi Police. A total of 20 project managers attended the first group discussion, while 13 top 

managers completed the validation questionnaires and associated exercises.  

It is noteworthy that Abu-Dhabi Police currently organize different training courses to 

�G�H�Y�H�O�R�S���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V���G�X�U�L�Q�J���W�K�H���\�H�D�U�����+�R�Z�H�Y�H�U�����W�K�H���S�U�R�S�R�V�H�G���Qew training 

courses in this chapter could be called an advanced training programme, specially designed for 

Abu-�'�K�D�E�L���3�R�O�L�F�H���W�R���P�D�Q�D�J�H���W�K�H���H�I�I�H�F�W�V���R�I���$�'�3���Y�D�O�X�H�V���R�Q���S�U�R�M�H�F�W���P�D�Q�D�J�H�U�V�¶���F�R�P�S�H�W�H�Q�F�L�H�V�����7�K�L�V��

chapter has gone through the development of the advanced training courses. It is essential to 

highlight that good and effective training does not come accidentally. It comes by carefully 
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selecting the needed training, and measuring progress and added values. In addition, it occurs 

when the whole organization agrees that doing the job better is better for everyone.  
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Appendix D 

�����o�}�Á���š�����o�����•�Z�}�Á�•�����}�Œ�Œ���o���š�]�}�v���À���o�µ���•���^�Z�_���(�}�Œ���/�v�š���P�Œ�]�š�Ç�����v�����,�}�v���•�š�Ç�����v�����}�š�Z���Œ���í�ñ�����}�u�‰���š���v���]���•���µ�•�]�v�P���^�‰�����Œ�u���v�[�•�����}�Œ�Œ���o���š�]�}�v�•�X�� 

  

Table 4 
Integrit
y and 
Honest
y 

Integrati
on 
Manage
ment 

Scope 
Managem
ent 

Time 
Managem
ent 

Cost 
Managem
ent 

Quality 
Manage
ment 

Human 
Resource 
Managemen
t 

Communica
tion 
Manageme
nt 

Risk 
Managem
ent 

Procure
ment 
Manage
ment 

Achievi
ng and 
Action 

Stakehold
er 
Managem
ent 

Conflict 
Managem
ent 

Leaders
hip 

Proble
m 
Solvin
g 

Person
al 
Effectiv
eness 

Spearman's 
rho 

Integrity and 
Honesty 

1.000 .065 .099 .099 .059 .119 .125 .014 .157 .094 -.007 -.052 .003 -.009 .160 .133 

Integration 
Management .065 1.000 .682** .518** .645** .632** .568** .493** .541** .634** .456** .503** .636** .654** .656** .477** 

Scope 
Management 

.099 .682** 1.000 .665** .693** .455** .339** .444** .495** .462** .333** .463** .546** .470** .618** .473** 

Time 
Management .099 .518** .665** 1.000 .650** .418** .305** .357** .455** .402** .305** .385** .381** .452** .500** .450** 

Cost 
Management 

.059 .645** .693** .650** 1.000 .581** .508** .470** .463** .637** .485** .532** .435** .497** .534** .401** 

Quality 
Management .119 .632** .455** .418** .581** 1.000 .609** .636** .544** .731** .592** .528** .579** .688** .685** .554** 

Human 
Resource 
Management 

.125 .568** .339** .305** .508** .609** 1.000 .531** .515** .605** .419** .557** .589** .454** .412** .282* 

Communication 
Management .014 .493** .444** .357** .470** .636** .531** 1.000 .520** .652** .511** .558** .564** .543** .534** .421** 

Risk 
Management 

.157 .541** .495** .455** .463** .544** .515** .520** 1.000 .638** .443** .458** .597** .541** .495** .457** 

Procurement 
Management .094 .634** .462** .402** .637** .731** .605** .652** .638** 1.000 .718** .601** .559** .613** .604** .443** 

Achieving and 
Action 

-.007 .456** .333** .305** .485** .592** .419** .511** .443** .718** 1.000 .656** .433** .687** .629** .394** 

Stakeholder 
Management 

-.052 .503** .463** .385** .532** .528** .557** .558** .458** .601** .656** 1.000 .653** .564** .531** .354** 

Conflict 
Management .003 .636** .546** .381** .435** .579** .589** .564** .597** .559** .433** .653** 1.000 .533** .568** .412** 

Leadership -.009 .654** .470** .452** .497** .688** .454** .543** .541** .613** .687** .564** .533** 1.000 .731** .448** 
Problem Solving .160 .656** .618** .500** .534** .685** .412** .534** .495** .604** .629** .531** .568** .731** 1.000 .604** 
Personal 
Effectiveness 

.133 .477** .473** .450** .401** .554** .282* .421** .457** .443** .394** .354** .412** .448** .604** 1.000 
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Appendix E 

 

1- Effect of ADP values on Scope Management 

Table 1 briefly summarized number (N) of observations fitting the description in the first column and proportion (Marginal 
�3�H�U�F�H�Q�W�D�J�H�����R�I���W�K�H���Y�D�O�L�G���R�E�V�H�U�Y�D�W�L�R�Q�V���I�R�X�Q�G���L�Q���H�D�F�K���R�I���R�X�W�F�R�P�H���Y�D�U�L�D�E�O�H�¶�V���J�U�R�X�S�� 

a. Case Processing Summary 

 Number of 

responses (N) 

Percentage 

Scope Management 

Low level of competence 4 5.6% 

Moderate level of competence 32 45.1% 

High level of competence 27 38.0% 

Highest  level of  competence 8 11.3% 

Scope Management (Integrity and honesty) 

Disagree 3 4.2% 

Moderate 24 33.8% 

Agree 30 42.3% 

Strongly Agree 14 19.7% 

Scope Management (Justice) 

Disagree 3 4.2% 

Moderate 22 31.0% 

Agree 25 35.2% 

Strongly Agree 21 29.6% 

Scope Management (Recognizing Achievements) 
Disagree 2 2.8% 

Moderate 26 36.6% 
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Agree 23 32.4% 

Strongly Agree 20 28.2% 

Scope Management (Effective Communication) 

Moderate 29 40.8% 

Agree 29 40.8% 

Strongly Agree 13 18.3% 

Scope Management (Excellence) 

Moderate 22 31.0% 

Agree 27 38.0% 

Strongly Agree 22 31.0% 

Valid 71 100.0% 

Missing 0  

Total 71  

Table 1 highlights the count of the �U�H�V�S�R�Q�V�H�V�� �I�R�U�� �H�D�F�K�� �Y�D�O�X�H�¶�V�� �F�D�W�H�J�R�U�\�� �F�R�U�U�H�V�S�R�Q�G�L�Q�J�� �W�R�� �G�H�S�H�Q�G�H�Q�W�� �F�R�P�S�H�W�H�Q�F�\�� �6�F�R�S�H��

Management. Also, corresponding percentages are also there. We have a total of 71 valid observations and none of the observation is 

missing. 

Model Fitting: 

To find the relationship between the Scope Management and ADP values the following information was used which are: effect 

of Integrity and honesty on Scope Management, the effect of Justice on Scope Management, the effect of Recognizing Achievements 

on Scope Management, the effect of Effective Communication on Scope Management, and the effect of Excellence on Scope 

Management. Table 2  shows that value of -2 Log Likelihood for intercept only is 134.475, for Final it is 92.102 and for chi-square it 

is 42.373. Also, the p-value is 0.000 for the final model includes Scope Management (Integrity and honesty), Scope Management 

(Justice), Scope Management (Recognizing Achievements), Scope Management (Effective Communication) and Scope Management 
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(Excellence)). Since p-value is 0.000 which less than 0.05, we can say that at least one of the regression coefficients is not equal to 

zero.  

b. Model Fitting Information  

Model -2 Log Likelihood Chi-Square df Sig. 

Intercept Only 134.475    

Final 92.102 42.373 13 .000 

Link function: Logit. 

Goodness-of-Fit:  

To check the fit between model and the data a goodness of fit was used. A null hypothesis was used as the observed data is consistent 

with the fitted model against the alternative hypothesis that the observed data is not consistent with the fitted model. Table 3 shows 

that p-value for Pearson is 0.958 and for deviance is 0.999 which is greater than 0.05. Hence, we will not reject the null hypothesis. 

Therefore, it is concluded that the observed data is consistent with the fitted model. 

c. Goodness-of-Fit  

 Chi-Square df Sig. 

Pearson 91.043 116 .958 

Deviance 74.426 116 .999 

Link function: Logit. 

Pseudo R-Square: 

�&�R�[���D�Q�G���6�Q�H�O�O�¶�V���3�V�H�X�G�R���5-Square value is 0.449, which suggests that in the specified model explains 44.9% of the variability 

�R�I�� �W�K�H�� �U�H�V�S�R�Q�V�H�� �G�D�W�D�� �D�U�R�X�Q�G�� �L�W�V�� �P�H�D�Q���� �1�D�J�H�O�N�H�U�N�H�¶�V�� �3�V�H�X�G�R�� �5-Square value is 0.501, which suggests that in the specified model 
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explains 50.1% of the variability of the response data around its mean. McFadden Pseudo R-Square value is 0.263, which suggests 

that in the specified model explains 26.3% of the variability of the response data around its mean. 

d. Pseudo R-Square ( ���â�×�­���ð�ß�‡���®�ô�ô�Ð�˜�ß�•���â�˜�ó������  

Cox and Snell .449 

Nagelkerke .501 

McFadden .263 

Link function: Logit. 

Parameter Estimates: 

Table �� categories how much values (predictors) variables are putting impact on the Scope Management competency.  

e. Parameter Estimates 

 Estimate Std. 

Error 

Wald df Sig. 95% Confidence Interval 

Lower Bound Upper Bound 

Threshold 

[Scope_management = 2.0] -5.712 1.055 29.321 1 .000 -7.779 -3.644 

[Scope_management = 3.0] -1.916 .820 5.458 1 .019 -3.523 -.309 

[Scope_management = 4.0] 1.377 .790 3.041 1 .081 -.171 2.924 

Location 

[Scope_management_int_hon=2.0] -.950 1.839 .267 1 .605 -4.554 2.653 

[Scope_management_int_hon=3.0] -2.225 1.008 4.875 1 .027 -4.199 -.250 

[Scope_management_int_hon=4.0] -2.499 .844 8.766 1 .003 -4.154 -.845 

[Scope_management_int_hon=5.0] 0a . . 0 . . . 

[Scope_management_jus=2.0] -1.412 2.183 .419 1 .518 -5.691 2.866 

[Scope_management_jus=3.0] -.453 1.207 .141 1 .707 -2.818 1.912 

[Scope_management_jus=4.0] 1.385 .794 3.044 1 .081 -.171 2.940 

[Scope_management_jus=5.0] 0a . . 0 . . . 

[Scope_management_rec_ach=2.0] -2.136 2.009 1.130 1 .288 -6.074 1.802 
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[Scope_management_rec_ach=3.0] -1.573 1.252 1.578 1 .209 -4.027 .881 

[Scope_management_rec_ach=4.0] -2.113 .964 4.805 1 .028 -4.002 -.224 

[Scope_management_rec_ach=5.0] 0a . . 0 . . . 

[Scope_management_eff_com=3.0] 2.017 1.126 3.207 1 .073 -.191 4.224 

[Scope_management_eff_com=4.0] 2.988 1.021 8.574 1 .003 .988 4.989 

[Scope_management_eff_com=5.0] 0a . . 0 . . . 

[Scope_management_exc=3.0] -1.438 .897 2.571 1 .109 -3.195 .320 

[Scope_management_exc=4.0] -1.304 .763 2.916 1 .088 -2.800 .193 

[Scope_management_exc=5.0] 0a . . 0 . . . 

Link function: Logit. 

a. This parameter is set to zero because it is redundant. 

Table �� highlights that, there are various categories of values which are putting impact in the model developed for predicting 

Scope Management. The values that putting impact more on Scope Management are �,�Q�W�H�J�U�L�W�\���D�Q�G���K�R�Q�H�V�W�\���0�R�G�H�U�D�W�H�´���D�Q�G���³�$�J�U�H�H�´�����D�V��

p-�Y�D�O�X�H�� �D�U�H�� ������������ �D�Q�G�� �������������� �5�H�F�R�J�Q�L�]�L�Q�J�� �$�F�K�L�H�Y�H�P�H�Q�W�V�� �³�$�J�U�H�H�´�� �D�V�� �S-�Y�D�O�X�H�� �L�V�� ������������ �D�Q�G���� �(�I�I�H�F�W�L�Y�H�� �&�R�P�P�X�Q�L�F�D�W�L�R�Q�� �³�$�J�U�H�H�´�� �D�V�� �S-

value is 0.003, for all these categories p-value is less than 0.05 therefore they have influence in the model. 

Test of Parallel Lines: 

Table �� shows the test of parallel lines testing the null hypothesis that the slope coefficients in the model are the same across 

response categories against the null hypothesis that the slope coefficients in the model are not the same across response categories. 

The p-value is 0.765 which is greater than 0.05 therefore we will not reject the null hypothesis and will accept it. Therefore, the slope 

coefficients of the model are the same across response categories. 

f. Test of Parallel Linesa   

Model -2 Log Likelihood Chi-Square df Sig. 
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Null Hypothesis 92.102    

General 71.564b 20.539c 26 .765 

The null hypothesis states that the location parameters (slope coefficients) are the same across response categories. 

a. Link function: Logit. 

b. The log-likelihood value cannot be further increased after maximum number of step-halving. 

c. The Chi-Square statistic is computed based on the log-likelihood value of the last iteration of the general model. Validity of the test is uncertain. 

�+�D�Y�L�Q�J�� �F�R�Q�G�X�F�W�H�G�� �R�U�G�H�U�H�G�� �O�R�J�L�V�W�L�F�� �U�H�J�U�H�V�V�L�R�Q���� �L�W�� �L�V�� �F�R�Q�F�O�X�G�H�G�� �W�K�D�W�� �6�F�R�S�H�� �0�D�Q�D�J�H�P�H�Q�W�� �L�V�� �D�I�I�H�F�W�H�G�� �P�R�U�H�� �E�\�� �$�'�3�¶�V�� �Y�D�O�X�H�V��

integrity and honesty, Recognizing Achievements, and Effective Communication.  

2- Effect of values on Time Management 

Table 7.30 briefly summarized number (N) of observations fitting the description in the first column and proportion (Marginal 

�3�H�U�F�H�Q�W�D�J�H�����R�I���W�K�H���Y�D�O�L�G���R�E�V�H�U�Y�D�W�L�R�Q�V���I�R�X�Q�G���L�Q���H�D�F�K���R�I���R�X�W�F�R�P�H���Y�D�U�L�D�E�O�H�¶�V���J�U�R�X�S�� 

Table 9.30:  Case Processing Summary 

 N Marginal Percentage 

Time Management 

Not competent 1 1.4% 

Low level of competence 10 14.1% 

Moderate level of competence 34 47.9% 

High level of competence 18 25.4% 

Highest  level of  competence 8 11.3% 

Time Management (Integrity and honesty) 

Strongly Disagree 1 1.4% 

Disagree 1 1.4% 

Moderate 24 33.8% 

Agree 30 42.3% 
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Strongly Agree 15 21.1% 

Time Management (Justice) 

Strongly Disagree 1 1.4% 

Disagree 1 1.4% 

Moderate 22 31.0% 

Agree 30 42.3% 

Strongly Agree 17 23.9% 

Time Management (Recognizing Achievements) 

Disagree 3 4.2% 

Moderate 26 36.6% 

Agree 28 39.4% 

Strongly Agree 14 19.7% 

Time Management (Effective Communication) 

Moderate 30 42.3% 

Agree 23 32.4% 

Strongly Agree 18 25.4% 

Time Management (Excellence) 

Moderate 25 35.2% 

Agree 29 40.8% 

Strongly Agree 17 23.9% 

Valid 71 100.0% 

Missing 0  

Total 71  

�7�D�E�O�H�� ���������� �K�L�J�K�O�L�J�K�W�V�� �W�K�H�� �F�R�X�Q�W�� �R�I�� �W�K�H�� �U�H�V�S�R�Q�V�H�V�� �I�R�U�� �H�D�F�K�� �Y�D�O�X�H�¶�V�� �F�D�W�H�J�R�U�\�� �F�R�U�U�H�V�S�R�Q�G�L�Q�J�� �W�R�� �G�H�S�H�Q�G�H�Q�W�� �F�R�P�S�H�W�H�Q�F�\�� �7�L�P�H��

Management. Also, corresponding percentages are also there. We have a total of 71 valid observations and none of the observation is 

missing. 

Model Fitting: 
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To find the relationship between the Time Management and ADP values the following information was used which are: effect 

of Integrity and honesty on Time Management, the effect of Justice on Time Management, the effect of Recognizing Achievements on 

Time Management, the effect of Effective Communication on Time Management, and the effect of Excellence on Time Management. 

Table 7.31 shows that value of -2 Log Likelihood for intercept only is 153.756, for Final it is 127.873 and for chi-square it is 25.882. 

Also, the p-value is 0.027 for the final model includes Time Management (Integrity and honesty), Time Management (Justice), Time 

Management (Recognizing Achievements), Time Management (Effective Communication) and Time Management (Excellence). 

Since p-value is 0.027 which less than 0.05, we can say that at least one of the regression coefficients is not equal to zero. 

a. Model Fitting Information  

Model -2 Log Likelihood Chi-Square df Sig. 

Intercept Only 153.756    

Final 127.873 25.882 14 .027 

Link function: Logit. 

Goodness-of-Fit:  

To check the fit between model and the data a goodness of fit was used. A null hypothesis was used as the observed data is 

consistent with the fitted model against the alternative hypothesis that the observed data is not consistent with the fitted model. Table 

7.32 shows that p-value for Pearson is 0.900 and for deviance is 1.000 which is greater than 0.05. Hence, we will not reject the null 

hypothesis. Therefore, it is concluded that the observed data is consistent with the fitted model. 

b. Goodness-of-Fit  

 Chi-Square df Sig. 

Pearson 154.277 178 .900 

Deviance 109.969 178 1.000 
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Link function: Logit. 

Pseudo R-Square: 

Cox and �6�Q�H�O�O�¶�V���3�V�H�X�G�R���5-Square value is 0.305, which suggests that in the specified model explains 30.5% of the variability 

�R�I�� �W�K�H�� �U�H�V�S�R�Q�V�H�� �G�D�W�D�� �D�U�R�X�Q�G�� �L�W�V�� �P�H�D�Q���� �1�D�J�H�O�N�H�U�N�H�¶�V�� �3�V�H�X�G�R�� �5-Square value is 0.331, which suggests that in the specified model 

explains 33.1% of the variability of the response data around its mean. McFadden Pseudo R-Square value is 0.142, which suggests 

that in the specified model explains 14.2% of the variability of the response data around its mean. 

c. Pseudo R-Square 

Cox and Snell .305 

Nagelkerke .331 

McFadden .142 

Link function: Logit. 

Parameter Estimates: 

Table 7.34 categories how much values (predictors) variables are putting impact on the Scope Management competency.  

d. Parameter Estimates 

 Estimate Std. Error Wald df Sig. 95% Confidence Interval 

Lower Bound Upper Bound 

Threshold 

[Time_management = 1.0] -6.281 1.356 21.469 1 .000 -8.937 -3.624 

[Time_management = 2.0] -3.339 .852 15.366 1 .000 -5.008 -1.669 

[Time_management = 3.0] -.453 .738 .377 1 .539 -1.900 .994 

[Time_management = 4.0] 1.416 .768 3.400 1 .065 -.089 2.920 

Location [Time_management_int_hon=1.0] 2.285 3.106 .541 1 .462 -3.802 8.372 
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[Time_management_int_hon=2.0] 2.106 3.159 .445 1 .505 -4.085 8.297 

[Time_management_int_hon=3.0] -2.696 .915 8.683 1 .003 -4.489 -.903 

[Time_management_int_hon=4.0] -1.317 .714 3.404 1 .065 -2.716 .082 

[Time_management_int_hon=5.0] 0a . . 0 . . . 

[Time_management_jus=1.0] 0a . . 0 . . . 

[Time_management_jus=2.0] 1.720 2.215 .603 1 .437 -2.621 6.060 

[Time_management_jus=3.0] 1.104 .936 1.393 1 .238 -.729 2.938 

[Time_management_jus=4.0] 1.343 .749 3.213 1 .073 -.126 2.812 

[Time_management_jus=5.0] 0a . . 0 . . . 

[Time_management_rec_ach=2.0] -4.181 2.337 3.200 1 .074 -8.762 .400 

[Time_management_rec_ach=3.0] -.264 .950 .077 1 .781 -2.125 1.597 

[Time_management_rec_ach=4.0] .570 .727 .615 1 .433 -.854 1.994 

[Time_management_rec_ach=5.0] 0a . . 0 . . . 

[Time_management_eff_com=3.0] -1.222 .761 2.577 1 .108 -2.714 .270 

[Time_management_eff_com=4.0] -.934 .680 1.889 1 .169 -2.266 .398 

[Time_management_eff_com=5.0] 0a . . 0 . . . 

[Time_management_exc=3.0] .566 .777 .531 1 .466 -.957 2.090 

[Time_management_exc=4.0] .009 .682 .000 1 .990 -1.328 1.345 

[Time_management_exc=5.0] 0a . . 0 . . . 

Link function: Logit. 

a. This parameter is set to zero because it is redundant. 

Table 7.34 highlights that, there is one category of values which are putting impact in the model developed for predicting Time 

�0�D�Q�D�J�H�P�H�Q�W���Z�K�L�F�K���L�V���³�0�R�G�H�U�D�W�H�´���R�I�����,�Q�W�H�J�U�L�W�\���D�Q�G���K�R�Q�H�V�W�\���D�V���S-value is 0.003, for this category p-value is less than 0.05 therefore it 

has influence in the model. 

Test of Parallel Lines: 
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Table 7.35 shows the test of parallel lines testing the null hypothesis that the slope coefficients in the model are the same 

across response categories against the null hypothesis that the slope coefficients in the model are not the same across response 

categories. The p-value is 0.526 which is greater than 0.05 therefore we will not reject the null hypothesis and will accept it. 

Therefore, the slope coefficients in the model are the same across response categories. 

e. Test of Parallel Linesa   

Model -2 Log Likelihood Chi-Square df Sig. 

Null Hypothesis 127.873    

General 87.126b 40.747c 42 .526 

The null hypothesis states that the location parameters (slope coefficients) are the same across response categories. 

a. Link function: Logit. 

b. The log-likelihood value cannot be further increased after maximum number of step-halving. 

c. The Chi-Square statistic is computed based on the log-likelihood value of the last iteration of the general model. Validity of the test is uncertain. 

�+�D�Y�L�Q�J�� �F�R�Q�G�X�F�W�H�G�� �R�U�G�H�U�H�G�� �O�R�J�L�V�W�L�F�� �U�H�J�U�H�V�V�L�R�Q���� �L�W�� �L�V�� �F�R�Q�F�O�X�G�H�G�� �W�K�D�W�� �7�L�P�H�� �0�D�Q�D�J�H�P�H�Q�W�� �L�V�� �D�I�I�H�F�W�H�G�� �P�R�U�H�� �E�\�� �$�'�3�¶�V�� �Y�D�O�X�H�V�� �R�I��

integrity and honesty.   

2.Effect of values on Cost Management 

Table 7.36 briefly summarized number (N) of observations fitting the description in the first column and proportion (Marginal 

�3�H�U�F�H�Q�W�D�J�H�����R�I���W�K�H���Y�D�O�L�G���R�E�V�H�U�Y�D�W�L�R�Q�V���I�R�X�Q�G���L�Q���H�D�F�K���R�I���R�X�W�F�R�P�H���Y�D�U�L�D�E�O�H�¶�V���J�U�R�X�S�� 

Table 9.36:  Case Processing Summary 

 N Marginal Percentage 

Cost Management Low level of competence 13 18.6% 
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Moderate level of competence 29 41.4% 

High level of competence 21 30.0% 

Highest  level of  competence 7 10.0% 

Cost Management (Integrity and honesty) 

Disagree 1 1.4% 

Moderate 18 25.7% 

Agree 30 42.9% 

Strongly Agree 21 30.0% 

Cost Management (Justice) 

Disagree 3 4.3% 

Moderate 17 24.3% 

Agree 30 42.9% 

Strongly Agree 20 28.6% 

Cost Management (Recognizing Achievements) 

Disagree 4 5.7% 

Moderate 17 24.3% 

Agree 31 44.3% 

Strongly Agree 18 25.7% 

Cost Management (Effective Communication) 

Disagree 1 1.4% 

Moderate 27 38.6% 

Agree 23 32.9% 

Strongly Agree 19 27.1% 

Cost Management (Excellence) 

Moderate 18 25.7% 

Agree 32 45.7% 

Strongly Agree 20 28.6% 

Valid 70 100.0% 

Missing 1  

Total 71  
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Table 7.36 �K�L�J�K�O�L�J�K�W�V�� �W�K�H�� �F�R�X�Q�W�� �R�I�� �W�K�H�� �U�H�V�S�R�Q�V�H�V�� �I�R�U�� �H�D�F�K�� �Y�D�O�X�H�¶�V�� �F�D�W�H�J�R�U�\�� �F�R�U�U�H�V�S�R�Q�G�L�Q�J�� �W�R�� �G�H�S�H�Q�G�H�Q�W�� �F�R�P�S�H�W�H�Q�F�\�� �&�R�V�W��

Management. Also, corresponding percentages are also there. We have a total of 70 valid observations and one of the observations is 

missing. 

Model Fitting:  

To find the relationship between Cost Management and ADP values the following information was used which are: effect of 

Integrity and honesty on Cost Management, the effect of Justice on Cost Management, the effect of Recognizing Achievements on 

Cost Management, the effect of Effective Communication on Cost Management, and the effect of Excellence on Cost Management. 

Table 6.37 shows that value of -2 Log Likelihood for intercept only is 160.603, for Final it is 122.646 and for chi-square it is 160.603-

122.646=37.957. Also, the p-value is 0.001 for the final model includes Cost Management (Integrity and honesty), Cost Management 

(Justice), Cost Management (Recognizing Achievements), Cost Management (Effective Communication) and Cost Management 

(Excellence). Since p-value is 0.001 which less than 0.05, we can say that at least one of the regression coefficients is not equal to 

zero. 

a. Model Fitting Information  

Model -2 Log Likelihood Chi-Square df Sig. 

Intercept Only 160.603    

Final 122.646 37.957 14 .001 

Link function: Logit. 

Goodness-of-Fit:  

To check the fit between model and the data a goodness of fit was used. A null hypothesis was used as the observed data is 

consistent with the fitted model against the alternative hypothesis that the observed data is not consistent with the fitted model. Table 
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7.38 shows that that p-value for Pearson is 0.287 and for deviance is 0.805 which is greater than 0.05. Hence, we will not reject the 

null hypothesis. Therefore, the observed data is consistent with the fitted model. 

b. Goodness-of-Fit  

 Chi-Square df Sig. 

Pearson 132.390 124 .287 

Deviance 110.334 124 .805 

Link function: Logit. 

Pseudo R-Square: 

�&�R�[���D�Q�G���6�Q�H�O�O�¶�V���3�V�H�X�G�R���5-Square value is 0.419, which suggests that in the specified model explains 41.9% of the variability 

�R�I�� �W�K�H�� �U�H�V�S�R�Q�V�H�� �G�D�W�D�� �D�U�R�X�Q�G�� �L�W�V�� �P�H�D�Q���� �1�D�J�H�O�N�H�U�N�H�¶�V�� �3�V�H�X�G�R�� �5-Square value is 0.454, which suggests that in the specified model 

explains 45.4% of the variability of the response data around its mean. McFadden Pseudo R-Square value is 0.214, which suggests 

that in the specified model explains 21.4% of the variability of the response data around its mean. 

c. Pseudo R-Square 

Cox and Snell .419 

Nagelkerke .454 

McFadden .214 

Link function: Logit. 

Parameter Estimates: 

Table 7.40 categories how much values (predictors) variables are putting impact on the Cost Management competency.  
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d. Parameter Estimates 

 Estimate Std. Error Wald df Sig. 95% Confidence Interval 

Lower Bound Upper Bound 

Threshold 

[Cost_management = 2.0] -3.923 .835 22.082 1 .000 -5.559 -2.287 

[Cost_management = 3.0] -1.147 .694 2.731 1 .098 -2.506 .213 

[Cost_management = 4.0] 1.229 .692 3.153 1 .076 -.127 2.585 

Location 

[Cost_management_int_hon=2.0] -.848 .000 . 1 . -.848 -.848 

[Cost_management_int_hon=3.0] -.628 .928 .458 1 .499 -2.447 1.191 

[Cost_management_int_hon=4.0] -.117 .597 .039 1 .844 -1.288 1.053 

[Cost_management_int_hon=5.0] 0a . . 0 . . . 

[Cost_management_jus=2.0] -19.779 7793.175 .000 1 .998 -15294.120 15254.562 

[Cost_management_jus=3.0] -2.086 1.078 3.744 1 .053 -4.200 .027 

[Cost_management_jus=4.0] -1.129 .683 2.730 1 .098 -2.467 .210 

[Cost_management_jus=5.0] 0a . . 0 . . . 

[Cost_management_rec_ach=2.0] -1.911 1.530 1.559 1 .212 -4.910 1.088 

[Cost_management_rec_ach=3.0] -.570 1.038 .301 1 .583 -2.604 1.464 

[Cost_management_rec_ach=4.0] .559 .676 .682 1 .409 -.767 1.884 

[Cost_management_rec_ach=5.0] 0a . . 0 . . . 

[Cost_management_eff_com=2.0] 19.559 7793.175 .000 1 .998 -15254.783 15293.901 

[Cost_management_eff_com=3.0] -2.510 .871 8.304 1 .004 -4.216 -.803 

[Cost_management_eff_com=4.0] -1.530 .721 4.501 1 .034 -2.943 -.116 

[Cost_management_eff_com=5.0] 0a . . 0 . . . 

[Cost_management_exc=3.0] 2.454 1.060 5.361 1 .021 .377 4.531 

[Cost_management_exc=4.0] .948 .640 2.197 1 .138 -.306 2.202 

[Cost_management_exc=5.0] 0a . . 0 . . . 

Link function: Logit. 

a. This parameter is set to zero because it is redundant. 
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Table 7.40 highlights that there are various categories of values which are putting impact in the model developed for predicting 

�&�R�V�W�� �0�D�Q�D�J�H�P�H�Q�W�� �D�Q�G�� �W�K�R�V�H�� �F�D�W�H�J�R�U�L�H�V�� �D�U�H�� �³�0�R�G�H�U�D�W�H�´�� �D�Q�G�� �³�$�J�U�H�H���� �R�I�� �(�I�I�H�F�W�L�Y�H�� �&�R�P�P�X�Q�L�F�D�W�L�R�Q�� �D�V�� �S-value are 0.004 and 0.034, 

�³�0�R�G�H�U�D�W�H�´�� �R�I�� �(�[�F�H�O�O�H�Q�F�H�� �D�V�� �S-value is 0.021, for all these categories p-value is less than 0.05 therefore they have influence in the 

model. 

Test of Parallel Lines: 

Table 7.41 shows the test of parallel lines testing the null hypothesis that the slope coefficients in the model are the same 

across response categories against the null hypothesis that the slope coefficients in the model are not the same across response 

categories. The p-value is 0.000 which is less than 0.05 therefore we will reject the null hypothesis and will accept the alternative 

hypothesis. Therefore, the slope coefficients in the model are not the same across response categories. 

e. Test of Parallel Linesa   

Model -2 Log Likelihood Chi-Square df Sig. 

Null Hypothesis 122.646    

General .000b 122.646 28 .000 

The null hypothesis states that the location parameters (slope coefficients) are the same across response categories. 

a. Link function: Logit. 

b. The log-likelihood value is practically zero. There may be a complete separation in the data. The maximum likelihood estimates do not exist. 

�+�D�Y�L�Q�J�� �F�R�Q�G�X�F�W�H�G�� �R�U�G�H�U�H�G�� �O�R�J�L�V�W�L�F�� �U�H�J�U�H�V�V�L�R�Q���� �L�W�� �L�V�� �F�R�Q�F�O�X�G�H�G�� �W�K�D�W�� �&�R�V�W�� �0�D�Q�D�J�H�P�H�Q�W�� �L�V�� �D�I�I�H�F�W�H�G�� �P�R�U�H�� �E�\�� �$�'�3�¶�V�� �Y�D�O�X�H�V�� �R�I��

Effective Communication and Excellence. 
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3- Effect of values on Quality Management 

Table 7.42 briefly summarized number (N) of observations fitting the description in the first column and proportion (Marginal 

�3�H�U�F�H�Q�W�D�J�H�����R�I���W�K�H���Y�D�O�L�G���R�E�V�H�U�Y�D�W�L�R�Q�V���I�R�X�Q�G���L�Q���H�D�F�K���R�I���R�X�W�F�R�P�H���Y�D�U�L�D�E�O�H�¶�V���J�U�R�X�S�� 

Table 9.42:  Case Processing Summary 

 N Marginal Percentage 

Quality Management 

Not competent 1 1.4% 

Low level of competence 7 10.0% 

Moderate level of competence 33 47.1% 

High level of competence 21 30.0% 

Highest  level of  competence 8 11.4% 

Quality Management (Integrity and honesty) 

Disagree 3 4.3% 

Moderate 20 28.6% 

Agree 27 38.6% 

Strongly Agree 20 28.6% 

Quality Management (Justice) 

Disagree 2 2.9% 

Moderate 22 31.4% 

Agree 28 40.0% 

Strongly Agree 18 25.7% 

Quality Management (Recognizing Achievements) 

Disagree 4 5.7% 

Moderate 20 28.6% 

Agree 28 40.0% 

Strongly Agree 18 25.7% 

Quality Management (Effective Communication) Moderate 31 44.3% 
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Agree 26 37.1% 

Strongly Agree 13 18.6% 

Quality Management (Excellence) 

Moderate 21 30.0% 

Agree 30 42.9% 

Strongly Agree 19 27.1% 

Valid 70 100.0% 

Missing 1  

Total 71  

�7�D�E�O�H�� ���������� �K�L�J�K�O�L�J�K�W�V�� �W�K�H�� �F�R�X�Q�W�� �R�I�� �W�K�H�� �U�H�V�S�R�Q�V�H�V�� �I�R�U�� �H�D�F�K�� �Y�D�O�X�H�¶�V�� �F�D�W�H�J�R�U�\�� �F�R�U�U�H�V�S�R�Q�G�L�Q�J�� �W�R�� �G�H�S�H�Q�G�H�Q�W�� �F�R�P�S�H�W�H�Q�F�\�� �4�X�D�O�L�W�\��

Management. Also, corresponding percentages are also there. We have a total of 70 valid observations and one of the observations is 

missing. 

Model Fitting: 

To find the relationship between Quality Management and ADP values the following information was used which are: effect of 

Integrity and honesty on Quality Management, the effect of Justice on Quality Management, the effect of Recognizing Achievements 

on Quality Management, the effect of Effective Communication on Quality Management, and the effect of Excellence on Quality 

Management.  

Table 7.43 shows that value of -2 Log Likelihood for intercept only is 160.727, for Final it is 135.420 and for chi-square it is 

25.307. Also, the p-value is 0.021 for the final model includes Quality Management (Integrity and honesty), Quality Management 

(Justice), Quality Management (Recognizing Achievements), Quality Management (Effective Communication) and Quality 

Management (Excellence). Since p-value is 0.021 which less than 0.05, we can say that at least one of the regression coefficients is not 

equal to zero.  
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a. Model Fitting Information  

Model -2 Log Likelihood Chi-Square df Sig. 

Intercept Only 160.727    

Final 135.420 25.307 13 .021 

Link function: Logit. 

Goodness-of-Fit:  

To check the fit between model and the data a goodness of fit was used. A null hypothesis was used as the observed data is 

consistent with the fitted model against the alternative hypothesis that the observed data is not consistent with the fitted model. Table 

7.44 shows that that p-value for Pearson is 0.004 which is less than 0.05. Hence, we will reject the null hypothesis. Therefore, the 

observed data is not consistent with the fitted model. 

b. Goodness-of-Fit  

 Chi-Square df Sig. 

Pearson 233.916 179 .004 

Deviance 124.642 179 .999 

Link function: Logit. 

Pseudo R-Square: 

Cox and �6�Q�H�O�O�¶�V���3�V�H�X�G�R���5-Square value is 0.303, which suggests that in the specified model explains 30.3% of the variability 

�R�I�� �W�K�H�� �U�H�V�S�R�Q�V�H�� �G�D�W�D�� �D�U�R�X�Q�G�� �L�W�V�� �P�H�D�Q���� �1�D�J�H�O�N�H�U�N�H�¶�V�� �3�V�H�X�G�R�� �5-Square value is 0.330, which suggests that in the specified model 

explains 33.0% of the variability of the response data around its mean. McFadden Pseudo R-Square value is 0.144, which suggests 

that in the specified model explains 14.4% of the variability of the response data around its mean. 
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c. Pseudo R-Square 

Cox and Snell .303 

Nagelkerke .330 

McFadden .144 

Link function: Logit. 

Parameter Estimates: 

Table 7.46 categories how much values (predictors) variables are putting impact on the Quality Management competency.  

d. Parameter Estimates 

 Estimate Std. 

Error 

Wald df Sig. 95% Confidence Interval 

Lower Bound Upper Bound 

Threshold 

[Quality_management = 1.0] -6.273 1.282 23.949 1 .000 -8.786 -3.761 

[Quality_management = 2.0] -4.017 .877 20.975 1 .000 -5.736 -2.298 

[Quality_management = 3.0] -.923 .717 1.658 1 .198 -2.327 .482 

[Quality_management = 4.0] 1.247 .732 2.903 1 .088 -.187 2.681 

Location 

[Quality_management_int_hon=2.0] -.535 2.250 .057 1 .812 -4.945 3.875 

[Quality_management_int_hon=3.0] -.292 .853 .117 1 .732 -1.964 1.380 

[Quality_management_int_hon=4.0] .335 .589 .324 1 .569 -.819 1.490 

[Quality_management_int_hon=5.0] 0a . . 0 . . . 

[Quality_management_jus=2.0] -4.122 2.786 2.189 1 .139 -9.584 1.339 

[Quality_management_jus=3.0] -1.565 .932 2.818 1 .093 -3.392 .262 

[Quality_management_jus=4.0] -.847 .653 1.682 1 .195 -2.127 .433 

[Quality_management_jus=5.0] 0a . . 0 . . . 

[Quality_management_rec_ach=2.0] -.379 1.244 .093 1 .760 -2.817 2.058 

[Quality_management_rec_ach=3.0] .248 1.022 .059 1 .808 -1.756 2.252 

[Quality_management_rec_ach=4.0] -.026 .634 .002 1 .967 -1.269 1.217 
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[Quality_management_rec_ach=5.0] 0a . . 0 . . . 

[Quality_management_eff_com=3.0] -1.353 .936 2.088 1 .148 -3.189 .482 

[Quality_management_eff_com=4.0] .778 .728 1.142 1 .285 -.649 2.206 

[Quality_management_eff_com=5.0] 0a . . 0 . . . 

[Quality_management_exc=3.0] .735 .841 .765 1 .382 -.913 2.384 

[Quality_management_exc=4.0] -.790 .633 1.556 1 .212 -2.030 .451 

[Quality_management_exc=5.0] 0a . . 0 . . . 

Link function: Logit. 

a. This parameter is set to zero because it is redundant. 

Table 7.46 shows that there is no p-value less than 0.05. Therefore, none of ADP values putting impact in the model developed 

for predicting Quality Management. 

Test of Parallel Lines: 

Table 7.47 shows the test of parallel lines testing the null hypothesis that the slope coefficients in the model are the same 

across response categories against the null hypothesis that the slope coefficients in the model are not the same across response 

categories. The p-value is 0.141 which is greater than 0.05 therefore we will not reject the null hypothesis and will accept it. 

Therefore, the slope coefficients in the model in the model are the same across response categories. 

e. Test of Parallel Linesa   

Model -2 Log Likelihood Chi-Square df Sig. 

Null Hypothesis 135.420    

General 86.872b 48.547c 39 .141 

The null hypothesis states that the location parameters (slope coefficients) are the same across response categories. 

a. Link function: Logit. 

b. The log-likelihood value cannot be further increased after maximum number of step-halving. 
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c. The Chi-Square statistic is computed based on the log-likelihood value of the last iteration of the general model. Validity of the test is uncertain. 

Having conducted ordered logistic regression, it is concluded that Quality Management is not affected with any of the value. 

As for all these p-value is greater than 0.05. 

4- Effect of values on Human Resource Management 

Table 7.48 briefly summarized number (N) of observations fitting the description in the first column and proportion (Marginal 

�3�H�U�F�H�Q�W�D�J�H�����R�I���W�K�H���Y�D�O�L�G���R�E�V�H�U�Y�D�W�L�R�Q�V���I�R�X�Q�G���L�Q���H�D�F�K���R�I���R�X�W�F�R�P�H���Y�D�U�L�D�E�O�H�¶�V���J�U�R�X�S�� 

Table 9.48:  Case Processing Summary 

 N Marginal Percentage 

Human Resource Management 

Low level of competence 8 11.3% 

Moderate level of competence 37 52.1% 

High level of competence 19 26.8% 

Highest  level of  competence 7 9.9% 

Human Resource Management (Integrity and 

honesty) 

Disagree 3 4.2% 

Moderate 22 31.0% 

Agree 32 45.1% 

Strongly Agree 14 19.7% 

Human Resource Management (Justice) 

Disagree 2 2.8% 

Moderate 23 32.4% 

Agree 26 36.6% 

Strongly Agree 20 28.2% 

Human Resource Management (Recognizing Disagree 3 4.2% 
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Achievements) Moderate 19 26.8% 

Agree 35 49.3% 

Strongly Agree 14 19.7% 

Human Resource Management (Effective 

Communication) 

Moderate 25 35.2% 

Agree 31 43.7% 

Strongly Agree 15 21.1% 

Human Resource Management (Excellence) 

Disagree 3 4.2% 

Moderate 16 22.5% 

Agree 36 50.7% 

Strongly Agree 16 22.5% 

Valid 71 100.0% 

Missing 0  

Total 71  

�7�D�E�O�H�� ���������� �K�L�J�K�O�L�J�K�W�V�� �W�K�H�� �F�R�X�Q�W�� �R�I�� �W�K�H�� �U�H�V�S�R�Q�V�H�V�� �I�R�U�� �H�D�F�K�� �Y�D�O�X�H�¶�V�� �F�D�W�H�J�R�U�\�� �F�R�U�U�H�V�S�R�Q�G�L�Q�J�� �W�R�� �G�H�S�H�Q�G�H�Q�W�� �F�R�P�S�H�W�H�Q�F�\�� �+�5��

Management. . Also, corresponding percentages are also there. We have a total of 71 valid observations and none of the observation is 

missing. 

Model Fitting: 

To find the relationship between HR Management and ADP values the following information was used which are: effect of 

Integrity and honesty on HR Management, the effect of Justice on HR Management, the effect of Recognizing Achievements on HR 

Management, the effect of Effective Communication on HR Management, and the effect of Excellence on HR Management.  

Table 7.49 shows that value of -2 Log Likelihood for intercept only is 145.056, for Final it is 124.649 and for chi-square it is 

145.056-124.649 =20.407. Also, the p-value is 0.118 for the final model (includes Human Resource Management (Integrity and 
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honesty), Human Resource Management (Justice), Human Resource Management (Recognizing Achievements), Human Resource 

Management (Effective Communication) and Human Resource Management (Excellence)). Since p-value is 0.118 which is greater 

than 0.05, we can say that none of the regression coefficients is not equal to zero. 

a. Model Fitting Information  

Model -2 Log Likelihood Chi-Square df Sig. 

Intercept Only 145.056    

Final 124.649 20.407 14 .118 

Link function: Logit. 

Goodness-of-Fit:  

To check the fit between model and the data a goodness of fit was used. A null hypothesis was used as the observed data is 

consistent with the fitted model against the alternative hypothesis that the observed data is not consistent with the fitted model. Table 

7.50 shows that that p-value for Pearson is 0.000 which is less than 0.05. Hence, we will reject the null hypothesis. Therefore, the 

observed data is not consistent with the fitted model. 

b. Goodness-of-Fit  

 Chi-Square df Sig. 

Pearson 196.083 127 .000 

Deviance 111.449 127 .836 

Link function: Logit. 

Pseudo R-Square: 
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�&�R�[���D�Q�G���6�Q�H�O�O�¶�V���3�V�H�X�G�R���5-Square value is 0.250, which suggests that in the specified model explains 25.0% of the variability 

�R�I�� �W�K�H�� �U�H�V�S�R�Q�V�H�� �G�D�W�D�� �D�U�R�X�Q�G�� �L�W�V�� �P�H�D�Q���� �1�D�J�H�O�N�H�U�N�H�¶�V�� �3�V�H�X�G�R�� �5-Square value is 0.277, which suggests that in the specified model 

explains 27.7% of the variability of the response data around its mean. McFadden Pseudo R-Square value is 0.123, which suggests 

that in the specified model explains 12.3% of the variability of the response data around its mean. 

c. Pseudo R-Square 

Cox and Snell .250 

Nagelkerke .277 

McFadden .123 

Link function: Logit. 

Parameter Estimates: 

Table 7.52 categories how much values (predictors) variables are putting impact on the HR Management competency.  

d. Parameter Estimates 

 Estimate Std. 

Error 

Wald df Sig. 95% Confidence Interval 

Lower 

Bound 

Upper 

Bound 

Threshold 

[Human_resource_management = 2.0] -4.149 .924 20.147 1 .000 -5.961 -2.337 

[Human_resource_management = 3.0] -.886 .757 1.369 1 .242 -2.369 .598 

[Human_resource_management = 4.0] 1.025 .769 1.774 1 .183 -.483 2.532 

Location 

[Human_resource_management_int_hon=2.0] 1.106 1.733 .407 1 .523 -2.291 4.503 

[Human_resource_management_int_hon=3.0] .149 .817 .033 1 .855 -1.452 1.750 

[Human_resource_management_int_hon=4.0] -.511 .685 .555 1 .456 -1.854 .833 

[Human_resource_management_int_hon=5.0] 0a . . 0 . . . 
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[Human_resource_management_jus=2.0] -2.275 2.190 1.079 1 .299 -6.568 2.018 

[Human_resource_management_jus=3.0] -1.554 1.040 2.231 1 .135 -3.592 .485 

[Human_resource_management_jus=4.0] .356 .660 .290 1 .590 -.939 1.650 

[Human_resource_management_jus=5.0] 0a . . 0 . . . 

[Human_resource_management_rec_ach=2.0] -3.297 1.920 2.949 1 .086 -7.059 .466 

[Human_resource_management_rec_ach=3.0] -.071 1.180 .004 1 .952 -2.383 2.242 

[Human_resource_management_rec_ach=4.0] -.326 .660 .244 1 .621 -1.620 .967 

[Human_resource_management_rec_ach=5.0] 0a . . 0 . . . 

[Human_resource_management_eff_com=3.0] -.018 .948 .000 1 .985 -1.875 1.840 

[Human_resource_management_eff_com=4.0] -.447 .661 .456 1 .499 -1.743 .850 

[Human_resource_management_eff_com=5.0] 0a . . 0 . . . 

[Human_resource_management_exc=2.0] -.498 1.450 .118 1 .732 -3.340 2.345 

[Human_resource_management_exc=3.0] -1.124 .983 1.307 1 .253 -3.051 .803 

[Human_resource_management_exc=4.0] -.352 .640 .303 1 .582 -1.606 .902 

[Human_resource_management_exc=5.0] 0a . . 0 . . . 

Link function: Logit. 

a. This parameter is set to zero because it is redundant. 

Table 7.52 shows that there is no p-value less than 0.05. Therefore, none of ADP values putting impact in the model developed 

for predicting Human Resource Management. 

Test of Parallel Lines: 

Table 7.53 shows the test of parallel lines testing the null hypothesis that the slope coefficients in the model are the same 

across response categories against the null hypothesis that the slope coefficients in the model are not the same across response 
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categories. The p-value is 0.799 which is greater than 0.05 therefore we will not reject the null hypothesis and will accept it. H 

Therefore, the slope coefficients in the model in the model are the same across response categories. 

e. Test of Parallel Linesa   

Model -2 Log Likelihood Chi-Square df Sig. 

Null Hypothesis 124.649    

General 103.028b 21.621c 28 .799 

The null hypothesis states that the location parameters (slope coefficients) are the same across response categories. 

a. Link function: Logit. 

b. The log-likelihood value cannot be further increased after maximum number of step-halving. 

c. The Chi-Square statistic is computed based on the log-likelihood value of the last iteration of the general model. Validity of the test is uncertain. 

Having conducted ordered logistic regression, it is concluded that Human Resource Management is not affected with any of 

the value. As for all these p-value is greater than 0.05. 

5- Effect of ADP values on Communication Management 

Table 7.54 briefly summarized number (N) of observations fitting the description in the first column and proportion (Marginal 

Percentage) of the valid observations found in each �R�I���R�X�W�F�R�P�H���Y�D�U�L�D�E�O�H�¶�V���J�U�R�X�S�� 

Table 9.54:  Case Processing Summary 

 N Marginal Percentage 

Communication Management 

Low level of competence 7 9.9% 

Moderate level of competence 32 45.1% 

High level of competence 23 32.4% 
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Highest  level of  competence 9 12.7% 

Communication Management (Integrity and 

honesty) 

Strongly Disagree 1 1.4% 

Disagree 2 2.8% 

Moderate 34 47.9% 

Agree 21 29.6% 

Strongly Agree 13 18.3% 

Communication Management (Justice) 

Strongly Disagree 1 1.4% 

Moderate 25 35.2% 

Agree 27 38.0% 

Strongly Agree 18 25.4% 

Communication Management (Recognizing 

Achievements) 

Strongly Disagree 1 1.4% 

Disagree 4 5.6% 

Moderate 15 21.1% 

Agree 35 49.3% 

Strongly Agree 16 22.5% 

Communication Management (Effective 

Communication) 

Disagree 1 1.4% 

Moderate 24 33.8% 

Agree 25 35.2% 

Strongly Agree 21 29.6% 

Communication Management (Excellence) 

Disagree 1 1.4% 

Moderate 22 31.0% 

Agree 32 45.1% 

Strongly Agree 16 22.5% 

Valid 71 100.0% 

Missing 0  
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Total 71  

Table 7.54 �K�L�J�K�O�L�J�K�W�V�� �W�K�H�� �F�R�X�Q�W�� �R�I�� �W�K�H�� �U�H�V�S�R�Q�V�H�V�� �I�R�U�� �H�D�F�K�� �Y�D�O�X�H�¶�V�� �F�D�W�H�J�R�U�\�� �F�R�U�U�H�V�S�R�Q�G�L�Q�J�� �W�R�� �G�H�S�H�Q�G�H�Q�W�� �F�R�P�S�H�W�H�Q�F�\��

Communication Management. . Also, corresponding percentages are also there. We have a total of 71 valid observations and none of 

the observation is missing. 

Model Fitting: 

To find the relationship between Communication Management and ADP values the following information was used which are: 

effect of Integrity and honesty on Communication Management, the effect of Justice on Communication Management, the effect of 

Recognizing Achievements on Communication Management, the effect of Effective Communication on Communication 

Management, and the effect of Excellence on Communication Management. Table 7.55 shows that value of -2 Log Likelihood for 

intercept only is 146.833, for Final it is 123.711 and for chi-square it is 145.056-124.649 =23.121. Also, the p-value is 0.082 for the 

final model (includes Communication Management (Integrity and honesty), Communication Management (Justice), Communication 

Management (Recognizing Achievements), Communication Management (Effective Communication) and Communication 

Management (Excellence)). Since p-value is 0.082 which is greater than 0.05, we can say that none of the regression coefficients is not 

equal to zero.  

a. Model Fitti ng Information  

Model -2 Log Likelihood Chi-Square df Sig. 

Intercept Only 146.833    

Final 123.711 23.121 15 .082 

Link function: Logit. 

Goodness-of-Fit:  
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To check the fit between model and the data a goodness of fit was used. A null hypothesis was used as the observed data is 

consistent with the fitted model against the alternative hypothesis that the observed data is not consistent with the fitted model. Table 

7.56 shows that p-value for Pearson is 0.342 and for deviance 0.614 which is greater than 0.05. Hence, we will not reject the null 

hypothesis. Therefore, the observed data is consistent with the fitted model. 

b. Goodness-of-Fit  

 Chi-Square df Sig. 

Pearson 116.497 111 .342 

Deviance 106.090 111 .614 

Link function: Logit. 

Pseudo R-Square: 

�&�R�[���D�Q�G���6�Q�H�O�O�¶�V���3�V�H�X�G�R���5-Square value is 0.278, which suggests that in the specified model explains 27.8% of the variability 

�R�I�� �W�K�H�� �U�H�V�S�R�Q�V�H�� �G�D�W�D�� �D�U�R�X�Q�G�� �L�W�V�� �P�H�D�Q���� �1�D�J�H�O�N�H�U�N�H�¶�V�� �3�V�H�X�G�R�� �5-Square value is 0.305, which suggests that in the specified model 

explains 30.5% of the variability of the response data around its mean. McFadden Pseudo R-Square value is 0.134, which suggests 

that in the specified model explains 13.4% of the variability of the response data around its mean. 

c. Pseudo R-Square 

Pseudo R-Square 

Cox and Snell .278 

Nagelkerke .305 

McFadden .134 

Link function: Logit. 

Parameter Estimates: 
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Table 7.58 categories how much values (predictors) variables are putting impact on the Communication Management 

competency.  

d. Parameter Estimates 

 Estimate Std. 

Error 

Wald df Sig. 95% Confidence Interval 

Lower Bound Upper Bound 

Threshold 

[Communication_management = 2.0] -4.693 .879 28.492 1 .000 -6.416 -2.970 

[Communication_management = 3.0] -1.803 .725 6.178 1 .013 -3.224 -.381 

[Communication_management = 4.0] .329 .676 .237 1 .626 -.996 1.655 

Location 

[Communication_management_int_hon=1.0] -.737 1.991 .137 1 .711 -4.639 3.165 

[Communication_management_int_hon=2.0] .604 1.880 .103 1 .748 -3.080 4.288 

[Communication_management_int_hon=3.0] -.660 1.029 .411 1 .522 -2.676 1.357 

[Communication_management_int_hon=4.0] -1.376 .899 2.345 1 .126 -3.137 .385 

[Communication_management_int_hon=5.0] 0a . . 0 . . . 

[Communication_management_jus=1.0] 0a . . 0 . . . 

[Communication_management_jus=3.0] -.330 1.060 .097 1 .755 -2.407 1.746 

[Communication_management_jus=4.0] .973 .864 1.267 1 .260 -.721 2.666 

[Communication_management_jus=5.0] 0a . . 0 . . . 

[Communication_management_rec_ach=1.0] 0a . . 0 . . . 

[Communication_management_rec_ach=2.0] -.928 1.896 .240 1 .624 -4.644 2.788 

[Communication_management_rec_ach=3.0] .030 .927 .001 1 .974 -1.787 1.847 

[Communication_management_rec_ach=4.0] .169 .735 .053 1 .818 -1.271 1.609 

[Communication_management_rec_ach=5.0] 0a . . 0 . . . 

[Communication_management_eff_com=2.0] -20.775 .000 . 1 . -20.775 -20.775 

[Communication_management_eff_com=3.0] -.628 .836 .566 1 .452 -2.266 1.009 

[Communication_management_eff_com=4.0] -.612 .730 .703 1 .402 -2.043 .819 

[Communication_management_eff_com=5.0] 0a . . 0 . . . 

[Communication_management_exc=2.0] .015 2.853 .000 1 .996 -5.576 5.607 
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[Communication_management_exc=3.0] -1.447 .941 2.366 1 .124 -3.290 .397 

[Communication_management_exc=4.0] -1.419 .755 3.534 1 .060 -2.899 .060 

[Communication_management_exc=5.0] 0a . . 0 . . . 

Link function: Logit. 

a. This parameter is set to zero because it is redundant. 

Table 7.58 shows that there is no p-value less than 0.05. Therefore, none of ADP values putting impact in the model developed 

for predicting Communication Management. 

Test of Parallel Lines: 

Table 7.59 shows the test of parallel lines testing the null hypothesis that the slope coefficients in the model are the same 

across response categories against the null hypothesis that the slope coefficients in the model are not the same across response 

categories. The p-value is 0.179 which is greater than 0.05 therefore we will not reject the null hypothesis and will accept it. 

Therefore, the slope coefficients in the model are the same across response categories. 

e. Test of Parallel Linesa   

Test of Parallel Linesa 

Model -2 Log Likelihood Chi-Square df Sig. 

Null Hypothesis 123.711    

General 86.784b 36.927c 30 .179 

The null hypothesis states that the location parameters (slope coefficients) are the same across response categories. 

a. Link function: Logit. 

b. The log-likelihood value cannot be further increased after maximum number of step-halving. 

c. The Chi-Square statistic is computed based on the log-likelihood value of the last iteration of the general model. Validity of the test is uncertain. 
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Having conducted ordered logistic regression, it is concluded that Communication Management is not affected with any of the 

value. As for all these p-value is greater than 0.05. 

2.Effect of ADP values on Risk Management 

Table 7.60 briefly summarized number (N) of observations fitting the description in the first column and proportion (Marginal 

�3�H�U�F�H�Q�W�D�J�H�����R�I���W�K�H���Y�D�O�L�G���R�E�V�H�U�Y�D�W�L�R�Q�V���I�R�X�Q�G���L�Q���H�D�F�K���R�I���R�X�W�F�R�P�H���Y�D�U�L�D�E�O�H�¶�V���J�U�R�X�S�� 

Table 9.60:  Case Processing Summary 

 N Marginal Percentage 

Risk Management 

Not competent 1 1.4% 

Low level of competence 11 15.9% 

Moderate level of competence 24 34.8% 

High level of competence 27 39.1% 

Highest  level of  competence 6 8.7% 

Risk Management (Integrity and honesty) 

Disagree 3 4.3% 

Moderate 29 42.0% 

Agree 25 36.2% 

Strongly Agree 12 17.4% 

Risk Management (Justice) 

Disagree 3 4.3% 

Moderate 25 36.2% 

Agree 24 34.8% 

Strongly Agree 17 24.6% 

Risk Management (Recognizing Achievements) 
Strongly Disagree 1 1.4% 

Disagree 5 7.2% 
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Moderate 21 30.4% 

Agree 30 43.5% 

Strongly Agree 12 17.4% 

Risk Management (Effective Communication) 

Moderate 29 42.0% 

Agree 28 40.6% 

Strongly Agree 12 17.4% 

Risk Management (Excellence) 

Disagree 2 2.9% 

Moderate 21 30.4% 

Agree 28 40.6% 

Strongly Agree 18 26.1% 

Valid 69 100.0% 

Missing 2  

Total 71  

�7�D�E�O�H�� ���������� �K�L�J�K�O�L�J�K�W�V�� �W�K�H�� �F�R�X�Q�W�� �R�I�� �W�K�H�� �U�H�V�S�R�Q�V�H�V�� �I�R�U�� �H�D�F�K�� �Y�D�O�X�H�¶�V�� �F�D�W�H�J�R�U�\�� �F�R�U�U�H�V�S�R�Q�G�L�Q�J�� �W�R�� �G�H�S�H�Q�G�H�Q�W�� �F�R�P�S�H�W�H�Q�F�\�� �5�L�V�N��

Management. Also, corresponding percentages are also there. We have a total of 69 valid observations and two of the observations are 

missing. 

Model Fitting: 

To find the relationship between Risk Management and ADP values the following information was used which are: effect of 

Integrity and honesty on Risk Management, the effect of Justice on Risk Management, the effect of Recognizing Achievements on 

Risk Management, the effect of Effective Communication on Risk Management, and the effect of Excellence on Risk Management. 

Table 7.61 shows shows that value of -2 Log Likelihood for intercept only is 150.343, for Final it is 0.000 and for chi-square it is 

150.343-0.000=150.343. Also, the p-value is 0.000 for the final model (includes Risk Management (Integrity and honesty), Risk 
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Management (Justice), Risk Management (Recognizing Achievements), Risk Management (Effective Communication) and Risk 

Management (Excellence)). Since p-value is 0.000 which less than 0.05, we can say that at least one of the regression coefficients is 

not equal to zero. 

a. Model Fitting Information  

Model -2 Log Likelihood Chi-Square df Sig. 

Intercept Only 150.343    

Final .000 150.343 15 .000 

Link function: Logit. 

Goodness-of-Fit:  

To check the fit between model and the data a goodness of fit was used. A null hypothesis was used as the observed data is 

consistent with the fitted model against the alternative hypothesis that the observed data is not consistent with the fitted model. Table 

7.62 shows that p-value for Pearson is 0.999 and for deviance is 1.000 which is greater than 0.05. Hence, we will not reject the null 

hypothesis. Therefore, we can say that the observed data is consistent with the fitted model. 

b. Goodness-of-Fit  

 Chi-Square df Sig. 

Pearson 112.775 161 .999 

Deviance 85.751 161 1.000 

Link function: Logit. 

Pseudo R-Square: 
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Cox and �6�Q�H�O�O�¶�V���3�V�H�X�G�R���5-Square value is 0.887, which suggests that in the specified model explains 88.7% of the variability 

�R�I�� �W�K�H�� �U�H�V�S�R�Q�V�H�� �G�D�W�D�� �D�U�R�X�Q�G�� �L�W�V�� �P�H�D�Q���� �1�D�J�H�O�N�H�U�N�H�¶�V�� �3�V�H�X�G�R�� �5-Square value is 0.958, which suggests that in the specified model 

explains 95.8% of the variability of the response data around its mean. McFadden Pseudo R-Square value is 0.837, which suggests 

that in the specified model explains 83.7% of the variability of the response data around its mean. 

c. Pseudo R-Square 

Cox and Snell .887 

Nagelkerke .958 

McFadden .837 

Link function: Logit. 

Parameter Estimates: 

Table 7.64 categories how much values (predictors) variables are putting impact on the Risk Management competency.  

d. Parameter Estimates 

 Estimate Std. Error Wald df Sig. 95% Confidence Interval 

Lower Bound Upper Bound 

Threshold 

[Risk_management = 1.0] -37.653 2571.821 .000 1 .988 -5078.330 5003.023 

[Risk_management = 2.0] -4.546 .974 21.768 1 .000 -6.456 -2.636 

[Risk_management = 3.0] -2.003 .842 5.658 1 .017 -3.654 -.353 

[Risk_management = 4.0] .814 .780 1.088 1 .297 -.715 2.343 

Location 

[Risk_management_int_hon=2.0] 33.361 2571.822 .000 1 .990 -5007.318 5074.039 

[Risk_management_int_hon=3.0] -1.018 1.004 1.029 1 .310 -2.985 .949 

[Risk_management_int_hon=4.0] -.549 .912 .363 1 .547 -2.337 1.238 

[Risk_management_int_hon=5.0] 0a . . 0 . . . 

[Risk_management_jus=2.0] -19.026 1917.932 .000 1 .992 -3778.104 3740.052 
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[Risk_management_jus=3.0] .765 .957 .639 1 .424 -1.111 2.641 

[Risk_management_jus=4.0] -.541 .751 .518 1 .472 -2.013 .932 

[Risk_management_jus=5.0] 0a . . 0 . . . 

[Risk_management_rec_ach=1.0] -19.628 3049.774 .000 1 .995 -5997.076 5957.819 

[Risk_management_rec_ach=2.0] -36.061 2571.821 .000 1 .989 -5076.738 5004.617 

[Risk_management_rec_ach=3.0] -1.624 .981 2.739 1 .098 -3.547 .299 

[Risk_management_rec_ach=4.0] .261 .775 .113 1 .737 -1.258 1.779 

[Risk_management_rec_ach=5.0] 0a . . 0 . . . 

[Risk_management_eff_com=3.0] .514 .997 .266 1 .606 -1.440 2.467 

[Risk_management_eff_com=4.0] .266 .799 .111 1 .739 -1.299 1.831 

[Risk_management_eff_com=5.0] 0a . . 0 . . . 

[Risk_management_exc=2.0] 1.016 2.174 .218 1 .640 -3.245 5.277 

[Risk_management_exc=3.0] -1.854 1.067 3.020 1 .082 -3.944 .237 

[Risk_management_exc=4.0] -1.420 .770 3.404 1 .065 -2.929 .089 

[Risk_management_exc=5.0] 0a . . 0 . . . 

Link function: Logit. 

a. This parameter is set to zero because it is redundant. 

Table 7.64 shows that there is no p-value less than 0.05. Therefore, none of ADP values putting impact in the model developed 

for predicting Risk Management. 

Test of Parallel Lines: 

Table 7.65 shows the test of parallel lines testing the null hypothesis that the slope coefficients in the model are the same 

across response categories against the null hypothesis that the slope coefficients in the model are not the same across response 

categories. The p-value is 1.000 which is greater than 0.05 therefore we will not reject the null hypothesis and will accept it. 

Therefore, the slope coefficients in the model are the same across response categories. 
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e. Test of Parallel Linesa   

Model -2 Log Likelihood Chi-Square df Sig. 

Null Hypothesis .000    

General .000b .000 45 1.000 

The null hypothesis states that the location parameters (slope coefficients) are the same across response categories. 

a. Link function: Logit. 

b. The log-likelihood value is practically zero. There may be a complete separation in the data. The maximum likelihood estimates do not exist. 

Having conducted ordered logistic regression, it is concluded that Risk Management is not affected with any of the value. As 

for all these p-value is greater than 0.05. 

6- Effect of ADP values on Procurement Management 

Table 7.66 briefly summarized number (N) of observations fitting the description in the first column and proportion (Marginal 

�3�H�U�F�H�Q�W�D�J�H�����R�I���W�K�H���Y�D�O�L�G���R�E�V�H�U�Y�D�W�L�R�Q�V���I�R�X�Q�G���L�Q���H�D�F�K���R�I���R�X�W�F�R�P�H���Y�D�U�L�D�E�O�H�¶�V���J�U�R�X�S�� 

Table 9.66:  Case Processing Summary 

 N Marginal Percentage 

Procurement Management 

Not competent 1 1.4% 

Low level of competence 10 14.1% 

Moderate level of competence 32 45.1% 

High level of competence 24 33.8% 

Highest  level of  competence 4 5.6% 

Procurement Management (Integrity and honesty) 

Strongly Disagree 1 1.4% 

Disagree 1 1.4% 

Moderate 28 39.4% 
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Agree 26 36.6% 

Strongly Agree 15 21.1% 

Procurement Management (Justice) 

Strongly Disagree 1 1.4% 

Disagree 2 2.8% 

Moderate 22 31.0% 

Agree 24 33.8% 

Strongly Agree 22 31.0% 

Procurement Management (Recognizing 

Achievements) 

Strongly Disagree 1 1.4% 

Disagree 5 7.0% 

Moderate 22 31.0% 

Agree 29 40.8% 

Strongly Agree 14 19.7% 

Procurement Management (Effective 

Communication) 

Moderate 33 46.5% 

Agree 25 35.2% 

Strongly Agree 13 18.3% 

Procurement Management (Excellence) 

Disagree 2 2.8% 

Moderate 24 33.8% 

Agree 29 40.8% 

Strongly Agree 16 22.5% 

Valid 71 100.0% 

Missing 0  

Total 71  

�7�D�E�O�H�� ���������� �K�L�J�K�O�L�J�K�W�V�� �W�K�H�� �F�R�X�Q�W�� �R�I�� �W�K�H�� �U�H�V�S�R�Q�V�H�V�� �I�R�U�� �H�D�F�K�� �Y�D�O�X�H�¶�V��category corresponding to dependent competency 

Procurement Management. Also, corresponding percentages are also there. Total of 71 are available valid observations and none of 

the observation is missing. 
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Model Fitting: 

To find the relationship between Procurement Management and ADP values the following information was used which are: 

effect of Integrity and honesty on Procurement Management, the effect of Justice on Procurement Management, the effect of 

Recognizing Achievements on Procurement Management, the effect of Effective Communication on Procurement Management, and 

the effect of Excellence on Procurement Management.  

Table 7.67 shows that value of -2 Log Likelihood for intercept only is 154.428, for Final it is 127.991 and for chi-square it is 

154.428-127.991=26.437. Also, the p-value is 0.048 for the final model includes Procurement Management (Integrity and honesty), 

Procurement Management (Justice), Procurement Management (Recognizing Achievements), Procurement Management (Effective 

Communication) and Procurement Management (Excellence). Since p-value is 0.048 which less than 0.05, we can say that at least one 

of the regression coefficients is not equal to zero.  

a. Model Fitting Information  

Model -2 Log Likelihood Chi-Square df Sig. 

Intercept Only 154.428    

Final 127.991 26.437 16 .048 

Link function: Logit. 

Goodness-of-Fit:  

To check the fit between model and the data a goodness of fit was used. A null hypothesis was used as the observed data is 

consistent with the fitted model against the alternative hypothesis that the observed data is not consistent with the fitted model. Table 

7.68 shows that p-value for Pearson is 0.090 and for deviance is 1.000 which is greater than 0.05. Hence, we will not reject the null 

hypothesis. Therefore, the observed data is consistent with the fitted model. 
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b. Goodness-of-Fit  

 Chi-Square df Sig. 

Pearson 197.330 172 .090 

Deviance 112.853 172 1.000 

Link function: Logit. 

Pseudo R-Square: 

�&�R�[���D�Q�G���6�Q�H�O�O�¶�V���3�V�H�X�G�R��R-Square value is 0.311, which suggests that in the specified model explains 31.1% of the variability 

�R�I�� �W�K�H�� �U�H�V�S�R�Q�V�H�� �G�D�W�D�� �D�U�R�X�Q�G�� �L�W�V�� �P�H�D�Q���� �1�D�J�H�O�N�H�U�N�H�¶�V�� �3�V�H�X�G�R�� �5-Square value is 0.340, which suggests that in the specified model 

explains 34.0% of the variability of the response data around its mean. McFadden Pseudo R-Square value is 0.152, which suggests 

that in the specified model explains 15.2% of the variability of the response data around its mean. 

c. Pseudo R-Square 

Pseudo R-Square 

Cox and Snell .311 

Nagelkerke .340 

McFadden .152 

Link function: Logit. 

Parameter Estimates: 

Table 7.70 categories how much values (predictors) variables are putting impact on the Procurement Management 

competency.  
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d. Parameter Estimates 

 Estimate Std. 

Error 

Wald df Sig. 95% Confidence Interval 

Lower Bound Upper Bound 

Threshold 

[Procurement_management = 1.0] -6.658 1.450 21.085 1 .000 -9.499 -3.816 

[Procurement_management = 2.0] -3.494 .884 15.605 1 .000 -5.228 -1.760 

[Procurement_management = 3.0] -.765 .770 .986 1 .321 -2.275 .745 

[Procurement_management = 4.0] 2.133 .856 6.205 1 .013 .455 3.811 

Location 

[Procurement_management_int_hon=1.0] -.250 2.762 .008 1 .928 -5.664 5.164 

[Procurement_management_int_hon=2.0] -1.400 2.675 .274 1 .601 -6.644 3.843 

[Procurement_management_int_hon=3.0] -1.416 .976 2.105 1 .147 -3.329 .497 

[Procurement_management_int_hon=4.0] -.299 .785 .145 1 .703 -1.837 1.239 

[Procurement_management_int_hon=5.0] 0a . . 0 . . . 

[Procurement_management_jus=1.0] 0a . . 0 . . . 

[Procurement_management_jus=2.0] -1.875 2.038 .847 1 .357 -5.870 2.119 

[Procurement_management_jus=3.0] -.739 .942 .616 1 .433 -2.585 1.107 

[Procurement_management_jus=4.0] -.715 .761 .884 1 .347 -2.206 .776 

[Procurement_management_jus=5.0] 0a . . 0 . . . 

[Procurement_management_rec_ach=1.0] -.225 2.322 .009 1 .923 -4.775 4.325 

[Procurement_management_rec_ach=2.0] -1.760 1.717 1.051 1 .305 -5.124 1.605 

[Procurement_management_rec_ach=3.0] 1.056 .928 1.297 1 .255 -.762 2.874 

[Procurement_management_rec_ach=4.0] .467 .699 .446 1 .504 -.903 1.838 

[Procurement_management_rec_ach=5.0] 0a . . 0 . . . 

[Procurement_management_eff_com=3.0] -1.070 1.001 1.142 1 .285 -3.033 .893 

[Procurement_management_eff_com=4.0] .442 .824 .288 1 .592 -1.173 2.058 

[Procurement_management_eff_com=5.0] 0a . . 0 . . . 

[Procurement_management_exc=2.0] -.114 2.128 .003 1 .957 -4.284 4.056 

[Procurement_management_exc=3.0] -.106 .887 .014 1 .905 -1.844 1.632 

[Procurement_management_exc=4.0] -.119 .778 .024 1 .878 -1.645 1.406 
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[Procurement_management_exc=5.0] 0a . . 0 . . . 

Link function: Logit. 

a. This parameter is set to zero because it is redundant. 

Table 7.70 shows that there is no p-value less than 0.05. Therefore, none of ADP values putting impact in the model developed 

for predicting Procurement Management. 

Test of Parallel Lines: 

Table 7.71 shows the test of parallel lines testing the null hypothesis that the slope coefficients in the model are the same 

across response categories against the null hypothesis that the slope coefficients in the model are not the same across response 

categories. The p-value is 0.000 which is less than 0.05 therefore we will reject the null hypothesis and will accept it. Therefore, the 

slope coefficients in the model are not the same across response categories. 

e. Test of Parallel Linesa   

Test of Parallel Linesa 

Model -2 Log Likelihood Chi-Square df Sig. 

Null Hypothesis 127.991    

General .000b 127.991 48 .000 

The null hypothesis states that the location parameters (slope coefficients) are the same across response categories. 

a. Link function: Logit. 

b. The log-likelihood value is practically zero. There may be a complete separation in the data. The maximum likelihood estimates do not exist. 

Having conducted ordered logistic regression, it is concluded that Procurement Management is not affected with any of the 

value. As for all these p-value is greater than 0.05. 
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2.Effect of ADP values on Achieving and Action 

Table 7.72 briefly summarized number (N) of observations fitting the description in the first column and proportion (Marginal 

�3�H�U�F�H�Q�W�D�J�H�����R�I���W�K�H���Y�D�O�L�G���R�E�V�H�U�Y�D�W�L�R�Q�V���I�R�X�Q�G���L�Q���H�D�F�K���R�I���R�X�W�F�R�P�H���Y�D�U�L�D�E�O�H�¶�V���J�U�R�X�S�� 

Table 9.72:  Case Processing Summary 

 N Marginal Percentage 

Achieving and Action 

Not competent 1 1.4% 

Low level of competence 7 10.1% 

Moderate level of competence 27 39.1% 

High level of competence 22 31.9% 

Highest  level of  competence 12 17.4% 

Achieving and action (Integrity and honesty) 

Disagree 4 5.8% 

Moderate 26 37.7% 

Agree 24 34.8% 

Strongly Agree 15 21.7% 

Achieving and Action (Justice) 

Disagree 2 2.9% 

Moderate 23 33.3% 

Agree 19 27.5% 

Strongly Agree 25 36.2% 

Achieving and Action (Recognizing Achievements) 

Disagree 5 7.2% 

Moderate 17 24.6% 

Agree 31 44.9% 

Strongly Agree 16 23.2% 

Achieving and Action (Effective Communication) 

Disagree 2 2.9% 

Moderate 28 40.6% 

Agree 22 31.9% 
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Strongly Agree 17 24.6% 

Achieving and Action (Excellence) 

Disagree 1 1.4% 

Moderate 15 21.7% 

Agree 34 49.3% 

Strongly Agree 19 27.5% 

Valid 69 100.0% 

Missing 2  

Total 71  

�7�D�E�O�H�������������K�L�J�K�O�L�J�K�W�V���W�K�H���F�R�X�Q�W���R�I���W�K�H���U�H�V�S�R�Q�V�H�V���I�R�U���H�D�F�K���Y�D�O�X�H�¶�V���F�D�W�H�J�R�U�\���F�R�U�U�H�V�S�R�Q�G�L�Q�J���W�R���G�H�S�H�Q�G�H�Q�W���F�R�P�S�H�W�H�Q�F�\��Achieving 

and Action. Also, corresponding percentages are also there. Total of 69 are valid observations and two of the observations are missing. 

Model Fitting: 

To find the relationship between Achieving and Action and ADP values the following information was used which are: effect 

of Integrity and honesty on Achieving and Action, the effect of Justice on Achieving and Action, the effect of Recognizing 

Achievements on Achieving and Action, the effect of Effective Communication on Achieving and Action, and the effect of Excellence 

on Achieving and Action. Table 7.73 shows that value of -2 Log Likelihood for intercept only is 164.198, for Final it is 127.831 and 

for chi-square it is 164.198-127.831=36.367. Also, the p-value is 0.002 for the final model includes Achieving and Action (Integrity 

and honesty), Achieving and Action (Justice), Achieving and Action (Recognizing Achievements), Achieving and Action (Effective 

Communication) and Achieving and Action (Excellence). Since p-value is 0.002 which is less than 0.05, at least one of the regression 

coefficients is not equal to zero.  

a. Model Fitting Information  

Model -2 Log Likelihood Chi-Square df Sig. 
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Intercept Only 164.198    

Final 127.831 36.367 15 .002 

Link function: Logit. 

Goodness-of-Fit:  

To check the fit between model and the data a goodness of fit was used. A null hypothesis was used as the observed data is 

consistent with the fitted model against the alternative hypothesis that the observed data is not consistent with the fitted model. Table 

7.74 shows that p-value for Pearson is 0.953 and for deviance 1.000 which is greater than 0.05. Hence, we will not reject the null 

hypothesis. Therefore, the observed data is consistent with the fitted model. 

b. Goodness-of-Fit  

 Chi-Square df Sig. 

Pearson 146.788 177 .953 

Deviance 115.878 177 1.000 

Link function: Logit. 

Pseudo R-Square: 

�&�R�[���D�Q�G���6�Q�H�O�O�¶�V���3�V�H�X�G�R���5-Square value is 0.410, which suggests that in the specified model explains 41.0% of the variability 

of the response data around its mean. �1�D�J�H�O�N�H�U�N�H�¶�V�� �3�V�H�X�G�R�� �5-Square value is 0.441, which suggests that in the specified model 

explains 44.1% of the variability of the response data around its mean. McFadden Pseudo R-Square value is 0.198, which suggests 

that in the specified model explains 19.8% of the variability of the response data around its mean. 
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c. Pseudo R-Square 

Cox and Snell .410 

Nagelkerke .441 

McFadden .198 

Link function: Logit. 

Parameter Estimates: 

Table 7.76 categories how much values (predictors) variables are putting impact on the Achieving and Action competency.  

d. Parameter Estimates 

 Estimate Std. 

Error 

Wald df Sig. 95% Confidence Interval 

Lower Bound Upper Bound 

Threshold 

[Achieving_and_action = 1.0] -7.542 1.394 29.273 1 .000 -10.274 -4.810 

[Achieving_and_action = 2.0] -4.923 .906 29.549 1 .000 -6.699 -3.148 

[Achieving_and_action = 3.0] -2.140 .755 8.024 1 .005 -3.620 -.659 

[Achieving_and_action = 4.0] .048 .672 .005 1 .943 -1.270 1.366 

Location 

[Achieving_and_action_int_hon=2.0] -2.812 2.184 1.658 1 .198 -7.091 1.468 

[Achieving_and_action_int_hon=3.0] .077 .905 .007 1 .932 -1.697 1.852 

[Achieving_and_action_int_hon=4.0] -1.816 .748 5.888 1 .015 -3.283 -.349 

[Achieving_and_action_int_hon=5.0] 0a . . 0 . . . 

[Achieving_and_action_jus=2.0] .668 2.550 .069 1 .793 -4.329 5.666 

[Achieving_and_action_jus=3.0] -1.429 .919 2.419 1 .120 -3.230 .372 

[Achieving_and_action_jus=4.0] .622 .710 .767 1 .381 -.769 2.012 

[Achieving_and_action_jus=5.0] 0a . . 0 . . . 

[Achieving_and_action_rec_ach=2.0] -1.374 1.352 1.033 1 .309 -4.023 1.275 

[Achieving_and_action_rec_ach=3.0] -2.189 1.039 4.440 1 .035 -4.224 -.153 

[Achieving_and_action_rec_ach=4.0] -.246 .665 .137 1 .712 -1.549 1.058 
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[Achieving_and_action_rec_ach=5.0] 0a . . 0 . . . 

[Achieving_and_action_eff_com=2.0] 23.135 3.184 52.803 1 .000 16.895 29.375 

[Achieving_and_action_eff_com=3.0] .795 .928 .734 1 .392 -1.024 2.615 

[Achieving_and_action_eff_com=4.0] -.474 .768 .381 1 .537 -1.979 1.031 

[Achieving_and_action_eff_com=5.0] 0a . . 0 . . . 

[Achieving_and_action_exc=2.0] -23.752 .000 . 1 . -23.752 -23.752 

[Achieving_and_action_exc=3.0] -1.078 .966 1.247 1 .264 -2.971 .814 

[Achieving_and_action_exc=4.0] -.734 .677 1.176 1 .278 -2.061 .593 

[Achieving_and_action_exc=5.0] 0a . . 0 . . . 

Link function: Logit. 

a. This parameter is set to zero because it is redundant. 

Table 7.76 highlights that there are various categories of values which are putting impact in the model developed for predicting 

�$�F�K�L�H�Y�L�Q�J�� �D�Q�G�� �$�F�W�L�R�Q�� �D�Q�G�� �W�K�R�V�H�� �F�D�W�H�J�R�U�L�H�V�� �D�U�H�� �³�$�J�U�H�H�´�� �R�I�� �,�Q�W�H�J�U�L�W�\�� �D�Q�G�� �K�R�Q�H�V�W�\�� �D�V�� �S-�Y�D�O�X�H�� �L�V�� �������������� �³�0�R�G�H�U�D�W�H�´�� �R�I�� �5�H�F�R�J�Q�L�]�L�Q�J��

Achievements as p-�Y�D�O�X�H���L�V���������������D�Q�G���³�'�L�V�D�J�U�H�H�´���R�I���(�I�I�H�F�W�L�Y�H���&�R�P�P�X�Q�L�F�D�W�L�R�Q���D�V���S-value is 0.000, for all these categories p-value is 

less than 0.05 therefore they have influence in the model. 

Test of Parallel Lines: 

Table 7.77 shows the test of parallel lines testing the null hypothesis that the slope coefficients in the model are the same 

across response categories against the null hypothesis that the slope coefficients in the model are not the same across response 

categories. The p-value is 0.862 which is greater than 0.05 therefore we will not reject the null hypothesis and will accept it. 

Therefore, the slope coefficients in the model are the same across response categories. 

e. Test of Parallel Linesa   

Model -2 Log Likelihood Chi-Square df Sig. 
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Null Hypothesis 127.831    

General 92.983b 34.848c 45 .862 

The null hypothesis states that the location parameters (slope coefficients) are the same across response categories. 

a. Link function: Logit. 

b. The log-likelihood value cannot be further increased after maximum number of step-halving. 

c. The Chi-Square statistic is computed based on the log-likelihood value of the last iteration of the general model. Validity of the test is uncertain. 

�+�D�Y�L�Q�J���F�R�Q�G�X�F�W�H�G���R�U�G�H�U�H�G���O�R�J�L�V�W�L�F���U�H�J�U�H�V�V�L�R�Q�����L�W���L�V���F�R�Q�F�O�X�G�H�G���W�K�D�W���$�F�K�L�H�Y�L�Q�J���D�Q�G���D�F�W�L�R�Q���L�V���D�I�I�H�F�W�H�G���P�R�U�H���E�\���$�'�3�¶�V���Y�D�O�X�H�V���R�I��

Integrity and honesty, Recognizing Achievements, and Effective Communication. 

7- Effect of ADP values on Stakeholder Management 

Table 7.78 briefly summarized number (N) of observations fitting the description in the first column and proportion (Marginal 

Percentage) of the �Y�D�O�L�G���R�E�V�H�U�Y�D�W�L�R�Q�V���I�R�X�Q�G���L�Q���H�D�F�K���R�I���R�X�W�F�R�P�H���Y�D�U�L�D�E�O�H�¶�V���J�U�R�X�S�� 

Table 9.78:  Case Processing Summary 

 N Marginal Percentage 

Stakeholder Management 

Low level of competence 5 7.1% 

Moderate level of competence 35 50.0% 

High level of competence 22 31.4% 

Highest  level of  competence 8 11.4% 

Stakeholder Management (Integrity and honesty) 

Disagree 5 7.1% 

Moderate 19 27.1% 

Agree 31 44.3% 

Strongly Agree 15 21.4% 

Stakeholder Management (Justice) Disagree 3 4.3% 
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Moderate 15 21.4% 

Agree 35 50.0% 

Strongly Agree 17 24.3% 

Stakeholder Management (Recognizing Achievements) 

Disagree 2 2.9% 

Moderate 22 31.4% 

Agree 28 40.0% 

Strongly Agree 18 25.7% 

Stakeholder Management (Effective Communication) 

Disagree 1 1.4% 

Moderate 26 37.1% 

Agree 27 38.6% 

Strongly Agree 16 22.9% 

Stakeholder Management (Excellence) 

Disagree 1 1.4% 

Moderate 17 24.3% 

Agree 34 48.6% 

Strongly Agree 18 25.7% 

Valid 70 100.0% 

Missing 1  

Total 71  

Table 7.78 highlights the count of the responses for each �Y�D�O�X�H�¶�V���F�D�W�H�J�R�U�\���F�R�U�U�H�V�S�R�Q�G�L�Q�J���W�R���G�H�S�H�Q�G�H�Q�W���F�R�P�S�H�W�H�Q�F�\���6�W�D�N�H�K�R�O�G�H�U��

Management. Total of 70 are valid observations and one of the observation is missing. 

Model Fitting: 

To find the relationship between Stakeholder Management and ADP values the following information was used which are: 

effect of Integrity and honesty on Stakeholder Management, the effect of Justice on Stakeholder Management, the effect of 

Recognizing Achievements on Stakeholder Management, the effect of Effective Communication on Stakeholder Management, and the 
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effect of Excellence on Stakeholder Management. Table 7.79 hows that value of -2 Log Likelihood for intercept only is 164.198, for 

Final it is 127.831 and for chi-square it is 164.198-127.831=36.367. Also, the p-value is 0.002 for the final model includes Achieving 

and Action (Integrity and honesty), Achieving and Action (Justice), Achieving and Action (Recognizing Achievements), Achieving 

and Action (Effective Communication) and Achieving and Action (Excellence). Since p-value is 0.028 which is less than 0.05, at least 

one of the regression coefficients is not equal to zero. 

a. Model Fitting Information  

Model -2 Log Likelihood Chi-Square df Sig. 

Intercept Only 138.759    

Final 113.036 25.723 14 .028 

Link function: Logit. 

Goodness-of-Fit:  

To check the fit between model and the data a goodness of fit was used. A null hypothesis was used as the observed data is 

consistent with the fitted model against the alternative hypothesis that the observed data is not consistent with the fitted model. Table 

7.80 shows that p-value for Pearson is 0.000 which is less than 0.05. Hence, we will reject the null hypothesis. Therefore, the observed 

data is not consistent with the fitted model. 

b. Goodness-of-Fit  

 Chi-Square df Sig. 

Pearson 277.314 127 .000 

Deviance 101.067 127 .956 

Link function: Logit. 
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Pseudo R-Square: 

�&�R�[���D�Q�G���6�Q�H�O�O�¶�V���3�V�H�X�G�R���5-Square value is 0.308, which suggests that in the specified model explains 30.8% of the variability 

of the response data around its mean. �1�D�J�H�O�N�H�U�N�H�¶�V�� �3�V�H�X�G�R�� �5-Square value is 0.342, which suggests that in the specified model 

explains 34.2% of the variability of the response data around its mean. McFadden Pseudo R-Square value is 0.160, which suggests 

that in the specified model explains 16.0% of the variability of the response data around its mean. 

c. Pseudo R-Square 

Cox and Snell .308 

Nagelkerke .342 

McFadden .160 

Link function: Logit. 

Parameter Estimates: 

Table 7.82 categories how much values (predictors) variables are putting impact on the Stakeholder Management competency.  

d. Parameter Estimates 

 Estimate Std. 

Error 

Wald df Sig. 95% Confidence Interval 

Lower Bound Upper Bound 

Threshold 

[Stakeholder_management = 2.0] -5.197 .985 27.848 1 .000 -7.127 -3.267 

[Stakeholder_management = 3.0] -1.469 .711 4.268 1 .039 -2.864 -.075 

[Stakeholder_management = 4.0] .784 .691 1.290 1 .256 -.569 2.138 

Location 

[Stakeholder_management_int_hon=2.0] -.518 1.462 .125 1 .723 -3.384 2.348 

[Stakeholder_management_int_hon=3.0] .101 .905 .012 1 .911 -1.673 1.875 

[Stakeholder_management_int_hon=4.0] .797 .690 1.335 1 .248 -.555 2.148 

[Stakeholder_management_int_hon=5.0] 0a . . 0 . . . 
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[Stakeholder_management_jus=2.0] .395 1.706 .054 1 .817 -2.949 3.738 

[Stakeholder_management_jus=3.0] -.142 1.046 .018 1 .892 -2.191 1.908 

[Stakeholder_management_jus=4.0] -.202 .666 .092 1 .762 -1.508 1.103 

[Stakeholder_management_jus=5.0] 0a . . 0 . . . 

[Stakeholder_management_rec_ach=2.0] -4.710 1.902 6.135 1 .013 -8.437 -.983 

[Stakeholder_management_rec_ach=3.0] -1.990 1.074 3.435 1 .064 -4.095 .114 

[Stakeholder_management_rec_ach=4.0] -.667 .735 .823 1 .364 -2.108 .774 

[Stakeholder_management_rec_ach=5.0] 0a . . 0 . . . 

[Stakeholder_management_eff_com=2.0] -.683 2.803 .059 1 .808 -6.178 4.812 

[Stakeholder_management_eff_com=3.0] .133 .887 .022 1 .881 -1.606 1.872 

[Stakeholder_management_eff_com=4.0] -.585 .739 .626 1 .429 -2.033 .864 

[Stakeholder_management_eff_com=5.0] 0a . . 0 . . . 

[Stakeholder_management_exc=2.0] 0a . . 0 . . . 

[Stakeholder_management_exc=3.0] -1.718 1.010 2.897 1 .089 -3.697 .261 

[Stakeholder_management_exc=4.0] -.730 .649 1.265 1 .261 -2.003 .542 

[Stakeholder_management_exc=5.0] 0a . . 0 . . . 

Link function: Logit. 

a. This parameter is set to zero because it is redundant. 

Table 7.82 highlights that there is a category of value which is putting impact in the model developed for predicting 

�6�W�D�N�H�K�R�O�G�H�U���0�D�Q�D�J�H�P�H�Q�W���D�Q�G���W�K�D�W���F�D�W�H�J�R�U�\���L�V���³�'�L�V�D�J�U�H�H�´���R�I���5�H�F�R�J�Q�L�]�L�Q�J���$�F�K�L�H�Y�H�P�H�Q�W�V���D�V���S-value is 0.013.  

Test of Parallel Lines: 

Table 7.83 shows the test of parallel lines testing the null hypothesis that the slope coefficients in the model are the same 

across response categories against the null hypothesis that the slope coefficients in the model are not the same across response 
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categories. The p-value is 0.020 which is less than 0.05 therefore we will reject the null hypothesis and will accept the alternative 

hypothesis. Therefore, the slope coefficients in the model are not the same across response categories. 

e. Test of Parallel Linesa   

Model -2 Log Likelihood Chi-Square df Sig. 

Null Hypothesis 113.036    

General 67.539b 45.497c 28 .020 

The null hypothesis states that the location parameters (slope coefficients) are the same across response categories. 

a. Link function: Logit. 

b. The log-likelihood value cannot be further increased after maximum number of step-halving. 

c. The Chi-Square statistic is computed based on the log-likelihood value of the last iteration of the general model. Validity of the test is uncertain. 

�+�D�Y�L�Q�J���F�R�Q�G�X�F�W�H�G���R�U�G�H�U�H�G���O�R�J�L�V�W�L�F���U�H�J�U�H�V�V�L�R�Q�����L�W���L�V���F�R�Q�F�O�X�G�H�G���W�K�D�W���6�W�D�N�H�K�R�O�G�H�U���0�D�Q�D�J�H�P�H�Q�W���L�V���D�I�I�H�F�W�H�G���P�R�U�H���E�\���$�'�3�¶�V���Y�D�O�X�H�V��

of Recognizing Achievements As p-value is less than 0.05. 

8- Effect of ADP values on Conflict Management 

Table 7.84 briefly summarized number (N) of observations fitting the description in the first column and proportion (Marginal 

�3�H�U�F�H�Q�W�D�J�H�����R�I���W�K�H���Y�D�O�L�G���R�E�V�H�U�Y�D�W�L�R�Q�V���I�R�X�Q�G���L�Q���H�D�F�K���R�I���R�X�W�F�R�P�H���Y�D�U�L�D�E�O�H�¶�V���J�U�R�X�S�� 

Table 9.84:  Case Processing Summary 

 N Marginal Percentage 

Conflict Management 

Low level of competence 10 14.5% 

Moderate level of competence 32 46.4% 

High level of competence 17 24.6% 

Highest  level of  competence 10 14.5% 
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Conflict Management (Integrity and honesty) 

Strongly Disagree 1 1.4% 

Disagree 4 5.8% 

Moderate 21 30.4% 

Agree 30 43.5% 

Strongly Agree 13 18.8% 

Conflict Management (Justice) 

Strongly Disagree 1 1.4% 

Disagree 1 1.4% 

Moderate 25 36.2% 

Agree 26 37.7% 

Strongly Agree 16 23.2% 

Conflict Management (Recognizing Achievements) 

Disagree 4 5.8% 

Moderate 22 31.9% 

Agree 29 42.0% 

Strongly Agree 14 20.3% 

Conflict Management (Effective Communication) 

Strongly Disagree 1 1.4% 

Disagree 1 1.4% 

Moderate 26 37.7% 

Agree 26 37.7% 

Strongly Agree 15 21.7% 

Conflict Management (Excellence) 

Strongly Disagree 1 1.4% 

Disagree 1 1.4% 

Moderate 21 30.4% 

Agree 28 40.6% 

Strongly Agree 18 26.1% 

Valid 69 100.0% 

Missing 2  

Total 71  
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Table 7.84 highlights the count of the responses for each �Y�D�O�X�H�¶�V�� �F�D�W�H�J�R�U�\�� �F�R�U�U�H�V�S�R�Q�G�L�Q�J�� �W�R�� �G�H�S�H�Q�G�H�Q�W�� �F�R�P�S�H�W�H�Q�F�\�� �&�R�Q�I�O�L�F�W��

Management. Total of 69 are valid observations and two of the observations are missing. 

Model Fitting: 

To find the relationship between Conflict Management and ADP values the following information was used which are: effect 

of Integrity and honesty on Conflict Management, the effect of Justice on Conflict Management, the effect of Recognizing 

Achievements on Conflict Management, the effect of Effective Communication on Conflict Management, and the effect of Excellence 

on Conflict Management. Table 7.85 shows that value of -2 Log Likelihood for intercept only is 154.690, for Final it is 117.240 and 

for chi-square it is 154.690-117.240=37.450. Also, the p-value is 0.002 for the final model includes Conflict Management (Integrity 

and honesty), Conflict Management (Justice), Conflict Management (Recognizing Achievements), Conflict Management (Effective 

Communication) and Conflict Management (Excellence). Since p-value is 0.002 which is less than 0.05, we can say that at least one of 

the regression coefficients is not equal to zero. 

a. Model Fitting Information  

Model -2 Log Likelihood Chi-Square df Sig. 

Intercept Only 154.690    

Final 117.240 37.450 16 .002 

Link function: Logit. 

Goodness-of-Fit:  

To check the fit between model and the data a goodness of fit was used. A null hypothesis was used as the observed data is 

consistent with the fitted model against the alternative hypothesis that the observed data is not consistent with the fitted model. Table 
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7.86 shows that p-value for Pearson is 0.000 which is less than 0.05. Hence, we will reject the null hypothesis. Therefore, the observed 

data is not consistent with the fitted model. 

b. Goodness-of-Fit  

 Chi-Square df Sig. 

Pearson 193.132 128 .000 

Deviance 102.103 128 .955 

Link function: Logit. 

Pseudo R-Square: 

�&�R�[���D�Q�G���6�Q�H�O�O�¶�V���3�V�H�X�G�R���5-Square value is 0.419, which suggests that in the specified model explains 41.9% of the variability 

�R�I�� �W�K�H�� �U�H�V�S�R�Q�V�H�� �G�D�W�D�� �D�U�R�X�Q�G�� �L�W�V�� �P�H�D�Q���� �1�D�J�H�O�N�H�U�N�H�¶�V�� �3�V�H�X�G�R�� �5-Square value is 0.455, which suggests that in the specified model 

explains 45.5% of the variability of the response data around its mean. McFadden Pseudo R-Square value is 0.215, which suggests 

that in the specified model explains 21.5% of the variability of the response data around its mean. 

c. Pseudo R-Square 

Cox and Snell .419 

Nagelkerke .455 

McFadden .215 

Link function: Logit. 

Parameter Estimates: 

Table 7.88 categories how much values (predictors) variables are putting impact on the Conflict Management competency.  
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d. Parameter Estimates 

Parameter Estimates 

 Estimate Std. 

Error 

Wald df Sig. 95% Confidence Interval 

Lower Bound Upper Bound 

Threshold 

[Conflict_management = 2.0] -5.041 .965 27.292 1 .000 -6.932 -3.150 

[Conflict_management = 3.0] -1.821 .767 5.632 1 .018 -3.325 -.317 

[Conflict_management = 4.0] -.004 .724 .000 1 .996 -1.423 1.416 

Location 

[Conflict_management_int_hon=1.0] -21.311 .000 . 1 . -21.311 -21.311 

[Conflict_management_int_hon=2.0] -.790 1.588 .247 1 .619 -3.902 2.322 

[Conflict_management_int_hon=3.0] -1.017 1.012 1.010 1 .315 -3.000 .966 

[Conflict_management_int_hon=4.0] .427 .845 .256 1 .613 -1.228 2.083 

[Conflict_management_int_hon=5.0] 0a . . 0 . . . 

[Conflict_management_jus=1.0] 0a . . 0 . . . 

[Conflict_management_jus=2.0] -21.212 .000 . 1 . -21.212 -21.212 

[Conflict_management_jus=3.0] .258 .836 .095 1 .758 -1.380 1.896 

[Conflict_management_jus=4.0] -1.472 .782 3.538 1 .060 -3.005 .062 

[Conflict_management_jus=5.0] 0a . . 0 . . . 

[Conflict_management_rec_ach=2.0] -2.282 1.775 1.653 1 .199 -5.760 1.197 

[Conflict_management_rec_ach=3.0] -1.365 1.003 1.854 1 .173 -3.330 .600 

[Conflict_management_rec_ach=4.0] -.617 .717 .740 1 .390 -2.023 .789 

[Conflict_management_rec_ach=5.0] 0a . . 0 . . . 

[Conflict_management_eff_com=1.0] -1.576 2.784 .321 1 .571 -7.034 3.881 

[Conflict_management_eff_com=2.0] -21.695 .000 . 1 . -21.695 -21.695 

[Conflict_management_eff_com=3.0] 1.193 .884 1.820 1 .177 -.540 2.927 

[Conflict_management_eff_com=4.0] 1.086 .793 1.874 1 .171 -.469 2.640 

[Conflict_management_eff_com=5.0] 0a . . 0 . . . 

[Conflict_management_exc=1.0] 0a . . 0 . . . 

[Conflict_management_exc=2.0] 0a . . 0 . . . 
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[Conflict_management_exc=3.0] -2.636 .904 8.496 1 .004 -4.409 -.864 

[Conflict_management_exc=4.0] -1.974 .681 8.406 1 .004 -3.309 -.640 

[Conflict_management_exc=5.0] 0a . . 0 . . . 

Link function: Logit. 

a. This parameter is set to zero because it is redundant. 

Table 7.88 highlights that there are categories of value which are putting impact in the model developed for predicting Conflict 

�0�D�Q�D�J�H�P�H�Q�W���D�Q�G���W�K�D�W���F�D�W�H�J�R�U�L�H�V���D�U�H���³�0�R�G�H�U�D�W�H�´���D�Q�G���³�$�J�U�H�H�´���R�I���5�H�F�R�J�Q�L�]�L�Q�J���$�F�K�L�H�Y�H�P�H�Q�W�V���D�V���S-values for both categories is 0.004, 

for this category p-value is less than 0.05 therefore it has influence in the model. 

Test of Parallel Lines: 

Table 7.89 shows the test of parallel lines testing the null hypothesis that the slope coefficients in the model are the same 

across response categories against the null hypothesis that the slope coefficients in the model are not the same across response 

categories. The p-value is 0.860 which is greater than 0.05 therefore we will not reject the null hypothesis and will accept it. 

Therefore, the slope coefficients in the model are the same across response categories. 

e. Test of Parallel Linesa   

Model -2 Log Likelihood Chi-Square df Sig. 

Null Hypothesis 117.240    

General 97.086b 20.154c 32 .949 

The null hypothesis states that the location parameters (slope coefficients) are the same across response categories. 

a. Link function: Logit. 

b. The log-likelihood value cannot be further increased after maximum number of step-halving. 

c. The Chi-Square statistic is computed based on the log-likelihood value of the last iteration of the general model. Validity of the test is uncertain. 
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�+�D�Y�L�Q�J���F�R�Q�G�X�F�W�H�G���R�U�G�H�U�H�G���O�R�J�L�V�W�L�F���U�H�J�U�H�V�V�L�R�Q�����L�W���L�V���F�R�Q�F�O�X�G�H�G���W�K�D�W���&�R�Q�I�O�L�F�W���0�D�Q�D�J�H�P�H�Q�W���L�V���D�I�I�H�F�W�H�G���P�R�U�H���E�\���$�'�3�¶�V���Y�D�O�X�H�V���R�I��

Excellence As p-value is less than 0.05. 

9- Effect of ADP values on Leadership 

Table 7.90 briefly summarized number (N) of observations fitting the description in the first column and proportion (Marginal 

Percentage) of the valid observations found in each of �R�X�W�F�R�P�H���Y�D�U�L�D�E�O�H�¶�V���J�U�R�X�S�� 

Table 9.90:  Case Processing Summary 

 N Marginal Percentage 

Leadership 

Low level of competence 3 4.3% 

Moderate level of competence 32 46.4% 

High level of competence 20 29.0% 

Highest  level of  competence 14 20.3% 

Leadership (Integrity and honesty) 

Disagree 4 5.8% 

Moderate 22 31.9% 

Agree 24 34.8% 

Strongly Agree 19 27.5% 

Leadership (Justice) 

Disagree 5 7.2% 

Moderate 15 21.7% 

Agree 32 46.4% 

Strongly Agree 17 24.6% 

Leadership (Recognizing Achievements) 

Disagree 2 2.9% 

Moderate 15 21.7% 

Agree 34 49.3% 

Strongly Agree 18 26.1% 

Leadership (Effective Communication) Moderate 24 34.8% 
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Agree 28 40.6% 

Strongly Agree 17 24.6% 

Leadership (Excellence) 

Disagree 2 2.9% 

Moderate 16 23.2% 

Agree 27 39.1% 

Strongly Agree 24 34.8% 

Valid 69 100.0% 

Missing 2  

Total 71  

�7�D�E�O�H�������������K�L�J�K�O�L�J�K�W�V���W�K�H���F�R�X�Q�W���R�I���W�K�H���U�H�V�S�R�Q�V�H�V���I�R�U���H�D�F�K���Y�D�O�X�H�¶�V���F�D�W�H�J�R�U�\���F�R�U�U�H�V�S�R�Q�G�L�Q�J���W�R���G�H�S�H�Q�G�H�Q�W���F�R�P�S�H�W�H�Q�F�\���/�H�D�G�H�U�V�K�L�S����

Total of 69 are valid observations and two of the observations are missing. 

Model Fitting: 

To find the relationship between Leadership and ADP values the following information was used which are: effect of Integrity 

and honesty on Leadership, the effect of Justice on Leadership, the effect of Recognizing Achievements on Leadership, the effect of 

Effective Communication on Leadership, and the effect of Excellence on Leadership. Table 7.91 shows that value of -2 Log 

Likelihood for intercept only is 140.976, for Final it is 85.771 and for chi-square it is 140.976-85.771 =55.204. Also, the p-value is 

0.002 for the final model includes Leadership (Integrity and honesty), Leadership (Justice), Leadership (Recognizing Achievements), 

Leadership (Effective Communication) and Leadership (Excellence). Since p-value is 0.002 which is less than 0.05, we can say that at 

least one of the regression coefficients is not equal to zero. 

a. Model Fitting Information  

Model -2 Log Likelihood Chi-Square df Sig. 
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Intercept Only 140.976    

Final 85.771 55.204 14 .000 

Link function: Logit. 

Goodness-of-Fit:  

To check the fit between model and the data a goodness of fit was used. A null hypothesis was used as the observed data is 

consistent with the fitted model against the alternative hypothesis that the observed data is not consistent with the fitted model. Table 

7.92 shows that p-value for Pearson is 0.437 and for deviance 0.996 which is greater than 0.05. Hence, we will not reject the null 

hypothesis. Therefore, the observed data is consistent with the fitted model. 

b. Goodness-of-Fit  

 Chi-Square df Sig. 

Pearson 110.697 109 .437 

Deviance 73.709 109 .996 

Link function: Logit. 

Pseudo R-Square: 

�&�R�[���D�Q�G���6�Q�H�O�O�¶�V���3�V�H�X�G�R���5-Square value is 0.551, which suggests that in the specified model explains 55.5% of the variability 

�R�I�� �W�K�H�� �U�H�V�S�R�Q�V�H�� �G�D�W�D�� �D�U�R�X�Q�G�� �L�W�V�� �P�H�D�Q���� �1�D�J�H�O�N�H�U�N�H�¶�V�� �3�V�H�X�G�R�� �5-Square value is 0.609, which suggests that in the specified model 

explains 60.9% of the variability of the response data around its mean. McFadden Pseudo R-Square value is 0.340, which suggests 

that in the specified model explains 34.0% of the variability of the response data around its mean. 
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c. Pseudo R-Square 

Cox and Snell .551 

Nagelkerke .609 

McFadden .340 

Link function: Logit. 

Parameter Estimates: 

Table 7.94 categories how much values (predictors) variables are putting impact on the Leadership competency.  

d. Parameter Estimates 

 Estimate Std. Error Wald df Sig. 95% Confidence Interval 

Lower Bound Upper Bound 

Threshold 

[leadership = 2.0] -7.266 1.306 30.941 1 .000 -9.826 -4.706 

[leadership = 3.0] -2.013 .719 7.839 1 .005 -3.423 -.604 

[leadership = 4.0] .454 .652 .485 1 .486 -.824 1.733 

Location 

[leadership_int_hon=2.0] 1.514 3.499 .187 1 .665 -5.344 8.371 

[leadership_int_hon=3.0] .476 1.017 .219 1 .640 -1.519 2.470 

[leadership_int_hon=4.0] 2.174 .888 5.997 1 .014 .434 3.913 

[leadership_int_hon=5.0] 0a . . 0 . . . 

[leadership_jus=2.0] -2.676 3.251 .678 1 .410 -9.047 3.695 

[leadership_jus=3.0] -2.159 1.208 3.193 1 .074 -4.527 .209 

[leadership_jus=4.0] -.528 .862 .376 1 .540 -2.217 1.161 

[leadership_jus=5.0] 0a . . 0 . . . 

[leadership_rec_ach=2.0] 1.110 1.784 .387 1 .534 -2.387 4.607 

[leadership_rec_ach=3.0] -.830 1.133 .537 1 .464 -3.050 1.391 

[leadership_rec_ach=4.0] 1.736 .845 4.215 1 .040 .079 3.393 

[leadership_rec_ach=5.0] 0a . . 0 . . . 
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[leadership_eff_com=3.0] .422 1.118 .143 1 .706 -1.768 2.613 

[leadership_eff_com=4.0] -1.690 1.054 2.573 1 .109 -3.755 .375 

[leadership_eff_com=5.0] 0a . . 0 . . . 

[leadership_exc=2.0] .241 1.838 .017 1 .896 -3.360 3.843 

[leadership_exc=3.0] -3.786 1.174 10.400 1 .001 -6.087 -1.485 

[leadership_exc=4.0] -3.730 .876 18.113 1 .000 -5.448 -2.012 

[leadership_exc=5.0] 0a . . 0 . . . 

Link function: Logit. 

a. This parameter is set to zero because it is redundant. 

Table 7.94 highlights that there are various categories of values which are putting impact in the model developed for predicting 

�/�H�D�G�H�U�V�K�L�S���D�Q�G���W�K�R�V�H���F�D�W�H�J�R�U�L�H�V���D�U�H���³�$�J�U�H�H�´���R�I���,�Q�W�H�J�U�L�W�\���D�Q�G���K�R�Q�H�V�W�\���D�V���S-�Y�D�O�X�H���L�V�����������������³�$�J�U�H�H�´���R�I���5�H�F�R�J�Q�L�]�L�Q�J���$�F�K�L�H�Y�H�P�H�Q�W�V���D�V���S-

�Y�D�O�X�H���L�V���������������D�Q�G���³�0�R�G�H�U�D�W�H�´���D�Q�G���³�$�J�U�H�H�´���R�I���(�[�F�H�O�O�H�Q�F�H���D�V���S-value is 0.001 and 0.000, for all these categories p-value is less than 

0.05 therefore they have influence in the model. 

Test of Parallel Lines: 

Table 7.95 shows the test of parallel lines testing the null hypothesis that the slope coefficients in the model are the same 

across response categories against the null hypothesis that the slope coefficients in the model are not the same across response 

categories. The p-value is 0.957 which is greater than 0.05 therefore we will not reject the null hypothesis and will accept it. Therefore 

the slope coefficients in the model are the same across response categories. 

e. Test of Parallel Linesa   

Model -2 Log Likelihood Chi-Square df Sig. 

Null Hypothesis 85.771    

General 69.233b 16.539c 28 .957 
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The null hypothesis states that the location parameters (slope coefficients) are the same across response categories. 

a. Link function: Logit. 

b. The log-likelihood value cannot be further increased after maximum number of step-halving. 

c. The Chi-Square statistic is computed based on the log-likelihood value of the last iteration of the general model. Validity of the test is uncertain. 

�+�D�Y�L�Q�J�� �F�R�Q�G�X�F�W�H�G�� �R�U�G�H�U�H�G�� �O�R�J�L�V�W�L�F�� �U�H�J�U�H�V�V�L�R�Q���� �L�W���L�V�� �F�R�Q�F�O�X�G�H�G���W�K�D�W���/�H�D�G�H�U�V�K�L�S�� �L�V�� �D�I�I�H�F�W�H�G���P�R�U�H�� �E�\�� �$�'�3�¶�V�� �Y�D�O�X�H�V�� �R�I�� �,�Q�W�H�J�U�L�W�\��

and honesty, Recognizing Achievements, and Excellence as p-value is less than 0.05.  

10- Effect of ADP values on Problem Solving 

Table 7.96 briefly summarized number (N) of observations fitting the description in the first column and proportion (Marginal 

�3�H�U�F�H�Q�W�D�J�H�����R�I���W�K�H���Y�D�O�L�G���R�E�V�H�U�Y�D�W�L�R�Q�V���I�R�X�Q�G���L�Q���H�D�F�K���R�I���R�X�W�F�R�P�H���Y�D�U�L�D�E�O�H�¶�V���J�U�R�X�S�� 

Table 9.96:  Case Processing Summary 

 N Marginal Percentage 

Problem Solving 

Not competent 1 1.4% 

Low level of competence 2 2.9% 

Moderate level of competence 30 42.9% 

High level of competence 23 32.9% 

Highest  level of  competence 14 20.0% 

Problem Solving (Integrity and honesty) 

Strongly Disagree 1 1.4% 

Disagree 1 1.4% 

Moderate 24 34.3% 

Agree 24 34.3% 

Strongly Agree 20 28.6% 

Problem Solving (Justice) 
Strongly Disagree 1 1.4% 

Disagree 2 2.9% 
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Moderate 21 30.0% 

Agree 27 38.6% 

Strongly Agree 19 27.1% 

Problem Solving (Recognizing Achievements) 

Disagree 2 2.9% 

Moderate 21 30.0% 

Agree 29 41.4% 

Strongly Agree 18 25.7% 

Problem Solving (Effective Communication) 

Moderate 22 31.4% 

Agree 28 40.0% 

Strongly Agree 20 28.6% 

Problem Solving (Excellence) 

Disagree 1 1.4% 

Moderate 20 28.6% 

Agree 27 38.6% 

Strongly Agree 22 31.4% 

Valid 70 100.0% 

Missing 1  

Total 71  

�7�D�E�O�H�� ���������� �K�L�J�K�O�L�J�K�W�V�� �W�K�H�� �F�R�X�Q�W���R�I�� �W�K�H�� �U�H�V�S�R�Q�V�H�V�� �I�R�U�� �H�D�F�K�� �Y�D�O�X�H�¶�V�� �F�D�W�H�J�R�U�\�� �F�R�U�U�H�V�S�R�Q�G�L�Q�J�� �W�R�� �G�H�S�H�Q�G�H�Q�W���F�R�P�S�H�W�H�Q�F�\�� �3�U�R�E�O�H�P��

Solving. Total of 70 are valid observations and one of the observation is missing. 

Model Fitting: 

To find the relationship between Problem Solving and ADP values the following information was used which are: effect of 

Integrity and honesty on Problem Solving, the effect of Justice on Problem Solving, the effect of Recognizing Achievements on 

Problem Solving, the effect of Effective Communication on Problem Solving, and the effect of Excellence on Problem Solving. Table 

7.97 shows that value of -2 Log Likelihood for intercept only is 142.885, for Final it is 100.341 and for chi-square it is 142.885-
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100.341 =42.544. Also, the p-value is 0.000 for the final model (includes Problem Solving (Integrity and honesty), Problem Solving 

(Justice), Problem Solving (Recognizing Achievements), Problem Solving (Effective Communication) and Problem Solving 

(Excellence)). Since p-value is 0.000 which is less than 0.05, we can say that at least one of the regression coefficients is not equal to 

zero. 

a. Model Fitting Information  

Model -2 Log Likelihood Chi-Square df Sig. 

Intercept Only 142.885    

Final 100.341 42.544 14 .000 

Link function: Logit. 

Goodness-of-Fit:  

To check the fit between model and the data a goodness of fit was used. A null hypothesis was used as the observed data is 

consistent with the fitted model against the alternative hypothesis that the observed data is not consistent with the fitted model. Table 

7.98 shows that p-value for Pearson is 0.922 and for deviance 1.000 which is greater than 0.05.Hence, we will not reject the null hypothesis. 

Therefore, the observed data is consistent with the fitted model. 

b. Goodness-of-Fit  

 Chi-Square df Sig. 

Pearson 133.540 158 .922 

Deviance 84.984 158 1.000 

Link function: Logit. 

Pseudo R-Square: 
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�&�R�[���D�Q�G���6�Q�H�O�O�¶�V���3�V�H�X�G�R���5-Square value is 0.455, which suggests that in the specified model explains 45.5% of the variability 

of the response data around its �P�H�D�Q���� �1�D�J�H�O�N�H�U�N�H�¶�V�� �3�V�H�X�G�R�� �5-Square value is 0.500, which suggests that in the specified model 

explains 50.0% of the variability of the response data around its mean. McFadden Pseudo R-Square value is 0.251, which suggests 

that in the specified model explains 25.1% of the variability of the response data around its mean. 

c. Pseudo R-Square 

Cox and Snell .455 

Nagelkerke .500 

McFadden .251 

Link function: Logit. 

Parameter Estimates: 

Table 7.100 categories how much values (predictors) variables are putting impact on the Problem Solving competency.  

d. Parameter Estimates 

Parameter Estimates 

 Estimate Std. Error Wald df Sig. 95% Confidence Interval 

Lower Bound Upper Bound 

Threshold 

[Problem_solving = 1.0] -8.252 1.569 27.671 1 .000 -11.327 -5.177 

[Problem_solving = 2.0] -6.823 1.170 34.026 1 .000 -9.116 -4.531 

[Problem_solving = 3.0] -2.177 .665 10.708 1 .001 -3.480 -.873 

[Problem_solving = 4.0] .091 .580 .025 1 .875 -1.046 1.228 

Location 

[Problem_solving_int_hon=1.0] 4.248 3.385 1.575 1 .209 -2.387 10.883 

[Problem_solving_int_hon=2.0] 2.893 3.219 .808 1 .369 -3.416 9.202 

[Problem_solving_int_hon=3.0] -.357 .959 .138 1 .710 -2.236 1.522 

[Problem_solving_int_hon=4.0] .732 .730 1.006 1 .316 -.698 2.162 
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[Problem_solving_int_hon=5.0] 0a . . 0 . . . 

[Problem_solving_jus=1.0] 0a . . 0 . . . 

[Problem_solving_jus=2.0] -4.612 2.497 3.412 1 .065 -9.505 .282 

[Problem_solving_jus=3.0] -2.261 1.151 3.859 1 .049 -4.517 -.005 

[Problem_solving_jus=4.0] .060 .802 .006 1 .941 -1.513 1.632 

[Problem_solving_jus=5.0] 0a . . 0 . . . 

[Problem_solving_rec_ach=2.0] -3.112 2.819 1.218 1 .270 -8.636 2.413 

[Problem_solving_rec_ach=3.0] -.558 1.041 .287 1 .592 -2.599 1.483 

[Problem_solving_rec_ach=4.0] -.347 .812 .182 1 .670 -1.939 1.246 

[Problem_solving_rec_ach=5.0] 0a . . 0 . . . 

[Problem_solving_eff_com=3.0] 1.234 .949 1.690 1 .194 -.626 3.094 

[Problem_solving_eff_com=4.0] .553 .894 .382 1 .536 -1.199 2.305 

[Problem_solving_eff_com=5.0] 0a . . 0 . . . 

[Problem_solving_exc=2.0] 0a . . 0 . . . 

[Problem_solving_exc=3.0] -2.564 .929 7.615 1 .006 -4.385 -.743 

[Problem_solving_exc=4.0] -2.733 .742 13.580 1 .000 -4.186 -1.279 

[Problem_solving_exc=5.0] 0a . . 0 . . . 

Link function: Logit. 

a. This parameter is set to zero because it is redundant. 

Table 7.100 highlights that there are various categories of values which are putting impact in the model developed for 

�S�U�H�G�L�F�W�L�Q�J�� �3�U�R�E�O�H�P�� �6�R�O�Y�L�Q�J�� �D�Q�G�� �W�K�R�V�H�� �F�D�W�H�J�R�U�L�H�V�� �D�U�H�� �³�0�R�G�H�U�D�W�H�´�� �R�I�� �-�X�V�W�L�F�H�� �D�V�� �S-�Y�D�O�X�H�� �L�V�� ������������ �D�Q�G�� �³�0�R�G�H�U�D�W�H�´�� �D�Q�G�� �³�$�J�U�H�H�´�� �R�I��

Excellence as p-value is 0.006 and 0.000, for all these categories p-value is less than 0.05 therefore they have influence in the model. 

Test of Parallel Lines: 

Table 7.101 shows the test of parallel lines testing the null hypothesis that the slope coefficients in the model are the same 

across response categories against the null hypothesis that the slope coefficients in the model are not the same across response 
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categories. The p-value is 0.997 which is greater than 0.05 therefore we will not reject the null hypothesis. Therefore the slope 

coefficients in the model are the same across response categories. 

e. Test of Parallel Linesa   

Model -2 Log Likelihood Chi-Square df Sig. 

Null Hypothesis 100.341    

General 78.996b 21.346c 42 .997 

The null hypothesis states that the location parameters (slope coefficients) are the same across response categories. 

a. Link function: Logit. 

b. The log-likelihood value cannot be further increased after maximum number of step-halving. 

c. The Chi-Square statistic is computed based on the log-likelihood value of the last iteration of the general model. Validity of the test is uncertain. 

�+�D�Y�L�Q�J�� �F�R�Q�G�X�F�W�H�G�� �R�U�G�H�U�H�G�� �O�R�J�L�V�W�L�F�� �U�H�J�U�H�V�V�L�R�Q���� �L�W�� �L�V�� �F�R�Q�F�O�X�G�H�G�� �W�K�D�W�� �3�U�R�E�O�H�P�� �6�R�O�Y�L�Q�J�� �L�V�� �D�I�I�H�F�W�H�G�� �P�R�U�H�� �E�\�� �$�'�3�¶�V�� �Y�D�O�X�H�V�� �R�I��

Justice and Excellence, as for all these p-value is less than 0.05. 

11- Effect of ADP values on Personal Effectiveness 

Table 7.102 briefly summarized number (N) of observations fitting the description in the first column and proportion 

(Marginal Percentage) of the valid observations found i�Q���H�D�F�K���R�I���R�X�W�F�R�P�H���Y�D�U�L�D�E�O�H�¶�V���J�U�R�X�S�� 

Table 9.102:  Case Processing Summary 

 N Marginal Percentage 

Personal Effectiveness 

Low level of competence 5 7.1% 

Moderate level of competence 28 40.0% 

High level of competence 31 44.3% 

Highest  level of  competence 6 8.6% 
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Personal Effectiveness (Integrity and honesty) 

Disagree 6 8.6% 

Moderate 22 31.4% 

Agree 25 35.7% 

Strongly Agree 17 24.3% 

Personal Effectiveness (Justice) 

Disagree 4 5.7% 

Moderate 23 32.9% 

Agree 26 37.1% 

Strongly Agree 17 24.3% 

Personal Effectiveness (Recognizing Achievements) 

Disagree 3 4.3% 

Moderate 19 27.1% 

Agree 33 47.1% 

Strongly Agree 15 21.4% 

Personal Effectiveness (Effective Communication) 

Disagree 1 1.4% 

Moderate 26 37.1% 

Agree 23 32.9% 

Strongly Agree 20 28.6% 

Personal Effectiveness (Excellence) 

Disagree 2 2.9% 

Moderate 18 25.7% 

Agree 33 47.1% 

Strongly Agree 17 24.3% 

Valid 70 100.0% 

Missing 1  

Total 71  

�7�D�E�O�H���������������K�L�J�K�O�L�J�K�W�V���W�K�H���F�R�X�Q�W���R�I���W�K�H���U�H�V�S�R�Q�V�H�V���I�R�U���H�D�F�K���Y�D�O�X�H�¶�V���F�D�W�H�J�R�U�\��corresponding to dependent competency Personal 

Effectiveness. Total of 70 are valid observations and one of the observation is missing. 

Model Fitting: 
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To find the relationship between Personal Effectiveness and ADP values the following information was used which are: effect 

of Integrity and honesty on Personal Effectiveness, the effect of Justice on Personal Effectiveness, the effect of Recognizing 

Achievements on Personal Effectiveness, the effect of Effective Communication on Personal Effectiveness, and the effect of 

Excellence on Personal Effectiveness.  

Table 7.103 shows that value of -2 Log Likelihood for intercept only is 127.612, for Final it is 104.694 and for chi-square it is 

127.612-104.694=22.918. Also, the p-value is 0.086 for the final model includes Personal Effectiveness (Integrity and honesty), 

Personal Effectiveness (Justice), Personal Effectiveness (Recognizing Achievements), Personal Effectiveness (Effective 

Communication) and Personal Effectiveness (Excellence). Since p-value is 0.082 which is greater than 0.05, we can say that none of 

the regression coefficients is not equal to zero. 

a. Model Fitting Information  

Model -2 Log Likelihood Chi-Square df Sig. 

Intercept Only 127.612    

Final 104.694 22.918 15 .086 

Link function: Logit. 

Goodness-of-Fit:  

To check the fit between model and the data a goodness of fit was used. A null hypothesis was used as the observed data is 

consistent with the fitted model against the alternative hypothesis that the observed data is not consistent with the fitted model. Table 

7.104 shows that p-value for Pearson is 0.968 and for deviance 0.981 which is greater than 0.05. Hence, we will not reject the null 

hypothesis. Therefore, the observed data is consistent with the fitted model. 
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b. Goodness-of-Fit  

 Chi-Square df Sig. 

Pearson 90.361 117 .968 

Deviance 87.573 117 .981 

Link function: Logit. 

Pseudo R-Square: 

�&�R�[���D�Q�G���6�Q�H�O�O�¶�V���3�V�H�X�G�R���5-Square value is 0.279, which suggests that in the specified model explains 27.9% of the variability 

of the response data �D�U�R�X�Q�G�� �L�W�V�� �P�H�D�Q���� �1�D�J�H�O�N�H�U�N�H�¶�V�� �3�V�H�X�G�R�� �5-Square value is 0.312, which suggests that in the specified model 

explains 31.2% of the variability of the response data around its mean. McFadden Pseudo R-Square value is 0.145, which suggests 

that in the specified model explains 14.5% of the variability of the response data around its mean. 

c. Pseudo R-Square 

Cox and Snell .279 

Nagelkerke .312 

McFadden .145 

Link function: Logit. 

Parameter Estimates: 

Table 7.106 categories how much values (predictors) variables are putting impact on the Personal Effectiveness competency.  

d. Parameter Estimates 

 Estimate Std. 

Error 

Wald df Sig. 95% Confidence Interval 

Lower Bound Upper Bound 
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Threshold 

[Personal_Effectiveness = 2.0] -3.948 .843 21.952 1 .000 -5.599 -2.296 

[Personal_Effectiveness = 3.0] -.974 .655 2.212 1 .137 -2.258 .310 

[Personal_Effectiveness = 4.0] 2.010 .724 7.713 1 .005 .591 3.428 

Location 

[Personal_Effectiveness_int_hon=2.0] -2.103 1.403 2.246 1 .134 -4.853 .647 

[Personal_Effectiveness_int_hon=3.0] -1.161 1.135 1.046 1 .306 -3.386 1.064 

[Personal_Effectiveness_int_hon=4.0] .287 .869 .109 1 .741 -1.417 1.991 

[Personal_Effectiveness_int_hon=5.0] 0a . . 0 . . . 

[Personal_Effectiveness_jus=2.0] -.406 1.663 .060 1 .807 -3.666 2.853 

[Personal_Effectiveness_jus=3.0] .256 1.161 .049 1 .826 -2.020 2.532 

[Personal_Effectiveness_jus=4.0] -.244 .820 .089 1 .766 -1.851 1.363 

[Personal_Effectiveness_jus=5.0] 0a . . 0 . . . 

[Personal_Effectiveness_rec_ach=2.0] -.468 1.704 .075 1 .784 -3.809 2.873 

[Personal_Effectiveness_rec_ach=3.0] -.403 1.102 .134 1 .715 -2.563 1.757 

[Personal_Effectiveness_rec_ach=4.0] -.639 .857 .557 1 .456 -2.319 1.040 

[Personal_Effectiveness_rec_ach=5.0] 0a . . 0 . . . 

[Personal_Effectiveness_eff_com=2.0] 21.880 .000 . 1 . 21.880 21.880 

[Personal_Effectiveness_eff_com=3.0] .219 .824 .070 1 .791 -1.397 1.834 

[Personal_Effectiveness_eff_com=4.0] .057 .798 .005 1 .943 -1.507 1.620 

[Personal_Effectiveness_eff_com=5.0] 0a . . 0 . . . 

[Personal_Effectiveness_exc=2.0] .918 1.805 .258 1 .611 -2.620 4.456 

[Personal_Effectiveness_exc=3.0] -1.230 .968 1.613 1 .204 -3.127 .668 

[Personal_Effectiveness_exc=4.0] .421 .719 .344 1 .558 -.987 1.830 

[Personal_Effectiveness_exc=5.0] 0a . . 0 . . . 

Link function: Logit. 

a. This parameter is set to zero because it is redundant. 

Table 7.106 highlights that there is no p-value less than 0.05. Therefore none of the value is putting impact in the model 

developed for predicting Personal Effectiveness. 
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Test of Parallel Lines: 

Table 7.107 shows the test of parallel lines testing the null hypothesis that the slope coefficients in the model are the same 

across response categories against the null hypothesis that the slope coefficients in the model are not the same across response 

categories. The p-value is 0.000 which is less than 0.05 therefore we will reject the null hypothesis and will accept the alternative 

hypothesis. Therefore the slope coefficients in the model are not the same across response categories. 

e. Test of Parallel Linesa   

Model -2 Log Likelihood Chi-Square df Sig. 

Null Hypothesis 104.694    

General 28.974b 75.720c 30 .000 

The null hypothesis states that the location parameters (slope coefficients) are the same across response categories. 

a. Link function: Logit. 

b. The log-likelihood value cannot be further increased after maximum number of step-halving. 

c. The Chi-Square statistic is computed based on the log-likelihood value of the last iteration of the general model. Validity of the test is uncertain. 

Having conducted ordered logistic regression, it is concluded that Personal Effectiveness is not affected with any of the value. 

As for all these p-value are greater than 0.05. 

 

 


