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Figure 3-1. Details of the S5teps in the Tailoring Process
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A Step 1 — Select initial development approach

O This step determines the development approach that will be used for the project.

O Project teams apply their knowledge of the product, delivery cadence, and

awareness of the available options to select the most appropriate development

approach for the situation.

Figure 3-2. Selecting the Initial Development Approach
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A Step 2 — Tailor for the organization

L While project teams own and improve their processes,

organizations often require some level of approval and oversight.

L Many organizations have a project methodology, general management approach, or

general development approach that is used as a starting point for their projects.

O To demonstrate that the project team’s tailoring decisions do not threaten the

organization’s larger strategic or stewardship goals,

project teams may need to justify using a tailored approach.

By: Alavipour, PhD, PMP, CMIT www.dralavipour.com .caww! gilod gasw 553 &yguo 30 ad 399 ko 4,573 18
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A Step 2 — Tailor for the organization

L Additional constraints for tailoring for the organization include large, safety-critical

projects and projects performed under contract.

L The tailoring process shown uses factors such as project size, criticality,

organizational maturity, and other considerations.

Figure 3-3. Tailoring the Approach for the Organization

By: Alavipour, PhD, PMP, CMIT www.dralavipour.com el gledl guw 355 &yguo 30 e 399 ko 4573 19
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A Step 2 — Tailor for the organization

O Tailoring for the organization involves adding, removing, and reconfiguring

elements of the approach to make it more suitable for the individual organization.

A General A General
Project
Management | Development l

Methodalogy Approach

. Organization's
Tailoring at the Methodology for Hemfgfe':? rt::r
Organizational Small Projects Pmim

Level

Tailoring at the Methodology for § Methodology for § Methodology for § Methodologyfor § Methodology for
Project Level Project A Project B Project C Project D Project E

Figure 3-4. Assessing the Organizational and Project Factors When Tailoring
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A Step 2 — Tailor for the organization

L Organizations with a project management office (PMO) or value delivery office

(VDO) may play a role in reviewing and approving tailored delivery approaches.

Value Delivery Office (VDO): A project delivery support structure that focuses on
coaching teams; building agile skills and capabilities throughout the organization,
and mentoring sponsors and product owners to be more effective in those roles.

A Guide to the Project Management Body of Knowledge 7th Edition, Glossary

A VDO may be found in organizations that use more adaptive delivery approaches. The VDO
serves an enabling role, rather than a management or oversight function. It focuses on coaching
project teams; building adaptive skills and capabilities throughout the organization; and
mentoring sponsors and product owners to be more effective in those roles.

‘ By: Alavipour, PhD, PMP, CMIT www.dralavipour.com el gledl guw 355 &yguo 30 e 399 ko 4573 21
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ACE

$ Step 2 — Tailor for the organization

L Tailoring that only impacts the project team (e.g., when they hold internal meetings,

who works where, etc.) requires less oversight

than tailoring that impacts external groups (e.g., how and when other departments

are engaged, etc.).

% Therefore, internal project tailoring might be approved by the project
manager while tailoring changes that impact external groups may require

approval by the PMO or VDO.

0

» The PMO or VDO can assist project teams as they tailor their approaches by

providing ideas and solutions from other project teams.

By: Alavipour, PhD, PMP, CMIT www.dralavipour.com .caww! gilod gasw 553 &yguo 30 ad 399 ko 4,573 29
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A Step 3 — Tailor for the project

U Many attributes influence tailoring for the project.
L These include, but are not limited to:

» Product/deliverable,

» Project team, and
» Culture.

By: Alavipour, PhD, PMP, CMIT www.dralavipour.com el gledl guw 355 &yguo 30 e 399 ko 4573 23
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A Step 3 — Tailor for the project: Product/deliverable

Attributes associated with the product or deliverable include, but are not limited to:

>
>

Compliance/criticality. How much process rigor and quality assurance is appropriate?

Type of product/deliverable. Is the product well known and physical, for example,
something easy to recognize and describe like a building? Or something intangible like
software or the design of a new drug?

Industry market. What market does the project, product, or deliverable serve? Is that market
highly regulated, fast moving, or slow to evolve? What about competitors and incumbents?

Technology. Is the technology stable and well established or rapidly evolving and at risk
of obsolescence?

Time frame. Is the project time frame short as in weeks or months, or long as in
several years?

Stability of requirements. How likely are there to be changes to core requirements?
Security. Are elements of the product business confidential or classified?

Incremental delivery. |s this something the project team can develop and get stakeholder
feedback on incrementally, or something that is hard to evaluate until near completion?

By: Alavipour, PhD, PMP, CMIT www.dralavipour.com el gledl guw 355 &yguo 30 e 399 ko 4573 24
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A Step 3 — Tailor for the project: Project team

Project team considerations include:
b Project team size. How many full-time and part-time people will be working on the project?

» Project team geography. Where are the team members predominantly located
geographically? Will some or all of the team be remote or colocated?

p Organizational distribution. Where are the team’s supporting groups and other
stakeholders located?

b Project team experience. Do the project team members have any experience in the
industry, in the organization, or working with each other? Do they have the skills, tools,
and technology required for the project under consideration?

> (Access to customer. |s it practical to get frequent and timely feedback from customers
or customer representatives?

By: Alavipour, PhD, PMP, CMIT www.dralavipour.com el gledl guw 355 &yguo 30 e 399 ko 4573 o5
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ulture

Evaluating the culture includes considerations regarding:

» Buy-in. Is there acceptance, support, and enthusiasm for the proposed delivery approach?

p Trust. Are there high levels of trust that the project team is capable of and committed to

delivering the project outcomes?

» Empowerment. s the project team trusted, supported, and encouraged to own and
develop its working environment, agreements, and decisions?

» Organizational culture. Do the organizational values and culture align with the project
approach? This includes empowering versus specifying and checking, trusting local decision
making versus requesting external decision making, etc.
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By: Alavipour, PhD, PMP, CMIT

Figure 3-5. Tailoring the Approach for the Project
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A Step 3 — Tailor for the project: Implement outgoing improvement

O Nota single, one-time exercise.

O Progressive elaboration

L 11 [ 1 i
C I = [ 1[]
I A I -

Figure 3-6. Implement Ongoing Improvement
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Figure 3-7. The Tailoring Process
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@ Introduction

O The work associated with each performance domain can also be tailored,

based on the uniqueness of the project.

By: Alavipour, PhD, PMP, CMIT www.dralavipour.com el gledl guw 355 &yguo 30 e 399 ko 4573 30
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A Introduction

O As shown in Figure, the principles for project management

provide guidance for the behavior of project practitioners

as they tailor the performance domains

to meet the unique needs of the project context and the environment.

By: Alavipour, PhD, PMP, CMIT www.dralavipour.com el gledl guw 355 &yguo 30 e 399 ko 4573 31
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What are some considerations related
to each of the performance domains?

By: Alavipour, PhD, PMP, CMIT
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A Tailoring considerations

Stakeholders

Project team

Development approach and life cycle
Planning

Project work

Delivery

Measurement

© N o g B~ w D=

Uncertainty
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A Tailoring considerations — Stakeholders

b Is there a collaborative environment for stakeholders and suppliers?
b Arethe stakeholders internal or external to the organization, or both?

p What technologies are most appropriate and cost effective for communicating
to stakeholders? What communication technology is available?

p Isone language used with stakeholders? Have allowances been made to adjust
to stakeholders from diverse language groups?

» How many stakeholders are there? How diverse is the culture within the stakeholder
community?

» What are the relationships within the stakeholder community? The more networks
in which a stakeholder or stakeholder group participates, the more complex the
networks of information and misinformation the stakeholder may receive.

By: Alavipour, PhD, PMP, CMIT www.dralavipour.com el gledl guw 355 &yguo 30 e 399 ko 4573 34
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What is the physical location of project team members? Is the project team colocated?
Is the project team in the same geographical area? Is the project team distributed across
multiple time zones?

Does the project team reflect diverse viewpoints and cultural perspectives?

How will project team members be identified for the project? Are project team members
full time or part time on the project? Are there available contractors capable of performing
the work?

Does the project team have an established culture? How will tailoring be influenced by the
existing culture, and how will the existing culture be influenced by tailoring?

How is project team development managed for the project? Are there organizational tools
to manage project team development or will new ones need to be established?

Are there project team members who have special needs? Will the project team need
special training to manage diversity?

By: Alavipour, PhD, PMP, CMIT www.dralavipour.com el gledl guw 355 &yguo 30 e 399 ko 4573 35
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A Tailoring considerations — Development approach and life cycle

» Which development approach is appropriate for the product, service, or result? If adaptive,
should the project be developed incrementally or iteratively? s a hybrid approach best?

» What is an appropriate life cycle for this specific project? What phases should comprise
the project life cycle?

» Does the organization have formal or informal audit and governance policies, procedures,
and guidelines?

By: Alavipour, PhD, PMP, CMIT www.dralavipour.com el gledl guw 355 &yguo 30 e 399 ko 4573 36
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A Tailoring considerations — Planning

» How might internal and external environmental factors influence the project and its
deliverable?

»  What are the factors influencing durations (such as the correlation between available
resources and their productivity)?

p Does the organization have formal or informal policies, procedures, and guidelines related
to cost estimating and budgeting?

» How does the organization estimate cost when using adaptive approaches?

» Is there one main procurement or are there multiple procurements at different times
with/different sellers that add to the complexity of the procurement processes?

» Arelocal laws and regulations regarding procurement activities integrated with the
organization’s procurement policies? How does this affect contract auditing requirements?

By: Alavipour, PhD, PMP, CMIT www.dralavipour.com el gledl guw 355 &yguo 30 e 399 ko 4573 37
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A Tailoring considerations — Project work

p  What management processes are most effective based on the organizational culture,
complexity, and other project factors?

» How will knowledge be managed in the project to foster a collaborative working
environment?

p What information should be collected throughout and at the end of the project? How will
the information be collected and managed? What technology is available to develop,
record, transmit, retrieve, track, and store information and artifacts?

»  Will historical information and lessons learned be made available to future projects?

p Does the organization have aformal knowledge management repository that a project
team is reguired to use, and is it readily accessible?

By: Alavipour, PhD, PMP, CMIT www.dralavipour.com el gledl guw 355 &yguo 30 e 399 ko 4573 38
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A Tailoring considerations — Delivery

B Does the organization have formal or informal requirements management systems?

p Does the organization have existing formal or informal validation and control-related
policies, procedures, and guidelines?

b What quality policies and procedures exist in the organization? What quality tools,
technigues, and templates are used in the organization?

b Are there any specific quality standards in the industry that need to be applied? Are there
any specific governmental, legal, or regulatory constraints that need to be taken into
consideration?

b Are there areas of the project with unstable requirements? If so, what is the best approach
for addressing the unstable requirements?

» How does sustainability factor into the elements of project management or product
development?

By: Alavipour, PhD, PMP, CMIT www.dralavipour.com el gledl guw 355 &yguo 30 e 399 ko 4573 39
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How is value measured?
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Are there measures for financial value and nonfinancial value?

How will the project enable data capture and reporting related to benefits realization,
both during the project and after the project is complete?

What are the project status reporting requirements?

By: Alavipour, PhD, PMP, CMIT
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A Tailoring considerations — Uncertainty

P  What is the risk appetite and risk tolerance for this endeavor?

» How are threats and opportunities best identified and addressed within the selected
development approach?

» How will the presence of project complexity, technological uncertainty, product novelty,
cadence, or progress tracking impact the project?

» Does the projects size in terms of budget, duration, scope, or project team size require
a more detailed approach to risk management? Or is the project small enough to justify
a simplified risk management process?

» Is a robust risk management approach demanded by high levels of innovation, new
technology, commercial arrangements, interfaces, or other external dependencies?
Or is the project simple enough that a reduced risk management process will suffice?

» How strategically important is the project? Is the level of risk increased for this project
because it aims to produce breakthrough opportunities, addresses significant blocks to
organizational performance, or invalves major product innovation?

By: Alavipour, PhD, PMP, CMIT www.dralavipour.com el gledl guw 355 &yguo 30 e 399 ko 4573 a1
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A Introduction

L Periodic reviews and retrospectives or lessons learned to see if

 Approaches are working well

s Improvements can be made by tailoring

O This section is intended as general guidance and does not address every possible

situation that could surface within a project.

By: Alavipour, PhD, PMP, CMIT www.dralavipour.com el gledl guw 355 &yguo 30 e 399 ko 4573 43
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Common situations and tailoring suggestion

Situation Tailoring Suggestion

Poor quality deliverables

Add more feedback verification loops and quality
assurance steps.

Team members unsure of how to proceed or undertake
their work

Add more guidance, training, and verification steps.

Long delays waiting for approvals

Try streamlining approval decisions through fewer
people authorized to make decisions up to certain
value thresholds.

Too much work in progress or high rates of scrap

Use technigues like value stream mapping and kanban
boards to visualize the work, identify the issues, and
propose solutions.

Stakeholders are not engaged or share negative
feedback

Evaluate whether sufficient information is being shared
with stakeholders; feedback loops are present and
working; and deeper engagement may work better than
simply communicating.

Lack of visibility and understanding of project progress

Check to ensure appropriate measures are being
collected, analyzed, shared, and discussed during team
and stakeholder meetings; validate agreement with the
measures within the team and with stakeholders.

Issues and/ or risks for which the team is unprepared
continue to surface, requiring the team to react rather
than progress work

Explore root causes to identify whether there are
related gaps in project processes or activities.

By: Alavipour, PhD, PMP, CMIT
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A Introduction

L The tailoring process involves four steps:
» Select initial approach.
» Tailor for the organization.
» Tailor for the project.

» Implement ongoing improvement.

By: Alavipour, PhD, PMP, CMIT www.dralavipour.com el gledl guw 355 &yguo 30 e 399 ko 4573 46
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’ Artifacts g b vy, b Juwo
A What we will learn?

U

Overview

Commonly Used Models

Models Applied Across Performance Domains
Methods Applied Across Performance Domains

Commonly Used Artifacts

a
a
a
a
a

Artifacts Applied Across Performance Domains
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A Introduction

L This section provides a high-level description of some commonly used models,
methods, and artifacts that are useful in managing projects.

O The items listed in this section are not intended to be exhaustive or prescriptive,

but rather to help project teams think about the options available to them.

In the context of this guide, terms are defined as follows:
» Model. A model is a thinking strategy to explain a process, framework, or phenomenon.

» Method. A method is the means for achieving an outcome, output, result, or project
deliverable.

» Artifact. An artifact can be a template, document, output, or project deliverable.

By: Alavipour, PhD, PMP, CMIT www.dralavipour.com el gledl guw 355 &yguo 30 e 399 ko 4573 4
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A Introduction

L Models reflect small-scale, simplified views of reality and present scenarios,

strategies, or approaches for optimizing work processes and efforts.

U

A model helps to explain how something works in the real world.
O Models can shape behavior and point to approaches for solving problems or
meeting needs.

L Some models were developed with projects and project teams in mind,

others are more general in nature.

d The content in this section does not describe how to develop or create new models.

By: Alavipour, PhD, PMP, CMIT www.dralavipour.com .caww! gilod gasw 553 &yguo 30 ad 399 ko 4,573 7
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A Introduction

L The model descriptions presented provide a high-level view.

L Project team members and other stakeholders can refer to many sources (e.g.,
PMI’s library of standards products and PMIstandards+™)

for more-complete descriptions and explanations of the models.

What models?

By: Alavipour, PhD, PMP, CMIT www.dralavipour.com el gledl guw 355 &yguo 30 e 399 ko 4573 8
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{EM, Models

1. Situational leadership models
I.  Situational Leadership 11
i. OSCAR Model

2. Communication models
I.  Cross-cultural communication
il. Effectiveness of communication channels
1. Gulf of execution and evaluation

3. Motivation models
I.  Hygiene and motivational factors
il.  Intrinsic versus extrinsic motivation
li. Theory of needs
Iv. Theory X, Theory Y, Theory Z

By: Alavipour, PhD, PMP, CMIT www.dralavipour.com .caww! gilod gasw 553 &yguo 30 ad 399 ko 4,573 9
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{EM, Models

4. Change models
I.  Managing change in organizations
i. ADKAR model
Iil. The 8-Step process for leading change
Iv. Virginia stair change model
v. Transition model
5. Complexity models
I.  Cynefin framework
Il.  Stacey matrix
6. Project team development models
I.  Tuckman ladder
il. Drexler/Sibbet team performance model
7. Other models
I.  Conflict model

il.  Negotiation
ii.  Planning

Iv. Process groups
v. Salience model

By: Alavipour, PhD, PMP, CMIT www.dralavipour.com .caww! gilod gasw 553 &yguo 30 ad 399 ko 4,573 10
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A Situational leadership models

L Asubset of a vast array of leadership models

L Leadership styles are also tailored Situational

U Leadership models describe ways to tailor one’s leadership style to meet the needs
of the individual and the project team.

By: Alavipour, PhD, PMP, CMIT
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A Situational leadership models - Situational Leadership® 11

0 Ken Blanchard’s Situational Leadership® Il measures project team member
development using
1. Competence

% Competence is the combination of ability, knowledge, and skill.

2. Commitment

% Commitment speaks to the confidence and motivation an individual has.

As an individual’s competence and commitment evolve,
leadership styles evolve from directing
to coaching
to supporting
to delegating

In order to meet the individual’s needs.

By: Alavipour, PhD, PMP, CMIT www.dralavipour.com .caww! gilod gasw 553 &yguo 30 ad 399 ko 4,573 12
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A Situational leadership models - OSCAR Model

0 The OSCAR coaching and mentoring model was developed by Karen Whittleworth
and Andrew Gilbert.

O It helps individuals adapt their coaching or leadership styles

to support individuals who have an action plan for personal development.

O The model refers to five contributing factors.

{ Let’s see these factors! }
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A Situational leadership models - OSCAR Model

[ 2

Outcome. An outcome identifies the long-term goals of an individual and the desired
result from each conversation session.

Situation. A situation enables conversation about the current skills, abilities, and
knowledge level of the project team member; why the person is at that level; and how
that level impacts the individual's performance and peer relationships.

Choices/consequences. Choice and/or consequences identify all the potential avenues
for attaining the desired cutcome and the consequences of each choice so an individual
can choose viable avenues for reaching their long-term goals.

Actions. An action commits to specific improvements by focusing on immediate and
attainable targets that an individual can'work toward within a specified time frame.

Review. Holding regular meetings offers support and helps to ensure that individuals
remain motivated and on track.
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‘{EM] Communication models

0 Communication models demonstrate concepts associated with

1. How sender and receiver frames of reference impact the effectiveness of

communication
2. How the communication medium influences the effectiveness of communication

3. Types of disconnects between end-user expectations and reality

What are communication models?
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{EM, Communication models — Cross-Cultural communication

L A communication model developed by Browaeys and Price

1. Incorporates the idea that the message itself
2. How it is transmitted is influenced by
sender’s current knowledge, experience, language, thinking, and
communication styles, as well as stereotypes and relationship to the
receiver.
3. Similarly, the receiver’s knowledge, experience, language, thinking, and
communication styles, as well as stereotypes and relationship to the sender will

influence how the message is interpreted.
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{EM] Communication models — Effectiveness of Communication Channels

O Alistair Cockburn developed a model that describes the communication channels

along the axes of effectiveness and richness.

% As defined by Richard Daft and Robert Lengel, richness relates to the amount
of learning that can be transmitted through a medium.

% Media richness is a function of characteristics, including the ability to:

» Handle multiple information cues simultaneously,
p Facilitate rapid feedback,
» Establish a personal focus, and
p Utilize natural language.
% Richer communication channels: Face-to-Face

¢ Less rich communication channels: Note or a text message

By: Alavipour, PhD, PMP, CMIT www.dralavipour.com .caww! gilod gasw 553 &yguo 30 ad 399 ko 4,573 17
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{EM] Communication models — Gulf of execution and Evaluation

O Donald Norman described the gulf of execution as the degree to which an item

corresponds with what a person expects it to do.

% Said another way, it is the difference between
v' Intention of a user
v" What the item allows them to do or supports them in doing
> A car that has the ability to parallel park itself would have a gulf of
execution if the driver expected to push a button labeled *““park’ and

have the car park itself, and the car did not park itself.
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{EM] Motivation models

L People perform better when they are motivated, and

L People are motivated by different things

Let’s see four models described in PMBOK!
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{EM] Motivation models — Hygiene and motivational factors

O Frederick Herzberg believed that job satisfaction and dissatisfaction stem from
conditions called motivational factors.
O Motivational factors include matters that relate to the content of the work, such as

achievement, growth, and advancement.

 Insufficient motivational factors lead to dissatisfaction.
«» Sufficient motivational factors lead to satisfaction.
L Herzberg also identified hygiene factors related to the work, such as company

policies, salary, and the physical environment.

% If hygiene factors are insufficient, they cause dissatisfaction.

* However, even if they are sufficient, they do not lead to satisfaction.
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‘{EM] Motivation models — Intrinsic versus extrinsic motivation

L Daniel Pink published several books about the intrinsic_factors that motivate

people.
L He stated that while extrinsic rewards, such as salary, are motivators to a certain

extent,

once a person is paid fairly for their work, the motivational power of extrinsic

rewards ceases to exist.

¢ For complicated and challenging work, such as much of the work on
projects, intrinsic motivators are far longer lasting and more

effective.

Pink identifies three types of intrinsic motivators
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{EM] Motivation models — Intrinsic versus extrinsic motivation

O Pink identifies three types of intrinsic motivators: autonomy, mastery, and purpose:
» Autonomy. Autonomy is the desire to direct one’s own life. This is aligned with
being able to determine how, where, and when to accomplish work. Autonomy

includes flexible work hours, working from home, and work on self-selecting and

self-managing project teams.

» Mastery. Mastery is about being able to improve and excel. The desire to do

excellent work, learn, and achieve goals are aspects of mastery.

» Purpose. Purpose speaks to the need to make a difference. Knowing the project

vision and how work contributes to achieving that vision allows people to feel like

they are making a difference.
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{EM] Motivation models — Theory of needs

L David McClellan’s model states that all people are driven by needs of achievement,

power, and affiliation.

L The relative strength of each need depends on an individual’s experiences and

culture.

» Achievement. People who are motivated by achievement, such as reaching a

goal, are motivated by activities and work that is challenging, but reasonable.

» Power. People who are motivated by power like to organize, motivate, and lead

others. They are motivated by increased responsibility.

» Affiliation. People who are motivated by affiliation seek acceptance and

belonging. They are motivated by being part of a team.
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{EM] Motivation models — Theory X, theory Y, and theory Z

O Douglas McGregor devised the Theory X and Theory Y models, which represent a

spectrum of employee motivation and corresponding management styles.

» Theory X. The X side of the spectrum assumes individuals work for the sole

purpose of income.

% They are not ambitious or goal oriented. The corresponding management style

to motivate these individuals is a hands-on and top-down approach.

% This management style is often seen in a production or labor-intensive

environment, or one with many layers of management.
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Motivation models — Theory X, theory Y, and theory Z

O Douglas McGregor devised the Theory X and Theory Y models, which represent a

spectrum of employee motivation and corresponding management styles.

» Theory Y. The Y side of the spectrum assumes that individuals are intrinsically
motivated to do good work.

% The corresponding management style has a more personal coaching feel.

R/

% The manager encourages creativity and discussion.

% This management style is often seen in creative and knowledge worker

environments.
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‘{EM] Motivation models — Theory X, theory Y, and theory Z

U Douglas McGregor devised the Theory X and Theory Y models, which represent a

spectrum of employee motivation and corresponding management styles.

» Theory Z. Abraham Maslow saw Theory Z as a transcendent dimension to work

where individuals are motivated by self-realization, values, and a higher calling.

“ The optimal management style in this situation is one that cultivates insight and

meaning.
> William Ouchi’s version of Theory Z focuses on motivating employees by

creating a job for life where the focus is on the well-being of employees and

their families. This style of management seeks to promote high productivity,

morale, and satisfaction.
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‘A Change models

L Many projects contain an aspect of changing systems, behaviors, activities, and

sometimes, cultures.
L Managing this type of change requires thinking about how to transition from the

current to the future desired state.

There are many models that describe the activities
necessary for successful change management.
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A Change models — Managing change in organizations

O A Practice Guide [3] is an iterative model has five associated elements

interconnected through a series of feedback loops:

» Formulate change. This element focuses on building the rationale to help people

understand why change is needed and how the future state will be better.

» Plan change. The identification of activities helps people prepare for the transition from

the current to the future state.

» Implement change. This iterative element focuses on demonstrating the future state

capabilities, checking to ensure the capabilities are having the intended impact, and making

necessary improvements or adaptations in response.
» Manage transition. This element considers how to address needs related to the change

that may surface once the future state is achieved.

» Sustain change. This element seeks to ensure that the new capabilities continue and

previous processes or behaviors cease.
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‘A Change models — Adkar model

O Jeff Hiatt developed the ADKAR® Model which focuses on five sequential steps

that individuals undergo when adapting to change:
P Step 1: Awareness. This step identifies why the change is necessary.
» Step 2: Desire. Once people know why the change is necessary, there needs to be
a desire to be part of and support the change.
» Step 3: Knowledge. People need to understand how to change. This includes

understanding new processes and systems in addition to new roles and

responsibilities. Knowledge can be imparted through training and education.

> Step 4: Ability. In this step, knowledge is supported with hands-on practice and

access to expertise and help as needed.

P Step 5: Reinforcement. Reinforcement supports the sustainment of the

change. This can include rewards, recognition, feedback, and measurement.
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$ Change models — The 8-step process for leading change

L John Kotter introduced the 8-Step Process for Leading Change for transforming

organizations.

O It is a top-down approach where the need for and approach to change originates at

the top levels of the organization, and then is promoted down through the

organization’s layers of management to the change recipients.
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$ Change models — The 8-step process for leading change

» Step 1: Create urgency. ldentify potential threats and opportunities that drive
the need for change.
P Step 2: Form a powerful coalition. Identify the change leaders. Change leaders

are not necessarily based on hierarchy. The change leaders should be influential

people from a variety of roles, expertise, social, and political importance.
P Step 3: Create a vision for change. Identify the values that are central to the

change. Then create a brief vision statement that summarizes the change. Next,

identify a strategy to realize the vision.

» Step 4: Communicate the vision. Communicate the vision throughout the

change process. Apply the vision throughout all aspects of the organization. Senior

management and the change coalition should consistently communicate the vision

and demonstrate the urgency and benefits of the change.

By: Alavipour, PhD, PMP, CMIT www.dralavipour.com .caww! gilod gasw 553 &yguo 30 ad 399 ko 4,573
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A Change models — The 8-step process for leading change

P Step 5: Remove obstacles. All change comes with obstacles. Sometimes the

obstacles are outdated processes, sometimes they are based on the organizational

structure, and sometimes they are people resistant to change. Regardless, all

obstacles need to be addressed.
» Step 6: Create short-term wins. ldentify quick and easy wins to build

momentum and support for the change.

» Step 7: Build on the change. Once the short-term wins are complete, the

organization needs to set goals for continued improvement.

P Step 8: Anchor the changes in corporate culture. Ensure the change becomes

ingrained into the culture: continue to communicate the vision, tell success stories,

recognize people in the organization who embody and empower the change, and

continue to support the change coalition.
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$ Change models — Virginia stair change model

O Virginia Satir developed a model of how people experience and cope with change.

O Its purpose is to help project team members understand
1. What they are feeling

2. Enable them to move through change more efficiently.

By: Alavipour, PhD, PMP, CMIT www.dralavipour.com el gledl guw 355 &yguo 30 e 399 ko 4573 33



Project Delivery System

(Al audl=ll) 059),3 du}z.» Jolaie sla 9D A »

(DBB) I)al— aadlo— b vV

(DB) al s sk v

(EPC) Lal— wl)las - swaie vV

(S-P) o Louw g5 059 3 paiiiuso syl 4
(IDP) 039 5 430U%2 Jas= v/

(PPM) o gu0n — Siss 550 ¥V




Project Delivery System

(bl adl=l) 09 p9 Joo=s b9y i VIAT L Jwloc

Soub aidln Jaled (50 &S (5 jun o)ll 9 £o5 L)
SS9 Sides (yuiled o el LY

S Shol Y5 5 s Y

w9 il 5 Hisls mbw ¥

0)9 2 4 AL  plaisl plo) .0

w33 Slgo pulw L




Project Delivery System

035 ) J2975 AUy 5 i Sl by auslie

e Construction Notice
to Procead Complation
T"Dﬁ":"" Early and Detail Design
md'. Construction Works
Build and Commissioning

Construction Works
and Commissioning

Early Design Detail Design
Services with Construction

= = Construction Works
Early and Detail Design and Commissioning

Construction Manager/
General Contractor Early Services
and Subcontractor Procurements

Figure 12-2. Traditional Versus Integrated Project Delivery, D-B, and CM/GC
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Contracting strategy describes how the owner will approach the market

for these services based on external factors and internal owner
capabilities, and generally entails determining who will perform
engineering, procurement, and construction, how the contractor will be

reimbursed, and what the owner's oversight role and ...
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The Construction Playbook, Government Guidance on sourcing and contracting public works
projects and programs Version 1, produced by the Cabinet Office and published in December 2020,

states:

 'This 1s where we define the form of contract informed by the commercial model. This includes:
* 'defining critical risk allocation, and ensuring it is properly reflected in the contract

* 'documenting the decisions made earlier on the contractual roles and responsibilities

* 'defining clearly the rights and obligations of each party and the associated contractual processes

required to implement the commercial model, manage the contract and deliver the project
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