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Evyoprotieg

Ba NBela va evyaploTow Bepud 66o0VG GUVEBOAOY LLE TNV EMIGTNLOVIKT, TIV DAIKN Kl TNV
avBpamvn Ponbela kot cupmapdoTact Tovg ®ote vo. dteaydel ko va olokAnpwbei 660 to

duvatdv KOADTEPO QLT 1] EPYACIAL.

Evyopiotieg opeilm otov 018G0KOVTO TOV TUARATOC HOL Kol emiPAémovta kabnynti g
OMAMUATIKNG MoV gpyacioag K. MAméoolo NikOANO 0 0moioc LE TIG YVMGELS TOV KOl TNV

TapOTPLVOT) TOL pe Bondnce va OLOKANPAOC® EMLTUYDG TNV EPYUCIO QVTY).

Emiong, svyopiot®d TV 01KoyEveLa OV KOl TOVG GTEVODE LoV (PIAOLG YloL TV CUUTOPACTOCN

TOLG KOTA T O18PKELD TOV CTOVODV LLOL.



MepiAnyn (Abstract)

H mapadociaxn évvola g Awoiknong Epyov €xel petafinbdei Adyo tng moykosomoinong
TOV Ayopmdv, TOV GCLYYOVEDCE®MV OlEbvmv ETOIPEIDV Kol TNV  OVAANYN  OlOIKNTIKOV
SdIKOCIDY OO TYKOOHIOVG opyaviopovs. H paydaio avantoén te@v TANpoQoplokmv
oLOTNUATOV Kal Tov Internet &gt dnpovpynoel TV avayKkn yio ¥pNGIHOTOINGT TAYKOGLLMY
nopov. Avtd £yel ooV OmMOTEAESHO TN Onuovpyio vémv mpoPAnudtov to omoio &ival

OmOPOiTNTO VA OVTIUETOTIGTOVY QUEGO.

H cvykexpiévn mroylaxn epyacio avapépetal o TPOPANUOTO d10IKTOTG EPYOL TOV CPOPOVV
TOYKOGULOL CUGTIHOTO TPOUNBgLTOV TpooTabmdVToaG Pe avutd Tov Tpoémo vo, fondnocel Tig
EMYEIPNOELS VO OVTIUETOTICOVV EVKOAOTEPO TIC POydaieg OAAAYEC TV OVAYKOV TMV
nelatov. [daitepa eoTidlel o ToAveBVIKEG ETOIPEIEG TOL OTOTEAOVVTAL OO TOPAPTILOTO GE
OLPOpES YDPES HE TOAAG YPOVIOL EUTEPIO OTO YOPO TOVG KOL ETOIPIKT KOVATOLPO

TPooTafDVTOC Vo TPOTEIVEL ADGELG KOl Vo PEATIOGEL TO, TOADTAOKO GLUGTILLOTO TOVG,.

Mo tov opiopd tev mbavov TpoPfANUdTeV OV OVIILETOTILOVY TOYKOGUEG TOAVEDVIKEG
etapeieg , Wwitepa QLTOV TOL S1BETOVY VYNAO TPOHTOAOYIGUO Y Epgvva Kot avantuén (R
& D), mpoteiverar n ypnon cvykekpiuévng pebodoroyiag. H peBodoroyia avt Saympilet ta
TPOPANUATA GE TPEIS KOTIYOPIES : YEMYPAPIKA, OPYUVOTIKA Kol Kowvavikd. To mtpofinuato
avtd opifovral péom g e&étaong kdmolwv peret@v mepintwong. Télog, pHéc® aVTOV TV
peietdv mepintwong opifovtal ol Tapdyovieg Tov UmopolV THOVOTATO VO TPOKOAEGOVY

aTa To TPOPALOTH KAB®OG Kot TpOTOL ENIAVONG TOVG.

Aé&Eag khewnd: Aloiknon ‘Epyov, Bropunyaviko ‘Epyo, [aykoocpiog avartvoodpeva €pya,

TOYKOGLLES OUAOES
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KepdAaio 1

Eicaywyn
1.1 YwopRadpo Tng MeAéTng

To mepipdArov to omoio exteloOvVTOL TOL Projects eivol cuveydg petafaiidpevo. Avtd éxet
OO0V GUVETELD Ol OLOYEPIOTEG EPY@V VO UMV aKoAovBohv Tic 1d1eg apyES Yie TNV EKTOVNON
TOVG UE OTEG TTOL YPNCIUOTOLOVGOY ToAOTEPO. AvTifeta, Exouv Beomiotel VEOL KavOveg Kol
apyéc mote va d1oknBodv pe Tov KoADTEPO duvatd TPOTO Ol GAAAYEG KOl VO UTOPEGOLY Ol
enyelpnoelg va avieneEéovy otig anoutioelg tov 21% adve. T vo emtevydel avth 1
oAdayn Oa Tpémel va TpayHoTononfovy aALAYEG GTOVG TOPUKAT®: TOUEIG TOV EMYEPNCEDV :
OTIG OTPATNYIKEG TTPOUNOEIDV, OTIG TACELS TOV OPYOVAOTIKOV dOUMY KOl GTNV OVATTLUEN NG

TEXVOAOYIOG KOl T®V TPOIOVIMV.

Hopatmpavtog o “mopadocioxn” Plounyovikn gtaipio, pmopel kaveig vo dgl 61t givan
YE@YPOAPIKA KOVTA UE TA TOPOYOLEVE, TTPOTOVTA TNG. XTOYOG UG TOPAdOCIaKNG ETOpiag eivat

Vo ToPAyEL TPOTOVTO VYNANG TOLOTNTOGC, YAUNA0D. KOGTOVG KOl LOLIKNG TapOy@YnS.

[opora ovtd , 0 AVEAVOUEVOC OVTAY®MVIGUOC avoyKALEL TOVG MANagers TV emLYEPCEDV Vi
emovadlampaypotevfovy ™ JSoun. TV emyepnoenv tovg. Ot devbuvtég mopaymyng
CUUPMOVOVY UE TO YEYOVOG OTL TOPAY®VTOG YOUNAOD KOOTOLG TPOIOVTA OAAL LYNANG
TOWOTNTAG OV €lvol oL €YYONGN YO TNV EMLTUYIA TNG EMLYEIPNONG. TNV TEPITTOGCT AN 1)
etopio omAd TNpel To amonToVUEVA KPITHPLo, Kot Oyl To. Kprthple tov Oa tn Bondncovv va

QIIOKTNOEL AVTOYMVIOTIKO mAovEKTN U oTNV ayopd (Selen 2000).

Yrpamnykég Mpopn0aidy tov fropmyovikov telatodv. H enucévipoon tov entyeipnoeny
0TS PacIKEG TOVG dPUCTNPIOTNTEG EYEL MG OMOTEAEGHO TNV U1 EMEKTOCT TOV OIKTOOVL TOV
wpounfevtdv. Tovc. Me avTd TOV TPOMO Ol EMYEPNCES 0V PEATIOVOLY TO GOGTNUO
TPOUNOEIDY. TOVG KOl KOT' ETEKTOOT OEV YIVOVTOL OTTOJOTIKOTEPES KOl TaPAy®YIKOTEPEG. Ot
KOPLEG OPACTNPLOTNTEG TOVG TEPLOPILoVTaL GTNV KATOVONGT TOV OVAYK®OV TOV TEAUTMV TOVG
KOl OTNV TOPOY®YN TPOIOVI®V CLYKEKPIUEVNG TOOTNTAG (MOTE VO KOADTTOUV OLTEG TIG
avdykeg. Epdcov 1o kepdAaio mov amorteitor yio PeATioon Tng moidTNTOG KOl Yo TNV
OTOKTION VEDV TAPOYDYIKMDY IKOVOTHTOV Ol SLUXEIPICTEG TOV EMLYEPNOE®Y emaveEeTalovv
OGS 00 KATAPEPOLY VO ATOKTNGOVY VEOVG TTOPOVE Yo TNV emtyeipnomn tove. o var peidoovy
TO KOGTOC KEQOANIOL Ol emMyEPNOELS TPooTadody va ovENCOVY TNV OTOdOTIKOTNTO TV
TPOUNOELTMOV TOVG UEGM TNG UEIMONC TOV YPOVOL T®V TaPpayYEM®Y (0O T GTIYUN oYEdiaoNg

TOVG UEYPL TNV OAOKATPOGT] TOVC).



KaBoc 1 dwdikacio mpoundeidv Pertidveror, apyilovv vo ovomtdcoovVIol GTEVOTEPESG
OY£0€ELG e OLYKEKPLUEVOLG TTPOoUNBeVTES, KOBIOTOVTOG TOVE OTPATNYIKOUC cuvepydtec. H
ocvvepyooio pe T€To10vg Tpoundevtés eEacparilel peiowpéva KOGTn Kot Aettovpyikn Berticoon
AOY® TOV KOADV YECEMV KAl TOV KOWVAV SLUHEEpOVI®VY. Oco 0 6ykog Twv Tpoundevoueveoy
€OV omd TOVG OTPOTNYIKOVS GLVEPYATEG OVEAVEL, Ol GYEGES GLOELYYOVTOL UEC® TNG
de€oywyng focus groups kot €EEIOIKELUEVOY GUVOVTHGEMY TOV OPOPOVY GULYKEKPIUEVL
Aertovpyikd mpoPAnuata. Méow tov mapomdve pebodwv yivetar dvvar m  €mihvon
nmudtov 7mov Jdev UTOPOLV VO OVTIUETOTICTOVV HE TN ovvnin Sudkacio Tov
SMPAYLATEVCEMY KOTA TNV ayopd. Ol otevatepeg OYECELG e TOVS TPOUNBEVTES avadVOLV
TV avAyKn oVTOAANYNG TOADTIH®V TANPOPOPIOV HETAED TOLG MOTE VO a&tomombovv ot
SUVOTOTNTEG CNUAVTIKOV PEATIOGEDY KOl TEPKOTNG TOL KOGTOVS Kol Yol TG 600 mhgvpéc. H
avTaALOYT] TANPOPOPLOV HETAED SOPOPETIKAOV EMYEPNoE®Y dgv fvan evkoAn vmdOeom yoti
N kaBe emyeipnon Bempel ta dedopéva TG MG GLYKPITIKO TNG TAEOVEKTNLO TTOL Ogv UTopEl
va powpaotel pe kavévav drhov. Ilop' Oha avtd, m eleyyOpevn Kot GTASWOKY OVTOAANYN
oTOWYEI®V QuvEPOVEL OTL PEATIDOEC WmOPOVV VO - EMTELYOODV [E TNV KOWN YpHom
TANPOPOPLOY YMPIC TNV VIOYPENDTIKY OTOKAALYT. evaichntov otoyciov. Me avtdv TOV
TPpOmo, 1 Odkocio. wPouUNndeldY TPOAYETAL OONYDVING GE GULVTOUOTEPOLS YPOVOLG
wpoun0etlag, meEPLOPIoUd TOV amobepdTOV AcPUAEiag Kot kaAvTepn aflomoinon tov mayioy

TMEPLOVCIOKMDY GTOLYEIV.

Teyvoroyia ko Ipoidvra.

To TAnpo@oplakd GLGTAUATO Etval 0md TOAAOVG TOPASOCIOKOVE TPOUNOEVTES TO HEGO TTOV
Umopel va evoel TOAAG TpoidvTa o€ €va chotua. Exiong, éxouv v wkavotnta va evicouy
TOAALOVG LTOAOYIOTEG TOL Pplokovionl e JSUPOPETIKEG TEPLOYEG OAAG aviikovy otV 1d1a
etaupeio (Cegrell 1997). H avamtoén tov TANPOQOPLOKOV GLOTHUATOV TOPEXEL TN
duvatdtnta va ypnotpomomBohv Tdpot Yo TNV Tapaymyn TV TPOIOVIOV HOG ETOPLNG Omd
OLPOPETIKES YDPeS. XapaxtnploTikd mapdadetypo givor 1 avémtuén tov Internet n omoia
pmopel va cLUPdAEl otn Saevon TV TPOIOGVI®MV N otV avedpeon mpounbevtdv oe

TOYKOGULO ETTEDO.

H o&lomoinon tov mANpo@oplak®dy GUGTNUATOV Kol TEXVOAOYIMV aryung propel va fonbnocet
omv dedpuvon NG YKAUOG TOV TPOIOVI®MV oG EMLEIPNONG KoL OTNV TOPOy®YIKN
Aertovpyia ovtng. [daitepa oe dhoKOAES TEPLOGOVE TA TANPOPOPLAKA GUOTHLATA SLOTNPOVV

YOUNAG KOGTN Kot TATPT EAEYYO TV O10OIKAGLDV.



OpyovoTiky dopun TOV GLOTAHOTOC TV TPounBevtov. Ot eToupeieg ol omoieg mapdyovv
ouvBeta mpoidvTa mPEMEL vo glvol 1010UTEPO EVEMIKTEG OTNV TAYKOCULN Oyopd (OGTE V.
KATOPEPOLY VO TTOVANCGOVY To. TPoidvTa TovG. ' va dnovpyncovy avtd to moyKOGLULO
oUCTNUO 1] XPNON TAYKOCUI®V OUdd®mV eival oamapoaitntn) g éva péco pe 1o omoio Ba

OTOKTNGOLV YVMOT] Y10 TIG SLOPOPETIKES ATAULTIOELS TV OAPOP®Y AyOPDV.

H noykoouonoinon givol cuvo@acpévn pe o YYnAd KOGTOG OV GUVIEETOL LLE TV AVATTLEN
vémv mpoidviwv. To yeyovoc avtd dnuovpyel TV avaykn yio pio ToyKOGUlo ayopd dote To
TPOIOVTA VO LItopovv va, KaAVTTovV 10 KO66Tog Toug (Levene 1999). Tlokdol motevovy 6Tt o1
EMUYELPNOELS OV JEKTEPALDVOLY TIG EPYACIEC TOVG GE OlPOPeTIKES Tomobeciec &xovv
OVTOYMVIOTIKO TAEOVEKTIUO GTNV ayopd LE TO OTOI0 PTOPOVV VO, KOAOWOLV ELKOAOTEPA TOL
KOOGTN TMOPUYOYNG, OVATTLENG, OJl0IKNoNG KOl TOANCEMV EVOVTL TOV ETOPLOV  TOL

OLEKTEPALOVOVY OAEG TOVG TIG EPYOCIEG G L0 GUYKEKPIUEVT) YEWYPAPLKT ToTodEG L.

To tedevtaia ypovia £xel Topatnpnel 1 TaoN Yo CLYYDVELGT ETOIPEIDV GE L0 TPOGTAOEL
va. AaPouv uépog otV moykooule ayopd. Avtd ovufaivel Kupimg o€ €roipeieg mwov
aoyoAobVTaL HE HeyOAo Epyo €pevvog Kol ovamTuEng omwg eivor 1 evépyeld Kal ot
mAemkowvoviec. H tdon yio ovyyodvevon @aivetor vo givar pEPOC TNG TOYKOCULNG
OTPATNYIKNG TOV ETAPIOV TPOSTAODVTOC VO, OTOKTNGOVY Uia, 0éom oty ToyKooua ayopd (
Hopkings 1999). AA\G 660 o aplBuds Tev. Guyymvedcemv av&avetal, o «GpTngy Tov
TPOUNOEVTAOV, TOV AVTAYMOVIGTMV Kot TOV. TEAATMV aALAleL paydaia. AvTég ot aAlayéc Kabmg
EMIOTG KOl OL AVAYKEG KO Ol QITOLTIOELS TV TEAMKMOV TEAATAOV aAALCOVY TOGO Ypiyopa MOTE

TOALES POPEG O SLUYELPIOTES TV EMLYELPTCEDY OEV UTOPOVV VO TIG TPOPAEYOLV.

Mo maykoopo Propnyavikn etoipio Soupépel amd o TapudoCloKn €Talpio. 6€ TOAAA
onueia. Ot moAvedvikég etaupeieg S10OETOVY VITOAAAOVG TOV LETUKIVOVVTOL GUVEYDG DOTE VO
QEPOVV €1G MEPOG TIS EPYACIEC TOVG Kol LYNAG Tdyw KeQOAolo o€ oyéon e oUTd TOV
Topadoclokdy  etoupudv.. Emiong, ot moykoopieg etoipeie  avamtuccovior e €va
petafariopevo  emyelpnolokd mEPPOALOV  pE TOYKOOUIOVG TEAATEC, OCLVEPYATES KOl
avtoyoviotés (Bergman 2001). Xvvenmg, 1 opyoveTikni Toug dout UETOPAAAETOL CUVEXDG
avéAoya LE TIG AmOLTNOELS TG ayopds og avTifeomn e avT TOV TOpadOCIOKMY ETALPEIDY TOV

oev givon 1060 e0Kolo va petafAnet.

1.2 EUpog Tng Epyaciag

O1 800 Adyol 1o TovG 0Toiovg ExeL YpaPTeL ovTN 1) Epyacia eivor ol ENG:



e H dnuovpyia ag Bdong dedopévov 1 omoia Ba avaeépel ta mbavd mTpofAnuota
oV Umopel va vapEovv Katd T SLapKE OAOKANPWOOTG TOYKOCUIOV EPYOV KOOMG

Kot

® 1] amOKTINGOY MEPIGGOTEP®V YVACEWDY GYETIKA U TN d10ikn o™ Epywv OTOV 01 TOPOL Kot

TO OVOPAOTIVO SLVOULKO TOVG OEV EIVOL GUYKEVIPOUEVO GE L0, YEWYPOPIKT) TEPLOYT.

Evd 1 yvoon mov €xel amoxktnBel yuo 10 g pmopodv va pyacTolV Ot OUGOES EPYOV TTOV
Bpiokovion oe o cvykevipouéveg o pia tomobecia, o Bewpntikd VITORodPoO Yo T0 THOC
UTopohV VO, EPYAGTOVY Ol OUASES EVOG £PYOV TTOL PpicKOVTOL GE SLOPOPETIKES YEWYPOUPUKEG
neployég eivon avemopkéc ( Evaristo & Schudder 2000). Emmhéov, evd vrdapyovv moArEg
TNYEG TTOL AVAPEPOVY TOVG TAPAYOVTEG EMTVYIOG EVOG £pYOV, 1 BiPAoypapia oYETIKA e TOVG

TOPAYOVTEG TOV TAYKOGI®V EPYOV EIVOL 1O10TEPA TEPLOPIGHUEVT.

1.3 Zko1mrég TG Epyaciag

Txondc NG mapovoag epyaciog eival vo cuvoyicel mapadsiypoto and didpopo projects mov
€xovv oAOKANP®OEl o€ TOYKOGLUO EMIMEDO KO VOL TOPOVCIACEL TIC EMATMOGELS TOV TPOKOAOVYV
o1 Oloiknomn €pyov yevikotepa. I'a va emtevydel o cuykekpipévog okomodg Bo mpémel va

amovTnOovV To aKOA0LON EPOTHLLOTOL
o [lwg drotkovvTal pHEYPLONUEPO TAYKOG LN EPYO TOAVEDVIKMDV OPYOVICUDV ;

e Tloto givor 10 KOptor TPoBANpOTH TOV PTOPEL VO TAPOLGLUGTOVV GE £Vl PLOUYOVIKO

ocvotnua 6oV ekteloHVTOL Projects eEattiag g TayKooonoinong;

o [lwg pmopovv vo emtivfolv to Topandve TpofAnuatd ;

1.4 Opio@ernon kai Kupia Yré0eon

2NV CUYKEKPIWEVT] HEAETN AdpPAveETOl ®G O£OOUEVO OTL TEXVIKO TPOPANHOTO 7TOL OEV

oyetilovron pe Tic dradikaciec tng dtoiknong Epywv dev eEetdlovtat.

To mp®dTO PEPOG TOV AVOAVETAL GE OLTH TNV EPYACIO €val 1| TOAVTAOKOTNTO TNG AVATTUENG
evog €pyov. Mia ovaADTIKY TTEPLYPOQT] TNG EVVOLOEC «TTOAVTAOKOTNTOY YIVETOL GTO KEPAAOLO

4. ZovnBwg, 0 TOTOG TV £PY®OV TOV TEPLYPAPETOL OMOTEAEITOL OO OPKETE VRO-Epyal

9



(ocvvnBwg ovopdalovtol mPOYPAUATO) HE KOUPLO OKOMO TOVug TN PEATIoTN Adom Y TOV
opyovIGId GTOV OTOl0 OvapEPOVTOL 1 TN ONLovPYio PoG VEAG TOPOYWYIKNG TAUTOOPLOGC.
A&ilel va onpelmbel 6T1 0 TPOHTOAOYIGUAC QVTOV TV EpymV ival Wlaitepa VYNAOS Kot GTNV

oAoKAN PG TOVg GLUPAAAOVY TOALOL OpyaviGHOL oG ETonpiog omd SLoPOoPETIKES YDPES.

Ol OOl TV ETAPLOV OV HEAETAOVTOL HECH TV UEAETOV TEPIMTOONG OTHV TOPOVCO
TTUYLOKN epyacic SofETovy Evo TOADTAOKO GUGTNUO TEANTOV TAYKOOUIDG. ZvviBmg avTég
ol gtaipieg kdvouv aisbnti v mapovsio. Tovg oV maykocpo ayopd. IMapodeiyporta
tétowwv etoupuoy givon 1 Ericsson kot m ABB 6mov Sabétovv tunjpozo. £psuvog Kot
avantuéng oe 6A0 Tov koopo (R & D organizations). Ta tufuata £pguvag Kot avamtuEng Tomv
ETOULPLOV OVTAOV OTOTEAOVVTOL OO TOAD KOAG KATOPTIGUEVOLS UNXOVIKOVC Ol omoiol gival

ELOIKEVLEVOL GTOV TOWED, TOVC.

1.5 H kOp1a ocupBoAn Tng MeAéTng

Ta cvumepdouato VTG TG EPEVVITIKNG TPOCTADEINS EYOLV ONULOVPYNGEL £vo TAAIGLO TO
omoio pmopel vo ypnoipomondel Yo 10 ° TPOGOOPIGUO TPOPANUATOV Kol TOPOyOVIMV
emrvyiog maykoouiov épymv. Ta anoteAéopato avtd £xovv amoktndel pécm g e&€taong
KATO1V HEAETMV TEPITTMGNC, Ol OTTOIEC AVOADOVTAL GTO ETOUEVO KEPGAQLD. AVTN 1| Epyacio

ovuPaidlel ot yevikn yvoon g Atoiknong Epyov pe tpeig tpdmovc:

o Ileprypa@n mPOKTIKOV Ogpdtv Tov a@opovv T Awiknon ‘Epyov molvedvikov
OPYOVIOUAY. ZTO KEQOAUO 4, OvOEEPOVTOL TA YOPOUKTNPLOTIKO TOV TOYKOGUI®V
Brounyavikav épywv. Emiong, oto kepdloto 6 yivetal ava@opd Yo T0 MG aVTo To
YOPOKTNPLOTIKA UTOPODV VO, avayvoplotoby oe o entyeipnomn. Téhog, n dedtepn
peAétn mepintoong mov efetdobnke meprypdpel £va TOPASEIYUA OpPYAVMOONG KOl

dtoiknong evog TayKOG IOV £pYOu.

o Ileprypaen mpofinudtev wov pmopei vo cupfodv 6€ TAYKOCULE OVOTTVGGONEV
Propnyovika épya. H mopodoo epyoacio avaeépel to KOpo mpoPAnupate mov
OTOTOVV  10104TEPT] TPOGOYN Oamd TOVG OloYEPoTEG mayKoouiov Epyav. Ta

TPOPANLATO CVTE OVOADOVTOL GTO KEPAAOLO 5.

e Awiknon Tov apofAnuatov evég raykéopiov £pyov. O TapdyovieS TOV UTOPEL va

00N YNoovV éva £PYo GTNV EMTVYIA TAPOVSIALOVTOL OVOAVTIKA GTO KEQAAOLO 7.
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1.6 ZxeTIKéEG MVwoTIKEG Meploxég

Epdoov 0 oxomdc avthg g HeAétng eivor euphg ototyeia pmopovv va aviAnbovv omd
olapopeg  yYvmoTikég meploxés Omm¢  Awoiknon ‘Epyov, IIAnpoeoploxd Xvotiuata,

Opyavotikny Ocwpia kot Zuotruate AoyiopikoD.

Onwg N0 €xel avapepbeil oty evotnra 1.1 n mapovca perétn eEetalel maykdoua £pya Le
OKOTO VO, PEATIOGEL TO TAYKOOUIO TEAATELOKO TOVG cVOTNHA. [ To AdYyo owtd 1 TPAOTN
YVOGTIKY TEPLOYN TOL €peVVATAL ival AT TNG OloikNoNg €pyov (yivetal avdAivomn TG 61O
kepdiato 3). H épeuva ¢ yvmoTikng Teployng g otoiknong €pyov Ppicketol Tpog 1o mapodv
og TpoTapyko eminedo. ALilel va onuewmbel 1L  PifAoypaeia yio To £pya Tov dev gival
TOYKOGHIOL 0AAG T OAloKANpmoTn Tovg yivetal omd opades mov - epydlovtolr oTov 1010

YEWYPOAPIKO TOTO eV EIVOL TOGO TEPLOPIGUEVT).

To IMAnpo@opLoxd cVGTHNOETE CPYIKE AELTOVPYNCAV OC EPYOLEin emiAvong TOV PACIKOV
wpoPAnudtov Tov extyelpnoemv. Me v mapodo tov ypdvov eeliybnkay ce epyodeia mwov
KOTAPEPVOLY VO, ETAVCOVV GOVOETOL SLOIKNTIKG, OPYOVAOTIKG, OIKOVOMIKG KOl VOLKE

apofiquata pag emyeipnong (Andersson 2002).

IMapdpota eivar ko 1 dmoyn GAAov cvyypagémv omwe tov Ohlsson (2000) o omoiog oe
GYETIKN EPELVA TOL AVOPEPEL OTL Y10 VoL OAOKANpwOE pe emituyio Eva Epyo givorl omapaitnto

va £X0VV ¥PNOIULOToN0El 0o TNV APy TO COGTA TANPOPOPLOKA GLGTILLOTA.

H Opyavotua] Osmpia eival po moAvdidotatn meployn £peuvag te pneydro aplopo
Katevbivoewv o1 omoiec emTLYYAVOLV VO €ENYNGOLV KoL Vo TPOoPAEyovV 1
CUUTEPLPOPE TOV OPYOVIoCUOV KOl TV avOpdtmv mov gpyaloviar og avtovg ( Holt
1999). O Taylor (1913) avalrtnoe tov TpOMO e TOV OOi0 Umopel 1 opydvwon va
ALENCEL TNV TOPAYMOYIKOTNTA LG eMLXEipnong Kot vo PEATIGTOTOMGEL TV 0mdd00T).
Baown povado avéivong tov Taylor tav 1o dtopo 6to ydpo epyaciag tov. Ilicteve
OTL VIEAPYEL. O LOVOOIKOG GPLETOG TPOTOG Yo TNV EKTEAECT] TNG EPYACING, TOV OTO{0
TPOCTAONGE VO OVOKOIADWEL HEGOH OO EMOTNUOVIKEG UEAETEG Ko avaAvoels. Ta
epyareia Kot ot TEYVIKEG TOV YpNnoonoinoce frav 1 peAétn xpdvov (time studies) Kot
n avédivon tov €pyov (division of labour). Me 1o mépooua tov ypdvev moArol
EPELVNTEC GLVEPAAOY GTNV AVATTLEN TNG OPYAVAOTIKNG Bempiog 01 GTOVINOTEPOL OO

tovg omoiovg eivon ot Heyel (1939), Seiler (1967), Mintzberg (1978) ko Adler (1999).
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AAeC YVOOTIKEG TePLoyEc mov oyetiCovtar pe to Béua g epyaciog Omwg To
ovotnuate Aoylopkod Bonbodv 610 oYESIACUO, TNV EQPAPUOYT], TN SLUTHPNON Kol TN

Bedtiowon Tov TpofAnudtov pog etopiog.

1.7 Nepiexopeva tng MeAéTng

H mapovoa mruyoxn epyacio anotedeitor omd dvo pépn. To mpdto péPOg amotereital amod
TNV €100YMYN TS EPYNCING , TNV TOPOVCINCT] EVVOIDV KOl TNV EPUNVEID TOLG KOl OO TO
aroteléopata tng pHeAétc. To devtepo pépog meprlapfavel Tig pehéteg mepintwong (case
studies) mov ypnowomomdnkay yio v e£aymyn TV amoteec UGtV avTig g uerétne. To

TPAOTO PEPOC OMOTEAEITOL OO TO TOPAKAT® EQTE KEPAAOLO :

Kepdrawo 1- Ewcayoyn : To mpdTto KeAAOO €lval E1GOYOYIKO KOl OVOPEPEL TO OKOTTO TNG

gpyoaoiag kot to 0épota mov Ba cu{nTndovHv.

Kepdraro 2- MeBodoroyia ‘Epevvag : To debtepo keparato meptypdeet tn pebodoroyia wov
YPNOYLOTOONKE Y10 TNV EEAYOYT CUUTEPACUATOV-TNG Tapovoag perétng. Emiong,

avaeépetol 1 puebodoroyia Tmv pedetdv mepimtmong (case studies) kot yiveton po cdvioun

avaeopd ota Tpia case studies mov avorvOnkay.

Kepdrawo 3- Biounyavikn Atoiknon ‘Epyov : To kepdhato avtd Eekivd pe TOV OPIGHO NG
€vvolag €pyov evd OTN GUVEXEWL TEPLYPAPOVTOL Ol 9 yvmoTikég meployés ¢ Atoiknong

"Epyov. Téhog, yivetal avapopd atn xpnopndtra e pebodoroyiog Epyov oTIG EMLYEPTOELS.

Kepdrawo 4- Biopnyoaviko Epyo : Zto kepdloto avtd meptypdpetar 1 optodétnon tov Epyov

OT®G &xel EpUNVELDEL LEYPLTMPU OTIV GLYKEKPLLEVT EpYaTial.

Kepdrato 5- [Ipocdiopiopog mpofAnudtov evOg mayKOGUIO OVATTUGCOUEVOD £PYOV @ XTO
TEUTTO KEQPAALO. TO, TPOPANOTA EVOG TOYKOGUION £pYoL dtoympilovTol g TPELg KoTNyopies :

YE@YPOUPIKH, OPYOAVAOTIKA Kol KOIVOVIKA.

Kepdraro 6 -Xvpnepdopata Meretov [epintoong : [leprypdpovtor ta anoteréopato amd o

case studies mov avaivOnkav.

Kepdhawo 7- XZvumepdopata : I'fveton pio cOvtoun ovoeopd TV OTOTEAECUATOV TNG

TOPOVCOC LEAETNG.
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KepdAaio 2

MeBodoAoyia Epeuvag

H épevvo otov topéa tov Project Management oyetiletar dueca pe MV TPOKTIKA
epappoyn g (Soderlund 2000). H pebodoroyia Awoiknong Epyov mepthapféver moAlég
OLOPOPETIKEG EPOPLOYES Ol OTOIEG OTIG MEPICCOTEPES TEPITTAGELS ElvaL TEPLOYES EPELVOC
oavtov TV epoppoywv. Ilap’ OAo ovtd M OlPOPETIKOTNTA &ivor €vo “avomOPELKTO
YapaKTPLoTIKO TNG épevvag épyov. O Soderlund (2000) vrootipi&e dtL vIEPYEL AVAYKN Vi
avaykoio 1coppormion kot apotfaiog oyxéong upetald Osudtev, Osoplidv Kol TEXVIK®V

EQUPLOYDV.

2.1 MéBodol 'Epeguvag

Ot péBoodot épevvag pmopel va ta&vounBodv pe Sidpopovg tpomovs. 'Evag amd tovg mo
KOWOVG Sl mpIopong eivol ovapeoa 6g moloTikég kot mocotikés [Myers 1997]. Katd v
£€peuva etval oNUOVTIKO VoL GUVELONTOTOCOVE TN SLoPOopd LETAED TOGOTIKAOV KO TOLOTIKAOV
nebodwv. H mocotikomoinon sivoarn petafipacn tov HETpV Yo TV UEAETN QOIVOUEV®V T

N pélo evog cdpatog oe M KIAA M 0 aplBuds TV nuepdv péypt T AMEN wog tpobeouiag.

AvTiBétmg, M TO0TIKN HETPNON EMKEVIPMOVETOL OTO YOPUKTNPIOTIKA €VOC TPOidVTOC 1)
(POVOUEVOL TO OTTOl0, OEV UmopovV va, petpnBoldy m. y M emidpacn Tng Kntg ThAEQ®VING

ot (on Tov avBpomov.

[Mocotwkég péBodot Epguvag avamTuyxONnKay ApYIKA OTIG PLOIKEG EMICTALESG Y10 TN UEAETT
TOV PLCIKOV QoWOoUEVeYV. Me tov Kopd, ot mocoTikég HEBodOL £YouV Yivel OmOdEKTEG OTIG
KOW®VIKEG EMOTNIEG cuumepAapPavopéveay Tav uebddov €peuvag, TV EPYACTIPLOKOV
TEPOUdTOV, TOV TUTIKOV HeBOdwV (T. 7y owKovopkd) kot aplfuntikov pebodov (m. y

npocopoiwon){Cheong 1999}.

Ao v GAAN TAevpd, ToloTIKEG HEBOSOL EpEVVaG AVATTOYONKAV GTIG KOWVOVIKES ETIGTILES
MOTE VO EMTPEYOVV GTOVG EPEVVITESG VO LEAETHCOVV KOWVMVIKE KOl TOMTICTIKA QALVOLEVO.
[apdderypo epappoyng térotog nebodov eivan n eBvoypapio. Iowotikég myéc dedopévav
TEPLAUPAVOUV Ol GUVEVTEDEELS, TO EPOTNUATOAOYLA, TO EYYPOPO LE TIG TOPOATIPNOELS TOV

GLUUETEXOVTOV KaBDG Kat To Keipeva e TIg avtidpaoels Twv epsuvntdv (Cheong 1999).
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Avt n gpevvnTikn mpoomdbeio Paciletor otnv uEB0dO NG TOLOTIKNG OVAALONG UEAETNG
nepintwonc. H pébodog avt gival KatdAAnAn aeod okomdg e LeAETNg eivan va PedTidaoet
NV YyVon oty mEpoyn TV molvebvikdv épymv. O Yin (1994) gival axdun mo capng o6tov
TPOKELTUL Y10 TNV EMAOYN TOV KOTAAANAOL oyedlacpov ¢ épguvag. Tovilel o1t o perém
mePInmToNG elval KATIAANAN Tav KAAODLOGTE VO OTAVINGOLVLE GE EPMTNOELS GYETIKA LE TO
TOG KO TO YTl Kol OTAY Vo GUYYPOVO QOIVOUEVO EIVOL GTO EMIKEVTPO, KATL OV OTOTEAEL KO

To O¢pa avTNg TG Epyaciag.

2.2 MeAétn Nepimmrwong (Case Study)

Av ka1 vrapyovv ToAroi opiopoi, o Yin (1994) opilel tov oKomd TG HEAETNG TEPIMTOOTG

oG e&ng:

“Merétn Iepintmong sivar pia eumepikn Epgvva 1 omoio e€etdlel Eva cOYYPOVO EULVOUEVO
HECO GE TPAYLOTIKEG GLVONKEG, €OKOTEPA OTOV TO OPLO. AVALECO GTO (PULVOUEVO KOl GTO

TAIG10 TV GLVONK®OV dev elvar eppavi.”

IMa 1o Adyo ovtd o PEAETN TEPIMTOONG EIVAL Il EPELVO CLYKEKPIUEV®V, TPOYUATIKMOV
YEYOVOT®V TY GCLUTEPLPOPEC aVOPOT®VY,  OOIKNTIKEG OladIKaGiec, TPOYPAIOTE Kot
opyavoTikég aAlayéc. H pebodoroyia e €pevvag piog HeAETNG mepinTmong eitval ToAD Kald
dounpéEVT 0TV TO OVTIKEILEVO TNG EPELVOS QPOPA OPYaVOTIKA BEpata 1 BEpoTa Tov apopovy

T d10iknon Tev avlpdTIVEOVY TOP@V Tapd 0Ty cYeTileTol LEe TEXVOLOYIKA {NThHLoTO.

IToAMloi cuyypaeic (m.y.Yin) vrootnpifovv OtL | xpHon UEAETOV TePITT®ONG SIEVKOAVVOLY
mv Swdikoaoio g épevvog. Ta va emtevydel avtd éva dovikd apbpo (Case Study) Ba

npénel (Webston & Watson 2002):
e No vrokivel 1o Bépa e Epgvvog Kot vo e&nyel T GLUVEICEOPA TNG.
o No meprypaget Tig focikéc EVVOLES.
e No anewkovilet Ta 0pla NG EPELVAG.

e  Na mapovcidlel tn oyetikn, npoyevéotepn Piproypapia yio to medio 010 omoio

ovVaQEPETOL GALG KOl Y10 GUYYEVT] YVMOOTIKG TTEdiAL.
e Noa avorTOGGEL Vo LOVTELO (O 001Y0 Y10 LEALOVTIKY| £PELVOL.

e Noa Owkooroyel TG TPOTACELS, HE TNV Tapovsiocn Bewpnrikdv eEnynosmv,

TOAQLOTEPOV EUTEIPIKMDY CLUTEPUGUATOV KOL TPUKTIKMOV TOPAOELYLATOV.
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e Noa mopovotalel To EMOYOYIKO GULUTEPACUOTO YO TOVG OLYELPIOTEG KOL TOVG

EPELVTTEC.

o [lévo amd 6la dpwg Oa Tpémet va givar SNUIovPYIKd Kot EXEENYNUOTIKO.

2.3 NMoiétnTa TnG 'Epeuvag

Onwg 68 OAEC TIG SPACTNPIOTNTEG 1 TOLOTNTA TNG £PEVVOC givarl Eva TOAD onuovTikd 0épa. H
moldTTa cLVNOWG umopel va petpnBel amd tov TV ToOTNTO TOV omoteEAecudToV. [Tpaktikd
n pérpnomn g moldtnTog TG £pevvoc dgv eivar 1000 €OkoAn vdBeon. H modtmra tng
épevvac ovyvh egaptdtol amd TNV €YKLPOTNTA KOl TNV, ASOMICTIO TOV OTOTEAECUATOV
(Helander 2000). H eykvpotnta (] 0AMGES KOPOG) TOV OmOTELEGUATOV €EAPTATOL OO TNV
OTOVGi0 TOV CLOTNUOTIKGOV AoBmdV Tng £peuvag evad. 1 adlomiotio g épevvag amnd v
amovcio Tov Tuyoiov Aabmv T x 1M €pguva dev. Tpémel va EQPTATOL OO TO GTOWUO TOL

de&ayer v perétn (Lundahl & Skarsvad 1999).

To 6¢pa g agromoTtiag piog Epevvag eivol QUECH GUVVEACUEVO LE TNV OVOTOPAY®OYY] TOV
aroteleocpdtav. O 610x0¢ TG aSlomoTiog g épevvos elvar cuvenmg va eEacpaiicetl Ot
OTOLOGONTOTE EPEVVITIG YPNOLOTOMOEL Ta 1d10 dedopéva Oa e€dyel Ta 1010 cupmepdoaTA.
Mo v emitevén g vyming adlomiotiog pag £peguvag eivol amoapaitntn 1 cLAAOYN NG
owot¢ Piproypapiag Kot n ypnomn g KatdAAnAng pebodoroyiag. o v avdivon tov
peketov mepintmong, o Yin mpoteivel tn ypfon evog «Tp®TOKOAAOL LEAETOV TEPITTOOTGH
(Case Study Protocol) dote va dtoaopoliost T cvALOYN TG omartoduevng Pifloypagiag g
Kk@0e mepinmtmong. M. GAAN péBodog yuo v emhoyn g cwotng pebodoroyiag givan m
onuovpyia pag Paong amodrikevong tov dedopévov. H adénon g a&lomiotiog twog Epguvag
amotel 0Tt OAe 0L cuvevtenEels kat to. case studies mov Ba ypnotpomombovv yio v Epgvva

Ba meprhapPdvovy otoryeio. mov glvat GYETIKA Le aVTN.

H gyxvpétnTa pog épsuvag eEaptdral amd TNV amouyn TV CLCTNUATIKOV AXB®V Kol TV
VTTOKELUEVIKDY EMLYEPTLATOV. AVTO glvon Wdtaitepa ONUAVTIKO OTAV 1) £PELVA EIVOL TOLOTIKTY)
OM®G oTNV. TEPINTO®ON AvAALONG PEAETOV TtepinTong. [ TNV amopLuyn TOV GLGTNUATIK®V

AaBdV og pia Epguva etvar amapaitnto vo ANehohv vIdYN To TOPOKAT®:

e Ot gpotdpevol og Kabe cvvévtevén Ba mpénet va gtvot dropa mov oyetiloviot dpeca

LE TO €pYO T. . XOpMYOl, LETOYOL 1] VTEHHLVOL KATO1OV TUNOTOG CVTOV.
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Ta telMKd ocvumepdopoata TG ouvévtevéng Bo mpémel Vo OmMOGTEALOVIOL GTOVG

EPOTOUEVOVG DOTE VoL EMPEPAIDVOVY OVTA TTOL EXOVV YPUPEL.

Ka0e cuvévtevén Ba mpénet va amaptileton amd TovAdyiotov 000 tpdowmo 6: £va Ba

kaBopilel T cvvévtevén kat £va Ba KpOTA CNUELDCELG.

16



KegpdAaio 3

Biopnxaviké Project Management

YKomdG TOV KEPOANIOL 0VTOV €ival 1 TOPOYN OGS YEVIKNG YVAOTNSG TOL. fropunyavikoy
Project Management 6toug avayvioTeg Tov dev €ivorl oyeTIKol pe avtd To Tedio yvmdons. T'a
10 okomd avtd M ypron tov PMBOK (gyyepidio tov Project Management Institute) eivor

amopaitnTn.

H Aé&n Project ypnowonoteitan vpémg og mokideg KOTOGTAGES. EKOTOC TOV KEPOAAIOL
aVTOV Eival 1 KATAVONOT TNG YEVIKNG £VVOLaG £PYOV OTMG YPTNOLLOTTOLEITOL GE Plopmnyovikd
épya. Avtd emttuyydvetar e T GOYKPIOT Kol 0vAALGT) SLUPOPETIKOV KATUCTACEMY Kol

YOV

Ta otoyeio mov opilovv TV €vvola Tov £pyov ONMG MOPOLGLALOVINL OTI GUYKEKPIUEVT|
TTUY K epyacio eivor €govv aviAnbel  omd eyyepid Kol TPAKTIKG ETOUPLOV KOt
0pPYOVICU®OV TOL 0oyolovvTal pe T dtoiknon épyov. H Biploypapio mov ypnoyiorodnie
dev avtAntnke povo péom PpAimv mov mopovsidlovv Tic Asttovpyieg g Sloiknong £pyov
0AAG KOl UEC® TEPLOSIKAOV 7OV aoOXODVTOL LE TNV Ol0iKNoM £pYov Kol TNV TEXVOAOYiX

KaODC Kot 0o TPAKTIKG S10POPOV GLVEIPI®V.

Ot JPOopeTIKEG OmOYELG Yo TN S10lknon €pyov Om®G TOPOLGLAlOVTOL GTN GYETIKN
Biproypapio Kot oTO TPAKTIKG TOV ETAPIOV €YoV NOT EEKVAOEL VoL YivovTal avTIKEILEVO
kprtikng (Lagestrom 2001).. O Adyog yio ovti] TNV KPITIKN €ivol OTL 1 PEYPL TOPO GYETIKN
Biproypapio mapovoidler eMdelyelg 66ov apopd Ty olokAnpmon evog Epyov ( Blomquist
and Packendorff 1998).

3.1 lotopikd' ZTOoIXE i

Hopadetypato dwayeipiong Epywv giyav mapatnpnbel and Tig apyés Hrapéng TOAITIGHOD.
YOopemva pe 1otopikovg katd ™ Popaikn avtokpatopio, 6mov ot ypovikoi opilovteg
HIKPOTEPOL OTMG KOl Ol TPOGOOKIEG, OTOV OOLTOVVIOV TEPIGGOTEPOL TOPOL TPOKEUEVOL VOl
oAoxkANpwOel éva €pyo, TOTE 1| POV ADOM NTOV 1] KATAKTNGON TNG KATAAANANG TEPLOYNS OV Oa

TOVG TPOPOJOTOVCE UE TOVG KOTAAANAOVG TTOpovs. Méypt To 1900 1 dayeipion twv Epywv
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€VOG TOMTIKOD pNyovikoD yivoviav oamd QIAOO0E0VE apPYITEKTOVES KOl HNYOVIKOVS OmwG
napadeiypatog ybpn o Birpovfiog (1og cudvag n.X.), o Christopher Wren (1632 — 1723), o
Thomas Telford (1754 — 1834) kot o Isambard Kingdom Brunel (1806 — 1859) ko giyav va
Kévouv POVO LE TOV KATOOKELACTIKO TOpEN. AVO TOAD onuovtikoi dvBpmmolr otnv eE€MEn
g dayeiptong épyov vanp&av o Henry Gantt kou o Henry Fayol. O npmtog Oempeiton o
TOTEPOS TOV TPOYPOUUOTIGHOD KOl T®V TEXVIKOV €A&yyov Kot @nuileton 1daitepa yio T
dnuovpyio Tov daypdupatog Gantt (Gantt chart) mg éva moAd onuovtikd epyodeio ctov
Topéa g dwyeiptong Epyov. O dedTEPOG gival YvoTOg Yo TN dnpovpyio ToV 5 Agitovpyldv
Swyeiptong, mov Bempovdvior 1 Paon Yo TIG YVOOES OV GYeTILOVTOL HE TOL £pY0 KOl TN
dwayeipion mpoypappdtov. A&iler vo onuewbel mog kot ot 2 frav @ourntég tov Frederick
Winslow Taylor o omoiog &ixe ewodyel tig Oswpieg T emoTnuovikng dwayeipong (Taylor

system). To épyo tov amoterel TpdOpoLo TV cHYYPOVMV epYareiwV dlayelpiong Epywv.

H mpat andnepa ypnoyonoinong epyoreiov kot texVikav dtaxeipiong pyov €yve
dexaetia Tov 1950. Zrigc HILA. mpw 10 1950 ypnowomotovoay kuping ta draypdppata Gantt
Kot S1apopeg AAAES aTumeg TeyviKEG Ko epyoleia. H etaipeia Kataokeung ynuk®v Tpoiovioy
Du Pont Corporation tav ot mov avéntvuée v Avatvon Kpioyng Mopeiog (Critical Path
Analysis, CPA), mov &iye cav 6Kkomd v Tode1 TV EPYUCLOY GTO EPYOCTAGLO LE GKOTO Vo
yivouv epyocieg ovvtppnone. Tnv da ypovikny mepiodo m etopeic Remington Rand

Corporation mov Tpounfgve pe apLVTIKO VAKO, ETVONGE TV

Teyvikny A&oloynong ko Avabsdpnong Ipoypappdrev (Program Evaluation and Review
Technique, PERT). Ot 00 owtég teyvikég dwadotnkav ypryopo Kot o€ TOAAEG GANES

EMLYELPNOELG.

Tnv id10 YpoviKN TEPIOS0 KOl EVD TO, LOVTEAQ TTPOYPAULOTIGHOD TV EPYOV OVATTOGCOVIAY,
dpyle TavtOxpova Kot n eEEMEN Yo TNV TEXVOAOYI Y10 TNV EKTIUNOT] TOV KOGTOVG TMV £PYMV
Kol TN Swyeipion Tov KOGTOLG TOVG LEGH OO TNV TPMTOTOPLOKN pyacia Tov Hans Lang ko
GAMov. To 1967 15pvnke omv Evpomn n IPMA (International Project Management
Association) ocav pio opoomovdio dpdpmv eBvikdv opyavdcewv Swyeipiong épyov. H
IPMA onuepa éxet emextabel oe Oleg TIg Mmelpovg TANY TG AVIOPKTIKNG KOl TPOGPEPEL

TIOTOTOINGN TE0oAp@V eMmEd®V Paciiopevn oto

npoypappa ICB (IPMA Competence Baseline). Téhog to 1969 18pvbnke otig H.ILA. to PMI
(Project Management Institute) mov £xst dnpooievoset évoav odnyd yo to Project Management
Body of Knowledge (PMBOK Guide), péoca oto omoio meptypdpovial Stdgopec mpoKTIKEG
dwayeipiong €pymv mov moapapévouy Opoleg omd €pyo oe €pyo. H idwa etoupeia mpoopépet

eMiomNG Kot O18POPEG TIGTOMOGELC.
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3.2 Baoikég ‘Evvoieg Aloiknong —Alaxeipiong 'Epyou

H gpyooia (work), n onoio mwapdystol and évayv 0OIKOVOULKO 0pYaviGHo
(organization) sivoi amotédecio. Aertovpyr®v (operations) kot épymv (projects).

‘Epyo civol o ypovikd meploptopévn mpoomdfelo yioo Tn dnuovpyic €vog LOVOSIKOD
TPOTOVTOG N OGS UOVOSIKNG VANPECIOG, ev®, AELTOLPYiIO €ivol [l XPOVIKA GLVEYNG Kol

emoavaiopPovopevn tpoonadeia, .
INo Tapddsrypa £vog KOTAOKELUOGTIKOC OPYOVIGUOG EXEL (OC OVTIKEILEVO TNV

avéyepon krtipiov. H avéyepon «tipiov amotedel Asttovpyio (ypovikd ovveyng Kot
emavorapPoavopevn). H avéyepon evog ouykekpipuévov Ktipiov -omoterel €pyo (opiopévn

YPOVIKY S1apKeLd , Lovadiko mpoidv). To £pyo emopévag amotehel LEPOGTNG AelTovpyiag.

‘Eva. épyo omoutel oyedlacpd, €reyyo, Olayeipion TPOCOTIKOD KTA.. 7OV OTOTEAOVV
Aertovpyiec. dnAad” to €pyo Olabétel TIg OkéC Tov Agttovpyiec. Ot emavorlapPavoueveg
nwpoonabeleg o1 omoieg amotehovV Epya , &ite Evarovvolo Epywv mov oyetilovtan dueca

peta&d tovg, amotehodV Ta GuaTATIKG TNG £vvotag Tov Tlpoypappatog (program).

INa mrapaderypa to npoypappo AtoAlov e NASA, mov anotedeito amd mOALL Epya Ta
omoia OA0 ATOGKOTOVGAY 6TO TAG 0 AvBpwmog Oa matovoe ot TeAnvn. LT onuepvn EToy,
GTOVG OPYAVIGLOVG, OVOTTUGGETOL OAO KOl TEPIOCOTEPO 1) EPYOKEVIPIKY AVTIANYT doiknong,
oniadn ‘H Awiknen péco £pyev (Management by project)’, mov Pacileton otnv

VITOKATAGTAGT AELTOVPYIOV aTd £PYO..
INo tapaostypo, n punviaio £k00or evog mePLodKoD amoTelel Kat £pyo Kot
EMOUEVMG 1] GLUVEYNG EKOOTIKT| Agttovpyia umopel va vrokatactadel and droiknon
Katd €pyo (unviaio Tpoomdbeia yio kKibe tevyog Eex@ploTd). & OPIGUEVEG
MEPMTWGELG 1| OPEAELD 1] OTTOT0L OTOKOILETON EIVOIL EVTUVTTOGIOKT.
To mo yapokTnploTikd Tapdderypo aroterel otn Propnyovia 1 wEBodog mapaywyng
7ov ovoudletar just in time - JIT (ot0 ypdvo oL Tpémet). Eotm 611 o fropmyavio

TaPAYEL KGO0 Tpoidv. Me tnv Khaotkn ué6odo 1 mapaywyn Tov TPOidVTOG eVl GLUVEXNS Kol
emoavolopufavouevn (Aettovpyia). O dloy®PIGUOC TV TPOTOVTIOV GE TUPTIOES TOL GTEAVOVTOL

o KOOe mELGTN YiveTal €K TOV LOTEPOV. TOpQwve, pe v uébodo JIT, opyavdvetar kot
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mopdyetal k4Be Qopd aKPPOG Lo GLYKEKPEVN TOPTION TPOIOVI®MY, OV ameVBVVETOL G
GUYKEKPIUEVOLG TEAATES. Apa 1 TOPAYWOYIKN Oladikacio yivetol Tdpa KoTd £pyo, OnAadn
OVLYKEKPLUEVT TTapTida. Zopueova pe pedétn e debvodg Aoyiotikig etapiog Arthur
Andersen and Co, n gpapuoyn g Just in time oe apBud emnysipioewv eixe wg dQelog

peioon:

* Amofepdtov N — KatepyacuéEVeV Tpoidviav katd 90%

* Xpbdvov apaymyng evoc mpoidvtog katd 90%

* AKOTOAANA®V KOl 0VOKATACKELAGUEVOVY TPOTOVTMV Kotd 80%
* Xpovou mpoetolpaciog Tmv pnyoveyv katd 75%

* Xpov eyKaTOOTACEDV Kol amodnkdv katd 50%

* Apeong ko éppeong epyaciog katd 20%

3.3 Ti eivan 'Epyo

"Epyo ivan pio mpocwpivi) tpootddela mov avolapavetal TpokeUEVOL Vo
OMNUOVPYNGEL Eva LOVOOIKO TPOTOV 1 VN PETiaL.

Ipoompivé onuaivel 6TL KaOe Epyo £xel TPosdlOpIoUEVT apyn Kot TEAOG.
Movadiké onpaivel 6Tt T0 TPOIOV 1 1| LINPETTA SLAPEPEL KOTA KATO10
Eexmprotd TpOTO amd OAa ToL AL TPOIOVTA N VN PEGIEC.

Ta épya avarapfavovion oe OAa Ta enimeda vog opyavicpov. Mmopel va

eumAékovv €va HOvo mPOcmTO, N WOAAEG yhdadec. H dudpkeid tovg pmopel va
Kopaiveron amo Alyeg efoopddeg péxpt meptocdTepo and mévte 1. Ta épya pmopel va

EUTAEKOVY. £VOL LLOVO TUNLOL TOV OPYAVIGHOV 1 Vo dtaeyilovv Ta opyavaeTikd Opia,
OTMG G€ KOWEC EMEVOVGELS KO GUVETOUPIGLOVG.

Otav yiveton avapopd ce €va £pyo, yivetol ovclaoTikd Adyog yio pio dtadkoacio
piog emyeipnong 1 omoio pumopet var etvar Bropmyoaviky, EUTOPIKT, KOTACKEVAGTIKN N

KOO KO TATPOPOPIKNG Y10 TOPASELYO, TOV GKOTOC TNG EIval 1) OAOKANP®OT £VOG
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TPOIOVTOG N KATOL0G GUYKEKPIUEVIC VINPEGIOG LEGH GE KATO0 YPOVIKO OACTNOL LE
nuepounvia Evapéng kot nuepounvia AENg. Opiopéva YopaKIPIoTIKAE TopAdEly AT

Epywv o€ KGBe TopEN AT TOVG TAPUTAV® ATOTELOVV TO TOPOUKATO:

e H dwdkacio oyedlacuod Kot Tapaymyng evog LoviEAov Yyuyeiov oTov Touéa

™¢ Propnyaviog.
e H dwenuon piag emyeipnong otov eumoptkd Topéa.
e H avaroAiaioon piog moMdg LOVOKATOIKIOG GTOV KOTAGKEVACTIKO TOUEN

e H gpappoyn ko eykatdotaon evog ERP cuotmuatog og pie emyeipnon otov

TOULEN TNG TATPOPOPIKTG.

‘Eva épyo pmopel va AdPer ydpa TOG0 O©TOV €6MTEPIKO Touén piog emuyeipnong,

ONULOVPYDVTAG GTOV OVTIGTOLYO TOUEN, OGO KO Y10 AOYOPLUGHIO KATOL0V TEAAT).

Otav éva épyo omoteheiton omd moAAEG Opactnplotnteg pmopel va Oempndel kor ©g

TPOYPOLLLLOL.

Baowé Tpiyovo

Tpia Pacikd yopaKINEIGTIKA TOV ATOTELOVV JEIKTN Y10, TO OV TO £pY0 &iye OeTiko N
apvNTIKO omoTéAeopa ival Ta €ENG:

* Xpévog (time). H tipnon tov ypovik®dv decUeENcEDV.

» Kéorog (cost). H tipnon tov mpotimoloyicuod tov £pyou.

* ITowotnto (quality). H tpnon tov moloTik@dv Tpodiarypaeoy Tov £pyou.

Avtoi o1 3'd¢gikteg eival ouyVE oVTOY®VIGTIKOL H10TL 1] ATAPEYKALTT THPTOT| TOV
YPOVOBOYPOUUATOV UTOPEL VO 0OTYNGEL GE KOGTOAOYIKT| VTEPPUOT| 1} OE EKTTMGELC
OTNV AmOJ00T|, EVA 1 ATAPEYKATN THPNOT TOV TPOVTOAOYIGHOV ITOPEL VO 001y GEL
0€ EKTTOOELG TNG ATOS0CNG KOl G YPOVIKEG VIEPPACELS TAPUAATAL KoL 1)
ATOPEYKALT THPNGCT TOV TOLOTIKAOV TPOSIOYPOP®Y UTOPEL VO, 00N YNOEL OE

KOGTOAOYIKN 1 Ko xpovikn vrépPaocn. Zouewvo pe optouévovg Project Managers ¢’
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avtd To 3 yopaxTnplotikd Ba mpénel va mpootebel k1 dAAo Eva Té€TapTo

YOPOKTNPLOTIKO, TO GVTIKEIPEVO (SCOPE) dnAadn Tov Epyov.

onMeio
IG0ppOTTIag
EmMAoOywWY
épyou

Xpovog

KOOTOC A
A‘ TT010TNTC (aTT0dO00N)

Ipaonua 3. 1 Zynuoatikn avarnapdotoaon g oxéong ‘Kootog — Xpovog — [Towdtnta.[ A.

Anuntpradng 2009]

AvT0 VITOYPEDVEL TOVG EUTAEKOIEVOVG GTO £pYO0 VO KaBopicovv amd v apyrn Tov
£PYOL LI YEVIKT] GTPOTNYIKY] ETAOYT, TOV APOPE AVTOVG TOVS OEIKTEG. 1€ YEVIKEG
ypappéc pgaviCovror or akOA0VOEC TEPITTOCELS:

» KaBopiletor amd Ty apyn Tov 1 1EPUPYIKN TPOTEPALOTNTO KAOE EVOC 0o TOVG 3
TOPAYOVTEG, OVAAOYO LIE TO AVTIKEIUEVO TOV £pYOV (Y KLplopyog TOPAYOoVTaG TO
KOGTOG, 0TI GLVEXELD 1) TOLOTNTA Kot TEAKE 0 ¥pdvoc). 'Etot o devtepog kot o tpitog
o€ onuacio mapdyoviag Oa Tpénel va Tpocapuodlovtal IEPUPYIKE OTIG ATOITHOELG
TOV TTPAOTOV GE GNUAGIA TAPAYOVTA, IE TOV KOAVTEPO dLVOTO TpOTO. o Tapadetypa
o’ éva €pyo mov Ba mpémel va eivat £Tolo o€ dedouévn Kal pn kabvotepnon Un

nuepounvia, 1 TOLOTNTA Kol TO KOGTOG Ba Tpémet va vroTayHovv 610 YpoVvo
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SLLPOPETIKE TO £pYO OgV €xEL VO L.

* Emdubketon ) €0peom g ¥PUONG TOUNG TS CAANAOETIOPOOTG TV TPV QLTOV
TOPOYOVTOV. ZE [0 TETOLN TEPITTOOT Ol YEVIKOTEPES TEPIGTAGELG KaBopilovv mod
ox£0M 100pPOTIOS LETAED AVTAOV TOV TOPAYOVI®MV KpiveTol KABe popd oG KOADTEPN.
Me Ao Aoyl ETOIDOKETAL 1] EKTEAEGT] TOV £PYOV KATA TO dSLVATOV:

i. [TA\nociéotepa oTig Tpobeouieg

ii. [TA\nciéotepa 6TOV TPOHTOALOYIGUO

iii. ITAnciéotepa GTIG TOLOTIKEG TTPOSLOLYPAPES

3.4 T givan Aloiknon ‘Epyou (Project Management)

Awoiknon 'Epyov givar 1 epappoyn] yvdoe®V, TKOVOTATOV, EPYOAEI®V KOl TEYVIKOV GTIC
dPaCTNPIOTNTEG EVOG EPYOV TTPOKEUEVOL Vo, emtevyBolv o1 amattioelg tov £pyov. (PMBOK
2000). EmmAéov to PMBOK avagépet 611 1 d1oiknon épymv enttuyydvetal HEc® TG YPHoNG
KOl TNG OAOKANP®ONG TV dlepyacidv Otoiknong Epyov yio v Evapér, TPOYPUUUOTIGUO,
EKTELEDT), TOPOKOAOVOTON KO EAeyy0 Kol OAOKANpwon. YmevBuvog yio v emitevén tov

oTOY®V TOL £pyov gtvat o dtevBuving €pyov.
H Awoixknon evog €pyov mepthopPavet:
e [Ipocdopiopd TOV OTAITHCEDV

o  KaBopioud kot emtevéipumyv otdoywv

o  E&i00ppomNoN TOV OVIOYOVIGTIKAOV OTNUATOV Yol TOtOTNTo, QLUGIKO OVvTIKEipEevo,

YPOVO Kal KOGTOG

e Ilpocappoyn TV TPOdOYPAPOV, GYESIMV Kol TPOGEYYICEMV OTIC OLUPOPETIKES

OVAYKEG KOl TPOGOOKIES TV S10POPOV GUUUETOY®V.

"Evag GAhog opiopog g Atoiknong ‘Epyov mov mtpoteivetar amd to PROPS opilet to Project
Management wg Otoiknon &vO¢ oTopkoD €pyov, WUN  EMAVOAOUPBAVOLEVOD, YPOVIKE

TEPLOPIGIEVOL KOl PN LOTOSOTOVEVO Y10, TO KOS Y10, TOV 0moio £xet 10puOei.
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3.5 H évvolia Tng Aioiknong ‘Epyou

H évvoun g droiknong épyov mapéyel T foctkn dopn Yo TNV KOTOVOTN o TG 610iknong evog
€PYOV OT®G T TEPLYPOPN EVOG EPYOV Kol O TPOGOOPIGUOG TOV SLOSIKACUDY TOV TPETEL VO
oAoKANpmBodY yo TV oAokAnpwon tov. H évvolwa tng Soiknong épyov opilel ,emiong,
dtpopa otkovopukd Bépato mov mpémel va. AGPel vOYN TOL VO OPYOVIGHOG TPV TNV

avaAnyn evog Epyov.

3.5.1 O kUkAog {wng Tou Project

O1 31eV0VVTEC £pymV UTOPOVV VAL SLOPEGOLV TA £PYQL GE PACELG TPOKELEVOD VO, ETLTVYOVV
BeAtioon 1oL SOKNTIKOV EAEYYOL ULEGH KOTAAANA®MYV GULVOEOU®V UE TIG TPEYOLGEG
dpaotnprotnTEG TOV Popia vAomoinons. Ola ta £pya Exovv KOkAO {o1g. AveTLX®G, 0 KUKAOG
€VOG €pyov Oev etval mAVTO EVOLAKPITOG KOl GE KOMOLEC TEPUTTAOCELS OEV UTOPEL VO OPIOTEL.
(Forsberg et al 2000). Opiopévol opyavicuoi £xovv KodlepdOEL TOMTIKEG TTOV TPOTLTOTOLOVY
OAa To pyol pe uovo éva koo Lmng ,evd GALOL erttpémonvy otV oudda d10iknong Epyov va

kaBopicel Tov KOTaAANAOTEPO KOKAO (NG Y10 TO £pY0 NG OUAdAC.
Soppova pe o PMBOK (2000) ot kbkhor{ong tov £pymv kabopilovv:

o [low teyvikn epyacio mpémel va yiver oe kdbe @paon (T.y o€ mow PACT TPEMEL Vol

EKTELEGTEL 1] €pYOGTI0, TOV TTOALTIKOD UMY AVIKOD)

o [lote mpénet va dnuiovpynBovv ta Tapadotén oe kdbe pdon Kot g kdbe mapadoTed

eAéyyeTan Kou emoinfedeTat.
o [lown dropa eumhékovton o kGO edon

o Tloc eléyyeton Kot eykpiveton 1 kb @don

e k@O Epyov umopel va dtokpivovtal whvto ot akOAoVOEG TECoEPIC PAGELS:

i. XAy 100 £pyov, Tov amotelel kot Ty vapén (ong Tov £pyov. ZekvdvTog amd
Vv embopio Yo TNV 1IKOVOmToinon KAToWG avaykng 1 TV EKUETAAAEVGN KATOLOG
evkaipiag, o apytkn 1W0éa e&etdleTon amd dapopeticég okomiég. [lapadotéa avthg
™G PAOoMNG AMOTEAOVYV :

* O xafopiopdg tov £pyov (Project definition)
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* H uehét oxompodtnrog (Feasibility study)

ii. Xyedraopnog Tov £pyov, Apyikd yivetal 1 YEVIKT LEAETT TOV £PYOV, 1] OTTOI0. KOAVTTEL
T YPOVIKT|, TEYVIKT], OIKOVOMIKT] KOl TTOLOTIKT] TAEVPE TOV (YPOVOTPOYPOUUOTIGHOG
EPYOCLOV AMOTIUNON ATOUTNCEDV GE avBp®dTOVS, EE0TAIGUY, VAKE, TOLOTIKES

TPOOLAYPUPES, LEAETT) KIVOOV®V, TPOVTOALOYIOUOG TOV KOGTOVG KAT.). Mg tov. pdvo

N YEVIKN HEAETN yiveTOl AEMTOUEPNG KO KATAANYEL GTO Z¥XE010 TOL £PYOV 1 ZYED10 Opdomg

(Project plan).

iii. Mapaywyn 1 Extéheon tov ‘Epyov. Eival 1 ¢don mov ot EKTIUNCELS TOV HEAETOV
avTikodiotoavTot omd To TPOYLOTIKE 0€00UEVE KOl TTOV TPOGAPUOLOVIOL OTIG
TPUYUOTIKEG OTOLTAGELS, OTIMG AVTEG ekONAmVovTIL og Kanuepivn Paon. Exel
doxpaleTan 1 TOWOTNTA TNG LEAETNC, 1| OPYOVAOTIKT VTTOSOUN TOL £PYOV, Ol EMAOYES
TV avlpOTOV, EEOTAIGUOD Kol OVOADGII®V TOPMV.

iv. @fon oc Asttovpyia Kou wopddoon. Avti N @don anotelel onuaio 6Tt 10 £pyo
EKTELEGTNKE GTT Pdom Tov oyediov dpdong, 0TL ekTANP®ONKaY OAEC 01 GVUPOTIKEG
VIOYPEDGCELG, OTL OEV VITAPYOVV KOVEVOS EI00VG EKKPEUOTNTES KAl OTL TO TOPUYOUEVO

TPOIOV ivar Aueca AEIToLPYIKS Kot a&lOTIGTO.

Epyo Apxeia
CUTTIaOTIKG o
ohoKAnNpuwpEvo £pyou
Atrod
100%, TTapasqTe
bl - - - S
§ KukKAog Zwng 'Epyou
[=%
=
'g ApXIKy [ExeSiaouoy Extéheong AREng
- |
(=] Lxdio
2 -
B EVKPION  Araxs{pionc
Epyou
g f Eplou
(=] Project
= Chafter ‘lr
_____’_,.../
AATD TAAID N TAAID IV
TROOIMOTHTA  LAEAIATMOL KATATKEYH — ENEFXOL — MAPANOEH RAEEMG EFToT T
-tuapéppuan Epyou  -Bookdc Exeliaopség -Mpoepyacicg -{l¢ xoTaoKERGTENKE
-Merreg Exompdrnrag  -Opdda épyou -Epyagicg -Madrpare f padqpara
-Erpamnywog Ixehaopdg  -Koarog ~dowipic -Ikavormoinon rekdrn
won Eyxpran  -Xpovobidypoapjso -AvaBiELsprjoeig
-Dpor Zopfaonc -Mapaxohotinon
~femmop. IyeSaopog
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Symua 3.2 Anuntpidong A. ‘Atoiknon — Awayeipion ‘Epyov’, Exddoeic Néwv Teyvoroyiov,
"Exdoon 4n 2009.

3.5.2 O1 Zuppéroxol Tou ‘Epyou

O1 suppétoyot Tov £pyov givan dropa (project stakeholders) givat dropa kot opyavicpoi Tov
EUMAEKOVTOL EVEPYE GTO €PYO, 1 TV OTOIMV TO GLUPEPOVTO UTOPEL Vo EmNpeachodv g
amoTELECUO TNG €KTEAEOT|G N TNG OAokANpwong tov €pyov. Evdéyeton emiong vo aokovv
EMPPON] OTO £pY0 Kol oT0 omoteAécpato tov. H opdda dloiknong tov €pyov mpémet va
TPOGILOPIGEL TOVG GLUUETOYXOVG, Vo KaBOPIoEL TIC ATUITNGELS KO TIG TTPOGOOKIEC TOV KOl —GTO
HETPO TOV dUVOTOD- Vo SLEIPLOTEL TIG EMOPACELS TOVG OE GYEOT WE TIG OMULTNOELS OQVTEG

TPOKEWEVOD VO SLOCPOAIGEL EVa, ETTUYNUEVO EPYO.

Ot ovppéroyotl €xovv didpopa eminedo evbuvodv kol ££0VOING OTOV GUUUETEXOVV GE val
€pyo ka1 ovtd pmopel va petafAnfovv katd tn didpkeln Tov kKuKAov {ong evog €pyov. H
gvBovn kot 1 e€ovoia TOVg EKTEIVOVTOL OO TEPIOTACIOKES CUVEICPOPEG OE EMBEMPNOELG KoL
ouadec eotiaong UEXPL TNV TANPN Yopnyia Tov €pyov, M omoio TEPAUUPAVEL TNV TOPOYN
TOAITIKNG KOl OWKOVOULKNG VootNpiEne. Ot cOPUETOYOL TTOL OyVOOoUV OVTEG TIG €LOVVEQ
UTOPEL VoL £X0VV KOTOGTPOPIKT ETIOPOCGT GTOVE GTOYOVS TOL £pYov. AvtioTolya, ot SlevbuvTEC
£PY®V TOV AyVOOUV TOVG GUUUETOYOVE TPETEL VO, AVOUEVOLY KUTOOGTPOPIKEG EMOPAGELS OTA

QTOTELEGLLOTA, TOV £PYOV.

Ot x0prot suppétoyot og kdbe €pyo cvumeptapPdvovv:

To d1evBvvTi] TOL £pyov. To dtopo mov givar vtevOvLVo yio T d10ikN oM TOL £pYOV.

Tov meldtn/ yprotn. To dtopo 1 0 OpyaVIGHOG TOV Oa. ¥PNCIUOTOMGEL TO TPOIOV TOL £PYOV.
Mmnopel va. vadpyovv: moAlomAG emimeda mehatdv. [Ma mapdderypo, ot ypnoteg evog
KOIVOUPLOV  QAPUOKEVTIKOD TPOoidVTOG Umopel vo mepAapuPavouy Tovg YloTpovg 7oL TO
GLVTOYOYPOPOVV, TOVG AGHEVEIC TTOL TO YPNGIUOTOLOVY KOl TOVG AGPAAIGTEG TOV TANPOVOVY
YU avtd. T OPIGUEVEG TTEPLOYES EQPUPUOYDV, Ol OPOL TEAATNG Kol YPNHOTNG EIVOL CUVAOVVUOL,
EVD GE GALEG O OPOC TEAGTNG AVOPEPETAL GTNV OVTOTNTA TOL yopdlel TO TPoidV TOV £pYoV

EVD 0 OpOg YPNOTES ivar avtol mov Ba ypnoiorocovy anevbeiag To TPoidyv Tov Epyov.

To @opéa viomoinong. H emyyeipnon tng omoiag ot epyalduevol eUTAEKOVTAL AUECOTEPD [IE

TNV eKTEAEON TNG EPYOTING TOL EPyou.
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Ta pén ™g opdoag Tov £pyov. To GUVOAD TV ATOL®Y TOL EKTEAEL TIG EpYATiES TOL £pYOu.

H opdda owiknong épyov. To pédn tng ouddag €pyov TOL EUTAEKOVTOL ‘GUECH OTIG

dpaoTNPIOTNTEG J0IKNOTG £PYOU.

To yopnyo (sponsor). To dtopo 1 1N OpAdH TOL TAPEYEL TOVG OLKOVOLUKOVS TTOPOVG, GF

HeTpNTA N 6€ €100G, Y10 TO £pYO.

Ov empeaostég (influencers). Ta dtopo M ot opddec mov dgv. oyetilovol Gueco pe v
ATOKTNON 1 TN XPNOT TOL TPOIOVTOG TOV £PYOV, OAAL AOY® NG BE0MG KATOLO0V ATOUOV GTOV
OpYAVIGUO TOL TEAGTN 1 TO PopEn VAOTOINONG, Unopel va. emnpedoovy, BeTIKA 1| apvnTIKE,

v mopeia Tov £pyov.

To I'pagscio Awiknong Epyov (PMO). Av veictator oto popéa vioroinong to I'AE pmopei

VO OTTOTEAEGEL GUUUETOYO EPOGOV EXEL Gpueon 1 Eppeot vBHVN Yo 10 AmOTEAEGLLO TOL £PYOV.

3.5.3 O1 répol Tou épyou

H die€oymyn evog épyov cuvdéeton dueca pe v évvola tov Iopmv (Resources).

Ye kG0 épyo eumAEKOVTOL TEPIOGOTEPO 1) AIYOTEPO AVAAOYO. LIE TO OVTIKEILEVO TOV
épyou:

* AvOpamvor wépor (Human resources)

» E€omhopog (Equipment), dnladn| ot unyavég ko ta epyaleio.

* Avalaoipol woépor (Consumable Resources), dniadn kabe Tt oV KATAVOAMDVETOL GTO
£PYO KO TOV YPEDVETAL GUES GTO £PYO. (TPMTEG VAEC, TPOPT], EVOVOT epyalopuévav
kth). [dwaitepo poro kot onpocio wailovv Ta VAU, 1 dAAMG VALKOL TOpOL

(materials).
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3.5.4 MapdyovTteg TTOU £TIdPOUV OTO Epyo

"Eva antd ta cuvnBéotepa mpofApata Twv £pymv etval ot EVToveg avTimapadEselg
oL dNovpyoHvTaL, ite To £pyo eivar pukpd, W1®TIKS, gite peydro. Avto Bewmpeital
ATOAVTO PLGIKO, SEGOUEVOD OTL LE TO £PYO KOl TO TOPOAYOLEVO TPOIOV TOV,
ONoVPYOLVTOL VEEC KOTAGTAGCELS LE TOAVGUVOETEG GLYVE GUVETELEC.

Ot Baoctkdtepot mapdyovieg Tov, GNUATOS0TOVV TO £PY0, TOCO MG TPOOTAOELN, OGO
KOl O TOPUYOUEVO TPOTOV, etvar ot e&ng:

Owovoukég TapdyovTag, ToL APoPd To VYOS TOL KOGTOLG ToV £pyov. [Toidc Ba
TANPOGEL TO £pY0, TO1OG B eloTpdetl TV weéLeLn TOV, TG KOGTOAOYONKE TO £pYyO
KTA..

* Xpovikog TapdyovTag, Tov aeopd TNV XPOVIK SLIPKELD Tov £pyov. Xpovog Kol KOGTOG
glvar 000 Tapdyovieg otevd ovvoepévol. O ypovog givol cuvaptnorn Tov KOGTOLG KOl TO

KOGTOC GLVAPTNOT TG TOLOTNTAG.

* [TowoTikOG TOPAYOVTAS, TOV YOPAKTNPILEL TNV TOLOTNTA TOL £PYOV.

* Epyaclokég mapdyovtag, Tov amoTeAEl TV poyOKOKOALH TOL £pYOu.

* Kowvovikdg mapayovtac, Tov ennpealetol amd Toug eKAGTOTE VOOV , KAVOVES ,
AVTIAYELG, YEDPLGIKEG GUVONKEG KTA. TOL EKACTOTE LUEPOLG TOV AOUPAVEL YDPO TO

épyo.

* Oeo KOG KoL VOUIKOS TapayovTag, Tov eKQpAleTol 0md TOVE KAVOVIGLOVG KOt VOLOVE

TOL KPATOVG KOl £YOVV GTEVN EMOAPT] LLE T TPOTLTO, TOL EPYOU.

3.5.5 Baoikég M'evikég Ae€i16TnTeg Alaxeipiong evog Project Manager
H £xéoon 100 PMI® «Project Manager Competency Development (PMCD)
Frameworky», meptypdeel 6 Katnyopieg TPOCOTIKOV IKOVOTHTMV TOL TPETEL VO EYEL £VAG

Project Manager.

Avtég etvau
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» Emituyiag & Evépyestog (Achievement & Action)

* Bonfeiog & AvBpomivng Ipocpopds (Helping & Human Service)
* Enidpaonc & Emppong (Impact & Influence)

* Avowikntikég (Managerial)

* I'vioong (Cognitive)

* [Ipocomikng Artotedespatikotntag (Personal Effectiveness)

3.5.6 T1 givai PMBOK
H PMBOK (Guide to the Project Management Body of Knowledge) sivot pua

oLALOYN SlEPYOCLOV Kot KOWE amodekTng Yvdong ¢ Ko tpoktikh”’ (good practice) oto
emoTNUOVIKO medio g Awoyeipiong Epyov (Project Management). O yapaktnpiopdc Kowva
amodektn yvaon (generally recognized) éyel tnv £vvola ¢ M GYETIKN TANPOQOPia pmopei va
epappochel ot mEPLGGOTEPQ £PYQ TOGO GTOV TOPOV. 0G0 KOl GTO UEAAOV KO DTTAPYEL UIdL
“mhatid’ opogmvio. yoo T xpnowdmra e Emiong o opog “’kodn mpaxtikn’’ (good
practice) avagépetal oTn YEVIKOTEPT GLUP®VIR Yio TO. BETIKA amoteléouoTo TOL UTOPEL Vol
éxel og dpopa €pya M KOTAAANAN epapuoyn tov mpaxtikeov g PMBOK. Tavtdypova
ovtog kadiepopuévo wg debvég mpoTumo mapEyel TG Yevikég Paocikéc apyég otn Alayeipion

‘Epyov, yopig va neplopiletol og kdmoio £i60¢g
GUYKEKPLUEVQ, OAAG 0pOPA OLAPOPOVE TOTTOVG EPYMV, OTIMG AOYIGUIKO, UNYOVIKY,

ovtopaTiGHol K.0..

3.5.7 Project'Management Institute (PMI)

To Project Management Institute (PMI) 18p00nke w¢ etaipeio and névie eBeAoVTEG
10 1969. H £dpa Tov etvan 1 Newtown Square, é€m and v Pladérpeila oty
[TevovAPdavia tov HITA. Eyxet dnpocievoetl mpdtuma oyeTikd e T dwayeipion Epymv,
Kol ooryelpileton apkeTd enimeda TN TOTOMOINGNG dlayEIPIoNS £pYymV.

Orav Eexivnoe 1 mpoomdbeto evepyonoinong tov [PMI-GREECE] PMI Athens,
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Greece Chapter 1o 2004, po pikpn opddo avOpdrev Tioteye 0TL N dnuiovpyia
EMOTNHOVIKOD cwpateiov oty EALGSa NTav @ikt kot gvoederypévn. ‘Etot, oty
npocmddeta yio Ty Stddoomn TV apydv Tov Project Management otnv EALGda dote
Ta épya va mapadidovrar on-time, on-budget kat on-specs, 16pvonke otig 8/6/2006 10
PMI Athens, Greece Chapter og EAAnviké TTapdptnpa tov Project Management
Institute (PMI) petd omd cviloyikég tpoondbdeieg 3 etmv. To PMI-GREECE givon pn
KLPEPYNTIKO, UN KEPOOGKOTIKO, EMGTNIOVIKO COUATEIO Kot Asrtovpyel amd To 2004
¢ 10 [EAAviké Tapdptnua tov Project Management Institute - PMI®]

2nuepa 1o PMI-GREECE 6100étet 360 péin mov avtimpocmredovy 230 gtoipeieg
a6 OAOVG GYEDOV TOVG TOUEIS TNG OIKOVOLIKNG dpaotnplotnTog otny EALGda
(mAnpoeopikn, telecommunications, katoockevég, tpémelec, dNUOC1O, TOTIKN
avtodtoiknon, KAm.). A&ilel va tovieBei 6t1 10 2004 10 PMI 8160¢€te povo 30 pédn and
v EAAGSa evdd amd to £1og 2000 £yovv draterécel wg péAN tov PMI mepimov 800

emayyeApatieg tng olayeipiong Epymv.omd v EALGSa.

3.6 The Project Management Knowledge Areas

On teyvucég de&rotnreg mov ypnopomorovvior Pacilovtar o€ 9 YvooTIkég mEPLOYES
tov Project Management Body of Know-ledge (PMBOK®) mov gkdidetot and to
Project Management Institute® (PMI):

Avtéc o1 evnid (9) yvootikég meproyég oo PMBOK® givon ot kétwOu:

* Awoiknon OloxkAnpwong tov project (Project Integration Management)

* Atoiknon @votkod Avtikelpnévou tov project (Project Scope Management)
* Aoiknon Xpovodiaypappatog Project (Project Time Management)

* Awoixnon Kéotovg Tov project (Project Cost Management)
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* Awoixnon Iowdtntag tov project (Project Quality Management)

* Awoiknon AvBpamvev ITdépwv tov project (Project Human Resource Management)
* Aoiknon Emkowvoviav tov project (Project Communications Management)

* Awoixknon Kwdovav tov project (Project Risk Management)

* Awoixnon IpounBewdv tov project (Project Procurement Management)

Awayeipon £pyou

Avroyzipren evomeinons épyov

Avayeipion wediov Eprov

AvanTudn Tou nikdvou Tow Epyou
ExTéheon Tou nddvou Tou Epyou
Ohoxhnpuapsvog Sheyyog avhaydv

‘Evapin

Iyshoopdc Tou nelioy
Ewpappoyt] Tow nebiou
Enchifizvon Touw nebiov
‘Ehsyyos aihayhe neBiou

Awayeipion Tov ypivor oe Eva
Epo

KoBopopds SpacTnpomiTwy
Ahnhowga peTall SpasTnEioTiTEY
Tnohoyowds Tne SifpKog K8
BpooTnpiiTrTag

AwEnTuEn ypovoliey pappeTos

Eheyyog ypovobaypdpparog

Avay2ipLon Tov KOGTOUS EVOS
Epyouv

Avoyzipron mowdTnTes EVeS
Eprou

Awnyeipron avl pamvor
Guvapiket evis Eprov

IysSimopie nopu
ExTignen xoéoToug
Krdpmen npodnohoyiopol kooTOUG
'EASYYOG RETTOUL

Ey=liopd TNG nowTITag
Auaopdcn nokTRTES
'EASYXOS SuCTRpaToS nosdThTag

OpyavuTIRGG oyehoeuds
ANSKTNON NpocomKod
IXnpaTIORSS opdluv SpyaTig

Aoy eipron emkowvevios oe Eva
Epro

TYhioopdc SMKONWVIZS
Samvopn MANDOEOEER
YnoBok'n £xBoong andloong
fupuenTie nepdTwon

AvyeipLon Kiveivon g Eva
Epyo

MpocBinpiepds KnvBivow
MocoTwonoinon knaSivou
Ey=haopds TNG awTIBpaonS oToV
rivELD

'EAsyyog avTiSpacng oTov kivBuvo

Avayeipion mpopn ey oe éva
Epyo

Mooy poupaTiopds npounBeky
MpocBopopdg nydy smhoyis Yo Thv
ENGKTNGN NEOIOVTIY KL UNROSTK
Enitoyf; nopan

Muoiknon cupBdoswy

Kaciopo clupasns

yquo 3.3 [eprypaen Awdikacimv Awyeipiong Epyov
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AvTég 01 9 yvootikég teployés tov PMBOK® amotelodvton amd 42 cuvolikd
Processes (Awepyacsisg) mov aviikovv ce 5 kotnyopieg depyacidv (Process Groups).
* Initiating (Evopén)

* Planning (mpoypoappatiopoc)

* Executing (extédeon)

» Controlling (éAeyyoc) kot

* Closing (x\eioyo).

3.6.1 Alaxeipion OAokAfRpwong ‘Epyou (Project Integration Management)

H yvootikn meproyn g Aayeipiong g OrokAnpwoong Epyov tepiroapfavert tig diepyooieg
KOl TIC EVEPYEIEC TOVL OMOLTOLVIOL (OCTE Vo, ovayvepleBodv, vo mpocdiopioBolv, va
cuvovactovy, va evomomBodv Kot vo cLVToVIGHoUV. 01 JLAPoPES dlEPYOCIEC KAl EVEPYELES
Awoiknong ‘Epyov evioc tov Ouddwv Aepyaciov Aoiknong “Epyov. 1o mepiBdAiov g
dolknong épywv, M 0AOKANP®OT TEPIAAUPAVEL YOPUKTNPLOTIKE EVEPYELDY EVOTOINGTG,
CLYYDOVELGNG, J1POPOONG KAl OAOKANPMOONG OV gival KPIoUA Yot TNV EKTOVIGT TOL £PYOL

MOTE VO, AVTOTOKPIVETUL EMTUYDG GTIG OTALTHOELS TOV TEANTT KOl TOV ALV LETOXWOV.
O1 ohoxAnpotikég diepyacies d1oiknong épymv TePIAAUBAVOVY EVEPYEIEG OTMG OL TOPUKATO :

o Avantoén Karacstatikod tov ‘Epyov- H diepyacio avantuéng tov Kotaotatikod

TOL £PYOL OV €YKPIVEL EMOHUWG £VoL EPYO0 1| Ll OAGT.

e Avarntoén Ipokatopktikig ExOeong ®voikov Avtikeipévov tov ‘Epyov- H
dlepyocio avamTuéng Piog TPOKATOPKTIKNG £KOEONC PLGIKOD AVTIKEWHEVOD TOV £PYOV

OV TOPEYEL 1o VYNAOD ETTEGOV AEKTIKN SLATVTIMOGT TOV PUOIKOD OVTIKEYUEVOL.

o Avantoén Xyediaong Awiknong “Epyov- H diepyocia kataypaens tov evepysidv
OV €lvol. amopOiTNTEG YO TOV TPOGOIOPIGUO, TPOETOOCIN, OAOKANP®OT Kol

GUVTOVIGHO TV GLUVOIEVTIKAOV YOIV HECH GE EVa GYES10 O10iKNoNG £PYOV.

o Awiknon kot Awoyeipion Extéleong "Epyov- H diepyacio g ektéheong tov mov
&yovv Tpocdiopiobei 6To oYEd0 doiknoNg EPpYov MOTE Vo EMTELYHOVV Ol OTOLTHOELS

TOV £PYOL OV TPOGdopicOnKav oTNV EKBECT] PLGIKOL OVTIKEUEVOD.

o TlopaxkorovOnoen wm ’‘Eleyyog Epyoowov ‘Epyov- H  diepyoasio g

ToPaKoAoVONONG Kol EAEYXOL TMV JlEPYUCIDV TOL YPNOLUOTOLOVVIOL Yo TNV
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ekkivnom, oxedlacud, eKTELECT Kol KAEICIHO €VOC £pYOV (DOTE VO EMTLYYAVOVTOL Ol

o1dY01 amdd0oNG TOL £Y0LV 0p1obel 6To GYED10 dloiknong.

o  Oloxinpopévog “Eleyyog Alhayov- H Odepyosio avackomnong Olmv twv
OLTNHATOV Y10 OAAOYEG, 1) EYKPLOT) TOV GAAOYDV OTO TOPAO0TEN KO GTA TEPLOVCIAKA

GTOLYEID OPYAVAOGLUKDV JEPYACIDV.

e Kieiowo ‘Epyov- H depyacia nepdtwong Olwv tav depyacidv oe OAn TNV €KTaoN

Tov Opddov Atepyacidv Atoiknong ‘Epyov wote va kAeicel enionuo éva épyo M o

pdon.

3.6.2 Alaxeipion ®Puoikou AvTikeipévou (Project Scope Management)

H Awyeipion ©voikod Avtikelévoo tov ‘Epyov amotedeital amd ) diayegipion ko
TOV €AEYY0 TOV OTOLTHGE®V TOV £pYoL Kabd¢ kot amd T 6TorKEla Tov Ba TPEMEL va
ovpmepthappavovial og avtod. Zoppova pe 1o PMBOK(2000), H Awoyeipion ®voikod
Avtikeipévov tov ‘Epyov mepihapfdvel tig diepyocieg mOv OmotovvTol MGTE VO
Slo@oMoTel OTL TO €pYo TMeEPIEYEL OAN TNV AmaPpAiTNT £pyacio, Kot HOVO 0T, DCTE
70 £pyo vo. odokAnpwbBel pe emruyia. H dayeipton Ououcod AVTIKEINEVOL 0GYOAEITOL
KaTd KOPLo AGYO [LE TOV OPICHO Kol TOV. EAEYYO TOV Tl TEPIAAUPAVETAL Kot TL O)L GTO

épyo. I'a va emtevyBel avtd to PMBOK(2000) npoteiverl névte Pacikég diepyaocies.

o Yyeowopos Duowkod Avtikeipévov. Eivor m dnuovpyio evog oyediov
Sloyelptong PLOIKED OVTIKELUEVOL TOV £PYOV TO OMOI0 KATOYPUPEL TO TTAG
opiletar, emoAndedeTon Kot EAEYYETAL TO PUGIKO OVTIKEIUEVO KAO®DS Kol TO TG

O dnuovpynBei ko Ba kaboprotei n Aour; Avdivong Epyoaciov (WMS)

e O Opwopiég Duoikov Avtikepévou eivor coppova pe to PMBOK(2000) n
avamTuén. oG Aemtopepoc €kBeong QuokoD  avTIKEWEVOL ¢ Pdon

AVAQOPAC Y10 LEALOVTIKEG OTOPAGEIC GTO £PYO.

o * Anuwovpyia WMS. Tpdkerton yio T Stepyasio TG VITOSIOPESTG T®V KOPLOV
TOPUdOTEDV KOl TNG EPYNCING TOV £pYyov GE LIKPOTEPQ, TEPICCOTEPO

SLoyEPicIUN GVOTATIKA.

o Emai)0sven ®voikod Avrikeiuévoo sivol coppove pe to PMBOK(2000)

1 EMGNUOTOINGT) TNG ATOO0YNG TOV OAOKANPOUEVOVY TAPUIOTEWDY TOL £PYOV.

e ’'Ekeyyrog ®@uoikod Avtikeipévov. Eivor 1o otdd10 KOotd TO OmOil0

TPAYUOTOTOLEITAL O EAEYYOG TOV HALAYDV GTO PLGIKO AVTIKEILEVO TOL £PYOV.
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Ot mopomdve depyoaciec aAANAETIOPOVY HeTalD TOVG KOOMC Kol [E TIG OlEpYOsies OTIg
dAAeg yvooTtikéc meployés. Kabe depyasio pmopel va gumepiéyel mpoondbeia and éva M

mEPLoGOTEPO ATOUA 1] OUAOES ATOU®Y BACEL TGV AVOYKDV TOV £PYOV.

3.6.3 Alaxeipion MoiétnTag ‘Epyou (Project Quality Management)

Yyedwaonog Iowdtnrog (Quality Planning). Tlepihaufavel Ty avoyvdpion ToV TpoTtOinmy

TO1OTNTOG OV GYETILOVTOL LE TO £PYO KOl O TPOGAIOPIGUAC TOL TOC AVTA BortkavomoinBovv.

Extéleon Awocoedahong Ilowdtnroag(Quality Assurance). Eivar 1 geoppoyn tov
OYEQUGUEVMV, CLUGTNUATIKOV OpOCTNPLOTATOV TOOTNTG MOTE VO, S106(paAlchel 6Tl To £pyo

YPNOLOTOIEL OAEG TIG OvVOYKAIEG OLEPYACIEC DOTE VO, IKAVOTOINGEL TIG OTOLTTOELS.

Extéleon Eléyyov ITowetnrog (Quality. Control).Ilpokeitor yioo v mapakoloboOnon
GUYKEKPIUEV®V OMOTEAEGLLATWV TOL £PYOV (DGTE VO TPOGOIOPLEHEL EGV CLULOPPDVOVTOL TPOG
TO. GYETIKA TPOTLTO TOWOTNTAG KOl T OVAyVOPIST TPOTMOV TEPLOPIGHOD TOV OLTIOV )

IKOVOTIOUTIKNG OmOS00NC.

H Awyeipion Iowotrag Epyov mpénet va e&etalel 1060 TN d10iknon tov €pyov 660 Kot
Tov TPOiovTOog ToL £pyov. [Tapd To yeyovog ot 1 Awyeipion [owwtntag “"Epyov epapuoletal
oe OAa To €pya, ave&apTnTo OO TN GVCT TOVG, TO HETPO. KOl Ol TEYVIKEG TTOLOTNTAG £PYOL
elval ocvykekpéva yio kabe THTO TapayoueEVoL TPoidvTog amd to Epyo. [a mapddetypa, 1
dwxeipon modtnTag TPoidvImV AOYIGHIKOD EUTAEKEL SIOPOPETIKES TPOGEYYIGES KOl LETPQL
o’ OTL Ylo TUPNVIKEG Hovadec 1oyvos. Kot otig 600 meputtdoelg ,0ums, epapudlovtal ot

npoceyyicelg g Awayeipiong Iowdtntag Epyov.

3.6.4 Alaxeipion Xpoévou ‘Epyou (Project Time Management)
H Awyeipion Xpovov Epyov (Project Time Management) nepilappdvel tig dtodikaoieg mov
amottoHvTal yuo. TNV Eykatpn mopddoomn tov Epyov. Ot dwudikacieg Awayeiptong Xpdvou givar

ot akOAoL0ES:
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Opwopog Apootyprotitov (Activity Definition). Eivar 1 avayvdpion T@V GUYKEKPLUEVOV
TPOYPUUUATICUEVOV dPACTNPLOTHTOV OV TPEMEL VO EKTEAECTOVV (DOTE VA TTAPUYOOVV To

TOPAO0TEN TOV EPYOV.

Avartoén AkolovOiog Apaotnprotitov (Activity Sequencing). Eivou navayvopion Kot m

Tekunpioon Tov e£apToemy UETAED TPOYPAUUATICUEVOY OPOCTNPLOTHTAOV.

Extipnon Iopoyoyuod Avvamkod Apastiyprotiitov (Activity Duration Estimation).
Eivar 1 extiunon tov apiBuod twv ypovikdv meptddmv mov Ba ypeliacBodv yuo v

OAOKAT PO T®V VILO-Projects tov £pyov.

Avantoén  Xpovodwypappotog (Schedule Development). Eivat 1 depyoocio
TPOGIOPIGHOV Nuepopnviag Evapéng kot AMéng tov épyov. Ilposdiopileton ,emiong, o ypdvog
Suapkelag g kaBe @Aong TOv £PYoV, Ol OTOUTNOEIS TV PACEMYV OLTOV GE TOPAYMOYIKO
Suvapkd Kofdg KOl TOV  YPOVIKOV TEPIOPICUDV TOVG OOTE Vo onpovpyndel 1o

XPOVOSIAY PO TOV £PYOV.

"Eleyyoc Xpovodraypapportog (Schedule Control) . Apopd tov éleyyo tov oAlaydv 6To

XPOVOSIAYPOLLLLO TOV £PYOV.

3.6.5 Alaxeipion Kéortoug ‘Epyou (Project Cost Management)

H Awyeipion Kdotoug ‘Epyov mepthapfavetl tig diepyacieg mov apopodv 10 oxedaoUd, TV
eKTIUNON, TOV TPOVTOALOYIGUO KOl TOV EAEYYO TOL KOGTOLG MGTE TO €PY0 v OAOKANPmOel
EVTOG TV 0pimv Tov TpobmoAoyiouov. To PMBOK (2000) avaépel Ti¢ mapukatom dlepyacieg

vt Atayeipion Koéostouvg Epyov:
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o Awysipion Iépov (Resource Planning).Agopd tov mpocdiopiopd twv mdpov
(avBpomvov duvapukov, VMKGOV ayadov, eEomAooD) Kol o€ Tl TocoTNTEG Oa Tpémel

va yproponroindel To Kabéva and avtd Yo TNV OAOKANP®GCT) TOV £PYOU.

o Extiunon Kéortovg ( Cost Estimating). Eivar | mpocéyyion tov kOGTOLE Yo TOVG

GUVTEAEGTES TOPOLYWYNG TTOV OTALTOVVTOL OGTE VO OAOKANpmBel To épyo.

o TIpovmoroyiopog Kéotovg(Cost Budgeting). Eivor 1 extipnon tov kdéoToug TmV
UELOVOUEVOV dPAGTNPLOTHTMY TOL £PYOV TPOKPUEVOD Vo, OeoTIoTEL 1oL GUVOALKN

EKTIUNOT TOL KOGTOLG TOL £PYOV.

o ’'Eleyyog Kéotovg (Cost Control). Apopd 6reg Tic diepyacieg Tov 0popodV a)Tov
EMNPENCUO OA®V TOV TTOPAYOVIOV TOL OMIIOLPYOLV aAAaYEC otn Pacn kdoTovg P)
TOV TPOGdoplopud ™G Pdong KOoTovS oL £yl aAAGEEL Kol TN Oloygiplon TOV

aAhaydv otav kot kabmg avtég cuupaivouy.

3.6.6 Alaxeipion AvOpwtrwou Awuvauikou Tou ‘Epyou (Human Resource

Management)

H Awiknon AvBpomvov Avvapukod meptlopfavel Tig dlepyacieg opydvwmong Kot
drolknong e opdadog Epyov. Ot depyaocieg Atoiknong AvBpomivov Avvapukcod ‘Epyov

elvar o1 akorovbeg:

o TIpoypoppaticpéc Avopodmvov Avvapikov(Organization Planning). Eivar o
TPOGOOPICUOG KOl 1] KATOYPOen, pOA®VY, €vBLVAV Kol GYECE®V ovaPOpiG OTO

€pyo, KaBm¢ ka1 dnpuovpyio Tov oyediov dlayeipiong TG oTEAEY®ONG.

e Amdéktnon Opadac ‘Epyov (Staff Acquisition). Eivor n andxtnon avipomnivov
SLVOUIKOD 7OV OOUTEITOL Y10 TV OAOKANP®OTN TOL £pyov. Xt MEPLGGOTEPU
épya, dev vhpPYovV «KoAol» avOpmTIVOL TOPOL KATL TOV CMUOIVEL OTL 1] oudda
droixknomng épyov Oa mpénel Ppickel TpOTOVS DoTE Vo dStoPePardver Tt dabécion

avBpmmvol mopot Bo umopoHv vo, avtamokplovy 6TIC AVAYKES TOV £PYOU.

36



o Avantoén Opdadog 'Epyov (Team  Development). Beltioon tov
OVTOYOVICTIKOV TAEOVEKTNUAT®OV KOl TOV OAANAETIOPAGEDV TOL OVOPAOTIVOL
duvapkoy pe okomd T Peltioon g ovvolikng oamddoong tov €pyov. Ot
Meredith xor Mantel (1995) Oewpovv cmovdaio TO YTICWO NG OUAOMG

cuvoyifovtog TNV droyn Tovg G pic TPOTUoT) «

o Awiknen Opadac Epyov(Team Management). ITapaxorodOnon g omddoong
TOV PEADV TNG OUAONG, TOPOYN OVOTPOPOSOTNONG, EMIO0CT TPOPANUATOV Kol

GUVTOVIGHOG OALOYDV TPOKPIUEVOD Vo BeATibeL 1 0mddooT ToL €pyovn.2

3.6.7 Alaxeipion Kivduvwyv ‘Epyou

H Awyeipion Kwéovov ‘Epyov (Project Risk Management) givatl avoyxaio gpécov kabe
project mepthapfavel diepyooiec afefardmntog N piokov, ot omoieg £yovv emidpaocn otnv
emruyio | un tov €pyov. Ot otdyol ¢ dyeipiong Kivdvvav ‘Epyov eivar n peyiotonoinon
¢ TOAVOTNTOGC KOl TOV CUVETEIDV TOV OTIKOV. YEYOVOT®MY KOl 1 EAOYLOTOMOINCT TNG
TOAVOTNTOC KO TOV CUVENEIDV TV ovemBOiuntov yeyovotov. Ot diepyaciec Alayeipiong

Kwdovaov Epyov gival ot axdAovbec:

o Xyedwopog Awyeipiong Kivdvvev (Risk Management Planning). Eivor ot
amoPaoels Yo t0 ¢ 0o mpooeyylobobv, o oyxediacbovv kail Oa ekteleoTodV OL

dpacTNPLOTNTES SLoEIPIO G KIVOUVOVY GE Eval PYO.

e IIpocdropropidg Kivdvvev (Risk Identification). Eivar o kaBopiopdg tov kivéovev

OV UIOPEL VAL EXNPEACOVY TO EPYO KO 1] KOTAYPOPN TOV YAPUAKTNPIOTIKMOV TOVC.

o Tlowtiky Avdlven Kiwvdovev (Qualitative Risk Analysis). Eivor 1 diodikooio
EPAPYNONG TOV KIVOOVOV Yo TEPOUITEP® OVOALGT 1 OpAcT HECH EKTIUMONG Kot

GUVOLAG OV TG TOAVOTNTAG ELPAVIOTC TOVG KOl TV ENTTMGEWDY TOVG.

e Ilocotiki] Avaivon Kiwvdovov (Quantitative Risk Analysis). Eivor n aptBuntikn
avdAvon 1Tng Emdpuong TOV TPOCIOPICUEVEOY KIVOOV@V GTOVG OTOYOVS TOL

GUVOAKOD €PYOU.

o Yysdwoopos Amoxkpiong oe Kwvdvvoug (Risk Response Planning). Eivor 1
avAmTLEN EMAOYADV KOl EVEPYELDV TPOKEUEVOL Vo BeATimBoDV o1 gukaupieg Kot va

petmBovv o1 amelAég Yo TOVG GTOYOVS TOL £PYOV.
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o TlopokorovOnon kar Eleyyoc Kiwvddvev (Risk Monitoring and Control).
Yopemva pe to PMBOK egivar 1 dradikacio tov Aappavel yopo ko’ 6An T Sidpreia
™m¢ Cong tov Project. Tlepihappaver mapakorovOnon v mpocdiopilOpeveoy Kot
VTOAEMOUEVOV PICKOV KOl TPOGOOPIoUO TV Kavovplwv. Emmiéov, meptlopfavet
TIG JwdKacieg exTédeong oyxedlov amdkpiong o€ Kwwdvvoug Kot a&loAdynomn g
OTOTEAECUOTIKOTNTOG TOLG ko’ OAn 1 dudpkeln (wng tov épyov. H woin
TOPOKOAOVONON Kot 0 £€AEYXOC OlOdIKACIOV TOPEXOVYV TANPOPOPIEC Ol OTOoleg

umopotv va fonbncovy 6TV To GOGTH ANYN OTOPACEDV.

3.6.8 Aloiknon MNMpounBeiwv ‘Epyou (Project Procurement Management)

H Awyeipion [popnBeidv ‘Epyov mephapfdvel tig depyaciec mov amatodviol yio v
ayopd 1 v ondKTnom TV avaykoiov Tpoidvimv, LINPECLOV 1 amoTtelecudtov and To
eEntepkd mEPIPAAAOV NG OUAdOG EPYOV TPOKEWEVOL VO €KTEAEGTOVV Ol gpyaciec. O
Opyoaviopodg pmopet va gival o ayopacstig 1 0 Tpoundevutig Tov TPOidVToC, TG LANPESING M

TV aroteAespudtov Pacetl kamolog cvppacng ( PMBOK 2000).

H Awyeipion Ipoundeiwv Epyov mepihapfaver tig diepyoocieg dtayeipiong cvouPacemy Kot
EAEYYOV OALOYDV TTOV OTOTOVVTOL Y10 TN OLOYEIPLOT TV GVUPAcE®Y 1| T®V EVIOADV ayopdg

7OV gkdidovTal amd eE0VGL0S0TNEVO LEAT TG OUAdAG £PYOU.
To PMBOK 2000 avagépet Tic akdrovbeg diepyacieg Aayeipiong [Ipoundeidv:

o  Yyedwuopdg Ayop®v Kol ATOKTI|CEMY. L& 0LTO TO 0TAd10 KabopileTor TL Tpémet va

ayopactei | va amoktn0el KabdC Kot 1o TOTE KO TMG.

o  Yyedwoopog Zoppacewv. X10 dg0TEPO OTASO YIVETOL KATAYPUPT TOV OTULTHCEDY
TOV TPOIOVIMV, LVANPECIOV Kol OTOTEAECUATOV KOl TPOGOIOPIGUOC T®V SVVITIKMOV

TpounfsvT®OV.

e Aimon Amavriioesov IlpopunOsvtov. Xt ovvéyslia yivetor m  amdKTHON
TANPOPOPLDY, OIKOVOUIKDY TPOCPOPAOYV, TAEOO00IDV, TPOCPOPDOV N TPOTACEMY

OTMMG KpiveTal KatdAANLo.

o  Emdoyn HpounBeutdv. X10 614010 0016 £€eTdlOVTaL Ol TPOGPOPES, YIVETOL ETAOYT

peTa&ld duvnTik®V Tpoundevtdv
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3.6.9 Alaxeipion Emikoivwviag ‘Epyou (Project Communication Management)

H Awyeipion Emwcowvovidv ‘Epyov glvol n yvooTikn meployn mov ¥pnoilomotel Tig
dlepyocieg mov amortovvtol ®ote vo. eEacpolcbel n €ykoupr Kot KotdAANAn
onuovpyia, GLALOYN, dtovoun, omoBKELOT, AVAKTNON KOl OPLoTIKY O1dbec TV
TAnpoopldv tov £pyov. Ot Atepyaocieg Awayeipiong Emkowvoviov ‘Epyov mapéyovv
TOVG KPIOIUOVE GUVOESHOVG HETAED avOpOT®V Kol TANPOPOPIOV IOV - ivol
amopoitnteg Yo emrtuynuévn  emkowovia. Ot devbuviéc épywv  umopel va
JOTOVIGOLV ATPOCIOPLOTY| TOCOTNTO YPOVOL GTNV EMKOWVMVIO e TNV-0udda £pyou,
TOVG GULUUETEYOVTIES, TOV TEAATN Kot To Yopnyo. O kdébe eumiekdpevog oto £pyo
TPEMEL VO, AVTIAMOUPAVETOL TO TG 01 EMKOWMVIES emnpealovVv To £€pyo cuvolkd. Ot

Atepyacieg Awyeipiong Erucowvoviav ‘Epyov teptlappdvouv Tig €€ng:

Yyeowoonos Emkotvovidv- o mpocdlopiopids oV TANPOQOPIOV Kol TOV aVayKOV

EMKOVOVIOG TOV GUUUETOY WOV TOV EPYOV.

Awvopr] ITinpo@oprdv- 10 vo yivouv gykaipmg O1006G1HEC Ol OmOUTOVUEVES

TANPOPOPIES TPOG TOVG GLUUETOHYOVS TOV EPYOV.

Ava@opa Amédoonc- 11 cLALOYN Kot davoUn TANPoPopLOVY amddoonc. [Teptlapfavet

TG AVOPOPEG KOTAGTACNG, T LETPNOT) TG TPOOO0L Kol TIC TPOPAEYELS.

AW0iKN o1 ZOpPETOXOV- 1 Slayelplon TG EMKOWOVING DOTE VO IKOVOTOLOLVTAL Ol

OTOUTIOELG KOl VO ETADOVTOL ToL CNTHLLATO TOV GUUUETOY®V TOV £PYOU.

Avtég ot depyacieg aANAETdpoHV petalh Tovg KOOMS Kol UE TIS OlEPYNCieg TV
AoV yvooTikov meploymv. Kdébe diepyacio pmopel va gumepiéyel mpoomabeio amod
éva M mePLocOTEPU ATOU 1) OHddES aTON®Y PAceEl TV avaykdv Tov £pyov. Kabe
depyacio epeavileTor TOLAA IGTOV Hio EOpa o€ pio | TEPIOCOTEPEG PAGELS EPOCOV
10 £€pyo eival Olupeprévo oe Paoels, Av k1 Bempntikd ot diepyacieg mapovsidlovral
®G OKPLTh oTolYElD e GOPMOS KOOOPIOUEVEG OLOIGVVOECELS, TPOUKTIKA UTOPEl va

EMKAADTTOVTOL KO VO AAANAETIOPOVV LE TPOTOVG TTOV OEV TEPTYPAPOVTOL TAPOUTAVE®.
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3.7 Baoikég MeBodoAoyisg TTou XpnoidoTroloUvTal KATA T SIAPKEIX TOU £pyou

[ToA) onuovtikd poAo oe Eva £pYo €YEL O YPOVIKOG TPOYPAUUATIGUOS Tov. Ot dVo
To YVOoTéS pebodoloyieg yw va yivel O TPOYPOUUATIOUOG OvTOC €lvar, 1
uebodoroyia a&oldynong kot mopoakorovOnong épyov (Project Evaluation &
Review Technique, PERT) ka1 n upébodog kpiowung dwdpoung (Critical Path
Method, CPM). Ovclootikd kot ot 8o avtéc uebodoroyieg omnpilovrar otny idia
QUA0coPio Kot avtd €xel oav amotélecua va Bempovvtal cav pio eviaio pEB0dog

TAEOV TTPOYPOUUOTIGHOD Kot EAEYYOV EPYMV.

A@oby homdv ywprotel To €PYo OTIC OMAUTOVUEVEG OpaoTNPLOTNTEG TOL, OTN
ocuvéyela TiBetan ypovodidypappa EvapEng Kot TeEPAT®oNg g kébe dong Kot Tov
dwovvoécewv TovG. Omwg pmopovue vo dovue kot oto. oynua 1.1.3 10 €pyo
anewoviletal o€ Lopen dkTOHOL OOV M KAbe dpactnproTTa aneikoviletan amd Evav
KAo. O kébe xopPog amotelel kot va yeyovog kot ovuPoiilel emiong to onueio
eKKIVNONG Kot OAOKANP®ONG TOV dPAcTNPLOTATOV OV 0pYilovV Kol TEAEIMVOLV EKEL.
Mo va yiver dpwg cwotd N mopondve Oladkacia mpénel va Angbovv v’ oy

KOTTO101 KOVOVES, OTMG:

o Ta va ovuPet éva yeyovog mpémer va £govv oAoKANPwOEL 01 dpacTnPLOTNTES

oL 03N YOV G’ OTO.

e Ta va &exwvnoel pio dpactnpomTo TPENEL vo. GLUPEl TO YEYOVOG TOL

Tponyeiton QVTNG.

e ’'Eva yeyovoc umopel vo ovpuPel povo pior popd, yori aAMag oynuotileton

Bpoyyoc.

e Ola ta yeyovota ANV g £vapEng Kot TG ANENG TOV £PYoV TTPEMEL VoL £X0VV

pio
e dpoaotnplotra TPy amd aVTA Kot pio HeTd.
Ta otdd10 Yo va oyediootel cwotd to dikTvo gival ta eENg:

e Avolvetol To £py0 GE OPACTNPLOTNTEG KOl OTIAYVETOL O OVOAVTIKOG TIVOKOG

OPACTNPIOTATMOV 01 OTOIEG OPLASOTOIOVVTOL GE KOTIYOPiES.
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e X1 ovvéyela oyedtleton £va TPOYEPO JIKTLO LE TN PLGLOAOYIKN GEPH TV
dpaoctnpottOv pe Pdaon tov mivaka Ttev oaAinAieaptioeonv. Katd 1
dlapKe ALTOH TOV GTUOIOV VIAPYEL KL TO EVOEYOUEVO VO TPOKOLYOLV TUYOV
BeAtidoelg tov  dkTOOL  pE  pEYOADTEPM  avdAvon  mo  ohvOetwv
dpaoctnpotitov. o va arogevydel 1o evdeyduevo Adbog oyedioong mpémet
va €yovv AVBEl Ta EPOTALTO Y10l TO TTOLEG OPUCTNPLOTNTEG TPEMEL VAL £YOVV
OAOKANPWOEL TPV apyicel N TPEYOLGO, TOLES OPUCTNPLOTNTES HTOPOVV Vi

apyicoLV LE TO OV TEAEUDGEL M TPEXOVON KOl TOLES OPUCTNPOTNTEG £ivol

aveEApTNTES Kal £Y0VV TN SVVATOTNTA VO, APYICOVV LE TIV. TPEXOVOOL.

Yynua 3.4 Adbog kotd ™ oyedioon PERT daypappatog (www.teiath.gr)

Kotd 10 teAMkd o14d10 avoaovvtdooetar 1o diktvo, PeAtidvetar 1 oyediaon,
aplfpodvtol To YEYOVOTd, GUVTAGOETOL O TEAMKOG TIVOKOS OPUCTNPLOTHTMV KOl O

YPOVIKOG TTIVOKOS TTOV TPOKVTTEL HEGO OO AVTOV.

Aol oyedwotel 10 dbypappo PERT pmopovv va eEayBodv moAd ypnouo

CLUTEPACUOTO GYETIKA UE TNV YPOVIKN OLAPKELD TOL £PYOV.

O Apyikd pmopet va vwoloylotel 0 vopitepog Kot 0 apyotepog ¥povos yia va Aapet
xopa 10 KAOe yeyovoc. O vopitepog ypdvog givor o Mo cOVTOHOS OPOUOG Yo V.
ocvouPel éva yeyovog kot vmoloyileTor Gov TO  AOPOIGHO TGV YPOVAOV  TOV
OPACTINPOTHTOV TOV KATUAYOUV GTO YEYOVOS avtd apyilovtag amd v évapén. H
vopitepn - évapén plog opactnpiotntog 1oobvtal pe T vopitepn AN g
dpPaCTNPLOTNTOG OV TTpoamatteital. Av dgv VIApPYEL TETOWN, TOTE 1 Vopitepn Evapén
etvar 0. Av ot dpactnplotnteg ovTég elvan Topamdve ond pio tdte N vopitepn Evapén
elval n peyodvtepn amd T vopitepeg MEelc. O vopitepog ypdvog evog YEYOVOTOG

1G0VTOL LE TOV UEYIOTO TV VOPITEPOV ANEEDV TOV dPACTNPLOTHTMOV TOV TEAELOVOLY
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OTO YEYOVOC. XTO TOPOKAT® CYNUO QOIVETOL TG TPEMEL VAL £Ivol 0 GVUPBOAICUOG TOV

K&Oe koppov.

Xpovoc Ipaypatomoineng

Nopitepog
XK povog
TI'eyovoToc

Apyotepog
Xpovoc
I'eyovoTtog

Amepoc Koppovo

Yyauo 3.5 Zvpporiopog koupov oe didypopupo PERT (www.teiath.gr)
X éva £pYo 1 YPOVIKT TOL dtapKeLd eEAYETAL OO TO VOPITEPO YPOVO TOV TEAELTAIOV

veyovotoc. o vo vmoloyiotel o apyodTeEPOC YPOVOC €VOG YEYOVOTOG TPEMEL VoL
agopebovy amd Tn SugpKeEW TO £PYov. Ol ¥pOVOL TV OpPOucTNPLOTHTOV TOL
HEGOAUPOVV amd TO GLYKEKPUYEVO YEYOVOS MEYPL TO TEAOG TOoL £pyov. H apydtepm
évapén pag dpaotnploTTog 1600VVaET e TNV apydtepn AMEN ¢ pelov ™ ddpkela
™m¢. H apydtepn MEN woodvvapel pe m pikpotepn apyotepn Evapén Tov gAGEDV TOV

0K0AOVOOVV.

e Mnopel emiong va Ppebel m wpiown owdpoun tov Epyov, OMAad o
avoTNPOTEPOG YPOVIKA dpdpog. Ot dpactnpiotnreg mov £xovv tov 010
vopitepo Kol apyodtepo ypovo ovoudlovior kKpioyleg dpactnploTres. XTI
dpaoctnploTTeg avTEG OV pmopel va vdpéel kabvotépnon agol étot, Ha
emnpeaoctel OAN 1M Odpkeln tov €pyov. Or vmoOlowmeg OpacTNPLOTNTES
ovopaiovtor un kpiowes. Edv evoBodv Odeg ot kpioiueg dpaoctnplotteg tote

dnpovpyeiton ) kpion dadpopun).

o Té&log umopolhv va VTOAOYIGTOVV TO. YPOVIKE mepBmpla TG Kabe pdaong, dniadn n

d10pOPA TOL VOPITEPOL KOl TOL OPYOTEPOL XPOVOL Hiog U KPIGIUNG SLodpPOUnG.

Ta owypappera Gantt sivon ,emiong, €va moAd onuavtikd epyoreio ywoo v
YPOVIKY] peAétn evog  épyov. Il ovykekpipuéva Ppiokovv  ypnon  otov

TPOYPOUUOTICHO LEAAOVTIKMOV EVEPYEL®V GE &va £pYo, oTn dudbeon TOpwV Kl 61N
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dwyeipion g mopelag evog Epyov amd TV AmoOY™ TNG MNUEPOUNVIOG OAOKANPMOONG
Tov. Apa 1 BacikdtePN ¥pNoN TOLG Eivarl 1 TapaKoAOVONGN TG TPOHOOV EVOG £PYOV.
Méoca amd ovtd pmopovv vo gleyyBobv OAheg ol dpacTNPLOTNTES KOl OMOL0ONTOTE
oTLYUN va AAPovv ydpo TUYOV amapoiTnTeg EVEPYELIES YPELGTOVY VO YIVOLV OV KATOoLo

dpaoctnprotnta Eepovyet omd Ta

xpovikd g mAaiocwo. To mio dwadedopévo epyareio yioo ) Snuovpyio TETOLOV
daypappdtov sivar to MS Project. Tha va oyediootel éva didypappo Gantt, tpénet
apykd va omoplOunbodv OAeg ot dpacTNPLOTNTEG TOL £PYOL KOL Ol OVTIGTOLYES
OUIPKELEG TOVG. X T CLVEYELD YiveTal M XApasn TV dPACTNPLOTATOV TAV® GE £Vl
EVIVTIO YPOQIK®OV TAPACTACEWV, oYeO1dlovion OAeG Ol OPUGTNPLOTNTES KOl TEAOG

TOPOVCIALETOL 1] AVAALOT).

Ytov oplovtio Géova evog dwaypduparoc Gantt amewkoviCeton o ypdvog. Boaoikn
npovimdOeom amotelel OAEG Ol O1APKEIEG TOV OPACTNPIOTHTMOV VO LETPAOVIOL LLE TNV
O ypovikr] povada pétpnonc. O dpactnpidtreg tov €pyov cvpuPoiilovror pe

optlovtieg paPoovg Kat To UAKOG TOVG Eival avAA0Yo TG S1APKELNG TOVG.

2000 - 2001
TEN ‘ OKT | NOE ‘ AEK IAN ‘ ®EB | MAP ‘ AMP MAI ‘ IOYN | 10YA | AYT
DATH A [ }J
3
©ATH B N |
T
|
GATHT |
T T
| |
®ATH A |
T T

Zynuo 3.6 Tapdaderypo droypdappatog Gantt (www.sigmanet.gr)

Yvvoyilovtag 6covapopa to droypaupate Gantt opiopévo amd To TAEOVEKTLOTO TOV

Tapovctilovy
elvar o €N
o Eivor mold g0Kolo KOTOVONTE KoL YOPACCOVTOL EDKOALL.
e Eivaryprioya yio ototikd tepipdilova.
o Bonbfdve o drodikacio TG EMCKOTNONG TOV dPpAGTNPLOTHTOV EVOG £EPYOV.

e Xpnoyomotohvtal EVPEWG.
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e Toa mepiocdTEPO TPOIOGVTA AOYIGUIKOD VLTOAOYIGTMOV To £XOUVV Gav Pdon vy

oo HVOEST] YPAPIKAOV.

Avrtictoyo, oplopéva omd To pelovektiuato Tov dwypouudtov Gantt eivor ta

TOPOKATO:
e Eival mohd dOGKOAT 0To1001TOTE TPOSTAOELD AAAAYT|G TOVC.
o Agv €ovv 11 SuVOTOTNTA VA EEI0MGOVY TOV YPOVO LLE TO KOGTOG EVOG £PYO.

e Agv umopovv va BEATICTOTOGOLY TNV KOTAVOUT TOV TOP®V.

3.8 lMNarti Project Management

Agv vrdpyel apeifoiion 6TL 0L 0PYAVICUOL TOV GHUEPOL OVIILETOTILOVV O EMOETIKO
avVTOYOVIGHO amd O, Tt 6TO TAPEAOOV Kol TO EMYEPNUATIKO TEPIPAALOV TNV omoia
dpacTNPoTOlovVTOL Kot elval o 1toitepa Tapayprevn. AvTtd To GeEVAPLo £YEL AVENCEL
NV avAyKN Yo TNV 0OpYoveTIK €vfvvn Yo Tov 1010TIkO Kot ONUOGLo TOpEa,
odNymdVTOG o€  pHeyoAvTepN eoTioom Ko 1 (RTMom  yw. TV EMYELPNOLOKN

OTOTEAECUATIKOTITO KOL TNV OTOS0TIKOTNTA.

H oamoteleopotikdTro Kot 1 artodoTIKOTNTO WITOPEL VoL O1EVKOALVOEL e TNV E16ay®YT
TOV PEATIOTOV TPOKTIKOV OV givon oe Béom va Pertiotomomost T dlayeipion Tov
opyavoTik®v mopov. Exel amoderyfel 011 o1 gpyacieg kol ta €pyo eivor avopola
HETOED TOVG TTOV OOUTOVY SLUPOPETIKEG TEXVIKES Olaxeiptong. ¢ ek ToVTOV, OE Eval
nmepIBailov €pyov, otaeipion épyov pmopet va: (o) vrootnpiel v emitevén tov
£PYOV KOl TOLG OPYAVAOTIKOVS 6TdYovs Kkat (B) vo mapdoyet peyarvtepn Pefordotnta

OTOLG EVOLOPEPOUEVOLS OTL 01 TOPOL d1oYEIPICETOL AMOTEAEGLOTIKGL.

‘Epevvo, amd Roberts kar Furlonger oe po pedétn tov cvomnudtov mAnpoeopiov
£PYOL OOOEKVOOLY TG M ¥PNoN €0A0Ya AemTopepnc pebodoroyia droxeiptong tov
£pyov, o€ ovyKplon pe &va yorapd pebodoroyia, BEATIOVEL TNV TOPAYOYIKOTNTO KOTA
20 ¢wg 30 to1g exotd. EmmAéov, n ypfion G Tumomomuévng doung otoeipiong Tov
£PYoL Yo €pya Umopel va O1EVKOAVVEL: (0L) 1 ATOCAPNVIOT TOL TESIOL EPAPLOYNG TOV
épyov, B) T cVHEOVIO TOV GTOY®V Kol TOV GTOY®V Y) TOV TPOGIOPIGHO TOV TOP®V

oV omottovvTon d) TN S1aGPAAIon TG A0YOd0si0G Yo TO OMOTEAEGUOTO KOl TIG
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eMOOGELS €) Kot evOappHVOVTOS TNV OUAON TOV TPOYPAUUATOS VO, ETIKEVIP®OEL 6TOVG
TEMKOVG 6TOYOVG oV TPEmeL vor emttevyBovv. EmmAéov, n épevva delyvel 6Tt 10 85-
90% tov £pymv  amoTLYXAVOUV VO TOPAOMCEL GTNV MPO TOVG, CYETIKE WE TOV
TPOUTOAOYIGHO KOl TNV TOWOTNTO 7OV TEPUEVEL Kavelg amd v amddoorn. Ot

KUPLOTEPES OLTIES TOV EVTOMILOVTOL Y10 TNV KATAGTACT] GLTY £Ivol 01 TOPOKAT®:

"EXhenym éyxopn emiyelpnpatiky] SikatoAoyohv 1o £pyo

Aca@eig Kot ampocsdidploTol GTOYOL

H éMherym emkowvoviog kot g otoyeipiong LETO WV

Ta amotedéopata 1 / Kot To 0@EAN dev opilovtal GOOTA 0 PLETPNOLLD LEYEDN
"EXhenym edéyyov g mototnTog

Koakn extipnon tov didpkela kot 10 KOGTOG

O avemapKng optoprds Kot 1 arodoyn TV pOA®V (StakvBEpynong)

G N o 0 B~ w D P

Avenapknc oxedlacidg Kot GUVIOVIGUOG T®Y TOPMV.

®o mpémel va TovioTel OTL T aitTio Yio TNV amoTuyio vo Tapadofovv Ta £pya oTnv
MOPO. TOVG, OYETIKA UE TOV TPOVTOAOYICUO KOl TNV TOWOTNTO TNG OVOUEVOUEVNG
amodoong o HmopohooV Vo OVTIHETOTIOTOOV LE TNV EQOPUOYN TOV TPOKTIKMOV
dwxeiptong tov €pyov. EmumAiéov, ) amotuyio va mopadobovv to £pya 6Ty dpa ToLG,
OYETIKO L€ TOV TPOVTOALOYIGUO. KOL TNV TOLOTNTO TNG AVAUEVOUEVNG OTOO00TG, OEV

onpaivel aroapaitnro 6Tl T0 £PY0 HTov 1 1ot Piol amoTuyia.
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KepdAaio 4

Biounxaviké ‘Epyo

O évvoleg mov oyetiCovtol dpeoa pe éva Plopnyovikd £pyo €ival 1 TOAVTAOKOTNTO KoL 1|
naykoopionoinon. Kabe €pyo pmopei va givor moAOTAOKO 1 ToyKOGUIO0. XOPOUKTNPLOTIKO
TapAderypa TETO0V £pyou givan To yTioo TV Topapidmv g Aryvntov. [ap’ 6Aa avtd ot
GLYYPAPELG OTAV OVOPEPOVTOL GTNV TOAVTAOKOTNTO TOV GUYYPOVOV- EPYOV TNV EPUNVEDOVY
®G OMOTEAECUO TOV OAAOYDOV TOV OTOITHCE®V TOV TEANTOV Kol TNG KOLATOVPOS NG

kowwviag (Kruglianskas & Thamhain 2000).

4.1 NMoAutrAokéTtnTa ‘Epyou

To yeyovog 611 Ta €pya £0VV Yivel MO TOADTAOKN GAIVETOL VO EIVOL TPOYLOTIKOTITO, OKOUT|
KOl €Gv 1 £vvoto T moAvmAokOTNTaG deV €xel oplotel okoun pe akpifero ( Williams 1999).
[op’ 6Ao mov TOAAOL SLOXEIPIOTEG EPYMV. £YOVV YPTCULOTOUGEL TOV OPO KTOAVTAOKOTNTA
£pyovn, dev vmapyel akoun axkpipng opiopdc yU oavty v évvola (Williams 1999). H
TOALTAOKOTNTO €VOG £pYov opileTar amd TOAAOVG TAPAYOVTEG , OO TOVG OMOIOLG O TLO

oNUAVTIKOG glvar To uéyebog tov Epyov.

o
L
w
-’

[*)

]
]

o

=
o

Project Complexity

Yynua 4.1 Project Complexity
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H molvmlokdmra tov onuepvav €pywv Bewmpeitar pio akdpn TPOKANGT Yo, TOUG
dwyeplotéc tov Epymv. H texyvoroyia eival kabBoplotikdg mapdyoviog yio KaOe emyeipnon
Kol EMOPA OTIG OPACTNPLOTNTEG TV EpYwV o€ KaBe TOMO emyeipnong (uecaio 1| pEYOAN,
duooia i kuPepvntikn). Zopueova ue tov Baccarini (1996) 6vo tHmol TOALATOKOTNTOG
umopel vo mpoKLYouV oE €va £€PY0 1 OPYOVOTIKE TOAVTAOKOTNTO KOl TEXVOAOYIKN

TOAVTAOKOTNTA.

4.2 Mpoypappa

O 6pog mpdypappa ypnoyomoteitar cuVNOOE Yoo TNV TEPLYPOPN TNG OPYOVAOCNS KOl TMV
SLOOIKOG UMY OV YPTCLLOTOLOVVTOL Y10 TOV GUVTOVICUO TV £pyav. O dpog TpoépyeTol amd T0
oTPATO OOV YPNCUYLOTOLOVVTAY Yo TNV TEPLYPOEN TOV S0dIKACIOV TOV ETPETE VA Yivouv
®ote va oAokAnpmBolv ta €pya mov Tovg elyav avoatebei. H dwoiknon mpoypdppatog

avaAapfaver ,cuvnbmg, TNV 0pyYAvVOGCT] TOV VITO-EPY®V.
Y KOTO1 TOV TPOYPOUUATIGLOV EPYOV EIVAL VA :
o Aciyvel T oyéon ¢ Kabe dpacTnploTnTag LE TIG AALEG KO e OAOKAT PO TO £pYO
o [Ipocdiopilel Tig oyéoelg arAnieEaptnong Hetald TV dPACTNPIOTHTOV
o EvBappiOvel tov kaBopiopd peaMoTIKOV EKTIUNCEMY TOV XPOVOL Kol TOL KOGTOLG
Kkd0e dpacTnpLoTNTOC.
e Bonbfd oty kaAdtepn a&lomoinon tov avipdnmv, Tov YPNUATOV Kol TMV VAIKOV

TOPWV EVTOTILOVTOS T Kpioa onpeio GLUEOPNONG LEGH GTO £PYO

4.2.1 Programvs“Project Management

Y& TMOAEC emyElpNOELS, 0 Opog TTPOYpappa Tpocdiopilet ite éva oHVOETO AVOTTVGGOUEVO
€PYO0 ATOTELOVUEVO OTO TOAAG VIWO-Epya €lTE OO Evav GOVOETO 0pyavIGHO TOV avaAdpPAveEL
épya . Hapdaderypo této1ov opyovicpov ival o otpatodg pag yopoc. Ilap’ 6Aa avtd, o pdhog
TOV program manager dev da@épel ToAd amd Tov pOAo Tov project manager ektdc amd to
KOPOG TG B€ong mov Kat€yovv. EeKvavtag TV lepapyio amd 1o YounAOTEPO eminedo
oLvavTOVpE TOV Project manager, otn cvvéyelo. Tov SENior project manager kot téAog tov

program manager.
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Y& kamoleg GANEG emyglpoelc 1 dldkpion eivar modd mo Eekdbapn. O podriog Tov project
manager sivar va dwayepileton éva uoévo €pyo evdd o pdAog Tov program manager sivor va
Swyepileton moAAATAG €pya cvyypdvme Kol va, BETel «kovovee» ot omoiot Ba Pondrcovv
oTNV JlEKTmEPAimOT avTdV TV Epywv. o mapdaderypo £voc dtayelptotig £pyov cuvhiBwg
opilel T pétpnomn g TOLOTNTOC TOV £PYMV, TNV Ja)EIPIoT TOL o)EdI0L Kot TIG dLodIKaGieg
OV OOLTOVVTOL Yio TNV OAOKANpwon tov. ‘Evag dayeplotig mpoypappotog otayeipiletal
TNV enKovaVvio HeTa&d TV HEAMV OV gpYALovTal Yo To S1Apopa £PY0. EVOS OPYOVIGLOD KOl
nmpoonabel vo ADoEL TIg GVYKPOVGELS HeTaED avuTtdv. TToAAEG popéc 0 pOAOG TOV dlaElPloTh
TPOYPAUUATOG EIVOL TAPOWOLOG LE OLTOV TOL JLAXEIPLOTH TOPOV. AToeacilel mola dropa Oa

gpyaoTovV og Kabe €pyo kar oo Tufpa Bo avaAdfel To kabéva amd avTd.

[Mop’ 6ha avTd N ATOWYN TOL VIEPLGYVEL Eivar OTL 1| O10iKNON TPOYPAUUOTOC GE avTifeon Le
N Jloiknomn £pyov mopEYEL dtoiknon yio ToAAG aveEdptnta peta&d Tovg £pya T omoia av
emtevyfovv eKmANpOVOLY €vov 1 TEPIGGOTEPOVG GTOYOVS oG EMLyeipnong. Avtd €xel ®G
ovvémela v avénon g anodotikotnTdg tne. ‘Etot, i drolknon mpoypappotog kaAdntel o
npoPAnpata e dtoiknong Epyov Kot eoTlalel Kuplog oTIS AvAYKES TV TEANTMV (EEDOTEPIKMOV

KOl ECOTEPIKDV).

Program

Project

"Eva opyoavopévo oyxédlo

Eivar o dadikacio yio v emitevén evog

GUYKEKPIUEVOL OTOTEAECUATOC

Tic mep1ocdTEPEG POPEC OEV EYEL TEPLOPIGUO

YPOVOL

"Eyel ouykexpipévn ypovikn d1apreia

[Ipocapudletar 0TI aVAYKES TNG EMYEIPNONG

"Eyer ovykexpipévoog 6tdyovg

YuvnBog TeptapPaver Tn doyeipior TOAL®Y
Oepdrov pag emyyeipnong

IMeptiapPdver ™ Odwyeipion &vog  podVo

0¢patog pag emyeipnong

Eotdler omv  Béomion  otdyeov kot | Eotialel oty emitevén wog aiiayng 1 evog
GTPOTNYIKNG 6TOYOL

O program manager dievkoAdver NV | O So(EPIOTNHG TOV £PYOV EXEL GUYKEKPLUEVES
emkovovie  petald tov  vadAowmwv | SpacTNPLOTNTES Yo TNV NITEVEY TOV £PYOL

OLOEPLOTMV TNG EMLYEIPNONG
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ynua 4.1 Differences between programs and project (Pellegrinelli 1997)

4.3 Mapdyovreg emiTuXiag otn Aloiknon evog Biounyavikou ‘Epyou

O Balachandra (1984) éysi opicer tovg mopokdte 10 mopdyovieg emitvyiog evog

Blopnyovikov épyov :

e O opiopdc EexdBopov oTOY®V.

e Hvnootpi&n amd v mhevpd g d1oiknong.

e O TPOoyPOUUATIOUOS TOV €pYoV, ONAGON 1 HETOTPOTN TOL GTOYOL, KOl TV UETPOV
amddoong o€ Eva PIKTO TAGVO.

¢ H ovvepyasia pe tov meldrm.

e Ofpata mposomikov: Edv ot didpopot gumiexodpevol 610 £pyo de STNPOVY KOAES
OY£0ELG, M EMLTLYIN TOL £PYOL Elval AUEIOPNTOVUEVT], KABDG 1 KOAN cvuvepyasio Kot
N 0QOGi®moT 6To £pY0 €lval AmAPOLTNTES Yol TV ETLTUYIOL.

o Teyvikd Bépata: H teyvikn Katdption Tov TPOCHOTIKOD Kol 1 EKTANPMOOY| TOV
TEYVIKOV TPOSIAYPAPDV TOV £PYOU.

e H amodoyn and tov meAdtn, mov mpodmobétel cuveyng consultation pe tov meldtn
ka0’ 6Ao tov KOKAo NG evog Epyov.

e O £&leyyog TOL £pYov LE GLVEYN PON TANPOPOPIOV GYETIKO UE TNV TPOUYUOTIKN
TPOOJO KOl OVATPOPOSOTIOT MGTE Ol OMOLEG TAPEKKAIGELG AO T, aPYLKE TAAVO VoL
dtopbmBovv epdcoV Yivouy avTIANTTEG VoI,

e H egmkowavio kot 0 KOAOC GUVTOVIGHOG AVALESH GTOVG GUUUETEXOVTEG GE KGOE pdon
TOL £pYOU.

e H emilvon mpofAnudrwv.

Ot Ttopamdve TopayovIes OmOTEAOVV YEVIKES YPUUUES KaODG kdbe Epyo elvar povadikod Kot ot

WO1TEPOTNTES TOV ATTALTOVV SLAPOPETIKO XEPIGUO KOTA TEPIMTWOOT).

4.4 NMNaykéouio ‘Epyo

Me t0ov 6p0o TAYKOGUIO £pYO YiVETOL OvO(pOpd G £va £pY0 TTOL To, UEAT TOov Ppiokovial o€
SLOPOPETIKE YEWYPOPUKH GNUEIN Kol TPOEYOVTOL A0 SLOPOPETIKEG YD PES KOl KOVATOVPES. [
va ohokAnpwbel pe emruyio éva TaykdoUo £pyo to PEAN Tov Ba mpémetl vo. Bpovv Tpdmovg

EMKOVOVING OOTE 1] CLVEPYACIN TOVG VA ETPEPEL TAL KOADTEPO, SVVATH ATOTEAEGLLOTH GTOV

49



opyavicpd. Oa mpémel ,oniadn, vo Eemepdcovy mpoPAnLaTe Tov OMovPYoLVTOL ATd TNV

OTOGTOCT) OV VILAPYEL OVAUEGH TOVE, TNV JLAPOPETIKT] KOVATOVPA K.AT.

4.4.1 A1oiknon d1a@OPETIKNG KOUATOUPOG TWV HEAWV VOGS TTAYKOOHIOU £pyOuU

Me tov 0po KOLATOVUPO EVVOOVUE OTIONTOTE OMOKTA O (vVOP®TOC TO 0moio dev
opeiletan oe yeveTiKr] kKAnpovopd. AnAadr 1 KOLATOOpa EUTEPIEYEL TNV. DAIKN Kot
TVELUATIKY] KANPOVOULA o opydvewong : epyaieia, MO, £0wyo.. Kot’ enéktoon n
KovAtovpo  kabopilel ocvykekplévovg TOMOVG ovumeplpopds. Méoca o évav
OPYOVICUO 1 CGULUTEPLPOPH TOV OTOHMV EAEYYETOL KOl mOPaKOAovOeiTal Yoo va

eEACQAMOTEL 1] TP O™ TOV KOVOVIGUDV .

O Adyog mov 1 KOLATOVPO £XEL ATOKTNOEL TOGO UEYAAN onpacio ival 6Tt epeavileton
VO GUVOEETAL GTEVA [LE TNV OMOTEAEGLOTIKOTNTO TNG OPYAvVOoNS. AVTO opeidetan og
dvo mopdyoviec: TPOTOV VRAPYEL OTEVH Oxéom UeTaEh KOLATOLPOG KOl TNG
OTPATNYIKNG OPYOVOONG Kol OgVLTEPOV YTl Ui oYVpn KOLATOVpa Tpolmobétel
ueyaAdTeEPT CLVEIGPOPA ek uépovg tv. epyalouévov (Aderson,A.H. & Kyprianoy,
A.1994).

IMa vo propéoet éva opyavmTiKO GTEAEXOG VO APOLOIMGEL T VEX CLTH OPYOVIOGLOKN
KovAtovpa ypewaletar va yiver pékog g, va evtaybel ommv Swdwocion G
OPYOVOGCIOKNG KOLVOVIKOTOINGNS, VO VITOGTEL Uit GEPE KUPMOGEMY, OVTAUOPOV Kot
méoewv. O1 épevveg tov Hawthorn éyovv amodeier 611 ov epyalouevol eivor
KOWMOVIKG OVTO KOl OTL 1| COUTEPIPOPE TOVG KOTEVOVVETOL OO TNV AVAYKN TOLG Vo
yivouv amodektol amd Toug ALOVS, VO KATOGTOLV HEAN TG opydveoons. H kovAtovpa
amodidel vonua ota KoOnueptvé yeyovota, KOTELOLVEL TNV OVTOTOKPION WOG OTO
ovYypovo Koopo. Mag Bondd va coppeptllOHOCTE KOWES EVVOIEC KOl OVTIOPACELS UE

ToVC GAAOVC Ko Kot' emékToon Hoc cuvoéstl nall Touc.
n n

Ot opiopot yia v KovAtovpa motkiAlovy. AAAot toviCovv otoryeio Ommg 1 ekpdOnon
Kol 1 ovuuetoyn. (Jacques,E. 1952) . AAlot olvovv Eppacn ota WO0VIKH, TIg
nenonoelg mov eivar Pobia plopéves. (Harrison,R. 1972) Tevikdtepa, 6Aot ot
opopol cvykAivouv 6to OTL 1 KOVATOUPO. AELTOVPYEL GUVOETIKA Yol TNV OWUAda,
av&AvovTag TNV GLVOYN Kol TNV KOWW®MVIKY] GLYKPOTNON TOV GLVOAOL . H kovAtovpa

dev glval amAwg éva oTud {oNg, TEPIAAUPAVEL TOVTOYPOVA OPUCTIKOVS EVEPYNTIKOVS
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unyaviopovs. H ocoppdpemon eivor dopikd ocvotatikd yioo pio kKovAtovpa. Ot

0PYOVMGELS Sl ®mPilovv TNV KOVATOVPO GE dVO £10M).

Amo v pio TAELPA VILEAPYOVV 01 OUOIOUOPPES KOVATOVPES, EKEIVEC OV EMITPETOVY
ONrodn eldyioteg amokAioels and Tig TeEmMO1ONCELS, Ta 010 KoL TV GLUTEPLPOPE TV
atopov. AT VvV GAAN VTAPYOVV Ol TOIKIAOUOPQPES KOVATOVPEG Ol  OTOLEG
EMOEIKVOOLV EAOGTIKOTNTO KOt EEAPOVY TOV OTOMKIGUO KOl TV TPOSOTIKOTNTA. X’
évav cOyypovo yopo epyaciog m onuwovpyio Kot 1 OWTNPNON OGS KOWNG
KOVATOVpOG, dtopaiveTar eEonpetikd dVOKOAN, Kt avtd yati arovordlel o kowvdg
YDPOG GLVEVPESTG TOV EPYULOUEVOV MOTE VAL LETAAAUTOOEVGOVV. HETAED TOVS KOWVES
a&leg ko apyés. Qot1000, 1 VITOPEN KO 1 LETAOOOT UG KOWNG KOVATOVPOS KpiveTan
TEPLGGOTEPO OMAPAUITNTN OO TOTE pE TNV Evvold OTL AEITOVPYEL (G CLVOETIKOG KPIKOG
0 omoiog TapEyel 6TOVG epYalOUEVOLG Lo aicOnor TavTdTTag Kot epmetochvie. [a
™MV SWUOPE®OOT MG KOWNG KOVATOVPOS Kpivovior. amopoitnto e€mtd  Prjpota

(Naudauser,P C, Bender,R. & Stromberg, K.L. ):
® 1] GLYKEVIPWOOT TOV EPYOTIKOV OLVOLIKOV,
e 1 opoBétnon tov,
® 1 ekmaidevon,
® To HETPO KO O OTOAOPEGS,
e o1 kowég adieg,
e 01 pvbot Kot o1 wapadOsELS,
® TO POAOL KON TON LOVTELQL.

Ta mopandve PApato Kpivovtorl amoapaitnta 1000 ylo pio Tapadocsloktn OG0 Kol Yo
pia oHyypovn opydvwon. BéPara ot dapopég eviomiCoviar oto OtL 1 deKmepaimon
TOV AVOTEP®OV PNUATOV YiveTon SUCKOAOTEPT GE Uia GUYXPOVT Opyavmon €5’ artiog
™m¢ oamdotoong petabd tov epyalopévov. Am’ v GAAN pePE M OlapUOPPOON
HOGKOIVIG KOVATOVPOS KPIVETOL OKOUO, O EMTOKTIK OOTE Ol OTOUAKPLGUEVOL
epyalOUEVOL VO E0TIAGOVV GE KOWOVG oKOmovs. Ot mapadociakés pébodor Exovv

exhelyel Ko povadtkés dikieldeg aocpaieiog teivouv va gival n apocimon 6g Kowd
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wavikd kot oieg, oe pia ko kovAtovpa.(Naudauser,P.C., Bender,R. Ko

Stromberg,K.L.

I'o v emtoyio kGOe Epyov o project manager Oa mpémel vo Ppel TPOTOVE MOTE Va,
YEQPUPMOOEL TO YACUO EMIKOWVMOVING OV ONLOVPYEITOL HETAED TOV GUUUETEXOVI®OV
AOY® ™G SopopeTIKNG KovATOoVpag Tovs. Ot Tpdmot avtol Ba mpémet va fpebovv kot
va Yivouv amOAVTo KATovonTol omd To LEAT TOL GUUUETEYOLV GTO £PYO ,MTPLV OKOUN

avTo EEKIVIOEL , OOTE VO OmoPELYHOVV OGO TO dLVAUTOHV TEPIGTOTEPES TOPEST Y OELS.
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KepdAaio 5

NMpoodiopIcuog TTPOBANUATWY EVOG TTAYKOOMIOU £PYOU

¥t onuepwn emoyn ta projects avtipetonifovior cov kabikovta to omoio TPEMEL Vo
0AOKANP®BOVV GE GUYKEKPIUEVO XPOVO GTO TAOICLO LOG ETLYEIPTOTG, EVOG OPYOVIGUOV, TNG
kowaviag kKA. H ypion tov projects dievkodbvel tnv kabnuepvi povtiva piag extysipnong/
OPYOVIGHOD €QOCOV (PUGIKA VTAPYOLV Ol JBECIHol TOPOL Yo TNV OAOKANP®CN TOVL.
YnevOvvoc yio v kafodnynon Ko oAoKANpmon avTdv TV £pyev gival o project manager.
Ta projects umopei va givor og omoladnmote popen M péyebog. Ta 1o Adyo avtd o1 YvAGELS

TOV S10YEPLOTH TOVG Ba TPEMEL Vo ToKiAovv.

‘Evag thmog €pywv to omoia mapovctdlovTal 0A0Eve Kol TEPIGGOTEPO TO, TEAEVLTAIN YPOVIK
elvar To Taykooo £pyo To omoie, omoTEAODY To BERA VTG TG TTVYLaKNG epyaciog. Eva
TOYKOGHIO €pyo givol yemypagikd xatoavepmuévo. Lo v oloxAnpwon tov epydlovron
GvOpmTOlL OmO SLOPOPETIKEG YDPEG UE OLPOPETIKEG KOVATOVPES. TNV TAPOVOH TTUYLOKN
gpyooio yivetal avaeopd oe £va TAYKOGO. £PY0 Yo TNV €MiAvor Tov omoiov gpydalovrton
dTopa omd SLPOPETIKOVG opyavicpovs. Ilap’ 6Aa avtd AOY® cvyywvehloewy 1 e&ayopdv TV
OPYAVIGU®V oVTOV To PEAN TOVG cuvepyaloviol Tpocmabmvtag va Bpovv T PEATIoTN Avon
o€ kG0e TPOPANLLA TOV TOVG UTACYOAEL EXOVTAG (OG ATMTEPO GTOYO TV KAALYT TOV OVOYKOV

TOV TEAATOV TOVE GE OLO TOV KOGLLO.

Mo moArobg 1 dayeipion . evog TaykOGUIOL £PYOL €ivol TOPOUOLN. LUE OVTN EVOG EPYOV TTOV
Aappdvetl ydpa og pio uévo tomobesio. o mopdadetypa o1 dadukacieg mov amaitodhvTot Yo
TNV OAOKANP®OGT €VOG €PYOV OV AdpPavel yodpa o€ pio Totobecio OTmg 1 Béomion otoywOV
KO TPOYPAUUATOG EIVOL ETTIOTG OTULAVTIKEG KO TNV avAANYN Toykoouiov Epyov. H Stapopd
oTN OlYEIPION TOV. TOYKOCUIOV EpYmV €lval OTL GUYVE TPOKLILTOVY TPOPANUATO TO, OOl
moté Ogv B0 TOL AVTIUETOTICEL KATOL0G OV OOYOAElTOL pE €va €PY0 7OV TO. GLTOMO, 7TOV
eumAékovior pe ovtd Ppiokoviar o pion cvyKekpluévn yewypagikny tomobecia. Ta
TPOPANUATE. AVTA SLOPOVVTOL GE TPELS KOTNYOPIES :YEDYPOUPIKE, OPYUVMTIKO KoL TTOALITIGTIK

KOLL OVOADOVTOL TOPUKAT®.
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5.1 Fl'ewypa@ikd MpoBARuara

H ondotaon petald tov doedpov onueiov Tov £pyov dnpovpyel ouyvd mpofAiuata oty
emkovavia petald tov pHekdv mov epydlovior yi' avtd. Xe OAa o £pya ivor amapaitnto vo
0p1OTOLV KAVAALL ETIKOWVOVIOG TPV TNV EvapEn TOVE. XT0 TUYKOGUID £PYO 1 OVAYKT OLTY|
elvar akéun mo évtovn aeod M mOavOTNTO TNG SWMPOCOTIKNAG EMAPNG €§ouTiog NG
amootoong etvan meplopicpévn. H ypryopn avamtuén tng teyvoloyiog TapEyel apKeTa HECH
eMKOW®Viag ta omoia fonbovv oty kdAvym tov TpoPfAnudtov Aoyom “Tng amoéctoong. o
TOPASELYLD, Ol BIVTEOKANCEIS £YOVV UEIMOEL TNV AVAYKT Y10 SOUMPOCOTIKEG GUVAVTIGELS
map’ OA0 WOV OgV PTOPOVV VO TIC OVIIKOTOGTHGOLV TANP®G: Emiong onuovikd péoa
EMKOW®OVING T 0Toio uwopovv va fondncovy ta néAn piog emyeipnong 1 evog opyavicron
etvar to email, to fax kot to mAépwvo. A&ilel va onuelwdei 6t Ta KovaAlo extkovoviog dev
UTOPoHV VO SOVAEYOLV ETOPKMG EAV OEV VILAPYEL EUMIGTOCHVT] LETAED TV HEADY TOL £PYOU.
[Mop’ 6la ovtd, ot mOuvoTNTEG VO avamTOEOVY T MEAN €VOG TOYKOGUIOV £PYOV GYECELS
EUMIOTOCUVNG €lval TOAD AyOTEPEG GO OWTEG TV UEADV: EVOC £PYOV UIOG GUYKEKPIUEVNS

tomobeaiog.

Ot dloQOopeTIKEG YPOVIKEG (MDVeEC LETAED TOV. YOPOV Tov Ppickovtal ta PEAN €vOG £€pYOV
OmoTELOVV LEMiONG, €UmOd0 oTnv emwkowmvia. [ mopddeiypo petald TG KEVIPIKNAG
Evpanng kot g Avatolikng Apeptkng vrdpyel dtapopd €1 wpav. Av vmobécovpe 6Tl ot
epydotpes mpeg etvar amod tig 8:00 .y péyxpt T1g 5:00 p.p Tal dropa avTdV TV V0 OPYUVIGUMV
UTopohV Vo, EMKoveaviicovy uetad toug uovo tpelg dpeg v nuépa. Eivar eavepd ot og
MEPUTTAOGELS OTWC ALTN 1) EMKOWOVIN HeTalh TV epyalouévav gival dlaitepa meplopiouévn

KOl G€ KOTOEC TEPUTTMGELG ALOVVATT).

H ondéoctaon kor ot Opopetikég ypovikés (mveg mPochiTouv GTOVG TAYKOGUIOLG
OPYOAVIGLOVG KOl GTIG TOAVEDVIKES eTapiEG EMMALOV KOGTOG. L€ MEPIMTOCELS ONWS AVTES TOV
avoQEPOMKY TOPOTAV® TO VED TEXVOLOYIKA UEGT, OTTmG ot PrvieokAnoelg, To email kot to fax
dgv umopovv mavta vo Pfonbnoovv ®cote ot gpyalOUEVOL SLLPOPETIKDOV OPYOVIGUDY VO
emKowvmvnoowy petald toug. H katdotaon yivetar akoun mo dOGKOAN Otav 6gv vrdpyel
eumoTooHvVY HeToEy TV epyalopévav. I'a to Adyo avtd o dTopo OV EUTAEKOVTOL GE £Vl
épyo Ba mpémel va cvuvavnBodv petad tovg mpwv v évapén tov. ‘Etot, Oa katapépovy va
avartOEoVy UeTalD TOVG OYECELS EUTIOTOOUVNC. Baoikdc 6komdg anthg tng cuvavinong ival
Vo yvoplotobv To dropo petaEd TOLG MOTE VO UTOPEGOLV VO, EPYNCTOVY OGO TLO
amotelecuatik@ pmopovv. Emiong, 0o mpémer va opicovv o xown yAmoca. Eival
amoPUiTNTO VO KATAAGBOVV TOV TPOTO GKEYTG TMOV VTOAOIT®MV ATOU®V MGTE VO 0TOPVYOLV

060 10 duvaTdV MEPIOGOTEPES MaPEENYNOELS. METh TV TPATN EXAPT TOVS O PIVTEOKANGELS
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Kol o1 TNAESoKEYELS UTopel va eivat 1taitepa ¥pNGIUES Yo TOL LEAT EVOG EPYOV. ZVVETMOC, N
Teyvoroyio pmopel va OLELKOADVEL TNV TOYKOGLO EMKOWVOVIOL OAAG Oyl VO EMADGEL TO

TPOPANLLOTO, TTOV TPOKVATOVV.

SOUPOVO LLE TO TOPOTAVED KOTOUATYOVUE OTO CUUTEPOAGHO OTL KAOE mTayKOGO EpYo amattel
T dnuovpyie (oG oTpatnyikng emkowoviag mpwv v évopén tov. Emiong, pio kaAn
emkovovio. petad tov pekdv mov epydlovior yio évo GLUYKEKPLUEVO Project  umopei va
dMUIOVPYNOEL TO aioON U, TS KOIVIC GUUUETOYNG YO TNV EKTANPMGT] GUYKEKPLUEV®V GTOY MV

KOADTTTOVTOG T YEMYPOUPIKT ATOGTACT| KOl YEQUPDOVOVTOS TO KOWVMOVIKO XAGLLOL.

5.2 OpyavwTika MpoBARuara

g évo TAYKOGLULO £PYO0 TO YEYOVOG OTL GUUUETEXOVY TOAAOL SLUPOPETIKOL OPYOVIGUOL Yl TNV
dlekmepaicon Tov ToALEG popéc dnuovpyel TpoPAnuata. EEattiag tov véov mpofinudtov
0L dNUIoVPYoVVTOL Ot PEHOJOL OV YPNCLOTOLOVVTAL YloL EAEYYO KOl Olayeiplon oe éva
TOPAOOGLOKO €PY0 eV LITOPOVV VO, EMPEPOLY Ta 1010 EMBLUNTE amOTEAEGLOTA KOl OE &V
moykocpo épyo. IMa mapaderypa, eivar woAd SV6KOAO o, UEAT TOV £pYov va GLAAEEOLY TO
o®oTO aplOUd TANPOPOPLOY. ZVYVO O TANPOPOPIEG &ivol OVETAPKEIC M| O KATOLEC
TEPMTMOGEIS AavOacuéveg ympic ovTd VoL OPEIAETAL GE CKOTIUEG EVEPYEIEC. ATO TNV GAAN
TAEVPE 0 OlaYEPIOTNAG TOV EPYOV 08V JfETEL TAVTO, TOVC OMOLTOVUEVEG TOPOLE YO TN

Swxelpion aVTOV TOV TANPOPOPLDV.

"Eva mpopAnua mov mapatnpeitar Guyxva ota maykOGuo Epyo eivat 0Tt To LEAT TV S1apopmv
OPYOVICLL®MY 7OV EUTAEKOVIOL O £€vo. €PY0 OEV KOTAVOOLV OTL HOVO €vag damd TOLG
EUTAEKOUEVOVE OPYOAVIGUOVG €ivol VIEVOBVVOG Y. TNV OAOKANP®OON TOL £PYyOoL KOl GTNHV
ouvéyelo TNV mopdooon Tov otov meEAdTN. Ot GAA0L 0pyaVvIGHOl TOL EUTAEKOVTOL GTO £PYO
nailovv T0 POLO TOV. GUUUETEXOVTOV GTOV OpYavIcUd oV otV givarl vtebduvog Yo, To £pyo.
[Mop’ 6Aa owTd, aKOun Kol OTaV 0 GTOY0G TOV £PYOV gival 1aitepa TOAVTAOKOG KOl apopd
TEXYVOLOYIKG BropmyaviKd GUGTHUATE KoL OTTOLTELTAL 1| OVAUEIET TOV VTOAOIT®Y OPYOVIGUMOV
o€ peydAo Pabud dev vaapyel voukd cuuPforoio petald TV EUTAEKOUEVOV OPYOVIGUDYV.
2T1C TEPLOCOTEPEG TEPUTTMGELS 1] OEGLELON TOV UEADV OQEIAETOL OTNV EUTIOTOCUVY] UETAED
TOV EUMAEKOUEVOV UEADV Kol Ol O KAmO Vvopwkd cuvpPoroto. H tpnon voukov
ovpforainv petald evog opyaviopov eivar pie ypovoPopa dadwkacio n omoia pmopel va
EMPEPEL apVNTIKO avtikTumo kabdg Oa Telvel va KaTapyNoeL TIG GYEGEIS EUTIGTOGVUVIG TOL
mBavov Egovv dnuovpyndel petadd tov perdv. Emiong, éva vopikd copPoraio pmopel va

KoOVOTEPNOEL OPKETA VO VIOYPOQEL [ amoTélecua va kabvuotepiogl v Tapdoocn Tov
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€PYOL ONUOLPYDOVTOC €V T® HETOED KU GAA0 TpoPAnuato. ZOPQ®VO HE TIC MHEAETEC
mepinTong mov eEeTdsnKoy damoT®inke 6t N «gveMEioy LETOED TOV CUUUETEXOVIOV G
ToyKOGLLO £pya EPELVOG KOl OVATTUENG Hmopel var amopépel BeTikOTEPU amoTeAéouaTo 0md

TOV AETTOUEPT] TPOGOIOPICUO KOONKOVTI®V LEG® VOUIKOV GURBoANImV.

"Eva eniong mbavo mpofAnua mov anacyoAel TOUG OXEPIOTEG TAYKOCU®Y EpymVy gival N
onuovpyior OEGUEVONG AVALEGO GTOLS OPYOVIGLOVS TOV EUTAEKOVTOL Y10 TV OAOKAN PO
oL £€pyov , Wiaitepa dv dev vrdpyovv emionua cvpporota. H avaykaio déopuevon pmopel va
emrevyfel pe v ocwot) vroompiEn TV £pymv omd TN dtolknon. e etapioc. [
TopASELYHA 1] XpNoN KWHTPp®V 1oL Paciloviatl 6Tnv TodTNTo KOl GTNV-AEITOVPYIKOTNTO TOV
épyav pnopet va metvyel v Pedtioon g amodoTikdTTag TV EpYalolévey G GUYKPLON LE

éva, anTtopytkd d1otkNnTikd cVoTNUA BAcIGHEVO o€ avoTNPd GLUPBOANLA.

e atopukod enimedo to BEpa g déopevong yivetal akoun o SHGKOAO. XTa TAYKOGUL Epya
1 O101KNTIKT OUAda £xEl EAYIOTO 1| KAOOAOL EAEYYO TOV ATOUMY TOV EUTAEKOVTOL GE QVTA
naykoopiog. To uéAn evog opyaviouol acyolodvtor cuvnbmg pe mepiocdtepa omd Eva
project. Eivat ,Lottdv, amapaitnto 1 ovdToTh S1oiknon Hog eToipiog va mopEyel KivTpo ool
HEAN vl €pyou pe oTOYO TNV YPNYOPOTEPT KOl OTMOTEAECHATIKOTEPT) OAOKAP®GT TOL.
Emiong, o dwayepiotig tov épynv Ba mpémnel va givarl e 0éon va avtipetonilel Tig mbavég

oLYKPOVGELG TOL B VTGPEOVY AVANESH BT PEAT TG OUAONG TOV.

‘Eva axoun mpofAnue mov avtipetonilovy ol SEplotéc TmV ToyKOCUIOV EPpYV givat 0Tt
OPKETEG POPES Ol SLAPOPETIKOL OPYAVIGHOL TOV EUTAEKOVTAL GTO £PYO dEV £YOVV TOVE 1G10VC
otoYovs. I'or T0 Adyo avtd givol ToAD onuavTikd 0 oTdY0g evOC £pyov vo givol amdALT
KaTavonTog amd OAa To. UEAT TOL €pyov. Avtd umopei vo emtevyfel pEc®w CWOTNG
kaBodMynong amd Tovg avOTEPOLS TOLC. To UEAN KaOE OpyavVIGHOD UTOPOVV VO EPYAGTOVV
akoAoVOOVTAG TG d1KEG TOVG LLeBOBOVG MGTE VA PEPOVY E1G TEPUS TIG OPHOOOTNTES TOV TOVG
éxovv avorebel. Me v mpodimdOeomn 0TL GAoL 01 SropopeTikol opyavicpol £xovv Tovg idtovg
oTOYoVG Ot dupopeTikés HéEBodol mov Ba ypnolpomomoovy Yo TV SEKTEPOIOOT] TWV

EPYACIDV TOVG OEV UTOPOVV VO, ETLPEPOVV APVNTIKO ATOTEAEGLLO GTO £PYO.

‘Eva 6AAo mpoPANUa Tov Umopel vo, aVTILETOTICEL KOTOL0G OV AGYOAEITOL UE TOYKOGULO
EPYOLELVOL OTL 0L GUVTOVIGTIKEG EMITPOTEG OEV EIVAL TAVTU OTOTEAECUATIKES. Ol GUVTOVIOTIKEG
emutponés eotalovv oto TPOPANUA Tov KABe Popd dnpiovpyeiTol U UTOP®VTOG Vo fpovv
OTOTELECLATIKEG AVGELS. [ To Adyo avTd 0 JaXEPLoTG TOL £pYov o TPEMEL VO KATOVONGEL
OTL Ol GUVTOVIGTIKEG EMTPOTES GE EVA TAYKOGHLO £PY0 OEV UITOPOVV VAL £XOLV TOV 1010 pOAO LE
avtdv mov €yovv oe €va amhd €pyo. [ToAAéc opég vmapyel M avaykrn dnuovpyiog MG

BonOnTikig VTOGTNPIKTIKNG OUASOS TG GVVIOVICTIKYG EMLTPOTNG 1 omoia Ba TapEyel TEXVIKEG
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Aboelc 6tav avtd gival amapoaitnto. Me T SAKPION TOV GTPATNYIKOV OTOPACEDY OO TIG

TEYVIKEG M OLOIKNTIKT VITOGTHPIEN G€ Eva £pY0 UTOPEL VoL YIVEL ATOdOTIKOTEPT.

5.3 MoAmoTikd MpoBARupaTa

Y éva moyKOOUL0 £PY0 VITAPYOLV GLYVA TOATIGTIKES O10POPEG O 0Toleg Ba Tpémet va
OVTILETOTIGTOVV DOOTE TO £PYO0 Vo, OLOKAN POl dpeca Kot amoTeAeoUaTIKA. To AN
oL €pyov eivar TOAVOV Vo KATEXOVV OPOPETIKES YVAOCELS KOl VO, KATAYOVTOL Omd
SpopeTikég yopes. Tig meplocdTEPEG POPES MAOVV SLPOPETIKT YADGGO, EKQPALOVV
SPOPETIKA TIC OTOYEL TOLG, £YOVV OPOPETIKOVS TPOTOVS TPOCEYYIONG OGOV
aeopd v emiAvon evog TPoPANUATOS Kol YPELGLOVTOL OLPOPETIKT OVTILETDOTION

amd TOLG AVMOTEPOLS TOVC.

Ot d01popot opyoviopol dev €xovv UOVO TPOTLTO. £PYOV GTNV KOTOYY TOVS OAAG
HOVOOIKEG emyelpnolokég KovAtovpes. H' etanpikny kovAtobpa opiletor ®g tov
GLALOYIKO TPOTO L€ TOV OTOI0 VAOTOIOVVTOL KATOEG EVEPYELEG LEGO OE o EToupEia
N évav opyoviopd. Tavtoypova meptdapavel To cHVOLO TOV GUUTEPLPOPOV, TOV

AmOTEAEL KOWVT] YVMOGT Y10 OAOVG TOVG GUUUETEYOVTES LEGO GTOV OPYAVICUO OVTO.

Ot dopopeTikol TPOTOL NYESIOG LITOPOVV VO, ATOTEAECOVV £vag €100¢ TOMTIGTIKOV
mpoPAuatog oe éva moaykocupio €pyo. H dowkntikny opdda pmopel va amo@iyet
TETO0L €100Vg TpoPANaTa TAPEXOVTAS TIG daBEGIIES TANPOPOPIES Yo TO €pYO OE
oA Ta pEAN ov gpmAEKovTon pe avtd. Avtd umopet va emtevyBel pe ™ ypnom Hog
Kowng Pdong dedopéEvev OTov Ba TePLEyel OO ToL OYETIKA dEGOUEVA Kot EYYPOPO TOV
apopovv 1o £pyo. Tlap’ oA avtd, kdmoleg Qopég amatteital £vo YPovikd SLAGTN O
puéxpt m kowvip PBdon Odedopévaov va omoderybel ypnowun kar ot epyaldpevol va
eCoketmBov pe avtr. ‘Etol mpv v évapén evog épyov ta néAN Bo mpémetl va eivon
TAMPOG EVNLEPOUEVA Yol Ta oToLEla Tov Bo Tepi€yel n Pdon dedopévov Kabdg Kot
YL TNV AEITOVPYIO TNG DOTE VO UV OVTILETOTICOVV EUTOdI0L o€ OV ¥pNon NG

0TO HEALOV.

‘Eva dAAo mpdPAnua eivar 1 KoTOvVONoN TOV SPOPETIKMOV KOVATOVP®V GE £vaV
opyavicpd. ' Topddetypa, n Katavonon eKEpAcem®V Kol TPOTOV YOPETIGHOD glvar

amopaitnt). IlapeEnynoeic katd v  diekmepoimorn &vog €pyov  pmopel va
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TPOKAAEGOVV EMTALOV KOOTOG Kol Xdoio ypoévov. o mapdderypo n Ekepacn «d0Go
TO OLVVOTOV MO CLVTOUO» UTOPEl Vo €Yl OlPOPETIKY] ONUOCIOL GE SLAPOPES
KOVATOVPEG. X& KATOW, KOVATOVPO UTopel va onpaivel 0Tt 1 gpyacio Oa Empene va
&xel MOM odoxkAnpwbel evd ocvueova pe Kamolo GAAN KOLATOOpa onuoaivel OTL 1

epyacio pmopel va, oAokAnpmBei péypt t AEN g mpobeouiog tng.

IMa 10 Adyo avtd ot etopieg mov Swayepilovror maykoouo €pya Bo mpémer va
Oeomicovv o kovn YA®ooo emkoveoviag. Avokoles 66OV apopd TV EMKOVOVI
petald tov epyalopévov avtipetonilovv axoun kot ot €Toupieg. wov OAot ot
epyalopevol Aovv ayyAkd. o mopdaderypo, OT®G ovaeEPETAL Kot G Eva amd To
case studies mov efetdobnkav m AEEN «ready» ypnowomomOnke amd KATOLOVG
VOAAAOLG OTOV €lYaV OAOKANPOGEL TNV €pyacio Tov Tovg elye avorebel evod omd

Kamolovg dALlovg dtav Eekivnoay va acyorlobvtor i avT.

‘Eva dALo mpOPAnua mov avagépOnke oe o amd TIC UEAETEG TEPIMTOONG 7OV
eetdobniav sivor O6tL KAmowol epyaldpevor Ady®m KOVATOVUPOS OEV avaPEPOLY T
TpoPANLaTa TOL TOPOLGIAlovTaL TNV OUddE TOVG HOVO edv gival Giyovpot Ot dev
UTopovV vo. 10 emAVGOVY. Ao TV GAAN TAELPA VIApyovV EpyalouEvol ot omoiot
CUEYOAOTOL00V» TOL TTPOoPANUaTE OV OvTIHETOTICOVY Ko Ta BEAoVV GuVEXEL Va
ocu{ntobv Yy’ avtd. Olo to mopoméve pmopodv va  dnuovpyncovy cofopd
TPOPANLOTA Kol GLYKPOVOELG HETAED TV PeADV evog épyov. Ta 1o Adyo avtd Ta
mpoPAruato Bo TPETEL VoL EVTOTIGTOOV OO TOV SLUYEIPIOTH TOV £pYOV OGO TO dSVVOTOHV

7O GUVTOWN KOl GTN GUVEYELX Vol ETAVO0VV.
Ta mpofAnpata Tov oPeilovtal TNV SPOPETIKN KOLATOVPO TV EPYOLOUEVOV

UTopovV va amo@evyfodv péypt kdmoto Pabud v kdbe opyaviopdg avarappdvel mv
avamTuEn evog HOVO TPOiOVTOS. AVTO OmonTel (ol oTpaTN YK 1 omoia o peldvel v
e€apnon T@v. TPoidvTiVv Tov Topdyoviol Ge Ol0POPETIKES TomoBesieg Kol KOTA

OGULVETELOL TNV aVAYKT] Y10 EmKovavia Letald Tov epyalopévamy.
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KepdAaio 6

MepiAnwn Twv MeAeTwy MepiTrTwong Tou Xpnoigotroinénkav

210 mponyovpeva Kepdlowo, ovaeépOnkoav ot évvoleg g owoiknong €pyov, ot
TOPAIETPOL TTOL TTPETEL VoL e&eTacBobV doTte v ohokANpwOEl Eva €pyo e emttuyia, o
OPIOUOG EVOG TOYKOGUIOV £PYOV Kol TO. TPOPALOTE TOV HTOPEL VO TPOKOWYOLV OE
oxéon ue évo omid KaBdG Kot TpOmol emiAvoNg oLTOV TV TPOPANUATOV. XTO
KEPOAOMO OVTO YIVETOL aVAPOPA GE GULYKEKPIUEVESG LEAETEC TMEPIMTOONG (MOTE VO
Yivouv TTEPLGGATEPO KATAVONTOL O1 TPOTOL EMIAVONG TOV TPOoPANUdT®V Tov TOAVOV
Vo TPOKVYOVV G€ €va Taykocpio épyo.To mpmdto dpbpo avapépel TpdTOVS dtoiknong
TOV HEADV OV GLUUETEYOVV GE éva TayKOGHIO épyo. H devtepn peAétn mepintmong
TEPLYPAPEL T1] O101KNON SLOUPOEPETIKNG KOVATOVPOS TV EPYALOUEVOV GE Eva O1EOVEG
£pY0 €v(d 6TO TPiTo Yivetaw avapopd oTov.TpdTO Nyeciog £vog project manager kot
TG givor SvvaTod Vo EMADGEL TIG GLYKPOVGELS TOV TOAVOV TPOKOWYOLV HETAED TMOV

LEADV.
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Paper I:

Managing Multicultural Teams

To npdto apbpo eivar Paciopévo o pia Epevva Tov mavemtotiov Harvard 6mov ta
HEAN TOV CLUPETElYAV OE aLTN JEENYAYAY TO GLUTEPAGUOTA TOVG Paciopuévol og
TPpayHatikd ototyeia moAvebvikov etapiwv. Ta ovumepdopoata  mapovstalovv
Wwitepo evdlopépov kKaBmMG o1 TOAVEBVIKES eTanpieg Kol OpYOVIGHOL OAOEVO Kot
mAnBaivouv omdTE N AVAYKN Yo GOGTH O10ikNoT TOV EPpYOLOUEVAOV TOVG YiveTal OA0

KOl 7110 VTOVT).

To cvyvotepo mpdPAnua mov aviyetonilel Evag project manager evog moyKOGUIOL
€pyov 000V a@opd TN Oloiknon Tov UEA®V TOL €lvol 0 TPOTOC TNG UETOED TOLG
emkovoviag. o Tapddetypo, GTopo TOV TPOEPYOVTAL OO Lo, SVTIKT] KOVATOVPO
exppalovior gvBéwg Kot pe axpifeld KAtL mov umopel va eovel TPooPANTIKd yio
dropa mov TPoépyovtal amd evpoTUKES xDpes. [ToAAES popéc vtapyovy TpofAnota
ovvevwomong Heta&d tov gpyalopévov pog emyeipnong Adym g AavOoaouévng
KATOVONoNG epOTNUATOV Ko (ntovuevev. , mop’ OAO oL 1) EmioNUN YAD®GOO TMV
emyepnoewv etvar n ayylkn. 'Etot, o S10tkitng tov épyov Ba mpémetl va eEnynoet ota
pHEAN  TIETOoL  €id0ovg  dopopég. MGTE  va.  amo@evyBodv  mBove  HEAAOVTIKA

mpoAquata.

Ot mo emroynuéves ouddeg Kot oteAéyn omd ovtodg Tov  EPpMTHONKOV
xpNoomoinoay KAmOES OTPOUTNYIKES Yo TNV €miAvon TV TPOPANUATOV TOv
oNuovpyovvTol HETAED TOV. LEADV oG emtyeipnong Adym NG OPOPETIKNG TOVG
KOVATOVPOC. Ot OTPATIYIKES O1 OTTOIES AMEPEPAV TO. KAAVTEPO OMOTEAEGLLOTA GE VOV
opyavicpd eivar 01 TopakdTo: o) dtapbpwtikés mopepupdoetg (aAAdlovtog T doun ™G
oudoag ), B) mapéuPaon Sevbuviikdv otereydVv to. omoion kabopilovv kavoveg ot
omoiotl Tpémetl vaTnpovvTol omd OAa T LEAN TNG EMLXEIPNONG 1] TOL OPYOVIGHLOV V) LE
v £€£000 £VOC aTOOL 0md TNV OUAd EPOCOV OEV £XOVV AEITOVPYNCEL ATOTEAEUATIKA

01 600 TAPOTAV® GTPUTY
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Paper II:

Managing Cultural Differences in International Projects

To 0évtepo Gpbpo meplypdeel TPOTOLG SlOiKNoNG TV HEADV €VOC €PYOV TOL
TPOEPYOVTOL OO SLOUPOPETIKEG KOVATOVPES. [l TNV VTOGTHPIEN TO®V CLUTEPUCTUATOV
YPNOLLOTOmONKOY TOPAdEIYHOTO £PYOV TOV £YOLV OTOTVYEL 1| AMOTOYEL OOTE VO
e€etacbovv o1 Tapdyovieg Tov 001 YNCAV GTNV OTOTLYIO 1] ATOTLYIOL TOVG AVTIGTOLYO.
H épevva avt amotelel ypno1po epyaieio yior Tovg moALEBVIKODS OPYAVIGLOVG 0OV
To. TEAEVTOi0 XpOVIOL AOY® NG Toykoouomoinong &xovv avénbel onuaviikd kot M

ovvepyosio LETAED epyalOUEVOV SOPOPETIKMOV YOPAOV EIVOL ATOPAiTNTY.

H Etaipum KovAtobpa ovciactikd amotelel Eva kovo, yiow OAOLG TOLG avOpmTovg
¢ Emyeipnong, vontikd miaicto avapopds yia Tig ano@doelg mov Aapupdavoviot and
T ATopo Kot Tig opdoes. H onpavtucotmta g Etaipikng KovAtodpag npokidmtetl amd
Tov 1010 Tov opiopd ™G OvclooTikd amotedel TO VONTIKO TAOIGIO TOL TPOGOLOPiLEL
TIC AmOoPACELS Kot TIG ovumeprpopéc. [T mpaktikd, Tpocsdiopilet Tt elval onuavTiKod
Kot Tt gfvo oo povTo, Tt ivon 6otd ke Tt tvor AdBog, Tt etvon dikoto Kot Tt ddko, Tt
etvat KatdAAnAo Kot Tt aKoTAAANLO, TL glvarl Kot Tt Ogv glval emeiyov, Tt ivol Kot Tt OV

etvar avaykoio K.AT.

H xotdAAnAn xovAtovpa yio KaOe emyyeipion elvar avt) mov touplalel pe to
Bepedon dedopéva g pog omwg dHon Apactnplotitov, Méyebog, Ztpoatnyikn,
[Meppddrov kAm. Ilé€pav O6pmC avtod kol aveEaptTeg emyeipnong, n OopKNg
emruyio amontel KAmowo YEVIKA GTotyelo KOLATOVPOGS, TO OTOia EVIGYDOVY TN GUVEXN
Mdabnon, ™ ovveyn Beitioon ko AAhayr, v Opodikn Zvvepyoaocia, tnv
Emyepnuotikéomnta, tv  ATOTEASCHOTIKOTNTO, TNV AVIOyOVICTIKOTNTO, TNV

YnevBouvomra, tov Enayyelpoatiopd.
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Paper lll:

Culture and Conflict Management- Style of International Project
Managers

210 Tpito ApHPO YiveTal AVAPOPE TV TOTM®V GLYKPOVGEMY TOL UITOPEL VO TPOKOLYOLV
o€ £€vo moYKOGHO €pyo AOY® TNG OPOPTIKNG KOVATOLPAS TV EPYALOUEVOV Kol

TPOTOL LLE TOVG OTTOI0VG O SLOKNTAG TOL £PYOL Bl EMAVCEL AVTEG TIG SLUPOPEC.

Ot Adyor vy TOUG Omoiovg umopovV va OnpovpyNBobV GLYKPOVOELS Eivol 1M
AMNAeEapTON, N 'EAletyn TTopov, ot Xtoyot, n APefardtra, or Awadikoocies & ot
Polot, 1 Avicdtra, n Enikowvavia, o Asttovpykodg [posavatolopnog, n Hyssla, to

Yvommua A&oadynong kot 1 Ipocwmikdtnra .

[Ipoxeyévou pa opybvaon va meTOyEL TOVG GTOXOVGS THG, Ol pavatlep mpémel va givor
og 0éon va emAvoovV pe TPOTO AEITOVPYIKO TIG GUYKPOVGCELS TTOV TPOKVLITOVY. AVTO
onuaiver O0tt M ovykpovon devbeteiton - gite. uéow ovuPiPacuod  eite péow

GLVEPYAGTOG.

H cvvepyacia kabiototot @ik, 6tay ke LEAOG EVOLOPEPETAL VIO TNV EMTELEN TOV
OOV TOL OTOY®V GAAG KOl TOV GTOY®V TOL GAAOL pEPOLG Kot givor Tpodupo va
EUTAOKEL GE 0L GLVOALOYT] TOV TUTTOL «OIV® KO TPV Kol VoL £EL CLYKATAPOTIKY
duiBeom €wg 6Tov eméAfel puao Aoywkn Avomn g ovykpovone. O cvpPipacuds eivan
évag TpOTog Olayeiplong TG SLYKPOLGNG GTOV OTOT0 TO HEAN OV EUTAEKOVTOL OEV
elval ovykatafotikd, dAld Bpiokovv éva TpOTO EMIAVLONG TOV JOPOPDV TOVS, O

omoiog eEumnpetel Kot TOVG 6vO.

Ot otpatnyikéc dayeipiong g GVYKPOVONG TOV UTOPOLV VO YPNCULOTO|GOVV Ol
puévatlep, ®0tE Vo SCPOAIGOVV TNV AETOVPYIKN €MALON NG OCLVEPYACIOG
EMIKEVIPMOVOVV GTO ATOUO OAAG Kot 6TV opydvwon wg ordtnta. Kdmoteg amd avtéc
TIG oTpaTNYIKES eivar 1) avénon g evnuépmong mdve oTig TYEG TG GVYKpovoNg, 2)
avénon g evnuépmong mhvem oty motkida, 3)eEdoknon TG KUKAIKNG epyaciog 1 TG
TPOocOPWNG avabeong Epywv, 4) aAloyr oTNV OPYOVAOTIKY SOUN Kot KOVATOOpa Kot 5)

ALy TG TNYNS GVYKPOLOT|G.
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KepdAaio 7

2UUTTEPACHATA

270 KEQAANLO OLTO YIVETOAL 0L GLVOTTIKY TOPOVGINGT TOV KLPLOTEP®V CNUEI®V TOV
avaeépnkay o610 KEQAAoO S5 kaOdg Kol TOV UEAETOV TEPIMTOONG TOL
ypnoonoindnkav. Tkomdg g epyaciog avthig eivol 0 TPOGIOPIGUIC KATOLmY
mpoPAnudtov mov umopel va mpokdyovv oe €va maykodsuio £pyo. ‘Etot, ta 0épata
OV AVOPEPOVTOL GE OVTO TO KEPAANLO apopovV Kupimg maykooa épya. Tlap’ OAa
aLTd, OAEC Ol TOPAPETPOL TOV ACUPAVOVTOL VIO Y10 TNV SIEKTEPAUIMON EVOS ATAOV

épyov etvar e€loov onpavTIKEG Yo TV LAOTTOINGT €VOG TOYKOGHLOL £PYOU.

O mpocdopiopds TV TPOPANUATOV TOL UTOPEl VO TPOKOYOVV GE £va TOYKOGULO
ToAveBVIKO €pyo dev pmopel va mpaypotonombel HOVO amd Tov EAEYYO T®V EvvEd
YVOOTIK®OV TEPLOYDOV TOVL Tpoteivovior amd To- gyyepidto tov PMBOK. X
OLYKEKPIEVN TTTVYIOKT €pYOcion OV TPOTEIVETAL CLYKEKPIUEVN HeBodoAoYia Yoo TOV
TPOTO  OAOKANP®ONG €VOG TAYKOGUIOV. £€PpYOL 0AAL TO. TpoPAnuato mov dgv
KOADTTTOVIOL OO TIG TPELS YVOOTIKEG TEPLOYES Ywpilovial o€ TPES KOTNYOpies:

YE@YPOUPIKA, OPYOVOTIKA Kol TOMTICTIKA.

Ta yeoypagikd mwpoPfiqpatoe map’ 6Ao mov eival cvvnbiouéva ce €vo ToyKOGULO
€pyo, etvar apkeTd dOVOKOAO. Vo TPOGdoP1eBovY kot va emthAvfovv. TIpofiquata Tov
UTOpEL VO TOPOVGLOGTOVV GE OTH TNV KOTNyopio €ivol 1 YEQYPAPIKY OTOGTOCN
HETAED TOV KTIPIKOV. EYKATOCTACEDV €VOG OPYOVICHOD M oG €Topiog Kot TO
KOGTOG LETOPOPAS TOV OMALTEITOL OGTE TO, LEAT TOV OPYAVIGHOD VO GUYKEVTP®OOVHV

o€ £va LEPOG KO 0L LECH KANGEWV TNAESACKEYNC.

Ta opyavotké mwpofpota mov pmopel va TpokOdyovy c€ €vo TayKOGHO €Yo
apopovVv cuviBms BEpata eUmGTOGHVNG Kot GLVEPYACiag HETAED TOV UEADY TOV
opyaviopov. Opyovotikd mpofAnpote pmopodv ,emiong, vo TPOKLYOLV KATé TN
OLIPKEI TOV EAEYYOV TOL KOGTOLG TMV TAPOPTNUATOV oG toupiog 1M €vog
opyoviopov. Eivar oyeddov adbvato va Katarldpel KAmolog £ov Evag opyavioplog eival
OIKOVOUIKA OTOd0TIKOC TOpATNPOVTOS MOVO OEIKTEG KOl OTATIOTIKG oTtouyeio. Xe
TOAMEG TEPUTTMOOELS 1M OPUOOID. ETLTPONY] OV OAOKANPAOVEL TOVG OTOPOLTITOVS

£0MTEPIKOVS EAEYYOVGS LLE OATOTEAEGLO VO SN HLIOVPYEITOL TPOPAN L GTO £PYO.
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Ta mwomTioTIKG TTPOfIMpaTe mov pmopel vo mopovcslauoTodV Ge Eva €pyo elval
MybOtepO ep@avY| o€ oYEom UE TIG AALES Katnyopieg TPoPANUATOV 0ALL OLGKOADTEPO
oToV TPocdlopIod Kot emALeN Tovg. Ta TpoPApaTe aVTd HTOPOvV VoL AToPEVYOOLV
€QV 0 OOYEPIOTNG TOL £PYOV dNUIOVPYNCEL £VOL KOWVO KOJIKO EMKOWVMVIOG HETAED
TOV HEADV ToL €pyov. ['a v emitevén Tov KOO KMOKO EMKOWVMOVIOG OTOLTEITOL
OPKETOC YPOVOC Kol LYNAO KOGTOG. AKOUN KOU OTNV TEPITTMOOTN ONUIOVPYiaS TOV
KOO0 KOO EMKOV®VING dev elval amdAvTa Glyovpo OTL To TPOPANUATE AVTHS TNG
katnyopiag Ba emivBodv. IlpofAnpata mov opeilovtol 6T SAPOPETIKY KOVATOVPO
TOV CLUUETEXOVTOV HeEA®V glval dVokoAo va emAvBoldv. o mapadetypa, Kdamolot
avBpomol cHUP®VA e TNV KOVATOVPO TOLg cvlnTovV to mMOava TPOPANUATO LG
KOTAGTOONG TPV TO OVIUETOTIGOVV €VA GAAOL OVOPEPOVV. TOL TPOPANUATO TOV

AVTILETOTILOVY TV deV VITAPYEL KOO TEPITTMOOT VAL TO ETAVGOVV LOVOL TOVG.

Ta meprocoOTEPA TPOPAALATA TOV AVAPEPOVTOL GTT) CLUYKEKPLUEVT] TTUYLOKT £PYOCIN
UTOpovV Vo OlaXEPLoTOHV Kot v €mMAVOOVV €0V 0 SlEPIOTNG €pyov 1N O
YPNHUATOSOTNG OPLEPMCEL TOV AMOLTOVUEVO ¥PpOVO Kol Tpoomadeia tpv 1o Eekivua

TOV £PYOV.
Moapdyovres mov cvoppfdriovy oty emTVYiC O10IKN GG EVOS TAYKOGULOV £PYOV

H emwxowwvia mailer kabopiotikd poAo otnv deEaywyn Kot OAOKANPpwOMN €VOG
naykoouiov épyov (Mc Donough et al. 1999). Adwopeioprra, veapyovv Kt GAlot
TOPAYOVTEG TOV UTOPOVV Vo GLUPBAALOVY GTNV €MiTELEN TG COOTNG dLOTKNONG EVOC
€pyov amd TOVG Omoiovg ol o onuaviikol eivar: 1) H avrodiayn ocwotodv
TANPOPOPLOV HECH MOG KOWVNG Paong dedopévov 2)H dnovpyia pog emttponng n
omoia Oa mopéyet TeviK Pondela ota LEAN Tov acyorlovvtar e to £pyo. 3) H ypnon
amAdV HeBOSOV EAEYYOV DOTE VO YEQLUPOVETOL TO YACLO TOL dNUIOLPYELTAL OO TIC
SLPOPETIKEG KOVATOVPEG TV epyalopévav. 4) H vmoompién amd 1o avotepa
SLOKNTIKG GTEAEYT TOV £pYOV. XT0 TOYKOGHO €pYol ,6LVIOMG, EVAG LOVO OPYOVIGHOG
etvar vrevBuvog yio TV Tapadoomn Tov £pyov otov meAdTn. Ot vTOAOUTOL OpYOVICHOL

TOV GUUUETEYOVV GTNV JEKTEPAIMGTT) TOV £PYOV AEITOVPYOVV MG VITOGTNPIKTIKOL.

Emiong, o dayeipromc tov £pyov (project manager) Ba mpémetl va cupPdrel dote 0
épyo va oloxAnpwBel pe emrvyic.Kdamoleg amd Tig evépyeleg mov O mpémet
vampaypatonomoet eivat: 5) Na opicel axpiPeig kot VAOTOMGIHOVE GTOYOLS Yol TO

épyo, 6) No dnuovpyncet KaAoHg TpOTLG ETKOVOVING LETAED TOV ATOU®Y TOL £YOVV
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avarapel to €pyo, 7) No ONUIOLPYNOEL EUMOTOGHVN UETOED TOV HEADV TOL
oLUUETEYOVV 6TO £pYo kot 8) Na Bpet Eva TpOTO MOTE VO TAPEXOVTOL GE OAOL TOL LLEAT

TOV £PYOV Ol TANPOPOPIEG TOV TOVGS Eival ATAPOITNTES.
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Teams whose members come from different nations and backgrounds
place special demands on managers—especially when a feuding team
looks to the boss for help with a conflict.

Managing

Multicultural Teams

by Jeanne Brett, Kristin Behfar, and Mary C. Kern

When a major international software devel-
oper needed to produce a new product quickly,
the project manager assembled a team of em-
ployees ‘from India and the United States.
From the start the team members could not
agree on a delivery date for the product. The
Americans thought the work could be done in
two to three weeks; the Indians predicted it
would take two to three months. As time went
on, the Indian team members proved reluc-
tant to report setbacks in the production
process, which the American team members
would find out about only when work was
due to be passed to them. Such conflicts, of
course, may affect any team, but in this case
they arose from cultural differences. As tensions
mounted, conflict over delivery dates and
feedback became personal, disrupting team
members’ communication about even mun-
dane issues. The project manager decided he
had to intervene—with the result that both
the American and the Indian team members
came to rely on him for direction regarding
minute operational details that the team

HARVARD BUSINESS REVIEW * HBR.ORG * NOVEMBER 2006

should have been able to handle itself. The man-
ager became so bogged down by quotidian is-
sues that the project careened hopelessly off
even the most pessimistic schedule—and the
team never learned to work together effectively.

Multicultural teams often generate frustrat-
ing management dilemmas. Cultural differ-
ences can create substantial obstacles to effec-
tive teamwork—but these may be subtle and
difficult to recognize until significant damage
has already been done. As in the case above,
which the manager involved told us about,
managers may create more problems than
they resolve by intervening. The challenge in
managing multicultural teams effectively is to
recognize underlying cultural causes of con-
flict, and to intervene in ways that both get the
team back on track and empower its members
to deal with future challenges themselves.

We interviewed managers and members of
multicultural teams from all over the world.
These interviews, combined with our deep re-
search on dispute resolution and teamwork,
led us to conclude that the wrong kind of man-
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agerial intervention may sideline valuable
members who should be participating or,
worse, create resistance, resulting in poor team
performance. We’re not talking here about re-
specting differing national standards for doing
business, such as accounting practices. We're
referring to day-to-day working problems
among team members that can keep multicul-
tural teams from realizing the very gains they
were set up to harvest, such as knowledge of
different product markets, culturally sensitive
customer service, and 24-hour work rotations.

The good news is that cultural challenges
are manageable if managers and team mem-
bers choose the right strategy and avoid impos-
ing single-culture-based approaches on multi-
cultural situations.

The Challenges

People tend to assume that challenges on mul-
ticultural teams arise from differing styles of
communication. But this is only one of the
four categories that, according to our research,
can create barriers to a team’s ultimate suc-
cess. These categories are direct versus indi-
rect communication; trouble with accents and
fluency; differing attitudes toward hierarchy
and authority; and conflicting norms for deci-
sion making.

Direct versus indirect communication.
Communication in Western cultures is typi-
cally direct and explicit. The meaning is on the
surface, and a listener doesn’t have to know
much about the context or the speaker to in-
terpret it. Thisis not true in many other cul-
tures, where meaning is embedded in the way
the message is presented. For example, West-
ern negotiators get crucial information about
the other party’s preferences and priorities by
asking direct questions, such as “Do you prefer
option A or option B?” In cultures that use in-
direct communication, negotiators may have
to infer preferences and priorities from
changes—or the lack of them—in the other
party’s settlement proposal. In cross-cultural
negotiations, the non-Westerner can under-
stand the direct communications of the West-
erner, but the Westerner has difficulty under-
standing the indirect communications of the
non-Westerner.

An American manager who was leading a
project to build an interface for a U.S. and Jap-
anese customer-data system explained the
problems her team was having this way: “In Ja-
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pan, they want to talk and discuss. Then we
take a break and they talk within the organiza-
tion. They want to make sure that there’s har-
mony in the rest of the organization. One of
the hardest lessons for me was when I thought
they were saying yes but they just meant T’'m
listening to you?”

The differences between direct and indirect
communication can cause serious damage to
relationships. when team projects run into
problems. When the American manager quoted
above discovered that several flaws in the sys-
tem would significantly disrupt company oper-
ations, she pointed this out in an e-mail to her
American boss and the Japanese team mem-
bers. Her boss appreciated the direct warnings;
her Japanese colleagues were embarrassed,
because she had violated their norms for un-
covering and discussing problems. Their reac-
tion was to provide her with less access to the
people and information she needed to monitor
progress. They would probably have responded
better if she had pointed out the problems
indirectly—for example, by asking them what
would happen if a certain part of the system
was not functioning properly, even though she
knew full well that it was malfunctioning and
also what the implications were.

As our research indicates is so often true,
communication challenges create barriers to
effective teamwork by reducing information
sharing, creating interpersonal conflict, or
both. In Japan, a typical response to direct
confrontation is to isolate the norm violator.
This American manager was isolated not just
socially but also physically. She told us, “They
literally put my office in a storage room,
where T had desks stacked from floor to ceil-
ing and I was the only person there. So they
totally isolated me, which was a pretty loud
signal to me that I was not a part of the inside
circle and that they would communicate with
me only as needed””

Her direct approach had been intended to
solve a problem, and in one sense, it did, be-
cause her project was launched problem-free.
But her norm violations exacerbated the chal-
lenges of working with her Japanese col-
leagues and limited her ability to uncover any
other problems that might have derailed the
project later on.

Trouble with accents and fluency. Although
the language of international business is En-
glish, misunderstandings or deep frustration
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Communication in
Western cultures is
typically direct and
explicit. In many other
cultures, meaning is
embedded in the way the
message is presented. The
differences can cause
serious damage to team

relationships.

may occur because of nonnative speakers’ ac-
cents, lack of fluency, or problems with trans-
lation or usage. These may also influence per-
ceptions of status or competence.

For example, a Latin American member of a
multicultural consulting team lamented, “Many
times I felt that because of the language differ-
ence, I didn’t have the words to say some
things that I was thinking. I noticed that when
I went to these interviews with the U.S. guy, he
would tend to lead the interviews, which was
understandable but also disappointing, be-
cause we are at the same level. I had very good
questions, but he would take the lead”

When we interviewed an American member
of a U.S.Japanese team that was assessing the
potential expansion of a U.S. retail chain into
Japan, she described one American teammate
this way: “He was not interested in the Japa-
nese consultants’ feedback and felt that be-
cause they weren’t as fluent as he was, they
weren’t intelligent enough and, therefore,
could add no value” The team member de-
scribed was responsible for assessing one as-
pect of the feasibility of expansion into Japan.
Without input from the Japanese experts, he
risked overestimating opportunities and un-
derestimating challenges.

Nonfluent team members may well be the
most expert on the team, but their difficulty
communicating knowledge makes it hard for
the team torecognize and utilize their exper-
tise. If teammates become frustrated or im-
patient with a lack of fluency, interpersonal
conflicts can arise. Nonnative speakers may be-
come less motivated to contribute, or anxious
about their performance evaluations and fu-
ture career prospects. The organization as a
whole pays a greater price: Its investment in a
multicultural team fails to pay off.

Some teams, we learned, use language dif-
ferences to resolve (rather than create) ten-
sions. A team of U.S. and Latin American buy-
ers was negotiating with a team from a Korean
supplier. The negotiations took place in Korea,
but the discussions were conducted in English.
Frequently the Koreans would caucus at the
table by speaking Korean. The buyers, frus-
trated, would respond by appearing to caucus
in Spanish—though they discussed only incon-
sequential current events and sports, in case
any of the Koreans spoke Spanish. Members of
the team who didn’t speak Spanish pretended
to participate, to the great amusement of their
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teammates. This approach proved effective: It
conveyed to the Koreans in an appropriately
indirect way that their caucuses in Korean
were frustrating and annoying to the other
side. As a result, both teams cut back on side-
bar conversations.

Differing attitudes toward hierarchy and
authority. A challenge inherent in multicul-
tural teamwork is that by design, teams have
a rather flat structure. But team members
from some cultures, in which people are
treated. differently according to their status
in an organization, are uncomfortable on
flat teams. If they defer to higher-status team
members, their behavior will be seen as ap-
propriate when most of the team comes from
a hierarchical culture; but they may damage
their stature and credibility—and even face
humiliation—if most of the team comes from
an egalitarian culture.

One manager of Mexican heritage, who was
working on a credit and underwriting team for
a bank, told us, “In Mexican culture, you're al-
ways supposed to be humble. So whether you
understand something or not, you're supposed
to put it in the form of a question. You have to
keep it open-ended, out of respect. I think that
actually worked against me, because the Amer-
icans thought I really didn’t know what I was
talking about. So it made me feel like they
thought I was wavering on my answer.”

When, as a result of differing cultural norms,
team members believe they’ve been treated
disrespectfully, the whole project can blow up.
In another Korean-U.S. negotiation, the Ameri-
can members of a due diligence team were
having difficulty getting information from
their Korean counterparts, so they complained
directly to higherlevel Korean management,
nearly wrecking the deal. The higherlevel
managers were offended because hierarchy is
strictly adhered to in Korean organizations and
culture. It should have been their own lower-
level people, not the U.S. team members, who
came to them with a problem. And the Korean
team members were mortified that their
bosses had been involved before they them-
selves could brief them. The crisis was resolved
only when high-level U.S. managers made a
trip to Korea, conveying appropriate respect
for their Korean counterparts.

Conflicting norms for decision making.
Cultures differ enormously when it comes to
decision making—particularly, how quickly de-
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cisions should be made and how much analysis
is required beforehand. Not surprisingly, U.S.
managers like to make decisions very quickly
and with relatively little analysis by comparison
with managers from other countries.

A Brazilian manager at an American com-
pany who was negotiating to buy Korean prod-
ucts destined for Latin America told us, “On
the first day, we agreed on three points, and on
the second day, the U.S.-Spanish side wanted to
start with point four. But the Korean side
wanted to go back and rediscuss points one
through three. My boss almost had an attack.”

What U.S. team members learn from an ex-
perience like this is that the American way
simply cannot be imposed on other cultures.
Managers from other cultures may, for exam-
ple, decline to share information until they un-

derstand the full scope of a project. But they
have learned that they can’t simply ignore the
desire of their American counterparts to make
decisions quickly. What to do? The best solu-
tion seems to be to make minor concessions
on process—to learn to adjust to and even re-
spect another approach to decision making.
For example, American managers have learned
to keep their impatient bosses away from team
meetings and give them frequent if brief up-
dates. A comparable lesson for managers from
other cultures is to be explicit about what they
need—saying, for example, “We have to see the
big picture before we talk details”

Four Strategies
The most successful teams and managers we
interviewed used four strategies for dealing

Identifying the Right Strategy

The most successful teams and managers we
interviewed use four strategies for dealing
with problems: adaptation (acknowledging
cultural gaps openly and working around

them), structural intervention (changin

vention (setting norms early or bringing in
a higher-level manager), and exit (removing
a team member when other options have
failed). Adaptation is the ideal strategy be-
g cause the team works effectively to solve

management—and, most important, learns
from the experience. The guide below can
help you identify the right strategy once you
have identified both the problem and the
“enabling situational conditions” that apply
to the team.

the shape of the team), managerial inter-

its own problem with minimal input from

REPRESENTATIVE ENABLING SITUATIONAL STRATEGY COMPLICATING
PROBLEMS CONDITIONS FACTORS
- Conflict arises from decision- «Team members can attribute a Adaptation - Team members must
making differences challenge to culture rather than be exceptionally aware
+ Misunderstanding or stone- personality - Negotiating a common
walling arises from commu- « Higher-level managers are not understanding takes
nication differences available or the team would be time
embarrassed to involve them
« The team is affected by emo- « The team can be subdivided Structural - If team members aren’t

tional tensions relating to flu-
ency issues or prejudice

« Team members are inhibited
by perceived status differ-
ences.among teammates

to mix cultures or expertise
« Tasks can be subdivided

Intervention

carefully distributed, sub-
groups can strengthen
preexisting differences

« Subgroup solutions
have to fit back together

«Violations of hierarchy have
resulted in loss of face

« An absence of ground rules
is causing conflict

« The problem has produced
a high level of emotion

« The team has reached
a stalemate

« A higher-level manager is able
and willing to intervene

Managerial
Intervention

« The team becomes
overly dependent
on the manager

- Team members may
be sidelined or resistant

+ Ateam member cannot ad-
just to the challenge at hand
and has become unable to
contribute to the project

+ The team is permanent rather
than temporary

« Emotions are beyond the point
of intervention

- Too much face has been lost
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Exit

- Talent and training
costs are lost
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Team members who are
uncomfortable on flat
teams may, by deferring
to higher-status
teammates, damage their
stature and credibility—
and even face
humiliation—if most of
the team is from an

egalitarian culture.

with these challenges: adaptation (acknowl-
edging cultural gaps openly and working
around them), structural intervention (chang-
ing the shape of the team), managerial inter-
vention (setting norms early or bringing in a
higher-level manager), and exit (removing a
team member when other options have
failed). There is no one right way to deal with
a particular kind of multicultural problem;
identifying the type of challenge is only the
first step. The more crucial step is assessing
the circumstances—or “enabling situational
conditions”—under which the team is work-
ing. For example, does the project allow any
flexibility for change, or do deadlines make
that impossible? Are there additional re-
sources available that might be tapped? Is the
team permanent or temporary? Does ‘the
team’s manager have the autonomy to make a
decision about changing the team in some
way? Once the situational conditions have
been analyzed, the team’s leader can identify
an appropriate response (see the exhibit
“Identifying the Right Strategy”).

Adaptation. Some teams find ways to work
with or around the challenges they face,
adapting practices or attitudes without mak-
ing changes to the group’s membership or as-
signments. Adaptation works when team mem-
bers are willing to acknowledge and name
their cultural differences and to assume re-
sponsibility for figuring out how to live with
them. It’s often the best possible approach to a
problem, because it typically involves less
managerial time than other strategies; and be-
cause team members participate in solving the
problem themselves, they learn from the pro-
cess. When team members have this mind-set,
they can be creative about protecting their
own substantive differences while acceding to
the processes of others.

An American software engineer located in
Ireland who was working with an Israeli ac-
count management team from his own com-
pany told us how shocked he was by the Israe-
lis’ in-your-face style: “There were definitely
different ways of approaching issues and dis-
cussing them. There is something pretty com-
mon to the Israeli culture: They like to argue. I
tend to try to collaborate more, and it got very
stressful for me until I figured out how to kind
of merge the cultures”

The software engineer adapted. He imposed
some structure on the Israelis that helped him
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maintain his own style of being thoroughly
prepared; that accommodation enabled him to
accept the Israeli style. He also noticed that
team members weren’t just confronting him;
they confronted one another but were able to
work together effectively nevertheless. He re-
alized that the confrontation was not personal
but cultural.

In another example, an American member
of a postmerger consulting team was frus-
trated by the hierarchy of the French company
his team was working with. He felt that a
meeting with certain French managers who
were not directly involved in the merger
“wouldn’t deliver any value to me or for pur-
poses of the project,” but said that he had come
to understand that “it was very important to
really involve all the people there” if the inte-
gration was ultimately to work.

A U.S. and UK multicultural team tried to
use their differing approaches to decision
making to reach a higher-quality decision. This
approach, called fusion, is getting serious at-
tention from political scientists and from gov-
ernment officials dealing with multicultural
populations that want to protect their cultures
rather than integrate or assimilate. If the team
had relied exclusively on the Americans’ “forge
ahead” approach, it might not have recognized
the pitfalls that lay ahead and might later have
had to back up and start over. Meanwhile, the
UK members would have been gritting their
teeth and saying “We told you things were
moving too fast” If the team had used the
“Let’s think about this” UK approach, it might
have wasted a lot of time trying to identify
every pitfall, including the most unlikely, while
the U.S. members chomped at the bit and mut-
tered about analysis paralysis. The strength of
this team was that some of its members were
willing to forge ahead and some were willing
to work through pitfalls. To accommodate
them all, the team did both—moving not quite
as fast as the U.S. members would have on
their own and not quite as thoroughly as the
UK members would have.

Structural intervention. A structural inter-
vention is a deliberate reorganization or reas-
signment designed to reduce interpersonal
friction or to remove a source of conflict for
one or more groups. This approach can be ex-
tremely effective when obvious subgroups de-
marcate the team (for example, headquarters
versus national subsidiaries) or if team mem-

PAGE §

This article is made available to you with compliments of Kristin Behfar. Further posting, copying
or distributing is copyright infringement. To order more copies go to www.hbr.org.


http://www.hbr.org

Managing Multicultural Teams

One team manager
addressed the language
challenge directly, telling
the members that they
had been chosen for their
task expertise, not their
fluency in English, and
that the team would have
to work around

problems.

bers are proud, defensive, threatened, or cling-
ing to negative stereotypes of one another.

A member of an investment research team
scattered across continental Europe, the UK,
and the U.S. described for us how his manager
resolved conflicts stemming from status differ-
ences and language tensions among the team’s
three “tribes” The manager started by having
the team meet face-to-face twice a year, not to
discuss mundane day-to-day problems (of
which there were many) but to identify a set of
values that the team would use to direct and
evaluate its progress. At the first meeting, he
realized that when he started to speak, every-
one else “shut down,” waiting to hear what he
had to say. So he hired a consultant to run fu-
ture meetings. The consultant didn’t represent
a hierarchical threat and was therefore able to
get lots of participation from team members.

Another structural intervention might be to
create smaller working groups of mixed cultures
or mixed corporate identities in order to get at
information that is not forthcoming from the
team as a whole. The manager of the team that
was evaluating retail opportunities in Japan
used this approach. When she realized that the
female Japanese consultants would not partici-
pate if the group got large, or if their male supe-
rior was present, she broke the team up into
smaller groups to try to solve problems. She
used this technique repeatedly and made a
point of changing the subgroups’ membership
each time so that team members got to know
and respect everyone else on the team.

The subgrouping technique involves risks,
however. It buffers people who are not work-
ing well together or not participating in the
larger group for one reason or another.
Sooner or later the team will have to assem-
ble the pieces that the subgroups have come
up with, so this approach relies on another
structural intervention: Someone must be-
come a mediator in order to see that the vari-
ous pieces fit together.

Managerial intervention. When a manager
behaves like an arbitrator or a judge, making
a final decision without team involvement,
neither the manager nor the team gains
much insight into why the team has stale-
mated. But it is possible for team members to
use managerial intervention effectively to
sort out problems.

When an American refinery-safety expert
with significant experience throughout East

HARVARD BUSINESS REVIEW ¢ HBR.ORG * NOVEMBER 2006

Asia got stymied during a project in China,
she called in her company’s higher-level man-
agers in Beijing to talk to the higher-level
managers to whom the Chinese refinery’s
managers reported. Unlike the Western team
members who breached etiquette by ap-
proaching the superiors of their Korean coun-
terparts, the safety expert made sure to re-
spect hierarchies in both organizations.

“Trying to resolve the issues,” she told us,
“the local management at the Chinese refin-
ery would end up having conferences with
our Beijing office and also with the upper
management within the refinery. Eventually
they understood that we weren’t trying to in-
sult them or their culture or to tell them they
were bad in any way. We were trying to help.
They eventually understood that there were
significant fire and safety issues. But we actu-
ally had to go up some levels of management
to get those resolved”

Managerial intervention to set norms early
in a team’s life can really help the team start
out with effective processes. In one instance
reported to us, a multicultural software devel-
opment team’s lingua franca was English, but
some members, though they spoke grammati-
cally correct English, had a very pronounced
accent. In setting the ground rules for the
team, the manager addressed the challenge
directly, telling the members that they had
been chosen for their task expertise, not their
fluency in English, and that the team was
going to have to work around language prob-
lems. As the project moved to the customer-
services training stage, the manager advised
the team members to acknowledge their ac-
cents up front. She said they should tell cus-
tomers, “I realize I have an accent. If you don’t
understand what I’m saying, just stop me and
ask questions.”

Exit. Possibly because many of the teams we
studied were project based, we found that
leaving the team was an infrequent strategy
for managing challenges. In short-term situa-
tions, unhappy team members often just
waited out the project. When teams were per-
manent, producing products or services, the
exit of one or more members was a strategy of
last resort, but it was used—either voluntarily
or after a formal request from management.
Exit was likely when emotions were running
high and too much face had been lost on both
sides to salvage the situation.
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Managing Multicultural Teams

An American member of a multicultural
consulting team described the conflict be-
tween two senior consultants, one a Greek
woman and the other a Polish man, over how
to approach problems: “The woman from
Greece would say, ‘Here’s the way I think we
should do it! It would be something that she
was in control of. The guy from Poland would
say, ‘I think we should actually do it this way
instead’ The woman would kind of turn red in
the face, upset, and say, ‘I just don’t think that’s
the right way of doing it’ It would definitely
switch from just professional differences to
personal differences.

“The woman from Greece ended up leaving
the firm. That was a direct result of probably
all the different issues going on between these
people. It really just wasn’t a good fit. T've
found that oftentimes when you're in consult-
ing, you have to adapt to the culture, obvi-
ously, but you have to adapt just as much to
the style of whoever is leading the project”
Though multicultural teams face challenges
that are not directly attributable to cultural
differences, such differences underlay what-
ever problem needed to be addressed in many
of the teams we studied. Furthermore, while
serious in their own right when they have a
negative effect on team functioning, cultural
challenges may also unmask fundamental
managerial ‘problems. Managers who inter-
vene early and set norms; teams and managers
who structure social interaction and work to
engage everyone on the team; and teams that
can see problems as stemming from culture,
not personality, approach challenges with
good humor and creativity. Managers who
have to intervene when the team has reached
a stalemate may be able to get the team mov-
ing again, but they seldom empower it to help
itself the next time a stalemate occurs.

When frustrated team members take some
time to think through challenges and possi-
ble solutions themselves, it can make a huge
difference. Take, for example, this story about
a financial-services call center. The members of
the call-center team were all fluent Spanish-
speakers, but some were North Americans and
some were Latin Americans. Team perfor-

mance, measured by calls answered per hour,
was lagging. One Latin American was taking
twice as long with her calls as the rest of the
team. She was handling callers’ questions ap-
propriately, but she was also engaging in chit-
chat. When her teammates confronted her for
being a free rider (they resented having to
make up for her low call rate), she immediately
acknowledged the problem, admitting that she
did not know how to end the call politely—
chitchat being normal in her culture. They ral-
lied to-help her: Using their technology, they
would break into any of her calls that went
overtime, excusing themselves to the cus-
tomer, offering to take over the call, and saying
that this employee was urgently needed to
help out on a different call. The team’s solution
worked in the short run, and the employee got
better at ending her calls in the long run.

In another case, the Indian manager of a
multicultural team coordinating a company-
wide IT project found himself frustrated when
he and a teammate from Singapore met with
two Japanese members of the coordinating
team to try to get the Japan section to deliver
its part of the project. The Japanese members
seemed to be saying yes, but in the Indian
manager’s view, their follow-through was in-
sufficient. He considered and rejected the idea
of going up the hierarchy to the Japanese team
members’ boss, and decided instead to try to
build consensus with the whole Japanese IT
team, not just the two members on the coordi-
nating team. He and his Singapore teammate
put together an eBusiness road show, took it to
Japan, invited the whole IT team to view it at a
lunch meeting, and walked through success
stories about other parts of the organization
that had aligned with the company’s larger
business priorities. It was rather subtle, he told
us, but it worked. The Japanese IT team
wanted to be spotlighted in future eBusiness
road shows. In the end, the whole team
worked well together—and no higher-level
manager had to get involved.
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ABSTRACT

Effective use of cross-cultural project teams can provide a source of experience and innovative
thinking to improve the likelihood of project success and enhance the competitive paosition of the
organization. However, cultural differences and related conflicts and emotions can interfere with the
successful completion of projects in today’s multicultural global business community. To achieve
project goals and avoid cultural misunderstandings, project managers should be culturally sensitive
and promote creativity and motivation through flexible leadership. This paper describes the most well-
known and accepted theories of cultural differences and illustrates them with examples from
international project management. These theories consider relations between people, motivational
orientation, orientation foward risk, definition of self and others, attitudes toward time, and attitudes
toward the environment. We discuss motivation and training of multicultural project teams and relevant
implications for project managemenf. We provide specific examples of success and failure in
international, multicultural projects and relate project performance to cultural differences. The paper
concludes that international project management can succeed through culturally-aware leadership,
effective cross-cultural communication, mutual respect and reconciliation. Without them, it is destined
fo fail.

1. INTRODUCTION

A project can be defined as “a temporary endeavor undertaken to create a unique product or service.”
(Project Management Institute, 2000, p. 4). Some informal estimates indicate that a significant
proportion of the Worid's Gross National Product is spent on projects, including design and
construction of infrastructure, production and telecommunications facilities, software development,
pharmaceutical research and development, defense systems, and many other types of projects.
Interest in project management and related success factors have been increasing steadily in recent
years. Projects are often conducted in a muiti-disciplinary, cross-functional, cross-cultural environment.
This becomes more evident in managing international projects.

Anbari et al. (2004) point out that project managers in today's multicultural global business community
frequently encounter cultural differences, which can enhance or interfere with the successful
completion of their projects. Leading studies of cross-cuitural management have been conducted by
Hofstede (2000), Trompenaars & Hampden-Turner (1998), and others. These studies propose a set of
cultural dimensions along which value systems can be ordered. Value systems affect human thinking,
feeling, and acting, and the behavior of organizations and institutions in predictable ways.

2. CROSS CULTURAL DIFFERENCES

Cultural dimensions reflect basic problems that any society has to cope with but for which solutions
differ. These dimensions can be grouped into the following categories:

2.1 Relations Between People .

Hofstede distinguishes between individualism and collectivism. Trompenaars & Hampden-Turmner
break down this distinction into two dimensions: universalism versus particularism and individualism
versus communitarianism.

2.2 Motivational Orientation
Societies choose ways to cope with the inherent uncertainty of living. In this category Hofstede
identifies three dimensions: masculinity versus femininity, amount of uncertainty avoidance, and power
_ distance. Trompenaars & Hampden-Turner distinguish between achievement and ascription.

2.3 Time Orientation
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Hofstede distinguishes between long-term and shori-term orientations. Trompenaars & Hampden-
Turmner distinguish between sequential and synchronic orientations. Hall (1989) distinguishes between
monochronic and polychronic attitudes.

2.4 Control
Trompenaars & Hampden-Turner distinguish between internal control and external control, where the

culture believes that it controls its environment or that it works with it.

2.5 Socio-Cultural Dimensions

Aycan et al. (2000) propose further dimensions: patemalism and fatalism. In a paternalistic
relationship, the roie of the leader is to provide guidance, protection, nurturing and care to the
subordinate, and the role of the subordinate, in retum, is to be loyal and deferential to the leader.
Fatalism is the belief that it is not possible to fully control the outcomes of one's actions and, therefore,
trying too hard to achieve something and making long-term plans are not worthwhile exercises.

3. CULTURAL DIFFERENCES IN PROJECT TEAMS

In what follows we provide a brief description of the most relevant dimensions to managing cultural
differences in international projects. The following statements are not value judgments. They are
intended to clarify cuitural differences and facilitate their understanding to enhance project team
performance. Discussing stereotypes at the extremes of cultures can be helpful in understanding these
cultures. Individual behaviors within a given culture can vary greatly. Falk-Bané (2004) specifies that “a
stereotype can be helpful when it is consciously held, descriptive not evaluative, accurate, the first best
guess about a group prior fo having direct information, [and] modified, based on further observation
and experience.”

3.1 Power Distance

This describes the extent to which the less powerful members of organizations and institutions accept
and expect that power is distributed unequally. The basic problem involved is the degree of human
inequality that underlies the functioning of each particular society. In Hofstede’s research, power
distance is measured in a Power Distance Index (PDI). The values and attitudes found at the national
level contrast “low-PDi countries” with “high-PDI countries”, with some countries placed in between.
High PDI countries include Malaysia and Mexico. Low PDI countries include Austria and Denmark.

3.2 Uncertainty Avoidance

This refers to the extent to which a culture programs its members to feel either uncomfortable or
comfortable in unstructured, novel, unknown, surprising, and situations different from the usual—
typical project management settings, and the degree to which a society tries to control the
uncontrollable. The countries from Hofstede's study were each given a score on an Uncertainty
Avoidance Index (UAI). UAI was derived from country mean scores on questions dealing with rule
orientation, employment stability, and stress. Hofstede's research found UAI values for 50 countries
and three regions. The countries rank from Greece, Portugal, and Guatemala (highest UAI) to
Singapore, Jamaica, and Denmark (lowest UAL).

3.3 Individualism, versus its Opposite, Collectivism

This is the degree to which individuals are supposed to look after themselves or remain integrated into
groups, usually around the family. “individualism stands for a society in which the ties between
individuals are loose: Everyone is expected to look after him/herself and her/his immediate family only.
Coliectivism stands for a society in which people from birth onward are integrated into strong, cohesive
in-groups, which throughout people’s lifetimes continue to protect them in exchange for unquestioning
loyalty> (Hofstede, 2000, p. 225). Nationa! differences in Individualism are calculated in an
Individualism Index (IDV). The highest IDV scores were found in the USA, Australia, and the UK. The
lowest IDV scores were found in Guatemala, Ecuador, and Panama.

3.4 Control

Trompenaars & Hampden-Turner (2003) identify internal versus external contro/ where the culture
believes that it controls its environment or works with it. They describe this distinction as foliows:
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Relations with Nature

Every culture has developed an attitude towards the natural environment. Survival has meant
acting with or against nature. The way we relate to our environment is linked to the way we seek to
have control over our own lives and over our destiny or fate.

Internalistic people have a mechanistic view of nature. They see nature as a complex machine
and machines can be controlled if you have the right expertise. intemnalistic people do not believe
in luck or predestination. They are 'inner-directed’ - one's personal resolution is the starting point
for every action. You can live the life you want to live if you take advantage of the opportunities.
Man can dominate nature - if he makes the effort.

Externalistic people have a more organic view of nature. Mankind is one of nature's forces, so
should operate in harmony with the environment. Man should subjugate to nature and go along
with its forces. Externalistic people do not believe that they can shape their own destiny. 'Nature
moves in mysterious ways', and therefore you never know what will happen to you. The actions of
externalistic people are 'outer-directed' - adapted to external circumstances. (Trompenaars &
Hampden-Tumer, 2003).

The “environment” can also be the state or government. Hence, externalistic people often feel they
have no controi of the government. Also, external control can mean that the government controls the
lives of individuals, as in an authoritarian state. Internalistic people are more likely to feel they can
influence the government, and they look to themselves rather than to society for rules to govern their
behavior. As an example, people in the formerly communist countries are going through a transition
from external control of their lives to development of their own personal rules of internal control.

3.5 Masculinity versus its Opposite, Femininity

This refers to the distribution of work roles between the genders. Masculinity stands for a society in
which gender roles are clearly distinct. Men are supposed to be assertive, tough, and focused on
material success. Women are supposed to be more modest, tender, and concerned with the quality of
life. Femininity stands for a society in which gender roles overlap. Both men and women are supposed
to be modest, tender, and concerned with the quality of life. Hofstede called this dimension the
Masculinity Index (MAS). It shows Japan at the top with high gender roles distinction at work. German-
speaking countries (Austria, Switzerland, and Germany) scored high; so did the Caribbean Latin
American countries Venezuela, Mexico, and Colombia, and ltaly. The Anglo countries (Ireland, UK,
South Africa, USA, Australia, New Zealand, and Canada) all scored above average. Asian countries,
other than Japan, were in the middle. The feminine side includes other Latin countries (France, Spain,
Salvador, etc.). At the extreme “feminine” pole were the Nordic countries including Sweden, Norway,
and the Netherlands.

3.6 Long-Term versus Short-Term Orientation

This refers to the extent to which a culture programs its members to accept delayed gratification of
their material, social, and emotional needs. Hofstede’'s research shows scores on a Long-term
Orientation Index (LTO) for 23 countries. East Asian countries (China, Hong Kong, Taiwan, Japan, and
South Korea) scored highest. Western countries were on the low side, and some developing countries
(Zimbabwe, Philippines, Nigeria, and Pakistan) scored lowest. Managers in long-term oriented cultures
are used to working toward building strong positions in their markets, do not expect immediate results,
and are allowed time and resources to make their own contributions. In short-term oriented cultures
the “bottom line” is a major concern; control systems are focused on it and managers are constantly
judged by it.

3.7 Time orientation
Trompenaars & Hampden-Turmner (2003) identify sequential versus synchronic cultures as follows:

Sequential vs Synchronic cultures

Every culture has developed its own response to time. The time orientation dimension has two
aspects: the relative importance cuitures give to the past, present, and future, and their approach
to structuring time. Time can be structured in two ways. in one approach time moves forward,
second by second, minute by minute, hour by hour in a straight line. This is called sequentialism.
in another approach time moves round in cycles: of minutes, hours, days, years. We call this
synchronism.
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Peopie structuring time sequentially tend to do one thing at a time. They view time as a narrow line
of distinct, consecutive segments. Sequential people view time as tangible and divisible. They
strongly prefer planning and keeping to plans once they have been made. Time commitments are
taken seriously. Staying on schedule is a must.

People structuring time synchronically usually do several things at a time. To them, time is a wide
ribbon, allowing many things to take place simultaneously. Time is flexible and intangible. Time
commitments are desirable rather than absolute. Plans are easily changed. Synchronic people
especially value the satisfactory completion of interactions with others. Promptness depends on
the type of relationship

Past-oriented cuitures

If a culture is predominantly oriented towards the past, the future is seen as a repetition of past
experiences. Respect for ancestors and collective historical experiences are characteristic of a
past-oriented culture.

Present-oriented cultures
A predominantly present-oriented culture will not attach much value to common past experiences
nor to future prospects. Day-by-day experiences tend to direct people's lives.

Future-oriented cultures

In a future-oriented culture most human activities are directed toward future prospects. Generally,
the past is not considered to be vitally significant to a future state of affairs. Planning constitutes a
major activity in future-oriented cultures. (Trompenaars & Hampden-Turner, 2003).

3.8 Context

Hall and Halt (1990) specify that context is the information that surrounds an event. High-context
cultures have extensive information networks and require a minimum of background information. Low-
context cultures require more background information before they can make a decision. Falk-Bané
{2004) points out that conflicts and frictions in international organizations is “caused by the differences
between high-context and low-context cultures.... High-context people think low-context people talk
down to them.” She indicates that this “is not always and not necessarily meant to show some sort of
superiority, it may be caused by differences in cultural context.” This idea can be extended to include
background information on the terminology, methods, tools, and techniques used widely in the project
management community.

3.9 Other Considerations

Hofstede’s research did not include Central and Eastern Europe. He hypothesized that Russian
managers would be characterized by high power distance, high uncertainty avoidance, medium-range
individualism, and low masculinity (low gender role distinctions at work). Bollinger (1994) found
support for these predictions. Elenkov (1998) found that USA managers are more individualistic than
their Russian counterparts and that the managerial culture in the USA is characterized by lower power
distance and uncertainty avoidance than the Russian managerial culture. Aycan et al. (2000) found
Russian managers to have high scores on both paternalism and fatalism.

4. MOTIVATION AND TRAINING OF MULTI-CULTURAL PROJECT TEAMS

Cultural differences among project team members may create additional misunderstanding and
difficulties for motivation and training. “In addition to the traditional concerns of scope, cost, time, and
quality, the project team must also consider the effect of time-zone differences, national and religious
holidays, travel requirements for face-to-face meetings, the logistics of teleconferencing, and often
volatile political differences.” (Project Management Institute, 2000, p. 27). International projects require
participants to learn about cultures and the technical features of the project. Kohis (1981) and
Marquardt and Kearsiey (1999) discussed the differences between Western and non-Western cultures
that can be used to clarify the impact of diverse values on motivation and training. Table1 identifies
areas in which a clash of cultural values may result in conﬂ:cts that can impact project outcomes
negatively using a minus sign (-).
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TABLE 1: VALUE DIFFERENCES BETWEEN WESTERN AND NON-WESTERN CULTURES

Impact on Project

Western Cultural Values Non-Western Cultural Values Management
Individualism Collectivism/Group +
Achievement Modesty X
Equality/Egalitarianism Hierarchy -
Winning Collaboration/Harmony +
Guilt (internal self-control) Shame (external control) X
Pride Saving face X
Respect for results Respect for status/ascription +
Respect for competence Respect for elders -
Time is money Time is life -
Action/doing Being/acceptance -
Systematic/mechanistic Humanistic -
Tasks : Relationships/loyalty -
Informal Formal -
Directness/assertiveness | Indirectness -
Future/change Past/tradition -
Control Fate ~
Specific/linear Holistic +
Verbal Non-verbal +
(+) = Positive impact of (-) = Negative impact of _ . .
combining both vglues on combining both values on ggt;o/’\lnc;glrect impact on
outcomes oufcomes (culture clash)
Adapted from Kohis (1981); Marquardt & Kearsley (1999)

Youker (2004) provides an example from the time he taught project management courses in China in
the early 1980s. He specifies that “it was difficult to get participants to answer questions in class. The
culture held that individuals should not place themselves ahead of the group. To solve that probiem we
would have groups discuss the guestions and we assigned one person to be spokesman. That worked
fine because it fit with the culture. Now after 20 years | understand that aspect of culture has
changed.”

5. IMPLICATIONS FOR INTERNATIONAL PROJECT MANAGEMENT

Project teams share the cultures of their society and organization. Project management techniques
and training, developed primarily in individualist countries, are based on cultural assumptions that may
not hold in collectivist cultures. Project management skills include communications and managing
performance. However, in managing teams with members from collectivist societies, one should note
that discussing a person’s performance or abilities openly with him or her may be felt by the team
member as an unacceptable loss of face. Such societies have more subtle, indirect ways of
communicating feedback, such as through the withdrawal of a normal favor or verbally via a mutually
trusted intermediary.

in collectivist/particularistic/communitarian cultures greater attention is given to the obligations of
refationships. In individualist/universalist cultures, the law and social norms take precedence over
friendships. The concept of guanxi in Asian business refers to personal connections which are
extremely important in these societies. This is a consequence of coliectivism, long-term orientation and
paternalism. One’s capital of guanxi lasts a lifetime, and should not be destroyed for short-term,
bottom-line reasons (Yeung & Tung, 1996). Trompenaars & Hampden-Turner distinguish between
achieved and ascribed status. Achievement means that a person is judged on what he or she has
accomplished. Ascription means that status is attributed to a person based on birth, kinship, gender,
age, or connections. .

Organizations and project teams can become more mature in managing cultural differences.
Trompenaars & Hampden-Turner describe such maturity as moving from recognizing to respecting to
reconciling cultural differences. They define reconciliation as “an approach where the two opposing
views can come to fuse or blend - where the strength of one extreme is extended by considering and
accommodating the other” (Trompenaars & Hampden-Turner, 2003). These stages provide a way of
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describing the evolution of maturity of management of cultural differences in project teams and how
well the project team is coping with these differences.

6. EXAMPLES OF SUCCESSFUL AND FAILED PROJECTS

6.1 A Successful Project

There are many examples of successful management of cross-cultural, international projects. The
Year 2000 (Y2K) projects were conducted by public and private organizations around the globe.
Diligent multi-cultural teams cooperated to prepare and remediate computer systems, outdated
software code, telecommunications networks, imbedded systems, and other infrastructure for the
millennium date change. Countries and organizations throughout the world recognized that while
maintaining management of their own Y2K projects, they would gain from sharing information on their
project plans, progress, problems and successes. “Y2K was fascinating in terms of how to get one’s
arms around a subtle problem that crossed a wide sweep: 180 countries, 50 states, the entire U.S.
economy, and the whole U.S. Government. We will not have to do it again in the near future, however
the lessons learned from the exercise will be invaluable in addressing other management issues.”
(U.S. Department of State, 2001). Even organizations in cultures not normally accustomed to
collaboration realized the value and importance of sharing information and knowledge. Public and
private organizations throughout the world formed networking and information sharing partnerships to
respond to Y2K challenges, risks, and problems. “Y2K was the first time that the international
community all rose to the chaillenge and worked together to meet a common threat; international
cooperative efforts did not compromise anyone's sovereignty or commercial interests.” (U.S.
Department of State, 2001).

The enormous success of the huge number of Y2K projects worldwide was very impressive. After the
resounding successes, some claimed that the problem may have been initially exaggerated. Others
may consider that to be the nature of successful projects: if the problem is solved, no one should
notice it! Nonetheless, most agree that very important lessons were leamned in successful global
project management. “In effect, we should not call what happened a Y2K success, but rather a
management success.” (U.S. Department of State, 2001).

6.2 A Failed Project

There are also many examples of failures in the management of cross-cultural, international projects.
The Iridium project launched 66 low orbiting satellites, to produce a telecommunication network that
would cover the globe allowing anywhere to anywhere communications. It was the largest
telecommunications project ever undertaken, costing $5 billion and involving several widely respected
high technology organizations and about 6,000 engineers, technicians and business administrators in
26 countries.

During its planning, design, and early implementation stages, the project was expected to be a major
success (Fabris, 1996). Iridium achieved some of its technical, delivery, and operational objectives.
However, it was a dismal commercial and financial failure, ultimately forcing Iridium LLC to file for
bankruptcy (Cauley, 1999) and to be sold for a mere $25 million (Fitzgerald Communications, 2000).

Cross-cultural communications problems may have played an important role in the demise of Iridium.
“Iridium’s international structure has proved almost impossible to manage: The 28 members of the
board speak many languages, turning meetings into mini-U.N. conferences complete with headsets
translating the proceedings into five languages™ (Cauley, 1999). The Chief Executive Officer fired a
direct report for failing to come back quickly enough from vacation to be at the start of a meeting, and
left another at a remote launch site for failing to show up by the designated departure time of the
corporate jet. He “set up a chart with red, green and yellow cars to illustrate which consortium partners
were on schedule, which were lagging, and which were far behind. According to one person who was
there, several partners who had been tagged with red cars refused to talk to him after the meeting.”
(Cauley, 1999).

6.3 Analysis of Successful and Failed Projects

The above exampies illustrate the stages of maturity in managing cultura! differences - recognizing,
respecting, reconciling. The Y2K design respected national and organizational cultural differences,
trusted self-interest to provide motivation, and relied on each group to fix its systems. The Iridium
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project was run by a hard-nosed executive who appeared to be extremely focused on the stated
project targets with limited consideration for cultural differences.

Since the schedule was imposed externally, Y2K projects avoided most cultural issues by granting
autonomy to nations and organizations and just sharing information. Iridium, by trying to incorporate
many people into one organization with tasks and schedules and reporting relationships imposed by
the organization, encountered numerous difficulties. It could be argued that Y2K projects were very
unusual — an unchangeable schedule, strong self-interest to provide motivation, ample funding by
executives fearful of liability, and no secrecy or competition in sharing solutions, due to fear of
cascading failures. The result was that autonomy and trust were maximized. With Y2K it was only
necessary to share information, first about the threats and then about solutions and contingency plans.
Managing specific projects and achieving their scope, cost, time, and quality objectives were handied
by the performing organizations.

The difference between Y2K and Iridium could be considered similar to the difference between a
market economy and central planning. A market economy maximizes the autonomy of the producing
units. Profit and fear of bankruptcy, provide the motivation. Speed and scheduling are provided by the
need to beat the competition, or to fulfill the contract. Organizations with very different national or
corporate cultures can cooperate smoothly because what matters are the product or service and the
price. How organizations function internally is much less important, as long as they are operating
within the laws of each country. Information is shared by various methods including business and
engineering schools, conferences, and journals. Managers adopt the latest technologies and methods
to be competitive. They need not be told to be innovative. Customers choose the best value for their
money, and decide who wins and who loses, which companies grow and which go out of business.
Centrally planned economies involve ruies and rigid hierarchies. Although they can be effective in
enforcing common patterns of behavior over large areas, they are rarely innovative.

7. CONCLUSIONS

Diversity is increasing in many countries, and globalization is leading to a growing number of
international projects. Cultural differences can either be a source of creativity and enlarged
perspectives, or they can be a source of difficulties and miscommunication. The literature on cultural
differences is steadily increasing and now provides very helpful conceptual frameworks for
understanding the different points of view encountered when managing international projects.
Managers of multi-cultural project teams can increase their effectiveness and their firm's
competitiveness by making use of this literature.

Project management can succeed in a cross-cultural environment through effective leadership, cross-
cultural communication, mutual respect, and reconciliation. Without them, it is destined to fail. To
achieve project goals and avoid potential risks, project managers should be culturally sensitive and
promote creativity and motivation through flexible leadership.
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Abstract

The management of culture has become increasingly important to many organisations and business disciplines,
particularly multicultural and international project management. Cultural differences often result in varying degrees
of conflict and require careful consideration. This study surveys 116 Project Managers using the Thomas-Kilmann
Conflict Mode Instrument to determine their approach toward managing conflict. Indian, French and UK Project
Managers’ conflict management style are correlated with Hofstede’s description of their cultural characteristics. We
find that significant links between the cultural dimensions of Individualism and Masculinity with the propensity for
Project Managers to adopt a Competitive style of conflict management. We also find Uncertainty Avoidance
correlates with a tendency for Project Managers to adopt an Avoiding approach to conflict management. Other
relationships are found between Hofstede’s cultural dimensions and conflict management styles in Project Managers
but their meaning requires further study.

Keywords: Culture, Conflict, Project Managers
1. Culture

The term business culture has become increasingly used since its introduction in the 1980’s and its importance and
effect upon all manner of organizations has achieved considerable significance especially as those organizations
have engaged in more international exploits (Pheng and Yuquan, 2000). While internationalisation of business
provides opportunity in terms of economies of scale and growth for example, it also presents special managerial
difficulties. Failing to handle the diversity and complexity of host cultures and their integration with existing or
intended organisational culture can be catastrophic. Poor employee motivation, low staff retention, marketing
ineffectiveness and loss of competitive advantage are the potential results. On the other hand, successful cultural
management can foster innovative practices, organisational knowledge creation and become a potential source of
competitive advantage (Hoecklin, 1996; Evans, Hau & Scuh, 1991; Hofstede, 1985).

It is widely understood that ‘culture’ represents an ‘average’ of the group or nation that is under consideration and
that individuals may differ from this norm (Trompenaars and Hampden-Turner, 1997). This not only means that any
approach toward cultural management will by definition be a compromise, but that many different approaches may
be required for the numerous working groups that have been identified as having particular cultures, such as national
culture (Hofstede, 1991), founder culture (Schein, 1985), professional culture (Hofstede, 1991; Schein, 1985), and
organizational and corporate culture (O’Reilly and Pfeffer, 2000; Schwartz and Davis, 1981). One of the most
influential pieces of business-culture research is that of Hofstede (1984) upon the employees in the international
offices of IBM, yet even this has been subject to significant criticism. McCoy (2003) among others (Akande, 2002;
Tardif, 2002; Giddens, 2000; Norchi, 2000), summarise these criticisms; that any description of culture will be an
average, the model proposed by Hofstede identifies five characteristics of culture but does not describe their
interrelationships, the model does not explain whether the observed culture displays for example the ‘IBM-ness’ of
India or the ‘Indian-ness’ of IBM, and that the study is now out of date for reasons including changes in gender
equality in developed countries and the globalisation of skilled personnel which has tended to dilute national
distinctiveness.

Despite these criticisms, Hofstede’s work has proved to have value in determining or predicting cultural traits
(Samarah and Mykytyn, 2002; Triandis, 1995; Bartlett and Ghoshal, 1989). For example, Hofstede hypothesized
that Russian managers would be characterized by high power distance, high uncertainty avoidance, medium-range
individualism, and low masculinity (Hofstede 2001). Bollinger (1994) tested Hofstede’s hypothesis in studies of
Russian managers and found support for these predictions. Elenkov (1998) in his comparative study found that US
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managers are more individualistic than their Russian counterparts and the managerial culture in the United States is
also characterized by lower power distance and uncertainty avoidance than the Russian managerial culture.

2. Conflict Management

Capozzoli (1999, p28) recognized that conflict “lies in the minds of those who are in conflict” and is usually only
seen when it manifests as discord. Despite the immediate connotation of conflict being a destructive or inhibitive
force it can in fact be healthy for an organisation if managed constructively. It may bring to light previously unseen
pressures or discontents, it promotes problems to be addressed and may improve individuals’ understanding of the
goals and motives of others (Rollag, 2005; Van Slyke, 1999; Capozzoli, 1999; Singh and Johnson, 1998; Klunk,
1997; Butler, 1973). Poor management however leads to the inevitable loss of team and organisational trust and
bonds, and reduced motivation (Cloke and Goldsmith, 2000; Capazzoli, 1999). A multi-cultural team is exposed to
many of the sources of conflict to an even greater degree than a mono-cultural team, because of the different value
systems among its members. Thus the multi-cultural project manager must be capable of managing cultural conflict
and be able to handle the conflicts effectively in order to improve the team’s performance. Kezsbom (1992)
identifies potential sources of conflict in a project including scheduling, managerial and administrative procedures,
communication, goal definition, resource allocation, reward methods, personalities, cost, technical knowledge,
politics, leadership style and presence of ambiguity. The cultural traits identified by Hofstede and others that are
likely to contribute to each of these sources of conflict are listed although their relative significance is not known.

Much of the current conflict management research stems from the work of Blake and Mouton (Borisoff and Victor,
1989), who identified five main conflict management approaches, namely problem-solving, smoothing, forcing,
withdrawal and sharing. Subsequent authors have built on this framework with subtle changes to terminologies such
as the Thomas-Kilmann model which is based on five conflict management methods of competing, collaborating,
compromising, avoiding and accommodating (Table 1). The survey is used to identify an individual’s conflict
management behaviour, but also to demonstrate that the individual can increase his/her effectiveness through
deliberately choosing a mode in conflict situations (Kilmann, 2007). Thomas and Kilmann maintain that we are all
able to use each of the five approaches to conflict management though we may naturally prefer one style above
another. Furthermore, this preference may change depending upon the specific circumstances of an instance of
conflict, or it may change in response to our own personal disposition at that particular time.

3. Project Management and Culture

According to Hoffer, George and Valacich (2002), it is important for a Project Manager to possess a diverse set of
skills; management, leadership, technical, customer relationship, and conflict management. Project Managers must
be able to use this suite of skills to build an environment in which the project not only achieves its immediate goals
but also operates successfully in terms of meeting the subtle needs of its individual members. The importance of the
cultural dimension of management is especially significant in the field of Project Management. Jessen (1992) for
example, proposed that the requirements for Hofstede’s cultural dimensions of power distance, individualism and
uncertainty avoidance differ throughout the life cycle of a project, and therefore that cultural values have different
effect during the phases of the project. Cultural patterns in project environments reflect cultural patterns in the wider
society. Project Managers therefore operate within the entwined cultures of their society and of their organization
and of their own specific project teams (Earley and Mosakowski, 2004).

Consequently, Project Managers must be sympathetic to the understated cultural requirements of each sector of their
working environment. For example, the ability to communicate “bad news” and to manage performance are
considered key skills for a successful Project Manager. Hofstede (2001) and others note that many cultures have
subtle ways of operating (Yeung and Tung, 1996; Kohls, 1994). For instance providing feedback is commonly made
in some collectivist cultures via a third party, and that failure to observe such practices may result in significant
harm to the project environment (Slevin and Pinto, 2004; Aycan and Kanungo, 2000).

Previous work by Prabhakar (2006, 2005a b, 2004a b,) and Prabhakar & Walker (2005, 2004a b ¢) based on 153
projects in total from 28 nations demonstrate that leadership in projects is a unique challenge as opposed to the
leadership of operations. In projects the Project Manager has to continuously evaluate his or her style of leadership
and change according to the requirements of the phase a project is in due to varied time pressures, deadlines etc.
This ability to change from one style to another in projects has been termed switch leadership. Further studies by
Walker & Prabhakar (2006, 2005) across 25 nations studying 111 projects identified that leading multicultural teams
is an enormous challenge where the choice of project manager and his or her team is crucial. Therefore in choosing
the ‘right’ Project Manager and team they have identified four levels of maturity, viz.: ready, willing, able and
optimal. Knowing a persons maturity level can facilitate the choice of a Project Manager and his or her team in
multicultural projects.
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4. Statement of Research Purpose

Culture has been shown to be a significant factor in organisational management, particularly during the management
of projects where multiple cultures are encountered simultaneously. Inability to successfully manage this conflict is
likely to result in significant reduction in organisational performance and can inhibit the successful operation of
project teams. This study aims to investigate the link between Project Managers’ nationality and their preference to
adopt a specific method for managing conflict.

The Thomas-Kilmann Conflict Mode Instrument is employed to ascertain the mode of conflict management that
international Project Managers utilise. These results are correlated with Hofstede’s values for each of the cultural
indices; Power Distance, Individuality, Masculinity, Uncertainty Avoidance and Long-Term Orientation.

Hofstede suggests that the cultural attribute of Power Distance Index (PDI) relates to the way in which the society
deals with uncertainty or ambiguity (Hofstede, 1983). In organisational or Project Management terms this may be
interpreted as the degree to which authority is centralised. Individualism (IDV) is the relationship between an
individual and his or her colleagues. Societies or cultures may be found where individuals exhibit high degrees of
self-interest or concern for themselves and their immediate family, and these are termed Individual. Alternatively,
Collective societies are those where an individual is concerned with the wellbeing of a wider group. In terms of
Project Management a Collective culture may be desirable to ensure that the often multiple goals of the team are
pursued above the goals of the individual. The importance that genders attach to social goals and personal goals is
termed the Masculinity Index (MAS). Females are said to value relationship goals while males favour egotistic goals
such as career and reward (Triandis, 1995). Masculine cultures tend to be assertive and highly competitive.
Uncertainty Avoidance Index (UAI) measures anxiety about future changing conditions or events. This can manifest
as the society’s attempts to control uncertainties sometimes through the application of rules and protocol
(Shackleton and Ali, 1990) whereas others tend to be more accepting of those future uncertainties. Hofstede later
expanded his cultural dimensions to include Long-Term Orientation (LTO) that considers a culture’s preference for
perseverance; a comparatively short-term orientated culture would be one that valued tradition and social obligation.

We expect that the cultural indices of Individualism and Masculinity to show some degree of correlation with a
propensity to adopt a Competitor conflict management style. We also expect countries with a high Uncertainty
Avoidance Index to correlate with the propensity of their Project Managers to adopt an Avoider style of conflict
management.

5. Method and Results

A survey was conducted among 150 Project Managers in a multinational telecoms organisation. The survey tool was
posted on the internet to minimise cost and time of distribution and the survey sample were directed to the survey
via a hyperlink within a mass email. 116 online questionnaires were completed, giving a response rate of 77%.
Figure 1 shows the proportion and nationality of project managers in the survey.

To maximise validity of the analyses those nationalities that were represented by less than fifteen responses were not
included in the analysis. This study therefore focuses on the cultural characteristics and conflict management styles
of Project Managers in France (15%, 17 responses), the UK (28%, 34 responses) and India (18%, 21 responses).

Table 2 depicts the average Thomas-Kilmann conflict management style values for each national grouping
(represented as percentages) and the number of respondents in descending order. It shows that a high percentage of
Project Managers in France, and to a lesser extent in the UK, adopt a Competitive style of conflict management
(17.86% and 32.14% respectively) whilst the propensity to take this approach in India is very low (7.14%). The next
significant factor is that there is a tendency for Indian Project Managers to adopt an Avoider style of conflict
management (32.68%) whereas in France and the UK this is less prevalent (18.38% and 27% respectively).

The Conflict Management Styles across the 116 respondents in Figure 2 indicate that there is no particular dominant
style among the observed sample of project managers.

Correlation-coefficient was used to identify the correlations between the results and Hofstede’s dimensions. Cohen
(1988) has suggested small, medium and large interpretations for correlations in psychological research, shown at
the top of Table 3, and these interpretations of analyses have been adopted in this study.

6. Analysis and Discussion

The correlation coefficients between Hofstede’s cultural attributes and the Conflict Management Styles are reported
in Table 3.

As seen from Table 3 the values of the correlations between Competing-IDV (0.82, -0.21, 0.75) are large for both
France and UK and small but negative for India. France and UK are both identified by Hofstede as being highly
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Individual cultures where people are more concerned with their own well being than that of others. The correlation
confirms a logical link between an individual’s self-concern and their likelihood of adopting a Competitive style of
conflict management. India, being less Individual than both France and UK displays a corresponding reduction in its
Project Managers tendencies to behave in a Competing fashion.

Competing-MAS (0.56, -0.03, 0.94) shows a strong correlation for France and UK and small for India. Hofstede
finds that the UK is most Masculine of the three countries, followed by India then France. Highly Masculine
cultures may be expected to display more aggressive or assertive traits and therefore be likely to correlate highly
with Competing styles of conflict management. As expected, the correlations between Competing and Masculinity
mirror those of Competing and Individualism with both France and UK appearing Competitive.

Avoiding-PDI (-0.29, 0.57, 0.93) are large for India and the UK and small but negative for France. Power Distance
Index relates to the accepted inequality of power in a social system and Hofstede found that France and India
displayed this to a higher degree than the UK. The strong correlations between these factors in both India and UK do
not reflect the relative differences found by Hofstede and thus suggest that any link between an Avoiding conflict
management style and PDI is not necessarily meaningful.

Avoiding-UAI (0.52, 0.55, 0.46) are large for both France and India and medium for UK. Uncertainty Avoidance
Index represents the tolerance of uncertainty or ambiguity. A culture with high UAI would be expected to enforce
rules or procedures to minimize unstructured situations. It could be expected that any culture that avoids uncertainty
would also avoid confrontation and therefore adopt an Avoiding strategy. Hofstede reports considerably higher
tolerance in France than either UK or India. While these results do not reflect the scale of difference that Hofstede
identified within this cultural dimension it is notable that propensity to adopt an Avoiding style is correlated across
all three observed countries with the dimension of Uncertainty Avoidance.

7. Conclusions

This study finds significant links between Hofstede’s cultural dimensions of Individualism and Masculinity with the
propensity for Project Managers to adopt a Competitive style of conflict management. It also finds Uncertainty
Avoidance correlates with a tendency for Project Managers to adopt an Avoiding approach to conflict management.
Other relationships are found between Hofstede’s cultural dimensions and conflict management styles in Project
Managers but their meaning requires further study.

It is clear that cultural traits influence the approach of Project Managers toward conflict management and this is a
new insight into the complexities of the management of multicultural projects. Project Managers need to be aware of
the cultural attributes of their teams but also of the ways in which their actions are somewhat determined by their
own cultural attributes.

There is some conflict around how the cultural tensions within project teams should be managed. Sujansky (2004)
suggests a number ways for Project Managers to improve their ability to handle cultural issues, while White (1999)
asserts that they must respect and support team diversity, and Evaristo (1993) suggests that Project Managers
demonstrate inclusiveness by being receptive to alternative perceptions and thus encourage novel solutions to
problems. Vereen (2004) however adopts a different perspective and highlights the importance of each individual in
the project team to take responsibility for recognizing and appreciating others.

While this study illuminates the degree to which cultural attributes affect the likely approach that Project Managers
may take in dealing with team conflict further research is needed to understand how Project Managers may
moderate or change their attitude for the benefit of the project team.

This research has been undertaken in a single multinational telecoms company hence the sample may be more
indicative of the multi-national business culture than of their national culture. Future studies may explore the link
between conflict management style and cultural traits in other single culture and multi-culture working
environments.
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Table 1. Thomas and Kilmann’s Conflict Management Styles

Competing Individuals pursue their own goals at the expense of others.

Authoritarian.

Accomodating | Individuals support others in the pursuit of their goals.
Sympathetic.

Avoiding Individuals neglect their own goals and those of others.

Circumventive.

Collaborating | Individuals attempt to find ways for themselves and others to achieve their
goals.

Compromising | Individuals attempt to partially fulfill their own goals and those of others.

Table 2. Conflict Management Styles by Country

Country Responses Competitor Collaborator Compromiser Avoider Accommodator TOTAL
United Kingdom 34 17.86% 20.64% 19.64% 27.00% 14.86% 100.00%
India 21 7.14% 17.86% 19.64% 32.68% 22.68% 100.00%
France 17 32.14% 17.86% 21.41% 18.38% 10.21% 100.00%
South Africa 11 22.22% 14.81% 18.52% 18.52% 25.93% 100.00%
Germany 8 20.30% 17.29% 23.12% 18.80% 20.49% 100.00%
Holland 7 23.57% 16.43% 21.07% 19.29% 19.64% 100.00%
Australia 4 12.50% 16.07% 26.79% 19.64% 25.00% 100.00%
Nigeria 3 20.00% 19.64% 24.64% 20.71% 15.01% 100.00%
Poland 3 25.00% 21.43% 17.86% 14.29% 21.43% 100.01%
Pakistan 2 14.29% 7.14% 28.57% 25.00% 25.00% 100.00%
Ghana 2 20.71% 15.01% 20.00% 24.64% 19.64% 100.00%
New Zealand 1 21.43% 12.50% 19.64% 25.00% 21.43% 100.00%
Sweden 1 18.52% 14.81% 14.72% 25.73% 26.22% 100.00%
Russia 1 25.00% 17.86% 17.86% 19.64% 19.64% 100.00%
Spain 1 23.12% 18.80% 20.30% 20.49% 17.29% 100.00%
[TOTAL AVERAGE] 116 | 2025% | 1654% [ 2092% | 2199% | 2030% | 100.00% |
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Table 3. Correlation Coefficients

Correlation
Small 0.1t00.29
Medium 0.3 to 0.49

France Competitor Collaborator Compromiser Avoider Accommodator
PDI -0.28 -0.03 -0.22 -0.29 -0.09

IDV -0.07 0.14 0.38 -0.08
MAS - 0.24 -0.12 0.11 -0.12
UAI 0.16 0.28 0.24 _ -0.02
LTO X X X X X

India Competitor Collaborator Compromiser Avoider Accommodator
PDI 0.14 0.11 -0.14 _ 0.22
IDV -0.21 0.28 -0.02 0.28 -0.12
MAS -0.03 0.11 -0.02 -0.9 -0.19

UAI 0.17 0.27 0.18 _ -0.21
LTO 0.12 0.46 0.12 -0.07 091

UK Competitor Collaborator Compromiser Avoider Accommodator
PDI -0.12 0.28 -0.02 _ 0.32
IDV -0.21 -0.11 -0.01 -0.16
MAS - 0.04 0.16 -0.8 -0.03

UAI 0.14 0.21 0.21 0.46 -0.15
LTO -0.7 0.32 0.02 -0.14 0.12
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