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ABSTRACT
Organizations are choosing to transition from Traditional Project Management (TPM) to Agile
Project Management (APM) for competitive advantage. APM offersmany benefits such as better
customer satisfaction, shorter project times, and higher project success rates. But as
organizations set out to adopt Agile practices, their project managers are experiencing
challenges that hinder their development and ability to be competent in the agile environment.
The problem identified was the underdeveloped process of training and coaching project
managers to gain agile competencies. A literature research was performed to capture challenges
that both the organization and the project manager were experiencing, project manager
competency, and current development tools and techniques. With the information gathered from
the literature review, a solution was formulated and proposed. The proposed solution provided a
process to train and coach project managers new to APM to gain agile competencies using the
Traditional Predictive Life Cycle. An implementation plan for the solution was also provided.
However ,because the proposed solution has not been tested and only based on a review of the
literature, future research will need to be done to validate the effectiveness of the proposed
solution.
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1.

INTRODUCTION

Projects are utilized by organizations to achieve business objectives (Hartman, Watts Treleven, 2013) and have
become the selected way to complete work in many organization (Ravinder & Kollikkathara, 2017). Project
management is important in organizations because it manages the progress of a project, helps develop clear objectives to
align with business goals ,and applies various factors such as knowledge, skills, tools, and techniques to project
activities to achieve the project requirements (Project Management Institute [PMI], 2017a). As projects continue to grow
in size, scope, and frequency, the importance of project management will also continue to grow (Ravinder &
Kollikkathara, 2017). There are many standardized project management methodologies such as Waterfall, LEAN,
Scrum, and Hybrid, to name a few. Each project management methodology takes a different approach to a project and
has different project steps. In a traditional project management (TPM) methodology, there are five standard process
groups: initiating, planning ,executing, monitoring and controlling, and closing (PMI, 2017a). The traditional project life
cycle aligns with those process groups and flows in a sequential format (Shein, Robinson & ,Gutierrez, 2018). In most
TPM projects, a project stage finishes before the next stage can begin. Once a stage is complete, it is often not revisited
(Baird & Riggins, 2012). A visual of this process often looks like a waterfall, which is why the Waterfall Method is
usually referenced as the traditional way of completing a project .
TPM has an established track record. However, as organizations face the demand to work faster to remain
competitive and larger organizations find themselves competing with smaller organizations and startups, there was a
need to work projects faster than the TPM process but still maintain the same level of quality. As a predictable
methodology, TPM worked well. But in an environment of constant change, Agile Project Management (APM) offered
a fresh insight into working projects faster and efficiently. Whether it is TPM or APM, project managers play a vital role
in project management because they are the individuals to lead or a part of the team in charge of achieving the project
objectives (PMI, 2017a). As the demand for projects and the importance of project management continues to grow; the
need to have well-prepared project managers will also increase (Hartman et al., 2013). The project manager must
possess a variety of competencies to be effective in a TPM environment. The list of competencies is lengthy and
includes skills such as leadership, communications, motivation, etc. When organizations decide to move from a TPM
environment to an APM environment, it presents challenges for project managers who are familiar with a project
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methodology that has been utilized for decades .Without proper training and coaching, project managers can struggle
with the project methodology change because they do not possess the necessary competencies to function in an APM
environment. Multiple scholarly sources discuss best practices for organizations when transitioning to an Agile project
management methodology (Dikert, Paasivaara, & Lassenius ,2016 ;Ghezzi & Cavallo, 2018; Senapathi & DruryGrogan, 2017) but the gap in the literature is how can organizations help their project managers better transition from
TPM to APM and be successful at it.
Some challenges that project managers face when their organizations decide to move from TPM to APM are
internal conflicts (Dikert et al., 2016), lack of APM knowledge and experience( Dikert et al., 2016; Taylor, 2016), and
lack of support (Dikert et al., 2016; Taylor, 2016). Internal conflict often occurs because of resistance and adjustment
issues toward change. Resistance to change can happen on many levels such as individuals that fully accept the
transition or those who are against the idea and do not feel the need to change. Then there are the neutral parties who are
not against the change but find themselves struggling to adjust to the change. Along with the challenges of transitioning
to a new project management methodology ,project managers can also struggle with gaining APM competencies.
Organizations need to be able to provide some in-house training programs along with coaching opportunities that can
help project managers develop a better understanding of APM.
Especially helping project managers see the change in their role when transitioning from TPM to APM Overview
of the Solution Published research established that organizations are adopting agile project management(APM)
methodologies to achieve higher customer satisfaction and project success (Gustavsson ,2016 ;Schatz & Abdelschafi,
2005). However, the transition from the traditional project management (TPM) environment to APM presents various
challenges at the project manager level. Through the literature, the identified common challenges were resistance to
change, lack of knowledge, and support (Bannick, 2014; Dikert et al., 2016; Jovanović et al., 2017; Pawel ,2017 ;Taylor,
2016). Other barriers that varied across literature were team cultures (Jovanović et al., 2017), not having additional
resources to help with current duties (Dikert et al., 2016; Taylor ,2016) the disbursement of project teams (Pawel, 2017),
and keeping old commitments (Dikert et al., 2016). Any of the suggestions to address the identified challenges stated
that project managers needed to get familiarized with APM. But there remained no solution to how organizations can
help their project managers prepare and gain APM knowledge.
1.2 Description of the Solution

Figure 1: High-Level Overview of Proposed Framework .

The proposed framework follows the traditional project life cycle highlighted in Figure 2 .

Figure 2. Traditional-Predictive Life Cycle.

Adapted from ‘Agile Practice Guide’ by Projectand provides a logical path to train and coach the traditional project
manager on APM methodology. By using the traditional project life cycle, something TPM project managers are
familiar with; it will help remove some tension in transitioning to APM practices. The framework begins with an
assessment of the project manager’s APM competencies. When the evaluation is complete, the next phases are training
and coaching. The fourth phase is using live work as a learning tool. The final phase is the evaluation of the project
manager’s APM competencies again, but there are two possible outcomes as shown in Figure 4; a repeat of the phases or
a project manager with APM competencies. The repeat of phases is an influence of Assess and Analyze. The first phase
of the proposed framework is to assess the project manager’s competency in APM. The proposed framework will use
the assessment process as defined by the Project Manager Competency Development Framework(PMI, 2017c), also
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referred to as the PMCD Framework. Because the project manager is transitioning to APM, the assessment will only
evaluate the project manager’s competency in APM. It is important to understand what level of APM competency the
project manager currently has to analyze the amount of training and coaching that is needed. The assessment of the
project manager will include the agile project manager competencies previously identified in the literature review
:servant leadership, collaboration, and communication. Two additional items to be included are the knowledge and
experience of the project manager on APM . Rigor. Rigor was identified to be the value of assessments and has three
levels: low ,medium, and high (PMI, 2017c). Low rigor is more casual and involves self or informal assessments while
high rigor is a fully documented process meant to be duplicated again (PMI ,2017c). Thus, it includes the assessment by
qualified assessors, workshops, focus groups, a centralized archiving system, etc. (PMI, 2017c). Due to low rigor being
too simplistic and the high rigor including excessive items outside of a normal agile process such as documentation ,the
assessment of this proposed framework will use the medium rigor . The medium rigor requires a knowledgeable assessor
in both performing assessments and competency of what is being assessed (PMI, 2017c); in this case, it is APM
competency .Therefore, an assessor with APM knowledge and experience will be used to perform assessments. Typical
medium rigor assessment items are reviewing the suggested evidence of each competency, full 360-degreefeedback,
interviewing the project manager and evaluating their response, recommendations, and reassessment after the
development plan is implemented (PMI, 2017c). The assessment of the proposed framework will
1.3 include three different items :
360-degree feedback, an interview of what the project manager knows about APM, and their own experiences with
APM

Figure 3. Assessment Phase .

360-degree feedback. The Project Manager Competency Development Framework (3rd ed., 2017c) shared that the
objective of the assessment is to meet or exceed the competency baseline already defined before assessment. The 360degree feedback (see Appendix E for sample) will evaluate the project manager on their servant leadership,
collaboration, and communication skills by the assessor. Feedback is provided from the project manager ,colleagues
within the same team, and the direct manager. Each assessment question will evaluate the project manager's output
performance on below expectations, meets expectations, or exceeds expectations.
1.4 Knowledge interview
The knowledge interview (see Appendix F for sample interview questions) will include questions to assess each
project manager’s knowledge level on APM. The assessor will perform these interviews. The information gathered from
these interviews should be evaluated on both an individual-level and group-level. By doing so, the assessor can view
what level of knowledge the project managers have as a team and individually. Also, it was found that teams with a
strong culture can find difficulty in the transition to TPM (Jovanović et al., 2017). Being able to catch this element in the
project team early on can help the assessor plan the training and coaching accordingly .
1.5 Experience interview
Similar to the knowledge interview process, the experience interview (see Appendix G for sample interview
questions) will assess each project manager’s experience with APM. This process can be completed with the knowledge
interview. However most studies that performed interviews as part of the research process only allocated one hour
Therefore, if the total time of the knowledge interview is to exceed the one-hour threshold, the experience interview
should be held at a different time. Through this first phase of the proposed framework, the level of training and
additional materials needed are determined
1.6 Training sessions and materials
The second phase of the framework is the training courses and materials. The training sessions will cover the
basics of APM such as processes , roles, and the APM methodology. The training materials will support the training
sessions. This phase provides the project manager an opportunity to gain a perspective on APM in preparation for
coaching .Training sessions. The training sessions will take place in two parts. The first part involves a virtual learning
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environment to be done individually by each project manager. The content of the virtual training sessions will be
informative and build the foundation for APM methodologies and practices. Project managers with no or minimal
knowledge and experience with APM found it difficult to transition from TPM to APM (Almeida, 2017; Dikert et al.,
2016). By providing the project manager an opportunity to gain an APM perspective, it will help minimize change
resistance (Dikert et al., 2016) and enable the project manager to begin developing an understanding of APM. This will
allow the project manager to have a greater technical understanding of APM practices in preparation for the coaching
phase.

Figure 4. Training Phase.

The second part is classroom training where the project managers will come together to continue their technical
learning process with case studies and group activities. Depending on the number of project managers, group members
will vary. The purpose of this training activity is to have the project managers connect and share struggles or
accomplishments thus far in the transition phase; providing an opportunity to gain the servant leadership skills such as
support and communication (PMI, 2017b). The case studies will give project managers the chance to gain insight into
APM practices, and the group activities will help build collaboration skills .Training materials. The training materials
needed as shown in Figure 6 are video tutorials, case studies, and supporting documents. Video tutorials are only for the
individual virtual learning environment. The videos will keep project managers actively engaged while presenting the
importance of the transition to APM for the organization and introducing the APM methodology. Because all project
managers may not have the capacity to get together on multiple occasions, this is a way to help them start the learning
process at their own pace. The PMI also offers introductory courses to APM and is a great resource to utilize when an
internal virtual learning environment is not available.
Case studies and supporting documents are for group classroom training. What differentiates the training step from
the coaching and live work step is the depth of information. Training will cover mostly introductory information on what
APM practices are while coaching and live work will present how to apply those APM practices in a project . Build with
coaching. Coaching is an essential part of the framework because it enables project managers to see real work in a live
environment. Dikert et al. (2016) stated that the ability to learn with live work allows the individual to build a proper
mindset versus just attending training sessions. Organizations must incorporate coaching into the APM development of
their project managers. Coaching sessions will be structured where the coach will schedule a time for discussion, sideby-side observations, and answer questions around the APM process .In an organization with no APM project managers,
the organization will need to search outside resources that can be brought in to provide support for this phase. The coach
will be responsible for scheduling coaching sessions to give project managers a first look into how to apply APM in an
active environment. Project managers will be partnered with one other project manager to observe the coach work
through an example project. The number of example projects will depend on the needs of the project managers and time
availability. As long as the coaching sessions are structured to allow the project manager to do side-by-side observations
and continue building an understanding of APM best practices, the concern on what example projects are in-use is
minimal.
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Figure 5. Coaching Phase

learning process is dependent on the current knowledge of the project manager and their learning abilities.
Therefore, reevaluating coaching sessions at a predetermined milestone should be done before making any adjustments.
The skills and information to be gained from coaching sessions combined with development from the individual virtual
learning will enable the project manager to begin live work .Live work to test. The main focus of the fourth phase is to
provide the opportunity for live work. During this phase, it is crucial that the project manager maintains communication
with their coach and utilize what they have learned as supporting tools for this phase. Project managers start with small
projects using APM methodology and practices before incorporating bigger projects. Creating small wins will boost the
morale of project managers and offset resistance of change (Carilli, 2013), a common challenge when organizations
adopt APM. The hands-on workshop will enable the project manager to gain experience and continue learning in a live
environment. The length of this phase is dependent on the transition pace of the organization, but it is important to note
that delay can negatively affect the overall effectiveness of the preparation, training, and coaching, that has taken place
so far. Research showed that some organizations took too long during the transition to APM and found themselves
starting over again (Zainal Abidin, Jawawi, & Ghani, 2017 .)Reevaluation. The final phase of the proposed framework is
reevaluating the development of the project manager
. Using the 360-degree feedback process again, the assessor will evaluate each project manager, their team, and
direct manager. It is important to use the same evaluation to ensure there is an improvement and validate the
effectiveness of the proposed framework. If the level of improvement is not satisfactory, the project manager will need
to repeat the process as shown in Figure 4. Once the project manager meets satisfactory improvement, they will become
a project manager with APM competencies. The proposed framework follows the Traditional/Predictive Life Cycle. If
the project manager were found not to meet satisfactory improvement in the final phase, the next round of the proposed
framework would need to have adjustments. By doing so, it will ensure the project manager is moving towards gaining
the APM competencies they lack versus repeating what they have already learned. Also, because project managers will
be at a different level with APM competencies, the training experience is tailored to each project manager. The assessor
and management will determine the adjustments based on the project manager’s evaluations.
1.7 Evaluation of the Solution
This solution can be used to train and coach project managers in a TPM environment to gain the right competencies
to work effectively in an APM environment. The ultimate goal of this proposed framework is to help organizations and
project managers address items often causing change resistance when the organization wants to transition to APM
practices. The proposed framework can be used in any organization looking to transition from TPM to APM The
ultimate goal of this proposed framework is to train and coach project managers currently using TPM methodology to
gain APM competencies, thus allowing for a smoother organizational change from TPM to APM.
2. SUMMARY
It is common to see organizations transition from TPM practices to APM practices to keep up with the fastchanging and demanding business world today. Many organizations switching from TPM to APM has brought on
multiple studies on organizational practices when transitioning to APM. The same level of preparedness is not being
done at the project manager level, especially training and coaching the project manager to have APM competencies. By
using this proposed solution, organizations can lessen the challenges identified when transitioning from TPM to APM.
They will also be able to train and coach their project managers to gain agile competencies through the use of the
training cycle mimicking the Traditional Predictive Life Cycle. Furthermore, it will provide an overall better learning
experience for project managers who are only familiar with TPM methodology and practices and get them through the
transition phase faster.
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3.

CONCLUSION

The literature provided numerous methods on how organizations could adopt APM practices but minimal on how
project managers could develop the APM competencies needed when their organizations transitioned to APM. The
development of project managers to gain APM competencies can be the differentiating factor between an agile adoption
failure or success .Also, projects require the work of project managers. The literature identified the need for a training
and coaching process for project managers to gain APM competencies as a gap. The first part of implementing the
proposed framework required the hiring of an experienced AC. The AC would provide the organization and project
managers with APM expertise and guidance, and was a vital resource for the training and coaching process. The AC
would also perform the initial and post assessments of the project managers, an essential part of evaluating the
effectiveness of the project manager’s development. Alongside the AC, a lot of responsibility was placed on project
managers to gain APM competencies through the proposed implementation plan .Other requirements of the
implementation plan were assessments, training resources. duration, and schedule. Initial assessments were necessary to
capture what training resources were needed based on the organization and project managers while post assessments
would help determine if the project manager did gain APM competencies. Duration and schedule were crucial to
keeping the implementation plan disciplined and on task to avoid a failed development of project managers .There is
limited literature on the development of project managers when their organizations transition from TPM to APM. But
through the proposed implementation plan ,organizations that elect to adopt APM can provide a way for their project
managers to gain APMcompetencies. Although the implementation plan was developed solely from literature, future
studies and research can help validate and improve the process as needed.
REFERENCES
Almeida, F. (2017). Challenges in migration from waterfall to agile environments. World Journal of Computer
Application and Technology, 5(3), 39-49. doi/10.13189 :wjcat.2017.050302
Baird, A., & Riggins, F. J. (2012). Planning and sprinting: Useof a hybrid project management methodology within a
CIS capstone course. Journal of Information Systems Education .257–243 ,)3(23Retrieved from
http://jise.org/Volume23/n3/JISEv23n3p243.pdf
Bannick, S. (2014). Challenges in the transition from waterfallto scrum – a case study at Portbase. Proceedings of the 20
Th
Twente
Student
Conference
on
IT,
5(3),
1-10.
Retrieved
from
https://pdfs.semanticscholar.org/62c6/d552e6a4aaa3c8f7a1baf65070671d038d53.pdf?_ga
2.38331491.1705279187.1549237184-1695004900.1543206967=
Beck, K., Beedle, M., van Bennekum, A., Cockburn, A., Cunningham, W., Fowler, … Thomas ,D. (2001). Manifesto for
agile software development. Retrieved from http://agilemanifesto.org /
Bouckenooghe, D., Devos, G., & van den Broeck, H. (2009). Organizational change questionnaire—climate of change,
processes, and readiness: Development of a new instrument. The Journal of Psychology: Interdisciplinary and
Applied, 143, 559–599 .https://doi.org/10.1080/00223980903218216
Buono, A. F., & Subbiah, K. (2014). Internal consultants as change agents: Roles responsibilities and organizational
change
capacity.
Organization
Development
Journal
,32(2),
35–53.
http://doi.org/10.5465/AMBPP.2013.10721abstract
Budzier, A., & Flyvbjerg, B., (2013). Making sense of the impact and importance of outliers in project management
through the use of power laws. Paper presented at 11th IRNOP Conference. Retrieved from
http://eureka.sbs.ox.ac.uk/4745/1/Budzier_and_Flyvbjerg.pdf
Carilli, J. F. (2013). Transitioning to agile: ten success strategies. Paper presented at PMI ®Global Congress 2013,
North America, New Orleans, LA. Retrievedfrom https://www.pmi.org/learning/library/transitioning-agile-tensuccess-strategies-5841
Cartwright, C. & Yinger, M. (2007). Project management competency development framework second edition. Paper
presented at PMI® Global Congress 2007, EMEA, Budapest Hungary. Retrieved from
https://www.pmi.org/learning/library/project-managercompetency-development-framework-7376
Darnall, R. (1997). The emerging role of the project manager. PM Network, 11(7), 64. Retrieved from
https://www.pmi.org/learning/library/emerging-role-project-manager-3631 Delcheva, Y.D. (2018). Challenges
during the transition to agile methodologies: A holistic overview (Master’s thesis). Retrieved from
https://pdfs.semanticscholar.org/f5bb/dfe37f5a0c9728c9099d85f0799e67e3d07d.pdf
Dikert, K., Paasivaara, M., & Lassenius, C. (2016). Challenges and success factors for largescale agile transformations:
A systematic literature review. The Journal of Systems
Software, 119, 87–108.
https://doi.org/10.1016/j.jss.2016.06.013
Ghezzi, A., & Cavallo, A. (2018). Agile business model innovation in digital entrepreneurship :Lean startup approaches.
Journal of Business Research .https://doi.org/10.1016/j.jbusres.2018.06.013

43

Singaporean Journal of Business Economics, and Management (SJBEM)

Gustavsson, T. (2016). Benefits of agile project management in a non-software development context -- a literature
review.Paper presented at Fifth International Scientific Conference on Project Management in the Baltic
Countries,
Riga,
Universityof
Latvia.
Retrieved
from
https://www.researchgate.net/publication/301517890_Benefits_of_Agile_Project_Management_in_a_NonSoftware_Development_Context_-_A_Literature_Review
Hartman, N. S., Watts, C. A., &Treleven, M. D. (2013). Appreciating the complexity of project management execution:
Using simulation in the classroom. Decision Sciences Journal of Innovative Education, 11, 323–334.
https://doi.org/10.1111/dsji.12016
Highsmith, J. (2001). History: The agile manifesto. Retrieved from http://agilemanifesto.org/history.html
Hodgson, D. E., & Paton, S. (2016). Understanding the professional project manager Cosmopolitans, locals and identity
work.
International
Journal
of
Project
Management
.364–352
,34
,
https://doi.org/10.1016/j.ijproman.2015.03.003
Javdani Gandomani, T., & Ziaei Nafchi, M. (2015). An empirically-developed framework for agile transition and
adoption: Agrounded theory approach. The Journal of Systems Software, 107, 204–219.
https://doi.org/10.1016/j.jss.2015.06.006
Jovanović, M., Mas, A., Mesquida, A.-L., & Lalić, B. (2017). Transition of organizational roles in agile transformation
process: A grounded theory approach. The Journal of Systems & Software, 133, 174–194. https://doi.org
/10.1016/j.jss.2017.07.008
Keogh, K., & Venables, A. (2008). The importance of project management documentation in computing students’
capstone projects.Paper presented at 2008 Biennial Asia‐ Pacific Conference on Cooperative Education – Manly,
ustralia.Retrieved from https://www.ijwil.org/files/APJCE_10_3_151_162.pdf .
Liikamaa, K., (2015). Developing a project manager’s competencies: A collective view of the most important
competencies. Procedia Manufacturing, 3, 681-687 .https://doi.org/10.1016/j.promfg.2015.07.305
Madsen, S. R., Miller, D., & John, C. R. (2005). Readiness for organizational change: Do organizational commitment
and social relationships in the workplace make a difference Human Resource Development Quarterly, 16(2),
213-233 .
https://doi.org/10.1002/hrdq.1134
Masood, Z., & Farooq, S. (2017). The benefits and key challenges of agile project management under recent research
opportunities. International Research Journal of Management Sciences, 5(1). 20-28. Retrieved from
https://www.researchgate.net/publication/316239082_The_Benefits_and_Key_Challenge
s_of_Agile_Project_Management_under_Recent_Research_Opportunities Morris, P.W.G., Crawford, L., Hodgson, D.,
Shepherd, M.M., & Thomas, J. (2006). Exploring
the role of formal bodies of knowledge in defining a profession– the case of project management. International Journal
of Project Management. 24. 710-721 .https://doi.org/10.1016/j.ijproman.2006.09.012
Năstase, M., Giuclea, M., & Bold, O. (2012). The impact of change management in organizations - a survey of methods
and techniques for a successful change. Review of International Comparative Management / Revista de
Management Comparat International, 13(1), 5–16. Retrieved from
https://ideas.repec.org/a/rom/rmcimn/v13y2012i1p5-16.html
Nerur, S., Mahapatra, R., & Mangalaraj, G. (2005). Challenges of migrating to Agile methodologies. Communications
of the ACM, 48(5 .)https://doi.org/10.1145/1060710.1060712 Novac, C., & Ciochina, R.-S. (2018).
Challenges of applying agile principles and values to IT project management. Journal of Entrepreneurship, Management
and Innovation, 14(4 .43 ,)https://doi.org/10.7341/20181442
O’Connor, R. V., & Duchonova, N. (2014). Assessing the value ofan agile coach in agile method adoption.
Communications in Computer and Information Science Systems ,Software and Services Process Improvement,
425, 135-146. https://doi.org/10.1007/978-3-662-43896-1_12
Oreg, S., Bartunek, J., Lee, G., & Do, B. (2018). An affect-based model of recipients’ responses to organizational
change events. Academy of Management Review, 43(1), 65–86 .https://doi.org/10.5465/amr.2014.0335
Pawel, P. (2017). Agile transformation in project organization - issues, conditions and challenges.Paper presented at
Sixth International Scientific Conference on Project
Management
in
the
Baltic
Countries,
Riga,
University
of
Latvia.Retrieved
from
https://www.researchgate.net/publication/316813243_Agile_Transformation_in_Project_
Organization_-_Issues_Conditions_and_Challenges Project Management Institute. (2017a). A guide to the project
management body of knowledge( PMBOK guide) (6th ed.). Newton Square, PA: Author .
Project Management Institute. (2017b). Agile practice guide. Newton Square, PA: Author .
Project Management Institute. (2017c). Project manager competency development framework (3rd ed.). Newton Square,
PA: Author.

44

Singaporean Journal of Business Economics, and Management (SJBEM)

Project

Management Institute. (n.d.). The PMI talent triangle. Retrieved from https://www.pmi.org//media/pmi/documents/public/pdf/certifications/talent-triangleflyer.pdf
Rajkumar, S. (2010). Art of communication inproject management.Paper presented at PMI ®Research Conference:
Defining theFuture of Project Management,Washington, DC .
Retrieved from https://www.pmi.org/learning/library/effective-communication-betterproject-management-6480
Rasnacis, A., & Berzisa, S. (2017). Method for adaptation and implementation of agile project management
methodology. Procedia Computer Science, 104, 43–50 .https://doi.org/10.1016/j.procs.2017.01.055
Ravinder, H., & Kollikkathara, N. (2017). Project management inoperations management textbooks: Closing the gap.
Journal of the Academy of Business Education, 18, 307 .
Retrieved from https://www.ebsco.com/Riggio, R. E. (2010). Emotional intelligence and interpersonal competencies.
Self-Management and Leadership Development. 160-182. https://doi.org/10.4337/9781849805551.00013 .
Sampietro, M. (2016). Adoption and evolution of agile practices. Project Management
Development - Practice & Perspectives, 5, 312-323. Retrieved from
https://pmworldlibrary.net/wp-content/uploads/2016/06/pmwj47-Jun2016-Sampietroadoption-and-evolution-of-agilepractices-second-edition.pdf
Schatz, B., & Abdelshafi, I. (2005). Primavera gets agile: A successful transition to agile development. IEEE Software,
22(3), 36-42. https://doi.org/10.1109/MS.2005.74
Senapathi, M., & Drury-Grogan, M. L. (2017). Refining a model for sustained usage of agile methodologies. The
Journal of Systems & Software, 132, 298–316 .https://doi.org/10.1016/j.jss.2017.07.010
Serrador, P., & Pinto, J. K. (2015). Does agile work? — A quantitative analysis of agile project success. International
Journal of Project Management, 33, 1040–1051. https://doiorg.akin.css.edu/10.1016/j.ijproman.2015.01.006
Shein, C., Robinson, H. E., & Gutierrez, H. (2018). Agility in the archives: Translating agile methods to archival project
management. RBM: A Journal of Rare Books, Manuscripts & Cultural Heritage, 19(2), 94–119.
https://doi.org/10.5860/rbm.19.2.94
Sumner, M., & Powell, A. (2013). What project management competencies are important to job success?Retrieved from
https://pdfs.semanticscholar.org/c731/296c876eeacc84aac37a001fdba35af39434.pdf
Taylor, K. J. (2016). Adopting agilesoftware development: The project manager experience Information Technology &
People, 29, 670-687. https://doi.org/10.1108/ITP-02-2014-0031
Thomas, J., Megel, T., & Andrès, N. (2004). Surfing on the edge of chaos—developing the master project manager.
Paper presented at PMI® Global Congress 2004—North America, Anaheim, CA. Retrieved from
https://www.pmi.org/learning/library/complexity-theory-developing-master-projectmanager-8281
Zainal Abidin, F. A., Jawawi, D. &Ghani, I. (2017). Agile transition model based on human factors. International
Journal
ofInnovative
Computing,
7(1).
Retrieved
from
http://se.cs.utm.my/ijic/index.php/ijic/article/download/131/65

45

