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ABSTRACT 

The United Arab Emirates is one of the fastest growing, and developing countries in the world and 

consequently parallel to this growth construction industry in the UAE is rapid and dynamic. The 

country has already made a great sound all around the globe with challenging projects.  Government is 

in full support of construction projects that drive and contribute to the UAE construction market as well 

as the UAE economy.  Importance of project managers (PMs) are undeniable as their influence and 

contribution to projects directly affect maximization of benefits realization; therefore, the role of 

project managers becomes a crucial topic not only in literature but also in practice. 

 

Effectiveness of project manager, therefore, becomes a trending topic, and it is explained with the right 

combination of hard and soft skills, which is the general acceptance of scholars and practitioners.  

Blackburn (2002, pp. 199-204) believes that technical skills and body of knowledge should be 

developed over interpersonal and managerial skills. Although earlier hard skills which are more related 

with technical knowledge and strength were considered as more important for projects and main 

concentration was given in this area, nowadays contribution of soft skill concept is getting well 

understood, and this discussion becomes a popular topic in literature.  

 

Another developing concept in literature is the benefits realization management (BRM) process.  

BRM is a process that realizes and manages the planned benefits as a result of a change. PMI (2017, 

p.3) describes BRM as a process that starts with the identification of benefits that needs to be ensured 

during execution stage to realize and sustain those planned benefits at the project completion and even 

after completion.  BRM has been getting recognized by organizations having known the fact that 

success definition and criteria for success are getting replaced with benefits realization concept. 

Success definition using the iron triangle, which are time, cost, and quality parameters are getting 

replaced with benefits realization concept.  

The ultimate aim of BRM is to support organizations to achieve the desired values based on 

organizations objectives and strategies. (Serra & Kunc, 2014) Although the majority of organizationsô 



maturity level of benefits realization has not yet well developed, in all type of organizations and 

different disciplines and professions, BRM is becoming more and more popular. (Breese, 2012, p. 341) 

 

Considering the fact that BRM concept is still premature as this concept is still evolving, the gap has 

been identified in the construction industry as there is lack of study and investigation has been 

performed in UAE related with this topic. 

 

This research intends to develop literature considering evolving both topics, soft skills of project 

managers and benefit realization management process and investigate further their relationship how 

those selected soft skills of project managers contribute benefit realization management process to fill 

the identified gap in this area. 

 

Reference to recent researches, it has been recently accepted as soft skills contribute projects more than 

hard skills and scholars and practitioners are in general agreement that benefits realization management 

process takes over earlier accepted success concept which was success criteria and iron triangle. This 

research aims to explore the significant soft skills set of project managers and check the influence of 

soft skills on benefit realization management process. The objective is to explore the literature on soft 

skills and personal traits of project managers concerning the benefits realization management process to 

provide a strong recommendation for future researchers.  

 

Along with this study, soft skills of project managers are getting investigated which are, 

communication, leadership, conflict management & negotiation skills, teaming and motivation skills, 

empathy / emotional Intelligence, time management skill, change management skill, and planning skill. 

They are all firmly accepted soft skills in the literature review. However, only communication, 

leadership, change management, and planning skills are considered as independent variables in this 

study as a result of their high correlation with the BRM process following the pilot study results. 

Contribution of those selected soft skills on BRM process and related BRM phases which are also 

commonly accepted in literature as ñBenefit Identificationò, ñBenefit Realization Planningò, ñExecute 



Benefit Realization Plan & Monitorò, and ñBenefit Evaluation & Establish Potential for Further 

Benefitsò considered as dependent variable in order to test the hypothesis of this research.  

 

Descriptive research design is considered to explain variations in the dependent variable, benefit 

realization management process by independent variables selected soft skills of project managers. A 

questionnaire with quantitative six-point Likert scale is chosen as a research tool to gather the required 

data along with non-probability, convenience sampling is implemented for the data collected through a 

selected population. Questionnaires are distributed within selected consultants and contractors in the 

construction industry in the UAE. Statistical Package for Social Sciences (SPSS) has been conducted 

for the statistical analysis. To interpret the collected data, different analysis, values, and coefficients 

have been used, such as arithmetic mean value, standard deviation, correlation, Cronbachôs Alpha, 

Regression, R Square, etc.. 

 

Along with SPSS, all collected data is analyzed, and hypotheses are tested, and research questions are 

addressed accordingly. It is found out that significant relationship between selected soft skills and 

benefits realization management process is proved and hypotheses, therefore, are accepted as selected 

soft skills highly contribute benefit realization management process and related phases.  

 

The main scope of the study is limited with communication skill, leadership skill, change management 

skill, and planning skill of project managers which are strongly accepted in literature review and found 

significantly correlated with BRM process as per the conducted pilot study. However, this research 

shall be further developed by future researchers considering other soft skills and personal traits of 

project managers concerning the BRM process and phases. This study is limited within the territory of 

the UAE and limited only with the construction industry. Participants of this research are 100%  non-

UAE citizen; therefore, the study is more relevant to expats rather than UAE citizens, which is another 

limitation related to this study. In the field of the project management process, skills of project 

managers are the right combination of soft and hard skills. However, in this research, only soft skills 



are investigated; therefore, the study can be further developed by adding hard skills set of project 

managers in addition to soft skills. It is important to note that mediating variables are not considered in 

this study but shall be considered by future researchers. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

ϨϲϠЮϜ ϾϮмв 
 

 ϸлІт ̪ШЮϺ Йв сІϝвϦЮϝϠм .аЮϝЛЮϜ омϦЂв пЯК ̯ϝвϸЧϦм ̯Ϝмвж ЬмϸЮϜ ИϼЂϒ двЎ ϢϸϲϜм ϢϸϲϦвЮϜ ϣтϠϼЛЮϜ ϤϜϼϝвшϜ ϣЮмϸ ϸЛ̳Ϧ
 ЬϝϮв.ϝ̯АІжм ϝ̯ЛтϼЂ ϝ̯вϸЧϦ ϢϸϲϦвЮϜ ϣтϠϼЛЮϜ ϤϜϼϝвшϜ сТ ϤϜ̭ϝІжшϜ  ̭ϝϮϼϒ сТ ϣвтДК ϢϼУА ЬЛУЮϝϠ ϤϜϼϝвшϜ ϤЧЧϲ ϸЦм

 ЬвϝЪ ЬЪІϠ ϤϜ̭ϝІжшϜ ϤϝКмϼІв ϣвмЪϲЮϜ аКϸϦм ϜϺк .ϤϝтϸϲϦЮϜ дв ϸтϸЛЮϜ ϝлУϲϦ ϤϝКмϼІв ϺтУжϦ ХтϼА дК ̯ϣТϝЪ ϢϼмвЛвЮϜ
 аϝлЂшϜм ϤϜ̭ϝІжшϜ ФмЂ ϣЯϮЛϠ ЙТϸЮϜ ЬϮϒ дв пУ϶т ъм .ϸыϠЯЮ рϸϝЊϦЦъϜ ЙЎмЮϜ дК ̯ыЎТ ϢϸϲϦвЮϜ ϣтϠϼЛЮϜ ϤϜϼϝвшϝϠ йтТ
) ϤϝКмϼІвЮϜ рϼтϸв ϣтвкц ϝв ϸϲϒ пЯКPMs пЯК ϝлжмУЎт сϦЮϜ алϦвкϝЂвм акϼмϸ дϖ Ϻϖ ШІЯЮ ̯ъϝϮв Иϸт ъ ЬЧϪ дв (

вЮϜ рϼтϸв ϼмϸ ϼмЯϠϦт ̫ϜϺЮм ̪ЙТϝжвЮϜ ХтЧϲϦ атДЛϦ пЯК ϢϼІϝϠв ϢϼмЊϠ ϼϪϔϦ ϤϝКмϼІвЮϜ ̯ϝКмЎмв ϱϠЊтм ϤϝКмϼІ
 .ϣтЯвЛЮϜ ϣЂϼϝввЮϜ ϣтϲϝж дв ̯ϝЎтϒм ЬϠ ̪ϸКϜмЦм ЀЂϒ дв ϞϦЪт ϝвтТ АЧТ ЀтЮ ̪̯ϝтмтϲ 

 
 ϤϜϼϝлвЮϜ дтϠ ϝв ϞϚϝЊЮϜ ЙвϮЮϜ Ьы϶ дв ϣІЦϝжвЮϜм ЬмϜϸϦЯЮ ЙЎ϶ ̯ϝϮϚϜϼ ̯ϝКмЎмв ИмϼІвЮϜ ϼтϸв ϣтЯКϝТ ϤϼϝЊ сЮϝϦЮϝϠм

Ϝ ϞжϝϮ дв ̯ϝтЮϝвϮϖ ЬмϠЧвЮϜ мкм ϣтжЧϦЮϜм ϣтЊ϶ІЮϜ) дϼтϠЪыϠ оϼт .дтЂϼϝввЮϜм дтϪϲϝϠЮ2002 .Ј ̪199-204 дϒ (
 аОϼЮϜ пЯКм  .ϢϼϜϸшϜ ϤϜϼϝлвм ϣтКϝвϦϮъϜ ϤϜϼϝлвЮϜ дК ϼтмАϦЮϜ ϣтмЮмϓϠ пДϲϦ дϒ ϞϮт ϣтТϼЛвЮϜ ϣтжϠЮϜм ϣтжУЮϜ ϤϜϼϝлвЮϜ

 ск ϣтжУЮϜ ϢϼϸЧЮϜм ϣТϼЛвЮϝϠ ϼϪЪϒ ϣАϠϦϼвЮϜм ̯ϝУжϐ ϝлтЮϖ ϼϝІвЮϜ ϣтжЧϦЮϜ ϤϜϼϝлвЮϜ ϼϝϠϦКϜ дв ϝлЮмЊϲм ϤϝКмϼІвЯЮ ϣϠЂжЮϝϠ акцϜ
 мϲж пЯК ̯ϝвмлУвм ̯ϝϲЎϜм ϤϝϠ ϸЦ ϣтЊ϶ІЮϜ ϤϜϼϝлвЮϜ амлУв аϝлЂϖ дϒ ъϖ ̪ЬϝϮвЮϜ ϜϺк сТ ϾтЪϼϦЮϜ дв ϼϠЪцϜ ϞтЊжЮϜ пЯК

   .дϓІЮϜ ϜϺк дК ϞϦЪт ϝвтТ йЮмϜϸϦ ЙϚϝІЮϜ ϼвцϜ мкм ЬЎТϒ 
 

К мк ϝжКмЎмв дК ϞϦЪ ϝв ИмвϮв сТ ϣϚІϝжЮϜ аткϝУвЮϜ двЎ двм) ЙТϝжвЮϜ ХтЧϲϦ ϢϼϜϸϖ ϣтЯвBRM .( 
) ЙтϼϝІвЮϜ ϢϼϜϸϖ ϸлЛв РЊтм .ϼттПϦ рц ϣϮтϦжЪ ϝлЮ АА϶вЮϜ ЙТϝжвЮϜ ϢϼϜϸϖм ХтЧϲϦ ϝлтТ аϦт ϣтЯвК дК ϢϼϝϠК скмPMI) 

(2017 Ј ̪3 ϢϸмІжвЮϜ ЙТϝжвЮϜ ХтЧϲϦЮ ϺтУжϦЮϜ ϣЯϲϼв Ьы϶ ϝлжϝвЎ дтЛϦт сϦЮϜ ЙТϝжвЮϜ РтϼЛϦϠ ̯ъмϒ ϒϸϠϦ ϝлжϓϠ ϣтЯвЛЮϜ (
м сϦЮϜ ЙТϝжвЮϜ ХтЧϲϦ ϢϼϜϸϖ амлУвϠ ϤϝЂЂϔвЮϜ дв ϸтϸЛЮϜ ϤϼЦϒ ϸЦм .̭ϜмЂ ϸϲ пЯК иϸЛϠм ИмϼІвЮϜ ϾϝϮжϖ ϸжК ϝлϦвϜϸϦЂϜ

 аϜϸ϶ϦЂϝϠ ϰϝϮжЮϜ РтϼЛϦ дϖ Ϩтϲ ̪ЙТϝжвЮϜ ХтЧϲϦ амлУвϠ ϝлжК ЌтЛϦЂϜ ϸЦ ϰϝϮжЮϜ ϼттϝЛвм ϰϝϮжЮϜ РтϼЛϦ дϒ ϣЧтЧϲ ϤЪϼϸϒ
м ϤЦмЮϜ ϼттϝЛв сТ ЬϪвϦвЮϜ рϸтϸϲЮϜ ϨЯϪвЮϜ .ЙТϝжвЮϜ ХтЧϲϦ амлУв йЯϲв Ьϲ ϸЦ ϢϸмϮЮϜм ϣУЯЪЮϜ 

 
 ЀϝЂϒ пЯК ϢмϮϼвЮϜ атЧЮϜ ХтЧϲϦ ϣтПϠ ϤϝЂЂϔвЯЮ дмЛЮϜ ϸт атϸЧϦ мк ЙТϝжвЮϜ ХтЧϲϦ ϢϼϜϸϖ йтЮϖ пЛЂϦ рϺЮϜ пвЂцϜ РϸлЮϜ дϖ

 ̪ШжмЪм ϜϼтЂ) .ϝлϦϝтϮтϦϜϼϦЂϖм ϤϝЂЂϔвЮϜ РϜϸкϒ2014 дв ϤϝЂЂϔвЮϜ ϣтϠЮϝО ϭЎж омϦЂв дϒ дв аОϼЮϜ пЯК ( ϣлϮ
 дϒ ъϖ ̪длвЮϜм ϤϝКϼУϦЮϜ РыϦ϶Ϝ пЯКм ϤϝЂЂϔвЮϜ ИϜмжϒ ЙтвϮ сТ ШЮϺм ̪РϝЪ мϲж пЯК ϸЛϠ ϼмАϦт аЮ ЙТϝжвЮϜ ХтЧϲϦ

 ϝтϝЎЧЮϜ ϼϪЪϒ ϸϲϓЪ ϢϼϜϸЊЮϜ ЬϦϲтЮ ϣϲϝЂЮϜ пЯК мУАт ЙТϝжвЮϜ ХтЧϲϦ ϢϼϜϸϖ амлУв .̯ϝКмтІ) ̪ЀтϼϠ2012 .Ј ̪341( 
 

ϝжвЮϜ ХтЧϲϦ ϢϼϜϸϖ амлУв дϒ ϣЧтЧϲ пЮϖ ϼДжЮϝϠм ϸтϸϲϦ аϦ ϸЧТ ̪ϼмАϦЮϜ ϸтЦ ЬϜϾт ъ йжϖ Ϩтϲ дфϜ пϦϲ йϦϼмЊ ЬвϦЪϦ аЮ ЙТ
 ϣвϾыЮϜ сЊЧϦЮϜ ϣЯϲϼв ХтϠАϦ оϼϮ ̫ϜϺЮм .дϓІЮϜ ϜϺлϠ ϣтжЛвЮϜ ϤϝЂϜϼϸЮϜ ϣЯЦ сТ ϣЯϪвϦвЮϜ ϤϜ̭ϝІжшϜ ϣКϝжЊ ЬϝϮв сТ ϢмϮУЮϜ

.ИмЎмвЮϜ ϜϺлϠ ЬЊϦт ϝвтТ ϢϸϲϦвЮϜ ϣтϠϼЛЮϜ ϤϜϼϝвшϜ сТ 
 
 Ϧ пЮϖ ϨϲϠЮϜ ϜϺк пЛЂтм ϢϼϜϸϖ ϣтЯвКм ϤϝКмϼІвЮϜ рϼтϸвЮ ϣтЊ϶ІЮϜ ϤϜϼϝлвЮϜ сКмЎмв ϼтмАϦ пЮϖ РϸлϦ ϣЂϜϼϸ атϸЧ

 ХтЧϲϦ ϣтЯвК сТ алЂϦ ϤϝКмϼІвЮϜ рϼтϸвЮ ϢϝЧϦжвЮϜ ϣтЊ϶ІЮϜ ϤϜϼϝлвЮϜ дϒ РтЪм ϝвлϦЦыК дК рϼϲϦЮϜм ̪ЙТϝжвЮϜ ХтЧϲϦ
.ЬϝϮвЮϜ ϜϺлϠ ϣЊϝ϶ЮϜ ϢмϮУЮϜ ϸЂЮ ЙТϝжвЮϜ ϢϼϜϸϖ 

 
ϲϠцϜ Ϩϸϲϒ пЮϖ ϢϼϝІшϝϠм ϼϪЪϒ ϤϝКмϼІвЮϜ сТ алЂϦ ϣтЊ϶ІЮϜ ϤϜϼϝлвЮϜ дϒ пЯК ̯Ϝϼ϶ϔв ХтϸЊϦЮϜ аϦ ϸЧТ ̪ϣϲмϼАвЮϜ Ϩϝ

 ϰϝϮжЮϜ амлУв пЯК двтлϦ ЙТϝжвЮϜ ХтЧϲϦ ϢϼϜϸϖ ϣтЯвК дϒ пЯК аϝК ЬЪІϠ дмЂϼϝввЮϜм дмϪϲϝϠЮϜ ХУϦт ϝвЪ ̪ϣтжЧϦЮϜ ϤϜϼϝлвЮϜ дв
мкм ъϒ ̯ϝУЮϝЂ ϼмЪϺвЮϜ  .рϸтϸϲЮϜ ϨЯϪвЮϜм ϰϝϮжЮϜ ϼттϝЛвРϸлтм  ϜϺк ϤϜϼϝлвЮϜ ϣКмвϮв ϣтвкϒ ϼϜмОϒ ϼϠЂ пЮϖ ϨϲϠЮϜ

ϼϪϒ ϸЧУϦм ϤϝКмϼІвЮϜ рϼтϸвЮ ϣтЊ϶ІЮϜ ϝк ϝв ЌϜϼЛϦЂϜ сТ ϝжтϸЮ сЂϝЂцϜ ЌϼПЮϜ двЪтм .ЙТϝжвЮϜ ϢϼϜϸϖ ХтЧϲϦ ϣтЯвК пЯК
ϦЮϜ атϸЧϦЮ ЙТϝжвЮϜ ХтЧϲϦ ϢϼϜϸϖ ϣтЯвК дϓІϠ ϤϝКмϼІвЮϜ рϼтϸв оϸЮ ϣтϸϼУЮϜ ϤϝвЂЮϜм ϣтЊ϶ІЮϜ ϤϜϼϝлвЮϜ дК ϞϦЪ ϤϝтЊм

 .ЬϠЧϦЂвЮϜ сТ дтϪϲϝϠЮϜ рϸт дтϠ ЬϪвцϜ 
 

 ЬЊϜмϦЮϜ ϤϜϼϝлв скм ϤϝКмϼІвЮϜ рϼтϸвЮ ϣтЊ϶ІЮϜ ϤϜϼϝлвЮϜ ϣЂϜϼϸЮϜ иϺк ϤϝтА дтϠ ϝжтЊЧϦ ϸЧТ ̪ШЮϺ пЮϖ ϣТϝЎшϝϠм
ϖ Ϣϼϝлвм ϼтПЮϜ Йв РАϝЛϦЮϜ /сУАϝЛЮϜ ̭ϝЪϺЮϜм ϾтУϲϦЮϜм сКϝвϮЮϜ ЬвЛЮϜ ϤϜϼϝлвм ЌмϝУϦЮϜм ϤϝКϜϾжЮϜ ϢϼϜϸϖм ϢϸϝтЧЮϜм ϢϼϜϸ

 ϤϝУЮϔвЮϜ ЌϜϼЛϦЂϜ ϸжК ϵЂϜϼ мϲж пЯК ϣЮмϠЧв ϣтЊ϶І ϤϜϼϝлв ϝлЛтвϮм .АтА϶ϦЮϜ Ϣϼϝлвм ϤϜϼттПϦЮϜ ϢϼϜϸϖ Ϣϼϝлвм ϤЦмЮϜ
 сТ ϣЯЧϦЂв ϤϜϼтПϦвЪ АЧТ АтА϶ϦЮϜм ϤϜϼттПϦЮϜ ϢϼϜϸϖм ϢϸϝтЧЮϜм ЬЊϜмϦЮϜ ϤϜϼϝлв ϝжϼϠϦКϜ ϸЧТ ̪ШЮϺ Йвм .ϼвцϜ ϜϺлϠ ϣтжЛвЮϜ

ЮϜ алАϝϠϦϼъ ̯ϜϼДж ϣЂϜϼϸЮϜ иϺк аϝлЂϖ дϗТ ̪ШЮϺ пЯК ϢмыКм .ϣтЮмцϜ ϣЂϜϼϸЮϜ ϭϚϝϦж ИϝϠϦϝϠ ЙТϝжвЮϜ ХтЧϲϦ ϢϼϜϸϖ ϣтЯвЛϠ ХтϪм
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Chapter 1: INTRODUCTION  

 

1.1 General Introduction 

Chapter 1 provides an overview of the research by exploring the background of the study, the gap, and 

the problem statement. Research questions are derived, research aim & objectives, as well as the scope 

of research, are defined, detailed, and significance of this research is highlighted.  

 

1.2 Background of the Study 

Maximizing the realized benefits throughout the project is highly essential for any business and 

organizations in the global market. Organizations, especially after the 1980s, started focusing on 

performance and productivity parameters to increase the return of benefit. Therefore organizations 

begin to pay more attention to performance management and its requirements.  

 

Companies are nowadays, funding and investing in finding the correct way of the management process 

to get a competitive place for themselves in this growing market with great enthusiasm for maximizing 

their profit and return of investment.  Bradley (2006) states that organizations invest in change; they 

change internally and externally to keep continuity in growth and adapt themselves to new evolving 

expectations.  

 

To achieve this, changes should be effectively adopted; new changes should be identified, managed, 

and implemented to meet the organizational goals. (Ward and Daniel, 2006; Bradley, 2006).  Therefore 

organizations are in the tendency to have change to improve their performance, profit, and benefits; 

therefore, benefit realization management (BRM) process along with change management process is 

getting more essential and critical for organizational development.  

 



2 

 

Benefits realization management is simply a management process of benefits realization due to change. 

Reiss et al. (2006) define BRM as a process of maximization of benefits due to change implication. 

BRM has been getting recognized by organizations, especially since 1995, having known the fact that 

success definition and criteria for success are getting replaced with benefits realization concept. Till the 

1980s, the project success was explained using the iron triangle which are time, cost, and quality 

parameters whereas after 1980s beyond iron triangle, project success criteria such as benefit was added. 

(Ika, 2009, p.11) BRM was developed in between the 1980s to 1990s to understand the return of 

investment of realized benefits (Bradley, 2006) Effective from 2000s, BRM takes more attention in 

literature with compare to earlier weak success definition. (Laursen & Svejvig, 2016, p.740). Ward & 

Daniel  (2006) suggest that benefits realization management process and stages consist of ñBenefit 

Identification,ò ñBenefits Realization Planning,ò ñExecute Benefit Realization Plan & Monitor,ò and 

ñBenefit Evaluation & Establish Potential for Further Benefitsò which are commonly accepted in the 

body of literature. Parr and Williams (2007) state that BRM is highly critical and vital to meet strategic 

objectives through projects.  Cooke-Davies (2002) emphasizes the importance of project management 

throughout the project life cycle.  General acceptance in the literature review is the necessity to 

integrate the BRM process in project management life cycle.  (OGC, 2003; Cooke-Davies, 2001; Ward 

et al., 2006).  

 

To have a competitive place in the market, organizations are also keen to establish a proper 

management system to ensure that projects are getting managed and completed successfully with 

realized benefits and expected success. (Medina & Medina, 2014, p.1459). To receive those expected 

deliverables and realized planned benefits from projects, organizations are applying project-based 

management approach under the management of project managers.  
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To obtain those deliverables and outcomes throughout the projects, project managers are accepted as 

the key members and the essential stakeholder within the project life cycle; therefore, the role of project 

manager and their contribution to the projects become highly important. (Turner, 2008). 

 

According to Meredith and Mantel (2012), project managers are the main responsible party starting 

from the planning till completion of the project. They are expected to manage and complete the project 

as per the scope within budget and expected quality parameters (Saynisch, 2010, pp.21-37) to ensure 

stakeholders are experiencing desired benefits. (Ward et al., 1996; Bennington and Baccarini, 2004; Lin 

and Pervan, 2001)  

 

El-Sabaa (2001, pp. 1-7) highlights the fact that project managers, during their course of action, face 

different types of challenges and difficulties. Therefore to meet the project requirement, project 

managers are supposed to demonstrate required competencies such us but not limited with knowledge, 

tools, and techniques which are related to hard skills. (PMI, 2013a, p.4). PMI (2013a, pp. 15-18) states 

that in addition to these hard skills, personal skills which are called soft skills are mandatory. Project 

managers while they are handling matters such as scheduling and risk management use their hard skills 

and knowledge whereas soft kills are necessary for the successful continuity of project life cycle as all 

interaction takes place in social environments. 

 

To understand benefit realization and project success, the project manager should possess the required 

set of soft skills as well as hard skills. Blackburn (2002, pp. 199-204) believes that technical skills and 

body of knowledge should be developed over interpersonal and managerial skills. Therefore, soft skills 

set should be well understood and investigated further.   

 

Till the late 1980s, the main concentration in literature was mainly on hard skills rather than soft skills. 

(Heerkens and Brennan, 2013, pp. 1-7) It was similar to the idea of the initial researches on this area as 
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the general belief was to have full technical capacity and skills to take all decisions rather than taking 

into consideration of any soft skills of project managers. (Gaddis, 1959, pp. 29-97) Then the tendency 

has been changed.  Nowadays, the soft skill concept is further developed, and it is getting better 

understood. Soft skills which are related to interpersonal skills and personal traits of project managers 

contribute project success and benefit realization more than the technical knowledge and hard skills 

(Lechler, 1998). 

 

Similarly, El-Sabaa (2001, pp. 1-7) highlights that interpersonal skills have a significant impact on the 

project management process. Turner & Muller (2006) state that hard skills do not contribute to the 

success rate of the project as much as soft skills.  Furthermore, competencies of project managers have 

been found highly critical for benefits realization and success of the project (Zhang et al., 2013, pp.195-

207) as in reality, the projects are mainly driven successfully with the contribution of soft skill sets of 

project managers.  

 

Considering the new understanding of soft skills, subjects of personal traits, and interpersonal skills of 

project managers are getting more attention to investigate. Therefore in this study, soft skill sets of 

project managers, and their contribution to benefit realization management process will be further 

explored since similar to soft skills concept,  BRM process is another trending topic that supersedes the 

concept of project success and success criteria. This study will focus on selected four soft skill 

competencies of  PMs in  the UAE construction industry and check the influence of those dimensions 

on the benefits realization management process.  
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1.3 Problem Statement 

The United Arab Emirates is one of the fastest growing, and developing countries in the world and 

consequently parallel to this growth construction industry in the UAE is rapid and dynamic. The 

country has already made a great sound all around the world with its challenging projects.  Government 

is in full support of construction projects, and both government and private developers are launching 

many projects that drive and contribute to the UAE construction market as well as the UAE economy.  

In addition to challenging timeline of the projects, expectations of clients and stakeholders in UAE are 

to maximize the benefits realization along with the project life cycle and complete the project with 

desired quality within targeted budget by keeping involved stakeholder ultimate satisfaction. The high 

volume of construction projects, the competitive construction market, and high-level expectations of 

clients and stakeholders directly increase the importance of project management process and the 

importance of project managers in the construction industry in UAE as well.  

 

To deliver the projects with desired benefits, soft skills of project managers are extremely important for 

the overall management process. In this study influence of selected soft skills of project managers are 

investigated in relation with the benefits realization management process since benefit realization 

management process interconnects all management process with the change as an evolving process that 

supersedes earlier success concept which is the main aim of any projects.  

 

Anantatmula, (2008, pp.34-48) states that it is must to have project management process on any 

construction project since construction projects are difficult to handle and complex due to the 

involvement of different trades and nature of the work.  

 

Turner (2008) states that PMs are highly crucial for a project because they are the one running the 

entire management process during the project life cycle by taking significant responsibilities to ensure 

the project is getting completed successfully. Due to these reasons, Crawford (2005, pp. 7-16)  suggests 
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that effectiveness of PMs and their contribution should be further investigated with project success by 

maximizing benefit realization.  

 

Edum-Fotwe & McCaffer (2000, pp.111-124) highlight that the expected project management process 

is not only limited to the body of technical knowledge. Effectiveness of project managers is the 

combination of hard and soft skills of project managers.  Zhang et al. (2013, pp.195-207) state that the 

competencies of project managers directly affect the successful completion of projects. Bourne & 

Walker (2004, pp. 226-243) states that both soft and hard skills are required for a successful project 

manager. Nowadays, the necessary competencies of a PM are explained with the right combination of 

soft and hard skills. (Müller & Turner, 2010, p.438)  

 

According to the literature review, the earlier acceptance for core skills of project managers was more 

related to hard skills and technical knowledge. (Loo 2002, p.94) Zwikael and Bar-Yaseph (2004, pp 

137-144) admits that the main focus in literature was on hard skills and technical competence of project 

managers rather than soft skills. Over the last 50 years, the main focus was given on the contribution of 

hard skills of PMs to the successful project management process. On the other hand, soft skills, social 

skills, personal traits, and their contribution to the project management process are nowadays getting 

investigated and better understood. (Muller & Turner, 2007, pp.21-32). Zielinski (2005, p. 18) states 

that PMs are the ones who handle client and stakeholder expectations and contribute projects with their 

personal traits and soft skills. 

 

Nowadays, some scholars argue that soft skills are more important and critical than hard skills 

contribution. Recent researches highlight that contribution of soft and interpersonal skills is more 

important than hard skills. (Yong & Mustaffa, 2013; El-Sabaa,2001) 
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Since main concentration in literature was mainly on the hard skills and the concept and influence of 

soft skills, especially in the construction industry has not well developed yet, the gap has been 

identified in this area. This study intends to develop this concept further in relation to benefit realization 

management process (BRM), which has also been recognized as a premature concept still in the 

construction industry in UAE. 

 

BRM is a commonly accepted process that realizes and manages the planned benefits as a result of a 

change. PMI (2017, p.3) describes BRM as a process that starts with the identification of benefits which 

needs to be ensured during execution stage to realize and sustain those planned benefits at the project 

completion and even after the project completion.  

 

BRM has not yet completed its development other than IT (Breese, 2012, p. 348) as the BRM 

investigation takes place till date. Moreover, lack of consistency in the description of BRM (Breese et 

al. 2015, p. 1438) and no formalized benefit identification process yet established; (PMI, 2016a, pp. 7-

13) therefore, nowadays organizations are showing great interest on the implementation of BRM 

process through the project life cycle. (PMI, 2017, pp. 3-8).  

 

BRM has been getting recognized by organizations having known the fact that success definition and 

criteria for success are getting replaced with benefits realization concept. Till the 1980s, the project 

success was explained using the iron triangle which are time, cost, and quality parameters whereas after 

1980s beyond iron triangle project success criteria such as benefit was added. (Ika, 2009, p.11) 

 

The ultimate aim of BRM is to support organizations to achieve the desired values based on 

organizations objectives and strategies; (Serra & Kunc, 2014) therefore, BRM is becoming more and 

more popular. (Breese, 2012, p. 341) 
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Bradley (2006) also emphasizes that BRM is at the center of all other management disciplines and 

connect those via change. Therefore BRM is supposed to be an integral part of the overall project 

management process and should be further investigated in relation to the contribution of project 

managers.  The failure in delivering desired benefits is due to not assigning right people to the right 

roles  (PMI, 2016a, p. 13) or lack of clarity on roles and responsibilities in the benefit plan (Lin & 

Pervan, 2003, p. 21). Therefore having project managers with required soft skills are highly essential 

for the overall project management process as well as the benefit realization management process that 

consist of ñBenefit Identificationò, ñBenefit Realization Planningò, ñExecute Benefit Realization Plan 

& Monitorò, and ñBenefit Evaluation & Establish Potential for Further Benefitsò which are commonly 

accepted in the body of literature. (Ward & Daniel, 2006) 

 

Considering the fact that BRM concept is not fully developed other than IT, the gap has been identified 

in the construction industry in UAE as there is lack of study and investigation have been performed so 

far related with this topic. This study intends to develop literature in both, selected soft skills of PMs 

and benefit realization management process and investigate further their relationship how soft skill sets 

of PMs influence benefit realization management process to fill the identified gaps in this area. 

 

1.4 Research Questions 

Reference to the above sections,  the research aims to answer the following questions: 

Do the project managers soft set of skills affect BRM process? 

What are the major soft skills set required by project managers to manage BRM process? 

What is the correlation in between selected soft skills of project managers and BRM process? 

Which of the soft skills are the most critical on BRM process?   
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1.5 Research Aim and Objectives 

The aim is to contribute the literature by examining the relationship between selected soft skills and 

benefit realization management process to understand what are the major soft skills set of PMs and how 

those soft skills influence benefit realization management process by investigating the relationship 

between selected soft skills set of PMs and benefit realization management process in the construction 

industry in UAE. 

The objective of this paper is to explore literature by examining empirically the relationship between 

selected soft set skills of PMs and benefit realization management process to provide a strong 

recommendation for future researches.  

 

1.6 Scope of Research 

This research is limited with selected soft skills, communication skill, leadership skill, change 

management skill, and planning skill which are firmly accepted in literature review and contribution of 

those skills on BRM process and related BRM phases commonly accepted in literature which are 

ñBenefit Identificationò, ñBenefit Realization Planningò, ñExecute Benefit Realization Plan & 

Monitorò, and ñBenefit Evaluation & Establish Potential for Further Benefitsò. Some of the other skills 

which may also affect the BRM process and steps are not entirely mentioned and covered under this 

research as only the selected major ones listed and investigated as per conducted pilot study over 

selected population. In this research, the influence of soft skills is checked and analyzed with compare 

to benefit realization management process.  In the field of the project management process, 

qualifications of project managers are true combination of soft and hard skills. However, in this 

research, only soft skills set are investigated but not hard skills in order to check the influence and 

contribution of soft skills over the BRM process to maximize realized benefits.  
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1.7 Significance of Research 

This research focuses on how selected soft skills of PMs contribute and influence benefit realization 

management process. This study will further contribute to the literature as both soft skills and BRM 

concepts are still evolving since these topics are new areas of investigation in literature. This research 

will also motivate future researchers as the topic of this research fill the gap of the contribution of soft 

skills of project managers on benefit realization management process.  

 

This study will detail the required major soft skill sets and motivate project managers to develop 

themselves throughout their career in order not only concentrate on their hard skills but their soft skills 

and development of those skills as well. Similarly, this study will also enable companies and 

organizations give more importance on soft skills set during the selection process of their project 

managers to ensure selection is done with right soft skill sets and also motivate them to keep their 

project managers under training to develop their soft skill during their service period.  This research 

also explores the benefits realization management process since benefits realization concept is a new 

phenomenon which supersedes the concept of earlier success criteria. This study concentrates on the 

interrelation of both of these evolving subjects; therefore this research will be a vital drop in the 

literature for the scholars and practitioners to explore the contribution of selected soft skills of PMs on 

benefit realization management process. 
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Chapter 2: LITERATURE REVIEW  

 

2.1 Introduction 

In this chapter, the theoretical background of this study will be presented, and the literature review will 

be detailed for the relationship between soft skills sets in project management and benefits realization 

management process. The concept of significant soft skills of a PM will be analyzed, and the benefits 

realization management for the aim of maximization of benefits will be discussed along with details of 

benefits realization management processes and steps.  

 

2.2 Theoretical Framework 

 

2.2.1 Soft Skills Sets of Project Managers 

The main objective of PMs is to complete the project with all required deliverables to make sure all 

goals are met and benefits out of those deliverables are well received and realized. Project managers are 

the most important stakeholders of the projects considering the fact that they are the one running entire 

management process during the life cycle of the projects by taking significant responsibility to ensure 

the projects are getting successfully completed (Turner, 2008). Project Managers are the ones who 

bridge the gap in between all stakeholders, project team, operation, end users, client and any other 

stakeholder involved while they are trying to hand over their projects within the expected time, cost, 

and quality standards along with stakeholders and client satisfaction. Due to those high-level 

expectations, PMs are expected to be capable in both hard and soft skills areas and should possess 

related skill sets to manage the overall project life cycle successfully.  

 

The scope and responsibilities of construction project managers should be well understood to define 

what are the competencies required for project managers. (El-Sabaa 2001, p.1) Therefore before the 

discussion of any skills sets, the responsibilities and boundaries in the construction management field 



12 

 

should be well emphasized. Below, Table 1 summarizes the overall general duties of project managers 

in construction fields.  

 

 

Table 1: Definition of Management in Construction ( Bale, 2010) 

 

Having known the fact that organizations are expecting their projects are effectively handled and 

successfully completed in order to achieve their objectives and goals in the competitive market; 

therefore they pay extreme attention for the project management process to keep themselves in the 

market competitive and successful. (Bendell, 1998) 

 

Due to the importance of project managers, core competencies of PMs become a trendy topic in 

literature as the main interest is to find out and develop core competencies of project managers to 

maximize the project management performance. (Crawford 2005, p.7) Crawford (2005) also 

emphasizes that selection of the right PM with the right skills is the key for the successful project 

completion. LeBlanc (2008) explains that it is mainly due to project managers expected leadership 

skills to ensure expected deliverables are met at the end.  
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Radford (2008) emphasizes that as the project management environment is human-oriented, soft skills 

set and related competencies are must and necessary in addition to technical knowledge and skills.  

 

Bourne & Walker (2004, pp. 226-243) state that both soft and hard skills are required for a successful 

PM. Corcoran (1997, p. 125) argues that soft skills become prerequisite of effective project 

management requirements. Depend on the type of project and characteristics of the project; PM should 

have the right combination of hard and soft skills to implement the project management tools. (Belling 

& Mengelaars, 2004) 

 

Zhang et al. (2013, pp. 195-207) highlight that personal characteristics of project managers are highly 

important for the execution of project management knowledge to increase project performance. Thomas 

& Mengel (2008) emphasize that in the case of a complex phenomenon or unknown situation / 

uncertain environment project managersô soft skills and emotional skills become compulsory to select 

the right direction. Beale & Freeman (1991, p.28) state that interpersonal skills are highly important for 

a project manager and Fisher (2011, p.1000) confirms the same by listing major skills such as 

leadership and communication skills.  Stevenson & Starkweather (2010, p.667) argue that soft skills are 

the most important competencies for a PM. Although initially, the main contraction was mainly on the 

hard skills of project managers, the importance of soft skills are now getting well understood, and 

nowadays soft skills are considered to be more important than hard/technical skills for the project 

success. (El-Sabaa,2001; Yong & Mustaffa, 2013)  Melymuka (2000) states that project managers are 

the one influence other stakeholders to create a win-win situation. Scholars also agree that project 

managers are the one leading all their skills to influence others for the success of the project  (Brewer, 

2005) 

 

Moving forward, the research on this area is growing, and the importance of soft skills set of project 

managers are getting better understood by identifying new knowledge in this area. Consequently, 
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according to the literature review the main soft skills required by project managers are listed and 

detailed in the following sections. 

 

2.2.1.1 Communication Skill 

The research in this area shows communication skill has been commonly accepted by the body of 

literature considered as one of the core soft skills. (Gibson et al., 2012; Moore et al., 2003; Thomas & 

Mengel, 2008) Communication skill in the construction industry is more about the ability of PMs to 

communicate with all involved parties timely and effectively, which positively affects successful 

completion and expected project outcomes and deliverables to maximize the benefits realization.  

Communication skill is more related to effective speaking and listening (Benator and Thumann,2003, 

p.142; Gibson et al., 2012,pp.455). Communication skill is one of the key skills of PMs for the success 

of the project. Project Manager is expected to be a good communicator. (Weinstein and Jaques, 2010; 

Gibson et al., 2012, pp.455; Hynds and Martin, 1995; Hölzle, 2010, pp. 779-786). Clarke, (2010, pp. 5-

20) stresses the importance of communication skill for a PM to develop the relationship between 

stakeholders. Verma (1996, p.16) states the fact that communication is essential and necessary for the 

implementation of technical knowledge and hard skills.   

To have a successful project implementation, PM should act as a good communicator (Papke-Shields et 

al., 2010, pp. 650 - 662) to ensure the project is getting managed smoothly. The project can be well 

managed only with effective communication. (Hölzle, 2010, pp. 779-786).   

 

Communication is important parameters with stakeholders as a lack of communication will lead to a 

lack of understanding (Hynds and Martin, 1995). Transparent proper communication with 

communication management process will prevent many misunderstandings, eliminate mistakes, 

maximize quality, speed of deliverables and eventually the benefits realization.  
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Thomas and Thomas (2005) highlight the fact that having close communication with stakeholders will 

increase teaming and provide integrated management, shared understanding, and knowledge. Thomas 

and Thomas (2005) state that excellent communication with stakeholders, active involvement of 

stakeholders together with trust will minimize the surprises and complains,  maximize the end user 

satisfaction and benefit. 

 

According to the study performed by PMI,  within the effect of soft skills of PMs on project success, 

communication skill of a PM has the eighty percent rank with the highest impact. Besides, Ayuso et al. 

(2006) highlight the necessity of effective communication between stakeholder to stakeholder, 

stakeholder to the organization, and knowledge integration with stakeholders to maximize knowledge 

and benefits realization. Kagioglou et al. (2000) state that project success depends on correct 

information usage at the right time and place with the participation of key stakeholders with effective 

communication and decision-making process. A project manager is vital to ask the right question to 

commence and develop effective communication between stakeholders. (Weinstein and Jaques, 2010; 

Hynds and Martin, 1995; Hölzle, 2010, pp. 779-786) 

 

Gibson et al. (2012,pp.455) state the importance of this skill in the project life cycle, as a project 

manager is expected to understand others well, and well explain himself, and keep improving his 

communication skills. (Weinstein and Jaques, 2010) 

 

To sum up, the importance for communication skill is well supported in the body of literature as to 

meet the requirement and carry out the work; PM should possess excellent communication skills 

throughout the project life cycle to increase success ratio by maximizing the realization of project 

benefits. 
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2.2.1.2 Leadership Skill 

According to Dulewicz (2005), leadership is the most researched soft skill. In the body of literature, one 

of the most important soft skill of a PM is leadership skill to deliver the project with expected outcomes 

to ensure planned benefits are realized as expected. (Ellis, 2016; Fisher, 2011; Dyett, 2011; Geoghegan 

& Dulewicz, 2008; Zimmerer & Yasin, 1998).  

 

In the last 20 years, the leadership skill in project management field is getting investigated deeper and 

more comprehensive. (Leban & Zulauf, 2004, pp. 554-564) The researches are getting conducted to 

understand and explain the effect of this skill on project performance. (Turner & Muller, 2005; 

Geoghegan & Dulewicz, 2008; Clarke, 2010) 

 

Leadership skill is the ability of a PM to direct and manage all involved stakeholders to receive 

expected deliverables throughout the project to complete the project satisfactorily and successfully. 

Project managers are the influencers by inspiring others with their leadership skills & charismatic 

personality. (Weinstein and Jaques, 2010; Ellis, 2016)  Ellis (2016, p. 61) highlights the fact that project 

manager by having a charismatic personality shares his vision with his team and inspire them by 

creating the trustworthy workplace. It is a necessary skill for a project manager to cope with any 

difficulties. (Zimmerer & Yasin, 1998; Verma, 1996, p.229; 

 

Zimmerer & Yasin (1998, p.31) explain leadership skill as the ability to deal with internal matters and 

external strategies. PM courage team members to take the initiative and risk by motivating them to be 

creative and innovative. (Fisher, 2011; Ellis, 2016) According to Fisher (2011)  below descriptions are 

given for leadership skill of a project manager: 
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Table 2: Description of Leadership (Fisher, 2011) 

 

According to the study conducted by Geoghegan & Dulewicz, (2008, pp. 58-67) project success factors 

are considered with subcategories of usability, value of project outcome to users and project delivery in 

order to investigate the relationship of leadership skill of a project manager with compare to these listed 

parameters as below Figure 1. The result of the study proves that leadership skill is highly important 

and relevant to those grouped parameters.  

 

Figure 1: Parameters of Project Success (Geoghegan & Dulewicz, 2008, pp.58-67) 

 

Moreover, according to research conducted by Turner & Müller (2005), it is proved that the leadership 

style of PM has a direct impact on the project. There are identified leadership traits to ensure expected 

benefits are getting realized throughout the project listed as per below Table 3 modified from Turner, 

Muller, and Dulewicz (2010); Valdo ( 2008) 
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Table 3: Leadership Traits (modified from Valdo, 2008; Turner, Muller and Dulewicz 2010) 

 

Leadership skill makes an enormous difference in project management and benefit realization 

management process by leading, coaching, motivating, separating relevant issues from irrelevant ones 

(Benator and Thumann, 2003,p.112) to ensure project management and benefit realization management 

processes are well taken care by providing effective change management process. (Verma, 1996,p.229)  

 

2.2.1.3 Conflict Management & Negotiation Skills 

Conflict management skill is considered as one of the core soft skill dimensions for a PM. (Creasy & 

Anantatmula, 2013, pp. 36-51) Considering the fact that the nature of construction projects are complex 

with the involvement of different trades and stakeholders with different priorities, ideas, and 

expectations, conflicts are considered as inevitable. Conflicts if not timely resolved are one of the main 
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reasons of project failure. (Nordin, 2006; Vaaland & Håkansson, 2003) Due to this reason, it is 

expected from PM to possess high-level conflict management skill in order to resolve those arisen 

conflicts by keeping the continuity of the project life cycle for the desired outcomes (Clarke, 2010; 

Rahim, 2002) 

Negotiation is one of the most reliable methods for the resolution of conflict. The PM should have the 

required negotiation skill, strategy, and tactics to handle the conflict. (Morris and Pinto, 2004, p.1049; 

Zhang, 2013)  

 

Since conflicts are unpredictable, inevitable, and cannot be eliminated or dismissed, project managers 

are required to show effective conflict management skill by adopting their behaviors depending on the 

type and level of conflicts to resolve the conflict issue. (Verma, 1996; Zhang, 2013) 

 

Fisher (2011) describes conflict management as a process to investigate the root problem that causes 

the conflict while being open, honest, helpful, ready to compromise where necessary. He also adds the 

importance of observation to timely understand and sense conflict.  Zhang describes this skill as 

negotiation ability to settle the cause of the problem by taking corrective actions. (Zhang, 2013) 

 

As conflict cannot be eliminated or dismissed, then the most useful approach would be the way how to 

cope with the arisen conflict. It is important to note that conflict should be resolved and addressed at its 

early stage.  Kendrick (2014, p.35) highlights the importance of early detection of conflict. The main 

reason for the problem should be openly discussed and brainstormed to find the most effective 

resolution. (Kendrick, 2014, p.35) 

 

There are specific expected conflicts, and difficulties recognized along with the project life cycle. 

Multiple stakeholders involvement with different demands and expectations is one of the core cause of 

the conflict. (Ayuso et al., 2006). The PM role is to show his interest to all stakeholders equally and 
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effectively to reconcile them. (Olander and Landin, 2005) According to Newcombe (2003) 

selection/prioritization on whether quality or quantity, long term objective or short term, control or 

freedom, cost efficiency or jobs are the main problems getting experienced between stakeholders within 

construction projects. 

 

Bradley (2006) states that having early involvement of stakeholders with effective communication, 

effective conflict and stakeholder management processes during the project life cycle, along with 

effective implementation of BRM will certainly contribute conflict management process.   

 

According to the body of literature, this skill is one of the most important behavioral competencies. The 

PM should systematically approach any conflict by discussing, brainstorming, and keeping all 

concerned parties in the loop of resolution. (Kendrick, 2014, p.35; Uher and Loosemore,  2004)   

 

Negotiation skill of a project manager enables to get ready to generate all possible options for effective 

conflict management process during the discussion of a conflict. PM must be open to target for a fair 

resolution. PM, by considering only project benefit shall consider all potential options for resolution 

and select the best alternative. (Verma, 1996, p.145) 

 

Conflict, conflict management, and early detection of conflict all can be used for the benefit of the 

project if it is handled on the right hands as PM can take advantage of the conflict to create a win-win 

situation for the benefit of the project. Uher and Loosemore (2004, p.300) highlight the fact that 

handling the conflict by having mutual consensus between parties will create further benefit to the 

project rather than damage.  
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2.2.1.4 Teaming and Motivation Skill 

In the construction industry, project managers are the ones who select and assign the roles and 

responsibilities. In other words, PM should assign the roles and responsibilities in a team structure by 

considering the right skills and abilities of his team members. (Grazier, 2006; PMI, 2016a, p. 13) 

According to Shi et al. (2006, pp.25), the PM is the one assigning the roles and responsibilities 

considering the right skills and abilities of his team.  

 

The PM should have his team members come together under his vision for the main objective of the 

project. He coaches and supports his team members by well communicating, interacting, and 

motivating. Motivation is described by Neuhauser (2007, pp. 55-68) as energy to achieve targeted goals 

even though experiencing difficulties during actions.  

 

Gray and Smeltzer (1990, pp. 470-504) highlight that motivation skill of project managers is vital for 

the effective and efficient performance of the team members. It is noted that motivation is the source of 

innovation and creative ideas of team members. (Gray and Smeltzer, 1990, pp. 470-504) Having an 

ultimate aim and objective is one of the core motivating factor for team members. The PM is the one 

distributing roles and responsibilities within the team members, along with their targeted aim and 

objectives.  

 

Challenge is another crucial factor for motivation. People mostly find facing difficulties more 

challenging to keep themselves motivated; therefore, PMs set up the challenging targets for the team 

members to keep them motivated. (Graizer, 2006) 

 

Another factor is developing a relationship within the team. PM is responsible for bonding team 

members to each other along with open and effective communication that ensures team members 

understand each other in a better way. (Grazier, 2006) Keeping team members feel responsible is an 
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important motivation factor. (Grazier, 2006). Team members who feel responsible are motivated. 

Project manager distributes responsibilities within team members and coaches them where necessary to 

ensure tasks are getting completed effectively.  

 

Growth at individual or group level is the source of motivation. (Grazier, 2006).  Project manager by 

closely interacting with team members shall create opportunities for them to enhance their knowledge 

and skill depend on their area of interest. (Grazier, 2006). 

 

Campbell (2009,pp.52-59) states that PMs are the main motivators for the team as one of the primary 

roles of project managers is to motivate the team members to make sure they come together around of a 

common goal and focus on expected deliverables of the project. Grazier (2006) states that PM with 

their leadership trait should be the one taking overall responsibility to ensure team members are 

motivated to carry out their duties for the desired outcomes. Laszlo (2004, pp. 55-57) highlights that 

motivation on change management during the planning and implementation stage maximizes the 

benefits realization. PMs are expected to be good motivator. (Gray and Smeltzer, 1990; Grazier, 2006; 

Cockrell, 2013) Motivation is the source of innovation and creative ideas. (Gray and Smeltzer, 1990; 

Cockrell, 2013) 

 

Teaming is another core skill of a PM. Thomas and Thomas (2005) highlight how vital effective 

communication for teaming. PM is responsible for coaching his team by trusting and giving opportunity 

instead of providing his direct contribution. (Cockrell, 2013, p.102) The primary role of PM is to coach 

his team in a supportive position and manage to eliminate any politics to increase productivity. 

(Termini, 2009, p.120) The failure in delivering desired benefits is due to not assigning right people to 

the right roles (PMI, 2016a, p. 13) or lack of clarity on roles and responsibilities in the benefit plan. 

(Lin & Pervan, 2003, p. 21) Therefore teaming is one of the leading behavioral competencies of a PM.   
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Teaming and motivation ability of PMs will directly contribute to the performance of the team.  

Performance measurement and management process enable to adopt and implement a benefit 

realization strategy. (Sedera et al., 2001) 

 

2.2.1.5 Empathy / Emotional Intelligence 

Empathy skill of PMs will directly contribute involved parties participation in the project, along with 

their motivation and commitment. (Wall, 2007, p.24; Kendrick, 2014) Wall (2007, p.24) states that 

empathy develops a relationship between team members, help them not only to share more about 

themselves but also to take more initiative and risks. Empathy skill of a project manager helps to 

develop teaming to contribute project benefit. Wall (2007, p.24) highlights the fact that empathy by 

developing the relationship within team members enable the project manager to make them come 

together around of the common goals and aims. 

 

Emotional intelligence is the ability of a PM to take into consideration of othersô emotional status and 

feelings. It is important and critical not only because it will contribute motivation of people but also 

increase productivity along with project success. Kendrick (2014, pp.290-291) believes that emotional 

intelligence increases productivity by providing a productive working platform. Emotional intelligence 

also enables the project manager to deal with all kind of tough people. (Kendrick, 2014, p.289) 

 

To ensure project management and benefits realization management processes are getting implemented 

effectively, empathy and emotional intelligence will be an essential skill to cope with difficult people.  

 

2.2.1.6 Time Management Skill 

According to literature, time is accepted as an essential success criterion for a project since completing 

the project on or before the targeted deadline will maximize the profit. Time criteria in the construction 

industry is accepted as highly crucial for both client, stakeholders, and contractors. Consequently, this 
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skill is considered as an important ability of a project manager to ensure the project is kept on track 

during the project life cycle.  

 

Time management skill of a PM is related to the ability to set priorities and timeline. PM is expected to 

have effective time management skill to organize his calendar with prioritization. (Rowe, 2015, p.192; 

Owen, 2014) Tracking critical activities and ensuring all those are meeting with a planned deadline is 

highly crucial for a project. (Rowe, 2015, p.192; Abdel-Razek, 2012) On the other hand, PM should 

also consider the float for the rest of the activities, having known the fact that an unexpected situation 

may occur anytime in the construction sector. (Rowe, 2015, p.192) Gray and Larson (2008) highlight 

the importance of a time management skill of a PM as a key characteristic. Owen, (2014,p.193) 

emphasizes that the project manager should have his list to do with prioritization.  

 

To have successful project management and benefits management process, PM is supposed to have 

effective time management skill to set priorities, check and monitor the processes periodically to 

reassure benefits are getting realized as planned and in line with strategic preferences to meet 

organizations strategic targets. (Cooke-Davies, 2002; Nogeste, 2006).   

 

2.2.1.7 Change Management Skill 

Change management in the construction project is a process of accepting or declining a change in a 

project depends on the pros and cons. Underwood (2005) points out that benefits realization and project 

success is mainly depending on effective change management process. Legris and Collerette (2006) 

highlight the fact that project success and benefits realization throughout the project are linked to the 

successful integration of the change management process.  

 

Thorp (1998) clarifies the change management as a holistic approach to change the current state to the 

desired state to meet desired objectives. Reiss at al. (2006) define change management in 2 levels, 
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micro-level change management due to new technology involvement in the process and macro-level 

change management due to the new ideas.  

 

Dharmaraj et al. (2006, p.512) explain the change management process as a tool to manage changes for 

the project. According to Prosci (2004b), change management is such a tool to manage and control 

changes in a project plan or a strategy. Change management skill of a project manager highly critical 

and important. It can be described as a skill of project manager to delegate members in the change 

management process effectively and efficiently for the ultimate objectives. (IPMA 2015e, p.185) 

According to APM (2012, p.8), change management skill is to change the current state of organization 

to the desired future level.  

 

Thorp (1998) highlights the fact that benefits realization depends on change throughout the process. 

Thorp (1998) states that only the planned changes can be controlled to take the right course of action. 

Organizations are in the tendency to have change to improve their performance, profit, and benefits; 

therefore, change management and related processes getting more essential and critical for 

organizational development.  

Change management is important as it may affect project time, cost, and quality parameters. (PMI, 

2004; IPMA 2015e) Bradley (2006) states that organizations invest in change; they change internally 

and externally to keep continuity in growth and adapt themselves to new evolving environment and 

expectations. To achieve this, changes should be effectively implemented; new changes should be 

identified, managed, and implemented to meet the organizational goals. (Ward and Daniel, 2006; 

Bradley, 2006) 
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2.2.1.8 Planning Skill 

According to the body of literature, planning skill is highly important to monitor changes and benefit 

realization along with the development of plans. (Cserháti & Szabó, 2014, pp. (Doloi et al., 2011, pp. 

687-695) 

 

According to Armstrong et al. (2012, pp. 238-262), planning style of a PM is a matter of process of 

information. Planning skills of a PM is an ability to gather, prepare and plan to meet desired 

deliverables throughout the project, in other words, it is the ability to manage the planning, scheduling 

and controlling process as these are directly related with success of the project. (Leban & Zulauf, 2004, 

pp. 554-564) According to the literature review, if the projects are large, then planning techniques are 

mandatory for effective management. (Bourne & Walker, 2004, pp. 226-243).  

 

Planning skill is a trait of a PM to plan, organize, and transfer this skill to the management field. 

(Gaddis, 1959, pp. 29-97) In other words, planning skill is more related to the character of a project 

manager on planning and organizing. The planning capability of a PM is the ability to take preventive 

action before something happens to eliminate problems and crises in advance (Gaddis, 1959, pp. 29-97) 

 

Planning is an essential skill for a PM to receive desired deliverables throughout the project as it is 

required to establish a way to realize business benefits. (Ward et al., 1996; Bennington and Baccarini, 

2004) 
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2.2.2 Benefit Realization Management 

 

2.2.2.1 Benefit Definition  

The word ñbenefitò shall be introduced as a profit, advantageous or favorable contribution in general. 

The common understanding of benefit can be defined as a measurable favorable. It is considered 

advantageous by an organization as a result of its outcome. (Thorp, 1998; Ward et al., 1995) It is 

related with a positive, perceived outcome by stakeholders. (Bradley, 2006) Ward and Daniel (2006) 

almost give the same explanation for the description of benefit as profit and advantage of the 

stakeholders. PMI (2013) considers the benefit as a result of any product, service, behavior or outcome 

of the action that provides advantages to the targeted beneficiaries.  

 

In literature, there are more specific descriptions given in terms of financial perspective. Glynne (2007, 

pp. 45-49) considers the benefit as the obtained value of an investment. Similarly Payne (2007) 

emphasizes the financial contribution and categorizes and searches the benefit in an outcome where 

strategic changes may happen at macro level affecting program output, or changes may occur at 

micro/project levels, where those changes create measurable improvements, and financial impact. 

Consequently realized benefits improve the financial performance.  

 

The standard definition of benefit is measurable advantageous as a result of a positive outcome for one 

or more stakeholders that contribute objectives. (Jenner, 2012, as cited in Letavec, 2014, p. 3) 

 

According to the literature review, the main characteristics of benefit can be as listed and summarized 

below: 

- should be measurable, that means it is the way how it is getting realized. 

- are the improvements due to results 
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- is perceived differently that means benefit to one stakeholder not necessarily should be the same as 

the benefit for the others. 

- is interconnected with results/ outcomes and strategic objectives 

- contributes organizational one or more objectives.  

 

On the other hand, the word disbenefit shall also be well explained to understand the benefits 

realization management process better. As expected, outcomes may not always be positive but could be 

vice versa negative and unexpected that leads to disbenefit. (Nogeste and Walker, 2005, pp. 55-68)  

 

Disbenefit is something disadvantage (Soanes and Hawker, 2005), unfavorable, or adverse effects on an 

investment. (Bannister et al., 2001, pp. 1-11) Ward et al. (1996, pp. 214-225) highlight that disbenefits 

and its adverse outcome on investment should be further identified and monitored periodically to obtain 

desired benefits.  Having incorporated disbenefits, along with the benefits, will undoubtedly balance 

financial evaluation and consequently will enable us to get a more beneficial outcome. 

 

2.2.2.2 Benefit Classification  

In the literature review, there are different types of benefits have been investigated and discussed 

depend on various criteria, and these will enable us to have a better understanding of benefit. (Bradley, 

2006) Classification is mainly done based on: 

- value type of benefit,  

- organizational / business impact which are mainly related with strategic, management, operational, 

functional and support business functions  

- unplanned benefits 

- actor oriented benefits 
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2.2.2.2.1 Value Type & Benefit Classification 

Scholars mainly categorize benefits using outcomes, whether those outcomes are tangible or intangible. 

Tangible outcomes are the ones which can be monitored, measured, and controlled, whereas intangible 

ones are more related to perception. (Nogeste and Walker, 2005, pp. 55-68) The intangible ones can be 

operationalized through the facilitation process with the help of high to low perception scale or using 

agreed measures of success or failure. (Nogeste and Walker, 2005, pp. 55-68) 

 

The knowledge, culture and value, reputation, trust, competencies, leadership, and relationship are 

some of those intangible ones. Ward and Daniel (2006) categorize benefit in the same way and explain 

tangible benefits as quantitative mostly as a financial measure. Those tangibles benefit, although most 

considered and defined as financial outcomes, might be quantitative but not financial. Intangible 

benefits are subjective but considered as necessary as tangible benefits.  

 

Below Table 4 is commonly accepted by many scholars and practitioners (Bradley, 2006; Nogeste and 

Walker, 2005) that explains value type benefit categorization.  

 

 

Table 4: Benefit Value Types (Modified from Bradley, 2006) 
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It has been commonly accepted that intangible benefits are as much crucial as tangible benefits and 

intangible benefits become part of the investment evaluation process. (Linneman and Kennell, 1977, 

pp. 141-150) In literature, the tangible benefits (hard benefits) are quantitative such as cost, time, and 

quality that can be converted into financial figures, whereas intangible values (soft benefits) are 

subjective and difficult to convert those into financial figures but more behavioral.  

Below Table 5 explains direct and indirect benefits and the relationship between tangible and intangible 

ones related to financial and non-financial objectives. 

 

 

Table 5: Direct and Indirect benefit and the relationship between tangible and intangible benefits 

related to financial and non-financial objectives. (Modified from CCTA, 2000, pp. 28-29) 

 

Brown (1994, p. 187) clarifies the differences between hard and soft benefits. Hard benefits are easy to 

measure. Soft benefits are intangible, strategic, indirect benefits, and challenging to measure. Hard 

benefits are tangible ones usually related to cost and cost reduction, revenue generation that have a 

particular method of measurements whereas soft benefits are intangible ones that cannot be explained 

or measured easily in quantitative methods.  
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According to Nogeste and Walker (2005), intangible benefits provide competitive advantageous and 

provide consistent relationship between intangible investments and earnings; therefore, intangibles ones 

nowadays accepted as primary drivers for growth and competitiveness.  

 

2.2.2.2.2 Business and Organizational Impact & Benefit Classification 

The benefit is also grouped in literature by keeping them categorized in the primary levels of 

organizations/business functions which are usually tangible benefits. (Farbey et al., 1993, pp. 12-22) 

Such categorization aims to provide a better understanding of benefit within organizational / business 

functional levels. Such classification is detailed in strategic, management, operational, functional and 

support levels of organizations (Farbey et al., 1993, pp. 12-22) and those proposed benefits are listed as 

per below Table 6. 
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Table 6: Categorization of Benefit (Modified from Farbey et al., 1993) 

 

Categorization of benefit with business and organizational impact is further explained by Bradley 

(2006, pp. 2-20) as in this type of classification benefit should be in line with productivity, growth and 

risk elimination and control. He also adopts the Cranfield Grid / Boston Matrix in benefits realization 

management (BRM) approach and proposed below Table 7 to present the benefit classification by 

business impact. 
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Table 7: Benefit Classification by Business Impact (Modified from Bradley, 2006) 

 

There are some other categories studied in the literature review. Bradley (2006) mentions about 

Stakeholder Classification as the stakeholder will be the one experiencing the benefit/disbenefit 

impact. He also adds General Benefit Category that covers benefits such as profit increment, cost 

reduction, productivity, etc. The particular category is another category he includes in his list like 

teaming, decision-making. Change Type is another category where the benefit shall be identified 

depending on the contribution of the benefit, which is observable, measurable, quantifiable, and 

financial. (Ward and Daniel, 2006) 

Observable: Based on initial set up criteria evaluation is getting done by experienced observers. 

Measurable: Evaluation is getting done based on suitable measurement technique.  

Quantifiable:  The change amount is getting forecasted by calculation.  

Financial: Benefit of financial value is getting calculated by applying a suitable formula, cost/profit.  

 

2.2.2.2.3 Unplanned Benefits 

Scholars and practitioners emphasize that there is an unplanned benefit as well as the planned benefit 

that arises due to change implementation or due to the achievement of planned benefits. (Farbey et 
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al.,1999, pp. 238-252) It is commonly discussed and agreed that anticipated benefits are more related to 

tangible and hard benefits, whereas unplanned benefits are more qualitative and intangible/soft benefits.  

 

2.2.2.2.4 Benefit Classification based on the Actor-Oriented Approach 

This approach was first proposed in health service in 1993 to classify the benefits. (Mantzana and 

Themistocleous, 2004, pp. 265-278) Actor refers for users of the system in electronic health care 

records. This approach is modified later in investment projects, and actors were explained with the 

main four categories, which are providers, acceptors, supporters, and controllers. (Mantzana and 

Themistocleous, 2004, pp. 265-278) In addition to these four categories, Mantzana and Themistocleous 

(2004, pp. 265-278) further classify the actors with two dimensions, which are human and 

organizations. The benefit of such categorization is to improve and provide detailed analyze, effective 

decision-making process by providing different focus on the actors to develop different suitable 

strategies. (Mantzana and Themistocleous, 2004, pp. 265-278)  

 

2.2.2.3 Benefits Realization and Management 

To understand the term ñbenefits realization management,ò we should first clarify ñbenefits 

realization,ò which stands for achievement. In literature, commonly accepted description of benefits 

realization is positive contribution due to a change. If the factor of ñmanagementò is added, then the 

general definition of benefits realization management becomes the management process of realized 

benefits due to change.  

 

Among the literature, there are some scholars who used the term ñbenefits managementò (Zwikael & 

Chih, 2014, p. 1) whereas some others used benefit realization management. (Serra & Kunc, 2015, p. 

53; Smith et al., 2008, p. 1442)  Both terms are getting used interchangeably and synonymous. (Laursen 

& Svejvj, 2016, p. 736) 

 



35 

 

Benefits realization management (BRM) is defined by Farbey et al. (1999) as a process of control for 

the realization of benefit outcome as well as the unexpected ones.  Bradley (2010) defines BRM as  

ñthe process of organizing and managing, so that potential benefits arising from investment in change, 

are achieved.ò Ward & Daniel (2006) describe benefit management (BM) in IS/IT as illustrated in 

below Figure 2.   

 

 

 

 

Reiss et al. (2006) explain BRM as ñthe process for the optimization or maximization of benefits from 

organization change programmes.ò Lin and Pervan (2001, pp. 22-24), describe benefits management as 

a kind procedural approach on how a realized benefit evaluation shall be managed through capital 

investments.  

 

There are different definitions of BRM considering various fields, but it is commonly accepted as a 

kind of process that realizes and manages the planned benefits due to a change. Yates et al. (2009, p. 

224) iterate almost the same definition. PMI (2017, p.3) describes BRM as a process that starts with the 
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identification of benefits that needs to be ensured during execution stage to realize and sustain those 

planned benefits at the project completion and even after project completion.  

 

In the body of literature, project success terminology and success criteria have been getting replaced 

with BRM approach. Till the 1980s, the project success was explained using the iron triangle which are 

time, cost, and quality parameters whereas after 1980s beyond iron triangle, project success criteria 

such as benefit was added. (Ika, 2009, p. 11) BRM was developed in between the 1980s to 1990s to 

understand the return of investment of realized benefits in IT sector. (Bradley, 2006) Effective from 

2000s, BRM takes more attention in literature with compare to earlier weak success definition. 

(Laursen & Svejvig, 2016, p. 740) 

 

Reiss et al. (2006) define the connection between projects and benefits as projects have specific 

outcomes, and those outcomes lead and generate the internal momentum to obtain desired benefits.  

Thorp (1998) argues that there are mainly three characteristics of benefits realization management. He 

points out that benefits are not always aligned with the project delivery. He also emphasizes that 

benefits are not always happening as per initial plans and he firmly believes that benefits realization is a 

continuous effort as the intermediate results shall be checked and evaluated and the next potential 

routes should be selected dynamically. (Thorp, 1998)  

 

Remenyi and Sherwood-Smith (1998, pp. 81-98.) state that one of the fundamental characteristics of 

benefits realization management is to increase the predictability of benefits.  Koskela and Kagioglou 

(2007, pp. 45-52) support this argument by referring suggestion of Aristotle to define the result and 

apply ñback to forwardò process by asking how, why, and what. Zwikael and Smyrk (2011) state that to 

manage and achieve desired outcomes, there must be a structured evaluation process. 
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The ultimate aim of BRM is to support organizations to achieve the desired values based on 

organizations objectives and strategies. (Serra & Kunc, 2014) As the strategies are set for ultimate 

objectives, Serra & Kunc (2014) suggests to detail the initial strategies,  make it measurable and 

ultimately manageable, therefore suggest below Figure 3 for the value gap i.e., current value vs. desired 

value.  

 

 

 

 

Having known the fact that benefits are business value increments (Zwikael & Smyrk, 2011), value 

definition for success is then strongly related with project/program deliverables along with their 

targeted benefits. (Serra & Kunc, 2014) Therefore Serra and Kunc (2014) describe BRM as a process to 

define the value gap or the gap between initial strategy & plans vs. execution outcomes. 

 

Zwikael and Smyrk (2012) highlight the differences between output and outcome as the outcome is a 

measurable effect due to a change when output is arisen due to stakeholder involvement.  Zwikael and 

Smyrk (2012) state that outcomes represent a change in the organization, not like output, and eventually 

serve business benefits. Below Table 8 provides further clarification for output vs. outcomes. 
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Reference to the last example given in the above table, having a project output ña suite of re-engineered 

hospital processò will provide an output, which is reduced the waiting time that is a positive change and 

create positive value in a business that can be measurable. Ultimately, benefits realization is a process 

that needs to be managed to review project outputs concerning outcomes and consequently, with 

business benefits.  

 

Reference to the technique of benefit mapping suggested by Ward and Daniel (2006), supported by 

Thorp (2007), and Bradley (2010) benefits realization starts with projects and extends to business 

objectives as per below Figure 4. 
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Serra and Kunc (2014) conceptually explain the benefits realization process as it starts with project 

output that turns into outcome and business change, and due to this change, organizations realize the 

benefits and intermediate benefits. According to Bradley (2010), end benefits are contributed by 

intermediate benefits, and those benefits ultimately contribute the organizations one or more strategic 

objectives.  

 

Bradley (2006) emphasizes that BRM connects all management tools and techniques as per Figure 5. 
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Figure 5: BRM relation with other management techniques (Bradley, 2006) 

 

Bradley (2006) also emphasizes that BRM is at the center of all other management disciplines and 

connect those via change as per Figure 6. 

 

 

 

Although BRM has not yet completed its development other than IT (Breese, 2012, p. 348)  as the 

primary BRM investigation takes place till date, lack of consistency in the description of BRM (Breese 

et al. 2015, p. 1438) and no formalized benefit identification process yet established. (PMI, 2016a, pp. 
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7-13) Nowadays organizations are showing great interest on the implementation of BRM process 

through project life cycle. (PMI, 2017, pp. 3-8) Although the majority of organizationsô maturity level 

of benefits realization has not yet well developed, in all type of organizations and different disciplines 

and professions, BRM is becoming more and more popular. (Breese, 2012, p. 341) 

 

2.2.2.4  Benefit Realization Management Approaches, Models and Adaptation 

Considering the fact that the importance of BRM has been getting recognized by organizations since 

1995, different BRM approaches and models have been proposed and developed in order organizations 

to identify, monitor and achieve their initially planned benefits. (Yates et al., 2009, p. 224) Different 

approaches have been accepted for the BRM process. (PMI, 2017, p. 8) Different processes have been 

developed by scholars or applied by practitioners in one or different phases of BRM. Throughout the 

literature review,  within those different approaches and models, the main difference is mainly due to 

the difference in their processes, roles & responsibilities, and characteristics.  

The models and approaches from the literature review are shortlisted and detailed as below: 

 

2.2.2.4.1 Active Benefit Management (Leyton, 1995)   

Clarifies the benefits management process flow due to organizational and business change.  

According to Leyton (1995), overall benefits management process starts with business change along 

with strategy; then it is followed by the implementation process, and the realization of business change 

supports all these processes.  

 

2.2.2.4.2 The Cranfield Process Model of Benefits Management (Ward et al., 1996) 

It emphasizes monitoring of benefits as a continuous process throughout the project life cycle. The 

process starts with benefit identification for the potential benefits then plan is structured and executed, 

and the outcomes are evaluated. (Ward et al., 1996, pp.214-225) Below Figure 7 clarifies the overall 

flow within this process, phases, and relationships along with the process.  
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Figure 7:  The Cranfield process model (modified from Ward and Daniel, 2006) 

 

Step number four which is benefit monitoring process evaluates and compares results with step number 

two which is the plan benefit realization along with step number three which is the execution of 

benefits plan and assess the changes which might potentially affect the planned benefits eventually. 

Monitoring the benefits process is considered as essential to earlier highlighted issues which may 

adversely affect benefit deliverables as well as identification of new benefits.   

 

2.2.2.4.3 The Benefits Realization Approach (Thorp, 1998) 

It proposes not only project management but business program management and portfolio management 

in a well disciplined and structured way to have more predictable and consistent business results as it is 

mainly the business-oriented process.  

 

As per below Figure 8 proposed by Thorp (1998), the process is set up based on full cycle governance 

considering the project, program and portfolio management, and it emphasizes responsibilities, and 

management of change. This proposed process enables organizations to select the management strategy 

as well as the definition, optimization of benefits by keeping such benefits in line with business 

strategy.  (Thorp, 1998) 
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Figure 8: Benefits Realization Approach (Thorp, 1998) 

 

2.2.2.4.4 Active Benefit Realization (ABR) (Remenyi & Sherwood-Smith, 1998) 

Active Benefit Realization provides continuous evaluation process for managing and evaluating benefit 

realization iteratively by direct participation of primary stakeholders to support business and 

organizational goals and expected outcomes.  

 

The process involves following steps mentioned below Figure 9. Considering the fact that the process is 

based on a participative approach, accountability should be well defined, and primary stakeholders 

should be well identified. The expectation from primary stakeholders is to have time to participate in 

the entire process to eliminate surprises for stakeholder at the end of the project.  
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ABR proposed a reiterative method using evaluation to make sure progress is in line with expectations 

to ensure business benefits are realized. 

Roles and responsibilities along with ABR are illustrated as per below Table 9 

 

Table 9: ABR - Roles and responsibilities 

 

2.2.2.4.5 The Life cycle of ICT investments  (Swinkels, 1999) 

The Life cycle of ICT investment approach is proposed by Swinkels (1999) with five phases, which are 

described in below Figure 10. Roles and responsibilities are distributed between responsible managers. 

The main stages are illustrated below: 
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2.2.2.4.6 The IT Benefits Measurement Process (Andresen et al., 2000) 

In this framework, the benefit is getting driven due to system change or innovation implementation by 

keeping it in line with business strategy. (Andresen et al., 2000, pp. 57-72)  

 

In this process, benefit identification takes place in coordination with business performance, 

effectiveness, and efficiency. In this process, there are eight main stages which are in the loop of 

benefits identification, benefit realization, and evaluation by keeping the importance of responsibility 

assignment in this loop.  

 

2.2.2.4.7 Towards Best Practice to Benefits Management (Ashurst & Doherty, 2003) 

According to Ashurst & Doherty (2003, pp. 1-10), benefits realization is a continuous process within 

the organization and shall be applied to any project. The flow of this process is illustrated by Ashurst & 

Doherty (2003, pp. 1-10) as per Figure 11. The process involves benefit identification, benefits 

delivery, and benefits reviews along with the projects within the organization.  External factors impact 

has not been emphasized in this process, and the roles and responsibilities are not very clear.   
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2.2.2.4.8 The Gateway Process  

The Office of Government Commerce (OGC) is an independent governmental department in UK. OGC 

publications aim to give UK Government view on management principles and support public 

organizations to improve the success rate of their projects and programmes. The process contains 

potential benefit identification, planning, modeling, and tracking outcomes. Below Figure 12 illustrates 

the primary management process: 
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Figure 12: Benefits Management process (OGC, 2003) 

 

OGC (2003) clarifies benefits management as along with the business change, business objectives are 

getting broken into more measurable benefits having proper monitoring and tracking over those 

benefits. It simply maps the steps of fundamental management process explained in Managing 

Successful Programmes (MSP) and OGC.  

 

The ultimate aim of OGC is to achieve the desired business outcome by keeping the focus on identified 

benefits aligned with business goals as described in Figure 13 OGC Gateway Process 
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Figure 13: Gateway Process OGC (2004) 
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The main phases of this process are illustrated below Figure 14. 

 

 

 

The leading roles and responsibilities are well defined as per below Table 10 

 

Table 10: OGC Roles and responsibilities (OGC, 2008) 
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2.2.2.4.9 Project Benefits Management (Bennington & Baccarini, 2004) 

The process is proposed along with the report and contains benefit identification, benefits realization 

planning, benefit monitoring, and benefits realization. In this approach, responsibilities are still not 

clear while delivering benefits.  

 

2.2.2.4.10 Benefits management in the Handbook of Programme Management  

(Reiss et al., 2006) 

This model emphasizes the benefits management process based on the realization of benefits along with 

the projects. (Nogeste & Walker, 2005). Benefits management is management and monitoring of 

benefits before and after implementation, by accepting a relationship between benefits and projects 

along with benefit hierarchy. (Reiss et al., 2006)  (Figure 15) 

 

 

 

 

As per benefit hierarchy, one project deliverable can also be another projectôs deliverable. There are 

multiple relationships from project to benefit path. As per Nogeste and Walker (2005), projects 

contribute deliverables in a programme that creates capabilities to deliver benefits.  
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2.2.2.4.11 Managing Successful Programmes (MSP) (Office of Government Commerce, 2007) 

MSP is similar to OGC describes the view of the UK government on the management process. Benefits 

management is considered as a continuous flow along with the program where benefits are driven 

through capabilities that are the outcome of project deliverables. It emphasizes identification, 

measurement, and tracking processes as well as responsibility assignments.   

 

2.2.2.4.12 The Benefits Realization Capability Model (Ashurst et al., 2008) 

The model is proposed throughout the li terature study by having study over 25 IT projects. This 

approach is a stakeholder-oriented approach and contains four main stages, which are benefit planning, 

benefit delivery, benefits review, and exploitation.  (Ashurst et al., 2008, pp. 352-370). 

 

2.2.2.4.13 Benefits Management Lifecycle (Melton et al., 2008) 

This approach investigates project benefit process with three stages that are benefit concept, benefit 

specification, and benefit realization. The responsibilities are mentioned but no clear assignment except 

project sponsor as considered as main responsible for benefits realization.  

 

2.2.2.4.14 Benefits Realization and Management Framework (Yates et al., 2009) 

This approach has been tested in the healthcare industry, along with case studies. The process contains 

four phases as benefits management strategy and realization, benefit profile and mapping, plan of 

benefits realization, benefits evaluation, and review. (Yates et al., 2009, pp. 223-232) Although the 

process emphasizes stakeholders involvement and interaction, the roles and responsibilities are not very 

well clarified. 
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2.2.2.4.15 Operation of Realizing Benefits in Information Technology (ORBIT)  

(Khampachua & Wisitpongphan, 2014) 

This approach is proposed in Thailand for the service at Diary Farming Organization. The process 

concentrates mainly on users and their involvement and interaction for the main phases described as 

planning, realization, exploration, and evaluation. The roles and responsibilities of the stakeholders 

within the case study are well defined, but responsibilities are not holistically explained within the 

project. (Khampachua & Wisitpongphan, 2014, pp. 254-260) 

 

2.2.2.4.16 Benefit Realization Management process (Letavec, 2014) 

Five phases of this process described as benefit identification, analysis, and planning of benefit, 

delivery of benefit, the transition of benefit, and benefits continuity. The roles and responsibilities of 

stakeholders in this process are well defined.  

 

2.2.2.4.17 Benefit Management Process (PMI, 2006) 

The approach proposes main phases of the process as benefit identification, analysis, planning, 

realization, and transition.  

 

2.2.2.4.18 Benefits Management Approach (APM, 2009a) 

This method provides a framework of benefit modeling, profiling, benefits strategy, benefits 

management plan, baselining, targeting, and review processes. 

 

2.2.2.4.19 Multi-Objective Realization Method (MORM) (Barclay and Osel-Bryson, 2009) 

The main aim of this method is to highlight the strategic contribution of the programme to the 

stakeholders by having a loop of 4 processes, which are identification, definition, analysis, and 

realization. (Barclay and Osel-Bryson, 2009, pp. 74-93) 
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2.2.2.4.20 Change Management Process for Benefits Realization (Bradley, 2010) 

The method proposes a continuous process of benefits identification, changes that require for objective 

accomplishment describes necessary initiatives to make the changes to optimize and manage those 

initiatives to gain the benefits. (Bradley, 2010) 

 

2.2.2.5 Common Stages Accepted for BRM Processes 

Reference to the literature review, there are four typical phases along with the BRM methods, which 

are: 

1. Benefit Identification  

2. Benefit Realization Planning   

3. Execute Benefit Realization Plan & Monitor 

4. Benefit Evaluation & Establish Potential for Further Benefits  

 

These are the primary, commonly accepted tools and techniques which are detailed and discussed in the 

following sections. These main elements and benefits management process life cycle has been 

illustrated by Payne (2007) in below Figure 16. 

 

Figure 16: Benefits Management Main Elements and Cycle (Payne, 2007) 
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Reiss et al. (2006) support the idea that benefit should be measured with some techniques along with 

some specific procedures as those should be in place to measure, report and respond during the 

management process.  Ward and Daniel (2006) provide the steps and details of the processes  

in Figure 17. 

 

 

Figure 17: Benefits Management Process and Stages (Ward & Daniel, 2006) 

 

2.2.2.5.1 Benefits Identification  

In the BRM process, benefits identification is considered as the first and the most essential stage. (Chih 

& Zwikael, 2015, p. 352) Chih and Zwikael (2015, p. 352) state that identified benefits have to be in 

line with business strategies and objectives and should be cross-checked with performance reviews 

along with the projects. (Ashurst & Doherty, 2003,  pp. 2-3; Artto et al., 2008; Morris and Jamieson, 

2005)  

 

It is necessary to include all stakeholders to identify the desired benefits. (Remenyi and Sherwood 

Smith, 1998; Bennington and Baccarini, 2004) It is found highly crucial at the benefits identification 
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stage to involve stakeholders in order to have brainstorming along with the meetings, interviews, and 

workshops not only for identification purpose but also for clarifying what is expected to be realized. 

(Remenyi and Sherwood Smith, 1998; Bennington and Baccarini, 2004 ) Having the stakeholder 

involvement at benefit identification stage will increase the commitment to those identified benefits and 

eliminate different interpretation by stakeholders. (Glynne, 2007; Breese, 2012; Norris,1996) 

It is commonly accepted by scholars and practitioners that there must be structured benefit profiles with 

pros. and cons. in order to define and understand each benefit and disbenefit, the way of measuring 

benefit, its financial impact, interaction of identified benefits with other benefits and business plans & 

strategy, when it is expected to happen, what it depends on. (Bradley, 2006; CCTA, 1999; Farbey et al., 

1999; Reiss et al., 2006; Ward and Daniel, 2006; Thorp, 1998) This defined structure will explain the 

relationship of benefits, business change and business effect. (Sakar and Widestadh, 2005)  

 

Letavec (2014, p. 51) points out the importance of benefits identification, its process and structure. 

Remenyi & Sherwood-Smith (1998, p. 83) add primary stakeholder identification thus identification 

process along with strategy develops benefits realization process. (Yates et al., 2009, p. 230) 

 

Structured benefit profile is an ongoing process, and along with the route and change implication, it 

must be reviewed and modified where necessary. (CCTA, 2000).   

 

Along with the business change, business objectives are getting broken down into more measurable 

identifiable benefits in order to have proper monitoring and tracking over those benefits. (Payne, 2007; 

OGC, 2003; Reiss et al., 2006) 

 

In literature review, benefits identification and quantification have been considered as a continuation of 

the definition of success where benefits are getting listed, detailed and prioritized. In general practice, 

first benefits are categorized concerning benefit owners and stakeholders and then categorized based on 
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whether financial or non-financial. Financial evaluation can be easily quantified and prioritized. Non-

financial benefits can be qualitative or quantitative where quantitative values can be measured and 

evaluated easily, whereas qualitative are the ones difficult to measure but subjective. OGC(2003) 

highlights the difficulty and importance of definition and quantification stage of benefits.  

 

2.2.2.5.1.1 Project Target Benefit Characteristics 

According to the literature review, there must be specific criteria for benefits identification to ensure 

realization. (Cooke-Davies, 2007) 

 

Strategic Fit: Identified benefits should be aligned with organizational and business strategic goals. 

(Artto et al., 2008, pp. 4-12; Morris and Jamieson, 2005, pp 5-18) 

 

Target Value: Benefits should be well defined in order not to have different interpretation by 

stakeholders (Breese,2012, pp. 341ï351; Norris,1996, pp. 193-223) and to maintain this there must be 

target value defined at the beginning stage of each benefit.    

 

Measurability:  Another commonly accepted characteristic is measurability of benefits, as Cooke-

Davies (2007) states that target benefits should have commonly taken measures, and these measures 

should allow future assessment and evaluation of benefits. (Zwikael and Smyrk, 2012 pp. 6-22) 

 

Realism: Identified Benefits should be realistic. (Jenner, 2009; Ward and Daniel, 2006) 

 

Target Date: Target date should be specified to monitor and evaluate benefit realization. (Breese, 

2012) 
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Accountability:  Identified benefits should have a clear owner and the line of responsibility. (Zwikael 

and Smyrk, 2011; Olsson et al., 2008, pp. 39ï46) 

 

Comprehensiveness: Benefits should be considered and evaluated holistically with pros and cons to 

define and understand each benefit and disbenefit. (Breese, 2012, pp. 341ï351; Jenner, 2009; 

Henderson and Ruikar, 2010, pp. 309ï327) 

 

Finally, benefits are collected, and planned benefits are listed in benefit register to review, measure, and 

follow up those benefits by intercommunicating during project/program life cycle, which will be further 

detailed in the following sections.  

 

2.2.2.5.2 Benefits Realization Planning  

Benefits Realization Management process is getting formalized with benefits planning as 

quantification, identification of benefit matrices, KPIs, and process of benefit monitoring take place at 

this step. (Letavec, 2014, pp. 10-67; Remenyi & Sherwood-Smith, 1998, p. 89) 

 

Benefit planning supports the realization of benefits within the benefits realization management 

process. (Letavec, 2014, p. 61) Benefit realization planning is the step where roles and responsibilities 

are getting distributed to the team members who are in charge of delivering benefits as well as 

receiving benefits. (Khampachua & Wisitpongphan, 2014, p. 257) 

 

According to PMI (2013), benefits planning is a set of activities to identify when and how the planned 

benefits will be realized to ensure that expected benefits are fully delivered within the specified life 

cycle.  
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The benefits planning process provides a general plan for benefit and business case for the investment 

that is supposed to be submitted for high-level management approval. Benefit planning clarifies 

responsibilities, accountability, time, allocation of resources along with expected outcome by showing 

the interconnected relationship, which is crucial for achieving the desired outcome and objectives. In 

this stage, benefits are measured and changes are identified.  

 

Responsibilities are getting allocated within stakeholders considering deliverables and receivers to 

finalize benefit plan for investment case. Critical questions for benefits planning stage are clarified by 

Ward & Daniel (2006) in below Figure 18. 

 

Figure 18: Key Questions for Benefits Planning Stage (Ward & Daniel, 2006) 

 

After identification of roles and responsibilities of stakeholders, the following step is to identify the 

changes required for benefits realization, which leads to ultimate objectives. Benefit dependency 

network is established to clarify this interrelation for this propose by Ward & Daniel (2006) 
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As per Figure 19 proposed by Ward & Daniel (2006), this network structures the process iteratively as 

changes are identified to evolve business benefits to meet investment objectives. In literature, those 

changes are listed as technology changes, business change, and enabling changes. Technology changes 

refer to introducing new technology to the organization; business changes refer to exploring new ways 

of processing and enabling changes to refer to launching a new system within the organization to carry 

out the work. Therefore, benefits management plan clarifies the way how to manage and receive 

benefits through business investments due to business change. (OGC, 2003) 

 

It is commonly accepted in the literature that without benefit planning, it is difficult to establish a way 

to realize business benefits. (Ward et al., 1996; Bennington and Baccarini, 2004) Due to this reason, 

benefit plan should be prepared and set up before project initiation. (Bennington and Baccarini, 2004) 

 

Benefit planning should answer where and when the benefit is realized, who will be the responsible for 

delivery and receiver for the benefit, what are the interrelation of this benefit with other project output 

and what is the list of actions of stakeholders to make sure benefit is getting realized. (Bennington and 

Baccarini, 2004; Lin and Pervan, 2001; Ward et al., 1996)  
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Quantification process takes place at the planning stage as according to Thorp (2001) process cannot be 

managed if not measured; therefore, measurement is vital to do proper planning that will ensure 

appropriate management process. Thorp (2001) highlights the required criteria for the measurement as; 

 

- to make sure the measurement system is available 

- to make sure the right data is measured 

- to make the sure measurement is getting done in the correct way 

- to ensure the measurement is involved in the decision-making process before action. 

 

Key Performance Indicators (KPI) are quantifiable measurements and should be planned at this stage to 

reflect the benefits of investment. KPI helps to define the way of measuring progress. (Lin and Pervan, 

2001) Developing KPIs for the measurement of benefits;  

 

- enables stakeholders to verify if  the benefits are delivered or not,  

- helps to identify project benefit to what and when to measure 

- clarifies required action against measured benefits, 

- clarifies responsibilities for measured benefits 

 

Bennington and Baccarini (2004) highlight the fact that PMs pay more attention to measurable outputs; 

therefore, the main tendency in project management is to define benefit in quantifiable terms.  

According to scholars and practitioners, it is stated that although benefit measurement process is found 

complicated and difficult by some practitioners, it is merely because of BRM process has not been 

applied at all or it is applied at a very late stage. Therefore BRM is must and there is no alternate to 

BRM. Below Figure 20 illustrates measurement difficulties where the BRM process is not applied at all 

or lately used: 

 



61 

 

 

Figure 20: Measurement difficulties 

 

2.2.2.5.3 Execute Benefits Realization Plan & Monitoring  

After benefit realization plan, execution and monitoring is the next stage to assess whether the project 

and outcomes are in line with initial benefit realization plan and to check whether there is any 

consequence due to any internal or external changes. (Ward et al., 1996) 

 

Execution and monitoring benefit realization plan is a crucial stage to ensure desired benefits are 

realized and it is the phase where newly evolving benefits are captured and incorporated. (Bennington 

& Baccarini, 2004, p. 22)  

 

Benefits review and monitoring during execution stage enable to explore new benefits identification 

and provide further contribution with lessons learned. (Ashurst and Doherty, 2003; Andresen et al. 

2000) 

 

Andresen et al. (2000 p. 64) state that benefits have to be monitored and recorded for proper expected 

comparison concerning the initial plan to finalize post benefit review and learning processes. 
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According to Bartlett (2006), benefit monitoring is a long process and provides maximum profit as long 

as it starts with planning and ends with realization and documentation stages. Although it is a crucial 

step to follow, most organizations do not follow review and monitoring stages due to their lack of 

experience in business expectations, less focus on stakeholders expectations, paying more attention to 

results instead of evolving benefits, lack of experience on the overall management process, resistance to 

changes required for benefit realization. (Bennington and Baccarini, 2004) 

 

Overall BRM process should be periodically checked and monitored to ensure benefits are in line with 

strategic priorities to meet organizations strategic targets. (Cooke-Davies, 2002; Nogeste, 2006) 

 

2.2.2.5.4 Benefit Evaluation and Establish Potential for Further Benefits 

Benefit evaluation is an evolving process and recently getting discussed. (Bradley, 2006; Ward and 

Daniel, 2006) Benefit evaluation is the stage where planned benefits are evaluated whether those are 

realized or not. (Khampachua & Wisitpongphan, 2014, p. 257) Ashurst et al. (2008, p.9) state that the 

evaluation process is not only limited to project completion, but some may arise during the operational 

period. Regardless of where evaluation takes place, the general acceptance for the advantage of the 

benefits evaluation process is the generation of lessons learned, and how that valuable feedback is 

implemented in future projects. (Ashurst et al., 2008, p. 9; Ashurst & Doherty, 2003, p. 3) 

In summary, the benefits review and evaluation process assesses whether initially targeted benefits are 

realized or not. If not then this process helps to identify what are those outstanding ones and focuses on 

the actions to be taken to deliver those outstanding benefits, and creates a library for lessons learned to 

implement the same in future projects effectively to maximize the benefit realizations. The evaluation 

process will also contribute the unexpected benefits identification.  This is the stage where stakeholders 

shall also be involved for the benefit of future projects with their input.  
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During the evaluation process as it is explained earlier, the intention is to check whether benefits are 

realized or not and if not to take corrective action to make it happen which is one of the main objectives 

of the evaluation process. It is also essential to check for opportunities for further benefits. The 

evaluation process is identified by Ward & Daniel (2006) as a review of realized benefit, taking action 

over outstanding ones, generation of lessons learned for future investments and preparation of report 

describing further potential benefits that can be considered for future projects. (Figure 21) 

 

 

Figure 21: Benefits Review Process and Exploring Further Benefits  

(Ward & Daniel, 2006) 

 

2.2.2.5.4.1 Value Assessment 

Suggested by Thorp (1998) as a value assessment techniques to explore whether we are doing rights 

things with the right way and whether it is getting completed to reach for targeted benefits.  
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2.2.2.5.4.2 Summative Assessment  

This assessment based on the accountability of people on summative activities. Farbey et al. (1999) 

highlight the fact that this type of assessment is working where there is stability as in case of any drastic 

change it does not work since the accountable people will have no more extended control. 

 

2.2.2.5.4.3 Formative Assessment 

Formative assessment focuses on organizational learning as the lessons learned should be kept at the 

organization level in order not to repeat mistakes. (Farbey et al., 1999) This is a holistic type of 

evaluation to take a picture of the overall learning level rather than isolated individual level. (Remenyi 

and Sherwood-Smith, 1998) 

 

2.2.2.5.4.4 Post Occupancy Assessment (POE) 

The post-occupancy assessment checks whether the end usersô needs and expectations are met and 

satisfied. (Zimmerman and Martin, 2001, pp. 168-174) It was proposed by Zimring and Reizenstein 

(1980) but its roots extend till the 1960s as it was practiced at Royal Institute of British Architects for 

the plan of their work. (Turpin-Brooks and Viccars, 2006, pp. 177-196) 

 

In this assessment method, depending on the availability of resources, three primary levels are 

considered, which are initiative, execution, and evaluation of result phases. (Preiser, 2001, pp. 456-

459.)  Below Figure 22 proposed by Turpin-Brooks and Viccars (2006, pp. 177-196) shows the level of 

POE. 
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The benefits of POE have been commonly accepted, and it is strongly suggested to have POE as a 

standard process involved in the management plan to realize desired benefits. (Zimmerman & Martin, 

2001) 

 

2.2.2.6 Benefit Management Roles and Responsibilities  

The Business users and managers are the main responsible parties for management and realization of 

benefits. (OGC, 2003) Although project owner has the ultimate responsibility for the benefit delivery, 

the concerned line managers hold the responsibilities for the expected benefit delivery at first level. 

(OGC, 2003)  

  

Reiss et al. (2006) argue that programme directors are the ones holding the overall responsibility in 

terms of setting out the entire strategy to maximize benefits realization by ensuring the required 

resources are allocated. Reiss et al. (2006) also emphasize the fact that although overall responsibility 

and strategy with the director, the real responsible parties ensuring for benefits realization are users and 

line managers.  He also highlights the fact that benefits realization management process should be 

handled separately from project management as the main focus of PMs is to see the finish line and they 

do not have the mindset to ensure and run BRM process. 
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According to Ward et al. (1996), stakeholders should be involved and responsible. The acceptance for 

the roles and responsibilities will be as follows. Change managers are the one responsible for 

identification and definition of benefits, Programme Manager / Programme Support Officers are the 

ones responsible for planning, and review/monitor, line managers responsible for the actual realization 

of benefits and assessment shall be done by individuals with solid knowledge & experience in the 

related business area to make an accurate evaluation. (CCTA, 1999) 

 

2.2.2.6.1 Governance  

It is required to have an agreed and approved governance model to clear ownership and 

responsibility/accountability for the BRM process for the required review and evaluation. (Ward and 

Daniel, 2006; Glynne, 2007)  

 

Glynne (2007) suggests a governance model of BRM in below Figure 23: 

 

 

 

Importance of governance of BRM has been highlighted by Cooke-Davies (2002) by stating the fact 

that governance structure should be at the project and organizational level by running entire decision-
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making process through business case by keeping BRM as an internal mechanism of the management 

process. 

 

2.2.2.7 BRM Relation with Other Management Disciplines  

 

2.2.2.7.1 Programme / Project Management 

Reiss (2000) defines the programme as a combination of benefits that deliver benefits. The BRM is a 

structured process for the identification, measurement, monitor, and review of benefits that come out 

due to change in programmes. According to Reiss et al. (2006) benefits are not getting delivered by 

projects, but projects generate deliverables, programmes hardly generate benefits but along with 

projects involved in the programme, projects deliverables all together will enable to deliver desired 

benefits in programmes. BRM intention is to deliver business benefits with the help of programme, and 

one of the main success criteria for each programme will be whether planned benefits are realized or 

not.  

  

In the programme management life cycle, once the projects are commenced to expect planned 

deliverables, capability is created within an organization that delivers the desired benefits. In other 

words, business uses those built capabilities to realize planned benefits.  

 

Reiss et al. (2006) highlight the close interrelation between benefits and portfolio management as 

benefits are as a result of deliverables of each project and should be strategically in line with the 

portfolio.  Glynne (2007) highlights the fact that benefits are important parameter to initiate/invest in a 

new project, programme, or portfolio. Parr and Williams (2007) state that BRM is highly critical and 

vital to meet strategic objectives through projects.  Cooke-Davies (2002) emphasizes that to receive 

benefits by organizations, project management, and operation management should work 
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collaboratively.  To achieve this, PM should ensure operation team is involved during the execution 

stage to assure the operation expects desired benefits. (Nogeste and Walker, 2005)  

Common acceptance in the literature review is the necessity to integrate the BRM process in project 

management life cycle. (OGC, 2003; Cooke-Davies, 2001; Ward et al., 2006) Cooke-Davies (2001) 

believes that BM should be fully integrated with the project management process.  Reiss (2000) 

proposes below table of definition for benefits, project and programme relationships. (see Table 11)  

 

  

Table 11: Project Classification in terms of Benefit (Reiss, 2000) 
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Figure 24: Interaction between BRM and PM: Benefits Realization Management Process and Project 

Managerôs responsibility. (Mossalam & Arafa, 2015) 

 

Figure 24 provides details the interaction between BRM and Project Management: Benefits Realization 

Management Process and Project Managerôs responsibility. (Mossalam & Arafa, 2015) 
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2.2.2.7.2 Change Management 

Thorp (1998) explains the change management as a holistic approach to change the present state to the 

desired state to meet the desired objectives. Reiss at al. (2006) define change management in 2 levels, 

micro-level change management due to new technology involvement in the process and macro level 

change management due to the new ideas.  

 

Thorp (1998) highlights the fact that benefits realization depends on change throughout the process. 

Thorp (1998) states that only the planned changes can be controlled and enabled to take the right course 

of action. As a well-known fact that organizations are in the tendency to have change to improve their 

performance, profit, and benefits, therefore change management, and related processes are getting more 

essential and critical for organizational development.  

 

Bradley (2006) states that organizations invest in change; they change internally and externally to keep 

continuity in growth and adapt themselves to new evolving environment and expectations. To achieve 

this, changes should be effectively implemented; new changes should be identified, managed, and 

implemented to meet the organizational goals if necessary by adopting the revised corporate strategy. 

(Ward and Daniel, 2006; Bradley, 2006) 

 

The relationship between change and benefit has been detailed by Reiss (2000) as changes affect the 

ability of the project in terms of deliverables. Below Figure 25 provides further clarification on benefit, 

change, time, and productivity concept. 
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Figure 25: Benefit ï Change ï Time ï Productivity (NHS, 2007) 

 

2.2.2.7.3 Performance Management 

Organizations, especially after the 1980s, started focusing on performance and productivity parameters 

to increase the return of benefit. Therefore organizations begin to pay more attention to performance 

management and its requirements. Although there is an increasing trend, Waal (2006) states that more 

than half of those organizations are getting failed as it is being overlooked. Waal (2006) develops and 

proposed below performance management development cycle: 

 

 

Figure 26: Performance Development Management Cycle (modified from Waal, 2006) 
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Performance measurement and management process enable organizations to adopt and implement a 

benefits realization strategy. (Sedera et al., 2001) Scholars proposes performance measurement models 

as listed in below Table 12. (Sedera et al., 2001; Neely et al., 2002)  

 

 

 

2.2.2.7.4 Stakeholder Management 

BRM process intention is to manage the benefits realization process to ensure desired benefits are 

getting delivered with involvement of stakeholders as stakeholders participation is must for all phases 

of BRM. The increment in the use of stakeholder management is mainly because of globalization. The 

key to stakeholder management is to ensure all stakeholders are identified and considered during the 

process. According to Post et al. (1995), below highlighted points are quite essential to understand the 

BRM process and stakeholder management: 

 

- The benefit flows getting circulated in between stakeholder and organization. 

- Multiple connections of stakeholders might happen with organizations and in between stakeholders 

- Stakeholders may have more than one role depending on the case as a client at the same time can be 

an operator or consumer.  
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- Parameters can be changed during the life cycle or importance of a matter can be more related to one 

stakeholder and might be less with one another.  

 

Communication is essential parameters with stakeholders as a lack of communication will lead to a lack 

of understanding. (Hynds and Martin, 1995) Close and transparent communication by providing proper 

communication management process will prevent many misunderstandings and eliminate mistakes and 

maximize quality, speed of deliverables by optimizing the benefits realization. Thomas and Thomas 

(2005) highlight the fact that having close communication with stakeholders will increase teaming and 

provide integrated management, understanding, and knowledge. Thomas and Thomas (2005) state that 

excellent communication with stakeholders, active involvement of stakeholders together with trust will 

minimize the surprises and complains,  maximize the end user satisfaction and benefits. 

 

On the other hand, specific difficulties are recognized, along with stakeholder management. Multiple 

stakeholders involvement with different demand and expectations may cause conflict, which is one of 

the primary sources of conflict in the construction industry. (Ayuso et al., 2006) Project manager role is 

to show his interest to all stakeholders equally and effectively to reconcile them. (Olander and Landin, 

2005) According to Newcombe (2003) selection/prioritization on whether quality or quantity, long term 

objective or short term, control or freedom, cost efficiency or jobs are the main problems getting 

experienced between stakeholders within construction projects. 

 

To have an effective stakeholder management process, Bradley (2006) suggests to have early 

involvement of stakeholders with effective communication and strategy, keep stakeholder management 

process alive during the entire project life cycle, and have effective implementation of BRM where 

stakeholder importance and involvement well addressed.  
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In addition to all, Ayuso et al. (2006) highlight the necessity of effective communication between 

stakeholder to stakeholder, stakeholder to the organization, and knowledge integration with 

stakeholders to maximize knowledge and benefits realization. Kagioglou et al. (2000) state that project 

success depends on correct information usage at the right time and place with the participation of key 

stakeholders with effective communication and decision-making process. 

 

2.2.2.8 Issues with Benefit Management Process  

In the literature review, the common issues and problems accepted by scholars and practitioners are as 

listed below: 

 

2.2.2.8.1 Optimism bias Issue  

This is considered as one of the main issues in the literature review. Flyvbjerg et al. (2002, pp. 13-15) 

state that the main problem in BRM is overestimated benefits and underestimated cost factors. 

Likewise, Lin and Pervan ( 2003, p.20) explain the reason of this issue as the main focus is always on 

how to get the project approval rather than how to deliver project proposed benefits. Also, time and cost 

underestimation is also repeatedly getting discussed and highlighted. (Chih & Zwikael, 2015, p. 354) 

Jenner (2009, p. 13) highlights this issue as ñoptimism biasò by stating the fact that benefits are 

exaggerated to secure the approval. Flyvbjerg et al. (2005, p. 3-4) state that inevitable delays and cost 

overruns take place along with unrealized outstanding benefits due to this optimism bias. 

 

2.2.2.8.2 Benefit Categorization Issue & Time Perspective Issue  

Although the categorization of benefits varies from author to author, commonly accepted way to 

categorize benefits as tangible/intangible benefits considering the quantification and short/long-term 

benefits considering the time perspective. As discussed in earlier sections, tangible benefits are more 

related with measurable values. (Melton et al., 2008, p. 77) Therefore can be assessed quickly, 

(Andersen et al., 2006, p. 142) whereas intangible benefits cannot be easily measured therefore it is 
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difficult to be evaluated. (Melton et al., 2008, p. 78) Benefits are difficult to quantify, and their 

respected cost cannot be easily justified easily as their effect can be only observed in long term 

perspective. (Apostolopoulos & Pramataris, 1997, p. 295-296)  

 

The main focus given in literature review with BRM is related with end benefits which are described in 

terms of short and long term benefits that affect directly one or more organizational objectives. (Serra 

& Kunc, 2015, p. 55) However, intermediate benefits are not well discussed in literature review as 

emergent; unplanned benefits can be only assessed within BRM life cycle with benefit monitoring and 

review stages. (Letavec, 2014, p. 7) Intermediate benefits are the ones help and determine whether the 

project is kept on track as planned and therefore highly necessary to be identified and highlighted.  

 

Benefits realization may extend beyond the life cycle of a project or program. In such cases, the 

allocated team is no more on duty. Therefore such benefits are rarely getting reviewed. (Lin & Pervan, 

2003, p. 23) Due to this reason, the BRM process should be well structured to address not only short 

term but also long term benefits. (Breese, 2012, p. 349) According to PMI (2016a, p. 14), short term 

benefits are not well separated from long term benefits due to the complexity of long term benefits.  

 

2.2.2.8.3 Roles and Responsibilities  

The failure in delivering desired benefits is due to not assigning right people to the right roles (PMI, 

2016a, p. 13) or lack of clarity on roles and responsibilities in the benefit plan. (Lin & Pervan, 2003, p. 

21) Although it is commonly accepted in literature review that planning stage is where accountability of 

benefit realization is getting specified, there is still no common acceptance for the roles and 

responsibility distribution which should be fully in charge with end responsible. (Smith et al., 2008, p. 

1449) In addition, there is still  no consistent view of roles and responsibilities. (Ashurst & Doherty, 

2003, p. 7) Moreover, stakeholder involvements and their responsibilities are also not that much clear. 

(Bennington &  Baccarini, 2004, p. 27) 
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Scholars have different views on the responsibility distribution of BRM process.  Zwikael & Smyrk 

(2015) suggest that the project owner has ultimate responsibility and governance for BRM process as 

generally, the business benefits take place after the project is over. Chih & Zwikael (2015, p. 358) 

recommend the involvement of all stakeholders along with end users and Fitzgerald (1998, p. 25) 

argues that all affected business area involvement is must for the BRM process. Melton et al. (2008, p. 

110) suggest that all stakeholders, business sponsors, owner of benefits, project managers, change 

managers, and customers should be part of the BRM process. PMI (2016a, p. 7) recommends that 

responsibilities should be distributed in between executive team, business owners, and PMs. 

 

Due to a different view on the assignment of roles and responsibilities, this topic is considered as yet to 

be completed with future findings and should be further developed in the literature review.  

 

2.2.3 Knowledge Gap in previous research 

Contribution of soft skills of project managers on benefit realization and project success is a developing 

concept, and although there are some empirical studies independently done on soft skills concept and 

BRM process, those concepts are not fully developed and detailed yet. Moreover, the relation between 

soft skills of PMs and BRM process has not been studied.   

 

The concentration in literature is mainly on hard skills and knowledge of PMs rather than soft skills. 

Also, the concept of benefits realization is evolving and superseding the idea of weak project success 

understanding. Therefore we have found a gap in the literature as the contribution of soft skills of PMs 

on benefit realization management process is not yet touched and well developed yet in the construction 

industry in UAE.  

 

This study intends to explore below-listed research gaps to develop the literature accordingly:  
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- Necessity to investigate the soft skills of project managers on benefit realization management process 

in construction industry in UAE. 

 

- Shortage of empirical studies conducted on soft skills required by project managers in relation with 

benefit realization management process in construction industry in UAE. 

 

- Necessity to investigate and develop soft skills of project managers for successful benefit realization 

management process in construction industry in UAE. 

 

This study explores selected superior soft skills of PMs which are commonly accepted by scholars and 

practitioners and emphasize the contribution and influence of those skills on benefit realization 

management process in the construction industry in UAE. 

 

2.2.4 Summary of Theoretical Framework  

According to the literature review, there are specific soft skills and personal traits of PMs that 

contribute projects. (Perreault, 2004, pp. 23-24) Along with this research, soft skills are selected 

according to scholars and practitioners which are communication, leadership, conflict management & 

negotiation skills, teaming and motivation skills, empathy / emotional Intelligence, time management 

skill, change management skill and planning skill that are firmly accepted soft skills in literature. Then 

these selected soft skills are narrowed concerning the BRM process.  In other words, the major ones in 

correlation with benefits realization management process will be selected and considered as 

independent variables.  Contribution of those selected soft skills on BRM process and related BRM 

phases which are also commonly accepted in literature ñBenefit Identificationò, ñBenefit Realization 

Planningò, ñExecute Benefit Realization Plan & Monitorò, and ñBenefit Evaluation & Establish 

Potential for Further Benefitsò will be considered as dependent variable in order to test the hypothesis 

of this study.  
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Communication skill of PMs is found highly crucial for projects. Effective communication in between 

all involved team members and stakeholders is must for successful benefit realization management 

process. Therefore communication is considered as one of the critical soft skills of project managers  

(Muzio et al., 2007,p.32) and PMs are expected to be good communicators. (Gibson et al., 2012, 

pp.432) PMs are expected to be at the center of the communication system to ensure information is 

clear and getting distributed between stakeholders and team members effectively and efficiently.  

 

Another highly important soft skill of the project manager is leadership skill. (Muzio et al., 2007,p.32) 

Literature review separates management and leadership as management more on the side of planning, 

implementing, monitoring, and controlling but leadership more on being an idol, motivating, coaching 

to reach a common goal. (Anantatmula, 2015, p.14) PMs, by being leaders of their team should create 

and apply different methods (Iyengar,2013, pp. 31-39) and keep their team concentrated on the main 

aim and objectives. (Sukhoo et al.,2011,p.695) 

 

Conflict management skill is another essential skill of a PM. Conflict cannot be eliminated or dismissed 

in construction projects due to the complexity; therefore, the most useful approach would be the way 

how to cope with the arisen conflict. It is important to note that dispute should be resolved and 

addressed at its early stage.  Kendrick (2014, p.35) highlights the importance of early detection of 

conflict. The main reason for the problem should be openly discussed and brainstormed to find the most 

effective resolution. (Kendrick, 2014, p.35) 

 

Project managers require negotiation skill at different phases in different ways. PMs are expected to be 

an excellent negotiator to select the best option for the benefit of the project throughout the negotiation 

process. (Verma, 1996, p.145)  
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Teaming and team building skill is one of the commonly accepted soft skills of project managers in the 

literature review. Teaming ability of project managers will directly contribute to the performance of the 

team. Performance measurement and management process enable to adopt and implement a benefits 

realization strategy. (Sedera et al., 2001) Therefore these skills of PMs are one of the core behavioral 

competencies.   

 

Kendrick (2014, pp.289-291) believes that emotional intelligence is one of the crucial factors that 

increase productivity by providing an effective working platform. Emotional intelligence also enables 

the project manager to deal with all kind of people as projects are getting carried out with the 

involvement of different trades and people. (Kendrick, 2014, p.289)  

 

Another essential skill of PMs is time management skill. Time should be utilized wisely as priorities are 

different throughout the project life cycle. (Larson and Gray, 2012, p. 361) 

 

Change management skill is highly stressed in the literature review. Dharmaraj et al. (2006, p.512) 

explain that the change management process is a tool to manage changes for the project at a strategic 

level. According to Prosci (2004b), change management is a tool to manage and control changes into a 

project plan or a strategy. Therefore change management is a critical skill of project managers to ensure 

benefits are getting maximized throughout the projects.  

 

According to literature review, planning techniques are required for effective management. (Bourne & 

Walker, 2004, pp. 226-243) Planning skill is a trait of a project manager to plan and organize to transfer 

this skill into the management field. (Gaddis, 1959, pp. 29-97) In other words, planning skill is more 

related to the character of a project manager on planning and organizing. The planning capability of a 

PM is the ability to take preventive action before something happens to eliminate crises. (Gaddis, 1959, 

pp. 29-97)  
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Motivation is another important soft skill of project managers. Gray and Smeltzer (1990, pp. 470-504) 

highlight the importance of the project managerôs motivation skill requirement for the effective and 

efficient performance of the team members. It is noted that motivation is the source of innovation and 

creative ideas of team members. (Gray and Smeltzer, 1990, pp. 470-504)  

 

The ultimate aim of BRM is to support organizations to achieve the desired values based on 

organizations objectives and strategies. (Serra & Kunc, 2014) Although the majority of organizationsô 

maturity level of benefits realization has not fully developed, in all type of organizations and different 

disciplines and professions, BRM is becoming more popular. (Breese, 2012, p. 341) 

 

After having seen that both of these concepts, i.e., soft skills set of project managers and benefit 

realization management process are evolving topics and not well developed in the literature review, this 

study is created to investigate the relationship in between selected soft skills of project managers and 

BRM process. This empirical study will provide a better understanding of literature and motivate future 

researchers on the subject of contribution of selected soft skills of project managers on the BRM 

process.  

 

2.2.5 Limitations  

This study is limited with selected soft skills only. Selection is based on soft skills high correlation with 

the BRM process. However, this research study shall be further developed by future researchers 

considering other soft skills and personal traits of PMs in regards to the BRM process and phases.  

 

This study is limited within the territory of UAE and limited only with the construction industry and 

therefore cannot be generalized with other sectors. Participant of this research are 100% UAE residents; 

therefore this study is more relevant to UAE.   
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In the field of project management, skills of PMs are described as the right combination of soft and 

hard skills. However, in this research, only soft skills are investigated. Therefore this research can be 

further developed by researchers considering hard skills set of project managers in addition to soft 

skills. It is important to note that mediating variables are not considered but shall be considered in 

future researches. 

 

2.2.6 Conceptual Framework 

Along with this study, soft skills of project managers are getting analyzed over selected significant soft 

skills which are firmly accepted in literature and found highly correlated with BRM process as a result 

of a pilot study conducted for this research discussed in chapter 4 which are communication skill, 

leadership skill, change management skill, and planning skill. Therefore these skills are considered as 

independent variables of this study. 

 

Contribution and influence of those soft skills are examined on the BRM process and related BRM 

phases which are also commonly accepted in literature as ñBenefit Identificationò, ñBenefit Realization 

Planningò, ñExecute Benefit Realization Plan & Monitorò, and ñBenefit Evaluation & Establish 

Potential for Further Benefitsò  which are considered as dependent variable to test the hypothesis of this 

research which are listed in the following section. 
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Figure 27: Conceptual Framework 

 

2.2.7 Hypotheses 

Reference to the literature review and conceptual framework, in order to address the aim and objective 

of this study, below-listed hypotheses are developed and proposed to explore the contribution of 

selected soft skills set of PMs on BRM process and related phases. 

 

H1:  There is a significant influence of selected soft skills of a project manager on benefit realization 

management process 

H2:  There is a significant influence of communication skill of a project manager on benefit realization 

management process 

H3:  There is a significant influence of leadership skill of a project manager on benefit realization 

management process 

H4:  There is a significant influence of change management skill of a project manager on benefit 

realization management process 

H5:  There is a significant influence of planning skill of a project manager on benefit realization 

management process 
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Chapter 3: RESEARCH METHODOLOGY  

 

3.1 Introduction 

This chapter starts with research design selection, philosophy, and approach as a descriptive research 

design are chosen with a quantitative approach. Later in this chapter, strategy and style of this research 

are detailed, and survey design is provided. A structured questionnaire is appended as Annexure B.  In 

this chapter, the units of analysis, data collection, and analysis, as well as ethical consideration, validity 

& reliability are also discussed and detailed. 

 

3.2 Research Design 

Along with this study, soft skills of project managers are getting analyzed over selected major soft 

skills set, communication, leadership, change management skill and planning skill which are firmly 

accepted soft skills in literature review and found positively correlated with BRM process and 

considered as independent variables in this study.  

 

Contribution of those selected soft skills on BRM process will be further investigated on BRM phases 

which are also commonly accepted in literature as ñBenefit Identificationò, ñBenefit Realization 

Planningò, ñExecute Benefit Realization Plan & Monitorò, and ñBenefit Evaluation & Establish 

Potential for Further Benefitsò which are considered as dependent variables in order to test the 

hypothesis of this research.  

 

Descriptive research design is considered to explain variations in DV, benefit realization management 

process by independent variables selected significant soft skills of project managers. Research design is 

detailed in the following sections. 
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3.2.1 Research Philosophy 

Research philosophy is about how data is collected from the population, analyzed and interpreted. In 

this paper, while studying the relationship between selected soft skills of PMs and benefit realization 

management process which are both new phenomena in literature review and quantitative, the positivist 

paradigm is considered for testing the developed hypothesis in relation with literature review.   

 

3.2.2 Research Approach 

In this paper selected soft skills of PMs are investigated concerning benefits realization management 

process. Each skill factor has been analyzed with regard to the BRM concept.  In this study, a 

quantitative approach is selected while studying the influence of those soft skills on benefit realization 

management process.  

 

3.2.3 Research Strategy & Questionnaire Design 

Descriptive research design is considered to explain variations in the dependent variable, benefit 

realization management process by independent variables, selected soft skills of project managers. A 

questionnaire with quantitative six-point Likert scale is chosen as a research tool to gather the required 

data along with non-probability/convenience sampling for the collection of data through populations.  

 

Structured questionnaires have been distributed within selected consultants and contractors in the 

construction industry in the United Arab Emirates. Along with the survey, introduction letter provided 

to describe the propose of this research.  

 

In the first section of the questionnaire, attribute variables are questioned, to get to know general 

information about participants. The second section is related to the selected soft skills of project 

managers. The last section questions the concept of BRM process. The participants are asked to 
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respond according to Likert scape 1-5. (1-strongly agree; 2- agree; 3- neither agree nor disagree; 4- 

disagree; 5- strongly disagree) 

 

3.2.4 Research Style 

Research style is related to the research model of this study regarding the conducted study over project 

managers. The research model of this study is summarized as per Figure 28. 

 

Research Methodology Model 
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3.3. Research Tool  

A structured questionnaire is the research tool while analyzing the relationship between selected soft 

skills of PMs within selected construction & consultant companies from the construction market in the 

UAE and benefit realization management process.  

 

3.4. Research Variables 

Along with this study, soft skills of project managers are getting analyzed over selected major soft 

skills set, communication, leadership, change management skill and planning skill which are firmly 

accepted soft skills in literature review and considered as IV in this study. Contribution of those soft 

skills on BRM process and related BRM phases which are also commonly accepted in the literature as 

ñBenefit Identificationò, ñBenefits Realization Planningò, ñExecute Benefit Realization Plan & 

Monitorò, and ñBenefit Evaluation & Establish Potential for Further Benefitsò considered as DV in 

order to test the hypothesis of this research.  

 

In this study, each independent variable will be investigated and examined in relation to the BRM 

process as well as global IV relation with BRM process. 

 

3.5. Population of Study 

Pollution of this study is PMs in the construction industry in the UAE.  

. 

3.6. Sampling Technique 

In the conducted questionnaire, data is collected through the population by using non-

probability/convenience sampling technique. The questionnaire is distributed to the selected 

construction, and consultant companies and responses are obtained only from PMs, Senior PMs., or 

above managerial positions in the related field.  
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3.7. Units of Analysis 

Construction PMs from the contracting and consultant companies in UAE are the unit of analysis. 

 

3.8. Data Collection 

Data collection and selection of the method are highly crucial as the selection of the right way will 

undoubtedly enhance the quality of the study and outcome. In this research, data is collected through a 

questionnaire, and questions are generated as per the literature review. Participants are asked to select 

the answers according to the Likert Scale to get the level of agreement to ensure the intensity of 

participantsô feeling is captured. Likert scale is a suitable way to determine the highly correlated items.  

 

Likert Scale 1-5 distribution: 

1-Strongly Agree 

2-Agree 

3-Neither Agree nor Disagree 

4-Disagree 

5-Strongly Disagree 

 

Responses are collected based on ñdrop-pick laterò method and questionnaires are only distributed to 

companies for the attention of construction PMs in UAE. Along with the survey, introduction letter 

provided to describe the propose of this research. In the first section of the questionnaire, attribute 

variables are questioned. The second section is related to the selected soft skills of project managers. 

The last section questions the concept of the BRM process. The participants are asked to respond 

according to Likert Scale. 

 

Actual data is collected only after conducting a pilot check over 21 construction PMs to complete the 

questionnaire and select highly correlated IV in relation to the BRM process. 
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3.9. Ethical Considerations 

Along with the questionnaire, anonymity is guaranteed from each participant to avoid any ethical 

concern.  

 

3.10 Validity and Reliability  

Validity is related to the accuracy of instruments. In order to take care of the validity, proper tool, 

procedures and data analysis are used.  

 

Regarding internal validity, participants positions are verified as PM, previous studies are checked, and 

regression analysis is used to investigate the relation in between IV and DV. Regarding external 

validity, the survey is completed by participants in the related field without any interference, 

participants are selected for the study, and the sound conclusion is provided.  

 

Reliability is related to internal consistency, which is checked and detailed in Section 4.6 by checking 

the relation of each IV concerning DV and global IV concerning DV by using SPSS and Cronbachôs 

Alpha values. 

 

3.11 Data Analysis 

In this research, the Statistical Package for Social Sciences (SPSS) is conducted for quantitative 

statistical analysis. To interpret the collected data, different analysis, values, and coefficients have been 

used like mean value, standard deviation,  correlation, Cronbachôs Alpha, Regression, R Square, etc. 

that will be discussed in the next chapter. 
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Chapter 4: DATA ANALYSIS & FINDINGS  

 

4.1 Introduction 

Previous Chapters 2 and 3 provide an extensive literature review and details for the method of analysis.   

This chapter provides data analysis and findings to investigate the relationship between the soft skills of 

PMs and BRM process. Each skill factor will be analyzed with the BRM concept to test the hypotheses. 

According to the investigation, the findings and interpretation of results are presented.  

 

4.2 Response Rate 

According to literature, there is a general classification depend on the percentage of participants as 

below: 

50% is accepted as adequate,  

60% is considered as good and  

70% and above is considered as very good. (Mugenda and Mugenda, 2003 ; Saunders et al., 2007) 

 

In this research, 84% of the response rate is collected out of 100 participants, that means this research 

shall be considered in the very good category.   

 

4.3. Demographic Data / External Respondents Profile 

The questionnaire is shared with only consulting & construction companies for the attention of only 

project managers or above managerial positions.  
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4.3.1 Gender of Participants 

In this research, out of 84 participants without having any missing data, 78 numbers of participants are 

recorded as male which makes percentage of male participants at the attendance rate of 92.9% and 6 

numbers of participants are registered as female that makes percentage of female participants at the 

attendance rate of  7.1% as shown below Table 13. 

 

Gender of Participants  

 

 

Table 13: Gender of Participants 

Pie Chart Demonstrations on Demographic Statistics ï Gender of Participants 
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4.3.2 Age of Participants 

According to conducted research, 6% of the respondents are in between 25-34, 58.3% of the external 

respondents are in between ages 35-44, 31% of the external respondents are in between ages 45-54 and 

4.8% of the external respondents are  +55 age level without any missing data. The detailed information 

is given below.  

 

 

 

Table 14: Age of Participants 
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4.3.3 Level of Education of Participants 

In this research, it is found out that 81% of the external respondents are holding a Bachelor Degree and 

19% of the participants are holding a Master Degree or above degrees without having any missing data. 

The detailed information provided below. 
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4.3.4 Residence of Participants 

According to the conducted research, it is recorded that all participants are holding UAE residence 

without having any missing data as the population is selected from active project managers or above 

managerial positions working in the construction industry in UAE. 

 

Residence of Participants 

 

 

Table 16: Residence of Participants 
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4.3.5 Company Type of Participants 

It is recorded that 7.1% of the external respondents are working in the public sector, and 92.9% of the 

external respondents are working in the private sector without having any missing data as per below 

table. 

 

Company Type of Participants 

 

 

Table 17: Company Type of Participants 
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4.3.6 Job Level of Participants 

Reference to research data, it is recorded that without any missing data, 4.8% of the external 

respondents are at Owner / Executive / C-Level, 32.1% of the external respondents are at Senior 

Management Level, 59.5% of the external respondents are at Middle Management Level and 3.6% of 

the external respondents are at Intermediate Level as shown in Table 18. 

 

 Job Level of Participants 

 

 

Table 18: Job Level of Participants 
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4.4 Data Summary 

4.4.1 Independent Variables, Soft Skill Factors:  Items of Soft Skill Factors 

Independent Variables are soft skills set of project managers which are selected four factors, Factor 1: 

Communication Skill, Factor 2: Leadership Skill, Factor 3: Change Management Skill and Factor 4: 

Planning Skill detailed along with related items as per below Table 19. 

 

 Table 19: Independent Variables, Soft Skill Factors:  Items of Soft Skill Factors 
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4.4.1.1 Data related to the contribution of communication skill of project managers on the BRM 

process 

First three items are related to the contribution of communication skill of a project manager on the 

BRM process. Data is collected from 84 participants, and there is no missing data. Statistics of this 

factor provided as below Table 20. 

 

Table 20: Statistics of Communication Skill Factor 

 

Independent Variable, Soft Skill Factors Item #1 

 

Table 21: Statistics of Communication Skill, Item 1 

 

This item tests the level of expectations of participants in terms of contribution of the communication 

skill of a project manager on the BRM process. 65.5% of the participants in UAE are ñstrongly agreeò 

with this statement an 17.9% of the participants are ñagreeò with the statement, 13.1% of the 
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participants are ñundecidedò,  2.4% of the participants are ñdisagreeò and 1.2% of the participants are 

ñstrongly disagreeò with the statement. The total percentage of ñstrongly agreeò and ñagreeò rates is 

83.3%, which shows the participants are in general agreement of this statement.  Furthermore, the mode 

scores 1, at ñstrongly agreeò level and the mean is above mode with score 1.56 that means there is a 

substantial belief that project manager is expected to be a good communicator.  

 

Independent Variable, Soft Skills Factor Item #2 

 

Table 22: Statistics of Communication Skill, Item 2 

 

This item seeks participants agreement on the relation of communication skill with effective speaking 

and listening and influence/contribution of those traits on the BRM process. According to the collected 

data, 52.4% of the participants are ñstrongly agree,ò and 31% of the external respondents are ñagreeò 

with the statement. 11.9% of the participants are ñundecidedò 1.2% of the participants are ñdisagree,ò 

and 3.6% of the external respondents are ñstrongly disagreeò with the item. The cumulative percentage 

of ñstrongly agreeò and ñagreeò rates is 83.3% that proves participants are in general acceptance of the 

influence of communication skill with effective speaking and listening on the BRM process.  Moreover, 

the mode scores 1, ñstrongly agree,ò and the mean is above mode with rating 1.73, that means there is a 

strong acceptance of participants with this statement. 
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Independent Variable, Soft Skills Factors Item #3 

 

Table 23: Statistics of Communication Skill, Item 3 

 

This item explores how important for a PM to ask the right question to develop the effectiveness of 

communication between stakeholders for the BRM process. According to the participants, 32.1% 

ñstrongly agree,ò and 31% ñagreeò with the statement. Although 23.8% of the participants are in 

ñundecidedò position, 9.5% disagree and 3.6% ñstrongly disagree,ò still the cumulative percentage of 

ñstrongly agreeò and ñagreeò rates is 63.1% and yet it shall be considered as participants are in general 

acceptance of the statement. On the other hand, the mode scores 1, ñstrongly agreeò and mean is above 

that at the rating 2.21 slightly above agreement that can be interpreted as there is still general 

acceptance of participants with this item.  

 

4.4.1.2 Data related to the contribution of leadership skill of project managers on the BRM 

process 

Items 4 to 8 are associated with the contribution of leadership skill of a PM on the BRM process. There 

are 84 participants recorded with no missing data. Statistics of this factor provided as below Table 24.  
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Table 24: Statistics of Leadership Skill Factor 

 

Independent Variable, Soft Skills Factors Item #4 

 

Table 25: Statistics of Leadership Skill, Item 4 

 

This item measures the level of agreement of participants on the statement of project managers are the 

influencers with their leadership skills and explores contribution of this statement on the BRM process. 

Reference to collected data in UAE, 64.3% of the participants are ñstrongly agreeò with this item, and 

23.8% of the participants are at ñagreeò position. Undecided participants are 7.1% level and disagree 

participants are at 4.8% level.  Cumulative percentage of ñstrongly agreeò and ñagreeò rates is 88.1% 

that clarifies participants significantly agree with this item. The item occupies the mode of ñstrongly 

agree,ò 1 and the mean is slightly above 1 at score 1.52 that show a high rate of acceptance of 

participants as per the collected data. 
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Independent Variable, Soft Skills Factors Item #5 

 

Table 26: Statistics of Leadership Skill, Item 5 

 

Item 5 checks the level of vision and inspiration of project managers with leadership skill and explores 

the contribution of this statement on the BRM process. 64.3% of the participants are ñstrongly agree,ò 

23.8% of the participants are ñagree,ò 6% ñundecided,ò and 6% ñstrongly disagreeò with the statement. 

Cumulative percentage of ñstrongly agreeò and ñagreeò rates is 88.1% that proves participants are in a 

strong belief that the project manager shares his vision and inspire his team by creating a trustworthy 

environment.  The mode of this item is at 1, ñstrongly agreeò level and mean of this item is slightly 

above mode at the value of 1.54 that prove participants significantly agree with this statement.   

 

Independent Variable, Soft Skills Factors Item #6 

 

Table 27: Statistics of Leadership Skill, Item 6 
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Item 6 tests if project manager courage team members to take the initiative and risk by motivating them 

to be creative and innovative concerning the BRM process. 63.1% of the participants are ñstrongly 

agree,ò 25% ñagree,ò 4.8% ñundecide,ò 2.4% ñdisagree,ò and 4.8% ñstrongly disagreeò with the 

statement. The participants are with the total rates of  ñstrongly agreeò and ñagreeò at 88.1%  in 

substantial agreement with the statement. The mode of this item scores 1 at ñstrongly agreeò and the 

mean is at 1.61 that prove the participants significantly agree with the item. 

 

Independent Variable, Soft Skills Factors Item#7  

 

Table 28: Statistics of Leadership Skill, Item 7 

 

Item 7 is related to how leadership skill is vital to cope with difficulties to keep the project out of any 

kind of problem in relation to the BRM process. Participants score ñstrongly agreeò at 72.6%, ñagreeò 

at 21.4%, ñundecidedò at 2.4%, and ñdisagreeò at 3.6%. ñstrongly agreeò and ñagreeò rates are in total 

at 94% that means participants significantly agree with the statement.  The mode of this item is at 

ñstrongly agreeò level, 1 and mean is at 1.37 not so far from the mode that proves participants 

significantly agree with the item. 
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Independent Variable, Soft Skills Factors Item#8  

 

Table 29: Statistics of Leadership Skill, Item 8 

 

This item tests the participant's opinion if the leadership skill of a PM is the ability to cope with both 

internal issues and external strategies and how this item influences the BRM process. The sum of 

ñstrongly agreeò and ñagreeò rates is 92.9%, ñundecidedò at 2.4%, ñdisagreeò at 1.2% and ñstrongly 

disagreeò at 3.6% that means participants are highly agree with this statement.  The mode scores 1 and 

mean at 1.46, that means there is significant acceptance and agreement with this statement.  

 

4.4.1.3 Data related to the contribution of  change management skill of project managers on the 

BRM process 

Items 9 to 12 are associated with the contribution of change management skill of a project manager on 

the BRM process. There are 84 participants recorded with no missing data. Statistics of this factor 

provided as per Table 30.  
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Table 30: Statistics of Change Management Skill Factor 

 

Independent Variable, Soft Skills Factors Item #9 

 

Table 31: Statistics of  Change Management Skill, Item 9 

 

This item checks project success and benefit realization relationship in relation to change management 

and explore the influence of this item on the BRM process. Participants rate ñstrongly agreeò at 56%, 

ñagreeò at 27.4%, ñundecidedò at 13.1% and disagree at 3.6% with no rate of ñstrongly disagreeò In 

total 83.3 percent rate either ñstrongly agreeò or ñagreeò therefore there is significant acceptance of this 

statement by participants. The mode at ñstrongly agreeò level and mean scores 1.64 that proves there is 

a strong belief that the statement is significantly essential and correct.  
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Independent Variable, Soft Skills Factors Item #10 

 

Table 32: Statistics of Change Management Skill, Item 10 

 

This item checks if change management is a tool to manage and control changes into a project or a 

strategy and explore the contribution of this statement on the BRM process. The participants are 59.5% 

ñstrongly agreeò with this statement, 31% ñagree,ò 8.3% ñundecided,ò 1.2% ñdisagreeò and no rate for 

strongly disagree that mean participants accept the statement and confirm that item is strongly agreed. 

The mode scores 1, ñstrongly agreeò and mean is at 1.51 that prove participants significantly concur 

with this statement.   

 

Independent Variable, Soft Skills Factors Item #11 

 

Table 33: Statistics of Change Management Skill, Item 11 

 

This item checks if change management is a holistic approach to change the current state to the desired 

state in order to meet the desired objectives and explores the influence of this item on the BRM process. 
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Reference to questionnaire 48.8% of the participants selected ñstrongly agree,ò 33.3% selected ñagreeò 

14.3% ñundecidedò and 3.6% of the participants selected  ñdisagreeò that means participants 

significantly agree with the statement.  Also, the mode of this item scores 1 and mean around 1.73 that 

means there is a significant belief of participants for this statement. 

 

Independent Variable, Soft Skills Factors Item #12 

 

Table 34: Statistics of Change Management Skill, Item 12 

 

Item checks the importance level of the change management in terms of its effect on project time, cost, 

and quality and investigates the influence of this item on the BRM process. 64.3% of the participants 

are ñstrongly agree,ò 26.2% of the participants ñagree,ò 6 percent of the participants ñundecided,ò 3.6% 

of the participants ñdisagreeò with the statement.  If we sum ñstrongly agreeò and ñagreeò rates, then in 

total 90.5% shows that participants significantly agree with the statement.  Moreover, the mode is 1, 

and the mean of these items is 1.49 that can be interpreted as there is a  significant belief of participants 

with this statement.  

 

4.4.1.4 Data related to the contribution of  planning skill of project managers on the BRM process 

Items 13 to 15 are associated with the contribution of planning skill of a PM on the BRM process. 

There are 84 participants recorded with no missing data. Statistics of factor provided as per below 

Table 35.  
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Table 35: Statistics of Planning Skill Factor 

 

Independent Variable, Soft Skills Factors Item#13 

 

Table 36: Statistics of Planning Skill, Item 13 

 

This item checks participants opinion if planning skills of project managers is an ability to gather, 

prepare and plan to meet the desired deliverables for a project as well as the contribution of this item on 

the BRM process. Participants mostly selected ñstrongly agreeò at 57.1% and ñagreeò at 27.4% and the 

remaining ñundecidedò at 11.9%, ñdisagreeò at 3.6% as these results show general acceptance of the 

participants with this statement. The mode scores 1, mean scores 1.62 reassure that participants are 

significantly agree with the statement. 
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Independent Variable, Soft Skills Factors Item#14 

 

Table 37: Statistics of Planning Skill, Item 14 

 

This item defines the planning skill of a project manager as a trait to plan, organize, and transfer this 

skill into the management field and explore this item in relation to the BRM process. 

Participants are ñstrongly agreeò with the rate 59.5%, ñagreeò with the rate 31%, ñundecidedò with the 

rate of 8.3% and ñdisagreeò with the rate of 1.2%. There is a significant acceptance of participants with 

this item. The mode is at 1 and the mean of this item is 1.51, that means there is a significant 

acceptance of this statement by participants.  

 

Independent Variable, Soft Skills Factors Item#15 

 

Table 38: Statistics of Planning Skill, Item 15 

 

Item emphasizes the ability of planning skill of a project manager to take timely preventive action 

before anything goes wrong to eliminate the problems and crises beforehand.  
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Participants are at the rate 48.8% ñstrongly agree,ò 34.5% ñagree,ò 13.1% ñundecided,ò 3.6%ñdisagreeò 

with the statement that shows participants are in significant belief with the statement. The mode of this 

item scores 1 and mean is at 1.71 that prove there is a strong agreement with this item.  

 

4.4.2 Dependent Variable, Benefits Realization Management Process as Global Factor:  Items of 

BRM Process 

Dependent Variable is Benefits Realization Management Process. Global Factor contains BRM Factors 

which are ñBenefit Identification,ò ñBenefits Realization Planning,ò ñExecute Benefit Realization Plan 

& Monitor,ò and ñBenefit Evaluation & Establish Potential for Further Benefitsò detailed as below 

Table 39 along with their respected items.  

 

Listed 15 items as per below table are considered as global factor DV items, and in relation with 

independent factors soft skills set of PMs will be further investigated, and the influence of independent 

factors as individual level and at the global level on dependent variable BRM global factor will be 

checked and analyzed in the following sections.  
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        Table 39: Dependent Variable, BRM Process as Global DV Factor:  Items of BRM Process Factors 
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4.4.2.1 Data related to Benefits Identification  

First 4 items of DV are related to benefit identification. Data is collected from 84 participants, and there 

is no missing data. Statistics of this factor provided in below Table 40.  

 

 

Table 40: Statistics for Benefit Identification 

 

Dependent Variable, BRM Process Global Factor Item#1 

 

Table 41: Statistics of BRM Process Item 1 

 

This item intends to check if the identified benefits are in line with business strategies and objectives 

that should be verified with performance reviews. As above Table 41, there is a significant belief on the 

statement of item 1.  The mode scores 1 and the mean is at 1.69 that also confirms there is a substantial 

belief of participants with this statement.  
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Dependent Variable, BRM Process Global Factor Item#2 

 

Table 42: Statistics of BRM Process Item 2 

 

This item emphasizes the importance of stakeholder involvement in the benefits identification stage as 

it increases the commitment and eliminates different interpretation by stakeholders at a later date. 

Reference to above Table 42, cumulative ñstrongly agreeò and ñagreeò rates is at 79.8% that means 

there is general acceptance of stakeholders with this item. The mode of this item is 1, and the mean of 

this item is 1.81 that reassure the widespread acceptance of participants with this item. 

 

Dependent Variable, BRM Process Global Factor Item#3 

 

Table 43: Statistics of BRM Process Item 3 

 

This item checks the necessity of benefits ownership and line of accountability and as per above table, 

the sum of ñstrongly agreeò and ñagreeò rates is at 95.2% that means there is a significant acceptance of 
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this statement by participants.  The mode scores at 1 and mean scores at 1.39 that reconfirm the strong 

approval of this statement by participants.  

 

Dependent Variable, BRM Process Global Factor Item#4 

 

Table 44: Statistics of BRM Process Item 4 

 

This item checks if benefits should be considered and evaluated holistically with pros and cons to 

understand the concept of benefits and disbenefits better. The participants show their strong acceptance 

reference to above Table 44. The mode of this item is 1 and mean is at 1.51. Therefore there is a 

significant acceptance of this statement.  

 

4.4.2.2 Data related to Benefits Realization Planning 

Items in between 5 to 7 are connected to benefits realization planning. Data is collected from 84 

participants, and there is no missing data. Statistics of this factor provided as per Table 45.  
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Table 45: Statistics for Benefits Realization Planning 

 

Dependent Variable, BRM Process Global Factor Item#5 

 

Table 46: Statistics of BRM Process Item 5 

 

Item checks the importance of roles and responsibilities distribution during benefits realization 

planning. There is a strong acceptance of this item as per above Table 46. There is 73.8% ñstrongly 

agreeò rate and 17.9% ñagreeò rate and the total of these rates is 91.7%, that means there is a significant 

agreement of the participants with this statement. The mode of this item is 1 and mean scores 1.4 that 

reconfirm the considerable acceptance of participants with this item.  
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Dependent Variable, BRM Process Global Factor Item#6 

 

Table 47: Statistics of BRM Process Item 6 

 

Item 6 emphasizes and checks how it would be challenging to realize business benefits without benefits 

planning stage. Participants select the ñstrongly agreeò rate at 64,3% and ñagreeò rate at 22.6% that 

shows there is a strong agreement of participants with this item. The mode is at 1, mean is at 1.55 

reassures the significant agreement of participants.  

 

Dependent Variable, BRM Process Global Factor Item#7 

 

Table 48: Statistics of BRM Process Item 7 

 

BRM Item 7 checks the importance of BRM planning as it answers where and when the benefit is 

realized and who will be the accountable and receiver for the benefits. Total ñstrongly agreeò and 
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ñagreeò rates is 86.9% that shows the significant agreement of the participants with his statement. The 

mode of this item is at 1 and mean is at 1.69; therefore, participants are in strong belief with this item. 

 

4.4.2.3 Data related to Execute Benefit Realization Plan & Monitoring  

Items in between 8 to 11 are connected to benefits realization planning. Data is collected from 84 

participants, and there is no missing data. Statistics of this factor provided as per Table 45 

 

Table 49: Statistics for Execute Benefit Realization Plan & Monitoring 

 

Dependent Variable, BRM Process Global Factor Item#8 

 

Table 50: Statistics of BRM Process Item 8 
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This item checks participants opinion on the statement ñExecution and monitoring benefit realization 

plan is an important stage to ensure desired benefits are realized and where newly evolving benefits are 

captured and incorporated.ò 53.6% of the participants are ñstrongly agree,ò 26.2% ñagree,ò 11.9% 

ñundecided,ò 2.4% ñdisagreeò and 6% of the participants are ñstrongly disagreeò with this statement 

that means there is general acceptance of participants with this item. Mode scores 1, mean scores 1.81 

that reconfirm participants general acceptance with this statement.  

 

Dependent Variable, BRM Process Global Factor Item#9 

 

Table 51: Statistics of BRM Process Item 9 

 

This item checks the agreement of participants with the statement ñBenefit review and monitoring 

during execution stage enable to explore new benefits identification and provide further contribution 

with lessons learnedò The total ñstrongly agreeò and ñagreeò rate is 95.2%. Moreover, the mode of this 

item is 1, and the mean is at 1.39 means there is a significant agreement of participants with this 

statement. 
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Dependent Variable, BRM Process Global Factor Item#10 

 

Table 52: Statistics of BRM Process Item 10 

 

This item checks if benefit monitoring provides maximum profit as long as benefit monitoring starts at 

planning and ends with the realization and documentation stage. The participants are in substantial 

agreement with this item as per above Table 52. Moreover, the mode of this item is 1 and mean is not 

far from mode at 1.51 that reconfirm the significant agreement of participants with this item. 

 

Dependent Variable, BRM Process Global Factor Item#11 

 

Table 53: Statistics of BRM Process Item 11 

 

BRM item 11 checks whether the BRM process should be checked and monitored periodically to 

ensure benefits are in line with initial plans and strategic priorities to meet targeted organizational 

strategic aims. Participants are with the rate of 73.8% ñstrongly agreeò with this statement and 17.9% 
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ñagreeò with this item. Therefore, there is a significant agreement of participants with this statement. 

The mode is at 1 and mean scores 1.4 that prove high-level acceptance of this item by participants. 

 

4.4.2.4 Data related to Benefit Evaluation & Establish Potential for Further Benefits 

Items in between 12 to 15 are connected to benefits realization planning. Data is collected from 84 

participants, and there is no missing data. Statistics of factor provided as per below Table 45 

 

Table 54: Statistics for Benefit Evaluation & Establish Potential or Further Benefits 

 

Dependent Variable, BRM Process Global Factor Item#12 

 

Table 55: Statistics of BRM Process Item 12 

 

This item explores if benefit evaluation is the phase where planned benefits are evaluated to check 

whether realized or not. There is a significant acceptance of the participants with this statement as per 
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above Table 55. The mode scores 1 and the mean of this item is at 1.55 that prove significant 

acceptance of participants with this item.  

 

Dependent Variable, BRM Process Global Factor Item#13 

 

Table 56: Statistics of BRM Process Item 13 

 

This item checks if the evaluation process takes place not limited to the duration of the project but 

continuous during the operation period as well. The cumulative ñstrongly agreeò and ñagreeò  rate is 

86.9% as per above Table 56.  Participants are in strong belief with this statement. Also, mode is at 1, 

mean is at 1.51 reconfirm the significant acceptance of this item by participants.  

 

Dependent Variable, BRM Process Global Factor Item#14 

 

Table 57: Statistics of BRM Process Item 14 
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BRM item 14 checks if the advantage of the benefits evaluation process is the generation of lessons 

learned and how that valuable feedback will be implemented in future projects. 73.8% of participants 

are ñstrongly agree,ò 17.9% ñagree,ò 4.8%ñundecided,ò 1.2% ñdisagreeò and 2.4% ñstrongly disagreeò 

with this statement that means external respondents significantly agree with this statement. The mode is 

at 1 and mean scores 1.4 that also confirm significant acceptance of participants with this statement.  

 

Dependent Variable, BRM Process Global Factor Item#15 

 

Table 58: Statistics of BRM Process Item 15 

 

Item intends to investigate on the evaluation process of the BRM which is not the only target to review 

realized benefit but also to take action over those unrealized outstanding ones which shall be considered 

as further potential benefits for future projects. As per above Table 58, there is significant acceptance of 

this item by participants. The mode of this item is 1, and the mean is at 1.55, that means there is a 

significant agreement of the participants with this statement.   
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4.5 Descriptive  Statistics  

4.5.1 Soft Skills Components: Independent Variables 

Along with the questionnaire, the data is collected from participants by using Likert scale 1-5. 

Selected soft skills of a project manager are considered as the independent variable of this study which 

are communication skill, leadership skill, change management skill and planning skill of project 

managers each of these skills are factors of selected soft skills of PMs.  

 

Soft skills of PMs for this research selected by implementing pilot study overpopulation and primary 

soft skills are selected with those which are only highly correlated with the BRM process. These 

selected factors are further explored as the communication skill factor with three items, leadership skill 

factor with five items, change management skill factor with four items, and planning skill factor with 

three items. Global Factor (Global Independent Variable), the soft skill set of project managers consists 

of those 14 items in total.   

 

Details of soft skills factors in terms of descriptive statistics provided as per below Table 59. 
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  Table 59: Descriptive Statistics of Soft Skill Components  
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According to the collected data, the majority of responses are received between 1 ñstrongly agreeò and 

2 ñagreeò as per below list: 

- arithmetic mean of communication skill is with average score 1.833 with standard deviation 0.993 

- arithmetic mean of leadership skill is with average score 1.50 with standard deviation 0.86,  

- arithmetic mean of change management skill is with average score 1.59 with standard deviation 0.79  

- arithmetic mean of planning skill is with average score 1.62 with standard deviation 0.79  

 

Reference to collected data, the participants are in significant belief and acceptance of these statements 

collected through literature review.  

 

4.5.2 Benefits Realization Management Process: Dependent Variable 

Along with the questionnaire, the data for his part is also collected by using Likert scale 1-5. Benefits 

realization management process is considered as the dependent variable of this study and considered as 

a global DV factor while investigating the influence of selected soft skills component on this dependent 

variable.  

 

Benefits Realization Management process is consists of 4 factors which are benefit identification, 

benefits realization planning, execute benefit realization plan and monitoring and benefit evaluation & 

establish the potential for further benefits.  

 

These selected factors are further explored as benefit identification with four items, benefit realization 

planning with three items, execute benefit realization plan, and monitoring with four items and benefit 

evaluation & establish potential or further benefits with four items as listed in below Table 60. Global 

Factor (Dependent Variable),  consists of those 15 items in total.   

 

Details BRM process items in terms of descriptive statistics are provided below Table 60. 
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Table 60: Descriptive Statistics of Benefits Realization Management Process Components 
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4.6 Reliability Analysis  

Cronbachôs Alpha coefficient is widely used and accepted cut-off value in order to check and assure the 

reliability of measurement to ensure that measurements are good and acceptable for the conducted 

study.  

 

Figure 35 provides a category of acceptance in Cronbachôs Alpha reliability check by providing 

consistency intervals. 

 

Figure 35: Cronbachôs Alpha consistency intervals 

 

According to consistency intervals of Cronbachôs Alpha, scale reliability is considered acceptable if the 

score is equal or above 0.7. If the value is in between 0.7 to 0.8, it is considered as good, 0.9 or above is 

considered as excellent ï high-level consistency. On the contrary, if Cronbachôs Alpha value is less 

than 0.7 then it is considered as not reliable, the value in between 0.6 and 0.7 is considered as 

questionable, between 0.5 and 0.6 is considered as poor and score less than 0.5 is considered as 

unacceptable.  

 

Cronbachôs Alpha reliability check has been performed for this study for each soft skill factor, global 

IV  factor, and global DV factor to ensure collected data is fit and appropriate for this conducted study.  

 

According to the reliability check for independent variables: selected each soft skills factors, global 

independent variable: soft skills factors and global dependent variable: benefit realization management 

factor, all Cronbachôs Alpha coefficients are above 0.7. Therefore, all collected data is reliable, fit, and 
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appropriate for this conducted study. The details of reliability check and analysis are provided in the 

following sections in detail. 

 

4.6.1 Reliability Check for Independent Variables: Soft Skill Factors 

 

4.6.1.1 Cronbachôs Alpha value for Communication Skill  

As per below Table 61, Cronbachôs Alpha value for Communication Skill is 0.731; therefore, scale 

reliability is considered as acceptable, that means no need to delete any item. The collected data for 

communication skill factor is fit and appropriate for this conducted study. 

 

 

Table 61: Reliability Statistics for Communication Skill  
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4.6.1.2 Cronbachôs Alpha value for Leadership Skill  

As per below Table 62, Cronbachôs Alpha value for Leadership Skill is 0.904; therefore, scale 

reliability is considered as excellent that means no need to delete any item. The collected data for 

leadership skill factor is fit and appropriate for this conducted study. 
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4.6.1.3 Cronbachôs Alpha value for Change Management Skill  

As per Table 63, Cronbachôs Alpha value for Change Management Skill is 0.818; therefore, scale 

reliability is considered as good that means no need to delete any item. The collected data for change 

management skill factor is fit and appropriate for this conducted study. 

 

 

 

Table 63: Reliability Statistics for Change Management Skill  

 

4.6.1.4 Cronbachôs Alpha value for Planning Skill  

As per Table 64, Cronbachôs Alpha value for Planning Skill is 0.757. Therefore, scale reliability is 

considered as acceptable, that means no need to delete any item. The collected data for planning skill 

factor is fit and appropriate for this conducted study. 
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Table 64: Reliability Statistics for Planning Skill 

 

4.6.1.5 Cronbachôs Alpha value Global Independent Variable Factor:  

Selected Soft Skills  

As per below Table 65, Cronbachôs Alpha value for Global IV Selected Soft Skills of Project Managers 

is 0.941, therefore, scale reliability is considered as excellent ï highly consistent that means no need to 

delete any item. The collected data for Global Soft Skill Factor is fit and appropriate for this conducted 

study. 
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Table 65: Reliability Statistics for Global Independent Variable Factor: Selected Soft Skills 

 

4.6.2 Cronbachôs Alpha value Global Dependent Variable Factor:  

Benefits Realization Management Process 

As per below Table 66, Cronbachôs Alpha value for Global DV Factor which is Benefits Realization 

Management Process is 0.968, therefore, scale reliability is considered as excellent ï highly consistent 

that means no need to delete any item. The collected data for Global Dependent Variable Factor, BRM 

Process is fit and appropriate for this conducted study. 
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Table 66: Reliability Statistics for Global Dependent Variable Factor: Benefits Realization 

Management Process 

 

4.7 Correlation Analysis  

Correlation stands for the level of relationship between variables, and it represents the significance and 

strength of the relationship. Pearson correlation value between selected soft skills of PMs factors and 

benefits realization management process global factors are shown in below Table 67 with two-tailed. 

The values with a single star indicate correlation is significant at 0.05 levels and values donated with 

double stars indicate correlation is significant at 0.01 level.  

 


