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OVERVIEW



Understand the unique behavioral drivers of Project Management in 

order to…

• Accurately diagnose and prescribe individual and organizational 
training needs

• Equip you to hire, develop and retain high performing PMs

• Provide analytics for career pathing (succession) of emerging or 
current PMs

PURPOSE OF THIS RESEARCH



ELIGIBILITY

SUITABILITY Will the 

person perform?

Can the 

person perform?

A HOLISTIC APPROACH TO JOBS



SUITABILITY: CORRELATING TRAITS TO PROJECT MANAGEMENT

Traits most important to the role—the stronger the 

more positive impact on job success.

Essential 

Traits

“Threshold” traits. Less than a moderate amount can 

hinder performance.
Desirable 

Traits

Negative traits that can derail effective performance.
Traits To 

Avoid



Essential 

Traits

Desirable 

Traits

Traits To 

Avoid

TOP PERFORMERS

AVERAGE & TOP PERFORMERS

LOW PERFORMERS

Traits Common To:

SUITABILITY: CORRELATING TRAITS TO PROJECT MANAGEMENT



THE END RESULT

Project Manager Behavioral Competency

Initiating Planning Executing
Monitoring/

Controlling
Closing

Essential 

Traits

Desirable 

Traits

Traits To 

Avoid

Desirable 

Traits

Traits To 

Avoid

Essential 

Traits

Desirable 

Traits

Traits To 

Avoid

Essential 

Traits

Desirable 

Traits

Traits To 

Avoid

Essential 

Traits

Desirable 

Traits

Traits To 

Avoid

Essential 

Traits

Composed of 5 sub-competencies (Process Groups) 



2

Select Research Participants 

 (5 to 15 PM’s)

3

1

Steps Assemble and Educate Raters

Rate PM Performance 

PM RATING WORKSHEET INSTRUCTIONS



STEP 1: Select Research Participants (5 to 15 PM’s) à à à CRITICAL SUCCESS FACTOR

Top Performers Average Performers Low Performers

The ideal research group contains about 30% top, 40% average and 30% low performers.

Select individuals with at least 1 year of experience as a Project Manager.

Do not select PM’s in training.

Selecting the 

right participants 

is the most 

important task 

of this research 

project.

PM RATING WORKSHEET INSTRUCTIONS

• Participants will then complete the Harrison Questionnaire (time commitment: 25min)



STEP 2: Assemble and Educate Raters on Rating Criteria

PM RATING WORKSHEET INSTRUCTIONS

Some suggestions for rating process:

• Raters should be leaders that have direct line of 

sight on the performance of the PMs they are rating

• Print the ‘Rating Criteria’ and ‘Criteria 

Supplement’ worksheet and review with all raters

• Consider how your organization describes/exhibits 

the tasks and outputs in each group

• Ensure consistency of ratings across the group. 

This is especially important when multiple raters are 

involved. We recommend peer-review of ratings.

• Time Commitment for raters – 1 to 3 hours



STEP 3: Rate PM performance (score of 50-100)

PM RATING WORKSHEET INSTRUCTIONS

• You are rating performance, not potential à à à CRITICAL SUCCESS FACTOR

• The rating rubric gives you two considerations – Quality and Level of Autonomy - in each process group

• Once you have examined an individual’s performance, assign a specific score

• Recommendation: rate each PM in each process group entirely before moving to the next PM

• Consult the rating criteria and criteria supplement when completing ratings

• Assess your diversity of performance



• Central Tendency may be occurring when overall ratings cause raters to rate all Process 

Groups the same.  A PM truly could be a 95 on one Process Group and a 70 on another.

• Leniency Effect occurs when raters fail to apply defined standards of performance and 

overrate performance.

• Recency Effect occurs when a recent event (positive or negative) influence their ratings too 

much rather than rating over the entire year.

• Halo Effect occurs when we let something we know about the individual influence our ratings 

of performance such as strongly attracted to, race, gender, sexual preference, recently 

divorced, recovering alcoholic, etc.

• Similarity Effect occurs when shared interests, circumstances, community involvements, and 

passions causes us to overrate another's actual performance.

AVOID THESE PITFALLS WHEN RATING THE 

PERFORMANCE OF PM’S

ASK:  Is my rating what I think/feel or what I have observed?



• Every participating organization will receive:

• A PM Behavioral Competency (BC) Development Report for each participant 

- PM BC Overview and Drill-Down in key development area

- Personalized Development guide

• Analytics data on your research cohort

• An executive briefing on the data and how to use it

• Each participating PM will receive the same data in a development 

report

FOR YOUR PARTICIPATION



• When your ratings are complete, notify Anthony 

(Afasano@EngineeringManagementInstitute.org). 

• Our team will conduct a review with you and/or your rating team. We will answer 
any final questions and ensure ratings are consistent across participating 

companies.

• The research team is on standby to support and answer questions during the 

review process. Contact: 

• Reid – reid@talentmatters.net, 330-354-6262

• Collin – collin@talentmatters.net, 865-809-5714

• Luke – luke@talentmatters.net, 828-712-0064

• Once all ratings are completed and reviewed, our team will begin the research 
and analysis process and keep participating companies informed along the way.

SUPPORT AND REVIEW PROCESS

mailto:reid@talentmatters.net
mailto:collin@talentmatters.net
mailto:luke@talentmatters.net


1. Notify EMI (Anthony Fasano) as soon as possible that you're interested to 

be part of the research project.

2. EMI will provide you with text that you can send your PMs - making them 
aware of the assessment, the rating worksheet, and the short video with 

instructions for those that would be rating the PMs.

3. You will immediately send EMI your list of PMs that would be taking the 

assessment (name and email addresses).

4. EMI and Talent Matters will get those assessment out to those PMs.

5. Your firm will continue to get the ratings done for each of them and submit 

them back to EMI and Talent Matters.

NEXT STEPS



NEXT STEPS

HARRISON ASSESSMENT DUE BY:

STEPS 16-Oct 31-Oct 16-Nov 1-Dec 18-Dec

1 Let EMI know you're interested and provide a list of PMs

2 PMs from participating firms to complete the Harrison Assessment

3 Participating firms to submit ratings to EMI and Talent Matters

4 EMI and Talent Matters to conduct and complete the research

5 EMI and Talent Matters to present reports and hold a group debrief



AEC PROJECT MANAGER 

BEHAVIORAL ASSESSMENT

Instructions to Use the Rating Worksheet 
Effectively and Efficiently

Questions?


