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Abstract: The success of large-scale businesses depends on choosing a 
qualified project manager. The paper identifies the important aspects and 
criteria that influence this process and provides a systematic framework for 
selection of suitable project manager. The Analytical Hierarchy Process (AHP), 
a multi-criteria decision-making process, was used as the research technique. 
Project managers working on ongoing projects across the country provided the 
data for this study. A total of 36 responses, complete in all forms is used for the 
study. The literature review shows that a project manager shall have three 
essential skills viz. technical skills, organisational skills and behavioural skills. 
The analysis shows that out of these skills, the technical skill is most important 
for success of a project manager followed by organisational skill and 
behavioural skill. The weights of skill set are combined with the competency of 
each project manager applicant to select the best suited project manager.   

Keywords: project manager selection; AHP; analytical hierarchy process; 
multi-criteria decision making; criteria prioritisation; technical skill; 
organisational skill; behavioural skill. 
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verticals, including induction and joining formalities, payroll management, 
training and development, talent acquisition, performance management and HR 
policy development. Her teaching and research interest includes ethics & 
corporate social responsibility, business policy & strategy, counselling & 
negotiation skills for managers. She has also utilised her skills in small-term 
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1 Introduction  

Project management is an organised method for achieving particular goals within a 
predetermined time limit and with the available resources. A project, according to the 
Project Management Institute (PMI), is a brief undertaking made to provide a special 
good, service or outcome. It often entails a collection of coordinated actions, activities 
and stakeholders coming together to achieve a particular objective. 

One of the most extensively used sources on project management, the PMBOK® 
(Project Management Institute, 2023) Guide (Project Management Body of Knowledge), 
defines a project as ‘a temporary endeavour undertaken to create a unique product, 
service, or result’. By emphasising the fact that projects are temporary and have set 
beginning and ending dates, it emphasises this point. To produce good outcomes, projects 
need thorough preparation, execution, and monitoring. They involve a number of 
connected tasks, frequently with dependencies and call for efficient time, resource and 
risk management. Agile and Waterfall project management approaches, e.g., offer 
frameworks for planning and directing projects towards their targeted goals. In order to 
successfully complete the project and meet the project objectives, particularly those 
related to time, cost, scope and quality, project management requires applying skills and 
procedures to the project operations. Projects by their very nature are unique and can 
involve difficult decision-making processes. According to Afshari and Kowal (2018), 
selecting a project manager is one of the most important decisions that must be made. 
The need for selecting a highly experienced individual for such a position is highlighted 
by the fact that project managers make the majority of the decisions. The selection 
procedures follow various standards and must align with the company’s policies, goals 
and particular initiatives. The Project Manager abilities have a significant impact on a 
project success. According to numerous previous studies Al Khalil (2002); Meade and 
Presley (2002); Kim and Huynh (2008) and Toor and Ogunlana (2008), one of the key 
success aspects of a project is having a knowledgeable and qualified project manager 
who can lead, direct and manage the project. However, a number of project sponsors and 
other stakeholders may be involved in the decision-making process for choosing a project 
manager. Additionally, because choosing a project manager entail evaluating potential 
candidates for multiple desirable competencies based on human judgement, all factors for 
project manager selection are not easily quantifiable. It is because one of the  
primary concerns of company management is enhancing organisational performance  
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(Heumann, 2020). As a result, the decision-making process for choosing a project 
manager takes into account a variety of factors, including both tangible and intangible 
qualitative and quantitative criteria. Therefore, a multi-criteria or multi-objective 
decision-aiding techniques that can be successfully used in such a decision-making 
environment is the Analytical Hierarchy Process (AHP) (Ünal and Güner, 2009;  
Tan et al., 2010; Vinodh et al., 2011). 

Planning, organising and managing resources are all part of the discipline of project 
management, which is used to successfully achieve particular project goals and 
objectives. To provide desired results within the allotted time, money and scope, it 
requires excellent coordination of tasks, schedules and stakeholders. In order to identify 
and define project requirements, develop project plans, allot resources, track progress and 
reduce risks, project management relies on an organised methodology. It includes a 
number of procedures, including initiating, planning, carrying out, controlling and 
closing. The efficient use of resources and successful completion of projects on schedule 
and within budget are ensured by effective project management. In order to successfully 
complete the project and meet the project objectives, particularly those related to time, 
cost, scope and quality, project management requires applying skills and procedures to 
the project operations. Projects by their very nature are unique and can involve difficult 
decision-making processes. The project manager’s abilities have a significant impact on a 
project’s success. According to numerous previous studies Al Khalil (2002); Meade and 
Presley (2002); Kim and Huynh (2008) and Toor and Ogunlana (2008), one of the key 
success aspects of a project is having a knowledgeable and qualified project manager 
who can lead, direct and manage the project. However, a number of project sponsors and 
other stakeholders may be involved in the decision-making process for choosing a project 
manager. Additionally, because choosing a project manager entail evaluating potential 
candidates for multiple desirable competencies based on human judgement, all factors for 
project manager selection are not easily quantifiable. As a result, the decision-making 
process for choosing a project manager takes into account a variety of factors, including 
both tangible and intangible qualitative and quantitative criteria. Therefore, a multi-
criteria or multi-objective decision-aiding techniques that can be successfully used in 
such a decision-making environment is the Analytical Hierarchy Process (AHP)  
(Ünal and Güner, 2009; Tan et al., 2010; Vinodh et al., 2011). 

2 Literature review 

The Analytical Hierarchy Process (AHP) methodology is specifically applied to the 
context of large-scale enterprise project manager selection in this paper. While AHP has 
been applied extensively in many decision-making contexts, choosing the suitable project 
manager is a relatively new use for it. Through the application of AHP in this particular 
context, the paper contributes to the body of literature by showcasing the efficacy and 
relevance of AHP in handling intricate project management decision problems.  
The paper acknowledges that choosing a project manager involves many factors, 
incorporating them into the decision-making process. Choosing a project manager entail 
taking into account a number of criteria, including domain knowledge, communication  
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prowess, leadership qualities and technical proficiency. This paper adds to the literature 
by offering a comprehensive set of criteria that goes beyond single-factor assessments in 
project manager selection. The study consists of the information about Project Managers 
A, B, C along with their respective skill sets required for the successfully completing any 
given project in an organisation. There is paired comparison of the priority level of skill 
usage used by the project managers. 

2.1 Project and Project Manager  

A project is a work effort that is made to provide a certain good, service or outcome. A 
successful project depends on the quality of people employed in it. According to Slevin 
and Pinto (1987) and Munns and Bjeirmi (1996), a project’s fundamental features are its 
temporary nature, originality and progressive development. In order to produce the 
intended output within the limitations of time, cost and quality while also achieving other 
performance requirements, a project must be planned, organised, monitored and 
controlled (APM, 2012). In addition, customers have also placed higher demand on 
product and service quality. As organisations increasingly organise business activities as 
projects to fulfil their strategic objectives, the relevance and value of the project 
management discipline have shown an increasing trend (Midler, 1995; Whittington et al., 
1999; Ekstedt et al., 2003). This has led to the higher restructuring of the organisation. 
Now organisations are focusing on recruiting skilled project manager in order to run 
successful projects. According to Crawford (2000) more organisation is adopting project 
management as regular task to deliver work and so the demands of the project manager 
grow as there is an increasing interest in the skills of the project managers. The 
competency and effectiveness of the employees present in the project mainly forms as the 
vital component for a successful project (Sommerville and Dalziel, 1998; Belout and 
Gauvreau, 2004; Duy Nguyen et al., 2004; Toor and Ogunlana, 2008). Apart from that 
the project manager’s skills set, their contribution also matters to a higher standard 
(Kerzner, 1987; Sommerville and Dalziel, 1998; Chua et al., 1999; Odusami, 2002; 
Belout and Gauvreau, 2004; Duy Nguyen et al., 2004; Toor and Ogunlana, 2009). 
Because a particular project managers skills are correlated with the kind of project, he or 
she works on the approach suggests that the successful accomplishment of an 
organisational goals depends on three basic skills of the project manager. The three basic 
developable skills are human, conceptual and technical skills. These skills can be 
developed and used irrespective of interrelation among them. The above approach of 
Katz (1955, 1991) applied with some modification in the context of the projects. 
According to Katz (1991) and El-Sabaa (2001) provided an analytical framework for 
choosing project managers. Each of these key skill categories was broken down into 
smaller skill categories in research by El-Sabaa (2001). A project manager has various 
different perspective which influences their skills and abilities which reflects in their 
work. With a different perspective, Keil et al. (2013) created a list of 48 different skills 
for project managers and categorised them into 10 skill groups. Team administration, 
business expertise, communication, interpersonal skills, technical abilities, project 
management, personal characteristics, organisational, problem-solving skills and 
professionalism are among the skill categories for project managers identified by  
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Keil et al. (2013). He offered seven competency categories: personal qualities, 
communication, leadership, negotiating, professionalism, social skills and project 
management competencies. 

However, this research follows Katz’s (1991) methodology and makes use of  
El-Sabaa’s (2001) conceptualisation of project management competencies. As a result, 
the study’s critical or major project manager abilities extracted for the research work are 
Technical Skill set, Organisational Skill set and Behavioural Skill Set. 

2.2 Technical skill set  

Technical talent, as defined by Katz (1991), is the capacity to comprehend and use 
particular activities by applying particular tools, techniques, procedures, methods or 
tactics to carry out the work. Fotwe and McCaffer (2000) and Brill et al. (2006) 
highlighted various tools and techniques out of which they emphasised on the importance 
of business understanding and effective task management using appropriate techniques 
and usage of technology assets and computer usage in managing projects effectively. 
While Brill et al. (2006) stated that Proposal writing is one of the important skills. 
Walker (2006) said technical skill, when utilised in the context of a project, signifies the 
capacity of the project managers to comprehend and employ pertinent tools, methods, 
processes, procedures or techniques that correspond with the project’s application area 
for effective project output. According to Badawy (1995), technical skills are essential 
for first-tier managers because they enable them to interact successfully with 
subordinates, verify the validity of their choices and make program-level choices based 
on their input. Technical expertise is seen as a very significant managerial trait, 
particularly in teams that perform well and in the beginning stages of a project. 
According to El-Sabaa (2001), the technical skill of a project manager may be divided 
down into specific expertise in the application of tools and techniques, project 
knowledge, understanding of methodologies, processes and procedures, required 
technology, and skills for utilising at work. Lampel (2001) and Britt et al. (2006) also 
emphasised on project estimate and project mission as important technical skills for a 
successful execution of a project. 

2.3 Organisational skill set  

According to Katz (1991), conceptual talent is the administrator’s capacity to view an 
organisation as a whole. This ability is demonstrated within the framework of the project 
by the project manager’s ability to view the project in its entirety, taking into account all 
of its components as well as its connections to the performing organisation. Fotwe and 
McCaffer (2000) understood the significance of creativity and innovation in project 
management by relating creativity and innovation to project management practices. 
Again, they along with Lampel emphasised the importance of effective task management, 
Handling Complex Situation and Dispute & Conflict Resolution, to be a decisive factor 
in project management. McCaffer (2000) foster the importance of reasoning ability and 
communication in effective project management decision-making. Additionally, the 
project is a holistic effort made up of various interrelated areas and services to customers.  
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As a result, the project manager’s capacity to understand the interrelationships of  
various tasks and impact of those activities. El-Sabaa (2001), taking these factors into 
consideration, converted Katz’s (1991) conceptual skill into a conceptual and  
organisational talent that helps the project manager advance the welfare of the project 
and enhancing the performance of the organisation. According to El-Sabaa (2001), a 
project manager’s organisational skills can be broken down into planning, organising, 
strong goal orientation, ability to see the project as a whole, ability to visualise the 
project’s relationship with the industry and community, and strong problem orientation 
skills. Fisher (2011) also emphasised the importance of effective dispute and conflict 
resolution in project management. It is further supported by the project manager’s 
capacity to understand the connections between a specific project and the operating 
parent organisation. The ability to adapt and solve problems are two more important 
behavioural abilities for project managers. 

2.4 Behavioural skill set 

A project manager’s ability to lead and manage teams, communicate with stakeholders 
and traverse challenging project dynamics relies significantly on their behavioural skills. 
The importance of behavioural skills in the context of project management has been 
explored by numerous journals and writers. Effective communication abilities are crucial 
for project managers to set clear goals, settle disputes and promote teamwork among 
team members, according to a study by Belout and Gauvreau (2004). When 
communicating project goals and objectives, they stress how crucial active listening, 
empathy, and clarity are. McCaffer (2000) emphasised on the significance of team 
building in project management while Fisher (2011) emphasised on building trust among 
project team members for successful project outcomes. El-Sabaa (2001) highlighted the 
importance of organising capabilities in managing project resources and activities 
effectively. Turner and Müller (2003) identified leadership abilities as crucial 
behavioural characteristics for project managers. They argue that project managers 
should exhibit transformational leadership like empowering team members, offering 
direction and fostering a healthy work atmosphere which are all vital aspects of effective 
leadership. In addition, managing stakeholders is a crucial behavioural competency for 
project managers. The ability to adapt and solve problems are two more important 
problem behavioural abilities for project managers. According to Kerzner (1987), project 
managers need to be able to handle ambiguity, adapt to shifting conditions and 
proactively recognise and solve project issues. Analytical thinking, decision-making and 
the ability to for coming up with innovative concepts are all necessary for effective 
solving. Thomas and Mengel (2008) give importance to the role of emotional intelligence 
in project management and team dynamics as well as understand the importance of 
building strong relationships across the organisation for successful project outcomes. 

3 Project Manager selection criteria  

For businesses, choosing a project manager is essential since it has an immediate impact 
on the success of initiatives. The primary factors that ought to be taken into consideration 
while choosing a project manager have been covered by a number of publications and 
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writers. According to Belout and Gauvreau (2004), technical proficiency should be a key  
consideration when choosing a project manager. They contend that project managers 
need to be technically skilled and knowledgeable about the project’s industry. This 
covers knowledge of resource allocation, risk management, budgeting and project 
planning. The capacity to interact and work together with stakeholders is also recognised 
as a crucial criterion. Project managers, according to Turner and Müller (2003), should 
have excellent interpersonal abilities, such as active listening, empathy and the capacity 
to build professional relationship. Clear communication of project objectives and 
expectations, as well as consideration of stakeholders’ concerns and opinions, are 
ensured by effective communication. For project managers, having excellent leadership 
qualities is a crucial selection criterion. Project managers should have leadership skills 
like the capacity to motivate and motivate people, make choices and manage problems. 
Team productivity and project results can be greatly influenced by a project manager’s 
leadership style. Another crucial element is the capacity to handle risks and uncertainties. 
Project managers need to be adept at handling problems and navigating through 
difficulties and unknowns, according to Kerzner (2017). They should take the initiative 
to identify risks, create mitigation solutions and modify plans as needed. The project 
manager’s organisational and time management abilities are an additional crucial factor. 
This involves knowledge on how to allocate resources, prioritise tasks and plan projects. 
In conclusion, different factors should be taken into account when choosing a project 
manager to ensure their appropriateness for the position. These requirements include 
technical proficiency, excellent communication and teamwork skills, leadership qualities, 
risk management expertise and time management and organisational skills. Organisations 
can identify people who have the skills needed to lead and complete successful projects 
by taking these criteria into account. 
Table 1 Skill set with criteria list for project manager  

Variable Skills Explanation Reference 
Technical skill set 

TSS1 Techniques & Tools Lampel (2001); Fotwe and McCaffer (2000); 
Brill et al. (2006) 

TSS2 Proposal Writing Brill et al. (2006) 
TSS3 Technology Assets Lampel (2001) 
TSS4 Computer Usage El-Sabaa (2001) 
TSS5 Project Estimates Lampel (2001) 
TSS6 Business Understanding Fotwe and McCaffer (2000) 
TSS7 Project Mission Brill et al. (2006) 
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Table 1 Skill set with criteria list for project manager (continued) 

Variable Skills Explanation Reference 
Organisational skill 

OSS1 Creativity & Innovativeness Fotwe and McCaffer (2000); Kerzner (2017) 
OSS2 Reasoning Ability Fotwe and McCaffer (2000) 
OSS3 Effective Task Management Fotwe and McCaffer (2000); Lampel (2001) 
OSS4 Guided by Goal El-Sabaa (2001) 
OSS5 Handling Complex Situation Lampel (2001) 
OSS6 Effective Communication Fotwe and McCaffer (2000); Fisher (2010) 
OSS7 Negotiation & Persuasion  

Behavioural skill 
BSS1 Dispute & Conflict 

Resolution 
Lampel (2001); Fisher (2010) 

BSS2 Team Building Fotwe and McCaffer (2000); Fisher (2010) 
BSS3 Building Trust Fisher (2010) 
BSS4 Emotional Intelligence Thomas and Mengel (2008) 
BSS5 Build Organisational 

Relationship 
Thomas and Mengel (2008) 

BSS6 Organising Capabilities El-Sabaa (2001) 

3.1 Project management and multi criteria decision making (MCDM)   

Making decisions that affect a project’s success and consequences is a common part of 
project management. Project managers can benefit from using the Multi-Criteria 
Decision Analysis (MCDA) method to help them make wise and sensible decisions. 
Numerous publications and writers have explored the relationship between project 
management and MCDA, highlighting its advantages and uses. Vaidya and Kumar 
(2006) cover the integration of MCDA in project management in their research study. 
They promote the use of MCDA approaches, such as the Analytic Hierarchy Process 
(AHP) and Technique for Order of Preference by Similarity to Ideal Solution (TOPSIS), 
to prioritise project objectives, weigh the pros and cons of different alternatives and agree 
on the best course of action. Project managers can methodically evaluate choices and 
make decisions based on in-depth analysis by taking into account different criteria and 
allocating weights to them. For assessing project proposals, analysing their relative 
merits and allocating resources to maximise portfolio value, MCDA offers a structured 
framework. There are multiple MCDM methodologies which can be applied to a wide 
variety of decision problems in various application areas (Kahraman et al., 2003; Kulak 
et al., 2005; Gaudenzi and Borghesi, 2006; Hwang and Yoon, 2012). 

Belton and Stewart’s (2002) second study investigated the use of MCDA in project 
risk management. They contend that project managers may evaluate and reduce project 
risks using decision analysis approaches, such as MCDA. Project managers can reduce 
project risks and increase project success by taking into account a variety of factors, such 
as likelihood of occurrence, impact on project goals and available risk mitigation 
measures. Additionally, the writers of a study work by the name of Brans and Vincke 
(1985) examined the application of MCDA in project scheduling. For project scheduling  
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and resource allocation, they suggest a multi-criteria technique known as Preference 
Ranking Organisation Method for Enrichment Evaluations (PROMETHEE). In order to 
optimise project timelines and resource allocation choices, PROMETHEE enables 
project managers to take into account a variety of factors, including project duration, 
resource requirements and stakeholder preferences. So, MCDA integration in project 
management gives project managers a disciplined and methodical approach to decision-
making. Project managers can prioritise goals, assess alternatives, manage risks, 
distribute resources and streamline project schedules by taking into consideration a 
variety of criteria and applying various MCDA methodologies. 

3.1.1 Analytical hierarchy process (AHP)  
Thomas L. Saaty is credited with developing the AHP, a strategy for assisting decision-
making (Saaty, 1990a, 1990b). It is a systematic strategy that, using a decision-maker’s 
judgement, quantifies relative priorities for a given set of possibilities. It is used to 
resolve dilemmas involving choices where some of the factors are qualitative and 
challenging to quantify explicitly (Saaty, 1990a, 1990b). AHP offers an efficient solution 
to such problems for a number of reasons that can be emphasised in the context of your 
previous research paper on the subject. First of all, an organised and methodical approach 
to decision-making is made possible by AHP. Additionally, AHP emphasises consistency 
when evaluating options during the decision-making process. The advantage of AHP is 
that it may systematically take both tangible and intangible variables/factors into account. 
In AHP, pairwise comparison judgements are made after a structured breakdown of the 
decision problem that descends from top to bottom (Ahire and Rana, 1995; Al-Tabtabai 
and Thomas, 2004; Banuelas et al., 2006). AHP has been used to solve a variety of 
choice issues with great acceptance. Additionally, by logically segmenting a problem into 
smaller and smaller pieces, one can connect the little to the large by taking 
straightforward steps (Cheng et al., 2002; Dey and Ogunlana, 2004; Daim et al., 2012). 
Saaty and Vargas’s (2012) studied used AHP to choose project managers for building 
projects based on attributes like experience, technical expertise, leadership and 
communication skills. The most appropriate project managers were found through the 
comparison and weighting of these criteria made easier by the AHP methodology. 
Akincilar and Isiksal (2014) investigated the application of AHP in the selection of 
project managers for IT projects in a different research study. Technical competencies, 
project management skills, and team management abilities were among the criteria that 
the study took into consideration. Decision-makers were able to select project managers 
with the necessary qualifications by using AHP to objectively evaluate and rank the 
candidates. Furthermore, AHP permits sensitivity analysis, which aids in evaluating the 
decision results’ robustness (Vargas,1990). Decision-makers can investigate how 
modifications to the judgements and criteria weights affect the final decision outcome by 
using sensitivity analysis. This analysis helps address uncertainties or potential biases 
and offers insights into the stability and reliability of the decision. So precisely The 
Analytic Hierarchy Process (AHP) method divides complex problems into a hierarchical 
structure of criteria and sub-criteria, offering an organised approach to decision-making. 
This enables decision-makers to examine and assess the options in a methodical manner 
using a variety of criteria. Using AHP, decision-makers can prioritise or give the criteria 
different weights according to how important they are. This aids in determining each 
criterion’s relative importance during the decision-making process. By doing this, it 
guarantees that all pertinent variables are taken into account and that no important criteria 
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are missed during the selection process. Pairwise comparisons, in which decision-makers 
weigh each criterion or alternative against others according to relative performance or 
importance, are the foundation of AHP. This procedure aids in the quantification of 
personal preferences and judgements, offering a more rigorous and reliable foundation 
for decision-making. AHP has a consistency analysis step that verifies the decision-
maker’s conclusions made during the pairwise comparisons are consistent. In order to 
increase the validity and reliability of the decision-making process, this analysis assists in 
locating and resolving any contradictions or inconsistencies in the decision-maker’s 
conclusions. 

AHP aggregates the ratings and weights given to every criterion and option using a 
mathematical model. The final ranking or prioritisation of the options is the result of this 
aggregation process, which offers a precise and impartial foundation for choosing the 
best project manager or methodology. 

AHP distinguishes itself in project manager selection by employing a mathematical 
model to compile evaluations and rankings of criteria and alternatives, enabling the 
generation of a final ranking or prioritisation. This aggregation process ensures a clear 
and objective basis for choosing the most suitable project manager. In contrast, other 
decision-making processes may lack a systematic aggregation mechanism, resulting in 
arbitrary or unclear decision outcomes. 

AHP’s structured approach utilises a hierarchical framework, allowing decision-
makers to break down the problem into criteria and sub-criteria for thorough analysis. 
Pairwise comparisons are employed to quantify subjective judgments and preferences, 
promoting a rigorous and consistent decision-making process. Furthermore, AHP 
includes a consistency analysis step, identifying and resolving any inconsistencies in 
judgments to enhance the reliability and validity of the decision. 

By assigning relative weights to criteria, AHP captures the importance of each 
criterion and avoids overlooking critical factors. The mathematical model employed in 
AHP aggregates these evaluations and rankings, facilitating a comprehensive assessment 
of the alternatives. In contrast, other decision-making processes may lack explicit weight 
assignments, leading to difficulties in prioritising criteria and potentially neglecting 
essential aspects of project manager selection. 

The aggregation process in AHP allows decision-makers to objectively compare and 
rank the alternatives, ensuring clarity in the final decision. In contrast, decision-making 
processes without a methodical aggregation mechanism may yield subjective or 
ambiguous results, hindering the selection of the most appropriate project manager. 

In summary, AHP’s mathematical model-driven aggregation process sets it apart 
from other decision-making processes, offering clear and objective outcomes in project 
manager selection. Its structured approach, pairwise comparisons, consistency analysis 
and consideration of relative weights contribute to a more rigorous and comprehensive 
decision-making process. 

The use of a judgement scale to give pairwise comparisons numerical values is a 
crucial aspect of the AHP approach. Saaty’s fundamental scale, which gives verbal 
descriptions for each numerical value, is frequently used to represent the scale. As an 
illustration, a value of 1 denotes equal importance, a value of 3 denotes moderate 
importance, a value of 5 denotes great importance, and so forth. The scale enables 
decision-makers to communicate their choices in a clear and consistent manner. An AHP 
diagram is a hierarchical structure that is frequently used to visually describe the AHP 
process. The figure shows how the primary objective, criteria and options are arranged in 
a hierarchy. Typically, it is organised in the shape of a tree, with the main goal at the top, 
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the criteria branching off from it, and the alternatives branching off from the criteria. 
Each criterion or alternative’s priority weights may be represented by the branches’ 
thickness or length. As a decision-making technique, the Analytic Hierarchy Process 
(AHP) facilitates the structured and methodical evaluation of criteria and alternatives. 
AHP assists decision-makers in making well-informed decisions based on a combination 
of subjective judgements and objective information by doing pairwise comparisons and 
determining priority weights. The aggregation procedure establishes the overall 
precedence of alternatives, and the consistency check verifies the accuracy of the 
judgements. Project management is one of the many areas where the AHP technique, 
combined with its process, algorithm and diagram, offers a useful tool for making 
complicated decisions. 
Table 2 Pairwise comparison scales for AHP preferences 

 The fundamental scale  
Intensity of importance 
on an absolute scale 

Definition Explanation 

1 Equal importance Two activities contribute equally to 
the objective 

3 Moderate importance of one over 
another 

Experience and judgment strongly 
favour one activity over another 

5 Essential or strong importance Experience and judgment strongly 
favour one activity over another 

7 Very strong importance An activity is strongly favoured and 
its dominance demonstrated in 
practice 

9 Extreme Importance The evidence favouring one activity 
over another is of the highest 
possible order of affirmation 

2,4,6,8 Intermittent values between the 2 
adjacent judgements 

When compromise is needed 

Reciprocals If activity i has one of the above 
numbers assigned to It when 
compared with activity j, then j has 
the reciprocal value when 
compared with i 

 

Rational Ratios arising from the scale If consistency were to be forced by 
obtaining ‘n’ numerical values to 
span the matrix 

Source: Saaty (1990a, 1990b). 

4 Conceptual framework for the study  

The mentioned study takes help from AHP methodology for selection of the most 
suitable project manager from a pool of candidates. It is constructed majorly into a three-
level hierarchical structure: 
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The first level, ‘major criteria for selection for project manager,’ highlights the 
significance the primary abilities that make up the major selection criteria that are related 
to each other. It consists of technical skill, organisational skill and behavioural skill. The 
second level, ‘sub-selection criteria for project manager,’ analyses the relative weightage 
given to each secondary skill that is a sub-selection criterion for each primary ability that 
is a major selection criterion. The third stage, or ‘choice level,’ evaluates prospective 
managers based on both major selection criteria and sub selection criteria. The Figure 1, 
shows the Important skill set and sub-criterion under the study. 

Figure 1 Criteria for technical, organisational, behavioural skill sets 

 

 

 

 

 

 

Techniques & Tools 
Proposal Writing 
Technology Assets 
Computer Usage 
Project Estimates 
Business Understanding 
Techniques & Tools 

Creativity and 
innovativeness
Reasoning Ability 
Effective Task Management
Guided by Goal 
Handling Complex Situation 
Effective Communication 
Negotiation & Persuasion 

Dispute & Conflict 
Resolution
Team Building 
Building Trust 
Emotional Intelligence 
Build Organisational 
Relationship
Organising Capabilities 

Selection of Project a 
manager 

Technical Skill Set Organisational Skill Set  Behavioural Skill Set 

 

5 Research methodology  

The questionnaire was developed as per the conceptual framework of the study as 
described above. The initial questionnaire consisted of pairwise comparison of items to 
be filled by the participants. In the first segment, which dealt with ‘major selection 
criteria for project manager’ as technical skills, organisational skills and behavioural skill 
were to be compared in pairs. The second part of the questionnaire asked about ‘sub-
selection criteria for project manager’ under the heading of ‘technical skill’, which was 
the first important selection criterion and required pairwise comparisons between sub-
skills. Same is repeated for ‘organisational’ and ‘behavioural skills’. The third section of 
the questionnaire asked for ‘sub-selection criteria for project manager’ under the second 
main selection criterion of organisational skill, where pairwise comparisons between 
subskills organisational skill were to be made. The fourth section of the questionnaire 
asked for ‘pairwise comparisons between behavioural sub-skills’. The preliminary 
questionnaire was validated by 6 project professionals. The respondents were asked to 
compare major skills and sub-skills under each major skill in a pairwise using their 
professional judgement. A 9-point relational importance scale was also used to indicate 
the relative preference/importance of one skill compared to another in a pairwise  
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comparison (9-point’s relational importance scale (9: extremely preferred; 8: very 
strongly to extremely; 7: very strongly preferred; 6: strongly to very strongly; 5: strongly 
preferred; 4: moderately to strongly; 3: moderately preferred; 2: equally to moderately; 1: 
equally preferred). 

The study’s data was gathered from active project professionals around the nation. 
For the purpose of gathering data, 100 questionnaires in total were issued. After the data 
is collected 36 responses were used for the study, rest were discarded for its 
incompleteness. The simple average method is used to consolidate the responses. 

6 Data analysis and interpretation  

The Table 3, below shows the comparison matrix of three important criterions identified 
for the study. 
Table 3 Criteria wise comparison 

 Technical skill 
set 

Organisational 
skill set 

Behavioural 
skill set Priorities Rank 

Technical Skill Set (LSS1) 1 5 8 0.751041 1 
Organisational Skill Set (LSS2) 0.2 1 2 0.161807 2 
Behavioural Skill Set (LSS3) 0.125 0.5 1 0.087151 3 
Consistency Ratio CR = 0.005781 
Principal Eigen Value (PEV) = 3.006 

The above table show the list of skill set (LSS) at higher level and their weightage. The 
technical skill set is ranked as the most important criterion, with a priority weight of 
0.751. The organisational skill set is ranked second in importance, with a priority weight 
of 0.162, followed by the behavioural skill set which is ranked as the least important 
criterion, with a priority weight of 0.087. 

The Consistency Ratio (CR) is a measure of the consistency of judgments made 
during the pairwise comparisons. A lower CR indicates a higher level of consistency. In 
this case, the CR is 0.005781, which is considered low and acceptable. The consistency 
indices is given by the following formulae: 

) m )a  1( x (/CI n n   (1) 

where ‘ max ’ represents the maximum eigenvalue of the pairwise comparison matrix. 
‘n’ denotes the number of criteria or alternatives being compared. The principal 
eigenvalue is a measure of the overall priority of the criteria. In this case, the principal 
eigenvalue is 3.006, suggesting a reasonable consistency in the judgments made.  

The Table 4, below shows the comparison matric for sub-criterions of technical set. 
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Table 4 Technical skill set comparison matrix 

 TSS1 TSS2 TSS3 TSS4 TSS5 TSS6 TSS7 Priorities Rank 
TSS1 1 2 5 4 3 7 9 0.349007 1 
TSS2 0.5 1 3 7 2 6 7 0.263285 2 
TSS3 0.2 0.333333 1 4 2 5 4 0.14337 3 
TSS4 0.25 0.142857 0.25 1 1 6 4 0.083397 5 
TSS5 0.333333 0.5 0.5 1 1 3 8 0.103891 4 
TSS6 0.142857 0.166667 0.2 0.166667 0.333333 1 2 0.032783 6 
TSS7 0.111111 0.142857 0.25 0.25 0.125 0.5 1 0.024267 7 

Principal Eigen Value (PEV) = 7.695 
Consistency Ratio CR= 0.086473 

In the given technical skill set matrix, we have a pairwise comparison of various criteria 
related to technical skills using the Analytic Hierarchy Process (AHP) method. 
Techniques & Tools are ranked as the most important criterion, with a priority weight of 
0.349. It is observed that proposal writing holds the second position in the priority 
weightage. While computer Usage, Project Estimates, Business Understanding and 
Project Mission hold lower importance in comparison. It is interesting to note that Project 
Mission is considered the least important with priority weight 0.024 in the technical skill 
set aspect. In this case, the CR is 0.086, which is considered low and acceptable. 
Principal Eigenvalue in this case, the principal eigenvalue is 7.695, suggesting a 
reasonable consistency in the judgments made. 
Table 5 Organisational skill set comparison matrix 

 OSS1 OSS2 OSS3 OSS4 OSS5 OSS6 OSS7 Priorities Rank 
OSS1 1 2 3 6 7 8 9 0.372753 1 
OSS2 0.5 1 5 3 5 7 6 0.272292 2 
OSS3 0.333333 0.2 1 2 3 8 3 0.130403 3 
OSS4 0.166667 0.333333 0.5 1 4 7 6 0.117683 4 
OSS5 0.142857 0.2 0.333333 0.25 1 2 4 0.052265 5 
OSS6 0.125 0.142857 0.125 0.142857 0.5 1 1 0.026109 7 
OSS7 0.111111 0.166667 0.333333 0.166667 0.25 1 1 0.028495 6 

Consistency Ratio CR = 0.079 
Principal Eigen Value (PEV) = 7.635 

Given organisational skill matrix, we have a pairwise comparison of various criteria 
related to organisational skills. Creativity & Innovativeness is ranked as the most 
important criterion, with a priority weight of 0.373. Reasoning ability holds the second 
position in the priority list. While effective task management, guided by goal, handling 
complex situation, effective communication and Negotiation & Persuasion hold lower 
importance in comparison. Effective communication is ranked seventh, with a priority 
weight of 0.026. In this case, the CR is 0.079, which is considered low and acceptable. 
The principal eigenvalue is 7.635, suggesting a reasonable consistency in the judgments 
made. 
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Table 6 Behavioural skill set comparison matrix 

 BSS1 BSS2 BSS3 BSS4 BSS5 BSS6 Priorities Rank 
BSS1 1 2 4 6 5 9 0.39178 1 
BSS2 0.5 1 6 3 6 8 0.311486 2 
BSS3 0.25 0.166667 1 2 4 6 0.12434 3 
BSS4 0.166667 0.333333 0.5 1 2 9 0.098149 4 
BSS5 0.2 0.166667 0.25 0.5 1 3 0.050651 5 
BSS6 0.111111 0.125 0.166667 0.111111 0.333333 1 0.023594 6 

Consistency Ratio CR = 0.087957 
Principal Eigen Value (PEV) = 6.551 

In the given behavioural skills matrix, we have a pairwise comparison of various criteria 
related to behavioural skills. Dispute & Conflict Resolution is ranked as the most 
important criterion, with a priority weight of 0.392. Team Building holds the second 
position with 0.311 weight in the list. While Emotional Intelligence, Build Organisational 
Relationship and Organising Capabilities hold lower importance in comparison. The 
Organisational capability of the project manager is considered the least important in the 
Behavioural Skill set aspect. In this case, the CR is 8.8%, which is considered low and 
acceptable. The principal eigenvalue is 6.551, suggesting a reasonable consistency in the 
judgments made. 
Table 7 Behavioural skill set for Project Manager A 

 BSS1-A BSS2-A BSS3-A BSS4-A BSS5-A BSS6-A Priorities Rank 
BSS1-A 1 4 3 4 9 9 0.430341 1 
BSS2-A 0.25 1 3 3 8 9 0.245905 2 
BSS3-A 0.333333 0.333333 1 2 8 9 0.159931 3 
BSS4-A 0.25 0.333333 0.5 1 6 8 0.112552 4 
BSS5-A 0.111111 0.125 0.125 0.166667 1 2 0.029238 5 
BSS6-A 0.111111 0.111111 0.111111 0.125 0.5 1 0.022033 6 
Consistency Ratio CR =  0.082831 
Principal Eigen Value (PEV) = 6.519196 

In the behavioural skill set matrix for Project Manager A, we have a pairwise comparison 
of various criteria related to behavioural skills. Dispute & Conflict Resolution is ranked 
as the most important criterion for Project Manager A, with a priority weight of 0.430. 
The Team Building skill set is considered the second most important with a weightage of 
0.245. While the Emotional Intelligence & Building Organisational Relationship holds 
the lower importance in the comparison. And the skill of Organisational Capabilities 
holds the least important position with a minor weightage of 0.022. In this case, the CR is 
0.0828, which is considered low and acceptable, and, the principal eigenvalue is 6.519, 
suggesting a reasonable consistency in the judgments made. 
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Table 8 Behavioural skill set for Project Manager B 

 BSS1 BSS2 BSS3 BSS4 BSS5 BSS6 Priorities Rank 
BSS1 1 4 3 4 5 4 0.405926 1 
BSS2 0.25 1 2 4 8 3 0.242507 2 
BSS3 0.333333 0.5 1 2 4 3 0.145765 3 
BSS4 0.25 0.25 0.5 1 4 3 0.104659 4 
BSS5 0.2 0.125 0.25 0.25 1 2 0.049419 6 
BSS6 0.25 0.333333 0.333333 0.333333 0.5 1 0.051725 5 

Consistency Ratio CR =  0.098395 
Principal Eigen Value (PEV) = 6.616753 

In the behavioural skill set matrix for Project Manager B, we have a pairwise comparison 
of various criteria related to behavioural skills. Dispute & Conflict Resolution is ranked 
as the most important criterion for Project Manager B, with a priority weight of 0.406. 
While the Team Building skill comes at the second position in this comparison. The 
skills like Building Trust, Emotional Intelligence & Organisational Capability hold lower 
importance in the comparison. Building Organisational Relationship skill holds the least 
important position with a weightage 0.049. The CR is 0.098, which is considered low and 
acceptable. The principal eigenvalue is 6.617, suggesting a reasonable consistency in the 
judgments made. 
Table 9 Behavioural skill set for Project Manager C 

 BSS1-C BSS2-C BSS3-C BSS4-C BSS5-C BSS6-C Priorities Rank 

BSS1-C 1 1 5 3 7 8 0.341418 2 
BSS2-C 1 1 2 7 8 7 0.347264 1 
BSS3-C 0.2 0.5 1 2 2 7 0.132096 3 
BSS4-C 0.333333 0.142857 0.5 1 2 9 0.101999 4 
BSS5-C 0.142857 0.125 0.5 0.5 1 3 0.051835 5 
BSS6-C 0.125 0.142857 0.142857 0.111111 0.333333 1 0.025388 6 

Consistency Ratio CR =   0.080691 
Principal Eigen Value (PEV) = 6.505777 

In the behavioural skill set matrix for Project Manager C, we have a pairwise comparison 
of various criteria related to behavioural skills Team Building is ranked as the most 
important criterion for Project Manager C, with a priority weight of 0.347. While the 
Dispute and Conflict Resolution hold the second position in the priority list. The skill sets 
like Building Trust, Emotional Intelligence, Build Organisational Relationship hold 
comparatively lower position in the priority list. The Organising Capabilities hold the 
least important position with the weightage of 0.0253. The CR is 0.0806, which is 
considered low and acceptable. The principal eigenvalue is 6.506, suggesting a 
reasonable consistency in the judgments made. The table-10 shows consolidated priority 
table for behavioural skill set for all the prospective project manager candidates under 
consideration. 
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Table 10 Consolidated priority table for behavioural skill set for all the prospective project 
manager candidates 

Item Candidate-A 
Priority Rank-A Candidate-B 

Priority Rank-B Candidate-C 
Priority Rank-C 

BSS1 0.430341 1 0.405926 1 0.341418 2 
BSS2 0.245905 2 0.242507 2 0.347264 1 
BSS3 0.159931 3 0.145765 3 0.132096 3 
BSS4 0.112552 4 0.104659 4 0.101999 4 
BSS5 0.029238 5 0.049419 6 0.051835 5 
BSS6 0.022033 6 0.051725 5 0.025388 6 

 PEV=6.519196 
CR=0.082831  PEV=6.616753 

CR=0.098395  
PEV=6.505777 
CR=0.080691 

 

The priority weights and ranking of the three prospective project managers were 
calculated in the similar way and shown in Tables 11 and 12. 
Table 11 Consolidated priority table for technical skill set for all the prospective Project 

Manager candidates 

Item Candidate-A 
Priority Rank-A Candidate-B 

Priority Rank-B Candidate-C  
Priority Rank-C 

TSS1 0.409291 1 0.448551 1 0.259794 1 
TSS2 0.139927 3 0.206057 2 0.215278 2 
TSS3 0.144659 2 0.12213 3 0.171742 3 
TSS4 0.118689 4 0.095083 4 0.170125 4 
TSS5 0.091173 5 0.056056 5 0.08712 5 
TSS6 0.057483 6 0.040065 6 0.047349 7 
TSS7 0.038778 7 0.032058 7 0.048593 6 

 
PEV=7.681964 
CR= 0.084843 

PEV=7.81409 
CR=0.101693 

PEV=7.735037 
CR=0.091445 

Table 12 Consolidated priority table for organisational skill set for all the prospective Project 
Manager candidates 

Item Candidate-A 
Priority Rank-A Candidate-B 

Priority Rank-B Candidate-C 
Priority Rank-C 

OSS1 0.347405 1 0.46967 1 0.415458 1 
OSS2 0.260532 2 0.178916 2 0.187748 2 
OSS3 0.13145 3 0.111216 3 0.158974 3 
OSS4 0.109945 4 0.07168 5 0.055141 6 
OSS5 0.06185 5 0.050015 6 0.057667 5 
OSS6 0.057097 6 0.086153 4 0.094272 4 
OSS7 0.03172 7 0.032349 7 0.030739 7 

 PEV= 7.790262  
CR= 0.098316 

PEV= 7.62432  
CR= 0.077671 

PEV= 7.667684  
CR= 0.083066 
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The Table 13 shows the consolidated comparison of criteria, sub criteria and weight 
Table 13 Consolidated comparison of criteria, sub-criteria & weight 

LSS TSS OSS BSS TSS-A OSS-A BSS-A TSS-B OSS-B BSS-B TSS-C OSS-C BSS-C 
 0.35 0.37 0.39 0.41 0.35 0.43 0.45 0.47 0.41 0.26 0.42 0.34 
0.75 0.26 0.27 0.31 0.14 0.26 0.25 0.21 0.18 0.24 0.22 0.19 0.35 
0.16 0.14 0.13 0.12 0.14 0.13 0.16 0.12 0.11 0.15 0.17  0.16 0.13 
0.09 0.08 0.12 0.10 0.12 0.11 0.11 0.10 0.07 0.10 0.17  0.06 0.10 
 0.10 0.05 0.05 0.09 0.06 0.03 0.06 0.05 0.05  0.09 0.06 0.05 
 0.03 0.03 0.02 0.06 0.06 0.02 0.04 0.09 0.05  0.05  0.09 0.03 
 0.02 0.03  0.04 0.03  0.03 0.03  0.05  0.03  

Weighted Score for Project Manager A = 0.75*(sum product(TSS,TSS-A)) +0.16*(sum 
product(OSS, OSS-A)) + 0.09*(sum product(BSS, BSS-A)) 

So, Weighted Score for Project Manager A = 0.75*(0.35*0.41+0.26*0.14 +   
0.14*0.14+0.08*0.12+0.10*0.09+0.03*0.06+0.02*0.04)+  0.16*(0.37*0.35+0.27*0.026+ 
0.13*0.13+0.12*0.11+0.05*0.06+0.03*0.06+0.03*0.03)+ 0.09*(0.39*0.43+0.31*0.25+ 
0.12*0.16+0.10*0.11+0.05*0.03+0.02*0.02) = 0.229647 Similarly, the Weighted Score 
for Project Manager B and C can be calculated as below: 

Weighted Score for Project Manager B= 0.75*(sum product (TSS, TSS-B)) 
+0.16*(sum product (OSS, OSS-B)) + 0.09*(sum product (BSS, BSS-B)) = 0.24747 

Weighted Score for Project Manager C= 0.75*(sum product (TSS, TSS-C)) 
+0.16*(sum product (OSS, OSS-C)) + 0.09*(sum product (BSS, BSS-C)) = 0.211094 

The above calculation consists of the criteria, sub criteria and weightage of the skills 
for the prospective position of project manager. From the above calculation it is inferred 
that the Candidate B has the highest score and ranks as first followed by Candidate A and 
Candidate C in second and third position. So, the candidate B is most suitable for the 
position of project manager. 

7 Conclusion  

The paper examines the references from various publications to check the practical 
implications of selecting the suitable project manager using the Analytic Hierarchy 
Process (AHP) technique. The paper uses AHP methodology to select the most suited 
project manager among the three potential candidates for a large-scale enterprise. Three 
most important skills required for a good project manager is identified as technical skills, 
organisational skills and behavioural skill. It is observed that the technical skill set is 
most important skill required for a successful project manager followed by organisational 
skill and behavioural skill set. At the second level of analysis the importance of 
dimensions of each of the three-skill set is calculated. At the fourth level of calculation 
the competency of the three prospective candidates for the project manager position on 
the different dimensions of the three-skill set is calculated. Finally, the weightage of three 
skill set is combined with weightage of each dimension of skill set and competencies of 
the candidates on these skill set to arrive at final conclusion. It is observed that candidate 
‘B’ is most suitable for the job followed by candidate ‘A’ and ‘C’, respectively. The 
paper provides a structured methodology for evaluating and prioritising the key criteria 
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involved in this decision-making process. The findings of the study highlight the 
multifaceted nature of project management roles and the diverse skill sets required for 
success. The paper suggests AHP framework as a systematic approach that can enables 
decision-makers to weigh the relative importance of each selection criterion based on 
organisational objectives and project requirements to select the suitable project manager. 
The methodology not only enhances the transparency of the selection process but also 
ensures alignment with strategic goals. 

8 Implication of practice  

The AHP technique is a methodology for making decisions that assists organisations in 
assessing and ranking alternatives according to a number of criteria. Using the AHP 
approach when choosing a project manager can have a big impact on how practises are 
run. Al Khalil (2002) and Meade and Presley (2002) studied the application of AHP in 
project management contexts, particularly in the selection of project managers. Al Khalil 
(2002) asserted that the objective evaluation of potential project managers’ abilities, 
competencies and characteristics is made possible by the AHP technique. Decision-
makers can quantify the relative relevance of multiple aspects by decomposing the 
selection criteria into a hierarchical structure and giving weights to each criterion. This 
strategy makes sure that the decision-making process is grounded in analysis rather than 
judgement. Meade and Presley (2002) emphasised that the AHP technique offers a 
methodical framework for assessing and contrasting potential project managers. It 
enables decision-makers to take leadership potential, relevant experience and technical 
and interpersonal skills into account. Decision-makers can rank applicants according to 
their proficiency in disciplines including project planning, risk management, 
communication and team leadership through pairwise comparisons. According to Kim 
and Huynh (2008), using the AHP technique to select a project manager has a variety of 
practical implications. First and foremost, it helps employers locate the ideal candidate 
with the necessary training and skills. Projects perform better and have a higher chance 
of success as a result. Second, by enhancing openness and impartiality during the 
selection process, the AHP approach reduces biases and potential favouritism. This 
promotes equity and meritocracy throughout the firm. The AHP approach, according to 
Toor and Ogunlana (2008), influences the overall project outcomes in addition to helping 
choose the best project manager. They contend that a capable project manager can 
efficiently coordinate project operations, manage resources and limit risks when they are 
selected using the AHP method. Project deadlines are therefore more likely to be met, 
spending is better managed and stakeholder satisfaction is increased. The AHP method’s 
practical ramifications, according to Ünal and Güner (2009), go beyond the current 
project. They contend that employing AHP to choose a qualified project manager can 
benefit the organisation as a whole. A talented project manager can advance 
organisational learning, develop project management procedures and promote knowledge 
transfer. A project-oriented culture and increased project management maturity can both 
arise as a result of having competent project managers on the team. So, choosing a 
project manager using the AHP technique has important practical implications. 
Organisations can make wise judgements by using a structured and analytical approach 
that is based on objective standards. The AHP approach aids in the identification of 
qualified project managers, boosts the success of organisational endeavours, and 
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improves project outcomes. This approach, as demonstrated by a number of researchers 
including Al Khalil (2002); Meade and Presley (2002); Kim and Huynh (2008); Toor and 
Ogunlana (2008) and Ünal and Güner (2009), provides insightful information for 
organisations looking to improve the efficiency of their project management procedures 
and project results. 

References 
Afshari, A. and Kowal, J. (2018) ‘Decision making methods for the selection of ICT project 

manager’, SSRN Electronic Journal. Doi: 10.2139/ssrn.3118075. 
Ahire, S.L. and Rana, D.S. (1995) ‘Selection of TQM pilot projects using an MCDM approach’, 

International Journal of Quality and Reliability Management, Vol. 12, No. 1, pp.61–81. 
Doi:10.1108/02656719510076258.   

Al Khalil, M.I. (2002) ‘Selecting the appropriate project delivery method using AHP’, 
International Journal of Project Management, Vol. 20, No. 6, pp.469–474.  

Al-Tabtabai, H.M. and Thomas, V.P. (2004) ‘Negotiation and resolution of conflict using AHP: an 
application to project management’, Engineering, Construction and Architectural 
Management, Vol. 11, No. 2, pp.90–100. Doi:10.1108/09699980410527894.   

Akincilar, A. and Isiksal, M. (2014) ‘Self-efficacy, test anxiety, and academic performance:  
a study with Turkish students’, Educational Sciences: Theory & Practice, Vol. 14, No. 3, 
pp.1093–1102.  

APM (2012) Body of Knowledge, 6th ed., Association of Project Management, UK.  
Badawy, M.K. (1995) Developing Managerial Skills in Engineers and Scientists: Succeeding as a 

Technical Manager, Van Nostrand Reinhold, New York, NY. 
Banuelas, R., Tennant, C., Tuersley, I. and Tang, S. (2006) ‘Selection of six sigma projects in the 

UK’, The TQM Magazine, Vol. 18, No. 5, pp.514–527. Doi:10.1108/09544780610685485.   
Belout, A. and Gauvreau, C. (2004) ‘Factors influencing project success: the impact of  

human resource management’, International Journal of Project Management, Vol. 22, No. 1, 
pp.1–11.  

Belton, V. and Stewart, T.J. (2002) Multiple Criteria Decision Analysis: An Integrated Approach, 
Kluwer Academic Publishers, Boston, MA. 

Brans, J.P. and Vincke, P.H. (1985) ‘A preference ranking organization method’, Management 
Science, Vol. 31, No. 6, pp.647–656. 

Brill, J.M., Bishop, M.J. and Walker, A.E. (2006) ‘The competencies and characteristics required 
of an effective project manager: a web-based Delphi study’, Educational Technology 
Research and Development, Vol. 54, No. 2, pp.115–140. 

Cheng, E.W.L., Li, H. and Ho, D.C.K. (2002) ‘Analytic hierarchy process (AHP): a defective tool 
when used improperly’, Measuring Business Excellence, Vol. 6, No. 4, pp.33–37. 
Doi:10.1108/13683040210451697.   

Chua, D.K.H., Kog, Y-C. and Loh, P.K. (1999) ‘Critical success factors for different project 
objectives’, Journal of Construction Engineering and Management, Vol. 125, No. 3,  
pp.142–150.  

Crawford, L.H. (2000) ‘Profiling the competent project manager’, in Turner, R.J. and Simister, S.J. 
(Eds): The Gower Handbook of Project Management, 3rd ed., Gower, Aldershot, UK,  
pp.101–113. 

Daim, T.U., Udbye, A. and Balasubramanian, A. (2012) ‘Use of analytic hierarchy process (AHP) 
for selection of 3PL providers’, Journal of Manufacturing Technology Management, Vol. 24, 
No. 1, pp.28–51. Doi:10.1108/17410381311287472.   



   

 

   

   
 

   

   

 

   

   92 Sreekumar and S.R. Behera    
 

    
 
 

   

   
 

   

   

 

   

       
 

Dey, P.K. and Ogunlana, S.O. (2004) ‘Selection and application of risk management tools and 
techniques for build-operate-transfer projects’, Industrial Management and Data Systems, 
Vol. 104, No. 4, pp.334–346. Doi:10.1108/02635570410530748.   

Duy Nguyen, L., Ogunlana, S.O. and Thi Xuan Lan, D. (2004) ‘A study on project success factors 
in large construction projects in Vietnam’, Engineering, Construction and Architectural 
Management, Vol. 11, No. 6, pp.404–413.  

Ekstedt, E., Lundin, R.A., Soderholm, A. and Wirdenius, H. (2003) Neo-Industrial Organising: 
Renewal by Action and Knowledge Formation in a Project-Intensive Economy, Routledge, 
London and New York.  

El-Sabaa, S. (2001) ‘The skills and career path of an effective project manager’, International 
Journal of Project Management, Vol. 19, No. 1, pp.1–7.  

Fisher, Y. (2010) ‘The sense of self-efficacy of aspiring principals: exploration in a  
dynamic concept’, Social Psychology of Education, Vol. 14, No. 1, pp.93–117. 
https://doi.org/10.1007/s11218-010-9136-9 

Fisher, E. (2011) ‘What practitioners consider to be the skills and behaviours of an effective people 
project manager’, International Journal of Project Management, Vol. 29, No. 8, pp.994–1002.  

Fotwe, F.T. and McCaffer, R. (2000) ‘Risk management framework for construction projects’, 
International Journal of Project Management, Vol. 18, No. 4, pp.273–282. 

Gaudenzi, B. and Borghesi, A. (2006) ‘Managing risks in the supply chain using the AHP method’, 
The International Journal of Logistics Management, Vol. 17, No. 1, pp.114–136. 
Doi:10.1108/09574090610663464. 

Heumann, T. (2020) ‘Information design and sequential screening with ex post participation 
constraint’, Theoretical Economics, Vol. 15, pp.319–359. Doi: 10.3982/TE2818. 

Hwang, C-L. and Yoon, K. (2012) Multiple Attribute Decision Making: Methods and Applications 
a State-of-the-Art Survey, Vol. 186, Springer Science & Business Media, Berlin, Heidelberg, 
New York.  

Kahraman, C., Cebeci, U. and Ulukan, Z. (2003) ‘Multi-criteria supplier selection using  
fuzzy AHP’, Logistics Information Management, Vol. 16, No. 6, pp.382–394. 
Doi:10.1108/09576050310503367. 

Katz, R. (1991) ‘Skills of an effective administer: business classic fifteen key concepts for 
managerial success’, Harvard Business Review.  

Katz, R.L. (1955) ‘Skills of an effective administrator’, Harvard Business Review, Vol. 33, No. 1, 
pp.33–42.  

Keil, M., Lee, H.K. and Deng, T. (2013) ‘Understanding the most critical skills for managing IT 
projects: a Delphi study of IT project managers’, Information and Management, Vol. 50,  
No. 7, pp.398–414.  

Kerzner, H. (1987) ‘In search of excellence in project management’, Journal of Systems 
Management, Vol. 38, No. 2, pp.30–39.  

Kerzner, H. (2017) Project Management: A Systems Approach to Planning, Scheduling, and 
Controlling, 12th ed., Wiley, Hoboken, NJ. 

Kim, S-Y. and Huynh, T-A. (2008) ‘Improving project management performance of large 
contractors using benchmarking approach’, International Journal of Project Management, 
Vol. 26, No. 7, pp.758–769.  

Kulak, O., Kahraman, C., Öztayşi, B. and Tanyaş, M. (2005) ‘Multi-attribute information 
technology project selection using fuzzy axiomatic design’, Journal of Enterprise Information 
Management, Vol. 18, No. 3, pp.275–288. Doi:10.1108/17410390510591978.   

Lampel, J. (2001) ‘The core competencies of effective project execution: the challenge of 
diversity’, International Journal of Project Management, Vol. 19, pp.471–483. 
https://doi.org/10.1016/S0263-7863(01)00042-4 

 
 



   

 

   

   
 

   

   

 

   

    Selection of project manager in a large-scale enterprise 93    
 

    
 
 

   

   
 

   

   

 

   

       
 

McCaffer, R. (2000) Modern Construction Management, 5th ed., Blackwell Science, Oxford, UK. 
Meade, L.M. and Presley, A. (2002) ‘R&D project selection using the analytic network process’, 

IEEE Transactions on Engineering Management, Vol. 49, No. 1, pp.59–66.  
Meredith, J. and Mantel, S.J. (2009) Project Management: A Managerial Approach (W/Cd),  

7th ed., John Wiley & Sons, Inc. 
Midler, C. (1995) ‘‘Projectification’ of the firm: the Renault case’, Scandinavian Journal of 

Management, John Wiley & Sons, Vol. 11, No. 4, pp.363–375.  
Munns, A. and Bjeirmi, B.F. (1996) ‘The role of project management in achieving project success’, 

International Journal of Project Management, Vol. 14, No. 2, pp.81–87.  
Odusami, K. (2002) ‘Perceptions of construction professionals concerning important skills of 

effective project leaders’, Journal of Management in Engineering, Vol. 18, No. 2, pp.61–67.  
Project Management Institute (2023) A Guide to the Project Management Body of Knowledge 

(PMBOK® Guide), 7th ed., Project Management Institute, Newtown Square, PA. 
Saaty, T.L. (1990a) ‘The analytic hierarchy process in conflict management’, International Journal 

of Conflict Management, Vol. 1, No. 1, pp.47–68.  
Saaty, T.L. (1990b) ‘How to make a decision: the analytic hierarchy process’, European Journal of 

Operational Research, Vol. 48, No. 1, pp.9–26.  
Saaty, T.L. and Vargas, L.G. (2012) Models, Methods, Concepts & Applications of the Analytic 

Hierarchy Process, 2nd ed., Springer, New York, NY. 
Slevin, D.P. and Pinto J.K. (1987) ‘Balancing strategy and tactics in project implementation’, Sloan 

Management Review, pp.33–41.  
Sommerville, J. and Dalziel, S. (1998) ‘Project teambuilding – the applicability of Belbin’s team-

role selfperception inventory’, International Journal of Project Management, Vol. 16, No. 3, 
pp.165–171.  

Tan, Y.T., Shen, L.Y., Langston, C. and Liu, Y. (2010) ‘Construction project selection using fuzzy 
TOPSIS approach’, Journal of Modelling in Management, Vol. 5, No. 3, pp.302–315.  
Doi: 10.1108/17465661011092669. 

Thomas, J. and Mengel, T. (2008) Project Management for Non-Project Managers, AMACOM, 
New York, NY. 

Toor, S.R. and Ogunlana, S.O. (2008) ‘Problems causing delays in major construction projects in 
Thailand’, Construction Management and Economics, Vol. 26, No. 4, pp.395–408.  

Toor, S.R. and Ogunlana, S.O. (2009) ‘Construction professionals’ perception of critical success 
factors for large-scale construction projects’, Construction Innovation, Nos. 9/2, pp.149–167.  

Turner, J.R. and Müller, R. (Eds) (2003) On the Nature of the Project as a Temporary 
Organization, Project Management Institute, Newtown Square, PA. 

Ünal, C. and Güner M.G. (2009) ‘Selection of ERP suppliers using AHP tools in the clothing 
industry’, International Journal of Clothing Science and Technology, Vol. 21, No. 4,  
pp.239–251. Doi:10.1108/09556220910959990   

Vaidya, A. and Kumar, S. (2006) ‘Analytic hierarchy process: an overview of applications’, 
European Journal of Operational Research, Vol. 169, No. 1, pp.1–29. 

Vargas, L.G. (1990) ‘An overview of the analytic hierarchy process and its applications’, European 
Journal of Operational Research, Vol. 48, pp.2–8. Doi: 10.1016/0377-2217(90)90056-H. 

Vinodh, S., Shivraman, K.R. and Viswesh, S. (2011) ‘AHP-based lean concept selection in a 
manufacturing organization’, Journal of Manufacturing Technology Management, Vol. 23, 
No. 1, pp.124–136. Doi:10.1108/17410381211196320. 

Walker, D.H.T. (2006) Client-Side Project Management Capabilities: Managing the Project 
Management Organization, Wiley-Blackwell, Hoboken, NJ. 

Whittington, R., Pettigrew, A., Peck, S., Fenton, E. and Conyon, M. (1999) ‘Change and 
complementarities in the new competitive landscape: a European panel study, 1992–1996’, 
Organization Science, Vol. 10, No. 5, pp.583–600.  


