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Abstract. Currently investment and construction activities are based on 
the implementation of development projects. As any project’s success 
heavily depends on joint efforts of a project team members, there is an 
urgent need for a motivation system able to stimulate team members’ 
result-orientation and satisfy their individual needs. The Project 
Management Body of Knowledge (PMBOK) methodology is suggested as 
a basis for building a sound development team motivation system, with its 
motivational tools correlating to stages of project management. The 
purpose of this article is to build methodical approach to system of 
motivation of the development project team. The methodological approach 
is formed taking into account the correspondence of the goal and the type 
of motivation depending on the stage of project management, as well as on 
the basis of the principles of forming the motivation system of the project 
team. The result is a constructed conceptual model for the development of 
a motivation system for the development project team based on the 
principles of PMBOK. Methods of comparative, empirical, system and 
economic analysis were used to substantiate the propositions put forward 
in the article.  

1 Introduction 
Rapid expansion of real estate development market has become a driver for construction 
and property development companies to update managerial techniques used for organizing 
their activities. Nevertheless, with many construction organizations trying to incorporate 
principles of project management approach into their practice, only few of them have 
succeeded in gaining desired financial results. Where it comes to real estate or property 
developers in Russia, their failure in applying project management basics is often explained 
by the lack of staff motivation within poorly organized development team management. 

Today, in fact, staff is the greatest challenge for a company management to deal with. 
Tough competition together with constantly changing external environment have turned 
effective personnel management and, particularly, proper staff motivation, into a must for 
all businesses, including construction ones. As a project implementation implies a joint 
endeavor of all the employees involved, its success is highly risky if a motivation system 
aimed to stimulate the team is poorly built or is not built at all.  

Motivation is obviously one of the most critical human resource management functions. 
Therefore, it is a company’s staff rather than its size or industry sector that influences 
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business failure or success. All companies depend on employees’ satisfaction with their 
working conditions, their involvement in achieving common goals, and on their assurance 
in getting results desired. In other words, staff motivation system provides managers with 
tools for stimulating employees’ activities which result in satisfying their individual needs 
and thereby help a company to achieve the goals set. 

Contributing to the gross fixed capital formation and reproduction, construction industry 
is an important actor in the national economy ensuring economic growth in other industries. 
Furthermore, construction business in today’s Russia is one of the most labor-intensive 
sector known for its great volume and scale of production. 

Internal and external environment instability nowadays impacts all the processes in the 
national economy. This cannot but influences economic performance in business sector 
and, therefore, in construction industry, which is also influenced by global economic trends. 
The volume of construction work carried out in Russia from 2010 to 2019 is presented in 
Figure 1 [1].  

According to the diagram in Figure 1, construction industry saw the greatest growth rate 
in 2011, 2012, 2015 and 2019. 

 
Fig. 1. Volume of construction work in Russian Federation, 2010-2019. 

 
Analysis of statistics on the total area of dwelling stock put into operation during the 

last decade [1] reflects a steady growth in Russia’s construction and development market. 
However, damaged by the economic crisis of 2014 the market was shrinking from 2015 to 
2018 [2]. In 2019 eighty million square meters of new dwellings were built, a 5.7 per cent 
increase compared to the previous year [1]. 
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Fig. 2. Total area of housing construction brought into use in Russian Federation, 2010-2019. 

 
Investment and construction activities are nowadays triggered by development projects 

aimed at construction of one or a group of buildings followed by their commissioning. 
Implementation of any development project is based on joint efforts of team members. 
Thus, project result-orientation should be used as a powerful instrument for motivating a 
team: employees should clearly understand their individual objectives within the project 
goal and strive to achieve them, while realizing personal responsibility for accomplishing 
their tasks and performing their duties. Furthermore, all staff members should be able to 
interact with their co-workers and other project participants. A critical project manager’s 
task is, therefore, to facilitate interaction between team members and stimulate their project 
goal-orientation using effective motivational techniques based on a clear understanding of 
employees’ individual values and needs.  

2 Methods 
Motivation of project teams is traditionally defined as inspiring people to perform desired 
actions. For instance, according to M. V. Ermolaeva and Zh. M. Kokueva, project team 
motivation is understood as an incentive or a motive, an active state of a human being 
stimulating individuals to perform actions, genetically inherited or acquired with 
experience, aimed to satisfy their individual or group needs [2]. Other researchers, L.M. 
Deputatova, Zh. A., Mingalyova and Yu.V. Starkov identify project team motivation as 
employees’ intention to satisfy their needs or gain certain benefits through their work [3]. 

While agreeing with the researchers’ approach, we define project team motivation as 
stimulating activities driven by employees’ desire to satisfy their special needs. Thus, 
motivation system aimed at a project team can be viewed as a combination of motivating 
factors, valuable for team members and satisfying their needs and wants [4].  

Assessment of staff or department performance is often indicator-based. Choice of 
indicators depends on the type of tasks being accomplished by a worker or a group [5]. 
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Thus, workers are be evaluated in accordance with volume of proper quality products 
produced over a given period of time, number of faulty products, number of days overdue 
while completing the task, number of standard hours worked, and alike. Performance of 
department managers is evaluated according to such indicators as number of tasks their 
subordinates performed, volume of proper quality production, number of faulty products 
per department, compliance with or failure to meet the specified deadlines for work, 
provision of personnel with tasks, number of downtimes, timely reporting and so on [6]. Set 
of key indicators for a project manager evaluation include compliance with the project 
stages, number of days of failure or ahead of schedule, compliance with the project budget, 
reducing project costs, number of project objects, timely reporting, and others. 

Actually, monetary and non-monetary incentives for a project team may be also based 
on these or similar performance indicators. 

It is important to emphasize that a company’s motivation system should be unique and 
tailored to the nature of its economic activities. Thus, taking into account their sectoral 
conditions, construction companies are practicing two main dimensions in motivating their 
labor force: 

1. creating good working conditions aimed to indirectly motivate employees due to such 
influencers as attractive job, favorable organizational morale and psychological climate, 
career and personal development opportunities, and comfortable workplace; 

2. building a system of monetary and non-monetary incentives aimed to directly impact 
workplace behavior which implies such motivators as bonuses, additional payments, high 
praise and assessments from superiors, promotion and career advancement, insurance 
options, and other incentives [7].  

Regarding a high-performing project team, acknowledged in the PMBOK Guide as a 
crucial factor of a project success, it is motivated by fostering a healthy team environment 
which results from effective conflict management, open communications between team 
members and managers, regular information on desirable changes in the project and on the 
results achieved, participative problem-solving, and delegating in decision-making [8].  

In this context, it is reasonable to use the PMBOK methodology as a foundation for 
developing a project team motivation system. Recognized as a standard in today’s project 
management, this methodology is based on a thorough analysis of project managing 
experience gained by professionals in 150 countries, and integrates its most successful 
practices and advanced techniques. 

According to the PMBOK, for the entire project management process to succeed it 
should be subdivided into five basic process groups: initiating, planning, executing, 
monitoring and controlling, and closing [8]. 

Obviously, it is a project team with its huge amount of work to do that moves the 
project through all the five process groups and, thus, directly influences project success or 
failure. Therefore, to be effective a motivation system aimed at this team should consider 
characteristics of each project stage or process group [9]. For instance, at the project 
initiating stage, even before the work actually starts, it is necessary to create team 
members’ common feeling of a project future success and, therefore, motivate their desire 
to be involved in the process. 

Because project planning and executing are long-lasting stages, motivators should 
facilitate not only team members’ performance on meeting project targets and timelines but 
also their active long-term emotional involvement in the project at both stages [10, 11]. 

Expertise and competence of team members and their ability to be task-focused are of 
the utmost importance at the final, project closing, stage. Fair estimation of performance 
results together with adequate rewards will inspire team members to make a final push and 
close the project or its phase.  
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Table 1. Correlating goals and types of team motivation to project management stages (based on the 

PMBOK). 

Project 
Management 

Processes/ Stages 
(according to the 

PMBOK) 

Goals of motivation Types of motivation 

Initiating To build an aura of project success 
and stimulate team enthusiasm. To 
specify individual benefits which 

project participants will gain in case 
of the project successful 

implementation 

Non-monetary rewards when a 
project stage goals are achieved. 

Team-building. 

Planning To formalize individual benefits 
which participants will gain in case of 

the project successful 
implementation. 

Monetary rewards: ensuring 
correlation of rewards to 

performance results, i.e. to attaining 
final and intermediate targets.  

Executing To meet the project targets within the 
specific timeframe. 

To keep project team members 
emotionally involved. 

Non-monetary rewards: 
maintaining the aura of project 

success and facilitating team spirit 
(informing participants on project 
progress, discussing achievements, 

using effective methods of 
problem-solving and conflict 

resolution, collective decision-
making when appropriate, etc.). 

Monitoring and 
Controlling 

To ensure meeting the project targets, 
including those at intermediate stages, 

in due course. 

Monetary rewards: in case of 
successful completion of project 

stages and reaching project 
milestones. 

Closing To attain the project objectives, 
comply with timelines, and eliminate 

claims in relation to the project. 

Monetary rewards: based on the 
official data on project 

implementation and closing 
(closing contracts, acts, etc.). 

 

3 Results 
In this paper a development team motivation system is defined as interrelation and 
interdependence of objectively existing factors, managerial tools, incentives and principles 
stimulating team to effectively achieve project goals [12].  

In general terms, building a system of motivation aimed at a real estate development 
team may include the following stages:  

1. diagnostics of existing motivation system; 
2. formulation of goals and principles of building a team motivation system; 
3. development of a team motivation system; 
4. elaboration of internal rules and regulations allowing to document and implement a 

motivation system aimed at a development team. 
Principles or guidelines underpinning efficiency of staff motivation system and, 

therefore, efficiency of team motivation system, are presented in Table 2. 
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Table 2. Basic principles/ guidelines applied to building a motivation system aimed at a development 
team [13, 14]. 

 Principles/ Guidelines Contents 
1 Polymotivation Work behavior is affected by a number of interrelated motives.  
2 Hierarchy Motives or incentives must be prioritized according to their 

impact on staff performance: those providing the highest 
efficiency should be used first.  

3 Fairness Each team member must be treated in a fair and just manner, both 
as a personality and as a contributor to the project effective 

implementation. 
4 Reinforcement Each motivator contributing to the team performance must be 

documented in the organization’s internal rules and regulations. 
5 Optimality The ratio between the cost of monetary rewards and non-

monetary measures of social protection must depend on two 
factors: competitors’ offer and financial possibilities of 

organization.  
6 Clarity and ease of 

system understanding 
Motivation system must be unambiguous, described in plain 
language, logically structured and clear to team members. 

7 Compliance with 
corporate strategy 

Motivation system must shape and maintain workplace behaviors, 
ensuring achievement of the goals set.  

8 Flexibility and 
adaptability 

Motivation system must be flexible, able to adjust to changes in 
external environment. 

9 Comprehensiveness Motivation system must serve all the team members. 
 
Based on the PMBOC methodology, principles and stages of motivation system 

development, our conceptual model for building motivation system aimed at a development 
team is illustrated in Figure 3. 

In terms of structure, the model (Figure 3) consists of three sections/ blocks: goals, 
analysis and implementation [15].  

The goals section/ block describes results desired: aimed at a development team 
motivation system, built and implemented in order to stimulate staff performance and 
achieve project targets.  
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The analysis section/ block of the model specifies direction of analysis required for 

achieving the desired results: 
• performance analysis is carried out to assess efficiency of team members’ work and 

evaluate its impact on financial performance of a company at large; 
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• analysis of the staff turnover is carried out to calculate turnover rates and find out 
specific reasons for the staff leaving; 

• analysis of motivation methods aimed at the project team is carried out to assess the 
stimulating effect of the existing motivators on the performance of project team members; 

• analysis of the PMBOC guidelines is carried out to assess their usefulness for 
motivation system development. 

The implementation section/ block of the model consists of three subsections:  
• development of project team motivating techniques based on the PMBOC principles, 

that is, correlated to the stage of project management;  
• development of project team performance indicators as a basis for evaluating 

effectiveness of the motivation system used;  
• development of practices and measures to implement the new motivation system into 

managing a development project. 

4 Discussion 
The author’s conceptual model can be applied as a practically useful methodological tool to 
building motivation system of team of a development project and, therefore, it can be 
scaled.  

It is worth agreeing with the authors that there are a few distinctive features 
characterizing a development project: critical importance of project’s end result, timeframes 
for project stages, and necessity to attract experts in different areas for implementing 
various tasks at different stages of the project [15]. The project team has a huge 
responsibility and a large number of responsibilities. The vast experience of the most 
successful project managers in many countries of the world, on the basis of which the guide 
to the Body of Knowledge on Project Management has been developed, clearly indicates 
the need for development and motivation of the project team. 

A psychologist Victor Vroom [16], based on their own observations of work and 
behavior of employees, in «Theories of expectations» confirmed the idea that staff 
members are aware of that the importance of the tasks and their outcome will directly affect 
their remuneration. The more difficult the task, the more effort it takes to complete it. 
Accordingly, the more effort is made, the more valuable the reward should be. Based on 
these studies, the motivation formula was derived (Figure 4). 

 
Fig. 4. Motivation in accordance with the «Theory of expectations» by W. Vroom. 

 
From a practical point of view, this formula works only if all the points of this formula 

are met, and management has confirmed in advance that a positive result is higher than the 
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From a practical point of view, this formula works only if all the points of this formula 

are met, and management has confirmed in advance that a positive result is higher than the 

employee's performance norm. Hertzberg's two-factor theory also confirmed that factors 
related to the achievement of goals, career growth of an employee, recognition of the 
results of his work, promotion of responsibility and individual development have a 
motivating effect on employees, directly affect the workflow and can be used as stimulators 
to increase the performance indicators of personnel. 

The external and internal environment of companies is constantly changing. therefore, 
the developed model of the motivation system for the development project team should 
change and adapt to changes [17]. New principles of the motivation system, performance 
indicators of the project team members may be added, changes in the list of motivation 
tools or in the methods of calculating the amount of remuneration will be required. 
However, the proposed conceptual model can be used as a fundamental basis for the 
formation of a system of motivation for the development team of the project. It can be 
scaled, and therefore deserves interest. A further task within the framework of forming a 
motivation system for the development project team can be the creation of a system for 
monitoring the effectiveness of the proposed model in practice, as well as the search for 
ways to improve it. 

5 Conclusion 
To sum up, shaping motivation system aimed at a project team, these features require 
focusing on the following key issues:  

- stimulating team’s timely and proper implementation of project goals and objectives; 
- encouraging collaboration and building synergies between divisions involved in 

project implementation; 
- maintaining team good discipline; 
- building up resources for decision-making on staffing, rewarding or punishing issues; 
- encouraging timely, positive and constructive feedback from project team leaders to 

team members. 
In this regard, motivational techniques aimed at development team members should 

consider stimulation based on reinforcement theory of motivation, regulation staff behavior 
by goal-setting, as well as job enrichment and job design together with staff empowerment. 
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