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Abstract

Learning is the key to project management, for the reason that much of the success of a
project lies in adapting to the changing environment of any project. The key to change
lies not in individual learning, but in the learning of the group that integrates the project,
what would be called project learning. The objective of this work is to propose a learning
project, a project that can adapt to the changing environments that are generated in the
project management. Following the proposals of the so-called learning organizations, a
“learning project” model is proposed, which is based on four key components: project
leadership, project culture, project structure, and related to the learning opportunities
with the project (training for the project). The work ends with a few recommendations
toward the management of human resources in project management.

Keywords: organizational learning, management learning, project learning, culture,
leadership, training

1. Introduction

Internationalization, the changing needs of customers, intense competition and technological
changes, and, consequently, uncertainty and complexity are outstanding environmental char-
acteristics that are currently faced by project managers. To remain competitive and viable,
projects need to adjust to implement changes continually. For [1], there is an organizational
need to manage projects correctly, as well as learning from successes and failures, capturing,
disseminating, and applying lessons learned in project development, in other words, improv-
ing organizational learning in project management. References to organizational learning
derive from the strategy theory and refer to the ability an organization has to renew its com-
petencies as a dynamic capability [2]. Organizational learning has also been identified as one
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of many factors of success in project management [3, 4]. Besides, organizational learning is a
necessary tool for managing uncertainty in projects [5] and may allow for the accumulation
and preservation of experience in project implementation [6].

However, organizational learning in projects does not occur regularly, and when it does, the
expected results are not always achieved [7, 8]. The focus of learning is on individual learning
but does not lead to project learning.

This work aims at proposing a project model that improves learning. It is intended to indi-
cate some key points that serve as a reference for the development of projects and to lay a
foundation from which to generate optimal projects, where people can develop their poten-
tial for the success of the project. It is an ideal project and a reference model for managers
who intend to make learning an essential element in project management. In other words,
it is about moving towards a “learning project”. A project learns when the performance
of the tasks that its members execute individually or collectively improves continuously,
either because they improve the procedures or for a greater use of the resources concerning
the objectives of the project, but, also, when this improvement accumulates in the “project
memory” to be transferred to other projects or works. For this situation to consolidate, there
must be a series of premises or foundations that ensure a sustainable learning such as there
is a culture toward learning, there is an atmosphere of cooperation between people, the
leadership of change and learning is valued and developed, and there is a comprehensive
information system.

This paper addresses first a general reflection on orientation about learning in projects; sec-
ond, group learning, which can help to recognize how learning occurs in the projects; third,
a learning project model that is proposed; and four, the approached work contributions to
project management.

2. Learning orientation in project management

Learning orientation has been seen as a value of the organization, which affects not only
the organizational development but also the creation and knowledge transfer and the
innovation [9, 10]. Strategic management academics consider the orientation of learning
as a distinctive type of strategic direction and management philosophy that is viewed
as a process in which knowledge and information are communicated and disseminated
throughout the organization, which helps employees to improve their skills and abilities
[11]. More specifically, the learning orientation toward the learning of members of a team
refers to the group members’ propensity to focus on learning, acquire new skills, master
new situations, and develop competencies [12, 13]. Individuals with a dispositional learn-
ing orientation view their competence as malleable and focus on mastery of tasks [14], the
disposition learning orientation focuses on distal and general purposes, and goal setting
emphasizes the objectives of a task at a particular level [15]. The general learning orienta-
tion focuses on distal and general purposes, and goal setting highlights the objectives of a
task at a given level.
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In the area of project management, it has been pointed out that, although the content of a
project may have a temporary characteristic, the organization of the project is the source and
the result of learning [16]. In fact, it has been emphasized that learning helps organizations
to adapt their governance structures to maximize the performance of their projects [17], espe-
cially if it is taken into account that the transfer of learning is of great importance for any
organization that aims at improving its capacity to implement interdisciplinary projects [18].

Also, two aspects related to learning orientation and management of project teams have been
identified. First, time pressure has been positively associated with the orientation of learning
through intrinsic motivation [19]. Ref. [20] indicated that team members could often see the
need to do something quickly or make many things happen simultaneously. Under these
circumstances, moderate levels of time pressure could be endogenous to the team members’
project, which would lead them to feel positively challenged and to be more involved in
learning within the project. Second, learning orientation has been associated with creativity
through intrinsic motivation as one of the factors that precisely trigger creativity [21, 22]. In
fact, learning orientation plays the role of a motivational process through which intrinsically
motivated team members can engage in learning activities, resulting in creative outcomes
[23]. Therefore, the effect that time pressure has on creativity is assumed to be positively
mediated by learning orientation.

3. Team learning and project management: the project learning

Project management involves people who constitute teams or work groups, so before work-
ing on learning in project management, reference is made to teamwork and team or group
learning because it is a reference for learning development in project management [24].

Working groups or teams have been defined in a number of ways, following [25] as being: “A
team is a collection of individuals who are interdependent in their tasks, who share responsi-
bility for outcomes, who see themselves and who are seen by others as an intact social entity
embedded in one or more larger social systems (p. 241).” Team learning is often conceptu-
alized as a continuous process of action and reflection [26] through which teams acquire,
combine, and apply knowledge [27]. This process is closely related to activities such as asking
questions, seeking feedback, improvising, discussing errors, challenging underlying assump-
tions, and reflecting on specific outcomes or unexpected results [28]. Team learning, however,
also refers to the knowledge that is encoded and embedded in the computer [29], for example,
underlining the importance of documenting and reflecting on what has been learned through
a process of knowledge codification. Codification involves recording the procedures of team-
work and hence converting tacit knowledge into explicit knowledge so that results can be
developed. Repository and retrieval allow learning to persist over time, preserving knowl-
edge and artifacts gained in memory repositories and facilitating team members to find and
access them for future use [30].

In the work teams, the importance of team learning has been emphasized, since this learning
constitutes a fundamental variable in the effectiveness of the work teams [31, 32].
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Also, team or group learning has been identified in different ways by researchers. Authors
such as [26, 28, 29] have focused on learning as a process, while others [33] have highlighted
learning outcomes. However, group learning could be identified as “an emergent property of
the group exerting influence beyond the individual members involved in the original learning
process, p. 1043” [34].

The problem that arises is to know how the process of learning in a team is facilitated. In other
words, what strategies can be developed to achieve effective group learning and that this is
quick and efficient [35]. Building the agile team learning model (ATLM) based on fast task
mining, to develop the learning method, shortens the learning period and improves the preci-
sion of knowledge acquisition. ATLM divides the whole process of learning into three phases:
(1) information acquisition, (2) fast task mining, and (3) team learning.

1. Information acquisitions (IA). The objective of this phase is to acquire more relevant in-
formation for the work team. In this sense, all members of the team can collect informa-
tion from different sources of the company, through experts, through network services, or
through training courses.

2. Fast task mining (FTM). Building a shared vision is the third discipline of learning or-
ganizations [36]. It is about making the shared learning tasks attractive. It is about activat-
ing the team members to get a constant process, instead of a passive dedication and little
follow-up.

3. Team learning (TL). As soon as the shared learning task has been built, the TL phase should
be started immediately to achieve the learning task quickly and accurately. And so, four
crucial steps are proposed.

a. Use case. Create according to real projects or members’ interests. Each use case focuses
on describing how to achieve the knowledge points in learning the task.

b. Practice. Team members should play different roles in each case and try to practice use
case through teamwork.

c. Sharing. Knowledge exchange is a major factor in the development of group learning.
d. Test. Team members should share achievements and complement skills for each other.

For all these processes to take place, the work of leadership is critical in the development of
team learning. Literature has pointed out that leaders can facilitate both individual learn-
ing [37, 38] and team learning [39]. In this sense, [28] showed that leaders who train team
members and help solve problems influence group norms, encourage team communica-
tion, and improve team learning. Also, [40] found that experience in leaders” experience
working with teams, solving problems, and challenging group members improves group
learning.

Therefore, the key to learning the project lies in the group learning, it is the group contibutes
to the development of the project, which means that the group learning in the project corre-
sponds to the “project learning”.
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4. Generating a “learning project”

Researchers from large institutions (such as universities or national research institutes)
will often move from one project to another, creating opportunities for transfer of learning
between projects [41]. The problem that arises is not to make learning dependent only on the
intervention of individual people but on the actual exercise of the project. The challenge here
is to avoid making learning dependent only on the response of certain people, and rather
to focus on the real performance of the project. It is about generating “learning projects.”
A learning project can be defined as a project that is continuously transformed to adapt to
changing contexts and move toward opportunities for improvement.

Love et al. [42] argue that to facilitate learning in project-based environments effectively,
three conditions must be established. The first one is to have a clear understanding of the
unique characteristics of the project and the operational environment in which it is devel-
oped. Second, continuous learning must be integrated into the organizational culture and,
third, synergies are created through the collective actions of the agents involved in the project
in support of learning. All this supports the idea of moving toward learning projects.

In addition to the focus on learning organizations [43—46], but with the uniqueness of proj-
ect management [42], four key aspects can be proposed for the creation and development of
learning projects: leadership project, culture project, structure project, and learning opportu-
nities project (see Figure 1).

4.1. Leadership in the learning project

As [47] point out, projects are a form of temporary organization in which the project members
(usually staff members) are supported by their affiliated organizations (usual enterprises),
which convey specific project-oriented tasks.

The relationship follower-leader can last for a limited period. Besides, project managers feel
that there is an “authority gap” while managing and directing project teams, considering
that their subordinates perform multiple roles outside the project in question [48]. However,
the task of a leader is more meaningful in projects being carried out in a company that is
not temporary, that has the purpose of permanence, since he or she becomes a key figure in

( Leadership project w

Culture project Structure project
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Learning

opportunities project
- J

Figure 1. Project as a learning project. Source: Own elaboration.
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aligning the members of the project team as to their tasks, which are temporary according to
their nature. The problem that arises is to recognize the style of leadership that is more in line
with the interests of the project. In general terms, it has been pointed out that person-oriented
leadership styles are positively related to team learning behaviors [49].

Thus, it could be said that the leadership style, as a transformational one, could be a bet-
ter fit in the administration of projects. Other leadership styles such as ethical leadership
and values leadership have been identified as appropriate for the management of learning
in groups and learning organizations, respectively. For this reason, they are considered
suitable for project management, since they represent models through which the agents
involved in the project become empowered and become an accurate action guide for the
people led.

Research on transformational leadership has attracted considerable academic attention over
the past two decades [50-54]. Transformational leadership has been defined as “charismatic,
visionary, and inspirational actions that influence followers to broaden their goals and per-
form beyond the expectations specified in their formal work roles, and job descriptions,
p. 286" [52]. Transformational leadership contributes to support behaviors to the team within
organizations and acts to improve employee performance, including attitude, behavior, and
performance [55-58].

However, leadership in temporary projects may have a different meaning in permanent and
temporary organizations. In this sense, transformational leadership, which has been shown to
be an effective approach to stimulate high-level commitments in organizations [59], has also
been proven to be useful in the context of the project [47].

Ethical leadership has gained attention in recent years, especially the importance of reduc-
ing behaviors associated with the lack of ethical conduct from companies and profession-
als [60]. Interest in ethical leadership comes from the proposition that ethical leadership
increases employees’ ability to cope with conflict and reduces employee misconduct [61].
Ethical leadership has been positively linked to other behavioral attitudes such as job satisfac-
tion, employee engagement, identification with the organization, and performance of tasks
among other behaviors [62]. Ethical leadership is defined as “the demonstration of norma-
tively appropriate conduct through personal actions and interpersonal relationships, and the
promotion of such behavior to followers through two-way communication, reinforcement,
and decision-making” (p. 120) [63].

Ethical leadership has been singled out as a leadership style that motivates followers to adopt
positive psychological states [64] and engage in beneficial behaviors to the organization [65].
Ethical leadership has been associated with group learning, which as pointed out is closely
related to learning in projects.

Works such as those by [66] show that ethical leadership fosters the psychological safety of
members of work groups. This behavior encourages the proactive participation of follow-
ers in decision-making and their propensity to take risks, practices that are fundamental to
behavior group learning.
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Group learning behavior is defined as “the extent to which [group] members seek opportuni-
ties to develop new skills and knowledge, welcome challenging assignments, are willing to
take risks on new ideas, and work on tasks that require considerable skill and knowledge
(p. 114)” [67]. This behavior allows a rapid adaptation to the current contexts of organiza-
tional changes. Therefore, organizations with a proactive behavior of their work teams are
more likely to achieve long-term competitive success [68].

Ethical leaders act as models for their followers by setting clear standards and holding
employees accountable to those criteria [63]. Ethical leaders serve as models for their follow-
ers by setting clear standards by means of making the employees take the responsibility to go
after those criteria. Ethical leadership promotes the behavior of group learning by providing
a basis for the development of norms and productive practices of group learning [69]. In this
sense, ethical leaders encourage the behavior of group learning by assigning a substantial
value to group rules and procedures and by providing members with formal systems and
training programs that disseminate actual learning to guide group actions and decisions [60].

Another leadership style that shares perspective with ethical leadership, which has also been
identified as suitable for the development of learning organizations, is leadership in values. A
development of this type of leadership focused on learning organizations can be followed in
the work of [70]. For these authors, the figure of a leader in a learning organization combines
two different features: (1) knowledge of oneself and others, which are qualities of emotional
intelligence and (2) behavior guided by values, the so-called leadership in values (see Figure 2).

At present, it is widely known that there is no consensus on the exact nature of emotional
intelligence. Several authors point out different factors that can be included in the concept
of emotional intelligence [71-74]. Following [72, 73], emotional intelligence comprises five
essential characteristics: (1) emotional awareness, to know one’s moods and those of oth-
ers; (2) self-regulation, for the management of one’s attitudes; (3) motivation, to facilitate the
achievement of goals; (4) empathy, to be aware of the feelings and needs of others; and (5)
social skills, to enable mutual and solidarity in relationships.

Therefore, self-knowledge constitutes an important dimension of emotional intelligence. In
short, an emotionally intelligent person, in addition to relating well to others and under-
standing them (interpersonal skills), knows himself or herself and “relates” well to himself or
herself (intrapersonal attributes).

Personal Personal

and social and social
values knowledge

Figure 2. Leadership bases in learning organizations. Source: [66].
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The field of emotions, and more specifically to self-knowledge and knowledge of others,
has been addressed by leading business leadership experts such as [75-79]. Specifically,
[75] who addresses the emotional leadership theme. According to him, the importance
of the emotional leader lies in the safety of his or her behaviors (emotional stability).
Additionally, the new leader must also be able to create group culture and organizational
culture, without overshadowing the ability of each in the collective effort. The founda-
tions of emotional leadership are based on values such as commitment (fostering talent and
directing it to the common interest), communication (first of all knowing to listen), integrity
(sharing of tensions), etc.

The style of leadership proposed by [80] is based on the leader values: when his or her values
are correct, he or she will follow proper actions. The values are references concerning the
course of the appropriate action; they are guides for decision-making. The path to leadership
has two objectives: (1) an internal one, of personal perfection through practice, and (2) an
external one, of social harmony, a result of the leader’s behavior.

The first objective, personal perfection, seeks to discover and cultivate its good internal quali-
ties in two different ways: (1) prudent thinking, thinking before acting: the person must be
open (see situations from all points of view and without bias), altruistic (doing the right thing
without seeking the only personal benefit), and disciplined (assuming one’s mistakes); (2) the
word prudent: value sincerity first, and (3) conservative actions: be careful with actions. It is
about combining simplicity with refinement.

The second objective, social harmony, is reflected in true self-confidence. These are the lead-
er’s characteristics: (1) he or she is virtuous: he or she tries to do the right things; (2) he or she
grants responsibility to the right people; and (3) he or she identifies himself or herself with the
interests and well-being of all.

Specifically, the role of a leader in building learning organizations, and also in the construc-
tion of learning projects, is to foster learning environments [81]. The fundamental role of
leaders of learning organizations is to promote and coordinate actions, resources, and services
that improve the learning conditions of the group members [82].

4.2. The culture of a learning project

The concept of organizational culture has originated in the cultural anthropology and has
become popular in the study of organizational behavior and the business management [83].
In general, organizational culture refers to the set of values and beliefs that provide norms of
behavior for the members of an organization [84]. Organizational culture can be defined as:
“the collection of traditions, values, policies, beliefs, and attitudes that constitute a pervasive
context for everything we do and think in an organization (p. 1)” [85].

Empirical evidence suggests that organizational culture plays a significant role in organiza-
tional effectiveness [83] and knowledge development [86]. And, culture strongly influences
the employees” behavior beyond control systems, procedures, and official authorities [87].
Therefore, the organizational culture becomes a powerful tool to obtain the results that are
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expected by the administration [88]. The culture of an organization is a junction of different
cultural orientations [89], which allows the analysis of the various types of cultures in orga-
nizations. In line with these approaches, project management generates a project culture that
develops values that drive the project.

In the words of [90], “great projects create a revolutionary project culture. The execution of
great projects often requires a different project culture, which can spread to an entire organi-
zation (p. 20).” Project culture facilitates learning and drives innovation and change, which
would mean that the project culture has traits of a culture of learning and innovation, but also
develops other values such as trust and commitment.

The learning culture has been defined as the culture that is oriented to the promotion and
facilitation of workers’ learning, to their participation and diffusion, and to their contribution
to organizational development and performance [91]. The learning culture has a significant
role in the organizational learning development and in mechanisms that reinforce learning
[92, 93]. In this sense, literature revision about learning strengthens the idea that a learning
culture is critical in spreading the lessons learned [94, 95].

An important aspect that characterizes a learning culture in a project is the acceptance of
errors as a learning process. Repeated mistakes are a characteristic of organizational life [96]
and generally make part of this. Learning from experience within an organization should be
public, a recorded activity. The author is strongly in favor of postproject reviews. In general,
the learned lessons about tasks that had major problems are recorded at the end of the proj-
ects. The “learned lessons” documented from past projects become an unpriced source of
knowledge in project management. It is quite remarkable that these failures, the lessons that
were learned, are fed into an appropriate system and available for consultation by the team.

In spite of being considered important, sometimes the registration of mistakes and failures are
not recorded. According to studies of [97] also confirmed in Ref. [96], the main reason for this
kind of inaction is pointed out as a lack of employee time. But, the author adds more reasons
such as lack of management support and lack of incentive, resources, and clear guidelines.
Nevertheless, it is recognized that the wise record can provide time and save energy, besides
optimizing. Also, it is an outstanding and unparalleled opportunity for project managers to
learn from mistakes not only from others but also from their mistakes and, from there on, to
act upon the lessons learned.

Innovation is of great importance to project management. In fact, [98] point out that a project
is a primary source for implementing changes. According to [99], there is a tendency in the
project management literature to equate the project with an innovative organization, which
makes innovation management a success factor for the project [100]. For all this, an innova-
tive project develops a culture that stimulates commitment and behavior toward innovation.
Innovation is a process of transforming opportunities into practical use [101]. In general, com-
panies with a greater capacity for change will be able to respond more efficiently to changes
in the environment and achieve a sustainable competitive advantage [102]. For this reason,
[103] point out that companies need to improve their innovative culture so that all members
seek new products, services, or processes.
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Values that characterize a project culture are related to those benefits of learning and inno-
vation but are also distinguished by the trust [5] and commitment [104], especially if one
considers the uncertainty that sometimes surrounds the management of projects. Risk arises
from the factors associated with the project [105], for example, uncertainty in the level of
performance of project members, the quality and reliability of the work undertaken, and the
alignment of the objectives of each part.

4.3. Structure of a learning project

The organizational structure represents a set of expectations about whom, what rules and
procedures should be followed, how decisions are made, and what control should be used
[106]. A mechanistic structure provides formalized prescriptions about how members relate
to each other and complete their work. Overall, differences in organizational structure can
range from flexible, informal, loose, and decentralized operations to rigid, formal, restricted,
and centralized services [107].

The organizational management of the project comprises the set of essential components for
the administration of the project [108, 109]. The management of organizational projects dif-
fers from the level of organization, as it covers the entire organization, including all groups,
operations, and projects. Corporate design is then present in three tiers [110]: organization,
management of organizational projects, and projects. In this research, we focus on project
management. In this sense, the organization chart of a project refers to how the project orga-
nization is designed, what competencies are involved, how the work is shared, and how
responsibility is assigned [111].

In general, contingency theory represents an important pillar in the study of organizational
design [112]. The fundamental idea of this theory is that activities should be organized differ-
ently depending on certain exogenous contingency factors. The scientific concern is limited
to adequate parameters of contingency, as pointed out by [113], and some studies emphasize
the environmental dimensions as the market and others focus on the technology used. This
theory has also been valid for the design of projects as [114] pointed out, for which the dimen-
sion design of the project is divided into three subdimensions:

¢ Strategy and structure, representing the permanent environment that is temporarily linked
to an organization,

* Management project and team project, including methodologies, tools, and standards ap-
plied to the project, and.

* Culture and social processes, which encompass relationships and interactions between
people working in and with projects, as well as relationships between projects.

At the design stage, especially to significant and complex projects, the primary challenge is
to coordinate the many specialist technicians involved [115]. The coordination of a project
requires the exchange of information between members [116], which sometimes becomes
complex, especially if it involves coordinating multidisciplinary teams [117].
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Communication is a significant factor that contributes to the success of the project [118], for
example, communication is crucial for controlling time and cost [24]. Poor communication
among project members is one of the leading causes of complications arising during the pro-
cess of a project [119-121]. For this reason, communication management is essential in proj-
ects. Management of communication in projects involves activities that facilitate the creation,
distribution, and understanding of information [122].

4.4. Learning opportunities in a learning project

The term “learning opportunities” has a broad meaning; in fact, it could encompass culture
and leadership as well as the learning structure [123]. However, this concept can be limited
to learning opportunities related to training and development. We are referring to on-the-job
training.

The importance of training is that employees acquire new knowledge and skills, as well as
new ways of working and new tools. Training provides opportunities for employees to learn
throughout their lives and also to develop a career path. On the other hand, the importance
of training is also due to the increase in competitiveness, productivity, quality around the
company, and the management of projects. Also, investment in training is one of the most
important aspects when a project is intended to grow since training translates into productive
human capital and an instrument that generates greater growth and performance for projects,
which impact satisfaction of customers.

Training is one of the most valuable human resource tools for improving the productivity
of workers, groups, and organizations as a whole, and it has been emphasized as an impor-
tant means of learning in organizations [124]. Also, during the change processes, companies
demand training to adapt their skills to the new needs arising from the processes of change
[125]. In general, it has been noticed that training is a tool that facilitates innovation and
change initiatives [126].

Investment in training has been considered as being very beneficial for the development of
projects [127]; especially the importance of training for project managers has been empha-
sized [128]. Notably, two reasons why training project managers of projects are important
have been highlighted [129]. The first reason is that basic knowledge of a project is quite
broad; it covers an extensive set of areas of particular knowledge of project management; the
project manager must have an in-depth understanding of industry, technology, and manage-
ment issues, which are likely to be found in the projects. The second reason is that project
discipline is both theoretical and practical, and it is not enough that the project manager has
an abstract and conceptual knowledge of methods, tools, and management practices, and the
director should also be able to apply this knowledge in complex operating environments.
Therefore, education and training of project managers should be considered as a multidimen-
sional and complex process. The study by [130] identified three main areas of intervention
through training; the first is the development of critical thinking to manage complexity; the
second is the creation of simple parameters to manage projects; and the third is the manage-
ment of interpersonal skills rather than technical skills.
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Given the unique characteristics of a project such as its duration determined in time and a
particular context, sometimes it will be necessary to intervene directly and promptly in a
learning problem or a new situation of change. In these cases, training must be immediate and
adjusted to the problem and context, and this is what [131] call “just-in-time training” (JIT-T):

JIT-T means “as needed” training rather than accumulating an inventory of know-how that is
lost over time. JIT-T indicates not only at the right moment but also just enough training, and
in just the right context. JIT-T may also be considered as a rediscovery of on-the-job training
in a self-paced manner [131].

Therefore, training and education have traditionally been considered as fundamental ele-
ments of project management [132]. Thus, research shows that training is a key factor in the
implementation of projects [133].

5. Conclusion

5.1. Some references of human resource management in project management

Whether developing a system-wide strategic plan, promulgating an organizational devel-
opment (OD) intervention, producing a new training curriculum, or supporting indi-
vidual learning at work, human resource development (HRD) activities are more often
organized in projects [134]. Project work has become increasingly prevalent in organiza-
tions around the world and is an important consideration for the success of the organiza-
tion [135]. Project management has become an essential organizational competence [136].
As a project management research, the methodology and development of the theory have
increased, so that corporate and investment in knowledge and project management per-
sonnel have improved [137].

“Human capital is of unique importance in today’s economy because a growing number of
organizations rely on their employee’s knowledge-related capabilities versus their physi-
cal labor to achieve business goals (p. 4)” [138]. And undoubtedly, one must agree with
the author that this is especially applicable and valid for project teams. As [139] point out,
the success or failure of projects depends on the people who are involved in it, so human
capital in project management is an important issue to analyze in the management of the
projects [140].

The purpose of human resources in the project management area is to build a cohesive team
to ensure that the project has the sufficient and suitable personnel, with appropriate skills and
experience to fully contribute to the achievement and success of the project.

Some questions must be answered in the election of human resources in a project such as
which sorts of resources are required, which number of resources is adequate for the tasks and
deliverables, or even, the staff required and the time necessary for phase, what kind of skills
are needed, how they will be acquired, and when and for how long they will be required.
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Another answer that must be replied to is for instance what core skills, competencies, and
experience the professionals need to present to occupy a variety of roles during a project.

Developing a human resource plan, acquiring, developing, and managing a project team
are steeped and embedded actions in a project. Developing a project team is the process in
which the project manager improves the competencies and team performance as a whole.
On the other hand, in specific situations, as faced in developing countries, the shortage
of human capital at managerial and executive levels may have unfortunate consequences
for successful project completion and [141] have summarized the same in their findings.
Management in the context of project management comprises actions such as leadership
and team building.

5.2. Contributions of the work to the management of the projects

Following the perspective of the learning organization [36], this work has as main objec-
tive to propose a model of the learning project. The idea is that workplaces should encour-
age and motivate learning so that personal and organizational growth is achieved. But
for learning to take place, a series of conditions or factors that influence learning should
be facilitated. Among these factors, the following were highlighted: progressive leader-
ship, cooperative teams, openness at work, a realistic workload, mechanisms to recognize
staff, and participation in decision-making [142]. This work has developed based on these
proposals.

The learning project we propose is based on four pillars related to nontangible aspects of
strategy, leadership, culture, structure, and learning facilities. Leadership is the project
guide that brings together the shared interests of the project and the leader of a proj-
ect becomes a leader of learning [143]. Also, through leadership, a culture and a project
structure are generated and consolidated. At the same time, structure and culture are
interrelated, so an effective communication management plan (as part of the structure
of a project) fosters a collaborative culture that in turn develops a cohesive project team
[144], which in turn promotes participation in decision-making and lays the ground-
work for learning in the project [24]. The last pillar of the model is continuous training.
Training forms the basis of the model; thanks to the training, a full range of skills are
developed that are necessary for the development of the project, which by its very nature
is multidimensional.

In short, the model proposed is based on leadership [145]. Leadership drives a culture and
a learning structure, and all this is consolidated through continuous training as a powerful
means of learning throughout life.

Also, it would be required to consider that, although project management traditionally fits
with a positivist epistemological framework, projects are often characterized as separate (to
the “regular” organization) and temporary and the tasks that are performed focus on the
unique objectives of the project [146]. However, teams are often socially and contextually
intertwined beyond their host organizations and often pursue goals (stated or implicit) that
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go beyond traditional measures of real projects such as personal learning, knowledge devel-
opment, career advancement, or organizational cultural changes [147].

All these aspects should be considered in the development of the project, especially if you
take into account that the basis for success or failure of projects depends on the people who
are involved in it [139, 140]. The search for a balance between the objectives of the project and
the interests of their participants can ensure a better outcome of the project.
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