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Abstract.The aim of this research is to introduce a new online educational method to support project
managers to improve their competencies. Based on authors’ experiences and survey, e-portfolio has been
chosen as a newest online learning method to support project managers’ competencies. E-portfolio as a tool
can be used in both online and offline mode.The questionnaire distributed among professionals in senior
Executive level, manager level, and senior manager level, and also five industry sectors: Accounting/Finance,
Building/Construction, Engineering, Admin/Human Resource and Information Technology. The result of this
paper is a proposed framework that can be used for designing new portfolios for project managers learning
purposes. In the proposed framework for enhancing project managers’ person-related competencies, jobrelated competencies, and also contextual competencies, e-portfolio supports such as knowledge sharing,
stimulated virtual software, educational multimedia software, online standard accessibility, educational
software, online updated organization policies and online bilateral relations among project managers and
suppliers are proposed.
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1. Introduction
1.1

E-Portfolio:

An electronic portfolio (also known as an ePortfolio, e-portfolio, efolio, digital portfolio, webfolio and
etc) is essentially an electronic version of a paper-based portfolio created in a computer environment, and
incorporating not just text, but graphic, audio and video material as well. There are three main types of eportfolios, although they may be referred to using different terms: Developmental (e.g., working), reflective
(e.g., learning), and representational (e.g., showcase). A developmental e-portfolio is a record of things that
the owner has done over a period of time, and may be directly tied to learner outcomes or rubrics. A
reflective e-portfolio includes personal reflection on the content and what it means for the owner's
development. A representational e-portfolio shows the owner's achievements in relation to particular work or
developmental goals and is, therefore, selective. When it is used for job application it is sometimes called
Carrier portfolio. The three main types may be mixed to achieve different learning, personal, or work-related
outcomes with the e-portfolio owner usually being the person who determines access levels. There are three
main uses for electronic portfolios: for students while studying, for graduates while moving into or through
the workforce, and for institutions for program assessment or accreditation purposes (Lorenzo & Ittleson,
2005a). The first use allows students to demonstrate their competence (Milman & Kilbane, 2005); develop,
demonstrate and reflect on pedagogical practice; show their attitudes, knowledge and skills (Sherry &
Bartlett, 2005);Document how inquiry works in practice; and provide evidence of reflection (Smits et al.,
2005). Electronic portfolios are most commonly used in this way in colleges of education (Lorenzo &
Ittleson, 2005a). The second is a way for graduates or those already in the workforce to gain licensure or
registration (Milman & Kilbane, 2005; echeone, Pigg, Chung, & Souviney, 2005);to showcase their
qualifications and competencies in job interviews, for appraisal, or for promotion (Milman & Kilbane, 2005);
as well as for critical reflection and learning purposes (Lorenzo & Ittleson, 2005a). The third use is as a
vehicle for institution-wide reflection, learning and improvement to demonstrate institutional accountability,
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to make accreditation processes more visible, and to show collective student progress (Lorenzo & Ittleson,
2005a).

1.2

Learning in Project Management

Organizations in order to develop their personnel and of course their project managers skills need to
engage them in problem solving, decision making and allow them to come up with new ideas in working
groups. Project managers through this learning method can improve their collaboration, communication and
critical thinking skills. Keser and Karahoca (2010) in their research mentioned the aforementioned approach
as an interactive education tool which can be used in project management courses.Another way for
advancing project managers knowledge is applying post-project review. “Post Project Review” enhances the
body of knowledge in organization. In a research conducted by Anbari, Carayannis, and Voetsch in 2008 the
importance of post-project review in future project success and also organizational competitiveness is
highlighted. Furthermore, the planned changes in organizations need a lot of people to be involved (Kotter,
2007; Schifalacqua et al. 2009). By involving the project manager’s in the process of planned changes in
organization they would be motivated to the changes. In order to facilitate the process of planned changes in
organization the method of “Action Learning” can be applied. In this method, project managers in order to
improve their performance try to study their own actions and experience. On the other words they review the
actions they have taken and discuss about the results of their actions and based on the results of the
discussion, they can identify the best actions for adaption to the planned changes in organization. Therefore,
learning process in organizations not only helps them to develop more competent personnel and project
managers who have the abilities of decision making, critical thinking, and a sense of collaboration and
communication with other project team members, but also increases the body of knowledge in the
organization as a strong tool for future project success and organizational competitiveness and also helps for
adaption to the changes in organization to be matched with the market demands.

2. IMPORTANCE OF THE RESEARCH
As it is acknowledged by leading project management institutes such as Project Management Institute
(PMI), International Project Management Association (IPMA), Australian Institute of Project Management
(AIPM), and Association for Project Management (APM), achieving competency is a continuous activity for
project managers. Thus, achieving competency needs a continuous improvement process. Through a
continuous improvement process, project managers not only would be ready for more challenging project
like complex project, but also they can widen and deepen their competencies to grow to higher management
levels such as Project Director Level or even Executive Project Director Level.By applying e-portfolio as a
tool for continuous improvement process in organizations, both project managers and organizations can
benefit from its advantages. From individual’s perspective, it helps project managers to expand their
technical and project management knowledge. Moreover, project managers also can develop their knowledge
and experience in other required competency aspects such as job-related competencies, contextual
competencies, and personal characteristics. From organizations perspective, e-portfolio help them for
updating their personnel and of course project managers’ knowledge to have more knowledgeable personnel.
In addition, through applying e-portfolio, organizations can achieve solutions for problems they are facing
with, and also the tacit knowledge can be shared among organizations from one organization to another one.
Furthermore, in one hand, through applying e-portfolio, organizations senior management such as CEOs can
highlight the mission and vision of organization to all personnel and they can make sure there is a common
understanding among all personnel about organization short-term and long-term objectives; and on the other
hand, personnel can transfer their ideas and comments about organization issues in a active way to higher
management.

3. RESEARCH METHODOLOGY
In this study in order to evaluate the role of portfolio in project manager's competencies, two phases are
defined. In the first research phase, experts’ recognition about e-portfolio and also the usage of e-portfolio in
their workplace is evaluated. The questionnaire distributed between 730 professionals in senior Executive
level, manager level, and senior manager level, and also five industry sectors: Accounting/Finance,
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Building/Construction, Engineering, Admin/Human Resource and Information Technology. Totally 374
usable responses were obtained. The results show that around 84 percent either have never heard about eportfolio or never have used it in their industry. Only 58 professionals or around 16 percent have used it
before in their workplace. Then the advantages of using e-portfolio in workplace from those 58 professionals
who has used e-portfolio before were asked. The result shows that respondents strongly believe that using eportfolio is helpful in self-directed learning and also helpful in continuing professional development.
However, respondents believed that in the existing e-portfolio methods, interaction between project
manager’s and also learning based on learner’s own pace and requirements are not sufficient. In the second
research phase, based on literature review, previous experiences in project management, senior software
experts’ suggestions, and also the analysis of the study, a framework which suggests e-portfolio supports on
project manager’s competency components is proposed.

Table1:Demographic Profile of Respondents

4. Proposed Framework
In order to enhance the project managers’ competencies in three main categories of person-related
competencies, job-related competencies and also contextual competencies e-portfolio as a new tool is used.
For instance for promoting project manager’s competencies in project management and also technical
competencies can use knowledge sharing and simulated virtual skills, for improving project manager’s
personal characteristics can use educational multimedia software, for job-related competencies can use
online standards, for contextual competencies can use educational software, online updated organization’s
policies, and online bilateral relations between project managers and suppliers.
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Person--Related Coompetenciess-Woodruffe (1991) defin
ned this com
mpetency as a dimension of behavior..
Robert (19997) defined it as input-bbased criteriaa, which meaans personall behavior, ttraits, and ch
haracteristicss
that a persoon brings to projects.
p
Garravan and Mcguine
M
(200
01) believe thhat this com
mpetency is more
m
popularr
in US ratheer than in Euurope. Gadekken (1994) inn his researcch distinguished six behaavioral comp
petencies forr
effective prroject managgers. Accordiing to the Am
merican Man
nagement Asssociation, ccompetency is
i defined ass
the characteeristics of a person
p
whosee performancce is superiorr (Boyatzis, 1982).
Job-Reelated Comp
petencies- Roberts
R
(19977) defined this competenccy as perform
mance standaard, which iss
expected to achieve. Thhis competency is also knnown as funcctional competency (Marttin and Stain
nes, 1994) orr
task-specific competenccy (Bergenheengouwen, 1996) or job-focused (Hoolmes and Joyyee, 1993). Elkin
E
(1990))
addressed thhis competenncy as “microo competenccy”.
In orderr to define reequired job-rrelated comppetencies, firrst of all an analysis
a
for tthe job shoulld be carriedd
out in ordeer to identify
fy job requirrements. Thrrough this jo
ob analysis most imporrtant tasks distinguished
d
d
(Cardy and Selvarajan, 2006). The assumption
a
f identifyin
for
ng these com
mpetencies is that the job is fixed andd
therefore, thhese competencies have a static natuure. In order to define the required joob-related co
ompetencies,,
job expectations shouldd be rigorouslly explainedd. The importtance of this type of com
mpetency in projects
p
withh
e
clearly,
c
like constructionn industry is higher thann
a consistentt set of tasks that all funnctions are established
other types of projects like
l
researchh projects forr developing a new produuct that conteextual competencies andd
person-relatted competenncies are more importantt.
Contexxtual Comp
petencies-In a researchh carried ou
ut by Craw
wford (2005), results showed
s
thatt
competencies valued by
b project management
m
practitionerss were diffeerent from ccompetencies valued byy
senior manaagement. Thherefore, in order
o
to havve a compreh
hensive com
mpetency stanndard which
h all parties’
expectations are fulfiilled accorddingly, conttextual com
mpetencies should be addressed. Contextuall
competencies include client-related competeencies, orgaanization-related compeetencies, en
nvironmentall
competencies, and sub-ccontractors/ssuppliers-relaated competeencies.

5. Fu
urther Woorks:
Based on
o this reseearch still yett e-portfolio could be mo
ore developeed, using Inttelligence techniques wee
support ourr portfolio to be more sm
mart and be more
m
effectiive and efficient for Project Managerrs.More overr
having onlinne communiity such as Social networrks would support
s
projeect managerss to share theeir ideas andd
their knowledge and exppand their exxperience thrrough virtual communitiees.
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