Capitulo 17
Competéencias em
Gestao de Projetos




Agenda

m) 1. Competéncia
2. Modelos de competéncia do individuo
3. Modelos de competéncia da equipe

4. Resiliéncia
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FUNDAMENTOS

EMGESTAO DE
0JET0S

Competéncias =

7

Nossos
profissionais
estdo fazendo o
melhor trabalho
possivel?

Eles estdo
qualificados?

Competéncia
de Equipe

Competéncia

Individual Estamos trabalhando

com uma equipe de
alta performance
com toda eficiéncia?
A equipe nos
incentiva a produzir
solugdes mais
rdpidas, mais
baratas e melhores
que levem a
satisfagdo do
cliente?

Competenci
em GP

Competéncia

A organizagdo e
Organizacional

oferece um ambiente
que incentiva a

condugdo de projetos
de forma eficaz? Maturidade em
Gestao de Projetos




Competéncias Individuais




Agenda "
1. O que ¢ competéncia
m)2. Modelos de competéncia do
individuo
3. Modelos de competéncia da equipe

4. Resiliéncia




PMCD - PMI (2017)




Project Manager Competency Development
(PMCD)

Desenvolvimento de competéncias do Gerente de
Projetos

O que é Competéncia no contexto do PMCD?

“Competéncia ¢ um termo largamente utilizado e que
significa muitas coisas para diferentes pessoas.
Engloba conhecimento, habilidades, atitudes e

comportamentos que estdo relacionados com
Performance Superior de Trabalhos”

(Boyatzis 1982).
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2)

3)

FUNDAMENTOS
EMGEST

Trés dimensoes do PMCD o

Dimensao Conhecimento em GP (Project Management
Knowledge) — analisa os conhecimentos dos gerentes em
Gerenciamento de Projetos. Foca no conhecimento nas areas de
conhecimento e grupos de processo do PMBoK.

Dimensao Desempenho em GP (Project Management
Performance) — analisa o que os gerentes de projetos sao
capazes de fazer se utilizando dos conhecimentos em GP. Foca

no desempenho nas areas de conhecimento e grupos de
processo do PMBoK.

Dimensao Competéncia Pessoal (Personal Competency) —

analisa as caracteristicas basicas de personalidade ¢ a Ainda n3o esta
capacidade pessoal de realizar o projeto. Foca em habilidade: a“glt‘/laBdoKaé’ ”(‘;VO
(0] . €aq.

pessoais.




PMCD Assessment

¥ Questionario distribuido nas trés dimensoes, utilizando
respostas em escala de likert 5 pontos.

{Conhecimento
n .
Competéncia atual do
Um gerente de i
3 gerente de projeto
projetos competente
o — Desempenho
Competence .
pe Description of Level
Level

4 Limited experience or knowledge is required in this competence
2 Some knowledge and experience of this competence is required
3 This competence needs to be demonstrated though may only be partially demonstrated and

could be performed under supervision
4 Full competency is required, supported by knowledge and experience
5 Full competency, supported by deep knowledge and broad experience; the individual is likely to

be regarded as a thought leader

7

PMI (2017)




Competéncias pessoais

| | Competéncias
Pessoais

u 6. Comunicar-se ‘

6.1. Ouve
ativamente,
entendee
respondeaos
stakeholders

6.2. Mantém
linhasde
comunicacio

6.3. Garante
qualidadeda
informacao

6.4. Customiza

acomunicacao

deacordo com
o ouvinte

u 7. Liderar ‘

S O

7.1. Cria ambiente
detime que
promovealta
performance

7.2. Constrdie
mantém
relacionamentos
eficazes

7.3.Motivae
orienta a equipe
do projeto

7.4. Assume
responsabilidade
porentregaro
projeto

7.5.Usa
habilidades de
influéncia quando
necessario

J 8. Gerenciar

| 9.
u Capacidade

- ] ; == —Ii

8.1. Constréie
mantém a
equipedo

projeto

8.2.Planejae
gerencia para
o sucesso do
projeto de
forma
organizada

8.3. Resolve
conflitos
envolvendoa
equipedo
projeto e
stakeholders

\ o

cognitiva

9.1. Tem visdo
holistica do
projeto

9.2.
Efetivamente
soluciona
controvérsiase
problemas

9.3.Usa
apropriadament
e ferramentas e
técnicas de ger.
de projetos

9.4. Busca
oportunidades
para melhorar

resultado do
projeto

1

L‘ 10. Eficicia

u 11. Profissionalismo

10.1. Soluciona
problemasdo
projeto

10.2. Mantém o
envolvimento,
motivacaoe
suporte dos
stakeholders do
projeto

10.3.Mudano
ritmo exigido
para atender
necessidades do
projeto

10.4. E assertivo
quando
necessario

Fa

11.1. Demonstra
compromisso com
0 projeto

11.2. Opera com
integridade

11.3.Lida com
adversidades
pessoaise
coletivas de forma
sutil

11.4. Gerencia
uma forca de
trabalho diversa

11.5. Soluciona
questoes
individuaise
organizacionais
com objetividade

PMI (2007)




Avaliacao

Unidade de Competéncia: Lideranga

Guia, inspira e motiva os membros da equipe e outros stakeholders para atingir
efetivamente os objetivos do projeto

Elemento: Cria um ambiente de equipe que promove alta performance

Critério de desempenho Tipos de evidéncias Auto avaliacdo  Avaliacao do

assessor
Expressa expectativa positiva da equipe Feedback documentado da Atende Atende
equipe sobre: expectativas expectativas
*Reconhecimento das 3) 3)

habilidades dos membros da
equipe

*Suporte a tomada de decisdo

PMCD Framework Performance Required Importance Self-Assessed

Element

Communication

Criterla

Actively listens

Proficlency

3-Average

5-High

Rating

3

Communication

Engages stakeholders

4-Above average

4-Above average

5

Influencing skills

Uses experts to
persuade others

3-Average

2-Not essential

2

PMI (2017)




Tl‘iﬁﬂg“lo de Talentos (PMI, 2017)




ICB (IPMA, 2016)




Olho da Competéncia

Perspective

(©)} -

Project

(@ (IPMA, 2016)
(IPMA, 2006) e
¥ 3 areas de competéncias ¥ 3 areas de competéncias
= Contextuais; = Perspectiva;
= Comportamentais; = Pessoais;

= Técnicas. = Praticas.




Olho das competéncias

~ r  Auto Gestio

Estratégia, »  Integridade
Governanga, . »  Comunicagdo
Regulamentagfes Perspectiva Pessoa »  Relacionamento
Poder & Interesse dr Lideranga
Cultura & Valores - »  Trabalho em Equipe

r  Crises & Conflitos

»  Desenvoltura

r  Negociagdo

Olho ga . - = Orientago a Resultado.
Competéncias

L

@

Prdtica
f . !
»  Design »  Recursos
r  Requisitosd Beneficios r  Aquisigiies & Parcerias
=  Escopo »  Plangjamento & Controle
»  Tempo »  Risco & Oportunidades
*  Organizagdo & Informagdo = Stakeholders
r  Qualidade »  Mudanga & Transformagdo
r  Finangas = Selegdo & Balanceamento




Criterio & Avaliacao

1 Habilidade de comunicar-se

Num. Caracteristica +10]- Oposto
Ouve cuidadosamente os Negligencia colocacdes dos outros,
1-1 outros, deixa os outros falarem. interrompe os outros, fala muito.




Agenda

1. O que ¢ competéncia
2. Modelos de competéncia do individuo

3. Modelos de competéncia da equipe

m4. Resiliéncia




Resilieéncia em
Psicologia

= Capacidade de o individuo lidar com
problemas, superar obstaculos ou resistir a
pressao de situagcoes adversas

= Balanco entre tensao e vontade de lutar e
vencer

= Capacidade de transcender - renascer apos
uma situacao de sofrimento e adversidade, de
forma a aprender com esta experiéncia e
utiliza-la para viver melhor

Job (2003), Poletto e Koller (2006)




Resiliencia - Fatores

1. Administraciao das Emocoes
# habilidade de se manter calmo diante de uma situagdo de pressdo

2. Controle dos Impulsos
* habilidade de regular a intensidade do impulso, dando assim a apropriada
intensidade a vivencia de uma emogdo e ndo agindo compulsivamente
3. Empatia

# habilidade de compreender os estados emocionais e psicoldgicos dos outros

4. Otimismo
# habilidade de manter firme convicgdo de que a situagdo vai melhorar, quando
envolvidas em adversidades
5. Analise do ambiente (causal)
r habilidade para identificar precisamente as causas dos problemas e das
adversidades
6. Auto eficacia
= senso de ser eficaz nas agoes

7. Alcancar Pessoas.
s r habilidade de se conectar a outras pessoas para viabilizar solugdes para as

nnnnnnnnnnnnnnnn

nnnnnnnnnnnnnn "5 wunoLEs adversidades
Reivich e Shatté (2002)

Rewvich K, Shatté A. The Restlience Factor. 7 Essential Skills for Overcoming Life’s Inevitable
Obstacles. New York — USA: Broadway Books — Random House; 2002,




Resiliencia

Resilience Quotient Test

N —

sempre, € 4-sempre)
aspectos negativos)
Fator

Administracio das Emo¢oes(AdEm)
Controle dos Impulsos (CntImp)
Empatia (Emp)

Otimismo com a Vida (OtmVd)
Analise do Ambiente (AnlAmb)
Autoeficacia (AutEfic)

Alcancar Pessoas (ALcPes)

Instrumento composto de 56 questoes.
Escala Likert 4 pontos (1-nunca, 2-algumas vezes, 3-quase

Questoes
Aspectos Positivos

13;25;26 e 56
04;15;42 ¢ 47
10;34; 37 ¢ 46
18;27;32¢53
12;19; 21 e 48
05;28;29 ¢ 49
06; 08; 14 ¢ 40

Cada fator contém 8 questoes (4 abordam aspectos positivos ¢ 4

Reivich e Shatté (2002)

Questoes
Aspectos Negativos

02;07;23 ¢ 31
11;36; 38 ¢ 55
24;30; 50 ¢ 54
03;33;39¢43
01;41;44¢52
09;17;20¢ 22
16;35;45¢e 51

FUNDAMENTOS "]
EMGESTAODE
PROJETOS

- == :

T EI oves

(1) — Munca
(2) — Algurnas v
[3) - Cluase semy

I:-l} -:‘:-L':I]'l[1 re




Capitulo 16
Rumo a Maturidade em
Gestao de Projetos




Conceito de Maturidade

¥ O conceito de maturidade esta diretamente ligado
ao conceito de aprendizagem organizacional

ORGANIZACOES IMATURAS

*Ad hoc; processo improvisado por profissionais e
gerentes.

*Nao ¢ rigorosamente seguido e o cumprimento nado ¢
controlado.

*Altamente dependente dos profissionais atuais.
*Baixa visdo do progresso e da qualidade.

*A funcionalidade e a qualidade do produto podem
ficar comprometidas para que prazos sejam cumpridos.

*Arriscado do ponto de vista do uso de nova tecnologia.

*Custos de manutengdo excessivos.
*Qualidade dificil de se prever

(Senge, 1994; Paulk et al, 2001)
ORGANIZACOES MADURAS

*Coerente com as linhas de agdo, o trabalho ¢
efetivamente concluido.

*Definido, documentado e melhorando continuamente.
*Com o apoio visivel da alta administra¢do e outras
geréncias.

*Bem controlado — fidelidade ao processo ¢ objeto de
auditoria e de controle.

S0 utilizadas medi¢des do produto e do processo.
*Uso disciplinado da tecnologia




Grau de Maturidade

= O quanto esta organiza¢ao ja caminhou na
busca da obtencao da exceléncia no
gerenciamento de seus projetos

= O quanto os processos desta organizacao estao
orientados aos seus projetos

= Fornece informacoes sobre a cultura de uma
organizagao em relacdo ao gerenciamento de
projetos




Modelos de Maturidade

Dominios
— L= L ! Objetivos Indicador Meta Iniciativas | Responsavel
= 3
- — |
i o Ll
8y Wi
b A==

Plano de Melhoria
(assessment)

Avaliagdo
(assessment)

(Carvalho, 2014)




Project Management Maturity
(PMM)

¥ Modelos mais conhecidos PMMM (Kerzner,
2001) e OPM3 (PMI, 2013)

¥ PMMM fo1 baseado no CMM

¥ Visa promover métodos para a melhoria da
gestao de projetos no ambito das organizacoes.

¥ Permite que as organizacoes facam benchmark
com outras no ambito da GP.




Project Management Maturity Model
PMMM

Reconhecimento da necessidade

da GP, dos seus potenciais

beneficios, aplicagbes da GP nos
negocios e mudangas necessarias
para implementacéo.

ruuuAMENTﬂS
EMGESTAO DE
PROJETOS

Melhoria de 5- Melh/oria
Processo Continua

Educacao da geréncia de linha, Desenvolvimento de um sistema
suporte e comprometimento,

gerencial de custos/programagéo,

liberagdo de funcionarios chaves integragéo do controle de custos
para treinamento em gestao de e tempo, desenvolvimento de um
projetos.

percurso educacional para
suportar a GP e destacar
habilidades individuais.

Embrionaria

Aceitacao
da geréncia
executiva

Aceitacao
da geréncia
de linha

Maturidade

Crescimento | Maturid

U

Suporte visivel e entendimento
dos executivos, sponsorship.

. daAla | Méda

Fase critica

Desenvolvimento do ciclo de vida e de uma
metodologia da gestdo de projetos da
companhia, comprometimento com
planejamento, minimizacdo de mudancgas no
escopo, selegcao de um software de GP para
suportar a metodologia.




OPM3

Organizacional amplia o dominio de em um Unico
projeto, que € o caso do PMBoK.

IN[CIO
Maturidade implica que as capacidades devem crescerf

ao longo do tempo com o objetivo de produzir sucesso\( =
em GP

/ satisfeito \

com
: ' . .\ Resultado
Logica de Melhoria 3 o
Continua
Avaliagao de !
Desempenho
B Portfelio Resultado da S
[ Programa Avaliagéo
[] Projeto

Foco apenas no projeto

I
N353 30 OYN"

Plano de

I I
Padronizagao Medigao

Controle Melhoria

Adaptado de PMI (2017).




L3

14

de Melhor

agios

r

Est

Melhoria Continua
Controle
Medigao

Padronizagao

OPM3

Planejamento Estratégico

I de
Areas

de L
I

Conhecimento

Processos

:: Atividades :
:ll_de Suporte |

Portfolio

|—'—l

Dominios

Programa

(Adaptado de PMI, 2017)




OPM3

Projeto

Programa Portfolio

Figura 12.5 Distribuigdo das questdes no Modelo de Avaliagio SAM




IPMA Delta Modulo Organizacao (O)

= Modulo O (Organizagao) tem cinco grupos, divididos em 18 elementos de
competéncia, que sdo vistos de uma perspectiva de 360 °.

+ [G] Governanga PP & P,

= [M] Gestao,

= [A] Alinhamento Organizacional,
= [R] Recursos

[P]Competéncias do Individuo

-1

Organisational competence in managing projects Organisation’s

Management e internal context
System
/fl PPEP Governance [G] PPEP Manogement [M] \
[G1] PPEP Mission, [M1] Project Manogement )
Vision, Strategy (M2) Programme Management ki
[ (621 PPEP Management [M3] Portiolio Management =
Development
I [G3] Leadership
MISSION | {641 performance
VISION PP -
STRATEGY I ru Resource Requirements  ppepPeonies’s Compotancas
[R2] Resource State P11 People’s Competences
| [R3] Resource Acquisition Requirements I
BN — [P2] People’s Competences State
[P3] People’s Competences

(IPMA, 2016)

Acquisition
P4} People’s Competenges
Perninme

e e i S —

— J
Organisational learning //




IPMA Delta — Modulo Project Excellence (PE)

= Atender as necessidades de auto-avaliagao de projetos e programas.
# E baseado na Fundacdo Européia de Gestdo da Qualidade EFQM.

People £ Purpose Project Results
Enablers . || Results ’
Leadership People Processes, People Business
- 11 Products £ [f| Results Results AT Leharship S1 pevie
. Services £ Values Weasgoment
A.2. Objectives Processes
Strategy Customers £ Strategy £ Resources
. | 17| Results A.3. Project B.2. Manugement of
Team, Partners Other Key Processes
e £ Suppliers £ Resources
s Partnerships I . Saciety
|| & Resources | Results
Processes £ Resources Learming, Creotivity and Innovation

‘igure 5-2: Mapping between IPMA PEM areas and EFQM criteria

Figure 5-8: The IPMA PEM criteria




Competéncias —
Pesquisas LGP
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Empresa de Engenharia

Servicos Professionais

Solucoes Integradas

EPCs Engineering, Procurement and
Construction

= Consultoria
= Estudos de Viabilidade
* Projetos de Engenharia

r
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Q Mineragao Manufatura g

Energia Olio e Gas o
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Nivel de proficiéncia por fungao e senioridade

Competéncias - Planejamento Fisico

Esta pesquisa tem como objetivo identificar o nivel de proficiéncia de cada fungéo e grau de PY A t 1. e
senioridade nas competéncias de gerenciamento de projetos na disciplina Planejamento Fisico. u O_ ava 13(;30
Este questionario possul apenas guestdes fechadas (mdltipla escolha) e leva entre 25 & 35

minutos para ser preenchido. Tente ndo fechar o navegador antes de terminar o guestionério, ou

as respostas serdo perdidas. Obrigada pela colaborag&ol .Competéncias

* Required

Criterio de desempenho

Caracterizagio do Profissional

Perfil das experiéncias
1) Fungdo na empresa ™
[Estegiro ] dos respondentes

2) Hivel Profissional (NP} *

e

3) Possui certificagdo do Project Management Institute? *
= Sim, PMP
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e Nivel de proficiéncia por fungdo e senioridade

Estatistica TGS?G da
Cr?nl]g:?has . Medina de
Descritiva Mood’s

Ha diferenca significativa entre o grau de proficiéncia entre
diferentes graus de senioridade e de categoria profissional?

Categorias de Trainee; Assistante; Analista Junior;

profissionais Analista; Coordinador; Gerente
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1.5, 2.1, 2.6, 2.14, 1.1,1.2,15,
> 2.17,4.3 ——r—> 1.6,1.12, 2.20, 3.2,
) 412, 42, 43
Analista’'Engenheiro . )
o T Analista’Engenheiro Pleno
Junior
o [ 22,23, 219, oy Wdataoade i,
‘. 12 ‘ ’ 44 ‘ 3.1,32, 4.1.1
Analista/Engenheiro
T | . f, g Gerente
| | Sénior/Coordenador
Assistente/Técnico
o N | 12,13,1.4.1,1.42,
Estagiario 1519 113 23,
12.1.5.1.6. 2.9 2.4,2.5,2.6,2.7, 2.8,
A =¥ L .
Tl 2 211, 212, 217,
— 2.13, 2.15, 3.2, 44 2.21,3.1, 4.1.1,42,
43,44 )
N

1. (Processos de GP), 2. (pessoais), 3. (técnicas) e 4. (contextuais).
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141,15 16,159,
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_/i
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Project Managers’ Competences: What
Do Job Advertisements and the Academic

Literature Say?

Jodo Walter Saunders Pacheco do Vale'

and Marly Monteiro de Carvalho'

Table 6. Methodological Triangulation Analysis: Literature Versus Job Ads.

, Breno Nunes?,

Occurrences Occurrences

Competences Terms Literature Job Ads  Literature Versus Job Ads
Behavioral Leadership 1,323 46 With regard to behavioral competences, the literature, in general,
Communication 734 77 highlights the importance of soft skills, for example leadership,
Emotional intelligence 426 0 communication, and even emotional intelligence. In the job ads, some
Maotivation 189 5 even mention the need for leadership and the ability to communicate in
Influence 164 I the position offered; however, terms such as emotional intelligence are
Dynamic 121 3 not seen. One of the possible reasons for not being so evident is that
Creative 14 3 these competences should probably be analyzed in the later stages of a
Flexibility 14 10 selection process such as group activity and interviews. The fact that
Ethical 94 I some competencies presented in the literature as fundamental for
Sensitivity 57 0 project management are not evident in the advertisements can be an
Total 3336 146 important topic for future research.
% 7% 17%
Technical or  Product 908 7 Technical competences are addressed in the literature, however in a
specific Technical 875 25 more comprehensive and unspecified way than other competences.
Software 868 43 There is an indication that the manager will need to understand some
Industry 694 5 technical aspects related to the project but does not go into detail as to
Engineering 685 138 which of these items specifically. For example, it details that technical
Test 269 15 competences might help the project on a specific neg
Total 4299 233 In turn, the ads get to deepen and explain which software, courses,
% 35% 28% and/or training will be necessary for the project manager. In the ads, it
is possible to see in the descriptions items such as: need for knowledge
in CAD software (computer-aided design) for the ads of project
managers in the area of construction projects and items such as
servers and networks for projects related to infrastructure (IT area).
Management  Planning 474 87 Management competences are approached in identical ways for both ads
PMP certification 132 84 and literature. In general, they demand that the manager have the skills
Resource Management 124 I needed to plan, execute, monitor, and control the project, which
Other Certification 120 89 means competences to build a schedule or a project budget. Some ads
Change Management s 8 even point out the need for the project manager to have the ability to
Monitoring 99 24 allocate resources efficiently and effectively. One difference is that
Negotiation 84 24 advertisements specify some software for the planning/monitoring
Risk Management 84 6 phases of a project, such as Microsoft Project or Primavera.
Total 1,235 323
% 10% 38%
Contextwal ~ Organization 973 25 The li on ¢ | es indicates the importance of
Business 858 28 the project manager to kncvw d|e environment in which the project is
Relationship 484 44 located, the sectors and departments of the organization and the
Environment 477 0 people involved, as well as related processes. Job vacancies indicate
Process 472 34 which specific sectors of the organization the project manager will
Marketing 177 1o need to interact or work with, for example, the finance department,
Total 3,441 141 marketing, and research and development. In this perspective, another
% 28% 17% point that also deserves to be highlighted is the fact that in international
projects, knowledge of a foreign language is a competence required but
probably not needed in countries where the language spoken is English.
Totl 12,311 843
% 100% 100%
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Table 7. Expected Profile of the Project Manager and the Location

With the Largest Number of Vacancies.

Local South and Southeast, with special
emphasis on S3o Paulo - SP

Sector Engineering or IT
General requirements Higher education

Graduate and/or certification
Knowledge of foreign languages,

especially English

Previous experience Preferably yes

Project management
processes

project control

Knowledge Area

schedules

Budgeting and project cost control

(Time and Cost)

Behavioral competences  Ability to lead teams

Knowledge in planning processes,
implementation, and monitoring and

Emphasis on preparation and control

Ability to communicate and explain point

of view

(Leadership and Communication)
Technical competences or Knowledge in specific software project

specific competences and/or area

Technical knowledge on the specifics of

the project

(Software and Technical)
Management competences Certification aiming to demonstrate
experience and expertise in project

management issues

Ability to carry out plans for the project

(Certification and Planning)
Contextual competences  Ability to relate with stakeholders and

influence them

Bargaining power with stakeholders
(Relationship and Business)
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Dynamic capability (DC)

¥ Dynamic capabilities We define dynamic capabilities as the firm’s ability to integrate, build,
and reconfigure internal and external competences to address rapidly changing
environments. Dynamic capabilities thus reflect an organization’s ability to achieve new and

innovative forms of competitive advantage given path dependencies and market positions
(Teece et al., 1997: p.516)

¥ The firm’s processes that use resources—specifically the processes to integrate, reconfigure,
gain and release resources—to match and even create market change. Dynamic capabilities
thus are the organizational and strategic routines by which firms achieve new resource
configurations as markets emerge, collide, split, evolve, and die.... they are the drivers
behind the creation, evolution, and recombination of other resources into new sources of
competitive advantage (Eisenhardt and Martin, 2000, p.1107)

Teece DJ, Pisano G, Shuen A. 1997. Dynamic Eisenhardt KM, Martin J. 2000. Dynamic capabilities: what
capabilities and strategic management. Strategic are they? Strategic Management Journal 21(10-11): 1105—
Management Journal 18(7): 509— 533. 1121.

Peteraf, M. Stefano G. Verona, G. 2013. The elephant in
the room of dynamic capabilities: Bringing two diverging
conversations together. Strategic Management

Journal, 34(12):1389-1410




Micro Fundamentos (DC)

Processes to Direct 'g:::l?e; ;2;?:
Internal R&D and Select P

ot P wmeszewsns | capacidade de sentir
Individual Capacities) to .
L oportunidades do

rtunities.
Onportunt Processes to Identify

Analytical Systems (and

Processes to Tap

; Target Market Segments, < by
Smmenne | ambiente (Sensing);
Innovation. Needs, and Customer

Innovation.

re 1. Elements of an ecosystem framework for “sensing’ market and technological opportunities

Delineating the Customer Solution and Selecting Enterprise Boundaries to
the Business Model Manage Complements and “Control”
Platforms

Selecting the Technology and Product I P
Architecture: Calibrating Asset Specificity;

5 Designing Revenue Architectures; Eomml!mg EG manecll;_‘{\ s'sets;
ap aCI a e e apre en er as Selecting Target Customers; st & g Vs i

Recognizing, Managing, and
Designing Mechanisms to Capture Capturing Cospecialization
Value.

. . . i Economies.
portunidades (Seizing) o ool B

Incentives for Seizing
Opportunities

Selecting Decision-Making Protocols

Building Loyalty and Commitment

Recognizing Inflexion Points and
Complementarities;

Avoiding Decision Errors and
Anticannibalization Proclivities.

Demonstrating Leadership;
Effectively Communicating;
Recognizing Non-Economic Factors,
Values, and Culture.

Figure 2. Strategic decision skills/execution

Decentralization and Near

Decomposability Cospecialization
Jopting Loosely Coupled Structures;
mbracing Open Innovation;
eveloping Integration and
pordination Skills.

Managing Strategic Fit So That
Asset Combinations Are Value
Enhancing.

capacidade de gerir ameacas ¢

Continuous Alignment and
Realignment of Specific Tangible
and Intangible Assets.

transformacoes (Transforming).

Governance Knowledge Manag ent

Learning;

Knowledge Transfer,

Know-how Integration;

Achieving Know-how and Intellectual

Property Protection. (Teece , 2007)

Achieving Incentive Alignment;
Minimizing Agency Issues;
Checking Strategic Malfeasance;
Blocking Rent Dissipation.




Micro Fundamentos (DC)

DYNAMIC
CAPABILITIES

[—->
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Figure 4. Foundations of dynamic capabilities and business performance
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(Teece, 2007)




DC e Ambidestria

Ambidexterity
Components

MICRO- FOUNDATIONS OF DYNAMIC

CAPABILITIES

Sensing

Seizing

Reconfiguring

Exploration

The company's capability in using local
and nonlocal resources, assets, sources of
knowledge, and innovation.

Exploitation

The company's capability to constantly
evolve. This is observed through internal
movements of the company, resulting in
economies of scale, efficiency in the
orchestration of assets and resources, and
others.

Organizational Structure

The company's capability to organize itself to integrate and allocate new resources,

assets, knowledge, and innovation.

The company's capability to organize
itself to meet the improvements required
by exploitation.

Organizational Context

The company's capability to build a
context that fosters the awareness of
environmental opportunities and threats,
as well as to perceive the need for
exploration and exploitation.

The company's capability to absorb
needed change.

The company's capability to constantly be
attentive to the changes in the context
required by new resources, assets,
knowledge acquisition, and
improvements.

Manager and Employee roles

The top management team's capability to
know where and when to search for
assets, resources, knowledge, and
innovations, as well as to identify allies
who support and help during this search.

The capability of the manager to connect
previous movements with the
organization's goals and strategies. The
manager acts as a pivot, engaging people
and implementing changes required in the
organization.

Manager capability to keep teams
motivated to pursue agreed-upon actions.

Popadiuk et al. (2018)




LEVELS

Dynamic Organizational
Capabilities

Organizational
(macro) level

Dynamic Inter-
personal Capabilities

Interpersonal
(meso) level

Dynamic Managerial
Capabilities

Individual
(micro) level

Niveis de analise

MECHANISMS

Systematic, orchestrated
capacity to reliably
reallocate and
reconfigure resources

Resource Dynamization

(type of)
Sporadic, disjointed
attempts at resource
—> reallocation and

reconfiguration

1t

Inter-personal Participation

DIALOGUE
Productive: €— —> Unproductive:
e Degree of: Impact on: .
- Oppositen | ;Candor « Coordnaton | TRCUNEUR
*+ Inclusion + Learning
« Confirmation + Cohesion
* Presentness

1T

Emotions

Individual Integration
(level of)

Habits

Cognition

OUTCOMES

Fitting Resource Dynamization:
The organization implements
the approach to resource
dynamization that fits best with
the specific strategic event,
given current environmental
dynamics

Intense Participation:
The inter-personal
relationships between
managers allow them to
both advance and accept
changes in the current
resource base

High Integration:

The individual manager is
capable of recognizing whether
the specific action s/he is
confronting requires “business-
as-usual” or “change” in the
current resource base

Eisenhardt KM, Martin J. 2000. Dynamic capabilities: what are they? Strategic Management Journal 21(10-11): 1105- 1121.
Peteraf, M. Stefano G. Verona, G. 2013. The elephant in the room of dynamic capabilities: Bringing two diverging conversations
together. Strategic Management Journal, 34(12):1389-1410

Salvato, C., Vassolo, R. 2017. The sources of dynamism in dynamic capabilities. Strategic Management Journal, 39(6): 1728-
1752.

Teece DJ, Pisano G, Shuen A. 1997. Dynamic capabilities and strategic management. Strategic Management Journal 18(7): 509—
533.

Teece DJ. 2007. Explicating dynamic capabilities: The nature and microfoundations of (sustainable) enterprise performance.
Strategic Management Journal 28(13) : 1319-1350
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