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Abstract — Projects, project-oriented or project-driven 

companies have emerged as the most popular forms of 

temporary organizing in the last couple of decades. 

While marginalized in the past, people factor has 

appeared as one of the most important factors of project 

success, and human resource management issues are 

consequently generating more knowledge on principles 

and practices of motivating and rewarding individuals 

and team members in project-based organizations. In 

this review paper, a desk-research was undertaken in 

order to analyse available studies on motivating and 

rewarding project teams, and several research questions 

that can potentially fill in the gaps present in the 

literature were revealed. More precisely, conclusions 

and research gaps were divided into five broad areas: 

(1) cross-sectional nature of data gathered by available 

studies, (2) separation of available motivation and 

reward practices examined in research so far, (3) 

generic application of reward practices and conclusions 

without taking into account independent characteristics 

of individuals, organizations and industries, (4) potential 

application of new reward management concepts to 

project teams, and (5) reward management problems 

related to various roles and responsibilities of project 

management stakeholders. 

Keywords — temporary organizing, project-based 

organizations, work motivation, reward management, 

human resource management 

I. INTRODUCTION 

The development of temporary and democratic 
work forms has been an important characteristic of 
work for some time now [1], and projects, project-
oriented or project-driven companies have emerged as 
the most popular forms of temporary organizing. 
Previously, many studies were focused on project 
success factors [2, 3] while projects were treated as 
technical and not behavioural systems [4]. Today, 
there is no doubt that human resource (HR) factor is 
determining the project success in a large part [5] and 
there are at least four challenges that are important in 
development of Human Resource Management 
(HRM) to meet the requirements of project 
operations, as identified in the seminal study [6]: “the 

competence issue, the trust issue, the change issue, 
and the people issue”. 

People or personnel factor has meanwhile evolved 
from being marginal [4] to being extensively studied 
and acknowledged. In recent years, a lot has been 
done in relation to project management qualification 
and certification programs [7] or, alternatively, in 
identifying key project management skills and 
competencies [8, 9]. However, a more systematic 
approach is needed in order to effectively manage 
people issues during project phases. Generally 
speaking, HRM has neglected many HR functions 
such as retention, as well as career possibilities and 
design for project managers [10]. In fact, the HR 
perspective on project management in general [11, 
12] was considered very rudimental [4] up until 
recently. 

While many functions of HRM have been 
insufficiently researched in the context of project 
management, the one that deals with motivating 
project managers and project management teams has 
generated the least theoretical and practical insights. 
This comes as a surprise since it has been previously 
established that motivation should be perceived as the 
key factor in successful project management due to 
the fact the absence of motivation is the most frequent 
cause of the failure in this field [10, 13]. Despite the 
lack of attention to motivation management, one of 
the most difficult challenges HR professionals are 
facing nowadays involves finding the right models of 
compensation for teams and team members which, on 
the one hand, will be fair and efficient, while, on the 
other hand, provide incentives for enhancing 
productivity and performance [14]. In fact, the need 
for increasing project managers' motivation becomes 
the main concern for organizations [15, 13], since 
many project managers do not consider to be 
adequately respected and compensated for the work 
they are performing [10]. According to Peterson, 
project manager also needs to understand the reason 
for demotivation in order to be able to create and 
maintain a motivating environment for all project 
team members and achieve project success [16]. 
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Based on the importance that is placed on 
motivation management, reward structures and their 
relationship to productivity and project success, we 
build on the available knowledge on HRM in general, 
as well as on work motivation and reward 
management in project management structures, in 
order to analyse the state and perspectives for future 
research in motivation of project managers and team 
members. The rest of the paper is organized as 
follows – we give a brief overview of key aspects of 
temporary organizing, project-based structures and 
project management specificities; next, we draw on 
previous research to describe the main problems 
related to HRM in project-based structures; finally, in 
the fourth part of the paper, we give an overview of 
work motivation and reward management concepts in 
general, followed by an analysis of available research 
that investigates work motivation in project teams. In 
that part, we also reflect on the insights generated by 
the analysis and propose recommendations to fill in 
the gaps present in the area of project and HR 
management. 

II. TEMPORARY ORGANIZING, PROJECT-
BASED ORGANIZATION AND PROJECT 

MANAGEMENT SPECIFICITIES 

Temporary organizations represent a common and 
important part of economic and social life today [17]. 
In fact, an increasing number of organizations, in 
growing and mature industries alike, is creating 
dynamic work environments which involve frequent 
adaptations to opportunities and changes from the 
market with the use of temporary work forms like 
projects and programs [6, 18, 10, 19]. Additionally, 
previous research has also documented a significant 
rise of temporary organizing principles in and across 
firms which can include managing short-term projects 
and forming dedicated temporary organizations, 
navigating project networks, hiring temporary 
contract workers and orchestrating field-configuring 
events such as conferences, or maintaining temporary 
clusters like trade fairs [19]. Since these types of 
structures include creating unique products or services 
within performance constraints and environmental 
uncertainties, cross-functional skills are needed for 
them to operate successfully [20].  

Temporary organizations regardless the type are 
designed by and around people [17] and are 
dependent on the will, commitment and ability of 
individuals for their creation, development and 
termination [17, 18]. As projects are the most popular 
form of temporary organizing [18], a wide variety of 
objectives, with numerous internal and external actors 
from different sectors have to be taken into 
consideration [4]. As stated by Gareis and Huemann, 
in project-based organizations, projects are not only 
tools for performing complex processes, but also a 
strategical option for the organizations dealing with 
an increasingly complex business environment [21]. 
In that sense, temporary organizations like projects or 
programs could differentiate the organization and 
decentralize the management responsibility, flatten 

the organization, assure quality using project 
teamwork and integrate different types of knowledge 
and skills [22], be goal-oriented and develop 
personnel, as well as learn by projects at the 
organizational level [23, 6]. 

Project-oriented companies are social constructs 
with specific organizational strategy, structures and 
culture based on management concepts like Lean 
Management, Total Quality Management, Learning 
Organization and Business Process Re-Engineering, 
and focused on managing a project portfolio 
comprised of different internal and external projects 
[24]. They represent fast and flexible way of 
temporarily organizing the resources, needed for 
overcoming traditional barriers to organizational 
change [25, 26] and usually with established 
professional project management certification 
systems, clearly defined project management career 
paths [27] and sometimes even project management 
office engaged in monitoring project quality and 
improvement [12]. By continuously developing the 
project operations, this kind of organizations are able 
to achieve and sustain competitive advantage in the 
market [25, 28, 6]. 

Project work is of importance in the public and 
private sector for growing and mature industries alike, 
with the emphasis on the industries that seem to be 
especially project-intensive: advertising, automotive, 
consulting, IT, entertainment, media and 
pharmaceutical [29, 6, 30]. The work is performed by 
cross-functional project teams comprised of people 
with the specific competencies [6], usually 
coordinated by the project manager responsible not 
only for the proper functioning of the team, but also 
for the successful delivery of project deliverables [31, 
32, 4]. However, if the project manager and project 
team members are only considered within a project as 
a temporary organizational form which will be 
resolved at the end, they face continuous uncertainty 
regarding their future role in the organization [10]. 
Therefore, to properly manage and complete a 
project, project team has to overcome many 
documented challenges related to: “individual 
differences, role definitions, clarity of project 
objectives, dynamic project environments, credibility 
of the project leader, commitment, communication 
and senior leadership support” [4]. Previous research 
in the field shows that the motivational environment 
in which teams operate is of critical importance in 
determining employee behaviour, while the effective 
collaboration among project team members is of the 
utmost importance for the project success [4, 33, 34]. 
This is especially important since team members can 
have multiple roles, work in different projects at the 
same time, and with multiple project managers, 
teams, clients and line managers [11, 35]. 

III. HRM IN PROJECT-BASED ORGANIZATIONS 

Managing people in organizations has 
significantly changed in the western world from the 
1980s onwards, i.e. from personnel to HR 
management [36]. While clearly defined and 
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structured in large and stabile organizations, it is still 
a challenge to define how HRM should be used in 
temporary organizations based on projects [6, 11, 12]. 
The move towards project-based structures has 
implications both for employees and HRM [37], 
however, only a few examples exist where the unique 
requirements and challenges are documented [10]. 

As the importance of the temporary project-based 
work settings increases, existing HR practices have to 
be adapted, with a special focus put on team aspects 
[6, 11]. Specific features of the project-oriented 
organizations such as their strategy, temporary nature 
of projects, multirole demands, dynamics and 
allocation of the resources [32, 38, 24] produce 
special requirements, therefore putting pressure to 
change the HR configuration every time when a new 
project or program starts [11]. Projects represent 
everyday working environment in which individuals 
build their careers and competencies, develop their 
reputation and gain critical experience for future 
project assignments [37]. 

Among challenges associated with HRM in 
project management, several areas stand out. For 
example, in order to build long-term competitiveness, 
it is crucial to attract core talents and integrate their 
efforts with the firm’s strategic processes and projects 
[6]. Also, working in multi-project environments 
seems to increase the risk of excessive workload 
which may results in less time that can be spent on 
reflection and learning, as well as recuperation 
between the projects, which may also interfere with 
the competence development [39]. In addition, 
project-based organizations do not provide much time 
for formal training and staff development [37]. 
Finally, previous research show that people coming 
from organizations that are considered to be non-
projectized who are working on projects show less 
mental health than those people who are coming from 
projectized organizations [40]. 

Apart from the fact that several HRM functions 
are neglected or under-utilized in the project-oriented 
organizations, another particular problem, especially 
pronounced in a matrix environment, arises from the 
division of roles between line and project managers. 
HRM in the project-oriented company is considered 
to be more decentralized, requiring HRM tasks to be 
carried out by the HR department, line and project 
managers [6, 26]. In order to transform a stable 
organization into a project-oriented one, major 
changes in HRM services, processes and roles also 
have to be done. More specifically, Huemann et al. 
explain how project-oriented organizations need to 
adapted line and project HRM processes [11]. 
Therefore, the role of the line manager includes 
competence management focused on the HR issues 
like employing people on the project, developing their 
competencies and managing their careers [37]. When 
it comes to one of the crucial work aspects – 
motivation and reward management – taking into 
account that employees are part of project teams for a 
limited period of time, their long-term performance, 
reward and career management should also be in the 

scope of the line organization [41, 12]. The project 
manager, on the other hand, doesn’t only have the 
obligation to give the direct feedback to employees, 
but also helps the line managers with the evaluation 
and review processes [37]. HRM in such a context 
should be a matter of supporting and counselling to 
help employees in finding balance between high- and 
low-intensity periods of work [6]. 

Building on the previously mentioned facts, all 
HRM tasks should be carried out as a joint work of 
the HRM department, line and project managers [6, 
26, 12]. However, cooperation between them to 
support the project-oriented companies is often not at 
a satisfactory level [42] and companies struggle with 
aligning HRM with their needs [12]. Even though it is 
expected that individual project workers have 
increased responsibility for a variety of HRM 
processes and activities [43, 44, 37], when it comes to 
what is often cited as primary concern in project 
management and project-oriented organizations, i.e. 
motivation and reward management practices [14, 15, 
13], cooperation between all three parties might be 
crucial in delivering results.  

IV. WORK MOTIVATION AND REWARD 

MANAGEMENT PRACTICES IN PROJECT-
BASED ORGANIZATIONS 

A. Work motivation, reward management and team 
structures in contemporary business  

Work motivation refers to a mixture of external 
and internal forces [45] that trigger work-related 
behaviour and determine its form, intensity, direction 
and duration [46]. Work motivation is more likely to 
affect essence of organizations that are labour-
intensive as well as in companies where employees 
have greater control over both the means and level of 
production [45], such as project-oriented companies. 
In business organizations, rewards or incentives are 
applied in order to affect motivation [47], i.e. to guide 
employee behaviour [48]. In fact, one of the most 
important activities for HR professionals is to 
construct a reward strategy that would motivate 
employees and secure high organizational 
performance. Compensation is a crucial factor of 
organizational strategy since it affects firm 
performance by attracting and retaining high ability 
employees and by motivating employee effort [49, 50, 
51]. 

Compensation is usually thought of as a sum of 
base pay, pay-for-performance incentives and 
benefits, i.e. all financial rewards that an employee 
can obtain for work performed [50]. While direct 
monetary compensation in the form of base pay is a 
steady source of income providing security for 
employees [52], indirect compensation or benefits are 
more likely to influence a sense of belongingness to 
the company [51]. The third element, variable 
individual or team pay is often cited as a primary tool 
in eliciting economic behaviour [53] that results in 
better business performance [51]. Nowadays, 
however, direct and indirect financial rewards are 
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perceived mostly as extrinsic motivators, i.e. those 
that come from external factors or environment. 
Intrinsic motivation, on the other hand, comes from 
within, and in that case, employees are motivated 
because of internal satisfaction of pride in expertise 
and responsibility [54]. According to Herzberg and 
associates, the advancement, achievement and 
recognition were labelled as intrinsic rewards that 
motivate the employees more than the extrinsic 
rewards, i.e., salary or working environment [51, 55]. 
Though many employers place emphasis on extrinsic 
rewards, the ‘crowding out’ effect on intrinsic 
motivation has emerged as a major criticism of the 
use of financial remuneration and incentives to 
promote motivation. More precisely, because 
monetary rewards decrease task-specific intrinsic 
motivation, intrinsic effort in general is lower [see 
56]. Therefore, it is important to combine both 
extrinsic and intrinsic motivators in attempt to 
generate favourable individual performance and, 
consequently, team, group and organizational 
performance as well.  

Against the backdrop of increasingly adopting 
teams and teamwork as dominant work units, team-
based compensation clearly needs to complement 
performance measurement [57]. The intention behind 
this idea is, among other things, to foster cooperation 
among team members, promote team productivity, 
and overcome limitations of larger team-based plans 
by focusing on rewards in which a portion of 
individual pay is dependent on measurable group 
performance and achievement of team goals [57, 8]. 
Team-based settings, such as project teams, however, 
present special problems for reward systems [14].  

Because team members often have diverse or even 
conflicting goals as well as different levels of 
commitment to the team and the shared task, 
motivating teams adds a lot of convolution to the 
choice of managerial interventions [58]. Additionally, 
as team motivation consists of both the collective 
orientation toward helping the team to succeed and 
individual effort toward the attainment of individual 
tasks [59], organizations generally rely either on 
shared or individual rewards to motivate workers to 
reach team goals [57]. According to De Dreu et al., 
although team-based rewards encourage motivation 
by focusing on attention and effort towards 
interaction between team members, they at the same 
time reduce member accountability and effort [60]. 
On the other hand, individual rewards result in higher 
member satisfaction and a stronger connection 
between behaviour and outcomes but can fail to 
encourage members to focus attention towards team 
cooperation and helping behaviour [60]. The choice 
between would be contingent primarily on the level of 
team task interdependence, i.e. the degree to which 
the team’s task performance depends on the organized 
work and skills of all team members [61].  

B. Factors of motivation in project-based 
organizations 

Team motivation without a doubt plays a key role in 
project. Therefore, project manager’s knowledge of 
what motivates team members and of techniques to 
influence the team to keep the project on a successful 
path [15] is one of the essential skills team leaders 
should possess. However, while a lot has been written 
on the motivational techniques of top, middle and 
low-level managers, quite less is known about the 
unique motivational structure of project managers 
[10]. It is often postulated that, in order to have high 
performing teams, project managers have to be both 
self-motivated and be able to motivate their team 
members [16, 13]. On the other hand, Seiler et al. 
criticize the notion of „a self-motivated project 
manager“ and argue that, instead of focusing on what 
motivates project managers, focus should be on how 
project managers can motivate their team members 
[13]. Because the bottom line of motivation is 
inspiration, courage, and stimulation to achieve 
common goals through teamwork, Peterson argues 
that  project manager's first and the foremost interest 
should be to drive towards project success the 
creation and maintenance of a stimulating motivating 
environment for all members of the project team [16]. 
In order to motivate a team member for high 
performance, Peterson further explains that a project 
manager is required to possess many different 
interpersonal skills [16]. 

Based on the tasks and challenges associated with 
working in projects, Gällstedt assumes a strong 
intrinsic motivation [1]. This hypothesis has been 
studied in several contexts. The earliest studies indeed 
cited mostly intrinsic factors such as recognition for 
personal achievement, a sense of belonging and 
making a contribution, receiving positive feedback, 
creative autonomy, believing in what one does etc. as 
motives and drivers for project managers and project 
teams [62, 63, 64], even though extrinsic motivators 
such as a reward system and work conditions were 
acknowledged as well [63]. Subsequent empirical 
studies have shown different results, with some of 
them being described in the following part of the 
paper.   

The study of Ghoddousi et al. was based on data 
from 194 site-based construction workers in Iran to 
test the proposed model of motivation [65]. The study 
revealed that the proposed model of expectancy 
theory incorporating five different indicators can be 
applied to map the process of motivating construction 
workers. More specifically, their findings posit that 
intrinsic indicators could be more effective than 
extrinsic ones. In the study of Mahaney and Lederer, 
different types of rewards were associated with 
various project outcomes [66]. A couple of hundred 
members of the Project Management Institute 
completed the survey which revealed that the client 
satisfaction and perceived quality (but not 
implementations success in regard with time and 
budget) could be predicted by the use of intrinsic 
rewards, while the use of extrinsic rewards predicted 
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implementation success (but not satisfaction or 
quality) [66]. 

The study conducted by Grille et al. investigated 
the influence of intrinsic and extrinsic facilitators and 
vertical leadership [67]. Data from 328 team members 
nested in 67 work teams and their respective team 
leaders were analysed, and the results showed that 
perception of psychological empowerment as an 
intrinsic factor, and perception of being fairly 
rewarded as an extrinsic factor, were associated with 
shared leadership. Also, appreciation from the leader 
and colleagues appears to be an important extrinsic 
motivator, together with financial rewards (salary 
increase, bonuses and career options). Grille et al. 
concluded that financial reward and appreciation are 
positively related to teamwork outcome when they are 
considered fair in terms of personal investment in 
relation to rewarding outcome, they [67].  

Managers and executives from 257 organizations 
completed online surveys conducted by Howard et al. 
who analysed relations among task interdependence, 
reward strategies, team performance, and firm 
productivity [14]. Results revealed higher levels of 
productivity for companies that based employee 
rewards on either personal or collective output [14]. 
At the same time, no direct relationships with team 
performance was found for output-based reward 
strategies [14]. Interestingly, Sarin and Mahajan 
found a nonlinear and monotonically decreasing 
relationship between outcome-based rewards and 
product quality for risky projects and highly 
competitive or relatively stable industries [68]. 

In the study of Schmid and Adams, was used to 
discover perceptions regarding team motivation by 
project management professionals in PMI online 
research network [15]. The results of this study 
identified factors that most commonly provoke a 
decrease in team motivation such as personal conflicts 
between team members, the lack of top management 
support, and an increase in project scope. 
Additionally, intrinsic motivation seems to be a 
crucial factor in delivering projects, according to the 
same research. In order to develop a sense of 
belonging and owning, team members must be 
involved in the project from the early kick-off stage to 
[15]. In fact, the vast majority of the project manager 
respondents (90%) stated that the essential step to 
maintain team motivation was having team members 
participate in the creation of the work breakdown 
structure.  

Seiler et al. developed and evaluated an integrated 
model of factors influencing project managers' 
motivation – “Motivational Factor Inventory” (MFI) 
[13]. Study results showed that the MFI was a valid 
instrument and that all identified items were relevant 
for the motivation of the project manager. More 
precisely, the most important motivators for project 
managers working in Switzerland were: a clearly 
defined, interesting task, working with a supportive 
and goal-oriented team, getting the necessary 
information and financial and personnel resources, as 

well as having the possibility to influence important 
decisions [13]. Interestingly enough, factors related to 
compensation i.e. reward management were the least 
important motivators [13]. Additionally, age has been 
confirmed as a significant moderator, where both 
learning opportunities and support for the right 
balance between workload and private life were more 
meaningful to younger than to older project managers 
[13]. 

The research conducted by Stare on a sample of 
Slovenian companies showed that only one-third of 
examined enterprises had implemented reward 
systems [69]. At the same time, project organizational 
culture along with rewards was found to increase the 
motivation of team members and consequently 
reduces project delays and cost overruns [69]. 
Additionally, rewards in general were moderately 
correlated with team motivation; however, the 
correlation analysis showed that monetary rewards 
were not directly correlated with efficient project 
execution [69]. The correlation analysis also revealed 
a relationship among top and line management 
attitude (as particular project culture factors) and the 
implemented rewards – it seems that rewards are 
mainly implemented in enterprises with a high level 
of project culture [69]. 

Finally, Zhu et al. collected data from R&D 
engineers and their managers in a large high-tech 
company headquartered in Taiwan [70]. Results 
indicate that a collaborative team climate has a direct 
positive relationship with creativity, but also indirect 
effects through individual motivation [70]. A 
competitive team climate was positively related to 
extrinsic motivation; however, extrinsic motivation 
did not show a direct relationship with creativity [70]. 
Also, extrinsic motivation did have strong 
relationships with creativity when intrinsic motivation 
was low, therefore, results suggest that different types 
of motivation could be related to different types of 
creativity [70].  

C. Research gaps and recommendations for future 
research  

Research on work motivation factors and reward 
management practices in project-based organizations 
has not received considerable attention as one would 
expect. Out of a dozen analysed studies that dealt with 
certain aspects of work motivation, several 
conclusions were drawn, and a couple of research 
gaps identified. More precisely, we divided those 
conclusions and research gaps into five broad areas: 
(1) the cross-sectional nature of data gathered by 
available studies, (2) generic application of reward 
practices and conclusions without taking into account 
independent characteristics of individuals, 
organizations and industries, (3) the nature and 
separation of available motivation and reward 
practices in research so far, (4) potential application 
of new reward management concepts to project teams, 
and (5) reward management problems related to 
various roles and responsibilities of project 
management stakeholders.  
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First of all, studies are almost exclusively cross-

sectional in nature and have captured perceptions and 

attitudes that could have been held true at the time of 

the data gathering. Work motivation also changes 

over time as a function of the external forces which 

create the world of an individual [45] and these 

changes should be captured by longitudinal research 

as well. Moreover, projects, as temporary structures, 

consist of several phases, with each phase carrying its 

unique characteristics, roles, responsibilities, skills, 

knowledge and risks [32], so future research could try 

to investigate factors of motivation in each of these 

project phases. A contribution was made by Schmid 

who found that the project manager's attention to 

motivation system and techniques appears to be 

crucial at the beginning of a project [15]; however, 

more insights into factors of motivation that drive 

team members to be actively engaged in each project 

phase are needed. More precisely, it is often cited that 

even though project participants are motivated by the 

challenge of reaching project goals, tight completion 

dates often put pressure and stress on them [1]. In 

fact, most project managers will state that they work 

overtime which causes a lot of stress and exhaustion 

[40]. Project managers, in that case, should strive to 

find ways to keep themselves and team members 

motivated, involved and engaged while at the same 

time they should be able to answer stress-related 

problems and pressures 1  that are inevitable in 

projects.  

Second, most studies generate somewhat generic 
conclusions about what motivates project team 
members and project managers without taking into 
account the independent characteristics of individuals, 
organizations and cultures, to name a few. For 
example, we suggest taking into consideration 
individual characteristics, i.e. the differences in 
motivation factors with regard to (a) gender – 
research so far has neglected the unique 
characteristics of both men and women, and their 
motivation needs even though these differences have 
been acknowledged in many other management areas 
[see 71]; (b) age – different needs, expectations and 
attitudes are nowadays well established in the 
management literature from the perspective of either 
“younger versus older employees” [see 13] or 
between “different generational cohorts” of 
employees, i.e. Baby Boomers, X, Y and Z; (c) 
education – mostly in terms of obtained university 
degrees, research could take into account potential 
differences between, e.g. economists and engineers. 
Additionally, higher-level independent differences 
could be included, such as (d) industry – project 
teams in construction are potentially very different 

                                                           
1 Interestingly, a piece of research finds that this negative effect on 

individuals’ health only occurs if pressure is not experienced as a 

challenge [1]. On the other hand, negative relationship was found 

between project involvement levels of psychological distress [39]. 
This is explained by the fact that, despite its challenges, project 

work is perceived as more challenging and rewarding than 

routinized work [39]. 

from IT or public sector teams; and (e) culture – many 
studies analysed in the previous section come from 
cultures that differ significantly from cultural 
dimensions’ point of view (e.g. Iran, Switzerland, 
Taiwan, Slovenia, USA). Future research should 
attempt to capture both the influence of the unique 
characteristics of particular countries, as well as the 
same differences in culturally diverse teams that 
might operate in a single country. 

Thirdly, even though several studies have 
explored both extrinsic and intrinsic factors of 
motivation among project team managers and 
members, we found almost no study other than the 
one conducted by Pearsall et al. who investigated the 
joint effect of various motivation factors and reward 
types on project outcomes [58]. More precisely, they 
found the highest levels of team performance for 
highly interdependent teams that were compensated 
by hybrid reward structures (i.e., structures that 
reward individual and team effort and 
accomplishment simultaneously) [58]. Therefore, the 
combination or a mix of individual and group, as well 
as extrinsic and intrinsic motivators, should be taken 
into account when designing high-performance 
project teams. As a matter of fact, the proposition to 
investigate a set, combination or a mixture of 
different reward practices is backed up by MacDuffie, 
according to whom “the appropriate unit of analysis 
for studying the link between different HR practices 
and competitiveness is an interrelated and internally 
consistent ‘bundle’ of practices, rather than 
individual practices” [72]. Such ‘bundles’ create a 
large number of supporting conditions that, according 
to Perry-Smith and Blum, are consistent with strategic 
HRM idea of increasing company economic 
performance, with human resources as a primary 
source of sustainable competitive advantage [73].  

Fourth, and building on the previous insight, a 
more integrated approach to motivation and reward 
management is needed in project-based organizations. 
It is often postulated that, in order to keep and 
motivate project managers and project team members, 
as well as to prevent the loss of valuable project 
management know-how and expertise, the 
organization needs to develop a holistic yet integrated 
incentive system [10]. In fact, a holistic approach to 
reward strategy can have a significant impact on HR 
decisions and, consequently, on business results as 
well. However, even organizations that appreciate the 
value of an effective reward strategy struggle with the 
actual task of creating and implementing one [74]. In 
an attempt to do so, researchers and practitioners have 
developed a framework called “The Total Reward 
Model” that integrates both types of rewards, i.e. 
material and non-material 2  with neither being 
perceived as more important than the other [see 75, 
54, 55]. It would be interesting to examine how the 
integration between various model elements such as 
direct compensation, benefits, learning and 

                                                           
2  In “Total Reward Model” these are usually referred to as 

„transactional“ and „relational“ rewards. 
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development, and work environment influences 
project teams’ effectiveness and efficiency.   

Finally, little has been written about reward 

management roles and responsibilities of different 

members in the project-oriented organization, namely 

– the line manager and the project manager. In 

practice, project members can often find themselves 

caught between the command and control structures 

i.e. project and at-line/functional level [26]. In 

project-intensive firms, line managers often have 

problems understanding the work and emotional 

situation of the individual project worker [37]. A 

piece of research conducted by Dunn on 18 matrix-

type organizations on influence or control for factors 

that result in job satisfaction or dissatisfaction 

indicates that project managers have significant 

responsibility for the well-being of project team 

members [31]. According to the same research, 

functional managers have control or influence factors 

that do not lead to higher motivation or job 

satisfaction, while project managers have significant 

control or influence for the motivating factors [31]. 

While everyday work is supervised by project 

managers, longer-term performance, reward and 

career management often take place within the line 

organization [11, 26]. Project managers play a key 

role in evaluating the performance of project 

personnel, but tensions may emerge if line managers 

do not recognize the achievements of the project 

participant sufficiently during performance appraisals, 

and do not always actively involve project managers 

in the process [26]. More research is needed in order 

to design motivation and reward systems in a way that 

would minimize conflicts between project and line 

managers. 

 
V. CONCLUSION  

In this paper, we presented a review of relevant work 
on temporary organizations, specifically project-
oriented ones. Based on the importance that is placed 
on motivation management, reward structures and 
their relationship to productivity and project success, 
we build on the available knowledge on HRM in 
general, as well as on work motivation and reward 
management in project management structures 
specifically. Out of a dozen analysed studies that dealt 
with certain aspects of work motivation, we have 
drawn the conclusions and identified several research 
gaps which offer enormous opportunities for 
empirical examination with an aim to make important 
contributions to the field of managing people in 
project-based organizations.  
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