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Introduction

A changing world needs a new kind of leadership

The world is rapidly transforming and a new breed of leader is required to meet its needs. The world needs individuals that are competent in many emerging new areas so that they can respond swiftly to technological innovation, changing social relations, new divisions of labour and new approaches of working.

The challenges humanity faces are more complex than the those that previous generations had to endure. Adaptation to climate change, large scale conflict, inequality, poverty, food and water scarcity are just a few examples and all of them impact the way we work. In order to succeed in this age of disruption and rapid change, organisations must assess, react, and adapt to change faster than ever. There is a perspective that the tried and tested application of what we in the project management world see as “best practices” are losing significance and a more agile approach to change is viewed as the way forward. Agility, however, is not the goal in and of itself, but rather as a means to an end. Agility is about focusing on what is valuable to customers using an iterative approach to planning and guiding project processes.

The complexity and uncertainty the world is facing also calls for a different form of control. Greater responsibilities will now be held across all levels within the organisation. Decision-makers will increasingly entrust responsibility to those with expertise and the authors see a shift from pure management towards greater levels of leadership embedded vertically and horizontally across all levels of the organisation.

Working both lean and agile

A solution to these challenges is lean-agile working, this approach is an essential part of the way teams organise work. This approach makes use of an iterative development process, quick feedback loops, and disciplined management processes for review and adaptation. Using this approach, organisations learn to make distinctions between what is valuable and what is irrelevant. There are already a number of organisations that have taken the first, sometimes bold, step toward a lean-agile transition in order to become more adaptive to their changing environments. Organisations that have experience working with agile know that it takes more than just sending people to a training course to learn a particular framework. They undoubtedly have realised that agile working is easier to understand than it is to implement and use. In order to implement and maximise the benefits of agile, individuals are needed that can lead the way using a common learning process that inspires other employees within the organisation to adopt an agile mindset. An agile mindset can best be described as the harmonisation of the following attributes: respect, collaboration, making use of improvement and learning cycles, pride in ownership, a focus on delivering value, and the ability to adapt to rapid change.

The need for Agile leaders

In the last section, we defined what the agile mindset entails. In light of this, there is a great need for competent Agile Leaders. This does not necessarily require a new formal role. Someone can be a release train engineer, tribe lead, agile coach, scrum master, product owner, or agile pm, but one is only a true Agile Leader when they are able to inspire others to put the agile mindset into practice. This can enable the organisation to deliver valuable results to both their customers and stakeholders. The Agile Leader, therefore, can have a huge impact on the organisation’s agility and responsiveness to change.

Leaders that make an impact by bridging the gap between aspiration and reality are true Agile Leaders. The role of an Agile Leader is more of a phenomenon than a defined job specification.

How one demonstrates good leadership

IPMA’s Individual Competence Baseline (version 4) describes competences (not roles) required by individuals working in the field of project/programme/portfolio management. This reference guide, ICB4 in an Agile world, describes how the different competence elements can be interpreted in an agile environment.

There are three areas of competence: perspective, people and practice. Each area has a number of competence elements, in total there are 29. Each competence element (CE) contains lists of the knowledge and skill required to master the CE. Key Competence Indicators (KCIs) provide the indicators of successful Agile Leadership. Measures exist that describe highly detailed performance points within each KCI, those that are essential for Agile Leaders are marked (A).


Perspective

Perspective 1: Strategy

Description

Leaders within Agile organisations embrace rapid change which has consequences on the way they create and execute their strategy to achieve the organisation’s vision. By adopting an agile strategy, the organisation can seize opportunities and respond quickly to threats. Agile leaders must understand that strategy is emergent and not set in stone. Those that create and ultimately adapt the strategy do so as part of a learning process, which is an instrument for giving additional meaning to the work the organisation does.

Knowledge

Affordable loss; Agile performance management; Business model canvas; Core values; Economic viewpoint; Impediments; Lightweight business case; Mission; Strategy; SWOT; Vision.

Skills and Abilities

Contextual awareness; Entrepreneurship; Mission and vision; Reflection on organisational goals; Strategical thinking.

Key Competence Indicators / Measures

Perspective 1.1 Align agile teams with the organisational mission and vision

• Reflects the mission and vision of the organisation.

• Interacts with the environment to align the agile work with mission, vision and strategy. (A)

• Facilitates that the agile work’s objectives and benefits are in sync with the mission, vision and strategy. (A)

• Develops and implements measures to make the strategic alignment of the agile teams transparent. (A)

• Checks whether the agile work is delivering benefits to the organisation and value to its customers. (A)

Perspective 1.2 Identify and exploit opportunities to influence organisational strategy

• Knows and understands the strategy development process.

• Identifies new opportunities and threats which could alter the strategy. (A)

• Uses insights from the community to enrich the organisational strategy. (A)

• Influences the strategy development process by suggesting improvements to strategy.

Perspective 1.3 Develop and ensure the ongoing validity of the business / organisational justification

• Reflects and defines the business and/or organisational justification.

• Identifies objectives needed in agile working to generate the planned benefits.

• Validates and champions the justification to the sponsors and/or owners of the agile work.

• Re-assesses and validates the justification within a strategic and holistic perspective.

• Defines and manages the prerequisites in order to fulfil customer needs. (A)

• Facilitates quick deliveries to check whether the work is generating customer value. (A)

• Determines whether there is a need to stop the agile work because of redundancy or obsolete strategic importance.

Perspective 1.4 Determine, assess and review critical success factors

• Derives and/or develops a set of critical success factors (CSFs) for the strategic objectives.

• Uses formal CSFs for strategic alignment, but also identifies their informal context.

• Involves team members to enrich the organisation strategy while developing CSFs. (A)

• Makes CSFs transparent for strategic alignment of the agile work. (A)

• Uses the CSFs for managing stakeholders.

• Uses the CSFs for developing incentives/rewards and a motivating culture.

• Re-assesses CSF realisation within the long-term strategic context.

Perspective 1.5 Determine, assess and review key performance indicators

• Develops information systems, including channels and formats, for each critical success factor. (A)

• Decides on the use of value based KPI development. (A)

• Uses information systems for strategic performance. (A)

• Uses information systems to influence stakeholders. (A)

• Uses information systems for developing development plans. (A)

• Uses information systems for developing reward systems. (A)

• Re-assesses outcomes by employing KPIs and empowering benefits realisation management. (A)

Perspective 2: Governance, Structures and Processes

Description

An increasingly complex and uncertain world presents organisations with immense challenges. On the one hand they must reduce waste as much as possible (lean philosophy), and at the same time they need agility. The latter is only possible if the individuals within organisations are also versatile.

There are new ways of working whereby decision-making takes place as close as possible to the people involved in execution, and as late as possible where justifiable. The focus of control is oriented to creating customer value through an iterative approach instead of the traditional plan being developed at the start. In an agile approach, work is carried out in short cycles in favour of a linear approach, and there is continuous attention paid to feature development and quality in each cycle.

Although there are frameworks which provide some guidance on new agile ways of working, organisations often have their own interpretation of what this means in their context.
OEBPS/xhtml/nav.xhtml
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