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AGILE TRANSFORMATION BY ORGANISATIONAL DEVELOPMENT PROJECTS

The organisationl development of project, programs and project portfolios management systems with drivers of agile transformation is considered.
Fust changes in the environment require further research into the effectiveness of the application of existing agile methodologies, knowledge systems
and competencies of project managers and their leadership. The foundations of environmental change lie in changing the decision-making paradigm in
agile project and programs management. The article explores modern approaches to leadership formation when applying agile methodologies of its
specificity from decision-making processes in project management. The problems of leadership creation and development in the application of agile
project management methodologies for the implementation of Agile transformation of organisation are considered. The studies were conducted based
on a competency-based approach modelled by the International Project Management Association. The content model of competency of the leader
applying agile management is presented. The Agile leadership and leadership behaviour patterns are formed in a project management behavioural
competency system based on agile technology methods and tools. These competencies included: Self-reflection and self-management, Personal
integrity and reliability, Personal communication, Relationships and interaction, Leadership, Teamwork, Conflicts and Crises, Resourcefulness,
Negotiation, and Orientation to results. The patterns of project managers' behaviour as agile leaders in project product creation and agile project
management are explored. The differences in the behaviour patterns of leaders and agile leaders were examined by behavioural competencies within
the identified key competency indicators. Such patterns allowed the authors to identify bottlenecks in the application of agile project management
methodologies in the context of the development for Agile transformation of organization.
Keywords: Agile transformation, agile project management methodologies, leadership competences, behaviour pattern, project manager.
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AGILE TPAC®OPMAIIISI HA OCHOBI TPOEKTIB OPTAHIBAIIIMHOI'O PO3BUTKY

PO3rISIHYTO MPOEKTH, MPOrPaMHK 1 CHCTEMH YIIPABIIHHS MOPTQESIMU IPOEKTIB OPraHi3allifHOro PO3BUTKY, SIKi € ApaiiBepaMi IHYYKUX MEPETBOPEHb.
[IIBuaKi 3MiHH CepefOBHINA BHMAararoTh MOJAIBLIMX JOCIHIDKEHb e(EeKTHBHOCTI 3aCTOCYBaHHS iCHYIOUMX Agile (THYy4YKHMX) METONOJIOTIH, cHCTeM
3HAHb 1 KOMIIETEHIi#1 KepiBHHUKIB MPOEKTIB 1 KepiBHUITBA opraHizamiil. OCHOBH 3MiH HABKOJHIIHBOTO CEPEJOBHINA JEXKATh B 3MiHI MapagurMH
MPUAHATTS PillleHb B THYYKOMY YIIPABIiHHI IPOEKTAMH Ta MporpaMaMi. Y CTaTTi JOCIIHKEHO CydYacHi miaxoau A0 (popMyBaHHs JiepcTBa MpH
3actocyBaHHI Agile MeTomonoriif foro cnemugpikyu B mporiecax NPHHHATTS PillleHb 3 yNPaBIiHHSA NPOEKTaMU. Po3risHyTo IpobieMu CTBOpPEHHS Ta
PO3BUTKY JiZepCcTBa B 3acTocyBanHi Agile metomomnoriit ynpasninsis npoexramu ais Agile tpanchopmarii opranizamniit. J{0CiHKeHHS PO BOAUIHCS
HA OCHOBI KOMIIETCHTHICHOTO IiJXOIy, 3alpPOMOHOBAHOr0 MiKHAPOIHOIO acoLialiclo ympaBiiHHA npoekTamu. [IpeicTaBieHa 3MiCTOBHA MOAENb
KOMIIETEHTHOCT] Jinepa, skuil 3actocoBye Agile MeHemkMeHT. Mogeni moeninkun Agile imepcrBa (OpPMYIOTBCS B CHCTEMI HOBEHIHKOBOI
KOMIIETEHTHOCTI yMpaBIiHHS IPOEKTAMH, SIKa 3aCHOBAaHA Ha METoaX 1 iHcTpyMeHTax Agile TexHomorii. Lli koMmeTeHIii BKiIroYanu: caMmopediaekcito i
CaMOBPsIIyBaHHs, OCOOMCTY LITICHICTh 1 HaAiHICT, OCOOUCTE CHUIKYBaHHS, BIIHOCHHM 1 B3a€MOJIs, JIIEPCTBO, KOMaHAHA poOoTa, KOHGIIKTH 1
KPH3H, BUHAXiUMBICTb, Y3rO/DKEHHS 1 OPI€HTALI0 Ha pe3ysbTaTi. JlociiHkeHO 3aKOHOMIPHOCTI OBEIHKH KEePiBHUKIB IIPOEKTIB K Agile minepis y
CTBOPEHHI MPOAYKTIB i THYYKOMY yIpaBiHHI MpoeKTaMu. Bysn mocmikeHi pi3HHIl y TaTepHaX MOBEIIHKH TpaauiiHuX migepis i Agile mimepis mo
MEPCIIEKTHBHUM 1 MOBEAIHKOBUMH KOMIIETEHIIISIMU 3 3aCTOCYBaHHSAM KIIFOUOBUX TTOKA3HUKIB KOMIIETEHTHOCTI. Taki maTepHH JO3BOJMINM aBTOpaM
BU3HAYUTH BY3bKi MICII B 3aCTOCYBAaHHI THYYKHX METOJIOJIOTiH yHPaBIIiHHSA NPOEKTaMH B KOHTeKCTi Agile TpaHcopMmarii opranisarii.
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AGILE TPAHC®OPMAIIUA HA OCHOBE NIPOEKTOB OPTAHU3ALIMOHHOI'O PA3BUTHUA

PaccMOTpEHBI MPOEKTHI, MPOTPAMMBI H CHCTEMBI YIIPABICHUS MOPTQEIISIMA TIPOEKTOB OPTaHN3AIMOHHOTO PA3BUTH, KOTOPBIE SBIAIOTCS ApaiiBepaMu
rHOKUX npeoOpa3oBanuii. BeicTphle M3MeHEHHs Cpesbl TPeOYIOT NaNbHEHIINX HCCeoBaHNH 3((EeKTHBHOCTH NMPUMEHEHHs CymecTBYOImMX Agile
(ruOKMX) METOOJIOTHH, CUCTEM 3HAHUN U KOMIETEHLMH PYKOBOJIHUTEINICH MPOSKTOB U PYKOBOJCTBA OpraHu3anuidi. OCHOBBI H3MEHEHUH OKpY Karowl ei
Cpelpl JeXaT B M3MEHEHWM MapaJWTMbl NPHHSTHS pEHIeHHH B THOKOM YNpPaBIEHWHM TPOEKTaMH M IIporpaMMvaMi. B craThe HccienoBaHEI
COBpPEMEHHBIE MOX0/(bI K GOPMUPOBAHUIO JIMEPCTBA NPpU MpuMeHeHHN Agile MeTozi0oT it ero crenudyKN B Mpoleccax MPUHATUS PEMICHHH 110
YIPaBICHHUIO IPOCKTaMH. PacCMOTPEHBI POOIEMbI CO3/IaHMs U PA3BUTHUS JIACPCTBA B IPUMEHEHUH Agile METOI0I0r N YIpaBIeH!s IPOSKTaMH VIS
Agile tpancdopmarmn opranusanuii. McciaenoBaHus MPOBOAMINCE Ha OCHOBE KOMIIETEHTHOCTHOTO IMOJXO0AA, IpeaiaraeMoro MexayHapomHOi
acconpanyeil ynpapienus npoektamu. IIpencraBiena conepkaTenbHas MOJIeNb KOMIIETEHTHOCTH JIM/IEPa, KOTOPBIHA nmpuMeHsieT Agile MEHEIKMEHT.
Mopgenu noBenenust Agile muaepctBa GOpPMHpPYIOTCS B CHCTEME HMOBEACHYECKOH KOMIIETEHTHOCTH YNpPAaBICHHS IPOEKTaMH, KOTOpas OCHOBAaHA Ha
MeToJax W HMHCTpyMeHTax Agile TexHONOTHil. DT KOMIIETCHIMM BKIIOYAlM: CaMOpEIIEKCHIO M CAaMOYNPAaBICHHE, JIMYHYIO IEIOCTHOCTh H
HaJIe)KHOCTh, JIMYHOE OOIICHNE, OTHOIICHWS M B3aMMOJCHCTBHE, JHIEPCTBO, KOMaHIHAs paboTa, KOHQIMKTEI M KPU3HCHI, M300peTaTelIbHOCTb,
COTTIaCOBAaHMS U OPHEHTALHIO Ha pe3ylbTaThl. ccienoBaHbl 3aKOHOMEPHOCTH TIOBEICHHUS PyKOBOAHUTENEH IPOEKTOB Kak Agile THIEepOB B CO3TaHHU
MIPOJIYKTOB M THOKOM YNpaBI€HHH MPOEKTaMH. BBIIM Mcciae10BaHbl Pa3HUIIBI B TATTEPHAX NOBEACHHUS TPAAUIMOHHBIX JIMAEpoB U Agile nuaepos 1o
TIEPCTIEKTHBHBIM M TIOBEJICHYECKUMH KOMIETEHIMSMH C IPUMEHEHHEM OIPE/ICNICHHBIX KITIOUEBBIX MOKa3aTeleldl KOMIEeTeHTHOCTH. Takue maTTepHb
MO3BOJIMIIM aBTOPAaM OINPEICIUTh y3KHE MecTa B NMPUMEHEHUHM TMOKMX METOJIOJIOTHH YIpaBiCHHsS NMpOeKTaMHu B KOHTeKkcTe Agile TpaHchopmarmu
OpraHu3alui.

KaroueBsie cioBa: Agile TpaHcopmaliys, THOKHE METONOJIOTHH YHPABIEHUS TPOEKTaMHM, JIUJAEPCKUE KOMIICTCHIIMU, MOJEIb TTOBEICHUS,
MEHeDKEep IPOEKTOB.
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Introduction. The fast-paced world needs a new
kind of leader and leadership. This thesis emphasizes the
dynamism and agile orientation of projects and programs
for the development of organizations based on the
introduction of information and communication
technologies. As the world transforms rapidly, a new
generation of leaders is needed. That is individuals who
can respond quickly to technological innovation, changing
social relationships and creating new businesses and
technologies for project implementation. The challenges
faced by organizations in the development and
implementation of information and communication
technologies are becoming more complex than ever
before. Thus, the application of proven best practice is no
longer a way forward. The world has realized that
planning everything makes us tough, not Agile. When a
project begins to focus on what is valuable to our clients,
we need to make use of the best practice. Complexity and
uncertainty also require another form of organisetional
development project management. Responsibility will
now be manifested at lower levels within the organization.
Decision-makers are increasingly being held accountable
to experts, and leadership is being replaced by leadership
at all levels of the organization. This means that more and
more project teams are choosing a holocratic, one-tier
structure and principles of activity [14]. One of the
answers to these challenges is the agile transformantion
with innovation, an important part of how we organize our
activities. Increasingly, organizations are adopting a value
approach and are learning to distinguish between what is
valuable and what doesn't matter is a development that has
been going on for the last decade [6]. Many organizations
have taken the first, sometimes bold, steps in a cost-
effective transition to becoming more adaptable to the
environment. Today, there are practically no organizations
that do not apply (at least at an intuitive level) Agile
project and program management methodologies.
Organizations that already have experience with agile
methodologies know that more than just sending people to
training is needed. They understand that agile
methodologies are easy to learn but difficult to put into
practice. In this case, we need specialists who lead the
overall learning process and inspire employees
in their organization to adopt agile thinking
with agile transformational organisational development
projects.

An analysis of recent research and publications
shows that leaders in agile organizations are embracing
change, and this has implications for the strategy they use
to achieve their goals and vision. With an agile
transformational  strategy, organizations can take
advantage of opportunities and avoid threats. Agile
executives and leaders understand that such a strategy is
blurry and is an early stage, a tool to make sense of the
work being done by the organization [1, 15].

An increasingly complex world and an uncertain
future present organizations with enormous challenges.
On the one hand, they have to deal with waste as much as
possible (the philosophy of thrift), and at the same time,
they have to become more mobile. The latter is only
possible if people are also universal [2].

Agile management methodology is focused on
creating a balanced value, not a planned schedule. The
work is performed in the form of short cycles, instead of
implementing a waterfall approach, and constant attention
is paid to development and quality [12].

While there are framework models that provide some
direction for the development, each organization has its
interpretation of agile work. Agile working is a
philosophy. It is the foundations that support such a
philosophy. Instead of adopting agile methodologies in
transition organisation, people become Agile and this
requires a fundamental change in thinking and leadership.
Thus, even plan-oriented projects can also benefit from
agility [6].

Agility determines how the structure of the
organizations themselves changes greatly. In this case,
each form has its frame of reference or development
paradigm. Modern organizations no longer share power
from top to bottom, but associate it with specific roles in
such a way that there is a significant level of correction.
An example is a transition to flat organizational structures
with holocratic management. It is difficult for leaders who
apply different development paradigms to share ideas.
Therefore, the agile leader should be able to move freely
between these paradigms [10].

Value creation, loss prevention and cost savings not
stop at the boundaries of a team or organization. Agile
executives know and take into account the context in
which they function. Accordingly, compliance with laws
and rules is a must for the leader. In addition to complying
with laws and regulations, they are also aware of the
interests of society [12].

Agile teams promote the culture and values in which
participants enter into agreements with each other about
how they will interact. They encourage individual
members to adhere to this and do not always allow their
interests to prevail.

Non-force interaction is the basis of agile leadership.
If force is used, it is done with caution. If there is such a
thing as power, it exists to serve a variety of stakeholders
in the organization's activities. This does not mean that an
Agile leader allows himself to apply pressure in all
directions; on the contrary, it should provide influential
and inspiring leadership [2].

Different influences and interests ultimately lead to
equilibrium, and the agile leader unites the team rather
than divides it. This can only happen when it demonstrates
a genuine and honest interest in various stakeholders. The
leader approaches differences with curiosity and thus
develops the necessary sensitivity to engage those parties
with him in agile thinking.

Culture is the result of the lessons learned by the
organization over its lifecycle. This is the way she defends
her core values. An organizational culture that is
embedded in one (or sometimes several) national cultures
(s) protects the organization against threats and ensures
stability. Culture itself often changes complexity and,
therefore, switches to agile methodologies [13]. Changing
a leader is therefore almost always a devastating process.
A leader who shapes Agile culture (change) is more
important than processes and structures, by its nature
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assumes an exemplary role for the promoters of that
culture. Various Agile structures also relate to values such
as commitment, courage, and focus on values, openness
and respect. The basic, often unconscious, underlying
assumptions within an organization do not always
reinforce each other. Culture is changing gradually. It is
not self-evident that everyone is comfortable with these
changes. People leave the organization and new members
join.

The purpose of the article is to discuss the problems
of agile transformation of organisational culture by
forming and supporting leadership in the application of
agile  project  management  methodologies  for
organisational development.

Literature Review. The competence approach is
based on two concepts:

- competency is an area of activity or function
performed by an employee;

- competence is a characteristic of a potential
employee's ability to perform successfully within certain
competencies [13].

Modern organizations are facing an urgent task: to
unlock the competent potential of specialists in full, which
is extremely important for making the right management
decisions and conducting reliable expertise in the course
of project implementation. However, it should be
remembered that for every employee who develops his
career in the organization, such development is, on the one
hand, a motivating factor, on the other — a threat. In doing
so, each employee is expected to learn how to manage and
develop their competencies through Agile leadership.
Successful implementation of innovative projects and
programs for the creation of modern information and
communication technologies is ensured by the creative
application of a competent approach. This approach can
be used as a common communication language that brings
together the organization and employees, tasks and
executives through agile leadership. In this case, the
development of the organization and the development of
staff occur at the same time. Personality develops when
interacting with people. Some recognize themselves
concerning others. Reflecting, we study the impact of our
behaviour on others. The tension that sometimes arises
motivates us to adapt, which is a value of self-
management. Thus, this element of competence is the
basis by which a person develops individual flexibility
[13].

Studying different literature sources, a conclusion
can be drawn that as of today, the mechanisms of creation
of infrastructure project lack description in terms of global
uncertainty  environment [1].  Currently, project
management under dynamically changing environment is
studied as a part of the theory of convergence knowledge
[2] and active systems in multi-project management [3],
strategic planning [4], proactive development models, [5],
sustainability and agility in project management [6] etc. A
special place is occupied by the theory of project
management based on emotional intelligence [7],
organisation competence [8], values, which is understood
as utility and benefit. [9]. Thus, the utility of an

infrastructure project as a whole is assessed by the degree
of its attractiveness to all stakeholders, although the
individual components of the utility of the project result
for the environment may have different significance.
Consideration of all the sorts of elements in one package
that complement each other creates complimentary
relationships between these model elements in the process
of forming and managing infrastructure projects in this
environment.

An agile leader has a growth mindset, a conviction
that he or she can grow further because of the
competencies he or she develops within the organization.
This mentality is the responsibility of the individual, who
must act based on his or her motivation and not through
external pressure. The focus is on each person's personal
development. There is an expectation that everyone will
take these leadership behaviours. That is why it is
important to provide workable levels of stress, and this
work is an important source of happiness [3].

An agile leader will act following his or her internal
motives, thus retaining his or her integrity. Empowering
team members to do the same (act on internal motives)
makes it reliable and inspiring. Nothing is more
unpleasant than a leader who imposes agile methodologies
but does not operate according to agile principles. The
agile leader's professional values are rooted in agile
thinking. Therefore, ethical behaviour operates following
agile principles. The choice of agile methodologies means
that management will accept its employees as they are
unconditional. After this choice, managers should
demonstrate agile leadership and leadership. This means
that team members are given resources to do their jobs.
Also, the overall interest of the team must take priority
over the individual interests of its members. Only then
will the management be credible and reliable.

One of the principles of agile work is the joint
creation of project and program products. Therefore,
personal communication is the most rational and effective
way of sharing information with and within the team. This
makes conversation the most important form of
communication. The Agile leader does not represent but
supports a group and creates a social network where
people meet and talk to each other. This is one of the main
tasks of an agile leader. It requires everyone to be actively
present in  the conversation, thereby limiting
misunderstandings and making it debatable. Leaders set
the example. Since it is not self-evident, it is not taken for
granted. In doing so, it communicates to each other in a
non-violent way because of certain behaviour. This
creates an open space in which each person is involved in
the process and can be present [1].

Open attitude to people and events makes
information freely disseminated within the organization
and leads to a flourishing relationship between team
members. It is necessary to ensure self-determination and
flexibility. Everyone in the organization must have the
right information at the right time to make an empirically
sound decision.

Openness is the clarity and transparency of the
project and organizational goals to be achieved, the results
and evaluations of progress. It is about cooperation and
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agreements, as well as the beliefs and fears of individuals
who influence relationships. Openness means giving
transparency and asking questions while postponing
judgment. It creates trust and privacy. Agile leaders are an
example to follow. Self-knowledge enables one not to
follow one's selfish needs to dominate one another. The
ministries and aspects of relationship management must
be in balance [5].

Self-management is effective when it is possible to
use people's intrinsic motivation. This includes ensuring
adequate organizational security of activities, removing
obstacles and facilitating work. When people feel
autonomy, power and purpose, they can give most of
themselves. Developing this capacity is an important
success factor for agile leadership.

Agile organisational transformation. Agile
transformation of organisation mamagenment systems
contains the following main steps:

- assessing the possibilities of motivating Agile
behavior;

- analysis of experience and study of human creative
activity;

- basic methods of organizing a Agile management
process;

- development of algorithms and programs that can
simulate and stimulate a Agile process;

- practical application and expert evaluation of the
quality of the results, their scope;

- identification and development of new areas of
Agile activity.

An agile organization is a social network that in turn
leads to self-observation. The composition of this network
is dynamic, but people make clear agreements about how
they work together. Agile leaders give direction to part of
the network, but not as a helper, not as a ruler. They build

relationships in which the other creates an understanding
of what is happening around him or her to make his or her
functioning online more valuable. This increases the
social capital of an agile organization [12].

Agile leadres apply cognitive analysis and modelings
are used in organizational systems development studies as
one of the tools. The purpose of cognitive modeling is to
generate and validate a model of the observed situation in
the system before obtaining a model of the system capable
of explaining its behavior in the observed situation and
development. A poorly structured system means any
dynamic, that is, a functioning system in time, in the
structure and functioning of which the human factor plays
an important role. It is the presence of the human factor,
for which various manifestations of which it is almost
impossible to construct accurate mathematical models,
makes it possible to consider the system below as a
weakly structured system. Often, dissatisfaction with the
level of trust in an organization is recognized by
management, but ideas about the causes and possible ways
to change the situation in the system are unclear and
controversial. If you can formalize these ideas, then you
have the opportunity to develop models and methods of
decision-making in poorly structured situations of
confidence.

On the fig. 1. presented Scaled Agile Framework
model version 5.0 [16]. Model definded 5 levels of
project, pogram and portfolio management. On each level
model presented sigense of steps with basic instruments,
involeved stakeholders and services. SAFe allows team
for implementing Lean-Agile software and systems in
enterprise level. It's based on Lean and Agile principles. It
gives detailed guidance for work at the enterprise
Portfolio, Value Stream, Program, and Team. It's designed
to meet the needs of all stakeholders within an
organization.
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Fig. 1. Scaled Agile Framework (SAFe®)
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Management is sometimes said to be a successful
experience. But management experience is well
accumulated under two conditions:

- the problematic situation has a verbal description, a
formalized representation;

- there are many cases of validation of the experience
for deducing the laws.

There is a difference between a manager and a
leader, a manager has a hierarchical position, a leader has
some skills to motivate people and, moreover, to get
things moving. In this element of competence, leadership
is defined as a characteristic, not a managerial function.
Many people can demonstrate leadership, but only some
are managers.

Consider the two key principles
transformation in the organization.

First. Ignoring immunity to change.

Transformation in an organization occurs only when
people in it change.

But people don't change, even if they want to.
Remember your New Year's Promises. Many do not even
make plans because they remember how bitter it was to
realize that they had not activated their gym subscription
or taken up their English in a year. People do not change,
even if they are threatened with death. It turned out that
when cardiologists warn patients that they will die if they
do not change their lifestyle (do not diet, exercise, quit
smoking), only one in seven patients changes their life.
We are immune to change: we reject the new, the
unknown and cling to our usual beliefs. Immunity protects
against fears.

Second. Fear of becoming a needless company. Fear
of losing authority and status. Fear of losing yourself.

When we try to change the mindset, behavior,
culture in an organization, we are faced with this
immunity, and therefore any change is difficult, painful
and long.

Let's do simple, don't do important

Where will cross-functional teams come from if we
have 1-2 independent professionals and an army of
apprentices in each area?

Where will self-organization come from, if we still
have strict subordination?

Where will teamwork come from if motivation and
reward are individual?

Agile is based on equality, autonomy and self-
determination. Personal leadership of people in such an
environment is critical to choosing direction, motivation,
and encouraging people so that they can achieve the
desired organizational goals. The leader takes the position
of assistant, whose interests are central to the group or
organization. The leader does this primarily by setting an
example and helping build relationships with, or work
with, the people he leads. The degree of self-
determination a team receives depends on their skills and
abilities. Leadership quality is determined by the level of
integration of specific team members to achieve project
goals. An agile leader is one who proactively removes
obstacles and allows teams to deliver value [8].

Within an Agile organization, we focus on
collaboration between individuals, teams, and clients.

of Agile

Team members are partners, not employees. Self-study
groups play a crucial role in an Agile organization. Each
team has its own goal, but its priorities are to always
benefit the organization and its customers. This is
manifested in trust, conflict resolution skills, commitment,
accountability and commitment to common goals, and the
willingness of individual team members to work flexibly.
Without being imposed from above, they share certain
goals and constantly make agreements about how they
work with one another. This does not prevent the agile
leader from challenging the team to continually improve
[9]. In this case cognitive maps as a tool for providing
agile management processes are very importent. A
cognitive map, allowing you to reflect subjective
perceptions of the investigated situation, is a way of
formalizing the perceptions of the investigated trust
situation in the system. Instead of spatial relations in it, as
a rule, stand out relations of influence, causality, the
passage of events.

Investigation and reflection of changes in the
situation over time (through the compilation of a sequence
of cognitive models allows you to gain experience in
analyzing and managing the situation).

Most often, the cognitive map is presented as a
weighted graph, in which the vertices are compared by
factors, and the edges - weights in a particular school.

G =V, E],

where V is the set of vertices (concepts);

the vertices Vi belong to the set V,

i=1,2,..,kare elements of the system under study;

E is a set of arcs, arcs reflect the relationship
between vertices.

The arcs are weighted by indicators of trust and
communication.

The vertices V denote most often a qualitative
representation of an element of the system.

Together, the team members have all the experience
and skills to achieve the project's goal. Preferably,
individual members are interdisciplinary, so teams are
more independent, not very large, and therefore more
agile and responsive. They challenge each other, share
knowledge and teach each other, which makes them more
deployable and Agile. For optimal team collaboration,
diversity, as well as the different characters of team
members, is an important factor.

An Agile leader takes care of a supportive work
environment and holds the right types of meetings and
workshops. During them, be it stand-up meetings,
seminars, large-scale discussions, etc., he assumes a
neutral position as a facilitator.

Conflicts arise within the team, but also in
collaboration with other groups and stakeholders. Where
people work together for a longer time, conflict is a means
of strengthening relationships, perceived as inevitable, and
seen as an opportunity to learn.

To turn conflict into a constructive channel, the agile
leader provides an environment in which conflicts can be
used to benefit the team. That is, they agreed in advance
how the differences are motivated when they arise.
Sometimes Agile principles and how they are used in
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everyday practice become a source of conflict. An agile
leader encourages people involved to find common
ground. As a result, the team develops their conflict
resolution skills.

Despite all preventative measures, it is sometimes
impossible to avoid a crisis. Every crisis is a situation that
requires optimal flexibility. The team looking back on its
collaboration from iteration to iteration will also be well
prepared for the next crisis. However, this is not enough;
The threat of crisis requires a thoughtful critical plan. At
the end of the crisis, there will be a need for a
retrospective [12].

The ingenuity of agile work is expressed in the
delivery of results with limited resources. The phrase
"resourcefulness, not resources” is a great expression of
this. Initially, people and teams look for the solutions or
resources they need without expecting others (such as
senior management). Agile leader stimulates creativity.
For example, it does this by working in a safe
environment where people can experiment, in addition to
using known technologies. It is also inferior to people
with different views that violate existing patterns to
promote group blindness [1].

In particular, self-learning organizations expect
individuals and teams to agree on solutions when there are
differing views. This requires negotiation skills. The agile
leader facilitates this process. Negotiations also aim to
maximize the balanced value for all stakeholders. It is
important to remind different parties of this over and over
again.

In an Agile environment, people have to negotiate on
various issues. Initially, the organization has different
ideas about what "Agile work" is. Where an agile leader
plays a facilitating role, he or she must constantly
negotiate how to do it in this particular situation.
Collaboration style is better than forcing style. There is no

single approach, but an individual approach must be
developed for each new task. This is done through
negotiation. The solutions found to define a new agile
culture [4].

The result orientation is obvious because the agile
organization operates cyclically for a short time (iteration)
and must achieve results at a continuous pace. The context
in which an organization operates is determined by several
ways in which it can manifest itself. Determined planning-
oriented projects can benefit from this approach by
delivering results at each iteration [10].

The work environment (Gemba) should give people
maximum support in creating project products. Also,
employees create working conditions from which they
constantly adjust the standards to higher levels. This
stimulates the agile leader. In this way, a continuous
improvement process is created that helps to achieve
maximum productivity [9].

Agile leader, aware of the purpose and potential of
the organization, contributes to the formation of effective
new teams and increase the effectiveness of existing
teams. The leader builds a network of business
relationships that support their virtual organization.
Existing Methods of Project creation

Today, the infrastructure project and program
management field includes different approaches for the
formation of industry and region development projects,
but they tend to fail.

Agile leadership in organisationl transformation
projrcts. The studies were conducted within the
competence model of ICB4 [13]. Flexible leadership is
shaped by many factors and within behavioural
competencies [13]. The list of such competencies of heads
of organizations, project managers and flexible leaders is
given in table. 1.

Table 1 — ICB 4. Perspective 3.6. Assess, benchmark and improve the organisational agility

Ne Key Competencies indicators Traditional Agile
1 Identifies and assesses the relevant deficient areas of organisational competence in 5 7
working agile.

2 Identifies and sets relevant benchmarks for the deficient areas. 4 8

3 Identifies the benchmarking baseline and best practice. 5 7

4 Benchmarks current performance against the best practice. 5 8

5 Identifies measures for the needed improvements. 4 7

6 Implements the identified measures and assesses the benefits gained. 5 6

7 Disseminates the acquired know-how throughout the organisation. 4 7

The studies were conducted based on assessors'
assessments and self-assessments of a group of
project managers who have been internationally certified
under the ICB4 model by key competence indicators
(KCI), which form the basis of the competency
assessment model. The results of the study are shown in
fig. 2.

The study involved 10 professionals who have been
certified by the model ICB4 [13]. Individual assessments
of flexible leaders 'and leaders' behaviour patterns were
obtained.

From the results of the competency assessment, we
can see that practically all the elements of competence of
flexible leaders except for "Drive the organisational
culture to better align with Agile values ". Key indicators
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of the competence of the Drive the organisational culture
to better align with Agile values of the Agile and

traditional leaders are given in table. 2.

1 Identifies and assesses

the relevant deficient
areas of organisational

competence in working

agile.
8
7 Disseminates the A
acquired know-how 6
throughout the 5
organisation. o
3
2
1
| o

6 Implements the
identified measures and |
assesses the benefits
gained.

5 Identifies measures for

the needed
improvements.

2 ldentifies and sets
elevant benchmarks for
the deficient areas.

—4—Traditional
3 Identifies the == Agile
> benchmarking baseline
and best practice.

4 Benchmarks current
performance against the
best practice.

Fig. 2. The competence patterns of a Agile leader and leader in traditional organisation

Table 2 — ICBA4. Perspective 5.2 Drive the organisational culture to better align with Agile values

Ne Key Competencies indicators Traditional Agile

1 Offers agile alternatives to existing practices where appropriate. 6 8

2 Knows and applies the organisation’s corporate values and mission. 5 7

3 Helps direct the organisation to a more agile way of working where appropriate. 4 8
Knows and applies the quality policy of an organisation and translates the

4 L L - . 5 8
thinking behind it into agile practices.

5 Acknowledges the implications of formal norms, demands, corporate values and 5 6
mission and quality policy for the agile working.

6 Acts sustainably by practicing corporate social responsibility. 6 7

The conducted analysis of the competence of Agile
transformational leader and a Traditional leader in a
sample of 20 persons allowed the authors to construct
patterns of their behaviour, which are shown in fig. 3.

The analysis of the flexibilities of the Agile
transformational Leaders and traditional Leaders
behaviours identifies significant gaps incompetence across
individual key competency indicators. For example, in the
Agile leadership competency element by key competency
indicator, Drive the organisational culture to better align
with Agile values. There is a significant gap between the
Agile Leader and the Traditional Leader (Fig. 3).

Conclusions and prospects for further research.

As a result of the study, the principles of Agile
leadership based on the use of agile tools were identified
and analysed. The application of these principles to the
development of project management systems, programs
and project portfolios enables the success of Agile
transformation of development organisation projects based
on well-formed behaviour patterns of Agile leaders and

heads of organizations. The Agile leadership and
Traditional leadership behaviour patterns are formed in a
project management behavioural competency system
based on agile technology methods and tools. These
competencies included:  Self-reflection and self-
management, Personal integrity and reliability, Personal
communication, Relationships and interaction,
Leadership, = Teamwork, Conflicts and  crises,
Inventiveness, Reconciliation, and Orientation to results.
The results of the studies showed a significant difference
in the behaviour patterns of Agile project leaders and
traditional organization leaders.

Further research should be conducted in the areas of
analysis of all competencies of project managers,
including groups of strategic and practical competencies
by model [13]. In doing so, it would be necessary to
investigate the differences in the patterns of flexible
project leaders and heads of organizations for different
project teams to create information and communication
technologies and training systems within such
technologies.
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1 Offers agile alternatives to
existing practices where

appropriate.
8
6 Acts sustainably by 2 Knows and applies the
practicing corporate social organisation’s corporate
responsibility. values and mission.

—4—Traditional
== Agile

5 Acknowledges the
implications of formal norms,
demands, corporate values
and mission and quality
policy for the agile working.

3 Helps direct the
organisation to a more agile
way of working where
appropriate.

4 Knows and applies the
quality policy of an
organisation and translates
the thinking behind it into
agile practices.

Fig. 3. Behavioural Patterns of Drive the organisational culture to better align with Agile values
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