Developing Agile Leaders
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Introducing Agile Leadership
The context in which organizations operate is undergoing continuous and multifaceted change. In addition
to the rising levels of political uncertainty, megatrends
such as changing demographics, digital technology,
global competition, and shifting business model design
mean organizations are experiencing unpredictable customer demands, increased complexity, an overload of
information, and stretched resources. The ability to continuously change and be effective in leading through
change will be the key to sustainable organizational performance. To survive in the environment leaders must
become agile in both thought and practice.
Depending on the school of thought ascribed to,
leadership is either something you are born with or
it is something that can be developed. Understanding
whether a leader is born or made is not the intention of
this article, instead what will be explored are the components of Agile Leadership and how a leader can develop
agility.

Modes of Leadership
Carrie Foster, specialises in the
facilitation of coaching, people
management and Organization
Development interventions that
deliver added value and a measurable
ROI to bottom line performance.
Creative, fun and engaging she is
dedicated to enabling people to have
the courage to overcome obstacles
to perform in order to deliver the
organisation’s purpose and strategy.

Wilkinson (2006) is often associated with a model
of agile leadership. His research explored the idea
of problem-solving success by leaders in their decision making in ambiguous situations. The six-year
study found that even though 81 percent of solutions
failed, were abandoned, or led to severe consequences,
96.2 percent of leaders believed that their problem
solving was successful, and failure could not be attributed to them. The study concluded that leaders create
more problems than they solve when engaged in problem solving. Dubs (1935) described this phenomenon
as the paradox of certainty. Assured problem solving by
leaders occurs because they believe they have clarity
of what the problem is. This conviction results in leaders believing they can safely ignore certain information
while focusing on what they believe is a priority, therefore resorting to outdated thinking patterns, established
control mechanisms, and rationale based on familiar
ideas of cause and effect. The aversion that most leaders
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have toward ambiguity when attempting to
make a decision means that they stop seeking more information, avoid curiosity, and
rely on known paradigms. However, in an
ambiguous and complex environment this
certainty results in higher levels of risk,
because there is a collapse in the relationship between cause and effect and ignoring uncertainty. Bypassing the search for
new understanding leads to poor solutions
and decision making. The result is that the
leaders misjudge the internal and external
forces the organization is facing, which in
turn reflects a profound ignorance of the
organizational environment. The reliance
on certainty culminates in a failure to discuss the advantages and disadvantages of a
particular solution before initiating action
and, once action is taken, unanticipated
events will force the plan off course.
Wilkinson (2006) offers four modes of
leadership:
1. Technical Leadership—Comfortable
with standardized procedures and being
certain about their certainty
2. Cooperative Leadership—Tries to reduce
ambiguity and conflict through cooperative problem solving to minimize risks
3. Collaborative Leadership—Recognizes
ambiguity and develops consensus to
solve ambiguity and restore order
4. Generative Leadership—Works to understand ambiguity and complexity to
define problems and innovate. Agile and
change orientated, engaging in learning and unlearning in order to gain an
advantage.
Generative leadership, therefore, introduces the idea of an adaptive and agile
leader who spends time on understanding
the issue and is comfortable with ambiguity. The focus is on developing a realistic perception of a problem as opposed to
moving quickly into decision and solution
mode. Instead of relying on existing control mechanisms, which solve a known
cause and effect, generative leadership
begins with developing an awareness of
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how the leader currently sees reality. The
leader challenges their existing mode of
thinking and broadens their framing of the
perceived problem. Therefore, developing
a revised perception of the problem results
in an original or generative solution.

Leadership on the Line
Heifelz and Linsky (2002) suggested that
leaders adopt a revised perception in response to the dangers of leading in an
ambiguous organizational environment, offering a framework for adaptive leadership
to help leaders and organizations mobilize
employees to undertake the necessary actions required to find solutions and progress. They suggested that leaders maintain
the capacity for reflection by “getting off the
dance floor and going to the balcony” by:
■■ Distinguishing between technical and
adaptive challenges—when all the control mechanisms and technical fixes have
been exhausted and the problem still exists, then an adaptive challenge requires
behavioral change and shifting mental
paradigms.
■■ Find out where people are at—connecting
with people within the organization to
have clarity on where the organizational
population currently resides on the issue
and how to move forward.
■■ Listen to the song beneath the words—
understand what are symptoms and examine the system to find the real cause.
■■ Read the behavior of authority figures—recognize the impact of the actions of those in authority and consider
the organizational political landscape including opponents and possible alliances
to strengthen leadership initiatives. Acknowledge any personal responsibility in
creating the problem.
Heifelz and Linsky (2002) go on to say
that, “exercising leadership is a way of giving meaning to your life by contributing to
the lives of others.” On the basis of a simple
process of observation, interpretation, and
intervention, the activities of the leader are
weighted toward exploration, collection of
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Figure 1: Framework for Agile Leadership

data, and diagnosis to improve the leadership perspective as opposed to jumping in
to take immediate corrective action. Furthermore, the focus is on moving people
forward, dealing with fear and understanding the human impact that corrective action will have.

others to adopt a tenacious and positive response to the demands of a complex organizational environment. (See Figure 1.)
This article seeks to provide a framework for leaders to develop their agility
and resilience while learning from setback
and enhancing their capacity to act.

A Definition of Agile Leadership

Summary

Like many words in management, agility
has been co-opted from the world of sport.
But, again like many words borrowed by
business, it is a term used with little understanding of what it really means and no
singular definition. The Oxford English Dictionary defines agility as the “ability to move
quickly and easily” or “the ability to think
and understand quickly,” which seems simple enough. In a fast-moving quickly changing business environment, the ability to
think, understand, and take action quickly
is surely a good thing. However, the literature on agile leadership develops a more
holistic concept, taking into account leadership vision, systems thinking, critical
thinking, creativity, emotional intelligence,
tolerance of ambiguity, flexibility, and boldness. For the purposes of this article, an Agile Leader will be defined as:
An authentic and humble individual who
is receptive to ambiguity and connects with

■■

■■
■■

■■

■■

The ability to continuously change and be
effective in leading through change will
be the key to sustainable organizational
performance.
Leaders must become agile in both thought
and practice.
Assured problem solving by leaders occurs
because they believe they have clarity of
what the problem is.
The paradox of certainty results in leaders
believing they can safely ignore certain
information, leading to misjudgment of
the internal and external forces the organization is facing.
Adaptive leadership is focused on moving
people forward, dealing with fear and understanding the human impact that corrective action will have.

The Need for Agility
Many researchers have attempted to explain leadership culture, and for the most

Expert Insights 2016

Foster_Developing_163720.indd 3

3

1/10/17 1:54 PM

Developing Agile Leaders
part leadership models are useful in explaining the behaviors and attitudes of
leaders within an organizational context,
often supported by examples of leaders,
who are successful or not. Perhaps a pertinent question to ask is whether today’s organizational context is really any different
in terms of leadership challenges from previous eras. Certainly some things remain
the same. People need leading, engaging,
and motivating, and human beings are still
human beings with all the complexities and
idiosyncrasies. Organizations need to meet
the needs of their customers while making sure that more income is being generated than money is leaving the business,
and preferably at a faster rate. Competitors
will continue to compete and suppliers will
always be looking to get the most money
they can for their goods and services. International affairs have an impact on the
supply of goods and the markets in which
organizational services and goods can be
sold, and government will develop rules
and regulations in response to market failures. In these ways the challenges and opportunities for leaders remain the same as
when the Roman Empire existed.
What perhaps separates the present organizational environment from previous
eras is the speed and diversity of change
that leaders need to contend with. In previous eras perhaps they needed to understand what their biggest competitor was up
to, and what their customer wanted, and
on occasion changing commodity prices
that would impact their supply chain. Catastrophic change would occur in industries
infrequently, driven by political shifts or a
leap in technology that was a game changer,
but rarely enough that when it did happen
the organizational challenge was felt across
the industry. Today the management models taught in business schools such as Porters Model of Industry Rivalry, offering
up five forces of bargaining power of supplier, bargaining power of buyers, threat
of substitutes, threat of entry and industry
rivalry, PESTLE, SWOT, and Stakeholder
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Management all cover that complexity and
yet miss it completely. Change is not only
inevitable; it is present all the time. Blink
and the opportunity or challenge has been
missed, and before the leader can catch up
with it, something else is piling down the
alley ready to knock over the unsuspecting
and the game is lost.
Dramatic? No. Technology is changing
so fast that by the time the wrapping has
been taken off the hardware it is redundant. The technology that was once the
future is now reaching the apex of its capacity and new thinking is required. What
is left is less about what technology the organization uses, or even how it does business as a result of technological capacity.
The difference between success and failure
no longer rests on the scientific management approaches of great processes and
efficiency; these are now basic necessities
for survival and not differentiators in the
marketplace. Quite simply, if an organization isn’t organized, it will fail. However,
that said there are plenty of technological
advances, which means that getting organized doesn’t take a genius, just adopting
tried and tested practices. Rather the greatest change in the organizational environment is what technology has done to the
way people think about and interact with
organizations. It is no longer about bargaining power or threat; positive forces or negative force, rather the new reality is about
connection, interconnection, interdependence, and dependence. (See Figure 2.)

Connection
Seeking purposeful existence isn’t limited
to those with a religious faith. It is the center of what makes us human. Maslow’s
Hierarchy of Needs (1943) may be a bit tired
when discussing employee motivation, but
he did identify the need for purposeful endeavor. Organizations are constructed by
the way people who are connected with it
discuss why it exists and what it is seeking to achieve. If people share the organizational purpose then they are connected
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Figure 2: The Organizational Operating Reality

to the organization beyond a simple transactional relationship, it is meaningful. This
connection is not limited to employees
working for an organization. Customers
are seeking out organizations, with which
they can give meaning to their exchange.
Customer relationships are no longer simply about keeping customers sweet so
they buy your product or use your service
again. They want to connect with what the
organization is trying to achieve. On some
level marketing has developed a process of
creating meaning for products or services.
They give us worth, or connect with us in
terms of how we identify with who we are
as an individual. Suppliers are looking to
connect with organizations beyond a simplistic exchange of goods. They want to understand how they can be integrated into
the supply chain, so there is little boundary between the supplier and the buyer.
Connection, therefore, becomes about inclusivity, shared goals, and an existential
understanding.

Interdependence
The economy is polarizing. On the one
hand there is monopolization as mergers
and acquisitions lead to supra-global corporations, which are swallowing up the
competition. Consumers might think they
are choosing between competitors when
in fact they are choosing from different
brands owned by the same organization.
However, at the same time, disruption to
traditional markets and the way of doing
business takes place. This goes beyond new
entrants, where in many cases the barriers
to entry have disappeared completely, and
has transitioned to previously unthinkable
strategic alliances, competitors working together, and partnership between suppliers
and customers. The traditional boundaries of competitor and organization, supplier and customer, and employee and
employer have blurred and have changed
the normal rules of engagement. The requirement is for leaders to create an environment where collaboration and a shared
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understanding of what can be achieved is
the norm.

Dependence
The speed of change within organization’s
today means that the hierarchical structure
of decision making with the leader at the
top and the employees at the bottom waiting for diktats to cascade is no longer sustainable. Change isn’t so much planned but
rather a coordinated series of leaps of invention, reinvention, innovation, and inspired
imagination. There is a need for leaders to
have a confidence in decision making at all
levels within the organization, relying on
those closest to the problems to have the
wherewithal to manage and respond to opportunities and challenges as they arise.
The leaders’ role, therefore, is to create an
organizational framework that encourages
an environment where employees are free
to experiment, share, gain, discard, and
evolve their knowledge, skills, and experience to be battle ready at all times. In the
same way, teams should no longer be considered as fixed entities. Instead, groups
will come together and dissolve as agents
of enterprise as they respond to the demands from the environment.

Interconnection
It was only in 1991 that the World Wide
Web became publicly available, transforming the way business operates, employee’s
work and customers, suppliers, and competitors interact, and in fact it changed society forever. The digital age has transmuted
networks from fairly simple channels of
linear back and forth communication.
A complex web of relationships, composed
of interconnections between personal, social, and professional parts, is held on digital devices that fit into someone’s back
pocket, and the Connectors’ (Gladwell,
2002) little black book has been replaced
by friends, followers, and links. Organizations themselves have access and open networks with individual customers, potential
suppliers, and competitors in ways that
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have never before been possible. This presents a unique opportunity and a huge challenge. Controlling the message requires a
coherence of action, which no longer has
the benefit of communication gatekeepers.
Every single employee becomes the voice
of the organization and every interaction a
chance for corporate purgatory or Elysium.
In addition, surety about industry sectors
and market parameters have blurred at the
edges extending into a labyrinth of systems
of interconnection.

So What?
The Organizational Operating Reality
(OOR) demands a different type of leader.
Agile leadership becomes essential in ensuring that leaders are effective in facilitating
the creation of an organizational framework, which can respond to the challenges
and opportunities presented, create followership in a complex climate, and develop a
system where the organizational resources
are employed effectively. The OOR has
changed, and is changing rapidly. It is not
a case of developing a readiness of change,
but willingly building energy for continuous change. It goes beyond managing communication, and delivers uninterrupted
channels of communication to extended
networks. Agile Leadership cultivates alignment, cohesiveness, support, and participatory decision-making. Agile Leadership is a
manifestation of achievement, ideas, and
behavior suitable for growth in the OOR.

Summary
■■

■■

■■

In many respects the challenges and opportunities for leaders in today’s organizational context remain the same as when
the Roman Empire existed.
What perhaps separates the present organizational environment from previous eras
is that the speed and diversity of change
that leaders need to contend with.
The management models taught in business schools cover the complexity of the
organizational environment and yet miss
it completely.
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■■

The new Organization Operating Reality
is about connection, interconnection, interdependence, and dependence.

Tenacity
Tenacity
NOUN
1. [mass noun] The quality or fact of being able to grip something firmly; grip.
“the sheer tenacity of the limpet”
2. The quality or fact of being very determined; determination.
“you have to admire the tenacity of
these two guys”
3. The quality or fact of continuing to exist; persistence.
“the tenacity of certain myths within
the historical record”
(Oxford Living Dictionaries)
In a fast-moving complex OOR, holding fast to something perhaps appears like
an oxymoron, it could even be argued that
agility and tenacity are opposites. For this
reason tenacity as a leadership skill may be
ignored, or presumed to be a personal characteristic, especially in the middle of organizational change. But holding fast is a key
skill. It is the ability to hold onto the right
things, the capability to understand what
things need to be let go of, and persist in
pursuing a goal or objective regardless of the
obstacles, barriers, and challenges, which
occur in the maelstrom of the OOR. Some of
these is a leadership capability and some of
these is a development of personal fortitude
to overcome and keep moving forward when
the challenges may feel overwhelming.
Tenacity is often mistaken for stubbornness, which is perhaps when tenacity, as
a strength, is overplayed. But tenacity is a
positive trait, an ability, which means that
leaders stick fast to decisions that need
nerves of steel to see through. Often this
means revisiting the assumptions and data
that led to the decision in the first place

and asking whether anything new means
that the original decision was wrong. In
many ways no decision is ever wrong, and
it only becomes wrong when new information comes to light. However, sometimes,
the basis of the decision remains sound,
despite a lack of outcome or if the results
have yet to be achieved. This means sticking by a decision even when others are getting nervous and want to give up. It also
means standing by the decisions members
of the team have made, if the basis of that
decision remains sound.
Unlike developing a thick skin, which
closes individuals off from being authentic
(see Authenticity), tenacity is a gritty determination to push forward, to keep moving, sometimes one small step at a time, a
persisting, enduring staying power to see
things through. This includes recovering
and learning from mistakes. In a world
where even genuine mistakes and fast
capitalism (Grey, 2012) means there is an
intolerance for leaders who don’t deliver
results immediately, this flies in the face of
an aversion to admitting that mistakes have
been made or failure is part of the equation.
But the OOR means that leaders need to be
open to getting it wrong, in order to learn
quickly and move on. Also, the best action
or decision for the organization may need
time to embed, rather than finding a quick
fix for something in a financial quarter.
Tenacity is also pushing through obstacles that create barriers to success. The
implementation of a decision is rarely
achieved as planned. Often an issue will
arise, and some people can choose to fall
at the first hurdle. Tenacity is about holding fast to a decision and pushing through
any obstacles to see the plan through to
delivery. This can be especially difficult
where challenges arise or where a project
has been superseded by a new venture or
a different project. Once the decision is
made, the implementation is often considered to be the boring bit, left to people
further down the organization to make
happen. The Agile Leader must ensure
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that decisions made are delivered and seen
through to completion.

Developing Tenacity
For meaningful development of Agile Leadership to take place, tenacity is a requirement, and as such requires developing as a
key development objective. Tenacity requires
a twofold development, first procedural and
second in developing a tenacious mindset.
■■ Acknowledge fear and risk in order to understand areas where anxiety and limitation thrive.
■■ Develop clarity on what goals are worthy
of taking action despite the risk of failure.
■■ Develop personal support networks to
provide assistance and encouragement
during adversity.
■■ Incorporate space for failure at all levels
of the organization.
■■ Clarify issues by being deliberate in learning
from failure rather than blaming people for
failing. Building a tolerance for risk and a
culture of accountability. Follow failure with
a determination to do it again, only better.
■■ Engage in participatory decision making
to neutralize negative outcomes from arbitrary conclusions, creating a decision,
which everyone can buy into and stick by
with steadfastness.
■■ Examine preconceptions by scrutinizing
diverse data and disparate ideas.
■■ Countermand ambiguity, conflict, and inequitable treatment by clarifying responsibility at all levels and in all roles.

Receptivity
receptivity
NOUN
receptivity (to something)
The quality of being willing to listen to or
to accept new ideas or suggestions
synonym responsiveness
■■ receptivity to change
■■ increasing adolescents’ receptivity to health
education messages
(Oxford Learners Dictionaires)
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Self-reflection or reflective learning is so
often cited in leadership development, and
it has perhaps lost its power and for many
there is perhaps a lack of understanding of
what it actually means. In regard to receptivity it is focused on the need for leaders
to understand their leadership capabilities
enough to be open to the reality that their
personal capabilities are never enough to
be right about everything, ever. This broadmindedness is paramount to managing
the risk posed by the OOR, and reduces the
risk of aversion, adversity, and simplistic
thinking that results in many leaders resorting to control systems and checklists
to prevent failure. Too often organizational
systems are designed to ensure that every
action is done the right way. But the right
way may temporarily circumnavigate or ignore risk and also limit receptivity to new
innovation leading to failure and decline in
the long term and an ever-increasing cycle
of crisis over time.
Receptivity includes an understanding
by Agile Leaders that they might not be
right and they might not have all the answers. It is also accepting that an individual
can only see things from one perspective.
Other people have access to other pieces of
the puzzle; it is the collective understanding that provides fullness of thinking. Like
the man in the crow’s nest or the look-out
at the top of the castle, it is the combination of perspectives that provides the
leader with information and data to make
a decision, which is more reliable than
when based upon one person’s perspective
and information. Receptivity is not simply
about asking other people for their opinion
but also about listening to that opinion and
being open to changing your perspective
because of that information.
Furthermore, the complexity of the OOR
means that Agile Leaders are required to
deal with significant levels of ambiguity.
Much of what was certain is now uncertain,
and even information or data that is used
to make a decision can change with little
warning. Worse still very often information
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or data can be conflicting, so a decision
either way can be supported by the data.
Receptivity means learning to deal with
ambiguity by understanding that being
comfortable with uncertainty is a necessary part of Agile Leadership.

Black Box Thinking
The over-reliance in business to believe
that decisions are a result of logical, rational thinking results in action being
post-rationalized and contextualized to explain perceived success or failure. Syed
(2015) introduced the concept of Black Box
Thinking arguing that it is the reaction to
failure and learning from mistakes that results in developing toward successful outcomes. Black Box Thinking includes:
■■ Marginal Gains—being receptive to weaknesses in assumptions and discovering
small changes where steps can be taken
to improve them.
■■ Avoiding Closed Loops—being receptive to areas where an individual or organization is going wrong, learning from
mistakes and adapting to errors, without
spin or denial.
■■ No Blame, No Shame—being receptive
to the idea that people are just trying to
do their best. Creating an environment,
which promotes open and honest sharing
of information when things go wrong, will
result in more progress than finger pointing and retribution.
■■ Try, Try Again—being receptive to the
idea that we have to fail, and fail a lot before the right solution presents itself.
Receptivity, therefore, is a key capability if leaders are to revolutionize their attitudes to what makes leadership successful.
Receptivity is an acceptance that failure,
getting it wrong, and mistakes are an essential part of the journey toward success.
Agile Leaders need to developing personal
tools to tolerate risk, cultivate new ideas,
accept suggestions, and evolve responsiveness to being wrong, which in turn will lead
to more enlightened leadership, creativity,
and embracing change.

Developing Receptivity
Receptivity is on the one hand focused on
leaders learning about self, and on other
applying the skills of receptivity in leveraging personal and organizational assets and
limiting liabilities, role modeling, and taking personal accountability.
■■ Engage a coach to help develop awareness
of biases, strengths, and weaknesses, and
acknowledge these with coworkers.
■■ Engage a mentor to provide support and
perspective, especially when managing
the reaction to adversity or failure. Being
receptive to different perspectives will be
essential in identifying a way forward and
handling a crisis.
■■ Develop a forward-thinking perspective.
Rather than dwelling on who is to blame
and focusing on what has happened, focus
on what lessons are important to learn from
the problem and how to move forward in
response to the crisis, problem, or mistake.
■■ Practice acceptance as part of the recovery process. Agile Leaders must examine
their contribution to the current situation
in order to rebound.
■■ Manage biases, introducing diversity of
thinking into decision-making processes
and establishing clear lines of accountability to determine the present impact
of each decision (or indecision) and repercussions of actions taken.
■■ In equal measure and without judgment
celebrate success and constructively explore failure.
■■ Share reservations openly, respect differing viewpoints, and be inclusive. Role
model inclusivity.
■■ Foster collaboration and transparency. Share,
communicate, and operate an open-door
policy for everyone from the boardroom
down to the shop floor. No exceptions.

Elasticity
elasticity
NOUN
1. The ability of an object or material to
resume its normal shape after being
stretched or compressed; stretchiness.
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“aging can decrease the elasticity of your
skin”
2. Ability to change and adapt; adaptability.
(Oxford Living Dictionaries)
Organizational life is never a continuous stream of regularity; instead there are
peaks and troughs in activity. There are
periods of expected and times when the
unexpected becomes the new normal, at
least for a period of time. A significant skill
in Agile Leadership is elasticity, stretching when required and retracting when the
pressure is off. The ability to decompress is
as important as the ability to operate under
pressure. If a leader is constantly working
on high alert they can make impulsive decisions as the leader tries to fill the vacuum
created by normal circumstances with the
desire for an emergency room environment. The result of a leader constantly
operating in crisis is an employee population performing under the negative emotional toll of anger, frustration, anxiety,
apathy, inattention, and detachment, none
of which lead to sustainable organizational
performance.
In a fast-paced competitive world, whether
reacting to external opportunities and challenges or internal failure or success, a pressurized environment can erupt. Too much
success too quickly can lead to operational
constraints caused by rapid growth. Mistakes can result in managing crisis leading
to pressures, which have financial or human implications. Conflict, redundancies,
resource constraints, project failure, and
rapid expansion, a seasoned leader will
deal with all these at some point in their
career. Elasticity is more than just surviving
challenging circumstances, it is the ability
to bounce back and lead organizational
revival, restoration, and renewal. Recent
research demonstrated that crisis results in
leaders developing “qualities that can help
them cope better with future challenges.
78 percent say they are more self-aware as
a result of the crisis, 57 percent say they
are more collaborative, and 54 percent have
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become more empathetic and self-critical”
(Skoberne et al, 2016).
Elasticity is not about learning a meditative incantation, thinking positively
and being optimistic, although the ability to regulate emotions and developing a
growth mindset (see Positivity) does enable the Agile Leader to see failure and
challenge as a feedback mechanism and
learn from challenging experiences in order to change course and move forward.
Elasticity during crisis and pressure is
about improvising solutions, where perhaps the ideal tools and systems aren’t
available, developing squid eye (Scott,
2011) perceiving where things aren’t working, noticing distorted perceptions of reality, and being clear on what the priorities
are in order to survive. Once the crisis is
over, it encompasses the ability to accept
what has happened, find value in what has
transpired, identifying success factors and
drawing meaning from the difficult times.
At the same time elasticity is about creating the energy to bounce back, motivated
and motivating others to move forward
with renewed vigor.

Developing Elasticity
Elasticity can appear to be an ethereal
quality that is possessed by heroes who
overcome adversity and rise from the ashes
like a phoenix. Although some individuals
might have elasticity as part of their psychological makeup, it is possible to develop
the components of elasticity required for
Agile Leadership.
■■ Challenge negative self-talk and pessimistic
talk among others. Keeping a log creates a
basic social process, which enables leaders
to adapt their thinking and make positive
decisions (Foster and Green, 2016).
■■ Use Appreciative Inquiry to bring groups
together, helping them to construct solutions based on what is working, develop
commitment, and foster cooperation.
■■ Regularly re-evaluate and review priorities, stepping outside the present challenge to consider what is really important
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■■

■■

■■
■■

■■

in regard to organizational and personal
goals, purposeful endeavor, and personal
leadership values.
Use Question Thinking methodologies
(Adams, 2009) to transform thinking, and
develop solutions and an inquiring culture.
Explore factors that influence levels of
elasticity by reviewing thinking and behavior around how situations are interpreted, internal motivators, and personal
lifestyle choices.
Develop contingency plans and riskmanagement strategies.
Facilitate the growth of adaptive capability by building emotional and behavioral
assets within the workforce.
Flex organizational design in response to
job demand, evaluating what is manageable in regard to scope, decision making,
and well-being.

Authenticity
authenticity
NOUN
[mass noun] The quality of being authentic.
“the paper should have established the
authenticity of the documents before
publishing them”
(Oxford Living Dictionaries)
Authentic Leadership is not a new concept, and can be traced back to philosophical thinkers such as Confucius, Aristotle,
and Socrates, who focused on the character
of leaders and acting in a manner in which
the leader is being true to self. It was during
the 1960s that authentic leadership began to
be researched in detail. Since the turn of the
millennium there has been a renewed interest in the concept, with new theories, models, and definitions being discussed by both
practitioners and academics alike. Key ideas
associated with authenticity include trust, integrity, ethical behavior, quality relationships,
self-regulation, self-awareness, and being
genuine. Authentic Leadership is defined as
"a process that draws from both positive psychological capacities and a highly developed

organizational context, which results in both
greater self-awareness and self-regulated positive behaviours on the part of leaders and associates, fostering positive self-development"
(Luthans and Avolio, 2003: 243).
Walumbwa et al (2008) developed and
tested a theory-based model of authentic
leadership containing four key components:
■■ Self-awareness: The authentic leader
has a clear understanding of their own
strengths and weaknesses and a clear idea
of the various aspects of their self-identity
including an awareness of their personal
impact on others.
■■ Internalized moral perspective: The
authentic leader is able to regulate their
self in regard to managing their own moral
compass regardless of the perspective imposed by others, the group, organization,
or society. They act and behave ethically,
making ethical decisions based on their
own internalized value systems.
■■ Balanced processing: The authentic
leader will seek to make decisions based
on an objective evaluation of information,
and challenging others to question their
own ethical principles.
■■ Relational transparency: The authentic leader will share and remain true to
their values and beliefs, practicing openness and transparency in regard to their
own thoughts and feelings regarding different matters.
The research by Walumbwa et al (2008)
using the authentic leadership questionnaire to measure authentic leadership concluded that practicing the four components
led to direct positive performance outcomes, including enhanced follower commitment. However, the empirical evidence
has been contested, so a valid measure of
authentic leadership is still proving to be
elusive.
In regard to the Agile Leader, authenticity is focused upon the leader being their
whole self instead of doing leadership;
it is focused on truthfulness and trustworthiness in terms of self, and, therefore, contributing to sense-making from
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the perspective of guiding organizational
behavior.
Weick (1995) argues that organizing in
response to complexity happens as a result
of choices made by people, and these commitments made as a result of circumstances
lead to actions. Therefore, authenticity
ensures that the Agile Leader influences
the organizational context because they
demonstrate their identity in the choices
they make. Authenticity means that the
Agile Leaders understands who they are
in respect to the organizational context in
which they are operating and their interaction with others. Even during periods of
rapid change, authenticity allows the Agile
Leader to endlessly resolve circumstances
to develop meaning and awareness. In doing so, the Agile Leader is able to direct
others to act in context.
Most importantly, authenticity provides
the Agile Leader with a key leadership tool,
the ability to motivate and inspire people
to act by giving them a sense of purpose
at a deeply personal level. Sinek (2010)
contends that authenticity “means that everything you say and everything you do
you actually believe.” In leading with authenticity, success becomes sustainable
as it inspires loyalty, trust, passion, and
relationship with followers. Furthermore,
knowing why something should be done
enables people to make decisions that
feel right, be clear about purpose, and be
consistent.

Developing Authenticity
Purposeful endeavor might seem like
something that only occurs for the happy
few, but for a leader to be truly Agile they
must engage authentically with the organizational context to provide a firm foundational reason for being, regardless of the
flux in the environment. Authenticity will
result in clear decision making and positive self-regulation.
■■ Provide the opportunity for leaders to
reflect on their values and how these
may have changed throughout their life.
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Consider how the vision for the organization reflects these values and how emotions affect decision making.
Activate an ongoing process of examining
assumptions, underlying principles, and
self-generated belief systems, by arguing
the opposing viewpoint.
Encourage diversity of thought, by scrutinizing different opinions, ideas, and conflicts of opinion.
Engage in regular feedback sessions to
highlight blind spots in behavior and
modes of thinking.
Cultivate a culture of honesty and transparency, embracing respectful directness,
candor, and frankness.
Support leaders to develop a personal leadership brand and own the story of their
leadership journey.
Explore personal due diligence with leaders in regard to whether people within
the organization trust their leadership,
and monitor and assess whether leadership behavior is sending mixed messages
to employees.
Use mentoring to support personal development planning and encourage leaders
to become a mentor to others to promote
learning and trust in the organization.

Connectivity
connectivity
NOUN
1. [mass noun] The state of being connected
or interconnected.
“the authorities worked at restoring connectivity between Puerto Rico and the US
mainland after Hurricane Hugo”
(Oxford Living Dictionaries)
Connectedness is an essential leadership skill in the current organizational
environment. On the one hand, it is behavioral, referring to the way in which the
Agile Leaders relate to other people. This
may be in terms of alliances with strategic
partners, employee relationships, and deep
kinship with like-minded partners. On the
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other hand, it refers to being connected to
the business environment, scanning for
challenges and opportunities and being
linked to a system of information and devolved action, which keeps the leader in
touch with what is happening.

Human Relations Management Theory
Mayo (1933) laid the foundations for the
Human Relations Movement, following
his involvement in the Hawthorne Studies from 1927 to 1932, which investigated
human behavior within organizations
from a socio-psychological perspective.
The Human Relations Management Theory (HRMT) focuses on the social factors
that impact motivation in the workplace.
Being interested in and caring about individuals and their work have a huge effect
on employee productivity, engagement,
and commitment within the organization. Connectedness to peers, teams, work
groups, and leadership provides a catalyst
for improved work performance and job
satisfaction.
Leadership from a HRMT perspective may appear on the surface to be too
touchy feely for many leaders, but in many
respects it is not simply about knowing
whether Thomas in Accounts is having
problems with his Begonias or Margery in
Sales is struggling to reach her marathon
goals. HRMT is about defining the organization–employee relationship as a human process consisting of people working
together to accomplish change, in a way,
which is inclusive, empowering, acknowledges individuals and their talents, and is
based upon trust and socially responsible
actions. Too often organizational leadership
focuses on people as resources and forgets
that those resources are human. Feelings
and emotions are included in the equation,
and the Agile Leader must work to ensure
that the collective action taken by the organization reflects the human requirement
for relationship. The Agile Leader is effective when they create positive relationships within the organization and create an

environment, which values people and the
contribution they make.

Complexity Leadership
Connectivity moves beyond the idea of the
big hero, charismatic leader to one where
influence is shared, the organizational objective is a collective accord, and leadership
is communal in a networked organization.
The integration requires a web of connections highlighting the complexity that Agile
Leaders must contend with in regard to social influence, team dynamics, strategy development, and leadership action.
Hazy (2008) introduced the Complex
Systems Leadership Theory (CSLT) based
upon insights from complexity science and
computation modelling, offering the following definition: “those aspects of agent
interactions which catalyse changes to the
local rules defining other agents’ interactions” (Hazy, 2008: 281). He describes five
facets that can be recognized in leadership
actions:
1. Cooperation—Corporate strategy is established as an activity reliant on cooperative plans and action.
2. Participation—The leader creates conditions that stimulate other people to
engage in the organizational strategic
plan or project.
3. Organization—The leader avoids complexity catastrophe by navigating complexity and organizing others people’s
decisions and actions.
4. Unification—The active output layer of
the information flow from the organization is designed to produce a consensus
resulting in the whole organization presenting a unified system as frame of reference within the environment.
5. Translation—Following structural change
the leader acts as a translator providing
systemic feedback to people in the influence network.
The difference between complexity leadership and other leadership theories is that
CSLT focuses on leadership as part of a system rather than residing in the individual
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(Goldstein et al, 2010). This systemic approach is key to connectivity in developing
the Agile Leader. The focus moves away
from the leader being the centre of leadership, and instead allows the Agile Leader
to release people within the organization
to engage in self-governing activities. Connectivity allows people within the organization to deliver sustainable organizational
performance, by engaging in activity that
is innovative, adaptive, creative, and in
some cases modifying business as usual all
within a framework of collective activity
and identity. Connectivity allows the Agile
Leader to become the lynchpin between
webs of disparate activity, and bring unity,
coordination, and collective action out of
seemingly muddled action.
Connectivity, therefore, activates the Agile Leader in exploring capability outside
of the normal hierarchical structures, and
evolves a networked organizational structure, which decentralizes decision making
and allows others to lead where appropriate. The leadership that the Agile Leader
provides the organization is in connecting
the collective hegemonies to ensure alignment and adaptability work hand-in-hand
toward a mutual goal. The focus is very
much on rules of engagement between different players within the organizational
system, and developing processes to manage interconnectivity both internally and
externally within the organization.

■■

■■

■■

■■

■■

■■

■■

Developing Connectivity
Connectivity bridges the gap between
the human relationship and the relationship that people have to the organizational
system in order to deliver organizational
effectiveness.
■■ Restructure the design of the organization to decentralize authority and operate
empowered networks of teams enabling
fluidity of movement of human resources
to where they are needed.
■■ Share integrated information through operations centres, which coordinate connections between team activities.
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Consider the physical environment in
which teams operate. Create spaces, which
inspire collaboration, and design comfortable common areas where employees can
come together.
Actively cultivate personal and professional networks and use those networks
for support during challenges, including
defining the problem, offering potential
solutions, and providing connections to
solution providers.
Communication skills are at the heart
of human relations management. This
goes beyond being able to transmit and
receive information and includes creating a shared understanding. Be willing to
talk about feelings, and share personal
perspectives while creating space for
other to share their own point of view
and emotions.
Choose to listen effectively. Remove distractions, be in the moment, practice curiosity, use active listening techniques, and
identify the other person’s perspective.
Develop generosity in understanding situations, expressing empathy and compassion
to strengthen relationships with others.
Choose the timing of managing disagreements and difference of opinion. Tackle
conflict using proven frameworks such as
Mineral Rights conversations advocated
by Scott (2003).
Develop guidelines for collaborative working; facilitate the removal of barriers to
collaboration and role model cooperative
behavior.
Ensure that teams involve the right people,
with the right skills working on the right
project. Remove boundaries to ensure
individuals with something to contribute
are included.

Positivity
positivity
NOUN
1. The practice of being or tendency to be
positive or optimistic in attitude.
“pupils draw power from the positivity
of their teachers”
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“we like to project positivity and a message of hope”
2. The presence rather than absence of a
certain substance, condition, or feature.
“the first biopsy specimen demonstrated
positivity for cytokeratin”
“the positivity of tumour cells”
(Oxford Living Dictionaries)
Although positivity sounds like something straight out of a life-coaching book,
approaching opportunities and challenges
with confidence and optimism enables the
Agile Leader to create a culture of possibility within the organization. Every person
who has worked in corporate life will have
come across energy givers and energy zappers. There are those people who walk into
a room and light up the place with their energy. Their personal impact is immediate
and long-lasting; people come away from
interactions with energy givers and feel
motivated, mobilized, and ready to take on
the world. The insurmountable problem
they were tackling suddenly seems like
a minor irritation, the opportunity completely achievable. Energy givers create
sparks of innovation and creativity, and
they provide a get up a go to other people
meaning that forward momentum and activity happen around them.
Energy zappers are like energy-sucking
vampires. They sit in corners of the office,
usually with a large puffa jacket zipped
right up to their nose, complaining about
the air conditioning. They feed off the joy
and energy of others. Not so much organizational disruptors who have energy to put
into destroying projects, rather impacting
the atmosphere of the organization in such
a way that their interactions leave people
feeling drained. A dark shadow accompanies their workspace, and if the team is
unlucky enough, it begins to spread like
a fungus across the office. Energy zappers
literally kill the energy, optimism, and the
lifeblood of an organization.

Agile Leaders at the very least need not
be energy zappers, but they need to develop
themselves as energy givers. Attitude is a
choice; so choosing to be an energy giver
is possible. This isn’t about personality or
character. Some individuals might be generally inclined to being an energy giver, but
it is still a choice that anyone can make.
Choosing optimism rather than pessimism, choosing hope rather than hopelessness, and choosing positivity rather than
negativity are within the power of every
leader and the Agile Leader must choose
to develop positivity as an attitude. Not
just when it is going well, but when things
aren’t going well, especially when things
are going very badly. The Agile Leader is
the one who needs to stand there in the
middle of the worse crisis and say, “okay
this is bad, but we can get through this;
there is a solution, a way out and a possibility for redemption.” Even when everyone else around them is losing their head,
when the Agile Leader themselves hasn’t
got a clue what the next step is, they must
choose a positive attitude.

Growth Mindset
Dweck (2012) introduced the concepts of
Growth and Fixed Mindsets. People with a
growth mindset believe that they can develop themselves and transition through
difficulties by learning and developing to
accomplish their goals. People with a fixed
mindset believe that they can’t change and
that their existing ability is as good as it
gets. These concepts highlight that the difference that the attitude adopted toward a
problem or opportunity is as important as
a persons’ ability. Fortunately for the Agile
Leader, a growth mindset can be developed.
In many ways a growth mindset is a willingness and readiness to learn from what has
happened, which in turn creates a positive
approach to challenges and opportunities.

Broaden and Build Theory
Fredrickson (1998) developed the Broaden
and Build Theory to explain how positive
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emotions broaden behavior into thought–
action repertoires including curiosity, discovery, play, and awareness. The Broaden
stage of the theory advocates providing a
positive workplace to expand the opportunity for an individual to experience positive emotions. The second stage, Build, is
focused on ensuring that individuals have
the collateral to build on the positive emotions to innovate, be productive, build their
team, and improve communications and
morale. Developing a workplace, which
focuses on employee well-being, actively
tackles workplace stress, and creates a safe
place to work, is important to developing
an organizational atmosphere of positivity.

Developing Positivity
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■■

■■

Agile Leaders who choose an attitude of
positivity and develop positive practices
can influence an organizational environment positively. It goes beyond the individual leader, and generates a virtuous vortex
of learning, confidence, and beneficial support. By developing self, the Agile Leader
affirms others, providing the impetus for
them to develop themselves.
■■ View challenges as opportunities. Whenever confronted with failure the default
position should revert to what can be
learned, even if the learning is what not
to do again.
■■ In relation to other people learning from
failure, it is imperative that the Agile
Leader adopts a nonjudgmental approach
to errors and mistakes.
■■ Focusing on the Broaden and Build schema
(Fredickson, 2004) by introducing workplace factors that make people feel more
positive in the workplace. Redesign workspaces, build individual self-confidence,
and ensure that people are appreciated
and valued for the work they do. Provide
skills training and resources to support
positive mental growth.
■■ Develop an enhanced personal tool kit of
interpersonal skills, communication skills,
and strategic thinking skills to increase
capability when dealing with a crisis.

16

■■

Acting with positivity begins with an honest appraisal of personal attitudes and
belief systems, and developing positive
practices, resulting in an external positivity, which can be perceived by others. The
Agile Leader must choose to stand on the
positive position in every circumstance.
Be passionate about developing a workplace
where employee well-being is a desirable
goal. Show appreciation and respect for
other people and cultivate a culture where
positive action is reciprocated.
Explore new ideas and possibilities. Be
deliberate about lifelong learning, make
time for learning new things, and create
opportunities to indulge curiosity. Don’t
stand still and stagnate.
Practice problem solving, accept challenges, and develop creative methods to
find solutions. Look at the problem from
different angles, and approach the challenge in a positive manner.

Humility
humility
NOUN
[mass noun] The quality of having a modest or low view of one’s importance.
“he needs the humility to accept that their
way may be better”
(Oxford Living Dictionaries)
Humbleness might be something usually
associated with religious leadership or perhaps saints, and it certainly isn’t something
that automatically springs to mind, especially when other attributes such as tenacity, connectivity, and authenticity are part
of the proposed framework. But there is no
contradiction in being both confident and
humble. Indeed, humility is the thread that
runs through each element of the framework. An Agile Leader cannot practice receptivity or elasticity without humbleness,
nor can they develop positivity without a
belief that other people matter, and have
something to add to their leadership. In fact
it is not possible to be agile without being
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willing to work with other people. Humility
enables the Agile Leader to learn from others, hear other opinions that might conflict
with their own, devolve decision making,
and empower others to take responsibility
to deliver results. The OOR, explored in The
Need for Agility, demands humility. Maxwell (2013: 19) stated that when it comes to
humility “the difference is inside. It is the
spirit of an individual. Those who profit
from adversity possess a spirit of humility
and are therefore inclined to make the necessary changes needed to learn from their
mistakes, failures, and losses. They stand
in stark contrast to prideful people who
are unwilling to allow adversity to be their
teacher and as a result fail to learn.”
It is humility that allows an Agile Leader
to ask what could be done differently in
response to the OOR. They don’t assume
that they know the answers, have the answers, or have the experience to know
whether they either know or have the answers. They are content to look outside of
their own leadership capability and explore
the unknown by learning from others. The
humble approach increases their capacity
and capability as a leader. Humility enables the Agile Leader to do more, because
they incorporate the collective knowledge,
skills, and abilities of the people around
them, or identify where gaps within the organization exist and willingly connect with
external resources to find an adequate response to a challenge or opportunity.
Humility, therefore, facilitates learning
that builds and develops elasticity, tenacity, receptivity, connectivity, positivity,
and authenticity. Agile Leaders let go of
their ego and pride and are unafraid to engage with others with transparency and
boldness. Humility is not about lacking
self-confidence, but it is the opposite, and
it is having the confidence in self to seek
feedback and place trust in others.
Humility also allows Agile Leaders to
freely admit mistakes in order to start the
process of recovery. In doing so, it frees others to accept and correct their own errors.

Confession of blunders, ownership of missteps, and admission of omissions might
seem like the antithesis of leadership but
agility requires an honest appraisal of current performance in order to develop the
flexibility to change course. Humility allows the Agile Leader to admit when they
get it wrong, and also when someone else
knows better, or more importantly, allow
them to change their mind in regard to a
belief, opinion, or decision that might be
negatively impacting the organization.

Developing Humility
By developing humility the Agile Leader
is cultivating the very essence of learning
to be truly agile. Mental, emotional, and
physical flexibility occurs when the Agile
Leader realizes that their opinion is not the
most important, nor necessarily right. True
humility occurs when the Agile Leader gets
out the way and lets everyone else step up
and achieve his or her potential.
■■ To move forward, Agile Leaders must own
failure by admitting mistakes and openly
discussing missteps to move forward.
Vulnerability exposes the Agile Leader to
receptivity to feedback, advice, and opinions from others.
■■ Reflect on mistakes made, dwelling on
the facts in order to learn from what has
happened and re-evaluate decisions made,
including an honest appraisal of faulty assumptions and wrong turns.
■■ When weighing decisions, focus on the
consequences that may result, cultivate a
balanced approach to best and worst case
outcomes, and consider possible responses
to each scenario.
■■ Stop trying to control everything, and learn
to become comfortable with acknowledging when ambiguity from the OOR means
there is not necessarily a known best answer, only a best guess.
■■ Accept fear of the unknown by recognizing
the questions everyone is at great pains to
avoid asking . . . and address them.
■■ Get out the way. Let people do their jobs,
avoid micromanaging, and allow others to
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■■

■■

get on with getting on. Only step in when
asked to do so, and even then, consider
whether the request is based on fear of
getting it wrong, in which case, offer reassurance and allow others to step up to
do more than they thought they were capable of without interference.
Put others first. Appreciate the contribution
others make, and focus on building deep
relationships and how to assist in growing
and developing the potential of everyone to
make the contribution they are truly capable.
Listen to all ideas, even the crazy ones.
Valuable ideas are rarely based on existing
knowledge. Be curious and open to new
thinking even the idiosyncratic.

Conclusion
Early on in a leader’s career the need to be
right appears to be important in order to
be recognized as a good leader. The priority is to have an impact that gets the leader
notice, develop recognition, and grow the
individual’s reputation as the person who
gets stuff done. Making stuff happen, successfully, and taking credit for achievement is how the career ladder is scaled.
The issue with this approach to leadership
is that it relies on one person having all the
answers, and for their answers to always
be right. On the flip side, avoiding failure,
or at the very least, avoiding admitting to
failure becomes necessary in order not to
damage career prospects. This development curve means that most leaders do
not have the necessary foundations to become agile, because Agile Leadership requires the opposite approach to challenge
and opportunity. For this reason most leaders must accept that in order to become Agile they need to develop agility, and that is
not something that is necessarily taught on
an MBA course.
As leaders develop their careers, and begin to take on positions that have a potential
impact on the future health of the organization that may be catastrophic, there is a
realization that the knowledge, skills, and
capability that had got them into a senior
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leadership position are no longer adequate
for the demands of the job in hand. By this
stage, most leaders have developed positive illusion of their capabilities as a leader,
possibly a delusion, not realizing that their
success in the lower regions of the organizational hierarchy have little to do with
them, and much to do with their peers, line
reports, and managers. They were simply
a cog in the wheel that got lucky because
of position, circumstance, and timing. The
problem comes when they believe that they
are responsible for their success. This underestimation of the collective in achieving
organizational success becomes the undoing of many managers when challenges or
crisis arrives. It is only after experiencing
a negative event that leaders begin to react
appropriately to the OOR. A realistic appraisal of their leadership ability can result
in a positive developmental mindset, which
provides the basis for developing agility,
but denial or failing to put aside ego and admitting their role in the situation can result
in the development of a blame culture and
intense rejection of making the necessary
adjustments to recover from crisis.
The OOR has changed, and is changing
rapidly. It is not a case of developing a readiness of change, but willingly building energy for continuous change. It goes beyond
managing communication, and delivers
uninterrupted channels of communication
to extended networks. The OOR demands
a different type of leader. In Introducing
Agile Leadership, an Agile Leader was described as someone who is:
“An authentic and humble individual
who is receptive to ambiguity and
connects with others to adopt a tenacious and positive response to the
demands of a complex organizational
environment.”
Seven components support the framework
of Agile Leadership:
■■ Tenacity—tenacity is a gritty determination to push forward, to keep moving,
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■■
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■■

■■

sometimes one small step at a time. A persisting, enduring staying power to see
things through. This includes recovering
from and learning from mistakes. Tenacity requires a twofold development, first
procedural and second in developing a
tenacious mindset.
Receptivity—Receptivity includes an
understanding that the leader might not
be right and they might not have all the
answers. It is also an acceptance that failure, getting it wrong, and mistakes are an
essential part of the journey toward success. Receptivity is on the one hand focused on leaders learning about self, and
on other applying the skills of receptivity
in leveraging personal and organizational
assets and limiting liabilities, role modeling, and taking personal accountability.
Elasticity—Elasticity is stretching when
required and retracting when the pressure
is off. It is the ability to create the energy
to bounce back, motivated and motivating others to move forward with renewed
vigor, and the ability to lead organizational
revival, restoration, and renewal.
Authenticity—Authenticity is focused
upon the leader being their whole self
instead of doing leadership; it is focused
on truthfulness and trustworthiness in
terms of self, and therefore contributing
to sense making from the perspective of
guiding organizational behavior. Agile Leaders must engage with the organizational
context to provide a firm foundational
reason for being regardless of the flux in
the environment providing clear decision
making and positive self-regulation.
Connectivity—Connectivity activates the
Agile Leader in exploring capability outside of the normal hierarchical structures,
and evolves a networked organizational
structure, which decentralizes decision
making and allows others to lead where
appropriate. It bridges the gap between
the human relationship and the relationship that people have to the organizational
system in order to deliver organizational
effectiveness.

Positivity—Even when everyone else
around them is losing their heads, when
the Agile Leader themselves hasn’t got
a clue what the next step is, they must
choose a positive attitude. It goes beyond
the individual leader, and generates a
virtuous vortex of learning, confidence,
and beneficial support. By developing
self, the Agile Leader affirms others, providing the impetus for them to develop
themselves.
■■ Humility—Humility facilitates learning
that builds and develops elasticity, tenacity, receptivity, connectivity, positivity,
and authenticity. It allows Agile Leaders
to freely admit mistakes in order to start
the process of recovery. In doing so, it
frees others to accept and correct their
own errors. True humility occurs when
the Agile Leader gets out the way and lets
everyone else to step up and achieve his
or her potential.
Developing Agile Leadership is a response to the demand from OOR for a
different type of leader to ensuring that
leaders are effective in facilitating the creation of an organizational framework that
can respond to the challenges and opportunities presented, create followership in
a complex climate, and develop a system
where the organizational resources are employed effectively.
■■
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