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From Past to Future



Requirements and Responses

Banks and other financial institutes are constantly dealing with competitive challenges, rapid changes in
technology and market, and increase in customers’ demands

Quick response Agile Approach
to change Using Scrum framework, receiving feedback in short periods.

Novel Technologies

Latest Technologies, facilities and up-to-date programming
languages

Distinctive Open Innovation
approach Micro Service Architecture and Open API platforms
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Why agile?
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Altern Approach

Fixed

N

SN

Traditional Approach

Variable







Move
towards
learning
organisation

Requires
structural
and cultural
change

Less visible
- more powerful

Values
Principles

Practices
Can be

adopted
in command
and control

Tools and
Processes

More visible
- less powerful

labibi@gmail.com
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Agile "umbrella” -
a family of iterative, incremental methods

labibi@gmail.com



Sprint review
4

Sprint

Relrospecy

Sprint retrospective
meeting

“

Project vision  Release planning

Sprint planning

Deployment...



There are five trademarks of agile crganizations.
Trademark Crganizational-agility pr

Morth Star embodied * Shared purposea and vision
acrogs the organization = Sensing and seizing opporfunities
* Flexible resource allocation
* Actionable strategic guidance

Structure Metwork of ) * Clear, Hat structure
Cnlp@'ﬁ'ﬂrcﬂ leams "y = Clear accountable mles

* Hands-an govarnances

* Robust communities of practice

* Activa parmnarships and ecosystem

* Open physical and virtual environment

= Fit-for-purpose accountable cells

Rapid decision and VoY * Rapid iteration and exparimantation
learning cycles _ » Standardized ways of working

* Parformance afentation

= [nformation transparency

* Continuous learning

* Achion-orented decision making

Dynamic people = Cohesive community

model that » Shared and servant lsadership
. P —

ignites passion « Entreprensurial drive

= Rale mobility
lechnology Next-generation o ) * Evalving technology architecture,
enabling technology L = systems, and tools

= Mext-ganaration technology

development and delivery practices



https://www.mckinsey.com/business-functions/organization/our-insights/the-five-trademarks-of-agile-organizations

TRADITIONAL
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Manifesto for Agile HR Development

« Collaborative networks over hierarchical structures
« Transparency over secrecy
« Adaptability over prescriptiveness

 Inspiration and engagement over management and
retention

 |Intrinsic motivation over extrinsic rewards

 Ambition over obligation
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LUV + qualtrics y Exit

SAP HR Use Cases along the Employee Journey My Work
My Work Anniversar
My Personal Travel
Leave

My Training & My New
Development: My Total Rewards: Role
Learning SAP Qualtrics
My Candidate My Team Experience Employee Benefits
Experience Optimizer

My
Performance

My Onboarding Check-in

Experience My Tools and

Technology @

labibi@gmail.com




The Copernican Revolution in Management

labibi@gmail.com



AGILE APPROACH: CO-CREATE HR SOLUTIONS

Old Way
Solution designed at top
Waterfall process
COE-driven
Harmonized
Platform designed
Change management

Rolled out

HR Strategy

COE Design
Program

BU Regions
implement

HR Pushes
Change in Platform

HR Measures
Compliance

Program Revised
Every few Years

Complete solution
but untested

3’;6,‘%‘&5 Inspired by: Josh Bersin

'gew_ Waz Watch success

_ esigne And iterate fast
with customer

Prototyped quickly

Multi-functional team

8 Build into platform
Focus on joy

If needed

Test in field
and iterate

Prototype solution

Co-creates Joy

Cross functional
Team jumps into
action

Problem identified
Solution designed

at source

At the source

Agile People ® 27
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3 FLAT ORGANIZATION

R & B

. FLATARCHIES

labibi@gmail.com



on f
&%% ! %%%\’c

O. H
- HOLARATIC ORGANIZATION



The agile organization is dawning as the new dominant
organizational paradigm.

Rather than organization as machine, the agile organization is a living organism

From organizations
as “machines” ...

Silos
Detailed
instruction

McKinsey&Company

Top-down
hierarchy

... to organizations
as “organisms”

Quick
changes,
flexible
resources

Leadership shows
direction and
enables action

“Boxes and lines”
less important,
focus on action

Teams built
around end-to-end
accountability



https://www.mckinsey.com/business-functions/organization/our-insights/the-five-trademarks-of-agile-organizations
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https://management30.com/

The Seven Levels of Authority

- i

Tell: make decision as the manager

Sell: convince people about decision
Consult: get input from team before decision
Agree: make decision together with team
Advise: influence decision made by the team
Inquire: ask feedback after decision by team

Delegate: no influence, let team work it out
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Hire for attitude; train for skill.




Agile
What capabilities Coach Recruiker

does our keam
Marketing

User

Facilitation

¥

@ Expert facilitator Team in need of

recruiting joins in
the process

and recruiting

. Recruiting Process
expertise

DANDY Cross-Functional
PEORLE Agile Recruiting Team

Modern Agile by Jostua Kerievsky specifically for Agile recruiting
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Why Businesses Don’t Learn , HBR
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2015, Francesca Gino and Bradley Staats



Management 3.0



Performance management isn't dead. The old way of
thinking about it is.
—Anita Bowness

41



3%

reported the performance
management systems delivers
exceptional value (Mercer)

23%

said their company was
above average in the way
PM is conducted (Society
for Human Resource
Management)

39%

of companies have lately”
reviewed their performance
management (Mercer)

48%

90%

of HR heads believe they
do not yield accurate
information

(CEB)

48%

are currently evaluating
or plan to review their
performance
management (Mercer
Snapshot Survey 2015)

labibi@gmail.com

reported the performance
management systems needs further
work to be effective (AMercer)

95%

of managers are
dissatisfied with their
performance
management systems
(CEB)

(o)

8%

of HR respondents
believed that their PM

process drives business
value (Deloitte)
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VERY HAPPY!

Cand, Peeunka,

cnacu6o ozpomxoe 3o |
OYeHb NO3UTUBHYIO

0YeHb NPOCTOMU OeHb.

Cepexa

I am so proud to be led forward by a person who is also an amazing leader. | can
only hope to be half of the person that you are someday. It is a privilege to work
under your leadership. #thankyou A

Mas 8 gia G

Fatemeh

Adanic
#inspirationalleadership #leader #friendship

Inspirational Leader

Amirvendizageh
- I @M.Reza o= o~ "
,,/' Ads &5 @ vy
-~ "‘§\ ‘

© © 62 comments

o Like & Comment () Share 7 send &2 @1

’ e
! -

A reliable friend is the best gift a leader can ask for. Thank you for 95 &
being someone | can rely on.

web-next 853 ci “us4: S8 )l 2 @Faraz

Like - @ ©2 Reply

labibi@gmail.com
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Reinventing Organisations

/\ ResuLts

ENGAGEMENT

Power &5 TRucTuRg

AuTHoRITY
§37n P,
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STABLE PRocESSES
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SELF-MAVMAGENT

EMERGENCE

WHOLENESS
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EMPOWERMENT

InnowrTIoN
ACCOUNTABIITY
MERITOCRACY
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CoNsclousNESS

ANTI-FRAGILE
ORGANIZATION

HIGHER
PURPOSE

DISTRIBUTED
DECISION

MAKING DELIGHT

CUSTOMERS

SHARED
VALUES

UNIVERSITIES

compeTiTioN 48 |l wwovarion

PROFIT

STREET Lo0e TRIBAL
cangs AFIA MILITIAS

POWER ., &) commano
AUTHORITY

FEAR

CHAOS DIVISION

OF
| LABOR

CORPORATIONS

WHOLENESS

NSELF-MANAGEMEN

VOLUTIONARY

PURPOSE
STAKEHOLDER

BALANCE
CULTURE
OVER
STRATEGY

EMPOWERMENT

ACCOUNTABILITY

MERITOCRACY




Shared Vision
and Passion

Not Taylorism
Why Agile

Market and
Customer
Value

Understand
where we are
VUCA / Cynefin

Continuous
Transformation
via Improvement

Learning as an Attitude
Learn from Failures

’

. Agile

i

/Léadership\

N\

%,
Consensus

https://www.linkedin.com/pulse/12-dimensions-agile-leadership-jonathan-kessel-fell/

Servant
Leadership

Create Environment
Create Culture

Skills,
Tools and
Techniques

Agile
Governance

Control Direction
Inspire People
Provide Autonomy

Organisational Barbell
for Stability and Innovation

@O

BY NC SA
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TOP CHALLENGES WITH SCALING...
Company culture at odds with agile value

Lack of experience with methods

Lack of management support

Organizational resistance to change

Lack of business/culture/product owner
Insufficient training

Pervasiveness of traditional development
Inconsistent agile practices/process
Fragmented tooling, data, and measurements
Ineffective collaboration

Regulatory compliance and governance

...AND ELEMENTS NEEDED FOR SUCCESS
Internal agile coaches
Executive sponsorship

Consistent process and practices

Implementation of a common tool across teams

Agile consultants or trainers
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 Agile People: A Radical Approach for HR & Managers, 2017, by
Pia-Maria Thoren

* Management 3.0 book, by Jurgen Appelo
* HR Goes Agile, HBR 2018, by Peter Cappelli and Anna Tavis

* Why Businesses Don’t Learn , HBR 2015, Francesca Gino and Bradley
Staats

* The Agile C-Suite, HBR 2020, by Darrell K. Righy, Sarah Elk, and Steve
Berez

* How Netflix Reinvented HR, 2014, Patty McCord



Thank You
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