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What’s Your

By Johann Mynhardt, SAU CEO

This edition indulges our readers in the dynamics of the management-
employee accord. From management tips embracing a more flexible and 
adaptable acumen to some insight into the Agile methodology, albeit 
already wholly embraced by the technology sector, we do discuss how it 
could be used to benefit other fields.  

The fast paced digital age we find ourselves amidst has accelerated the 
need for companies to be agile. There is little room for a rigid constitution 
as was expressed by the now extinct Blockbuster. 

In 2000, the founder of a fledgling company called Netflix, flew to Dallas to 
propose a partnership to Blockbuster. The idea was that Netflix would run 
Blockbuster’s brand online and Blockbuster firm would promote Netflix in 
its stores.  Netflix got laughed out of the room. Blockbuster went bankrupt 
in 2010 and Netflix is now a $28 billion dollar company, about ten times 
what Blockbuster was originally worth.

With hindsight the story seems laughable. But if you’re really honest with 
yourself, would you not have consigned the company to the same fate? 
Netflix was a company in its infancy, whilst Blockbuster was a seemingly 
infallible giant. Technology wasn’t where it is today, with most of us still 
rocking our Nokia 3310s.

The lesson seems simple - one that speaks of pride being the antidote 
to hubris. 

Again, I’ll warn not to oversimplify. 

Try this one on for size: What if I told you that many are questioning the 
value and importance of managers? 

For some time now, there has been a growing misconception about 
managers managing people exclusively with little need to do any work 
themselves. Some even believe that managers impede the teams ability to 
do their job especially in context of “knowledge workers”.

It may interest you to know that managers haven’t been around for very 
long. Prior to the industrial revolution in the late 18th century, managers 
were unheard of. It changed then, why not again?. Can the availability and 
ease of dissemination of data and thus measurement not largely replace a 
substantial portion of the time utilised for management?

Regardless of how you feel about the matter, we’ve already begun to 
see some changes. Some leaders are being designated by more task 
or function orientated naming conventions with the intention of assigning 
an explicit function to their roles, whilst others have embraced leadership 
substitute theory, eliminating the need for managers altogether. 

Only time will tell where this juncture will lead. Are you ready?

http://news.gallup.com/businessjournal/167462/employees-strengths-company-stronger.aspx
http://www.saunderwriters.com/
mailto:newbroker@saunderwriters.com


The Beginner’s Guide To Scrum 
And Agile Project Management

What can help you build a car, save your marriage, code 
software, write a book, or even renovate a house? 

If you work in tech (or spend any 
amount of time with engineers), you’ve 
probably heard about “Scrum” and 
“Agile.” It’s a system mentioned in 
reverent tones by tech types and seems 
to have its own strange language. 
Terms like “planning poker,” “stand-
ups,” and “sprints” are thrown about by 
its proponents.

It can all be a bit intimidating to the 
uninitiated.

I know because I’ve been there. 
During my first week working at a tech 
company I was introduced to Scrum 
through our software development 
team, and I was instantly hooked. The 
way they were able to take complex 
problems, prioritize them into individual 
tasks, then delegate those tasks to the 
team member best suited to solve each 
one was incredible.

But was this just for engineers? Could 
us non-code-wizards really benefit from 
something like Scrum? If so, how do 
you even get started?

Buckle up, because we’re about to 
“sprint” through an intro to Scrum (you’ll 
get that joke by the end of this article, I 
promise).

What is Scrum and Agile?
Things can get a bit confusing to 
newcomers in regards to nomenclature. 
“Scrum” and “Agile” seem to be used 
interchangeably when you first enter 
this world, but there is an important 
distinction.

Agile refers to a set of “methods 
and practices based on the values 

and principles expressed in the Agile 
Manifesto,” which includes things like 
collaboration, self-organization, and 
cross functionality of teams.

Scrum is a framework that is used to 
implement Agile development.

A good analogy would be the difference 
between a recipe and a diet. A 
vegetarian diet is a set of methods 
and practices based on principles and 
values. A recipe for chickpea tacos 
would be a framework you can use to 
implement your vegetarian diet.

This is similar to the relationship 
between Agile (the diet) and Scrum (the 
recipe you follow).

Agile was born out of the techniques 
utilised by innovative Japanese 
companies in the 70’s and 80’s 
(companies like Toyota, Fuji, and 
Honda).

In the mid-90’s, a man by the name of 
Jeff Sutherland found himself frustrated 
by companies who were continually 
plagued by projects that were behind 
schedule and over budget. He sought 
to find a better way.

His research brought him to these 
Japanese companies and their 
Agile methods. Basing his work on 
this, Sutherland created the Scrum 
framework. After a series of successes 
using his new methods, Scrum began 
to quickly spread throughout the 
product development world.

Who Can Benefit From Scrum?
You could be forgiven for thinking 

Scrum was something limited to 
engineers or developers. But the 
framework can be beneficial for other 
types of projects too.

Scrum has been used by everyone 
from the FBI, to marketing agencies, 
to construction crews. Any time you’re 
producing some sort of product, be it 
software or an email campaign, Scrum 
can help you organise your team and 
get more work done in less time.

Scrum and Agile Project 
Management Team 
Organisation

“You don’t need much to get started with 
Scrum,” says Matthew, “You really just 
need a place to organise your thoughts, 
or your Backlog. That could be software 
like Trello, or even just a whiteboard. 

Let’s break down the pieces and parts 
that make Scrum happen:

Scrum starts with a Product Owner. 
This is the person who represents the 
final user’s best interest, and has the 
authority to say what goes into the 
final product. That Product Owner is in 
charge of making the Backlog, a list of 
tasks and requirements the final product 
needs. Here’s an important part: The 
backlog MUST be prioritised. That’s the 
job of the Product Owner. 

If I were using Scrum to design a car, 
items like “Must have an engine” would 
be near the top of my prioritised list, 
because the car can’t work without 
it. “Must be painted red” would be 
lower on my priority list; it might still 



be important to me, but it’s not a 
requirement for the car to run.

Next up is the Sprint. 
A Sprint is a predetermined timeframe 
within which the team completes sets 
of tasks from the Backlog. The length of 
time depends on the needs of the team, 
but two weeks is pretty typical.
Teams meet every day to give progress 
updates in the Daily Scrum. 

Each Sprint ends with a review, or 
Retrospective, where the team reviews 
their work and discusses ways to 
improve the next Sprint. 

If you’re tired of your current methods 
of project management, why not give 
Scrum a shot?

Since you don’t need special training 
to get started, it’s really just a matter 
of learning the ropes on your own. 
Sutherland and his co-creator, Ken 
Schwaber, make this super easy by 
making the official guide freely available 
on ScrumGuides.org.

Here’s Scrum Master David 
Matthew again:

“Scrum is kind of like poker; 
you can learn the rules in 10 
minutes, but it takes a long 
time to get great at it.”

Still, don’t let that deter you. One need 
not be a master to start making their 
work lives happier and more productive.

Here are some basic steps 
to get started:

Download and print the PDF version 
of the official Scrum Guide.
Highlight the phrases and roles that 
are new to you and start working on 
memorising what each one means.

Pick your roles: You need a Product 
Owner (speaks for the user, final say 
in what the project needs), a Scrum 
Master (helps the team move along 
based on the principles of Scrum), and 

team members. Remember, there’s no 
room for egos in Scrum. Scrum runs on 
a “servant leader” model.

Create your product Backlog: 
The Backlog is where you list out 
everything the project needs, ordered 
by importance. Keep in mind that 
the Backlog is never complete. As 
the project takes shape and new 
needs emerge, you will add to this. 
The Product Owner takes primarily 
responsible for this.

Plan your Sprint: Next, it’s time to pick 
tasks from the backlog to be completed 
in your first Sprint. The team decides 
what tasks to include in this Sprint and 
who will be responsible for them.

Get to work! Time to start working 
on that Sprint! Team members work 
on their tasks, and everybody checks 
in on their progress at the Daily Scrum 
Meeting. This meeting lasts no more 
than 15-minutes and answers three 
questions: What did you work on 
yesterday? What will you work on 
today? Is there anything blocking your 
work today that you need help with?

Review your work: At the end of 
the Sprint, the team reviews the work 
accomplished and presents their 
completed tasks.

Review your process: During the 
Retrospective meeting, you’ll review 
how the actual work process went and 
plan ways you can improve your work 
and be more efficient next time.

Repeat! With your first Sprint complete, 
it’s time to start over again. Pick more 
tasks from the Backlog and repeat the 
process.

Making It All Visual
An important principle in Scrum is 
the idea of transparency. All team 
members involved should be aware 
of what everyone else is working on, 
progress being made, and what the 
team is trying to accomplish. That’s 
why making things visible for all to see 
is so important.

A big piece of this is the Scrum Board. 
This is a place where you can organise 
your Backlog, as well as tasks that are 
being worked on in the current sprint 
and their progress.

Scrum Boards can be as simple as a 
whiteboard with sticky notes for each 
task, or as complicated as specialised 
software, with charts and task tracking 
features. For my personal Scrum Board, 
I use Trello.

One of the core features of Scrum, and 
what makes it so potentially powerful, is 
the idea of iteration and improvement. 

At the end of each Sprint, the work 
delivered should be ready to deliver to 
a client. This does not mean that it’s 
a finished, complete project. Rather, it 
means that the work should be complete 
enough to show some sort of Minimum 
Viable Product. If it were a car, you should 
be able to drive it. Maybe it doesn’t have 
a radio or A/C, but it can drive.

Why is this so important?
Because it lets you collect feedback 
from users early on, helping guide 
development of the product to ensure a 
good fit with the user.

I think everyone has experienced those 
moments in life where you worked for 
hours on a project, only to find out 
the person you’re delivering it to had 
something else in mind completely.

Imagine spending thousands of 
dollars and many months developing 
a product, only to find out it doesn’t 
actually solve the user’s problem.

Going back to our car analogy, if we 
deliver the car to the user in small, 
iterative chunks, it’s not such a big deal 
when they say “Gee, you know what? 
After driving it around a bit, I think I want 
it to be a convertible instead.” Learning 
this after the final product is delivered 
would be a huge problem.

https://blog.trello.com/beginners-guide-scrum-and-agile-project-management
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Eliminating the 

“It’s Not My Job Attitudes” 

at Your Workplace

I find my clients’ continue to offer me 
unique opportunities to stretch my 
comfort zone as I try to stretch theirs’. 
It’s become a wonderful symbiotic 
relationship.

Last week I was confronted with a 
situation where a client was challenged 
with a number of employees, who 
questioned whether requests made of 
them by co-workers, and superiors, fell 
within their job descriptions.

Instead of pulling out the job 
descriptions and analysing if the 
claims were appropriate (which is a 
losing proposition and does nothing 
to improve employee motivation and 
morale even if job descriptions include 
the catchall phrase of “all other duties 
as assigned”), I decided to take an 
alternative approach.

I realised that if an attitude like this 
exists in an organization, whether it 
be one person or multiple, it is an 
organizational culture issue, not an 
individual employee issue.  It must be 
addressed in that vein.

At my suggestion my client agreed to 
make this part of our regular cultural 
development program. Here is what 
we did.

I facilitated a discussion around the 
difference between an employees’ “job” 
and an employees’ “role.”

It was a very interesting discussion.

First I asked each employee to define 
each, their “job,” and their “role,” 
separately.

We then went around the room with 
each person sharing their answers.  
Each person’s take on it was both 
interesting and unique. Yet, no one 
gave an answer that was going to 
transform the work environment.

Here’s the simple answer 
and why it is important:

In every organisation everyone’s 
“job” is the same. Whether you 
are the CEO responsible for the 
entire organisation’s performance 
or the receptionist at the front desk 
answering the phone and greeting 
customers, the “job” is the same.

That “job” is the company’s ultimate 
outcome or purpose.

To explain what I mean I use the 
metaphor of a professional sports team.
In sports, the ultimate outcome or 
purpose is to win the championship. 
So, everyone’s “job” is to contribute 
to the team’s effort to win the 
championship.

Yet, everyone on the team has a 
different “role” to fill in making that 
happen and herein is the nuance in 
eliminating an “it’s not my job” attitude.

If everyone on the team’s “job” 
is to contribute to winning the 

championship, then anything they are 
asked to do is their job, regardless of 
how their unique “role” is defined.

That’s why you get athlete’s playing out 
of position, when asked by their coach.

The coach is only going to ask that 
athlete to play out of position if they 
feel they can contribute to winning. If it 
were not going to benefit the team and 
contribute to the “job” of winning the 
championship, they wouldn’t be asked 
to do it.

The same holds true in business. When 
everyone in the company understands 
the ultimate outcome or purpose, 
everyone’s “job” is to contribute to it by 
applying their unique talent and skill in 
their “role.”

And, when the time comes they may 
be asked to contribute to that ultimate 
outcome or purpose in ways that others 
believe may be helpful based on their 
skills and talents that may be technically 
outside their role as described, but it is 
their “job” to do it.

Thus eliminating the “it’s not my job” 
attitude.

And, for those “devil’s advocates,” the 
“job” always supersedes the “role.”

http://www.personalbrandingblog.com/eliminating-its-not-my-job-attitudes-at-your-workplace/


To stay competitive, 
businesses today must 
change and conform to 
the latest standards on a 
nearly real-time basis. 

This calls for increased focus on 
developing and establishing the traits 
of flexibility and adaptability into all 
levels of the workforce hierarchy. As an 
emerging leader, the responsibility of 
cultivating these two traits often falls on 
your shoulders.

At this point in your career, being 
offered insight into what adaptability 
entails might seem superfluous. 
However, even experienced leaders can 
overlook important nuances that come 
with adaptability and need a refresher 
from time to time. 

In the business sense of the word, 
adaptability entails being open to 
new ideas and concepts, being 
able to work on an independent 
basis or with a team as the situation 
demands, and juggling multiple 
projects without getting flummoxed 
when conditions abruptly change. 
The ability or degree of willingness to 
which one adapts in such situations 
essentially determines one’s level of 
flexibility — and possibly the heights 
they will achieve in the future.

With a basic refresher under your 
belt, let’s move on to building your 
workforce. Here we’ll take a look at 
four skills to nurture as you embark on 
developing your team’s ability to adapt:

1. Think creatively
Your team should be encouraged to 
explore different avenues for fostering 
creativity and accomplishing work goals 
with a new mindset. Those who tend to 
stick to the same tried-and-true methods 
are likely to have decreased flexibility and 
will resist change. Be prepared to give 
your team a little extra effort.

2. Embrace ambiguity
It is key for companies to encourage 
an environment where change is 
embraced, even when ambiguity is 
involved. Traditionally, companies 
tend to cut down on innovation when 
uncertainty is present; instead, it needs 
to be welcomed. A conscious effort 
should be made to maintain a positive 
mindset and to come up with new ways 
of seeing and doing things.

3. Exercise emotional 
intelligence
A much-discussed focus of self-
management skills courses, particularly 
those offered in graduate business 
programs, emotional intelligence means 
controlling and filtering one’s emotions 
in a constructive manner. This leads to 
easier adaptation when working with 

new teams and developing a better 
rapport with colleagues.

4. Shift focus
The ability to maintain or shift focus 
in accordance with an organization’s 
changing priorities is another critical 
skill that indicates higher levels of 
adaptability and flexibility in employees. 
Those who maintain consistent 
focus on individual- and team-based 
operational goals — while using 
creative and critical thinking processes 
to solve challenges — are critical in a 
dynamic environment.

These are some of the top elements for 
building a workforce that is adaptable 
and flexible. 

As an emerging leader, likely you are 
aware of them on a subconscious level 
and employ them personally. However, 
when you’re ready to nurture these traits 
at an organizational level, be sure to 
outline your approach properly and form 
a quantitative plan to increase change 
tolerance levels in your company. 

Like a workout at the gym, there’s a 
right way and a wrong way to build 
flexibility, and a careful plan is always 
the right way.

4 tips for being 
more flexible 
and adaptable

https://www.bizjournals.com/bizjournals/how-to/growth-strategies/2014/03/4-tips-for-being-more-flexible-and-adaptable.html
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