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Agile methods of working have peaked the researchers’ interest in recent times with bold claims made about the positive impact of adopting Agile approaches including increasing productivity by four hundred to eight hundred percent, while also cutting costs and working hours (Sutherland, 2015, p 250).
The researcher evaluated the use of an Agile approach to project management within a Students’ Union (SU) context by investigating whether Agile approaches could work in Students’ Unions’. This was achieved through a questionnaire and four focused interviews conducted after the questionnaire results had been analysed.
The researcher postulated four hypothesis that were tested during the research with the results showing:
H1: Awareness of Agile project management is considerably higher in non-Students’ Union staff.
H2: Age is a key factor of awareness of Agile project management. 
H3: Usage of any specific project management techniques is considerably lower in Students’ Union staff.  
H4: Usage of Agile project management techniques is higher in non-Students’ Union staff. 
The research produced the following six recommendations to support Students’ Unions in becoming Agile. 
Recommendation 1 – Training need to increase awareness of Agile methods
Recommendation 2 – Additional support required for employees forty-five and over
Recommendation 3 – Training need to explain overall benefits of project management techniques
Recommendation 4 – Consideration required about how to inspire staff to adopt Agile (hearts and minds)
Recommendation 5 – Engage staff in the process of deciding what Agile terminology to use
Recommendation 6 – Consider trialling an Agile approach for a specific project to demonstrate its impact
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[bookmark: _Chapter_1_Introduction:]Chapter 1 Introduction:

World leading organisations such as Amazon, the FBI and Google have adopted Agile project management techniques. Agile project management has been proven to increase productivity by four hundred to eight hundred percent, while also cutting costs and working hours (Sutherland, 2015, p 250). It has been around for many years dating back to the early 2000s, created against a backdrop of widespread frustration at regular project failure (Cole and Scotcher, 2015, p 4). It is aimed at enhancing group collaboration through a collection of principles and practices where teams place an emphasis on collectively articulating their goals, adjusting work plans, reflecting on performance and improving team dynamics (Krehbiela et al, 2017). Agile project management techniques focus on the customer and accompanying team management practices, this approach transforms the process of delivering value to customers (Kahan, 2018). It has hundreds of thousands of practitioners across the globe with Agile seen as key to dealing with shifting customer needs and rapidly changing technology (Denning, 2017). 
Research focus:

The researcher evaluated the use of an Agile approach to project management within a Students’ Union (SU) context by investigating whether Agile approaches could work in Students’ Unions’. Due to disparities between UK and International Students’ Unions’ in regards to organisational structure, income, engagement, and the researchers access to UK SU’s, the research will solely focus on UK Students’ Unions’. The research provides recommendations as to how Students’ Unions’ could become more Agile and therefore achieve increases in productivity of four hundred to eight hundred percent (Sutherland, 2015, p 250), amongst others.
Aims and Objectives:

· Discuss existing project management approaches by Students’ Unions
· Discuss Agile organisations and Agile project management techniques
· Discuss non Agile project management techniques 
· Investigate understanding of Agile techniques in Students’ Unions
· Compare understanding against organisations in the private sector
· Recommend how Students’ Unions could utilise Agile techniques 
Hypothesis:

H1: Awareness of Agile project management will be considerably higher in non-Students’ Union staff.
H2: Age will be a key factor of awareness of Agile project management. 
H3: Usage of any specific project management techniques will be considerably lower in Students’ Union staff.  
H4: Usage of Agile project management techniques will be considerably higher in non-Students’ Union staff. 
Research Rationale:

Agile methods of working have peaked the researchers’ interest in recent times with bold claims made about the positive impact of adopting Agile approaches. Students’ Unions are complex organisations, as the majority are charities (Charities Commission, 2018) and companies registered with Companies House. They are enshrined in the Education Act (1994), described as:
“(a) an association of the generality of students at an establishment to which this Part [of the 1994 Act] 
(b) a representative body (whether an association or not) whose principal purposes include representing the generality of students at an establishment to which this Part [of the 1994 Act] applies in academic, disciplinary or other matters relating to the government of the establishment.”
									Government, 1994
This means that any University that receives financial support under the Further and Higher Education Act 1992 has to support a Students’ Union at the institution and this may include funding (Charities Commission, 2018). Although a University may financially fund the Students’ Union, as Charities, SU’s are independent organisations and must have trustees that are responsible for ensuring the Students’ Union carries out activities for the purpose of advancing its educational objects (Charities Commission, 2018). This is in the form of governance and formal structures that mean Unions are often bureaucratic organisations with a hierarchal structure. 
An example of a typical Students’ Union staff structure is presented in figure 1 and shows the hierarchical structure with each coordinator, having a direct line manager and then each line manager having a direct line (senior) manager culminating in a Chief Executive. As previously discussed, as charities, Students’ Unions’ have trustee boards, typically consisting of elected executive officers, external lay trustees and student trustees. This is presented in figure 2 and shows the continuation of the hierarchy with the Chief Executive reporting and therefore being held to account by the board of trustees. Proponents of Agile often discuss that Agile organisations move away from traditional command-and-control structures and instead move towards self-organising teams, that regularly deliver value to customers (Denning, 2010). Figures 1 and 2 indicate that Students’ Unions’ are not set up to be Agile organisations currently, Denning (2018) discusses that even only one or two layers of hierarchy will affect an organisation becoming Agile. Key literature on how organisations can become Agile are discussed in Chapter 2 with recommendations for Students’ Unions’ presented in Chapter 4 – Data Analysis. 
According to the Charity Commission (2018), a Students’ Union membership is defined as the students who are registered to study at the University; this means that in business terms students are the customers of Students’ Unions. Another aspect that makes Students’ Unions’ unique is the elected officers known as sabbatical or executive officers who have to be democratically elected, with all members entitled to vote (Government, 1994). These sabbatical or executive officers have to be students at the University at the time of election (Charities Commission, 2018) and as shown in Figure 2, usually sit on the trustee board along with other student trustees. This firmly places students at the heart of Students’ Unions’ and means they are student led organisations. As customer (students) led organisations, Students’ Unions strive to engage as many students as possible in their activity, delighting customers along the way. The majority of Students’ Unions’ will have detailed strategic plans with key performance indicators or targets linked to customer engagement, for example the Birmingham City University Students’ Union (BCUSU) 2017-2020 strategy includes targets such as two thousand members of academic societies, one thousand five hundred volunteers and seven thousand members of sports and societies (BCUSU, 2017). These are stretching targets for the organisation and for the majority of Students’ Unions, at a Student Members Meeting in December 2019 BCUSU reported that one thousand, nine hundred and seventy seven students were engaged in sports and societies, which is some way short of the target of seven thousand. With the levels of bureaucracy in a Students’ Union and the changing demands of students, delighting and engaging customers can often be a challenge.
4 | Page
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[bookmark: _Figure_2_–_1]Figure 2 – Typical Students Union Hierarchical Structure including Trustee Board
As previously discussed, Students’ Unions’ are complex organisations and this is reflected in the myriad of activities and services they provide. The researchers Students’ Union offers services such as an advice centre, sports and societies, campaign support, student research, a lettings agency, a reception, licensed premises, commercial shops, elections, course representatives and lots more (BCUSU, 2020). This is alongside having its own finance, and human resources functions as well as a marketing team focusing on print and digital marketing as well as communications. This myriad of activity lends itself to an individual team structure, as presented in figure 1, with discipline specific silos, but what if an Agile approach could revolutionise how Students’ Unions’ approach delivering their activity? 
This research will explore whether Agile approaches could help Students’ Unions to deliver regular value to customers and increase impact. Exploration into Agile project management techniques that includes Scrum, Kanban, Lean (Denning, 2018), XP and Six Sigma (Barden, 2015) will be undertaken with the common attributes a focus. According to Krehbiela et al (2017), the common attributes for Agile project management includes time boxed iterations, regular check ins, and timely feedback from customers. As will be discussed later, a leading failure of organisations adopting Agile is the company philosophy being at odds with Agile values (Schur, 2015) or as Denning (2018) states successful organisations are being Agile as opposed to merely doing Agile. Exploration into the areas previously discussed was undertaken via primary research through an online survey and a small interview with four participants. Matthews and Ross (2010, PP84) state that in any research ethical issues are important considerations. The researcher has considered ethical issues such as consent, confidentiality, and data storage with the online platform ensuring confidentiality, as no names were recorded as part of the survey or interviews. The survey response data is secure through the online platform and is password protected; finally, consent from participants is given by completing the survey or agreeing to take part in the interview. 
In chapter 2 – Literature review, this research will discuss key literature on a variety of elements linked to Agile organisations and Agile project management. An exploration into the academic sphere that Agile falls under will be initially discussed before outlining the definition of project management. From here chapter 2 will discuss the creation of project management techniques bringing to life the differences between traditional project management and Agile project management. Key literature on adopting Agile will be discussed including the challenges in managing Agile project management techniques compared to traditional project management, chapter 2 will then explore the difficulties in organisations becoming Agile highlighting the importance of being as opposed to doing Agile (Hartmann, 2010). This will include the importance of ensuring the culture of the organisation is conducive to becoming Agile along with infrastructural disciplines such as human resources and finance enabling the organisation to fully adopt Agile ways of working. 
Chapter 3 will present the methodology for this research, firstly outlining the approach to the research in regards to quantitative, qualitative and mixed method approaches, and then moving on to discuss how the researcher utilised questionnaires to gather the research data. Chapter 3 then discusses how the researcher chose the sample size for the questionnaire with a quota sampling approach taken, meaning that as soon as the number of required participants has been filled the data gathering is complete (McNeil and Chapman, 2005). The researcher also undertook interviews via video chat to further delve and probe into the survey results, chapter 3 explains this approach before discussing how the data from the questionnaire and interviews were analysed. The researcher utilised SurveyMonkey to help with analysing quantitative data as it allows analysis to be segmented, customised and produced in graphs and tables (SurveyMonkey, 2020). Before the methodology finishes, the participants for both the questionnaire and interviews are presented through a series of graphs and then the limitations of the research are outlined. 
In Chapter 4 – Data analysis, the researcher introduces the results from the questionnaire and interviews via a series of pie charts, bar charts, word clouds and tables using coding and frequencies. The results are segmented into the two groups of participants showing the responses for each question for SU staff and non-SU staff, further segmentation of results is then provided showing how age, gender and ethnicity affect the results. Analysis and discussion of the data is included by reviewing the hypothesis outlined in Chapter 1 – Introduction and then discussing other findings that the data has brought to life. This chapter then presents recommendations to assist Students’ Unions in becoming Agile
The final chapter concludes the research by giving an overview of the findings and outlining future research opportunities. 
[bookmark: _Chapter_2_Literature]Chapter 2 Literature Review:
Introduction:

In this chapter the key literature around Agile project management and organisations adopting agile will be discussed, this chapter will first focus on the academic sphere this research is grounded in. It will then to move on to discuss the history of project management, both traditional and Agile, before looking at the challenges of organisations and individuals adopting Agile, including the differing managing styles and the importance of culture. Finally, relevant literature on ensuring the infrastructure of an organisation, such as human resources and finance are Agile will be discussed. 
Academic Focus:

Agile organisation theory and Agile project management techniques falls under the academic sphere of human resources, according to Armstrong (2014), human resources is considered a philosophy about how staff or people should be managed and is concerned with the contribution it can make to improve the effectiveness of the organisation. An organisations culture, loosely understood as “the way things work around here”, is a key aspect of human resources with culture becoming an organisations Achilles heel or competitive advantage (Deloitte, 2017). According to Briggs (2014), Agile is about learning, people, and change, and uses self-organising teams that adapt working practices to suit the task, improving performance (Nikolic and Gledic, 2013). This firmly places Agile theory in the academic sphere of human resources, however according to Gothelf (2014) Agile is something that is rarely mentioned in the “HR group,” even though for it to take root in an organisation it must come from infrastructural disciplines such as human resources. This is further supported by a 2015 survey by Schur who discovered that a reason for Agile failing was down to the company philosophy or culture being at odds with Agile values. As previously discussed, culture is a core aspect of human resources and according to Sahota (2012), transforming the culture of an organisation is essential to adopting agile. Sahota (2012) goes on to state that it is a mistake to view Agile as a set of processes as opposed to a culture and organisations that do not change the culture will struggle to adopt Agile. Hartmann (2010) shares this view and states that one of the leading causes of Agile failure is an inability to change corporate culture. 
Project Management - Traditional vs Agile:

Project management is not a new concept and dates back to 1965 where the International Project Management Association was established in Switzerland, with the first project management approach founded in 1969 (Cesarotti et. al. 2019). A project is a sequence of connected activities that have one purpose or goal (Wysocki et. al. 2014) with Lock (2007), discussing project management as the projection of activities and ideas into new endeavours with project management evolving to coordinate, plan and control the complex and diverse activities of modern projects. The Project Management Body of Knowledge (PMBOK) was one of the original project management documents with the British Government developing PRINCE2 (Projects In controlled Environments) in 1989, these two frameworks are viewed as the basis of traditional project management (Cesarotti et. al. 2019).
Traditional project management approaches have been the industry standard for over 50 years (Barden, 2015) with PRINCE2 viewed as one worlds most practised methods with over one million certified practitioners (Prince2.com, 2020) and used in more than one hundred and fifty countries (Cooke, 2016). PRINCE2 divides projects into controllable stages and is a processed based management framework (Barden, 2015), giving users:
· A consistent and common approach
· A controlled start, middle and end
· Regular reviews of progress against the project plan
· Assurance that the project continues to have a business justification
							(Cooke, 2016).
PMBOK is a comprehensive process that has five basic process groups that it identifies as typical of all projects:

· Initiating (authorisation of the project)
· Planning (goals and outcomes)
· Execution (implementation)
· Controlling and monitoring (progress against targets)
· Closing (obtaining sign off for the project)
								(Cesarotti et. al. 2019).
This approach to managing projects is described as structured with a linear approach to the tasks involved in completing the project (Barden, 2015), this is in contrast to Agile project management approaches, which will be discussed later in this chapter.  

Another traditional project management approach is the waterfall delivery framework, which is the best fit for projects with well-explained requirements (EDUCBA, 2020) and has enjoyed global popularity for more than 50 years (Barden, 2015). The waterfall delivery framework has been discussed as a way to give control and governance to a project (Bracken, 2015). Barden (2015), describes users of the waterfall delivery framework as being duped with a popular theory expressed that the model was adopted by NATO, as the US Department of Defence used it once, so NATO assumed it was the best model. This then led to the framework becoming an embedded approach in organisations worldwide, but with globalisation accelerating competition, the importance of project management to organisations has increased significantly (Gablas et al. 2018). The waterfall delivery framework has been described as higher risk, as customers are not consulted regularly, unable to adapt to changing business requirements (Kraft, 2004), costly if changes are required, and time-consuming (EDUCBA, 2020). This meant that by 1999 a review in the US Department of Defence, due to the significant issues from the sequential approach, discovered that seventy-five percent of its projects failed or were never used. The same review also found that fifty-three percent of projects were completed behind schedule and spent more money than estimated (Barden, 2015).

Agile project management is viewed as the solution to these issues created by the sequential and rigid approach of traditional project management. The Agile way of working, dates back to the early 2000s and emerged in the field of software development when a collection of software industry leaders developed an Agile manifesto (Krehbiela et. al. 2017):
“We are uncovering better ways of developing software by doing it and helping others do it.
Through this work we have come to value:
Individuals and interactions over processes and tools
Working software over comprehensive documentation
Customer collaboration over contract negotiation
Responding to change over following a plan
That is, while there is value in the items on
the right, we value the items on the left more.”
								(Beck et. al. 2001)
This was a seminal moment, particularly in software development, as 15 years later a 2015 survey showed that over ninety percent of American Software Company’s use Agile for some of their development projects (Krehbiela et. al. 2017). 
There are hundreds of thousands Agile practitioners across the globe (Denning, 2017), with Stephen Denning contributing many articles, books and guidance on organisations adopting Agile. In the Age of Agile (2017), Denning discuses Drucker’s vision, in his 1985 book Innovation and Entrepreneurship, that future work practices would transition from bureaucratic, command-and-control structures to focus on innovation and generating an entrepreneurial spirit. Kahan (2018), who states that Agile advocates proclaim it is the replacement of hierarchical management, supports Denning’s view. Agile is viewed as being key to dealing with shifting customer needs and rapidly changing technology, those moving into Agile are entering “the age of agile,” and leaving behind “the industrial age” and “the information age” (Denning, 2017). Birkinshaw (2014) states that the industrial age was ushered in during the late nineteenth century with a focus on techniques to make products cheaper, whereas the information age, spurred by the digital revolution in the mid twentieth century, led to a focus on harnessing information. There are around a dozen Agile project management techniques such as Lean, XP, Kanban, and Scrum with all sharing four values of iteration, incremental delivery, emergence (task allocated during the project rather than all set at the start) and self-organising teams (Barden, 2015). Kahan (2018), discusses that those new to Agile often find the concepts strange and the language puzzling with Kraft (2004) stating that many executives do not understand Agile and they undermine the effectiveness of agile teams by the way they manage projects. Kahan (2018), then goes on to state that Agile is a customer-focussed mind-set and accompanying team management practices that transforms the process of delivering consistent value to customers. Research by Spayd (2010), found that those that practise Agile have tendencies to the cultures of collaboration and cultivation and that only three percent of respondents chose control as their culture preference. Agile can increase business value, decrease risk, improve project visibility and enable adaptability (Kraft, 2004). 
Adopting Agile:

As previously discussed Agile project management was created by a team of software developers, but a 2015 survey by Schur showed that organisations outside of the software/IT industries, such as financial and professional services have adopted Agile approaches, with ninety-four percent of those surveyed using Agile methods of working. Organisations such as National Public Radio, John Deere and Saab have adopted Agile project management to create new programming, develop new machines and produce new fighter jets respectfully (Rigby et al. 2016). In the same article, Rigby et al (2016) goes on to discuss the impact of Agile in the field of IT with successes such as fifty percent more positive returns, forty percent more customer enquiries and twice as many employees emotionally engaged in their jobs. As outlined earlier, there are many challenges to becoming Agile, Smith and McKeen (2009) state that it takes more effort for organisations to become Agile and that it is difficult to get all stakeholders to participate in Agile approaches until results start to be seen. Hartmann (2010) discusses that there is a difference between being Agile and doing Agile, with the focus needing to be on changing the way organisations think to be Agile as opposed to just using the techniques. Kahan (2018), who discusses that Agile is not just another methodology, takes this further; it requires a mind-set change as it is a completely different way of working. This radical change in mind-set makes adopting Agile more challenging for organisations to implement it successfully (Kahan, 2018).     
A key aspect of the challenges to adopting Agile is the difference between traditional project managers, Agile project managers and managing overall in these two environments. A new kind of managing has developed where organisations draw on the full talents of those doing the work to achieve agility through decisiveness and finding solutions through rapid experimentation (Denning, 2017). In a 2018 article Denning takes this discussion further and states that new management values and principles have emerged with Agile management focusing on inspiring masses of self-organising teams, setting direction while adjusting to change, and empowering teams to act autonomously. This is in contrast to traditional project management, which is based on the concept of creating environments where all the work is planned out, and then traditional project managers attempt to avoid failure by managing the environment (Dando, 2013). Lock (2007) discusses that it is about predicting as many of the problems or dangers as possible and then mitigate against these through planning, organising and control activities. Denning (2018) states, from research, that many organisations that have adopted Agile have concluded that they could not survive if they continued with traditional management. In an earlier Denning (2010) article, Denning states that traditional management is counterproductive and leads to disgruntled employees, frustrated customers and underperformance but that this is mainly in environments of rapid change, that require continuous adaptation. Traditional project managers utilise deliberate control methods to manage change and uncertainty, following a sequential order of activities (Barden, 2015). They are expected to implement and follow processes as closely as possible with regular checks by auditors to ensure their management complies with standards (Sanchez et al. 2019). Dando (2013) believes this creates sterile workplaces, void of innovation and creativity. This is in contrast to Agile projects as they follow iterative logic to produce impact as quickly as possible and then finish them through cycles (Cesarotti et. al. 2019). Agile project managers must encourage and embrace change, working with the team to co-create solutions (Barden, 2015) and respond to valuable customer feedback (Wysocki et. al. 2014). Agile project managers require a different skill set to those of traditional project managers, as they play a key role as enablers to facilitate teamwork, allowing the project team, to work autonomously by acting iteratively (Sanchez et. al. 2019). Agile managers should be able to focus on the teams’ progress towards the organisational strategic objectives, as opposed to day-to-day tactical decisions with the onus falling on the team to communicate back to the organisation (Gothelf, 2014). Kahan (2018) and Denning (2016) take this further and state that the team reports to the customer and not to the manager with the managers’ role to remove impediments that are blocking the team from making progress. Denning (2016), believes that the manager should always be thinking about how they can support the team to deliver more value to the customer and be an enabler to the team. In a later 2018 article, Denning discusses that inspiring masses of Agile and self-organising teams to function in pursuit of a common goal is even more challenging than managing in a hierarchical organisation. 
This research is investigating the use of Agile project management techniques in a Students’ Union context but as discussed throughout this literature review, being Agile is more important than doing Agile (Hartmann, 2010) and that often failure for adopting Agile is due to the company culture being at odds with Agile core values (Schur, 2015). Sahota (2015) takes this further and discusses that organisations talk about adopting Agile as opposed to transforming the culture of the organisation to support the required mind set for Agile. According to Livari and Livari (2011), organisational culture is overarching and includes almost everything such as attitudes, values, customs, rituals, habits, basic assumptions, beliefs and lots more. Schneider (1994) discusses that culture is an organisation’s way to success and is important because it provides consistency, structure, management practices and determines the nature and use of power. As part of a panel discussion Gary Hamel (2016), a leading business thinker, outlined that, there is no ten-step programme to becoming Agile, as organisations need to get away from how they were run for many years. Hamel (2016) recommended starting with the principles that one would build into an organisation and what sort of management would get employees excited to come to work and then work backwards from there. Schneider (1994) depicted four cultures on a 2X2 matrix with personal and impersonal on one axis and possibility to actuality on the other axis. The four cultures placed onto the matrix are collaboration, cultivation, control, and competence with collaboration and cultivation as personal cultures whereas control and competence are impersonal ones. In 2010, Spayd undertook a survey with organisations that have adopted Agile, the results showed that Agile is fundamentally entrenched on the collaboration culture type but a strong second is that of cultivation. Collaboration as a culture type is based around unity and connectedness with an atmosphere of “let’s try it and see what happens” with a ‘can do’ philosophy (Spayd, 2010). Cultivation is focused on making a contribution, supporting customers to grow, with roles of employees varying from generalist to functionalist to specialist and is the ultimate values driven organisation (Schneider, 1994). The results, of collaboration coming out on top, are not surprising as Agile has a focus on teamwork and team effectiveness (Livari and Livari, 2011) but what is surprising, according to Spayd (2010) is that cultivation was only six per-cent lower as a preference. As previously discussed, Agile leaders must encourage and co-create with teams (Barden, 2015) and this could be why cultivation is a close second, as a key part of this culture type is that leaders are catalysts and stewards of human potential (Schneider, 1994). Denning (2018) believes that organisations must commit to nurturing and strengthening an Agile culture with Livari and Livari (2011) arguing that an Agile approach could be considered as a culture of its own and transcends across numerous culture types so there is need for a balance.   
As previously discussed for Agile to take root in an organisation it must come from infrastructural disciplines such as human resources (Gothelf, 2014) and finance as the latter will enable the wider organisation to be Agile (Simons, 2017). In an Agile organisation decisions are made quickly and direction can shift overnight (Kraft, 2004), in order to support this rapid change HR, as the area that staff, reward, and manage employees, need to exhibit the same level of agility (Gothelf, 2014). Achieving organisational agility is not something that just happens and has to be deliberately pursued (Shafer et al. 2001) with the challenge of transitioning from one configuration of human resources to another and then to another a major challenge (Dyer and Ericksen, 2005). Gothelf (2014), postulates how human resources could become more agile through changing the style of hiring from job descriptions that fill a gap in a specific team or silo to hiring for collaboration, creativity, and curiosity. Gothelf (2014) believes that interview structures, exercises and questions have to be completely changed to allow organisations to assess a candidate’s collaboration skill, as this would not be possible in a traditional one hour Q&A. Shafer et. al (2001) focus on a case study from the Albert Einstein Healthcare Network (AEHN), as the organisation set off on a mission to become more Agile. An essential part of this process was to hire the best candidates by revising the selection process with a focus on the applicants’ core values through situational interviewing. Continuing the discussion on transforming human resources to be Agile, Gothelf (2014) talks about the processes and procedures in place to support managers and ensuring they allow managers to focus on the teams’ progress towards the organisation strategy as opposed to day-to-day tactical decisions. Gothelf (2014), takes this further to also discuss that human resources needs to lead on ensuring processes are quick particularly around decision making. Traditionally decisions are run through layers of bureaucracy/management and this process is slow, in an Agile organisation decisions need to be made as close to customer feedback as possible (Gothelf, 2014). Another example of human resources being integral to the agility of an organisation is from Hamel (2016) who in a panel interview, discusses that in W.L Gore twenty-five employees rank each employee meaning that there are twenty-five sets of eyes on each employee, as opposed to only the eyes of the boss. This would not be possible if human resources had not developed procedures and policies to allow this method of rewarding staff to occur. 
Finance is another infrastructural discipline that is key to the wider organisation being Agile (Simons, 2017), but many finance functions have cumbersome processes, systems that do not talk (EY Global, 2018), and often rely on slow spreadsheet templates (Emerge, 2017). In order for organisations to be Agile, the finance function has to embrace a new operating model that is responsive and change ready (AICPA, 2017) helping organisations realise competitive advantage to differentiate against rivals (EY Global, 2018). According to Simons (2017) for a finance function to be Agile it has to have the following characteristics:
· Efficient accounting operations 
· Able to inform strategy due to its understanding of the business model and how it works
· Lead on horizon scanning so it is aware of the external environment 
· Provide transparency on what is and is not working in the business and identifies opportunities to optimise resource allocation, manage risk and to innovate.
AICPA (2017) adds to this list by stating that the finance function also needs to be able to unleash the full potential of artificial intelligence and data analytics as well as strong skill sets in statistics, data analysis and data visualisation. In order to achieve these characteristics organisations need to realise the benefits of robotics, cloud-based computing, and real-time data analytics to monitor performance (EY Global, 2018), as well leading on a single source of truth (data) so that investments can be decided on quickly, without debates about the accuracy of data (Emerge, 2017). Hamel (2016), focuses on the accuracy of data in terms of highlighting the importance of financial transparency and uses the example of a steel company called Nucor, where all employees are aware of the profitability of every order that shifts as they have visibility of the things that drive financial performance. Simons (2017) discuss that the finance function needs to be embedded into multidisciplinary teams to provide and build subject-matter expertise as well as achieving economies of scale. Both AICPA (2017) and Simons (2017) highlight the difficulties for the finance function to become Agile through surveys with AICPA (2017) finding that only thirty per-cent of respondents had fully implemented initiatives to become more Agile. Challenges such as outdated or overly complex systems, lack of analytical, business and multidisciplinary skills, as well as overly complicated organisation structures were all highlighted as reasons for the lack of success in becoming Agile (Simons, 2017). The benefits are clear though, as an Agile finance function that is alert, flexible, fit and nimble (Simons, 2017) can bring a competitive edge to the organisation (Emerge, 2017). 
Conclusion:

This chapter has discussed the main literature on Agile project management and organisations becoming Agile, highlighting the differences between traditional project management and Agile project management before reviewing the challenges of organisations becoming Agile and not just in relation to project management. 
[bookmark: _Chapter_3_Methodology:]Chapter 3 Methodology:
Introduction

The following chapter will explain the research methods adopted by the researcher by firstly discussing what approach the researcher took in regards to quantitative, qualitative and mixed method approaches before moving on to outline the use of questionnaires. The chapter then moves on to discuss the survey sample and the approach the researcher took to sampling before focusing on how interviews were used to gather further data based on the findings of the survey. The researcher then presents the approach to data analysis outlining how quantitative and qualitative data were analysed before summarising the participants of the questionnaire and interviews via a series of graphs. The chapter finishes by discussing the limitations of the research.
According to Matthews and Ross (2010, p. 111), designing research means going back to one’s original research questions or objectives and considering what one hopes to do with data to address those questions. Data could help to describe the current or past situation, explain the similarities or differences between groups of people (Matthews and Ross, 2010, p 111) or to explore an issue or topic by gathering information on it (Caroll, 2001). For this research, data is used to explain and discuss the differences or similarities between Students’ Union staff and non-Students’ Union staff to understand awareness and adoption of Agile methods. The approach to gathering this data will be discussed later in this chapter.  
Quantitative, Qualitative and Mixed Methods

Another consideration when designing research is to decide between quantitative, qualitative and mixed method approaches, quantitative data is the most exacting representation of behaviour presented through models, relations and often represented numerically (Lenger, 2019). Qualitative research methods utilise stories and accounts including opinions, beliefs and feelings, it is collected in the words or expressions of the research participants (Matthews and Ross, 2010, p.142). According to Ivankova and Plano Clark (2018), mixed methods research integrates quantitative and qualitative approaches and is an area of growing complexity but also is growing in acceptance and application across disciplines. 
For this research, the researcher utilised a mixed method approach allowing for the capture of quantitative measures and also qualitative measures. According to Denscombe (2008), the defining characteristics of a mixed method approach are:
· Quantitative and qualitative methods
· An account of the manner in which the quantitative and qualitative methods relate to each other
The researcher believes using mixed methods produced a more rounded picture of understanding of Agile project management techniques by combining data from complementary kinds of sources (Denscombe, 2008).  
Questionnaires:

Matthews and Ross (2010, p 201), describe questionnaires or surveys as the most common way of gathering data for research with McNeil and Chapman (2005), discussing social surveys as a key method for gathering data from a large amount of people in a relatively short amount of time. They go on to discuss that these normally take the form of a questionnaire self-completed by participants (McNeil and Chapman, 2005). Questionnaires are a set of questions designed to gather already structured data but also some semi-structured or unstructured data. Structured data would give options for responses to research participants, semi-structured data would ask focused questions but allow an open response, whereas unstructured data would ask general questions and allow completely open responses (Matthews and Ross, 2010, p 182). 
The researcher utilised questionnaires asking participants a mixture of structured and semi-structured questions with the questionnaires being self-administered by participants, this is where study participants are asked to complete the survey themselves (Smith et al, 2015). The limitations of this approach are discussed later in this chapter. An advantage of using questionnaires is that they are quick and cheap to administer and regarded as reliable due to the fact they are easily replicated and the raw data can be verified by others (McNeil and Chapman, 2005). Questionnaires enable the researcher to gather data from a variety of people in a standard format, making analysis easy (Matthews and Ross, 2010, p 205) 
McNeil and Chapman (2005), outline thirteen stages in a survey:
1. Choosing the topic to be studies
2. Reviewing the literature 
3. Forming of hunches and hypotheses
4. Identifying the population to be surveyed 
5. Carrying out prepatory investigations and interviews 
6. Drafting the questionnaire or interview schedule 
7. Conducting a pilot survey
8. Finalising the questionnaire
9. Selecting a sample of the population 
10. Collecting the data
11. Processing the data and analysing the results 
12. Writing the research report
13. Publication of the report
The researcher used the majority of these thirteen stages when drafting the questionnaire for this research, stage seven played a vital role in the development of the survey. Version one of the survey was created ensuring it was realistic, in terms of length and content, that only relevant questions were included and that it did not take more than twenty to thirty minutes to complete (Smith et al, 2015). Other key considerations included being clear, avoiding complex and long statements, and biased and negative items (Caroll, 2001). The researcher tested version one, as is best practice (Smith et al, 2015), on two colleagues who work with surveys in their professional careers. Version one can be viewed in appendix 2 with the suggestions of changes shown in appendix 3. This testing led to the final version of the survey, which can be viewed in appendix 4, with changes included such as simplifying questions, adding additional questions, and correcting spelling mistakes. 
Survey Sample:

According to Sapsford and Jupp (2006), the aim of sampling is to obtain unbiased and consistent estimates of the population being researched with a sample being a set of elements chosen in some way to form a population. Caroll (2001), discusses that samples are economical and often more exact than sampling the entire population of interest. In terms of sizes, there are two main points one must consider, if it is a random sample then consideration must be given to size with the researcher ensuring small groups are represented sufficiently and if it is not a random sample, the groups being researched are included in sufficient numbers (Matthews and Ross, 2010, p 205). The first step in sampling is to define the population to be researched (McNeil and Chapman, 2005), this research focussed on Students’ Union staff and staff in a variety of organisations not in the Charity sector. The next step is to obtain estimates of the population parameters to select the sample (Sapsford and Jupp, 2006), according to the Charity Commission (2019), there are one hundred and thirteen Students’ Unions officially registered. From an NUS Survey (2016) (appendix 1) forty-seven Students’ Union included their core staff numbers totalling an average of fifty-two staff per Union, one percent of this average multiplied by one hundred and thirteen Students’ Unions is fifty-eight so the sample size target for Students’ Union staff for the research was fifty-eight. In order to be able to compare and contrast results the sample size target for non-Students’ Union staff was also fifty-eight. This approach is defined as quota sampling as the researcher has decided how many people should be included in the sample and finds the right number of people until the quota is filled (McNeil and Chapman, 2005). 
Interviews:

The researcher utilised interviews, via digital means, to explore the survey results in more detail. According to Rowley (2012), interviews are where an interviewer attempts to gain understanding and acquire information from another person, the interviewee, via face-to-face verbal exchanges. Interviews allow exploration into finely shaded human issues or in the case of this research, the chance to explore trends and experience based on the survey results (Wilson, 2016). They are described as one of the most effective and trustworthy sources of data due to their interactivity, flexibility but focused nature (Zeynep, 2017), and as they are useful in uncovering the narrative behind a participants’ experience (Doody and Noonan, 2013). Rowley (2012), discusses that interviews are generally used in conducting qualitative research to gain insights, facts or understanding of opinions. Due to the current global pandemic, the interviews were conducted via digital means, with James and Busher (2009) discussing that the internet has allowed conducting research this way possible, due to it expanding the options available. The researcher utilised a video chat medium that allows face-to-face interviews. This is important as it allows facial expressions, gestures, postures, and emotional mannerisms to be viewed that adds a further layer to the social interaction-taking place (James and Busher, 2009). Facial expressions, according to Wilson (2015), can be written down as notes to aid data analysis later in the process. A limitation of conducting interviews via video chat will be discussed later in this chapter. 
According to Wilson (2015), there are a few approaches to interviews that one could utilise, from structured to semi-structured and unstructured. Structured would be where the researcher asks the same standardised questions to each participant (Zeynep, 2017) with them being described as quite similar to questionnaires (Rowley, 2012). Doody and Noonan (2013) take this further to discuss the strengths of this approach as being efficient with time, limits researcher bias and controlled allowing easier coding, comparison and analysis. A semi-structured interview is like a conversation (Matthews and Ross, 2010, P231) and allows for more flexibility (Wilson, 2015) but the researcher should have a research question and a set of themes to explore (Zeynep, 2017). In a semi-structured interview, the researcher is able to seek clarity from participants (Doody and Noonan, 2013) and follow topics of interest (Wilson, 2015). Matthews and Ross (2010, p224/225) discuss that the advantages of semi-structured interviews include allowing in-depth discussion and exploration, flexibility of discussion points, and ensuring the same issues are discussed across interviews. Zeynep (2017) recommends not to use unstructured interviews and describes them as an unfruitful pursuit, Rowley (2012) takes this further stating that these types of interview require skill and experience as they are based on a limited amount of questions or prompts. Unstructured interviews often start with an overall research question but then questions depend on the participants response (Doody and Noonan, 2013) with the focus on encouraging the interviewee to talk around the theme (Rowley, 2012). For this research, the researcher used a semi-structured approach to interviews, due to the advantages previously discussed, although there are some disadvantages. Matthews and Ross (2010, P233) discuss that the challenges with this interview technique include time consuming in regards to data gathering, participants focussing on issues that are not of interest to the researcher and that the researcher does require some interview skills for the process to be worthwhile. A semi-structured approach to interviews was used as they are the most common type of interview used in research that is qualitative in nature (Rowley, 2012), and as the researcher used an inductive approach for data analysis. An inductive approach to data analysis is touched on in more detail in the next chapter. 
The questions and prompts for the interviews can be viewed in Appendix 5 with the researcher taking the approach to have three sets of questions depending on the opening answers from the interviewee. The three sets covered participants that had good awareness, very limited awareness, and some awareness of Agile methods. According to Doody and Noonan (2013), successful interviews require careful planning to create an appropriate interview guide that considers the focus of the research. Rowley (2012), discusses that although interview questions need to consider the intended research focus, they may not exactly match ones research question as they may need to be adapted for the interviewees. The researcher included a brief introduction into the research, an explanation of the procedures for the interview, including why it was being recorded, a chance to ask questions and ensured clear consent from the interviewee was given to take part (Zeynep, 2017). The researcher recorded the interview using the video chat medium, as writing notes can interfere with the process and detract from one’s ability to actively listen and probe answers (Doody and Noonan, 2013). Zeynep (2017) and Doody and Noonan (2013) discuss the importance of building trust and rapport with the interviewees, to ensure they are comfortable answering honest questions. The researcher spent time before starting the recording chatting to participants and explaining the research and the process as previously discussed (Zeynap, 2017). During the interviews the researcher followed best practice as outlined by Doody and Noonan (2013), Zeynap (2017) and Matthews and Ross (2010, P231) including active listening, maintaining eye contact, allowing participants to naturally come to the end of their response, not interrupting, not having any assumptions of participants, and not leading interviewees by asking broad questions. 
Data Analysis: 

As previously outlined, the researcher utilised a mixed method approach for capturing data as this allows both qualitative and quantitative approaches to be integrated to give a more overall or negotiated account of the findings (Ostlund et. al., 2011). According to Ostlund et. al. (2011), a characteristic of a mixed methods approach is integration of the two approaches, qualitative and quantitative, at some stage of the research process. For this research, qualitative and quantitative data were collected using an online survey provider. Survey Monkey was utilised as it allowed data to be collected via an email link and according to Eksteen (2013) is easy to use and has useful reporting that allows analysis to be quickly undertaken. Saunders et. al. (2016) discusses that quantitative data needs to be processed to make them useful and techniques to do this include tables, statistics and graphs. Presenting quantitative data in this way allows for examination of the data looking for trends and relationships (Saunders et. al. 2016). This quantitative data can also be viewed as structured data as it was collected using a questionnaire so the questions were the same for each participant and normally there is a common set of responses to each question (Matthews and Ross, 2010, P321). A benefit of SurveyMonkey is the analysis functionality that allows data to be highly focused, customised, and segmented to view responses in a variety of ways (SurveyMonkey 2020). Using the features of SurveyMonkey the researcher was able to quickly and easily cross tabulate the data to look for relationships between variables, such as the impact of age on the awareness of Agile methods. SurveyMonkey allowed the researcher to undertake quick statistical analysis such as frequency of responses and relationships between variables, which Matthews and Ross (2010, P331) describe as key elements for analysing quantitative data. 
Qualitative data is characterised by its richness and fullness and is principally derived from images and words, the researcher clarified words with care as they can often have multiple meanings (Saunders et. al. 2016). As part of the questionnaire design for this research, open-ended questions were included allowing participants free text answers thus gathering qualitative data. SurveyMonkey assisted the researcher with analysing qualitative data through graphic word clouds to hone in on regularly used words (SurveyMonkey 2020). The qualitative data from the questionnaire and also the interviews is semi-structured data as the answers to the questions were varied, they are in the words of the participant meaning it is also raw data (Matthews and Ross, 2010, p322). 
The researcher used an inductive approach to collecting qualitative data, this means that data was collected and then explored to view themes or issues to concentrate on (Saunders et. al. 2016). Rowley (2012) discusses that with qualitative data there is not necessarily an off the shelf approach one can use but instead it is custom built and revised to suit ones needs. However, there are a number of components that are key when analysing data (Rowley, 2012), Matthews and Ross (2010, p322), outline that one of the first steps to analysing data is for the researcher to familiarise oneself with the research data as months could have passed since it was conducted. Rowley (2012), adds to this to include organising the data, classifying, coding, and interpreting the data, and finally writing up the data. For the qualitative questions on the survey, the researcher used coding to help analyse the data. Coding is used to identify some of the themes in the data that could then be explored in more detail in the analysis later (Matthews and Ross, 2010, P334) with six to eight themes viewed as good practice (Rowley, 2012). The coding used in this research is presented in Chapter 4 – Data Analysis, after coding the data the researcher then used a qualitative analysis method, frequencies, to compare the amount of times each theme was mentioned by the two different groups of participants. This assisted the researcher by providing more detail on the levels of awareness of Agile methods the two groups of participants, SU staff and non-SU staff, had. Analysing the data from the interviews followed a similar process, after organising the data by creating transcripts (Appendix 6), the researcher became thoroughly acquainted with the data conducting a structured reading and annotating the transcripts for key themes and observations (Rowley, 2012). 
Survey Participants:

The focus of this research is on Students’ Union staff compared against non-Students’ Union staff, forty-eight participants completed the survey with an even split between Students’ Union and non-Students’ Union staff. As previously discussed, the researcher used quota sampling, which is a technique that selects a certain number of participants based on them matching set criteria (Matthews and Ross, 2010, PP162). A limitation to the researchers approach to quota sampling is discussed later in this chapter. 
The demographic breakdown of participants is:
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[bookmark: _Figure_3_–_1]Figure 3 – Age breakdown of survey participants
Forty-one percent of respondents were between twenty-five and thirty-four with the next highest being ages thirty-five to forty-four with twenty-eight percent of respondents. 
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[bookmark: _Figure_4_–_1]Figure 4 – Ethnicity breakdown of survey participants
The survey respondents were mostly White with eighty-five percent of respondents, the next highest was Asian or Asian British – Indian with seven percent. 
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[bookmark: _Figure_5_–_1]Figure 5 – Gender breakdown of survey participants
Sixty-one percent of respondents were male and thirty-seven percent female with only one participant selecting other. 
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[bookmark: _Figure_6_–_1]Figure 6 – Sector breakdown of survey participants
Unsurprisingly the majority of respondents were from the Charity sector, due to Students’ Union staff completing the survey, with forty-two percent. Education was the second largest with twenty-five percent.  
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[bookmark: _Figure_7_–_1]Figure 7 – Seniority breakdown of survey participants
This is a fairly balanced sample of respondents to this question with thirty-three, twenty-nine and twenty-one percent of respondents being entry level, management or senior management respectively.                                                                                                                                                                                  


Interview Participants:

The researcher conducted interviews with four participants, with an even split between SU staff and non-SU staff. Interviewees were chosen by the participant from friends and colleagues with an attempt at varying the demographics particularly in regards to gender and ethnicity. A limitation of this selection process is discussed in the next section. 
The demographic breakdown of interviewees is:
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[bookmark: _Figure_8_–_1]Figure 8 – Age breakdown of interview participants
The majority of interviewees were aged between twenty-five and thirty-four years old with only one interviewee falling into the thirty-five to forty-four age bracket. This sample is very similar to the questionnaire participants. 
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[bookmark: _Figure_9_–_1]Figure 9 – Ethnicity breakdown of interview participants
Seventy-five percent of interviewees classed themselves as being white in ethnicity with the other participant being Asian or Asian British – Indian. This sample is again very similar to the survey sample of participants. 
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[bookmark: _Figure_10_–_1]Figure 10 – Gender breakdown of interview participants
The majority of interviewees were male and again this over-representation reflects the survey responses. 
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[bookmark: _Figure_11_–_1]Figure 11 – Students’ Union staff breakdown of interview participants
This is a balanced sample with fifty percent working and fifty percent not working for a Students’ Union. 
Limitations:

Throughout this chapter, the researcher has hinted at the limitations of the study, which will be discussed in more detail now. 
The main body of the research, the questionnaire, was self-administered but according to Sapsford and Jupp (2006) there are risks with response rates as they are often low. The researcher had hoped to combat this risk by engaging existing contacts in Students’ Unions as well as other organisations to assist with completion of the questionnaire but this was not as successful as hoped. Only twenty-four SU and twenty-four non-SU staff completed the survey, which was some way short of the target of fifty-eight participants from SU staff and non-SU staff. 
The researcher attempted to use quota sampling, as according to Matthews and Ross (2010 PP164) it is a more convenient way of developing a sample with the approach of selecting a set of criteria participants have to meet. The researcher only focused on the criteria of participants being either SU or Non-SU staff as opposed to breaking this down further into areas such as gender, ethnicity, and age. This led to the majority of participants being white and in a similar age bracket to the researcher. If the research were to be completed again, more targeted participant recruitment would be undertaken for a more balanced sample. Although the ethnicity breakdown is heavily skewed towards white respondents this does reflect a wider issue in Students’ Union’s. Akel (2019) undertook research in SU’s and found that eighty-four percent of senior management teams were white with some SU’s having an exclusively white trustee board, senior management and executive officer team. Therefore, although the researcher would have liked a more balanced ethnicity response breakdown, this may not have been possible due to the reasons outlined previously. 
As discussed earlier in this research, interviews were conducted via a digital medium, which the majority of the time allowed facial expressions to be viewed by the researcher. A limitation to this approach was that due to camera angles, the body language of participants could not be viewed, which is usually an advantage of face-to-face interviews (Wilson, 2016). Another limitation caused by the need to conduct interviews over the internet was Wi-Fi speed as this led to at times, facial expressions not easily viewable by the researcher. 
Similarly, to the questionnaire sample, the researcher used quota sampling and focussed on the criteria of being SU or non-SU staff. This led to the majority of interviewees being white and in a similar age bracket to the researcher. If the research were to be completed again, the researcher would breakdown the criteria for the sample further meaning the sample was more targeted. The researcher would also have included a question in the survey asking for email addresses to be left if participants were willing to take part in an interview. This would have meant there was a wider pool of potential interviewees and the researcher could have chosen a wider demographic of participants.  
Conclusion: 

This chapter has outlined the methodological approach the researcher took when completing this research, the chapter explained the approach to data collection, including whether it is quantitative, qualitative or mixed methods and then discussed the approach to questionnaires. The approach to how a sample was selected by the researcher was outlined with the research using quota sampling, before a discussion on how interviews were conducted. The final sections of the chapter outlined the approach to data analysis before presenting the participants of the questionnaires and interviews through a series of graphs. The limitations of the research closed the chapter with the researcher discussing what these are and potential improvements to the research, if it were to be conducted again. 
[bookmark: _Chapter_4_Data]Chapter 4 Data Analysis:

Introduction:

The following chapter will present the results from the survey utilising the functionality of SurveyMonkey that includes graphs and word clouds. Analysis using coding and frequency, as discussed in Chapter 3 – Methodology, is also included for certain open-ended questions. The results are segmented into the two groups of participants showing the responses of SU staff versus non-SU staff. Recommendations are also provided based on the analysis of the results before potential barriers and suggestions for overcoming these barriers to Agile adoption are discussed. Finally, the hypothesis presented at the beginning of the research are discussed. 
Survey results:

SU staff:
[image: ]
Figure 12 – SU staff awareness of project management
Non-SU staff:
[image: ]
Figure 13 – Non- SU staff awareness of project management
Awareness of project management techniques:

The survey results also show a difference in awareness of project management techniques with eighty-three percent of SU staff respondents being aware that there are different project management techniques (figure 12), which increases to 92% of non-SU staff aware of this point (figure 13). 
Interview participant four (SU staff) supports this finding, as when asked if they are aware they are following a specific project management technique stated, “I use some of those techniques during my role but wouldn’t specifically say I’m using any or I wouldn’t know the terms used and things like that.”
SU staff: [image: \\staff\shares\storage_2gb\id911561\Personal\MBA\Dissertation\Data Analysis\SU Staff\SU staff completing project.png]Figure 14 – SU staff word cloud for project completion


	Key
	Code Name
	Definition
	Frequency

	1
	Time
	Mention of deadlines, timescales
	8

	2
	Organisation
	Mention of methods to  stay organised including Gannt charts, planning, risk analysis
	12

	3
	Evaluation
	Mention of reviewing the project
	4

	4
	Resources
	Mention of areas to support the project such as team, budgets
	8

	5
	Targets
	Mention of milestones, overall targets, Vision
	6

	6
	Accountability
	Mention of being more accountable
	2

	7
	Management
	Mention of managing teams or people
	7


[bookmark: _Figure_15_–_1]Figure 15 – SU staff frequency table for project completion

Non-SU Staff:
[image: \\staff\shares\storage_2gb\id911561\Personal\MBA\Dissertation\Data Analysis\Non SU Staff\Non SU staff completing project.png]
[bookmark: _Figure_16_–_1]Figure 16 – Non-SU staff word cloud for project completion

	Key
	Code Name
	Definition
	Frequency

	1
	Time
	Mention of deadlines, timescales
	6

	2
	Organisation
	Mention of methods to  stay organised including Gannt charts, planning, risk analysis
	11

	3
	Evaluation
	Mention of reviewing the project
	3

	4
	Resources
	Mention of areas to support the project such as team, budgets
	6

	5
	Targets
	Mention of milestones, overall targets, Vision
	6

	6
	Accountability
	Mention of being more accountable
	14

	7
	Management
	Mention of managing teams or people
	4



Figure 17 – Non-SU staff frequency table for project completion
SU staff: [image: ]
[bookmark: _Figure_18_–_1]Figure 18 – SU staff awareness of Agile

Non-SU Staff:
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Figure 19 – Non-SU staff awareness of Agile


SU staff:
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Figure 20 – SU staff awareness of specific Agile techniques
Non-SU Staff:
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Figure 21 – Non-SU staff awareness of specific Agile techniques
Awareness of Agile project management:

The results show that non-Students’ Union staff did have higher awareness of Agile project management with seventy-one percent of respondents stating they are aware versus fifty-eight percent of SU staff (figures 18 and 19). The result is somewhat unsurprising due to the levels of adoption of Agile ways of working in the private sector. As discussed in Chapter 2 – Literature review, ninety-four percent of those surveyed used Agile methods of working (Schur, 2015). This is in contrast to Agile in the Charity sector with Simcock in 2016 discussing the benefits of Agile in a digital context for charities. Further articles, including a guide for adopting Agile for charities, were not produced until Green (2019) and Lepper (2020). The later awareness and discussion of Agile in charities reflects the difference in awareness of Agile methods between SU and non-SU staff. 
The interviews further reflected this point with SU staff rating their awareness of Agile methods at an average of one, compared to non-SU staff at an average of five and a half. This was based on a scale of one to ten, with ten being very aware. 
Participant Four (SU staff) believed that “… a business or somewhere, which perhaps would be more familiar with those models.” With Participant two (SU Staff) believing that the size of project in SU’s is much smaller compared to external businesses meaning project management methods are not needed “we probably don’t run as big projects as you know, your kind of bigger company, external Non SU companies do.”
Participant three (non-SU staff) discussed that the lack of awareness is down to the differing approaches of the charity sector compared against the private sector. “…If you’re working in certain sectors, like in the private sector, people will be looking for ways of increasing efficiency as efficiency is directly linked to how much cash they are getting and how many projects they can get.”
The frequency analysis (figure 39) also reflects this point that the setup of a Students’ Union (not a “traditional” business) could mean that awareness of Agile is low. This topic was mentioned the most times (seven) of any interview topic across the four interviews.  
Figures 20 and 21 further support this finding with the figures showing that fifty-four percent of SU staff had not heard of any specific Agile techniques versus twenty-nine percent of non-SU staff. 
Recommendation 1 – Training need to increase awareness of Agile methods
SU staff:
[image: \\staff\shares\storage_2gb\id911561\Personal\MBA\Dissertation\Data Analysis\SU Staff\SU staff Agile definition.png]
Figure 22 – SU staff word cloud Agile definition
	Key
	Code Name
	Definition
	Frequency

	1
	Flexible
	Mention of adaptable, reactive
	19

	2
	Responsive
	Mention of being fast to respond
	2

	3
	Iterations
	Mention of iterations in regards to project management
	1

	4
	Digestion
	Mention of breaking large projects into smaller chunks
	2

	5
	Collaboration
	Mention of team work including trust in colleagues
	 

	6
	Customer
	Mention of customer feedback
	 

	7
	Communication
	Mention of increased communication including transparency
	1

	8
	Impactful
	Mention of the impact of the project
	1

	9
	Speed
	Mention of quick delivery
	3

	10
	Unsure
	Unsure of definition including no response
	3



Figure 23 – SU staff frequency table for Agile definition
Non-SU Staff:
[image: \\staff\shares\storage_2gb\id911561\Personal\MBA\Dissertation\Data Analysis\Non SU Staff\Non SU staff agile definition.png]
Figure 24 – Non-SU staff word cloud Agile definition


	Key
	Code Name
	Definition
	Frequency

	1
	Flexible
	Mention of adaptable, reactive
	14

	2
	Responsive
	Mention of being fast to respond
	1

	3
	Iterations
	Mention of iterations in regards to project management
	3

	4
	Digestion
	Mention of breaking large projects into smaller chunks
	5

	5
	Collaboration
	Mention of team work including trust in colleagues
	2

	6
	Customer
	Mention of customer feedback
	 

	7
	Communication
	Mention of increased communication including transparency
	2

	8
	Impactful
	Mention of the impact of the project
	 

	9
	Speed
	Mention of quick delivery
	3

	10
	Unsure
	Unsure of definition including no response
	1



Figure 25 – Non-SU staff frequency table for Agile definition
Agile definition:

Awareness of Agile project management is higher in non-SU staff than SU staff but when both sets of participants were asked what the term Agile means to them the results were fairly similar. Figures 23 and 25 show a frequency analysis, utilising coding, from the open comments for this question for both SU staff (Figure 23) and non-SU staff (figure 25). The most frequent response for both groups was around Agile being flexible with the SU staff frequency being nineteen compared to fourteen for non-SU staff. 
Interview participant one (non-SU staff) discussed the importance of flexibility when working in Agile ways “you have to have this kind of way of working whereby you create something as a bit of a shell and then understand that it’s going to change and that requires a different sort of way of working”
The next highest frequency for SU-staff from the survey was either speed of delivery or unsure of the definition of Agile, whereas the second highest frequency for non-SU staff was the ability to break down projects into smaller chunks. 
The frequency and coding analysis shows that although SU staff have less awareness of Agile methods, they do have some understanding and knowledge already so any training would not be starting completely from a blank canvas.
SU staff:

[image: ]
Figure 26 – SU staff use of Project management techniques
Non-SU Staff:
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Figure 27 – Non-SU staff use of Project management techniques
Usage of project management techniques: 

Fifty-eight percent of SU staff do not use any project management techniques compared to fifty percent of non-SU staff (figures 26 and 27). The results of the survey were a lot closer than the researcher expected with only an eight percent difference, but it does show that using specific project management techniques is more common outside of Students’ Unions. Analysing the open comments, thirty-three percent of SU staff respondents stated they would require more training in order to apply specific project management techniques whereas only eight percent of non-SU staff mentioned training in the open comments. 
The SU staff interviews add further context to this discussion with Participant four stating in regards to project management “I use some of those techniques during my role but wouldn’t specifically say I’m using any or I wouldn’t know the terms used and things like that”. 
Participant two mentioned, when asked about specific project management techniques, “because I don’t know about different project management techniques I would say or if I do I haven’t applied them anywhere so I haven’t taken the time to think about project management techniques and then actually apply them in real life.”
As part of the analysis conducted, the researcher undertook coding and utilised frequencies to compare how SU staff and non-SU staff approached completing a project (figures 15 and 17). The results showed that although SU staff’s usage of specific project management methods is lower than non-SU staff they approach projects in very similar ways. The main difference in the approach is around accountability, with the frequency for SU staff for this code a two whereas the non-SU staff frequency being fourteen. Team accountability is a key component of Agile with Krehbiela et. al (2017) discussing that in an Agile workplace teams continuously articulate goals, frequently reflect and adjust work plans. This constant team communication would ensure accountability as work progress is discussed throughout the project. The difference in frequencies between SU staff and non-SU staff could reflect the differing awareness and usage of Agile methodologies, which is discussed in figures 20 and 21. 
Recommendation 2 – Training need to explain overall benefits of project management techniques
SU staff:
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Figure 28 – SU staff description of project management techniques













Non-SU Staff:
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Figure 29 – Non-SU staff description of project management techniques
Usage of Agile Project management techniques:
Fifty percent of non-SU staff describe the project management techniques they use as Agile with only twenty percent of SU staff stating they use Agile project management methods (figures 28 and 29), proving that agile is used more in organisations that are not Students’ Unions. The researcher did expect to see higher usage of Agile methods with non-SU staff as the results for using Agile and Traditional were both at fifty percent. Due to the results of the 2015 survey by Schur, as discussed in Chapter two – Literature Review, the researcher expected the outcome to be more in favour of using Agile methods for non-SU staff. This could indicate that adopting Agile is more commonplace in American companies, as this is where the 2015 Schur research was conducted.
The interviews conducted by the researcher also backed up this hypothesis with participant one (non-SU staff), who rated their awareness of Agile PM as a seven stating that “when you start a technology project you very rarely find someone following that traditional waterfall approach. It’s very much agile, agile, agile.” 

Participant three (non-SU staff) also supported this hypothesis and said “… you had project managers that were brought in from, you know, external partners to run these projects so the language came into the X and we heard about scrums, scrum masters.”



SU staff:
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Non-SU Staff:
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Figure 31 – Non-SU staff project management methods
SU staff:
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Figure 32 – SU staff reasons for project management methods
Non-SU Staff:
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Figure 33 – Non-SU staff reasons for project management methods
Decision to use specific project management methods:

For those survey participants who regularly use project management methods, they were asked a follow up question on whether the methods they use were their own choice or company policy. Figures 30 and 31 show the results, with own choice the clear reason for participants using specific project management methods, seventy-eight percent of SU staff and seventy-five percent of non-SU staff stated that they decide what project management methods to use. There is a six percent difference between the two sets of participants in regards to their respective companies dictating the project management method to be used, with non-SU staff having the higher result with seventeen percent, against eleven percent for SU staff.    
The non-SU staff interview participants had differing experiences with Participant 1 following company policy and participant 3 deciding themselves in regards to what project management method to use. Both participants had positive experiences though with how it was decided what methods to use “I think for me its fine, it’s quite positive just because I quite like using technology and project management based sort of websites and tools. So I’m quite confident” (Participant three), and “I don’t think I had any sort of negative connotations towards it” (Participant one). 
Figure 32 delves into more detail for SU staff, in regards to the reasons why they decide what project management method to use. The joint second highest reason is ‘I know it works’ 
These results do indicate that Students’ Unions, which want to adopt Agile as a way of working will need to inspire those staff members who already use specific project management methods to the benefits of Agile. 
Interview participant three (non-SU staff) raised this during their interview “I suppose the real thing will be getting people inspired to work in this way and seeing the benefit and I think it all starts from there and I think if you do that, everything else will sort of click.” They go on to imply that capturing their “hearts and minds” will be key for staff to adopt Agile.
Recommendation 3 – Consideration required about how to inspire staff to adopt Agile (hearts and minds)
SU staff:
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Figure 34 – SU staff willingness to use Agile
Non-SU Staff:
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Figure 35 – Non-SU staff willingness to use Agile
Willingness to adopt Agile:

As part of the survey, participants were asked if they would be open to using Agile project management techniques for future projects. The results show that both SU staff and non-SU staff are willing to use Agile project management techniques with not a single respondent saying no and eighty-three percent and sixty-one percent of SU and non-SU staff respectively, saying yes they would be open to using Agile (figures 34 and 35).
This shows that with SU staff there is a willingness to try new project management methods even though there is a lack of awareness and understanding of Agile as discussed earlier in this chapter. 
The interviews further strengthen this view with participant two (SU staff), when asked if they saw any benefits to Agile methods saying “I like the idea of checking in with the customer as you go along so you don’t waste your time as you are doing the project.” When asked if they believed there is scope to bring Agile methods into Students’ Unions they stated “, I’m sure they could yeah.” Participant four (SU staff) when asked if they had anything else to mention said, in regards to Agile methods “I mean, I think it sounds like something really exciting.”

Age in relation to Agile awareness:
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Age in relation to Agile project management:

Awareness of Agile project management was the highest in eighteen to twenty-four year olds with one hundred percent of respondents stating they were aware (figure 36). The number of eighteen to twenty-four year old respondents was quite low though but twenty-five to thirty-four and thirty-five to forty-four year olds also had a high awareness of Agile project management. Figure 36 shows that ninety-two percent of thirty-five to forty-four year olds and sixty-three percent of twenty-five to thirty-four year olds have awareness of Agile methods. This is in contrast to all respondents aged fifty-five to sixty-four who stated that they are unaware of Agile methods and four out of six, forty-five to fifty-four year olds also not having any awareness of Agile. This shows that age does have an impact on awareness. According to Pennacchia et. al. (2018) rates of learning decline with age with Meyer (2011) discussing that age is a factor in adoption of new technology. Finally, Ackerman and Kanfer (2020) state that older adults are likely to continue in jobs that do not require the most sought after skills if there is an absence of continuous workplace learning. This could reflect why participants forty-four and over have less awareness of Agile ways of working. 
One of the interview participants (SU staff member), stated age could be a barrier to SU’s adopting Agile PM. “I suppose older demographic again tend to be set in their ways” and “Most SU staff come straight out of education, so like they are a younger demographic so they obviously haven’t developed project management skills and leadership skills.” 
										Participant two
Recommendation 4 – Additional support required for employees forty-five and over
Ethnicity in relation to Agile awareness:
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Ethnicity in relation to Agile awareness:

Figure 37 provides a breakdown of survey respondents’ ethnicity in relation to whether they were aware of Agile project management. As previously discussed in Chapter 3 – Methodology, the survey respondents were mainly white so the results for non-white participants are based on a small sample size but figure 37 shows that fifty-nine percent of white respondents were aware of Agile project management. The next highest ethnicity of survey participants was Asian or Asian British with one hundred percent of these respondents being aware. In regards to other non-white ethnicities the only Black or Black British – African respondent was unaware and the only mixed White and Black African respondent were aware of Agile methods. 
The researcher does not feel that any conclusions can be drawn from these results but believes that further research on the relationship between ethnicity and agile usage and awareness could be undertaken. 
Gender in relation to Agile awareness:
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Gender in relation to Agile awareness:

The researcher looked at the impact of gender in relation to Agile awareness, with the results presented in figure 38. The results show that eighty-two percent of male survey respondents compared to twenty-nine percent of female respondents are aware of Agile. The respondent’s data is skewed with almost double the amount of male respondents compared to female respondents but a difference of over fifty percent in regards to awareness of Agile is significant. 
The researcher feels that it is difficult to draw any concrete conclusions or provide any recommendations based on this data but believes future research would be beneficial on gender in relation to Agile awareness. 


Interview Data:

The researcher used coding and frequency analysis to supplement participant responses, which is presented here:
	Key
	Code Name
	Definition
	Frequency

	1
	Awareness 
	Mention of lack of awareness
	2

	2
	Scale of projects 
	Mention of projects being too small
	1

	3
	Charity sector vs private sector 
	Mention of differences between two sector e.g. focus, efficiencies, cutting edge
	2

	4
	Benefits  of Agile 
	Mention of results of using agile inspiring team
	2

	 
	 
	 
	 

	 
	Barriers
	 
	 

	5
	Age
	Mention of age (young or old) being a barrier
	2

	6
	Change in approach 
	Mention of staff being set in ways
	3

	7
	Terminology 
	Mention of Agile terms being confusing, uninspiring, off putting)
	7

	8
	Training
	Mention of training need 
	2

	9
	Time 
	Mention of no time to learn new ways
	1

	10
	SU environment 
	Mention of SU not being viewed as a traditional business
	6

	11
	Staff turnover 
	Mention of regular SU staff turnover
	3

	 
	 
	 
	 

	 
	Benefits
	 
	 

	12
	speed
	Mention of speed to get work completed
	1

	13
	customer feedback
	Mention of regular customer feedback
	2

	14
	Efficient
	Mention of Agile being efficient
	1

	15
	Wellbeing
	Mention of Agile supporting wellbeing
	1

	16
	Ability to change
	Mention of Agile allowing easy change in projects
	1
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Interview Frequency Analysis:

The interviews conducted with four participants provide more detail to the survey results and from these interviews it is apparent there would be barriers to Students’ Unions becoming more Agile. Alongside each barrier, suggestions for solutions are presented. 
Barrier 1 - Terminology  
The coding and frequency analysis of the interview transcripts (figure 39) placed Agile terminology as the area discussed the most by interviewees. When asked about Agile terminology and how it makes participants feel responses included “confused, weird words” (Participant two, SU staff), “alienating in a sense because it’s very specific terminology” (Participant three, non-SU staff) and “off putting initially … doesn’t inspire enthusiasm” (Participant four, SU staff). 
Suggestions to Overcome Barrier:

From the literature presented in Chapter 2 – Literature review, the four key values all Agile project management techniques share are iteration, incremental delivery, emergence and self-organising teams (Barden, 2015). In this list of values shared terminology is not a key value meaning that SU’s that want to become Agile may need to consider the impact terminology such as scrums, sprints, Kanban, etc. could have on staff adopting agile ways of working. 
Recommendation 5 – Engage staff in the process of deciding what Agile terminology to use
Another approach to overcoming this barrier was discussed in Chapter 2 – Literature review, Smith and Mckeen (2009) discussed that it can be difficult to get stakeholders to participate in Agile methods until results start to be seen. Students’ Unions could look to trial some Agile methodologies for certain projects to demonstrate their impact, therefore making the transition to Agile an easier one. 
The interviews support this potential approach with participant three (non-SU staff) stating “I suppose the real thing will be getting people inspired to work in this way and seeing the benefit and I think it all starts from there and I think if you do that, everything else will sort of click.” 
Recommendation 6 – Consider trialling an Agile approach for a specific project to demonstrate its impact
Barrier 2 – Students’ Unions not viewed as a traditional business 
This barrier was the second highest frequency in the coding and frequency analysis of the interview transcripts (figure 39). All interview participants, including the non-SU staff who actually used to work for Students’ Unions, raised this barrier as a reason why it could be more challenging for SU’s to become Agile or as the reason why awareness is lower in SU’s. Comments from interviewees such as “maybe there (SU’s) slightly lacking in regards to modern business principles” (Participant one, non-SU staff), “we probably don’t run as big projects as you know, your kind of bigger company, external Non SU companies” (Participant two, SU staff). “it’s also, the Charity sector… compared to the private sector…  there does seem to be a perception that they are a lot more timely and a lot more rigid on where time is spent and the money that is allocated to that time as well… With SU’s and in charities, the charity I am working in at the moment it is a lot foggier” (Participant three, non-SU staff). “People might be hesitant to get involved and to be fully engaged because it's kind of in their heads, that they might see it more as that business model… the terms, they do sound quite like heavily business orientated whereas I would say Students’ Unions’ are more people orientated” (Participant four, SU staff.) 
Suggestions to Overcome Barrier:

Recommendation 3 - Training need to explain overall benefits of project management techniques would be key to helping to overcome this barrier by helping staff to understand how their work can be completed more efficiently and effectively by utilising project management techniques. 
Barrier 3 – SU Staff turnover  
The interviewees discussed high staff turnover in Students’ Unions as a potential barrier, the coding and frequency analysis of the interview transcripts (figure 39) had this as the joint third highest frequency. “I think one of the big things is turnover of staff… a lot of people go into SU’s, do amazing work, and then they move on… but it means you have got like a high turnover of staff and if you’re creating a working methodology which you want to be running for two or three years and your reflecting upon that… it’s a bit harder to do it with temporary staff who are hired and then staff who are there for maybe 1 or 2 years (Participant three, non-SU staff). “The problem always is in Student Unions’ is that there is a high staff turnover. So, whenever I’ve been working somewhere you get somebody who begins a project… but then three or four years later they're moving on to their next job, which kind of leaves a gap of knowledge (Participant four, SU staff). 
Suggestions to Overcome Barrier:

The training package would be key to overcoming this barrier with recommendations 1 and 3 needing to be in place for all new staff as well as existing staff with constant refresher training to ensure staff have the required knowledge. 
Hypothesis:

In Chapter 1 – Introduction, the researcher outlined four hypothesis that would be tested in this research, each hypothesis is presented below with a discussion on its outcome. 
H1: Awareness of Agile project management will be considerably higher in non-Students’ Union staff.
Hypothesis One was proven to be correct as the results show that non-Students’ Union staff did have higher awareness of Agile project management with seventy-one percent of respondents stating they are aware versus fifty-eight percent of SU staff (figures 18 and 19).
H2: Age will be a key factor of awareness of Agile project management. 
The results show that age does have an impact on awareness of Agile project management with awareness the highest in eighteen to twenty-four year olds with one hundred percent of respondents stating they were aware (figure 36). The number of eighteen to twenty-four year old respondents was quite low though but twenty-five to thirty-four and thirty-five to forty-four year olds also had a high awareness of Agile project management. Figure 36 shows that ninety-two percent of thirty-five to forty-four year olds and sixty-three percent of twenty-five to thirty-four year olds have awareness of Agile methods. This is in contrast to all respondents aged fifty-five to sixty-four who stated that they are unaware of Agile methods and four out of six, forty-five to fifty-four year olds also not having any awareness of Agile. 
H3: Usage of any specific project management techniques will be considerably lower in Students’ Union staff.  
Although the results were closer than the researcher expected, Hypothesis Three was proven to be correct with fifty-eight percent of SU staff not using any project management techniques compared to fifty percent of non-SU staff (figures 26 and 27).
H4: Usage of Agile project management techniques will be considerably higher in non-Students’ Union staff.
[bookmark: _Chapter_5_Conclusion:]The final hypothesis was also found to be true with fifty percent of non-SU staff describing the project management techniques they use as Agile with only twenty percent of SU staff stating they use Agile project management methods (figures 28 and 29), proving that agile is used more in organisations that are not Students’ Unions.
Chapter 5 Conclusion:  

By evaluating the use of an Agile approach to project management within a Students’ Union context, this research has shown, through quantitative and qualitative analysis, how Students’ Unions could adopt Agile ways of working. Four hypothesis were stated at the beginning of the research focussing on awareness, usage and the importance of age in regards to Agile project management techniques and usage of project management techniques overall, with all four found to be true. The research utilised surveys to gather initial data, using a mixed methods approach and then supported these findings by gathering more data through semi-structured interviews. While the lack of diversity in the survey and interview sample limits the generalisability of the results, the research is the first of its kind in regards to Students’ Unions becoming more Agile and provides insight into this area. Further research is needed to determine the relationships between ethnicity, age and gender and Agile awareness and adoption in Students’ Unions as well as research focused on senior leaders and trustee boards of SU’s. The latter potential future research could be of particular interest as the aim would be to understand the desire and need to change to Agile ways of working, considering whether Students’ Unions see their current way of working requiring change. Finally, to better understand the implications of this research, future studies could investigate potential Agile structures of Students’ Unions alongside a culture audit looking at areas such as finance and human resources. 
This research presented data showing that usage of any project management techniques was lower in SU staff compared to non SU staff, with fifty-eight percent of SU staff not using any project management techniques compared against fifty percent. Interestingly, further analysis discovered that the approach to project management is fairly consistent except for non-SU staff discussing accountability seven times more than SU staff, potentially linked to higher adoption of Agile methods. Age was proven to be a factor in awareness of Agile project management techniques with one hundred percent of eighteen to twenty-four year olds aware in contrast to all fifty-five to sixty-four who stated that they are unaware of Agile methods. Awareness and usage of Agile methods was shown to be lower in SU staff with seventy-one percent of non- SU respondents stating they are aware versus fifty-eight percent of SU staff. Although awareness and usage is lower with SU staff, the research shows that they are willing to adopt Agile ways of working, with eighty-three percent stating they would, alongside this the results of the frequency analysis for an Agile definition were similar between the two groups. This surprised the researcher somewhat but shows that if Students’ Unions were to move to an Agile way of working there would be some staff awareness already.  
The interviews threw light on the potential barriers to adopting Agile ways of working in Students’ Unions, three barriers were discovered through a coding and frequency analysis with Agile terminology being the barrier discussed the most by the interview participants. The final two barriers included the view that Students’ Unions are not traditional businesses, so therefore would not be able to utilise Agile ways of working, and the high SU staff turnover, raising concerns that the new way of working wouldn’t be able to embed. Through literature presented in Chapter 2 – Literature review, suggestions to overcome these barriers included staff involvement in deciding what Agile terminology should be used, Barden (2015) outlined the four key values of all Agile project management techniques share, with none of the four being terminology so staff involvement may help with engagement. Other suggestions included trialling an Agile approach to demonstrate impact, as it can be difficult to get staff to participate in Agile methods until results start to be seen (Smith and Mckeen 2009) and training for staff on project management and Agile methodology specifically. The interviews provided further context to the previously discussed willingness of SU staff to adopting Agile, with comments showing interest, excitement and praise of Agile methods. 
Recommendations:

The researcher has produced the following six recommendations to support Students’ Unions in becoming Agile. 
Recommendation 1 – Training need to increase awareness of Agile methods
With only fifty-eight percent of SU staff aware of Agile project management methods compared with seventy-one percent of non-SU staff, training will be required to educate and inspire SU staff to the benefits of Agile. 
Recommendation 2 – Training need to explain overall benefits of project management techniques
With fifty-eight percent of SU staff not using any project management techniques, training will also need to be provided to explain the benefits of using project management. 
Recommendation 3 – Consideration required about how to inspire staff to adopt Agile (hearts and minds)
Those SU staff that did use specific project management techniques decided themselves what technique to use with the joint second highest reason being is ‘I know it works.’ Students’ Union leadership teams will need to consider how to inspire these staff to adopt Agile ways of working.  
Recommendation 4 – Additional support required for employees forty-five and over
Four out of six respondents in the age bracket of forty-five to fifty-four and no respondents fifty-five to sixty-four had any awareness of Agile methods. With rates of learning declining with age (Pennacchia et al, 2018), further support and training will need to be provided to these age groups. 
Recommendation 5 – Engage staff in the process of deciding what Agile terminology to use
Agile terminology was raised as a barrier to potential adoption by the interviewees with comments such as “weird words” (Participant two, SU staff), “alienating in a sense because it’s very specific terminology” (Participant three, non-SU staff) and “off putting initially … doesn’t inspire enthusiasm” (Participant four, SU staff).
With the four values of all Agile project management techniques not including terminology SU leadership teams can engage staff to decide what terminology to adopt, in order to overcome this barrier. 
Recommendation 6 – Consider trialling an Agile approach for a specific project to demonstrate its impact
Smith and Mckeen (2009) discussed that it can be difficult to get stakeholders to participate in Agile methods until results start to be seen. Students’ Unions could look to trial some Agile methodologies for certain projects to demonstrate their impact, therefore making the transition to Agile an easier one.
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	What is the name of your organisation? 
	Charity registration number of the union Please type the charity registration number of your union in the box below
	Average number of employees (full time equivalent) Please give your response in the box below

	Aberystwyth University Students' Union
	1150576
	42

	Bangor University Students' Union
	1148891
	21

	Bath Spa University Students' Union
	1139037
	25.2

	Birmingham City University Students' Union
	1142837
	58

	Cardiff University Students' Union
	1137163
	50

	Christ Church Students' Union
	1142619
	16.2

	City University London Students' Union
	1149588
	8

	De Montfort University Students' Union
	1138587
	71

	Edge Hill University Students' Union
	1143764
	32.5

	Edinburgh University Students' Association
	sc015800
	70

	Hartpury Students’ Union 
	 
	 

	Heriot-Watt University Student Union
	SC011949
	39

	Keele University Students' Union
	1137380
	67

	Kent Union
	1138210
	60

	King's College London Students' Union
	1136729
	54

	Kingston University Students' Union
	1144763
	19

	Lancaster University Students' Union
	1138622
	51

	Leeds Beckett University Students' Union
	1139314
	37

	Leeds Trinity Students' Union
	1151574
	7.6

	Leeds University Union
	1136742
	140

	Liverpool Guild of Students
	1137398
	67

	Liverpool Students' Union (LJMU)
	1142741
	25

	London Metropolitan University Students' Union
	1153293
	17

	London South Bank University Students' Union
	1158441
	21

	Manchester Metropolitan Students' Union
	1160225
	88

	Oxford Brookes Students' Union
	1140275
	25

	Queen Mary Students' Union University of London
	1147786
	95

	Sheffield Hallam Students Union
	1141925
	75

	Staffordshire University Students' Union
	1149948
	35

	Teesside University Students' Union
	1136875
	59

	The University of Huddersfield Students' Union
	1137401
	37

	The University of Sheffield Students Union
	1147855
	58

	Union of Brunel Students
	1142839
	74

	University East Anglia Students' Union
	11162866
	 

	University of Bath Students' Union
	1143154
	44

	University of Bedfordshire Students' Union
	1151576
	30

	University of Birmingham Guild of Students
	1137548
	106

	University of Bristol Students' Union
	6977417
	54

	University of Central Lancashire Students' Union
	1142616
	55

	University of Essex Students' Union
	1140278
	50

	University of Lincoln Students' Union
	1138187
	83

	University of Northampton Students' Union
	1144827
	44

	University of Sunderland Students' Union
	1148212
	33

	University of West London Students' Union
	1148594
	80

	University of Wolverhampton Students' Union
	1136470
	25

	University of Worcester Students' Union
	1145192
	40

	University of York Students' Union
	1145259
	130

	UWE Students' Union
	1143067
	86

	York St. John Students' Union
	1136905
	22
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From: @bcu.ac.uk>
Sent: 30th July 2020 16:59
To: Michael Gale <Michael.Gale@bcu.ac.uk>
Subject: RE: Masters Help
Hiya, 
Just a few thoughts,
· Firstly just a typo-  On Q5 it says (even if you have not heard of the time)…should be term

· Is it worth simply asking whether the respondent is aware that there are project management techniques out there before you ask whether they have heard of Agile  


· This following suggestion might not be practical because, unless you provided some examples. you would have to go through open comments, but could you ask a question about if they had a project how they would go about planning, plotting it, ensuring it stays on track etc.?

· This could identify project management techniques that people are using without them know that’s what they are doing.  Also, if they say they are using specific techniques it could help identify and flesh out whether that’s actually the case, or whether they are actually blurring/confusing techniques.

· Also maybe something about what do they think particular techniques ae useful for/ best suited to. – would help with your  bullet point below about investigating understanding of Agile techniques.   I know very little about this area, so I’m wondering whether the literature out there suggests that specific techniques are useful for particular types of projects?

· Questions 8 and 13- the Why Not questions.  Could you provide a list of options for them to choose from as to reasons why they don’t/wouldn’t use Agile. If you can think of some obvious choices and allow an “any other” comment box you might get more detail.

· Finally Q11.  – Own choice or company policy.  If they state own choice, would it be worth asking an additional question to establish whether the person came to the role with an understanding of project management techniques either from a previous role/study/general interest or is it that the culture within their current organisation encourages using them even if the organisation doesn’t have a policy on what to use.

· I’m thinking of my specific circumstance - I only heard about Agile through Kalsuma and then Robin turned up talking about Scrums.  Some in the Union/team had heard of these things and others hadn’t. I would not have had the first clue about managing a project along those lines.  In a situation like that should an organisation adopt a method that is reliant on specific people with the knowledge, potentially operating in a team or organisation with only a surface level understanding of how these things work.    Do these ideas really need to be embedded throughout an organisation with training etc.? 
Asking the additional question above might provide some additional material for the  the bullet point on recommending how a Students’ Union could use Agile techniques.
I don’t think I’ve explained my last point very well so happy to explain (at great length) if you need me to.
Apologies if I have over-thought the whole thing.

From: @gmail.com> 
Sent: 28th July 2020 13:05
To: Michael Gale <Michael.Gale@bcu.ac.uk>
Subject: Re: Masters Help
Hi Michael,
Thanks for asking me to look at your survey for you. I think it's a great survey, just noticed a few minor things you might want to consider.
First page
- Very minor but you should be able to link the email addresses so that it's easier for people to contact them. If you aren't sure how to do it send me a screenshot and I'll tell you how to do it. Usually, it's a paper clip icon or mailto:mathewjones999@gmail.com 
· 1-4 - all good
· 5 - Starting the question with brackets makes it slightly hard to understand. You could say "Even if you haven't heard of the term project management, what does... There is also a typo, think you put time instead of term
· The rest of the questions are easy to understand too.
One thought, I can't remember the question number, but where you ask why people use the methods they use (own choice or company choice). If they select own choice, you could have a free form text box so you can get qualitative data?
Good luck and I hope it helps.
Thanks,
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[bookmark: _Appendix_5_-]Appendix 5 - Interview Questions & Prompts

Introduction
· Explain research project 
· Gain explicit consent 
· Recorded to assist with note taking only 
· Not shared anywhere else
· Deleted after transcript created 
· Will not be identified e.g. participant 1
· Full transcript available if required 
· Follow up survey required for demographics of participants but again no names and data stored in Survey Monkey 
· Any questions
Aware of Agile:
1. Scale of 1-10 how often do they use specific project management techniques? (10 being every day)
2. Scale of 1-10 awareness of Agile project management? (10 being super aware)
3. How did you become aware?
4. Did you work with specific agile project methodology? 
5. If it wasn’t for answer 3 do you think you would be aware?
6. any experience of organisations that use agile and don’t?
a. If yes, how did culture differ?
b. If yes, how did Job descriptions differ if known?
c. If yes, did you notice any difference in how you were managed? 
7. Did you have any control or say in the project management method you used? E.g. specific agile or using traditional methods?
a. If company policy, how did this make you feel?
8. What were views on using agile for projects? E.g. faster, adaptable, impactful 
9. Did you have any specific training on agile?
10. Any challenges utilising or learning agile?
11. Did they feel whole organisation was agile? e.g. finance, HR
a. 	If yes, how did policy and procedures differ?
12. From research 42% of SU respondents were unaware of Agile project management whereas only 29% of non SU staff were aware. Any thoughts on why this is the case?
13. Anything else you would like to raise or discuss

Unaware of Agile/SU staff:
1. Scale of 1-10 how often do they use specific project management techniques? (10 being every day)
2. Why do you think your score for question one is high or low?
3. Scale of 1-10 awareness of Agile project management? (10 being super aware)
4. Intro to Agile from researcher

World leading organisations such as Amazon, the FBI and Google have adopted Agile project management techniques. Agile project management has been proven to increase productivity by four hundred to eight hundred percent, while also cutting costs and working hours (Sutherland, 2015, p 250). Agile project management techniques focus on the customer and accompanying team management practices, the common attributes for Agile project management includes time boxed iterations, regular check ins, and timely feedback from customers

There are around a dozen Agile project management techniques such as Lean, XP, Kanban, and Scrum with all sharing four values of iteration, incremental delivery, emergence (task allocated during the project rather than all set at the start) and self-organising teams (Barden, 2015).
5. From my research, 42% of SU respondents were unaware of Agile project management whereas only 29% of non SU staff were aware. Any thoughts on why this is the case?
a. Follow up around Agile terminology – scrum, sprint, Kanban. What do you make of this? What do you think SU colleagues would make of it?
6. Do you think SU’s could utilise Agile methods?
7. Do you see any benefits to agile?
8. Do you think there would be any barriers to SU’s becoming more agile?
a. Age
b. Staff size
c. Set in ways
i. How could combat barriers?
9. Anything else you would like to raise or discuss

Hybrid interview:
1. Scale of 1-10 how often do they use specific project management techniques? (10 being every day)
2. Scale of 1-10 awareness of Agile project management? (10 being super aware)
3. How did you become aware?
4. Did you work to any specific project methodology? 
5. Intro to Agile from researcher

World leading organisations such as Amazon, the FBI and Google have adopted Agile project management techniques. Agile project management has been proven to increase productivity by four hundred to eight hundred percent, while also cutting costs and working hours (Sutherland, 2015, p 250). Agile project management techniques focus on the customer and accompanying team management practices, the common attributes for Agile project management includes time boxed iterations, regular check ins, and timely feedback from customers

There are around a dozen Agile project management techniques such as Lean, XP, Kanban, and Scrum with all sharing four values of iteration, incremental delivery, emergence (task allocated during the project rather than all set at the start) and self-organising teams (Barden, 2015).
6. From my research, 42% of SU respondents were unaware of Agile project management whereas only 29% of non SU staff were aware. Any thoughts on why this is the case?
a. Follow up around Agile terminology – scrum, sprint, Kanban. What do you make of this? What do you think SU colleagues would make of it?
7. Do you think SU’s could utilise Agile methods?
8. Do you see any benefits to agile?
9. Do you think there would be any barriers to SU’s becoming more agile?
a. Age
b. Staff size
c. Set in ways
i. How could combat barriers?
10. Anything else you would like to raise or discuss


[bookmark: _Appendix_6_–]Appendix 6 – Interview Transcripts 

Participant one:

Certain elements have been redacted and replaced with an X to protect anonymity 
Researcher: “Hi X, thank you for taking part in the interview. So as you can see, I’m recording the interview this is just for note taking or so I can create a transcript afterwards. It’s not going to be shared anywhere else, you’re not going to be identified in any other kind of research, it won’t say X said, it’ll say you know ‘Participant .. one’, I think you are now, yes. Um, if you wanted at any point, the full transcript will be available that you can have afterwards. There will be a survey I need you to complete afterwards, just with some demographic information, and I’ll send that to you at a later date. So yes, are you happy to continue with the interview?”
Participant one: I consent 
Researcher: The first question is a scale one. So scale of 1 to 10, with 10 being kind of like everyday. How often do you use specific project management techniques in your job? But 10 is like every day one is like, 1 is like hardly ever.
Participant one: Um, about a 9
Researcher: About a 9, ok that’s very regular. Another scale question. So a scale of 1 to 10 with 10 being super where super aware and 1 being like not at all. How aware are you of agile project management techniques?
Participant one: About a 7
Researcher: Ok, about a 7. So how did you become aware?
Participant one: Um, so my background is in change management so its, um, I worked for two different companies X and X and I worked on projects that looked at technology transformation. So we worked with different clients that wanted to change basically legacy systems and implement new technologies that would give them alternative investments. So, save time, save money, the ability to free up resources for other activities and the way they would normally bring the new technology was following an agile methodology. So, while I didn’t do the technology implementation and building technology and designing, and configuring and writing code, I was part of the team that took a project management style approach to making sure that there was no disruption in the business. So looking at who in the organisation would be impacted, highly impacted and then what different interventions we needed to create to deliver to make sure that that disruption was minimised basically. So, if there was a part of the business that was going to have their job role fundamentally changed, and at the start of this launch they need to have specific training, we would work with them. so. When we would work within agile methodology’s, typically in technology, we worked  more of an um, um,  waterfall style. It was very much design the whole concept in that IT system upfront, have an understanding of how it’s going to work and then from that we are able to take that sort of end vision and then build all of our change management strategies around that. So say, right this is how its’ going to work. Here’s what we need to train people on. This is how it’s going to work, this is what we need to communicate to different parts of the business to leaders, to new members of staff.
But with agile  you can’t really have that end state vision that you use to build all those change interventions, you have to have this kind of way of working whereby you create something as a bit of a shell and then understand that its going to change and that requires a different sort of way of working. And it requires working closely with the technology team to basically say, look we need to meet either every two or three days or once a week to understand how this system is going to work, who’s going to be impacted and what it is going to do. Because, you know, right up until maybe 2 weeks before you’re going to be training people on that system so its, um, having an understanding that its going to change and therefore to inform the change management strategy you need to have that agile mindset of, yes we are going to put a lot of hours into building something now but we need to be ready to adapt and change and have these regular reviews and build into the project plan to basically make sure that we’re all singing off the same hymn sheet. And we are not, um, trying to train people on a system that was, um, designed 3 months ago that is fundamentally going to change. 

Researcher: So when you are working on these projects, was there a specific agile method you followed? Like scrum, Kanban or was it just the concept of agile that was how you kind of worked?

Participant one: Yeah, well when I worked at X, they were quite a small technology company so it was a lot easier for them to follow the agile methodology so as a concept. That was because they were used to working with quite small clients who didn’t have a ton of configurations that their changes were typically small, so its easier to make those kind of like on the job kind of small changes. Um, but then we worked with quite a big client and they weren’t really, a lot of the big clients that have offices globally that have their own transformation teams, they have different expectations when it comes to project management. They want a lot more of an, um, rigid style sign off process of collecting requirements, understanding what needs to be done and getting it done. Whereas typically people that work in Agile ways, just want to make small changes on the go and kind of like keep it fluid and then don’t really know what they’re going to create and there are just going to create it as they go so it was quite a bit of a gap to basically bridge between those two ideas, we had the client who had, like, quite senior people saying we want a sign off process, we want to make sure that every 2 weeks we want to know what is going on and we had the technology people in this kind of agile way. We’re kind of saying, look we don’t know how it’s gonna look. We’re just going to kind of continue to gather requirements, make changes, sign it off, test it, make changes, gather requirements, make changes, sign it off, test it. So, um, in regards to the actual like niche agile method, I’m not sure but that’s sort of how I’ve seen it working and be approached and some of the difficulties we faced. 

Researcher: Good thank you, this is probably a fairly straightforward question and a bit of a closed one to be fair but if it wasn’t for your job do you think you would have any awareness of agile as a concept as a methodology? 

Participant one: Um, not really no. I’ve not really read about it or um, thought about it outside of my sort of job.

Researcher: Cool that’s fine, um, ok then next question then and I obviously know a bit about your background, I know you used to work for a Students’ Union so you’ve got experience of organisations that use agile and are agile and obviously don’t use it. Any views on the culture? Was the culture different between an agile organisation and a non agile one? 

Participant one: Yeah I think organisations that are very, that are agile are very comfortable with ambiguity, and they’re comfortable with not knowing exactly how things are going to go and having kind of trust in their people. I think with Agile you still have to have a sense of like, um, governance and infrastructure around the project. So you still have to have key dates to meet certain deadlines, but you have to have the level of you just kind of don’t know how it’s going to go. It’s going to adapt as we go and that’s ok, whereas typically, when it comes to like a bigger organisation that maybe hasn’t worked in agile ways before, they want to have a very clear vision around what’s being created, around what success looks like and they’ve got a clear vision and everybody can kind of join that and have that common sense of alignment, and that helps to, you know, when it comes to getting things signed off and you go to, you know, governance layers and your going to things like students’ union board of Governors. Or you go to, um, shareholder meetings and you want something signed off, it helps to have a clear vision and if you and go and say to that like sort of governance group and say, look we are going to do this project, this is our aim but we don’t really know what its going to look like. That can be a kind of difficult message to sell but I think that as the whole agile methodology and way of thinking, grows across different sectors and businesses that I think people will become more comfortable. But I think it is just that, an level of saying look, we’re gonna have a level of like governance and control around this but we all know that its going to change and everyone has to be happy with those changes. 

Researcher: That’s really interesting, thank you for that. Did you feel any differences in how you were managed in an agile organisations to a non agile organisation? Was it a different approach? 

Participant one: I think you have to be ready to like think on your feet a lot so managing expectations from clients, so they might see or expect the system to do a certain thing and they might see it in say a sand box test environment with an IT system, and then it might change and no one has really communicated back to them that that thing doesn’t exist anymore. Maybe that thing works in a different way and then that can kind of create difficulties because they have gone into their business and they talked about oh this brilliant new system does this and that might have just been a concept that maybe can’t be done. So I think it’s managing that idea that like again, the talk about that things are going to change, its managing those expectations and making sure that if someone sees it does something that it might not always be the way. And I think that can be the way, that’s mitigated is just kind of, um, at the start of a meeting when someone come in to have a look and gather requirements you just say look we can’t say this is absolutely going to happen and we understand that you have a list of priorities about what the systems going to do but you know, you have to be kind of be able to meet halfway. 

Researcher: And did you notice any difference in how you were managed by your boss, your person above you, in an agile organisation compared to a non agile one was there any difference in how you were managed? 

Participant one: Yeah I think, um, there is probably more micromanaging because things change more regularly. So you can’t just have someone come in and say like, right um, I’ll see you in 2 weeks as the project might massively change in like 2 weeks so you’ll have shorter kind of regular updates that will have more, like smaller updates but that can give senior staff more of an insight into how things are changing. Because at times if you have like an agile project a 2 week window can be massive for changes and for gathering requirements and you might go through 2 cycles of changes there, so I think shorter catch ups, shorter updates and yes that’s probably the biggest sort of difference I saw and that really helps with again, keeping that momentum of, keeping everyone on the same page and knowing things are going to change quickly.

Researcher: that’s interesting, did you notice any differences with job descriptions in agile and non agile organisations?

Participant one: Um, No, I think just most companies will include it in their job descriptions, so when, I don’t know they are advertising for a job it will be quite clear. But I kind of feel like as a whole most organisations are just like following the agile methodology. I am very focussed on my experience but you know, across the whole of X and X when you start a technology project you very rarely find someone following that traditional waterfall approach. It’s very much agile, agile, agile. 

Researcher: Did you have any control or say in the kind of project management methods you used?

Participant one: No not at my level, not quite that senior just yet

Researcher: How did that make you feel that you were told to follow a certain way?

Participant one: Um, yeah I don’t think I had any sort of negative connotations towards it. I think you know, again the seniority of my role mean that you, you do kind of, I think I do have experiences and say but when you talk about the fundamental approach to a whole project, that’s typically signed off from a more senior level so its not quite appropriate for someone like me to come in and say we are doing this project completely wrong. I mean I can input into it but not fundamentally change the approach. 

Researcher: Ok, so what were your views on using agile?

Participant one: Positive, I think its just bridging the gap of expectations of people that havent used it before, the big downfalls that I saw previously were just people that, um, expected to know how something was going to go and be working in a certain way and what she agreed at the start of our project that’s what it would work at the end of the project and getting them to understand things are going to change quite rapidly, and they’re going to need their input quite quickly. So, um, making sure that everyone has a common understanding about what it means to be agile and what it means for them and their role in the project and what that means with their role in the project in regards to capacity and resource. So does there need to be a weekly meeting to sign off changes? Do they need to just get an email? So be really clear in that because when you get senior buy in and people that you want to sign off a certain piece of technology with, you know, it can be difficult to get their time so being quite clear at the start of a project.

Researcher: Thank you, did you notice any difference when working in non agile organisations and agile organisations in regards to the speed of completion?

Participant one: Um, I’ve not worked in too many non agile projects, I’d say the biggest thing will be, um, agile gives you more scope to change. So a lot of the time in traditional waterfall things clients kind of put out a tender for a project and they will say this is what we want to do and then they will award the project to a company, the company will scope it, price it, start the project and resource it. And then when you go in and you have conversations about what does the current landscape look like and like what do you want to do? You realise that everything that was down in the original tender is only like 20% of what they actually want to do. They’ve got this whole other idea and that can be difficult to do and I think in agile methodology allows for more of that kind of like, changes but it can be difficult to manage scope kweep, um, scope creep, which is basically you know what we said at the start and priced for is not what you are asking for and its making sure you don’t try to undermine the agile methodology. And say well look everything is changing can you not just include it. It’s kind of having that conversation so I think its just that agile allows for more of that kind of fluidity and flexibility when you are delivering projects and um,. But making sure the clients don’t take the mick.

Researcher: Did you have any specific training on agile when you started your role?

Participant one: Um, yeah there was someone who would break us in for like half a day and talked through the fundamental principles of it and what it means to be agile. Um, but again I wasn’t really in the tag team who were like, actually delivering the technology transformation. So I didn’t have to go quite in depth to look at different types of agile methodology. 

Researcher: Any challenges learning or utilising agile? 

Participant one: No, I think it’s a good approach. I think when I learned about it I had experiences about more traditional methods so I could see the value in it. Um, I think the best way to learn about it is to just do it. Which is quite lucky to do as a more junior member of staff. 

Researcher: Thank you, and then in regards to the whole organisation would you say it was all agile? So do finance and human resources operate in an agile way or was it just the technology people that you feel were agile?

Participant one: Um, well in professional services, like it, they tried to make themselves quite agile, um, businesses, so if you were consulting, this is my experience from X, you might sit in a business area, business unit but there’s a full understanding that if there is a business need somewhere else that you’ll be lifted and shifter over there to help with that. And you sign up to that when you start to say, look if there’s no business and consulting in your area, then you have to go and have a look at that part of the business. Um, and, but it’s quite good when they do that they don’t just plant you somewhere and expect you to just go and do it. They’ll explain things to you, what’s asked of you. There’s an understanding that you might not have any experience in that business so it’s quite important. So, and that was quite agile I think. I’d say if you want to have an agile organisation is to be able to have the staff mindset that people are comfortable doing other things. Um, and not having this kind of idea that I work in HR and HR is my job and this is what I get paid for and you can’t go and tell me to work in IT or you can’t go and tell me to work in marketing. It is having that mindset of staff saying look if you need me, I’m there and this is what the business needs and a lot of people might not be that comfortable with it. But, um, that is essentially the fundamental principles of an agile organisation. So I’d say staff mindset and then having the ability at a leadership point of view of, um, being able to have that insight and knowledge of being able to redeploy staff and being able to support them if they are redeployed. So, if Marketing, and I know using the Students’ Union example, needed help with freshers week and the, um, finance team sort of, wasn’t doing too much then as a leader being able to have a conversation with the finance staff and redeploying them, and making sure that there was enough support and resources in the marketing team to embed them in and help them make sure that whenever they’re brought into that business area that they are adding value and they’re not just sitting there with their thumbs twiddled, complaining basically. 
You know that’s not always the case, it’s easier said than done. 

Researcher: Yeah, ok so my last question. So from my research 42% of SU respondents were unaware of agile project management, whereas only 29% of non SU staff were unaware. Do you have any thoughts on why this would be the case?
Participant one: Um, I think maybe because… I think fundamentally it comes down to a lot of agile comes from like technology transformation and IT transformation. And maybe the fact that a lot of business operations are done for the Students’ Union by the University, so that’s based on my experience. You know when you get laptops, when you get things like changing from the cloud to on premise you know. I know that you would have certain members of staff will be responsible for that, but they’re not doing the whole, bringing it into the business so you don’t really have those opportunities to deliver projects and deliver transformation. I think the fact there’s a block grant there, there’s, there’s possibly less of a feeling that you need to change because you’re guaranteed this income. Whereas you know private organisations, maybe you change to survive and you change the business model too. To, um, to be able to sort of run and make a profit whereas Students’ Unions maybe have more of a safety net to operate and maybe running at a loss and its ok because they know that maybe Universities will help them out, and I know that’s not the case for all Universities, and its been a while since I’ve been involved in charities and higher education. But there’s maybe that kind of knowledge that its ok for us not to be able to speak with everything that’s going on across business transformation and um, project management, because what we’re kind of ok and what we do at the moment is fine. So it’s not undervaluing what students’ unions do but maybe there slightly lacking in regards to modern business principles and new ways of thinking in regards to, um, business operations and business transformation. 
Researcher: Yeah, thank you, its useful. Is there anything you want to tell me about or ask or mention?
Participant one: Um, I think its interesting that students’ unions are doing it, as like I said the big four, I know you are talking very different organisations, but the big companies are very successful because they were able to lift people from different departments and put them other roles and stuff. But with that it’s because they’ve got vast resource for teams who can help people move across so I um, like the idea of being able to lift people from different departments is quite interesting. So, I don’t know if you think its anything that would be successful that BCUSU, like based on our conversation. But from my time at the SU I couldn’t imagine many, there was definitely a feeling that I work and I think its not completely fair because people do pull their weight at things like freshers week but I couldn’t imagine if the advice team maybe had enough cases that that 3 people could do and 1 person could be comfortable moving to a different team. My general feeling would be that would be a difficult conversation to have but you probably have a better idea than me. 
Researcher: Useful, so thank you X. I am going to stop recording now. Thank you for your time
Interview end.



Participant two:

Certain elements have been redacted and replaced with an X to protect anonymity 
Researcher: There we go, thank you X for agreeing to do this. So as you can see I’m recording the interview this is just for note taking or so I can create a transcript afterwards. It’s not going to be shared anywhere else, you’re not going to be identified in any other kind of research, it won’t say X said, it’ll say you know ‘Participant .. two’, I think you are now, yes. Um, if you wanted at any point, the full transcript will be available that you can have afterwards. There will be a survey I need you to complete afterwards, just with some demographic information, and I’ll send that to you at a later date. So yes, are you happy to continue with the interview?”
Participant two: yeah
Researcher: brilliant, thank you. Do you have any questions before we start?
Participant two: No
Researcher: Alright then, so the first question is kind of a scale one. So scale of 1 to 10, with 10 being kind of like everyday. How often do you use specific project management techniques in your job? But 10 is like every day one is like, 1 is like hardly ever.
Participant two: Um
Researcher: So when you manage a project, is there a specific technique you use. You know Action plans, waterfall methods. 
Participant two: No, not really, I’d say quite low like 3 or 4
Researcher: 3 or 4, thank you, and why do you think that is? Why do you think it is quite low?
Participant two: Um, probably just because I don’t know about different project management techniques I would say or if I do I haven’t applied them anywhere so I haven’t taken the time to think about project management techniques and then actually apply them in real life
Researcher: That’s useful, so at the moment you would say you couldn’t think of like a specific project management technique that you have been taught or you’ve used in the past.
Participant two: Yeah probably not
Researcher: Ok that’s fine, um ok. So a scale of 1 to 10 with 10 being super where super aware and 1 being like not at all. How aware are you of agile project management techniques?
Participant two: Um, yeah like 1 or 2. I’m aware because you’ve mentioned it before
Researcher: And if it wasn’t for that, yeah you probably wouldn’t have any awareness?
Participant two: Yeah
Researcher: Okay dokie, good, not good but that’s useful, thank you. I’m going to give you a bit of a blurb about agile so just bear with me while I read my script to you. So, world-leading organisations such as Amazon, the FBI and Google have adopted Agile project management techniques. Agile project management has been proven to increase productivity by four hundred to eight hundred percent, while also cutting costs and working hours. Agile, um, project management techniques focus on the customer and accompanying team management practices, the common attributes for Agile project management, or PM, includes time boxed iterations, that’s like um short time box like working on a project for a certain amount of time like sprint for two weeks for an example or a month on one bit, regular check ins, and timely feedback from customers.
There are around a dozen Agile project management techniques such as Lean, XP, Kanban, and Scrum with all sharing four values of iteration, which is what I mentioned before. Incremental delivery, so working on kind of just a small part of the overall project at a time, 
Wifi cut out…/discussion around internet. 
Researcher then repeated the above again
There are around a dozen Agile project management techniques such as Lean, XP, Kanban, and Scrum with all sharing four values of iteration, which is what I mentioned before. Incremental delivery, so working on kind of just a small part of the overall project at a time, uh.. emergence, so tasks being allocated during the project rather than at the start saying this is what we’re going to do. You kind of work through it. You kind of, as tasks emerge, you allocate them, and then self-organising teams, so teams have more self responsibility on how they will manage a project. Ok so that’s kind of a bit of blurb for you there. So from the research I’ve already done 42% of SU respondents were unaware of agile project
management, whereas only 29% of non SU staff were unaware. Do you have any thoughts on why this would be the case?
Participant two: I don’t know, we probably just don’t get talked about it. Most SU staff come straight out of education, so like they are a younger demographic so they obviously havent developed project management skills and leadership skills and then I suppose from my point of view we don’t, we probably don’t run as big projects as you know, your kind of bigger company, external Non SU companies do, so everyone is kind of day to day stuff instead. 
Researcher: Ok that’s useful, thank you for that. So some of the agile terminology you know.. scrum, sprints, kanbans, stand ups all that kind of stuff. How does that terminology make you feel when someone speaks to you about it? Does it.. how does it make you feel?
Participant two: Confused, weird words, um yeah they don’t really mean a lot
Researcher: So does it kind of put up your barriers, you think I’m not interested in this. Do you just think I’m really confused and kind of switch off or
Participant two: No, just confused because I don’t know what it is. I wouldn’t be against learning it, um and knowing more about it. But yeah at this stage I’d just be like I don’t know what you are on about.
Researcher: And what do you think SU colleagues would make of it? If I suddenly went in and started talking about scrums and sprints and kanbans, how did you think that would kind of go down?
Participant two: Again, at this stage I think a lot of people would just think it would go over their heads and be like what you on about. 
Researcher: Good, that’s useful. Thank you. So based on my very quick overview of Agile. Do you see any benefits to it? Did you hear anything that you thought ok that makes sense or that doesn’t make sense. Sorry so the question is any benefits?
Participant two: Um, yeah so there are benefits to it definitely. I like the idea of checking in with the customer as you go along so you don’t waste your time as you are doing the project. Um I think that obviously for me would be one of the biggest benefits of what ive heard and what you have explained it is, yeah.
Researcher: Ok, so do you think SU’s could utilise Agile methods? Do you think there would be scope to bring it into SU’s or not?
Participant two: No, im sure they could yeah, in certain projects
Researcher: Ok, good. Thank you. Can you see any barriers to SU becoming agile or using agile methods? Anything that immediately comes out?
Participant two: Um, not particularly. Um I suppose like anything the barriers are just the people you are working with so it depends if they want to change their methods and actually use proper project management styles such as agile project management. But apart from that I think it sounds like a good project management tool that would benefit everyone that uses it
Researcher: So you are kind of saying that, people being set in their ways could be a barrier?
Participant two: Yeah.
Researcher: Do you think age could have any impact on how accommodating people would be to these changes or not?
Participant two: Yeah again from both ways, I suppose older demographic again tend to be set in their ways, um but then again you know, a bit like I said earlier, the younger demographic havent learnt project management styles but therefore they might be more willing to adapt to it and use it because they are seeing themselves as you know personal and professional development by using it.
Researcher: Any ideas on how you think we could overcome any barriers?  So if you were going to bring agile to SU’s you have to do this, this and this?
Participant two: Uh, I don’t know. not very helpful is it. 
Researcher: No, its fine don’t worry. I mean at the start you talked about training, that you havent been trained in project management.
Participant two: Yeah I suppose, yeah obviously people would want to be trained on it but then at the same time, how, you know, again as far as age being a thing or depending on what peoples jobs are. You know some people are up for doing loads of training and developing themselves and some people are like nah whats the point in this and its just more useless stuff that I;m using, that I am having to do while doing my own job like most of the other training we get sent on
Researcher: Yeah so you could see it as, people see it as an additional job as opposed to like a core part of their job?
Participant two: Yes but once it is embedded, obviously I think you know then it will be a benefit, but how to embed it I don’t know
Researcher: Ok, that’s useful. Erm cool. That’s my question done. Anything else you want to say?
Participant two: No
Researcher: Ok, thank you for your time. I will stop recording now
Interview end.

Participant three:

Certain elements have been redacted and replaced with an X to protect anonymity 
Researcher: “Hi X, thank you for taking part in the interview. So as you can see I’m recording the interview this is just for note taking or so I can create a transcript afterwards. It’s not going to be shared anywhere else, you’re not going to be identified in any other kind of research, it won’t say X said, it’ll say you know ‘Participant .. three’, I think you are now, yes. Um, if you wanted at any point, the full transcript will be available that you can have afterwards. There will be a survey I need you to complete afterwards, just with some demographic information, and I’ll send that to you at a later date. So yes, are you happy to continue with the interview?”
Participant three: yes I am
Researcher: Thank you very much X. Okie dokie, let’s kick off then shall we. The first question is kind of a scale one. So scale of 1 to 10, with 10 being kind of like everyday. How often do you use specific project management techniques in your job? But 10 is like every day one is like, 1 is like hardly ever.
Participant three: Probably 3 or 4, I’ll go with 3
Researcher: 3, cool. Thank you. So a scale of 1 to 10 with 10 being super where super aware and 1 being like not at all. How aware are you of agile project management techniques?
Participant three: Um, about a 4.
Researcher: A 4, cool. So how did you become aware of those techniques?
Participant three: Um, through conversation to be honest with you. So through conversation with people at work, um, who obviously we have got a few project managers and there is an informal interest in how we can use agile working and other sort of types of project management within the work we are doing and a little bit of personal research but sort of, you know things like Ted talks, I’ve got a couple of books, I havent read all of them and speaking to friends about agile stuff they are doing in their organisations. 
Researcher: So you mentioned work there, does you work use agile project management methodology or is it just a discussion? 
Participant three: Its just a discussion, we’ve got 14 different hub managers who are effectively project managers, which is the role I’m in and then above them we’ve got people who have project manager in their job title but we are all sort of managing projects but there is no formal way of managing the work we are doing across the organisation so it is very much at the moment a word based outcomes and delivery plan, which would then report on regularly so its, what we have got in place is sort of informal and there is no formal way of project managing or a uniform way of doing it across the organisation. 
Researcher: So there is no uniform way of doing it across the organisation you were saying?
Participant three: No, just a few uniform documents in terms of the delivery plan and outcome framework but the way you track what you’re doing theres no uniform way or suggested way of doing it, I should say. So its not that we don’t know if we’re going to go to agile its just that we don’t know necessarily how everybody’s doing it so you are sort of left to build that and design that yourself.
Researcher: So then how is it building and designing it yourself, is it positive negative? Is it a good thing, bad thing?
Participant three: I think for me its fine, its quite positive just because I quite like using technology and project management based sort of websites and tools. So im quite confident using Office 365, which is what we’ve got and I use project planner on there and I have a Gantt chart based on what needs to be done and when. So we are creating all of that now, we work to an academic year but because of covid we are sort of 2 months behind where we should be but we are signed off on the delivery plan and we’re building that sort of project mechanism in now. Where it becomes quite difficult is that I work across areas and work across projects and um so when I have a project or programme that comes into Birmingham, which is the area I look after, they won’t necessarily work in the same way. So when they are talking about their deliverables, key performance indicators and outcomes and when they want to be doing it, the format it is in will be completely different. And it will range from a conversation where people say this is what I am doing and this is when I am doing it to an email and I think I have only ever had 1 project plan working in, across 2 academic years to come in, so it would be better if there was a uniform way of doing it. So I would say for organisation it is bad but for me, it takes more time but it’s manageable. 
Researcher: That’s useful, im going to give you a bit of a blurb about agile so just bear with me while I read my script to you. So, world leading organisations such as Amazon, the FBI and Google have adopted Agile project management techniques. Agile project management has been proven to increase productivity by four hundred to eight hundred percent, while also cutting costs and working hours. Agile, um, project management techniques focus on the customer and accompanying team management practices, the common attributes for Agile project management, or PM, includes time boxed iterations, that’s like um short time box like working on a project for a certain amount of time like sprint for two weeks for an example or a month on one bit, regular check ins, and timely feedback from customers.
There are around a dozen Agile project management techniques such as Lean, XP, Kanban, and Scrum with all sharing four values of iteration, which is what I mentioned before. Incremental delivery, so working on kind of just a small part of the overall project at a time, uh.. emergence, so tasks being allocated during the project rather than at the start saying this is what we’re going to do. You kind of work through it. You kind of, as tasks emerge, you allocate them, and then self-organising teams, so teams have more self responsibility on how they will manage a project. Ok so that’s kind of a bit of blurb for you there. So from the research I’ve already done 42% of SU respondents were unaware of agile project
management, whereas only 29% of non SU staff were unaware. Do you have any thoughts on why this would be the case? Obviously I know you aren’t in that field but would be interesting to know your thoughts
Participant three: I would say having worked in students’ unions and worked outside and of Universities as well. Um, I suppose there is a strong focus in SU’s of working with the people, of working directly with students and that is one of the strengths of SU’s that I have seen. It is very much about the impact on that individual but I think at times it sometimes comes at the expense of formalising project work and I think that may be one of the reasons why and I just wonder whether, historically the role and remit of an SU has always been to work directly with individuals directly, maybe there was less accountability and funding came as block grants from the University when Universities were, I suppose before the marketization of education, slightly more affluent and maybe had a bit more cash about them so maybe there was less accountability through that thread. So I think it is sort of born out of the environment people are working in, which is changing, shifting but also the people coming into the roles, quite rightly, come because they have a real focus on working with students and a lot of people in SU’s have been students and then come through the ranks as well. So I think it is those two things, the environment and the mentality and just to reiterate, I think that’s not to say SU staff aren’t capable or stuff like this isn’t happening in pockets and happening around the place and especially with strategic management at least through the University I am sure that’s all changing but I am just thinking like when I was working on the X project, which was a big project, um even then the focus was on student staff and the impact directly and maybe less so on, um, managing outputs, KPI’s, monthly indicators, you know all that sort of stuff, which could have just been a bit more rigid. Um, I mean it’s also, its also, the Charity sector, the third sector and I think, that’s not to say the third sector is slack compared to the private sector and ive not really worked in the private sector so I can’t, you know, properly comment on that but there does seem to be a perception that they are a lot more timely and a lot more rigid on where time is spent and the money that is allocated to that time as well. So, people I know who have worked in that area say, you know, every half an hour is logged and you log it and you’ve got financial weight to it. And that leads to how much you are charging and the rest of it. With SU’s and in charities, the charity I am working in at the moment it is a lot foggier. We’ve got a lump sum from a seed funder but they havent broken that down into all the various projects we are working on so I can have an hour and a half conversation on the importance of representative literature, for example, and at no point will someone say you’ve spent an hour and a half on that and it is not a priority because of this, this and this. It’s  just a bit more flexible. I think that’s why and then the other thing is, its where these ideas come in from so I suppose if you’re working in certain sectors, like in the private sector, people will be looking for ways of increasing efficiency as efficiency is directly linked to how much cash they are getting and how many projects they can get. There is also, I suppose, something about being seen as cutting edge, in the way that you are working so these adaptations of project management, um, give you an edge when I suppose you are talking about what you are doing, you’re talking about how you are going to work with other organisations there is a lot of pitching, um, and in third sector, charity sector and some parts of HE it is a lot more stagnant. So staff sort of cycle around positions, from one post to another, you don’t get many people who are outside of an industry coming in saying this is how we are work and how different it is. So that pool of people and the skill set and the way people work sort of stays the same. So the work you are doing, where you are bringing in, you know you speak about agile and this sort of stuff, I think is really fresh for SU’s and you know yeah and like you said I think a lot of staff members just won’t know about it. 
Researcher: Yeah, it is interesting that point you made about kind of the private sector and it is all about profits and turnover so they are looking to be more, um, efficient, whereas the Charity sector, it’s a bit more focussed on delivering stuff to our stakeholders, our customers and not necessarily thinking about the efficiencies. So yeah it is an interesting point. So some of the agile terminology, you know.. scrum, sprints, kambans, stand ups all that kind of stuff. How does that terminology make you feel when someone speaks to you about it? Does it.. how does it make you feel when you hear people talk like that?
Participant three: Um, yeah so I can give you a real life example, so when I worked at X, um in the X, we did a lot of work and were closely aligned with the IT department and closely aligned with the change department, I can’t remember what their name was, I think student lifecycle, um but there you had project managers so you had IT project managers and you had project managers that were brought in from, you know, external partners to run these projects so the language came into the X and we heard about scrums, scrum masters, meetings where people were stood up and chanting. You know, all this stuff and it seemed alien and it was something that was pretty much mocked to be honest with you. It was just like they were doing something to try and be more cutting edge than they are. Um, when I suppose the reason was that we saw the output of some of the work they did and that always didn’t reflect on the thinking and methodology they were presenting so there is a disparity between look we are amazing, we are doing this but what we were getting back was no different from when they were doing things in a slightly different way so the language was there and the working practices weren’t always there in the work we received. So I suppose in terms of feelings, was erm, alienating in a sense because its very specific terminology and when you have conversations people expect you to know it and when you don’t know it, its cuts you out of a conversation. Um and because of that I suppose you feel as though you are an outsider and the way you work is old hat compared to new ones so im not saying that is always the intent but that sort of feeling. But there was also a sense of you know, excitement, about it at times. It was just theres a scrum master? Like what does that do? Whats the function here? What can we learn from this as well? So there is a duality, at one point really excited to know about more, at another point felt very much out of touch with what was actually happening so it was both.
Researcher: Can you think of any other barriers that would stop SU’s or even your own organisation becoming more agile?
Participant three: Yeah, I think there are a few. I think one of the big things is turnover of staff, and I think SU’s, as I know I think a lot of people go into SU’s, do amazing work, get the right skills and then they move on, which is brilliant. Absolutely great for them. but it means you have got like a high turnover of staff and if you’re creating a working methodology which you want to be running for two or three years and your reflecting upon that, you know, slightly longer lifecycle, it’s a bit harder to do it with temporary staff who are hired and then staff who are there for maybe 1 or 2 years. So there’s those two things I think. The other thing that would make it difficult is. I suppose going back to outputs and outcomes and this is something which, I’ll be slightly out of touch with and I’ll be honest. But I suppose unless you’ve got that golden thread, this is the impact and this is how we want to be doing it, and this is a methodology. It’s very hard to be agile because it all needs to fit around something which is quite definite and quite structured. And is effectively a project. Um, I think sometimes you have, I see aims and things people want to be doing, but the way it’s done is slightly haphazard, so you can’t really fit an agile structure on top of something, which is already a bit, um, chaotic, so it’s a big change, it’s a big change for people working. Then the other things, I suppose it’s a team structure. So in my last job and this job, it’s matrix working and I work with a lot of people on projects and it’s people who are giving 20% of their time and the other 80% is elsewhere. In SU’s I just wonder if it is still a bit more siloed. You have engagement and then you have voice and then you have count, you know student services, you know all the different bits. And although there’s a commonality and there’s a shared even outcome generally as to what you are doing and a friendly atmosphere. There’s not necessarily a way of working, which lends itself to being, to being agile. Um. Because every sort of silo often does their own projects. You have one project manager for this, one for this, one for that. So, actually some of the projects which could have shared aims aren’t necessarily done like that. So I suppose, yeah there the main things. Staff turnover, the way people are working, um, at the moment and I suppose what a big change it would be to move to matrix working. I think they would be the big points. 
Researcher: Um, yeah, really useful. You made some good points there, particularly about, I suppose, the organisational structure, there is this big thing with agile, you know you need to be agile as opposed to doing agile. It is not something you can do, the whole organisation has to change. You mentioned there about the structure so yeah you made some interesting points. So good points there X for saying you are only a 4 on the Agile scale. 
Participant three: Yeah, just one more point and one follow up to that, which is about funding. So, see on X project, the funding came externally, and that was definite pot of money with clear outcomes and a team dedicated to it which had to work in a sort of matrix way. So, I just wonder if funding for SU’s is now coming from different pots, whether that then changes the environment itself because it’s not just a singular block. When you have got things from X coming in, X fund, you know wherever and whether just the funding forces the change as much as anything else
Researcher: Yeah I know what you mean. Some Unions do have, for us it is less about external funding and it is about the block grant and the commercial income and that’s it. I think we found we were drifting, mission drift I believe they call it. The scope was creeping all over the place as we were pulling in funding from all over the place, that wasn’t linked to what we were doing. So yeah, some good points there. You did really well on the barriers, can you think of any ways of how you would combat some of those barriers?
Participant three: Yeah, um, its institutional change, isn’t it? And I think for me with anything that is related to institutional change, its confidence for staff members to make those changes and get them wrong, I think that’s what is most important and I think there’s an element of this which will be digital. Um. Whether its’ working on shared drives or spreadsheets or the project planners or whatever, there needs to be a sense of digital confidence around this too. So those two things I think will be key and I would say the best way to do it is, obviously, obviously training around the mechanisms you need. So, how you do this, how you do that. Who you speak to about this, all sorts of stuff you can work out. Um, but I suppose the real thing will be getting people inspired to work in this way and seeing the benefit and I think it all starts from there and I think if you do that, everything else will sort of click, but getting them to see. Like you said, what you said when you were describing agile you’re more efficient and you work less. That’s sort of the blurb isn’t it? Like, totally, yeah that’s why you want to be doing it. ‘cause that also leads into wellbeing and less stress. Um, all that stuff is so incredibly important, so I think there’s a real sell there and just to underpin it, i think something to say, try it and get it wrong and its fine. And then we’ll move on and as an organisation we’re going to learn. I think if you are working in a new way, the difficulties also are I don’t want to be the person to mess this up for everybody else as matrix working is also an agile way of working and working in that way is also shared responsibility, which means if you get something wrong it might be a bit more public. So I think just having that understanding and then as always, celebrating things that have gone well, celebrating where you’ve learned the things that have gone wrong and doing that in a way which is fair. Hearts and minds, hearts and minds. 
Researcher: Yeah that’s really good, very helpful X. that’s it from me. Is there anything else you want to mention now? Anything else that comes to mind? Or that you want to ask me or discuss?
Participant three: Um, I suppose I’m just thinking what else I’ve thought about or done before, which is, I suppose useful for the agile, for this conversation. Um, and I would say one of the things you spoke about was the emergence of workloads and tasks and block filling time in order to do work. I think they’re both great but if you’re working across departments or if you’re working on projects with people, so this is relevant to my job now, it is very to say to people can you do 3 hours on this? And there’s also a sense of uncertainty that comes from not knowing what your actions are. And I think if you can’t put in the time and you don’t know what your actions are, there’s a danger there that it might not get done. So, um, I think part of just having a big project plan and this is what you have been doing, it does make me feel sort of safe. So you know, yeah, you sort of still need to experience the process in order to trust it. 
Researcher: Yeah, yeah, most of the stuff you are saying is lifted from the research on agile so good job. Cool, well I am going to stop recording, thanks for your time
Interview end. 

Participant 4:
 
Certain elements have been redacted and replaced with an X to protect anonymity 
Researcher: “Hi X, thank you for taking part in the interview. So as you can see I’m recording the interview this is just for note taking or so I can create a transcript afterwards. It’s not going to be shared anywhere else, you’re not going to be identified in any other kind of research, it won’t say X said, it’ll say you know ‘Participant .. four’, I think you are now, yes. Um, if you wanted at any point, the full transcript will be available that you can have afterwards. There will be a survey I need you to complete afterwards, just with some demographic information, and I’ll send that to you at a later date. So yes, are you happy to continue with the interview?”
Participant four: Yes thank you
Researcher: I can only see the top of your head by the way I can’t see you, it doesn’t matter too much… there we go that’s better. I could just see your forehead. 
Okie dokie, let’s kick off then shall we. The first question is kind of a scale one. So scale of 1 to 10, with 10 being kind of like everyday. How often do you use specific project management techniques in your job? But 10 is like every day one is like, 1 is like hardly ever.
Participant 4: probably in my role, it would be a two maybe at best
Researcher: Why do you think your score is that low in that scale?
Participant four: Um, so I would say, my role centres around course reps and I have a manager above me, so they take the lead in that management role and if we’re doing like a group project, there’s kind of everybody working on it at the same level. And then we’ve got like our manager who would take the lead for an example. It wouldn’t necessarily be my role to take that lead. But obviously I use some of those techniques during my role but wouldn’t specifically say I’m using any or I wouldn’t know the terms used and things like that.
Researcher: So that was going to be my next question, so you are never really aware, oh we are following ‘X’ project management system, you just did it kind of how you did it 
Participant four: Yeah so I would say like my manager never really takes the time to explain, you know the techniques that they use to us so they might be putting those into practice but I wouldn’t necessarily be aware of them. so say we were working on a project to do with course reps, um to look at designing a new video to get people engaged. We will be working on that and probably using techniques that we’re just not aware of what they are. Um but yeah I wouldn’t be specifically able to name anything. 
Researcher: Great that’s fine perfect, and then another scale question. So a scale of 1 to 10 with 10 being super where super aware and 1 being like not at all. How aware are you of agile project management techniques?
Participant four: Um obviously, when I completed your survey I saw the terms there, but before I was not aware so yeah it would be a one or zero. 
Researcher: That’s fine, okie dokie, im going to give you a bit of a blurb about agile so just bear with me while I read my script to you. So, world leading organisations such as Amazon, the FBI and Google have adopted Agile project management techniques. Agile project management has been proven to increase productivity by four hundred to eight hundred percent, while also cutting costs and working hours. Agile, um, project management techniques focus on the customer and accompanying team management practices, the common attributes for Agile project management, or PM, includes time boxed iterations, that’s like um short time box like working on a project for a certain amount of time like sprint for two weeks for an example or a month on one bit, regular check ins, and timely feedback from customers.
There are around a dozen Agile project management techniques such as Lean, XP, Kanban, and Scrum with all sharing four values of iteration, which is what I mentioned before. Incremental delivery, so working on kind of just a small part of the overall project at a time, uh.. emergence, so tasks being allocated during the project rather than at the start saying this is what we’re going to do. You kind of work through it. You kind of, as tasks emerge, you allocate them, and then self-organising teams, so teams have more self responsibility on how they will manage a project. Ok so that’s kind of a bit of blurb for you there. So from the research I’ve already done 42% of SU respondents were unaware of agile project
management, whereas only 29% of non SU staff were unaware. Do you have any thoughts on why this would be the case?
Participant four:  Um I would probably say because Students’ Unions don’t follow a specific, I would say um, From the perspective of someone who works in the student union, obviously I've not worked else where outside of that within like a business or somewhere, which perhaps would be more familiar with those models. 
I wouldn't say when we're looking at strategies. In my role, I wouldn't be made aware of like different management techniques, for example, but I also think it's just student unions are perhaps put off by certain terms because they don't want to take on a business model approach, because I think to staff they might find that quite off putting initially because the term I don't know the term agile management to me doesn't inspire, um, enthusiasm. It doesn't quite get what Student Unions’ are about, but that's just my perspective from working in them. But probably once you're doing agile management and seeing those techniques in practice, it would be very different, but yeah I would say probably if you went to your staff team, and said ‘oh we're going to do agile management, the reaction might be a bit… you know people might be hesitant to get involved and to be fully engaged because it's kind of in their heads, that they might see it more as that business model.
Researcher: Hmm interesting, because you’ve kind of answered my next question, it was going to be around you know some of that terminology. You kind of answered this, but I’ll ask it anyway. So some of the agile terminology you’ve mentioned there, you know.. scrum, sprints, kambans, stand ups all that kind of stuff. How does that terminology make you feel when someone speaks to you about it? Does it.. how does it make you feel?
Participant four: For me, automatically I'm a bit… I don't know. It sounds like…  like a Sprint that's quite, that's not particularly offputting to me, the term sprint because. But the rest of the terms, they do sound quite like heavily business orientated whereas I would say Students’ Unions’ are more people orientated. It doesn't sound people orientated, whereas a Sprint probably does more so for me. Um, so I think, it's a difficult one because when we're working with students, we as well want it to be fun because we're putting fun into students because we want them to enjoy their student experience. But also like we're delivering it, so we need to enjoy what we're doing. Um, so yeah, those terms don't particularly inspire me necessarily, but I think again it might be different once you're doing them, but yeah, I think with their students unions perhaps using different terms might get people more engaged.
Researcher: Hmm, so you kind of answered the follow up then, what do you think your SU colleagues would make of it? Is there anything else you wanted to say on that, that you haven’t already?
Participant four: I don’t think so, it might depend on your team in the SU because obviously there's lots of different people within that, and people on the commercial side might be more familiar with it, or people in more of like the finance roles or the business roles that they might find it different. Whereas probably for the staff who are lower level down, when you start throwing these terms around, it's not as inspiring.
Researcher: Good, so interesting. Thank you for that. So obviously with my agile blurb that I gave you. Do you see any benefits of agile project management? From what I’ve kind of said, I appreciate it’s probably a hard question because all you know is what I’ve just kind of told you. But is there anything in there that you thought you know that’s a benefit that sounds good?
Participant four: Yeah I would say, the problem always is in Student Unions’ is that there’s a high staff turnover. So whenever ive been working somewhere you get somebody who begins a project and they just run away with it and it's fantastic. Really good. But then three or four years later they're moving on to their next job, which kind of leaves a gap of knowledge. So I think what you're saying about focusing on small elements or projects. I think in Students’ Unions, people can get very distracted in terms of looking too far ahead, whereas with students things happen so quickly like with the coronavirus stuff happening now. Our response has to be rapid and fast
and I think when you're looking too far ahead and project, the project will change naturally and progress over a few years. So if you're looking at a long term project, it is not static. So if you're working too much and one person is thinking too far ahead, I think that can actually slow you down. So I think it sound interesting that you've got people. It's like the. The technique focuses on stuff in smaller increments, 'cause I think you can just build off that, which I think would suit students’ unions use quite well and probably better than how people look at projects. Now, um, but yeah, that was just from my perspective in my experience.
Researcher: Useful, you touched on it a little bit there, but do you think there are any barriers to SU’s becoming Agille?
Participant four: I would say that we spoke about before is probably just the terminology, yeah I think, the barrier could be, obviously, I don’t think there is a barrier to agile management as it sounds like a good thing because it stops those knowledge pools all being in one place. Erm,  but there is also the danger that could it be quite hard for somebody to engage with the project whos a new member of staff. So its making sure that all the work is kept somewhere accessible so that they can just dive straight in. whereas if people have been working and doing it in increments, they can say oh well we spoke about that two meetings ago or whatever or in a previous sprint and I think that could be a bit of a barrier. 
Researcher: Ok, interesting, so terminology is what you mentioned and then kind of staff turnover and then the new staff and that kind of stuff, ok that is really good. That is it with my questions. Is there anything else you would like to mention?
Participant four: No nothing comes to mind., no. I mean, think it sounds like something really exciting. I think student unions need new ways to function. I think it's… flexible, willing to engage and willing to try different things. The trouble is students’ unions get stuck in a rut of how we like to work, how are structures work and I think it is very difficult as you immediately start giving people different options of things you can do and people give you blocks and barriers whereas if you have someone who just says, right we are going to try this I think it is also worth a try as you don’t know how it is going to work and its different in each SU.. SU’s are different sizes, different people, different culture within the University cause everybody works, like an SU is in the middle of a University structure, each University is completely different and have different ways of working. It sounds like something you could adapt to each Union, which sounds really positive. 
Researcher: Alright, brilliant, thank you X I will stop recording now. 
End of interview. 
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Agile Project Management (Test version 1)

Introduction

This survey is being conducted as part of a Masters dissertation into Agile Project Management
techniques in a Students' Union context. The dissertation will compare Students' Union staff
responses against non Students' Union staff.

By completing this survey you are agreeing to have your responses used to aid completion of a
Masters dissertation for the University of Wales Trinity Saint David, you will not be personally
identified in the research and your responses will only be used for completion of said dissertation.

Please contact the researcher michael.gale@bcu.ac.uk or the dissertation supervisor
g.behenna@uwtsd.ac.uk if you require any further information.

* 1. What sector do you work in?

() Charity () Education
4 ) Marketing ) Food and beverage
) Recruitment () Finance

IT ) PR

) Consultancy ( Media

() Other (please specify)

* 2. Do you work for a Students' Union?

Yes

* 3. How would you describe your level of seniority in the organisation?

() Entrylevel ) Director

) Management () Owner

) Senior Management

* 4. Have you heard of the term Agile in regards to Project Management?
) Yes

) No
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* 5. (even if you have not heard of the time) What does this term mean to you in regards to Project
Management?

* 6. Have you heard of any of the following Agile Project Management techniques? _

Scrum

Kanban

Dynamic Systems Development Method (DSDM)
Extreme Programming (XP)

None

Other (please specify)

*7. Do you regularly use Project Management techniques?

Yes

No
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* 8. Why not?
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*9. How would you describe the Project Management techniques you use?
~ i
Q Agile
\/\ Traditional

:v> Other (please specify)
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*10. What are the names of the Project Management techniques you use?

*11. Are the methods you use your choice or company policy?
@) Own choice
O Company policy

:\ Other (please specify)
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*12. If you do not use Agile Project Management techniques, would you be open to using them for future
projects?

©) Yes
O

) No
-,

( A) Don't know
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*13. If no, why not?





image52.jpeg
Agile Project Management (Test version 1)

14. What age are you?
©) Under 18

@)
18-24
) 2534

() 35-44
J

15. Are you

Asian or Asian British - Bangladeshi

) Asian or Asian British - Indian

Asian or Asian British - Pakistani

) Arab

) Black or Black British - African

Black or Black British - Caribbean

) Chinese

Mixed - White & Asian

16. How do you identify yourself

() Male
",
N

) Female
L,

() Other

Mixed - White & Black African

Mixed - White & Black Caribbean
() Other Asian background
Other Black background
Other Ethnic background
Other Mixed background

White

() Prefer not to say
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Agile Project Management

Introduction

This survey is being conducted as part of a Masters dissertation into Agile Project Management
techniques in a Students' Union context. The dissertation will compare Students' Union staff
responses against non Students' Union staff.

By completing this survey you are agreeing to have your responses used to aid completion of a
Masters dissertation for the University of Wales Trinity Saint David, you will not be personally
identified in the research and your responses will only be used for completion of said dissertation.

Please contact the researcher michael.gale@bcu.ac.uk or the dissertation supervisor
g.behenna@uwtsd.ac.uk if you require any further information.

* 1. What sector do you work in?

() Charity () Education
4 ) Marketing ) Food and beverage

Recruitment ) Finance

( IT ) PR
Consultancy () Media

() Other (please specify)

* 2. Do you work for a Students' Union?

) Yes

* 3. How would you describe your level of seniority in the organisation?
() Entrylevel () Director
) Management () Owner

) Senior Management

* 4. Are you aware there are various ways to approach a project? e.g. different project management
techniques?

i Yes
) No

Comments
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5. When completing a project, what steps or approaches do you take to plan, deliver and ensure it stays on
track?

* 6. Have you heard of the term Agile in regards to Project Management?

Yes

No

* 7. Even if you haven't heard of the term Agile, What does this mean to you in regards to Project
Management?

* 8. Have you heard of any of the following Agile Project Management techniques? _

Scrum

Kanban

Dynamic Systems Development Method (DSDM)
Extreme Programming (XP)

None

Other (please specify)

*9. Do you regularly use Project Management techniques?

Yes

No
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*10. Why not?
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*11. How would you describe the Project Management techniques you use?
:; Agile

Q Traditional

:v> Other (please specify)
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*12. What are the names of the Project Management techniques you use?

*13. Are the methods you use your choice or company policy?

() Own choice
C Company policy

;\ Other (please specify)





image58.jpeg
Agile Project Management

* 14. As you selected own choice or other, do you use these methods because... (please select all that

apply)

| used them in a previous role
| am experienced in project management

u the culture of the organisation encourages me to use it
(although not company policy)

D my manager encourages me to use it

D colleagues use it

Comments/other

u I believe is is the best method

u 1 know it works

u | don'tknow any other methods

u I don'thave time to learn new methods

u 1 am not interested in learning new methods
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*15. If you do not use Agile Project Management techniques, would you be open to using them for future
projects?

©) Yes
O

) No
-,

( A) Don't know

;: ) NA
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*16. Why not?
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*17. What age are you?
©) Under 18

@)
18-24
) 2534

() 35-44
J

*18. Are you

Asian or Asian British - Bangladeshi

) Asian or Asian British - Indian

Asian or Asian British - Pakistani

) Arab

) Black or Black British - African

Black or Black British - Caribbean

) Chinese

Mixed - White & Asian

*19. How do you identify yourself

() Male
) Female
() Other

) Prefer not to say

Prefer not to say

Mixed - White & Black African

") Mixed - White & Black Caribbean
() Other Asian background
Other Black background
Other Ethnic background
Other Mixed background

White

() Prefer not to say
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