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Foreword

This book has been written for senior management-level career professionals in today's rapidly changing world. The skills and frameworks included in this book would apply to individuals in leadership positions on large-scale initiatives requiring several personnel to work together to contribute to a common cause without direct supervision. Thus, the book would be useful for corporate managers, directors, vice presidents, CEOs, or even leaders in non-profit organizations with volunteers working on long-term undertakings. This book can also serve as a useful guide for successful startup owners who want to make their startups grow and scale them to the next level. 

In today’s fast-paced business landscape, organizations must adapt to new ways of working merely to survive. With the wide-scale availability of fundamental technologies like Artificial Intelligence (AI), there is a need to update the operations of every organization across all industries. As technology roughly doubles in capability every eighteen months, renewal of how each organization operates is a continuous journey, rather than a one-time undertaking. The role of senior management is to facilitate the adoption of methodologies that encourage change rather than to avoid it. Thus, the main reason for writing this book is to provide a framework or a checklist that you can tick as you go along, mastering the requisite skills to succeed in this ever-changing world. It should serve as a guide to point out areas where you may need more knowledge or skill development. 

This is not a book on management or leadership, there are a lot of useful books already written on these subjects. The reason for writing this book is that in my experience, most medium to large organizations work in silos of functions, like strategy, governance, operations, commercial, finance, etc. Each function or area of the organization tends to operate in its own bubble. This segmentation, although necessary, obfuscates the bigger picture of how each individual fits into the larger picture of the organizational vision. This is neither motivating nor effective for the organization or its employees.

The book is written as an individual’s journey from being a traditional manager to becoming a transformational leader for the organization. It outlines the practical implementation and application of concepts found in various frameworks like project/program management, agile, leadership, and management consulting literature. Centered around an organizational framework consisting of key elements of strategy, governance, people, process, and technology, this book provides a roadmap for implementing successful transformations.

'From Legacy to Leading-Edge: A Leadership Blueprint for Digital and Business Transformation' is for those who have successfully been promoted to a leadership role or aspire to get there soon. 
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John Black, in his late forties, had done well in the workplace and delivered for his organization, DataTech Corp, which was a leading Information Technology (IT) System Integrator based in Riyadh, Saudi Arabia. John felt that he was now a veteran in this organization and had progressed to the position of 'Senior Program Manager' for a large and important customer, a conglomerate called Falconridge Group. He was widely anticipated to be promoted to the 'Account Director' role, managing projects as well as the service delivery organization based on his previous successes in the project delivery area. He was respected, if not always liked, and had a solid relationship with the customer’s management team. 

When he applied for the Account Director position, John did not see too many rivals within the organization. However, he did expect competition from outside candidates as DataTech Corp was a regional leader, and the position was a coveted one in the industry. Still, John was confident in his chances since the organizational policy gave preference to internal candidates who were qualified for key organizational roles. 
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John awaited the announcement patiently for several weeks, but it was not forthcoming. Around a month after his application, he was called into a meeting with the current Falconridge Account Director, who was his Line Manager, and the company’s Deputy COO. He had anticipated this to be his crowning moment, but as he entered the Director's office, the mood was somber. John began to feel uneasy. Mohammed, the retiring Account Director, asked him to sit down. The Deputy COO, Martin, was distracted by a phone call.
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Martin hung up and turned to face John. "John, although you were a strong candidate, I am afraid you were not selected for the Account Director role," said Martin, rather coldheartedly. John was baffled. He was lost for words and couldn’t think clearly. How could this have happened? He uttered, "Who ...?". 

"We have selected Roger to be the new Account Director. This shall be announced tomorrow." Martin replied simply.  John was shocked at hearing this, Roger had joined the organization less than two years ago. While he was generally considered a high performer, John had not even been aware that he was a serious candidate because of his young age and lack of experience in both projects and services, which were part of the requirements for this prestigious role. 

"Thank you.", said John, and he left the room without further comment. He was disillusioned by all this and felt like throwing in the towel there and then. "This is so unfair", he thought, "what else could I have done to get this promotion?" Presently, he didn’t feel like being there, so he left the building in a state of disbelief. 
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John returned to his car and drove to his favorite coffee shop to help him think. He ordered his usual Latte without thinking and began sipping it absentmindedly. After some minutes, he started to get some clarity. Yes, Roger was young and less experienced, but he was well regarded within the organization. John knew Roger well, as he was part of the IT Service Delivery team and used to interact with him regularly. He always seemed to know what he was talking about, was well-liked by all, and, perhaps most importantly, he was highly organized. He was known to be hard-working but not overly so. He was always the person people went to solve their problems. Despite all this, John could not believe the apparent injustice of the situation. "I have worked day and night for this organization for the last 15 years!"
John mentally acknowledged, albeit grudgingly, that Roger would be a decent choice for this role, but he could not bring himself to think of any one characteristic that made Roger a better choice. He was less furious now, yet the question was still open in his mind - what made Roger deserve the promotion more than he did? He was still convinced that it was not a fair choice and contemplated all possible reasons for it - golf buddies, personal relationship with any of the management team, nepotism - though nothing seemed obvious. 
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He was still grappling with all these queries when he saw a senior colleague come through the door of the coffee shop. He went to Abdullah, as he often found him a fair-minded person whom he could talk to. He said, "Did you hear the news, Abdullah? They selected Roger to be the Falconridge Account Director. Can you believe that?". Abdullah could sense the slight disdain in John's voice as he said this. He was more than aware of the sensitivity of the situation and asked John if we wanted another coffee. John was in no mood to go back to his office just yet and was desperate for a discussion, so he accepted the offer immediately. 
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Abdullah then asked him to explain what had happened. 

"Well, they've selected Roger to be the new Director - there were several more qualified candidates for the position..." said John. 

Abdullah did not want to exacerbate an already difficult conversation by saying something that might upset John even more. He cautiously asked John, "What was the qualification for the role, John?". 

John explained, "The role concerns management of the entire Falconridge Group account, including projects and services delivery - managing over 100 people and businesses worth $50 million per year."

"What sort of a person is fit for this role?" Abdullah inquired. 

"The role is to manage the project teams as well as service teams and have a strong relationship with Falconridge organization and management. The right person should have managed people and know projects as well as services. He should be respected by the customer." John said.

Carefully probing with a view to mentoring him, Abdullah queried, "That is an excellent way of looking at this role. However, at this level what else is important? How about the strategic parts of the role, and what about processes, technology, and governance?". 

John was not expecting this question and had always considered processes and governance to be a nuisance that you have to deal with to deliver your projects. Governance meant the people at the Project Management Office (PMO) and processes were followed but were never too useful in his mind. He never had a good relationship with the Project Management Office (PMO) and considered their processes to be a waste of time. However, he was diplomatic in his response.

"Our company is very process driven and has a large PMO for governing our projects. Processes and governance are useful for quality, but our PMO isn’t very good. Many processes are outdated and do not add much value. In fact, following them usually causes delays to our projects. However, we have to work with whatever processes our PMO mandates." John replied uncomfortably. 

"How do you think we can ensure that the governance is in support of the delivery organization goals, and who is responsible for making sure that we deliver our strategies, and who influences them?" asked Abdullah. 

"Senior management" was the simple response.

"Who among the senior management do you think provides operational inputs?" Abdullah quizzed John.

John had to think on this one; the senior people in operations are the COO, Deputy COO, and a handful of Account Directors. Thus, the 'management' included the very position John had applied for. This made him feel a little embarrassed about his previous reply. 

Abdullah did not grill him on it but asked simply, "The organization respects your contributions very much, John, but we can discuss the skills needed to join the senior management. This is not a quick coffee discussion, unfortunately, so we will need some time to understand if there may be some gaps in your knowledge and experience." 

“I certainly don't believe Roger is ready for joining Senior Management!" John thought to himself, but he said nothing. 

Abdullah asked him, "In the current business environment, the Falconridge Account Director role is going to be extremely challenging. If you are willing, then we can spend some time together to respond to the question about your readiness for a role like this one.". 

John was still upset and wanted to end the conversation. However, knowing how influential Abdullah was and also knowing that Roger was also mentored by him, he contemplated the offer. He was, without a doubt, skeptical of the intentions. He crudely replied, "When would we have time to work together?". 

"Are you an early riser, John? I get up around 5 am and then go for a run. I can meet you at 5.30 am once or twice a week to discuss the skills required of a Director in this organization. I enjoy mentoring and have worked with several of our senior leaders in this organization. Are you up for it?". 

John, still hurt, was willing to give this a chance. After all, being mentored by one of the most well-respected people in the organization couldn’t hurt. He mustered a smile and said, "Of course, thank you!".
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