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The Xtraordinary Leaders of the future are used to working in digital collaboration, this
framework provides a methodology for using key enabling technologies such as
virtual reality and augmented reality for visionaries, innovators and creative business
leaders of the 21st Century.
 
The contemporary workplace is changing, and it is changing fast. According to Klaus
Schwab’s theory of the “Fourth Industrial Revolution”, 3 factors differentiate the era
we find ourselves in now, from the digital revolution before it. These are, the ‘velocity’
at which the change is taking place, the ‘breadth and depth’ of the use of technologies
and the overall ‘systems impact’, on ‘countries, companies, industries and society as a
whole’.
 
In high-tech industries and creative businesses, it is common for team members to
have more relevant knowledge and expertise than their managers. The future leaders
in this post digital era will be more agile, diverse and able to capture the “digital way
to run businesses”, they will need the right tools to achieve this and to manage the
resulting new horizontal structures and they will have to respond to new business
needs created by the systems impact of the Fourth Industrial Revolution.  Rather than
‘reskilling’ or creating new roles, organisations must look at the new skills that leaders
will require. These skills should empower young leaders to improve productivity,
integrate technological innovation, address globalisation, as well as equip them with
the tools to practice inclusive and responsible leadership in addition to core
leadership skills. We need new pedagogies for young leaders to truly capitalise on the
post digital age; the XRL project achieves this by integrating Xtended Reality
technologies with new methodologies for training and communication.
 

Dr Michael Loizou 
BSc, MBA/MIS, PhD, ARPS, FHEA
Assistant Professor 
Centre for PostDigital Cultures
Coventry University

 Foreword1.
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XRL aims to promote innovative methods and pedagogies that blend the use of Virtual Reality (VR),
Augmented Reality (AR) and face to face collaboration to create innovative workshops, training
programmes and self-assessment for future leaders.
 
Partners involved in this project are: eLearning Studios (Co-ordinator), Coventry University,
Elderberry AB, INFODEF and AEVA.
 
The project has focused on preparing new leaders for Leadership in the 21st Century by developing
high quality leadership competences and skills in the following areas: Improving productivity,
Integrated technology innovation, Globalisation, Inclusive leadership, Responsible Leadership and
Core leadership skills.
 
In addition, the project promotes the adoption of ‘new innovative practices in a digital era for VET
through the use of Augmented Reality (AR) and Virtual Reality (VR) and innovative pedagogies to
develop a new brand new digitally enhanced approach to leadership training.
 
The project deliveries are a training curriculum, course plan, facilitator notes and 'training for
trainers' course on leadership skills for the next generation of leaders. In particular, it will provide an
opportunity to VET providers and VET PROS to offer courses and workshops that utilize the most up-
to-date leadership competencies. 
 
The tools, resources and AR/VR workshop can not only be used in a formal training programme but
also as part of work-based- leadership training and leadership apprenticeship programmes and as
part of mentor and coach toolkits. The project offers innovative new pedagogies and methodologies
for teaching leadership skills supported by innovative technologies such as Augmented and Virtual
Reality approaches which will be freely available through an OER platform.

2. Introduction

The Xtended Reality Leadership forXtra-ordinary Leaders (XRL) is
funded with support from the European Commission through the
Erasmus + programme
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3. A basic guide for trainers looking to
introduce virtual reality (VR) into their 
online or face to face training program

Virtual reality-based training (VRBT) or VR
learning is an interactive and immersive
teaching method that employs technology to
provide virtual scenarios to simulate situations
that might occur in actual settings.

Virtual Reality  aims to be a completely
immersive experience that brings the end user
to a simulated reality by stimulating their
senses of sight and hearing in order to
imagine, enhance and extend ‘what’s not there’
and allow the user to interact and co-author the
narrative.

WHAT IS VIRTUAL REALITY- BASED
TRAINING (VRBT)?

There are different options depending on your
budget, the quality of the experience you want
to provide and the type of functionality you
want learners to have in the VR simulation.

WHAT EQUIPMENT IS NEEDED TO
DELIVER VRBT?

Smartphone vs. standalone vs. tethered
Carboard or Mobile headsets designed for use
with smartphones (e.g. Merge VR, Blitzwolf
VR)

These are an affordable option and work well
where you may need to reach lots of trainees in
different locations and may need to post
headsets or have a lower budget and want to
provide headset for larger numbers of trainees.
The quality of the experience and interaction
capability is somewhat reduced compared with
the other options and quality can vary
dramatically depending on the type of VR
headset used.

Standalone headsets (e.g. Oculus Go, Oculus
Quest, Vive Focus, Pico)

These headsets do not require a mobile phone,
have no external wires and no other hardware
is required. They offer a high-quality
experience and increased interactive capability
using hand controllers. This option can work
well for blended training programmes where
VR is part of a face to face training programme
and where a smaller number of headsets are
required e.g. 10. 
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Learners can gain knowledge from
traditional training or e-learning and then
practice applying that knowledge in a VR
environment in 10-15-minute VR modules.
Learners can improve and develop skills
more quickly because they are first learning
in a more familiar environment such as in a
training room, company setting or online
and then are able to practice their new
skills in the safety of the virtual world.
VR offers the opportunity to test skills in a
safe environment.
The visual format, contextual cues and
immersive characteristics of VR help
improve the quality and speed of learning
and can enable humans to retain
information longer than with traditional
training. Using VR creates memories as if
humans had done something before which
helps embed the learning.

Researched theories of learning generally
agree that people learn best by doing. In
particular, where the learning involves a natural
goal, a prediction of how that goal can be
achieved, an action that attempts to realize the
predication, a result that violates the prediction
and an analysis of the expectation failure and
the long-term encoding of modified predication
into long-term memory.

Learning a new skill can take hours of training
and practice. Combining VR with traditional
training or e-learning has the following
benefits:

BLENDING VR WITH OTHER TYPES
OF TRAINING

What to expect and any physical space
requirements
How to access the virtual training
How to navigate around the different VR
environments
How the features work 
How to interact with buttons (do they hover
over an action button, click their controller
to action it or select a button using ‘virtual
hands’ if the headset and controller has this
feature?)
What the hand controller buttons do (if
using a headset with a hand controller)
How long the VR experience will last

Online with VR
Learners can complete online modules and
they can then practice in VR what they are
learning at key points throughout the online
course.  A tutorial video and/or 1-2-page guide
on setting up and getting familiar with using
VR is important to prepare the learner and
explain elements such as:

INTEGRATING VR INTO TRAINING
PROGRAMMES
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Tethered headsets designed for use with a
desktop computer or console (e.g. Oculus Rift,
HTC Vive)
Tethered headsets are designed for use with a
desktop computer or console and sensors which
much be place at a certain distance apart in a
room and so are not easily portable. They offer
an exception VR experience and are typically the
most expensive option. This option is good if you
have a designated VR training space.

Learners can get a training experience in
situations that are potentially dangerous,
impossible (e.g. travelling through the
body) or costly to replicate in real life.



The 4 Stages of Competence and where VR can assist in the process of change towards mastery…
The 4 stages of competence model [i]suggests that individuals are initially unaware of how little they
know, or unconscious of their incompetence. As they recognise their incompetence, they consciously
acquire a skill, then consciously use it. Eventually, the skill can be utilised without it being consciously
thought through the individual is said to have then acquired unconscious competence. The model on
the following page illustrates the 4 stages of competence and provides an example of how VR can be
incorporated into a blended training programme during these 4 phase

[i] https://en.wikipedia.org/wiki/Four_stages_of_competence

Preparing learners to use VR
As many learners won’t have used VR before it is recommended that time be allocated to introducing
learners to VR and giving them guidance before doing any learning activity. Many VR learning
simulations will contain a tutorial designed to help learners familiarise themselves with the
environment and using the features. The aim is for the learners to focus on the learning rather than the
technology. Any training performed in VR needs to be well structured, so that the user knows exactly
what to do once in VR, which buttons to press and how to complete scenarios etc. In addition, a pdf
guide provided before the training session can help learners know what to expect.

Instructor led face to face session
Knowledge, concepts, processes and methods can be taught through instructor-led classroom-based
activities, discussions and presentations. They can then practice in VR what they've learnt at points
throughout the training or towards the end of the training session, either in breakout areas or as a take
home exercise. Skills testing can also be delivered through a VR scenario.

Not all learners will be willing to use a VR headset so a solution is to make
the VR components optional, where learners can opt-in to do VR.
A small portion of employees who try VR for the first time will feel slight
motion sickness. Although usually not severe, it is worth being aware of and
warning learners of this before they try the VR training. Generally, motion
sickness is caused by the VR environment around the user moving, while
they remain static - it confuses their inner equilibrium. As headsets and the
design of the experiences improves this is being significantly reduced. 
Try to limit the time spent in VR to around 8-15 minutes per session, beyond
this, learners can start to feel motion sickness or dizziness.

Tips:
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It is possible to measure and track a range of learners’ usage, skills and behaviour patterns where
tracking is built into the VR learning simulation and there is a system in place for collecting data and
producing reports. This might be in the form of a Learner Management System (LMS) or (VR
management System) VRMS which has xAPI incorporated. Examples of tracking include performance
and assessed activities, behavioural patterns, heart rate and head tracking or eye contact with virtual
avatars. These metrics can provide valuable insights into the effectiveness of the training, learner
progress and development and metrics for evaluation purposes.

METRICS AND TRACKING

Karyn Murray, eLearning Studios, 2020
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4. Competences and Skills for 21st Century
Leaders

4.1 Globalisation

Example Key Competencies Required by Millennials in the 21st Century –
Global Mindset!

Author: Elderberry

Millennials/young adults may have to make fundamental adjustments to keep pace with the
requirements of tomorrow’s workplace. The nature of work is in a state of flux and whereas previous
generations stood a good chance of regular employment with many social benefits, today’s young
people find it much harder. Young people today are much more likely to be working in the “sharing
economy.” About 40 percent of independent workers in the United States who make a living as
freelancers are millennials, according to New York University professor Arun Sundararajan.
Millennials may have got their timing horribly wrong, as they began to enter the workforce during the
most unstable economic and political times since the Great Depression. In many countries, youth
unemployment peaked at over 20 percent of the workforce, and remains stubbornly high. Technology
is a double-edged sword for millennials. The digital economy has enabled the creation of millions of
new jobs, but artificial intelligence and robotics may soon displace even complex human activities
such as driving a car, providing health care and giving legal advice.

The future will belong to millennial leaders and managers who tend to be increasingly globally
oriented and eager to explore the world. Millennials' inclination to identify themselves as global
citizens will further the push for a global viewpoint. A perspective that is unrestricted and unimpeded
by a local economy or a local government.

Indeed, as Thomas Friedman asserted in his 2005 book on globalization, The World Is Flat, it's a flat
world and getting increasingly flatter. Technological advances have shortened the distance between
countries, businesses and employees. The expansion of economic and intellectual power has led to
the need for truly global leaders. In short globalisation and rapid strides in communication
technology have combined to make the world seem like a smaller place. 

Oversees trading is no longer restricted to multinational corporations and specialist entrepreneurs
and a ‘global mindset is increasingly seen as a crucial competency/asset by employers/investors.

Introduction

A truly global mindset is more a way of thinking than specific language or technical skill. A theme is
emerging and that is an aptitude to understand another culture; people who can work with different 

Defining the area - What is a global mindset?
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Look for the ‘big picture’; that is, they look for multiple possibilities for any event or occurrence-
they aren’t satisfied with the obvious.
Understand that the rapidly changing, interdependent world in which we are living is indeed
complex.
Are ‘process’-oriented; in our experience this is the most important dimension, and the one that is
most lacking in individuals who are not globally oriented.
Consider diversity as a resource and know how to work effectively in multicultural teams.
Are not uncomfortable with change or ambiguity.
Are open to new experiences.

cultures, take an interest in the geo-political landscape, simply understanding that you will be
required to have flexibility this is a trait global leaders are required to have.
Attitudes are learned and therefore can be unlearned. A global mindset is an attitude: it is not
knowledge or information. We learn to be ethnocentric, and we can learn to be global in our
perspective. ‘Mindset’ is a word that rarely is used in daily conversation. Webster’s Encyclopaedia
Unabridged Dictionary of the English Language, containing over 250 000 entries, does not list it. The
smaller Webster’s dictionary defines ‘mindset’ as a ‘fixed mental attitude’ (Fisher’s, 2000) excellent
book ‘Mindsets: The Role of Culture and Perception in International Relations’ demonstrates the
importance of possessing a global mindset to succeed in the globalisation process. Individuals
working in foreign countries share similar experiences in overseas assignments and must not only
meet the requirements of their work assignments, but also be able to adjust to unfamiliar ‘attitudes
and psychological predispositions’. They must function within the expectations of the host culture.
In other words, they must ‘work across contrasting mindsets … [which] reflect differences in national
experience and culture’, according to (Fisher, 2000).

Defining a Global Mindset

Results from the ongoing GLOBE research project (Golbal Leadership and Organisational Behaviour
Effectivesness) conclude that successful leaders do possess attributes consistent with a global
mindset.

At Thunderbird School of Management and the Global Mindset Institute (GMI), research is being
conducted to ascertain this question. Through interviews and surveys with thousands of global
executives, results suggest that leaders with a high level of global mindset are more likely to be
successful in working with people from other cultures. They possess the “capital” that enables them
to influence individuals, groups, organisations and systems that are unlike their own. 

Three different types of “capital” are identified by Thunderbird and GMI:

Intellectual Capital: Global business savvy, cognitive complexity, cosmopolitan outlook
Psychological Capital: Passion for diversity, quest for adventure, self reassurance
Social Capital: Intercultural empathy, interpersonal impact, diplomacy

How do you develop this competency?
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Global mindset

Intelectual output Psychological capital Social capital

Global Business Savvy

Cognitive Complexity

Cosmopolitan Outlook

Passion for Diversity

Quest for Adventure

Self - Assurance 

Intercultural Emphaty

Interpersonal Impact

Diplomacy

Your Global Intellectual
Capital reflects your global
business savvy, your cognitive
complexity and your
cosmopolitan outlook. The
following are major
competencies of Global
Intellectual Capital.

Global Psychological Capital
reflects your passion for
diversity, quest for adventure,
and your self-assurance. The
following are the major
competencies of Global
Psychological Capital.

Global Social Capital reflects
your intercultural empathy,
interpersonal impact, and
diplomacy. The following are
the major competencies of
Global Social Capital.

Knowledge of global industry 
Knowledge of global
competitive business and
marketing strategies 
Knowledge of how to transact
business and assess risks of
doing business

Knowledge of supplier options
in other parts of the world

     internationally

Ability to grasp complex
concepts quickly
Strong analytical and problem-
solving skills
Ability to understand abstract
ideas
Ability to take complex issues
and explain the main points
simply and understandably

Knowledge of cultures in
different parts of the world 
Knowledge of geography,
history, and important
persons of several countries 
Knowledge of economic and
political issues, concerns, hot
topics, etc. of major regions
of the world
Up-to-date knowledge of
important world events

Enjoy exploring other parts 

Enjoy getting to know people
from other parts of the world 
Enjoy living in another
country 
Enjoy travelling

     of the world 

Interest in dealing with
challenging situations 
Willingness to take risk 
Willingness to test one’s
abilities 
Enjoy dealing with
unpredictable situations

Energetic 
Self-confident 
Comfortable in
uncomfortable situations 
Witty in tough situation

Ability to work well with
people from other parts of
the world 
Ability to understand
nonverbal expressions of
people from other cultures 
Ability to emotionally connect
to people from other cultures 
Ability to engage people from
other parts of the world to
work together

Experience  in negotiating
contracts/agreements in
other cultures 
Strong networks with people
from other cultures and with
influential people 
Reputation as a leader

Ease of starting a
conversation with a stranger 
Ability to integrate diverse
perspectives 
Ability to listen to what
others have to say 
Willingness to collaborate

17



How Do You Assess Global Mindset? 

In the Leading across borders – inclusive thinking in an interconnected world/globalisation, Ernst &
Young identify three things that leaders can do differently now:

Think differently: collaborate in the face of uncertainty
Learn differently: seek out different experiences
Act differently: sponsor people who are not like you

Conclusion

As the world gets flatter it also gets less homogenous. Globalisation is already demanding leaders
with an evolved understanding and appreciation of the true diversity that comprises the modern
world. The demand for a global mindset will only grow. On global stage we are working with groups
of people and multicultural organisations. How we can reframe our boundary or biases to work with
different people? What is our position in global stage? The answer to these questions will lead us to
have a world view and train new mind-set especially global mind-set. Globalisation means, one’s
nationality, ethnicity and background will mean less in a leader and to a leader.

References:

Goldsmith, M., (2003) Global Leadership; The Next Generation. FT Press. 
Soloman. C.M., & Schell, M.S. (2009) Managing Across Cultures: The Seven Keys to Doing Business with  a Global Mindset
McGraw-Hill. Javidan. M., (2010) Bringing the Global Mindset to Leadership Harvard Business Review Blog Network
Ratanjee. V., (2019) The Future of Leadership Development: A Global Mindset
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Equip your people with the latest tech on a budget.
Look at complex issues in small sections and look at each task/element as separate SPRINT.
Flex to help your mobile workforce collaborate from anywhere.
Keep far-flung team members in touch and in sync.
Share files securely, across the globe.
Give your people the tools to collaborate in lockstep, from anywhere.

The world is interconnected like never before — not just technologically, but economically, politically
and philosophically. Seamless, intelligent and ubiquitous connectivity and interoperability is
becoming  technological table stakes.   Anyone can globalise as lines blur across geographical,
industry and tech boundaries. New opportunities for cross-border interaction demand tools that
make robust, productive collaboration easy. 

Historically, workers have had to adapt to new technology. Increasingly, our technology must adapt
to us as we move fluidly between our work and personal lives — at any time, from anywhere.

We want to show how SPRINT can be used dynamically in training globalisation/leadership in order
to help participants stay connected to what’s important:

 

How would we use SPRINT in a training session on GLOBAL leadership?
What would that session look like? 
What questions would we ask and what would the headings of each day/session be? 
 
Let’s answer the questions and describe such a SPRINT session.

4.1.1 Didactic Notes - SPRINT in the context of training Globalisation/Leadership.

19

SPRINT -it is a framework that helps teams work together. Much like a rugby team (where it
gets its name) training for the big game, Scrum encourages teams to learn through
experiences, self-organise while working on a problem, and reflect on their wins and losses
to continuously improve. While SPRINT is most frequently used by software development
teams, its principles and lessons can be applied to all kinds of teamwork/leadership. This is
one of the reasons SPRINT Scrum is so popular. Often thought of as an agile project
management framework, Scrum describes a set of meetings, tools, and roles that work in
concert to help teams’ structure and manage their work.



The Backlog is where you list out
everything the project/ service needs,
ordered by importance.

Know your risks
Mitigation
Build a team
Make critical information quickly
accessible
Update your alert and response
procedures
Test the plan

3 CREATE YOUR PRODUCT BACKLOG

You need a Product Owner, a Scrum Master and team
members.

Development Team - traditional development consists
of various job types, such as disaster manager,
coordinator, tester, administrator, etc. Scrum defines a
development team as a diverse, cross-functional
collection of people who are responsible for designing,
building, and testing the desired product or services.

The development team, fine to nine skillful members,
self-organises to determine the best way to
accomplish the goal set out by the product owner.

Once the initial Product Backlog was defined we need
to define the roles that each one was going to have
and in this way, distinguish the different workflows.

Product Owner = Disaster Manager
Scrum Master = Disaster Coordinator (Leader)
Scrum Team = Technical team, administrator, 
field workers, aid workers

SPRINT framework training
GLOBAL leaders – what
training sessions will look
like?

A group of young management trainees are asked to plan and
deliver a SPRINT to be used for a global issue such as
climate  change, water supply or a natural  disaster like an
earthquake needing emergency help. The learning objectives of
the training are to help the participants develop Global
leadership attitudes of:

Cultural worldview 
Cultural Self-awareness frameworks
Verbal and non-verbal communication
Personal and social responsibility
Openness, curiosity and empathy

The below example is a SPRINT session to set up an action plan with the objective of creating an emergency service
preparation program that could be set into action following a natural disaster such as an earthquake of flooding in a
third-world country. This SPRINT will be completed in 10 days with one day for pre-planning. After the 10 days and
starting from scratch a full program of disaster emergency relief should be planned and ready to initiate.

Start with the scrum planning sessions
for the current sprint. This is where the
team gathers to plan out and estimate
the tasks. The team reads through the
objective and goals that have been set by
the product owner. Then plan the entire
sprint using story points. By the end of
the planning session, the team will have
a final set of stories and associated
tasks to work on for the next 10 days.

1 TASK PLANNING FOR 
THE CURRENT SPRINT

S C E N A R I O

2 PICK YOUR ROLES
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Get to work! Team members work on their
tasks, and everybody checks in on their
progress at the Daily Scrum Meeting. This
meeting lasts no more than 15-minutes and
answers three questions:

What did I accomplish since thelast daily
scrum?
What do I plan to work on by thenext daily
scrum?
What are the obstacles orimpediments that
are preventing me from making progress?

The daily scrum is not a problem-solving
activity.

Days 1–7 are when development happens,
when backend, frontend, and QA are working
together, taking into account task priorities
and blockers.

Days 8–9 are the time for testing and
technical tasks.

5 DAYS 1–9 21

At the end of the Sprint, the team reviews
the work accomplished and presents their
completed tasks. Day 10, the day when all
the work done during the sprint is deployed
on a stage server. The business team tests
the features, revises and approves them for
deployment. On this day, demo versions of
more advanced stages are presented to the
business side.

In addition, Day 10 is the time for
retrospective, reporting, and the next sprint
planning. Thus, on Day 10 you can look
back at the work you’ve done, report on it,
and plan new sprints.

Once the sprint was over, you undertake
retrospection of those 2 weeks and analyse
how everything had gone: what was
completed, what was not completed, what
the impediments were, but above all, how to
improve for the
next sprint.

6 REVIEW YOUR WORK

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

A typical project like Disaster preparedness
could last about 8-9 months from its beginning
to its final execution, so you could have
about 11 sprints in total.

You can start to see the methodology was
working in sprint #3 #4, where you really check
that the division of the functionalities in
subtasks was truly effective and it helped to get
your objectives.

7 REVIEW YOUR PROCESS

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

8 REPEAT

For the natural disaster preparedness the team will 
do a 10 day SPRINT. During the Sprint Planning, the
team decides what tasks to include in this Sprint and
who will be responsible for them. Once the initial
Product Backlog was defined and its acceptance 
criteria specified, we had to prioritise the User Stories
and for that, we needed the Product Owner to be able
to prioritise the functionalities:

Know your risks
Mitigation
Build a team
Make critical information quickly accessible
Update your alert and response procedures
Test the plan

4 PLAN YOUR SPRINT
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4.2 Integrated technology innovation
Author: Coventry University

Technological innovation is becoming more and more of a requirement in today’s competitive
market and it is an area that  managers need to concentrate on developing for satisfying customers’
needs. 
 
By researching the area and creating a technological road map, a company can have an advantage in
the market as they will be able to develop the right technologies and consequent capabilities for
better satisfying customer needs; boost their returns on technological investments; coordinate
product development both internally and with external partners; and enhance transparency on future
investments (Heim and Katzir, 2017).
 
For enabling company leaders to best manage this technological change and create a successful
road map, it is imperative that we investigate the dimensions of leadership that reflect the ever
increasingly important role and impact of technologies on industries, economies, and societies.
These dimensions extend traditional leadership notions by incorporating the digital element into the
roles and responsibilities of a successful leader (Hunt and & Rarr, 2015). 
 
A big part of managing this technological change is finding ways towards promoting the process
internally and helping staff embrace the change rather than resist it, as often happens when people
are used in doing things in a specific way for several years.
 
Finally, in addition to internal digital transformation it is also imperative to look into external partners
for a more flexible model when meeting the demands of today’s market.

Introduction

A technology road map describes how companies plan to manage innovations needed to launch new
products, while also supporting their internal strategy. Figure one shows how a road map can fit
within the company’s corporate strategy plan.

Defining the area

To enable the successful integration of technological innovation within the company, an effective
digital leadership strategy is needed. The dimensions of this strategy are:

Digital Literacy 
Applications of Social and Digital Technologies 
Implications of Social and Digital Technologies 
Digital Transformation 
Digitally Savvy Leadership Style
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It is not always possible to support this technological integration by using only internal resources,
this could be due a lack of experience, small size of the company or a very competitive market with
more technologically advanced competitors. To help with this, outsourcing partners may be
necessary. Relationships between businesses and these outsourcing partners are transforming from
traditional output-based approaches to more specialised arrangements using more flexible contract
models so it is important to know how IT outsourcing partnerships are evolving to meet the digital
transformation demands of today.

We start by first assessing, internally, the dimensions of digital leadership and use case studies and
other scenarios for understanding the requirements and for creating a company road map that will
satisfy these:

How do you develop this competency?

FIG 1: Corporate strategy plan (Heim and Katzir, 2017)

An effective technology road map links corporate strategy with portfolio management and project
execution. 

Portfolio management

Road map

Strategy

VisionWhat it should deliver?

Connection between bottom-up
project reality and top-down 
strategy/vision

Medium term (2-3 life circles)
sequence of projects with
clear deliverables

Definition of white
spots and search
fileds

What it often lacks?

Ability to generate insights -
beyond simply laying out existing

projects

Definition of white spots and
scenarios

Sufficient reach, i.e. 
going on beyond
the next product 

generation

Coverage of 
market 

development Project execution

Digital Literacy – Both leaders and the people who work for them must be digitally literate.

Applications of Social and Digital Technologies - Leaders must be able to recognise the potential of
technological innovations and the ways these can enhance communication, collaboration and
innovation.



We evaluate the knowledge gained in this module by measuring the set of skills required:

Recognise the potential of technological innovations 
Realise that social and digital technologies also require an adaptation of workforce managemen
Recognise that the process of becoming digital requires a holistic, integrated, and mindful approach
to produce optimum results
Adapt leadership styles to meet new digitally oriented demands and expectations
Understand technology partnerships
Effectively manage and promote technological change

How Do You Assess this competency?
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Implications of Social and Digital Technologies - Leaders must realise that social and digital
technologies also require an adaptation of workforce management.

Digital Transformation - Leaders must recognize that the process of becoming digital requires a
holistic, integrated, and mindful approach to produce optimum results.

Digitally Savvy Leadership Style - Leaders must adapt their leadership styles to meet new digitally
oriented demands and expectations.

We continue by implementing a process for internally managing technological change and
embracing it rather than avoiding it. Technology proficiency within business organisations takes
time and commitment of personnel and is an ongoing process rather than something that shows
immediate results. As a result, this kind of technological change within companies is sometimes
avoided, or indifferently embraced. Fast changing technologies and old-school mentalities among
staff makes it harder to convince people to change. Companies should find ways to effectively
manage and promote technological change as adopting the right technology will, in the end, help
grow a business and make everyone’s job easier.

Finally, we device ways for understanding technology partnerships, outsourcing and suppliers.
Digital transformation is a key element for businesses worldwide. According to the 2018 Digital
Transformation Index (Newman and Blanchard, 2018), approximately 40 percent of companies have
a dedicated internal digital transformation team. The other 60% use IT outsourcing partners to
inform technological change and remain competitive.

Recognise the potential of technological innovations
Realise that social and digital technologies also require an adaptation of workforce management
Recognize that the process of becoming digital requires a holistic, integrated, and mindful
approach to produce optimum results

In a world of continuing technological innovation and change, companies have to adapt in order to
remain competitive. For this transformation to be successful a new set of skills needs to be honed. 

This include, but are not limited to the following:

Conclusion
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Technology proficiency within business organisations takes time and commitment of personnel and
is an ongoing process rather than something that shows immediate results. As a result, this kind of
technological change companies is sometimes avoided, or indifferently embraced.

Fast changing technologies and old-school mentalities among staff make it harder to convince
people to change. Companies should find ways to effectively manage and promote technological
change as adopting the right technology will, in the end, help grow a business and make everyone’s
job easier.

4.2.1 Didactic Notes - Using VR in the context of Managing technological change

Adapt their leadership styles to meet new digitally oriented demands and expectations
Understand technology partnerships
Effectively manage and promote technological change

 
The aim of this learning unit is to develop these skills and allow the company to responsibly adapt
workforce management, promote digital literacy for leaders and the people that work for them,
inform technological change and remain competitive, and enable an internal embrace of
technological change

We want to show how VR can be used dynamically in managing technological change in a business
organisation. Using VR interactive scenarios where the use of technologies within the company will
be demonstrated and the participants can interact and collaborate with both colleagues and virtual
agents. By taking part in these virtual scenarios, employees can experience different real-life
situations and experience the advantages of technological change in a more hands-on way. This
could make them more likely to embrace change within the organisation as it will no longer be a
completely abstract concept.

https://www.mckinsey.com/business-functions/operations/our-insights/building-an-integrated-technology-road-map-to-drive-successful-innovation
http://denovati.com/2015/06/dimensions-of-leadership-digital-era


26

Digital transformation is a key element for
businesses worldwide. According to the 2018
Digital Transformation Index, approximately 40
percent of companies have a dedicated
internal digital transformation team.

The other 60% use IT outsourcing partners to
inform technological change and remain
competitive. Relationships between businesses
and these outsourcing partners are
transforming from traditional output-based
approaches to more specialised arrangements
using more flexible contract models so it is
important to know how IT outsourcing
partnerships are evolving to meet the digital
transformation demands of today.

4.2.2 Lego Play in the context of
understanding technology partnerships,
outsourcing and suppliers

There are new dimensions of leadership that
reflect the increasing role and ongoing impact
of new technologies in organizations,
industries, economies, and societies. These
dimensions extend traditional notions of
effective leadership by adding a digital element
to leaders’ role requirements and
responsibilities. Although these new
dimensions are primarily applied to top
organizational leaders, the underlying
principles are relevant for all leadership levels. 

4.2.3 360 Videos in the context of the
dimensions of digital leadership

Digital Literacy
Applications of Social and Digital Technologies. 
Implications of Social and Digital Technologies. 
Digital Transformation.

These are:
1.
2.
3.
4.
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We want to show how 360 videos can create
interactive simulations with relevant scenarios
is an innovative way for supporting leadership
roles and management with the help of the
latest technologies available in the market.
With the advancement of technology and the
decrease in cost for powerful devices that can
handle 360 interactive videos and Virtual /
Augmented reality, it is nowadays very easy to
use technology for the enhancement of training
and teaching.
Using an interactive 360 video where the
choices of the participant will allow different
pathways and consequences through the
scenario, showing the impact of digital
leadership and technologies on an
organisation. Depending on the user
responses, feedback will be provided in
addition to an overall measurement of
successful completion of the scenario.

We want to show how Lego Play can be used
for understanding technology partnerships,
outsourcing and suppliers. Lego Serious Play is
a facilitation methodology created by the Lego
Group and since 2010 is available under an
open source community-based model.  Its goal
is fostering creative thinking through team
building metaphors of their organisational
identities and experiences using Lego bricks.
Participants work through imaginary scenarios
using visual three-dimensional Lego
constructions, hence the name "Serious Play”.
 
Lego Serious Play for storytelling scenarios
can demonstrate what can happen if a
company decides to pursue digital
transformation internally vs working with
external partners. It can allow the participants
to gain experience by seeing the results of their
actions within the storytelling scenarios
without real life consequences.



28

4.3 Inclusive leadership

Author: AEVA

Inclusive vs directive leadership is a modern way of capturing the older democratic versus autocratic
style distinction. 
 
Directive leaders aren't necessarily dictatorial or autocratic, but they like to think for themselves,
make their own decisions and direct the efforts of others. They see their teams as there to execute
the leader's decisions. This may work in factories but less so for knowledge work and creative
thinking where employees want to have more of a say in what gets done as well as how it gets done.
Inclusive leaders take a very active part in fostering teamwork. Their decision-making style is
participative but not just in the narrow sense of generating better solutions and fostering shared
ownership but in the full sense of making employees feel valued for their input.
 
Inclusive leaders ask team members for their input before proposing their own solutions. Leaders
who are partly directive and partly inclusive might suggest their own ideas first and then ask for
feedback while the more strongly inclusive leaders first ask what team members think. They act
more as catalysts, facilitators, coaches and developers of people and organisations.
 
As the world becomes “flat” and organisations continue to globalise, it is also required to its leader
to have an international mindset and embrace diversity as a primary source of competitive
advantage. The leader’s role is crucial in driving performance in a globally diverse and inclusive
environment. Traditional teams created with no particular emphasis on diversity typically perform at
average levels. Global and culturally diverse teams experience heightened risks and opportunities,
but high team performance occurs if the leader drives performance through inclusiveness.

Advantages of a democratic leader
In theory, the advantages of democratic leadership are obvious to subordinates. Most people prefer
to work within a leadership structure that encourages thoughtful discussion and rewards
collaborative processes.

Introduction

Source: https://keydifferences.com/wp-content/uploads/2017/07/democratic.jpg

L

https://keydifferences.com/wp-content/uploads/2017/07/democratic.jpg
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Employees have increased job satisfaction and a sense of empowerment
Relationships are built on mutual trust between labour and management
Absenteeism is lower among employees with a stronger commitment to performance
Productivity increases as a result of a solutions-centric workforce that has input
Creativity and innovation increase among employees through team collaboration

The ability to establish trust-based relationships
Self-awareness
Self-control
Intellectual curiosity
Emotional strength

It’s up to leaders to determine the best style for working groups within their companies and
institutions. Here are some considerations about the democratic leadership pros:

Key traits involved in international leadership
More than 1,000 studies have been conducted in the last 60 years in an attempt to determine the
definitive styles, characteristics, or personality traits of great leaders. However, none of these
studies has provided a definitive profile of the ideal leader.

Likewise, studies that have tried to assess the influence of culture on leadership behaviour and
effectiveness have failed to define a single set of indicators that render a person a leader in an
international context. Nevertheless, research has confirmed that five universal traits are recurrently,
even if not always, associated with effective leadership across cultures:

1.
2.
3.
4.
5.

Understanding diversity and inclusion in the workplace
Today, diversity has a much broader meaning than traditional definitions that focus on gender and
ethnicity. In the global context, one can define diversity as visible and invisible differences, thinking
and leadership styles, religious background, sexual orientation, age, experience, and culture.
Inclusiveness is the quality of the organisational environment that maximizes and leverages diverse
talents, backgrounds, and perspectives of all employees. In effect, diversity is the mix; inclusiveness
is the lever.
 
Many leaders focus on attracting a diverse group of employees, but then struggle with retaining the
right talent. Organisations with a highly diverse workforce that do not pay attention to an inclusive
environment are likely to be more dysfunctional than those without a diverse staff. Research
suggests that one can find the answer not so much in policies and procedures as in the mindset of
leaders in creating an inclusive culture.

Analyse autocratic and democratic leadership

The following set of skills will be developed using the tool Game Changers’ (https://gamify.org.uk): 

How do you develop this skill/competency?

https://gamify.org.uk/


Identify own major difficulties in a democratic leadership style
Analyse how to apply key traits in International Leadership
Discuss the main opportunities and challenges diversity may bring
Explore ways to improve workplace relationships and competitiveness in a context of diversity 

The theme of the game is inclusive leadership, and using the various cards of the game, participants
will create different story or narrative concepts for autocratic, democratic and international
leadership styles, based on the three key elements of the game: people, context, and activity.

    Game 
Changer

Deal with different contexts and their consequences on leadership
Promote a democratic leadership style 
Apply International Leadership key traits for personal development
Anticipate how diversity may become a critical success factor 
Commit to get inclusive teams

Using the Modern Leadership Assessment and Feedback Methodology, the following competences
will be assessed:

How do you assess this competency? develop into an example of possible Learning
Outcomes, with examples of skills, competences and knowledge. (150 words)

Diversity of markets, customers, ideas, and talent is driving the need for inclusion as a new
leadership capability. Nowadays inclusive leaders do not only need to embrace individual difference
and globalisation, but to potentially leverage them for competitive advantage.

Conclusion

References:
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Autocratic leadership
Democratic leadership
International leadership

Major difficulties in a democratic leadership style
Main opportunities and challenges diversity may bring
Ways to improve workplace relationships and competitiveness in a context of diversity 

How can we use GAME CHANGERS in a training session on Inclusive Leadership and what would that
session looks like? Let’s answer the questions and describe a way of using it in such a context.
Scenario: using this tool, we propose use specifically “What Is Your Story?”, a playful card-based
activity to engage learners in a creative and abstract thinking and, through it, reflecting about:

“What Is Your Story?” has three card elements: People, Context and Activity. The aim of the game is
for players to create a narrative around the given topics using the People, Context and Activity cards,
and to share their stories with other players. Therefore, after sharing their stories with the others, all
players should discuss about:

The original version of the cards is available on:
https://gamify.org.uk/wp-content/uploads/2019/01/What_is_Your_Story_Cards_Printables_A4.pdf

4.3.1 Didactic notes – Inclusive Leadership

https://gamify.org.uk/wp-content/uploads/2019/01/What_is_Your_Story_Cards_Printables_A4.pdf


What a training session will look like?

Step 1
Players should sit around a table. Set the three card elements into decks in the middle of the table.
In a small group, could be three rounds per game so that all players could create a story for each issue:
autocratic, democratic and international leadership. Or, if the group is big, players can be divided, and each
can play in only one round.
At the beginning of each round, players select one card from each element deck: People, Context and
Activity. Additionally, the theme of the round should be elected.

Step 2
All players have 2 minutes to look at their cards and to think of a fictional narrative that links the three-
storynelements to the theme of the round.
When the 2 minutes are up, each player tells their story, revealing their cards to the rest of the players
while telling their tale.

Step 3
When all players have told their stories and based upon it, they should reflect and
discuss about: major difficulties in a democratic leadership style; main
opportunities and challenges diversity may bring and ways to improve workplace relationships and
competitiveness in a context of diversity.

Step 4
After that, all players choose which player they think had the best story for each issue.

32
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4.4 Improving productivity

Author: AEVA

We live in a world that is increasingly interconnected and rapidly changing. New business models
and disruptive technologies are creating new opportunities and threatening established businesses
at a faster rate than ever. This is being driven in part by the globalisation of science and technology,
as well as investment in research and development around the world.
 
According to the famous researcher of randomness, probability, and uncertainty Nassim Taleb, the
modern pace of change in the world lethal for any organisation. It’s becoming harder and harder to
predict at what time and in what form the threats and opportunities may arise. These and other
similar characteristics of the modern world can be described by the term VUCA (volatility,
uncertainty, complexity and ambiguity).
 
In the VUCA world, scenario planning is a holistic plan, a set of assumptions that describes an
alternative view of the future, which is then used to develop or to test a strategy. Scenario planning
is mainly focused on answering two questions: ‘What can happen?’ and ‘What impact will it have?’
The company’s readiness for several future development options will allow it to be less fragile.
 
Scenario planning is a powerful tool that can provide insights into the potential impact of these
shifts and guide innovation planning, at both a sector level and for individual companies. Scenarios
are evidence-based narratives of the world at a future point in time. Unlike forecasting, scenario
planning is not intended to give a definitive prediction of the future, but rather to communicate a
wide range of possible outcomes and the consequences of each.

Introduction

Scenarios are alternative maps to the map of the assumed future we already have. Scenarios are
composed of integrated narratives of how the future may unfold, with always two or more in a set.
They are small, memorable and coherent stories describing a small set of plausible future. They are
not strategy (what you could do), they are about what could happen.
 
The stories must be plausible, relevant and challenging. “The probability of a scenario happening is
zero,” Drenth reminds, “Some elements of it might happen, some fragments of the stories might
unfold.” Scenarios should talk to specific concerns of the organisation in question, so should do not
use someone else’s scenarios. Scenarios should be challenging, but not too challenging: “If
everything melts into toxic waste, people will walk away.”

Scenario planning

We owe the term “VUCA” to Army War College, where, in 1987, it was defined as “the strategic
leadership environment in terms of volatility, uncertainty, complexity, and ambiguity.” This definition
was adopted by the strategic business leaders to describe the chaotic, turbulent, and rapidly
changing business environment that has become the new normal.

VUCA Method



34

https://escoladenegocios.com/2018/11/26/que-competencias-sao-necessarias-para-prosperar-no-mundo-vuca/

Volatility – it is increasingly difficult for us to predict the future of business because the pace of
changes is extremely fast;
Uncertainty – people’s sense of security is based on stability and predictability, and businesses
are not sure what tomorrow will bring. The modern economic history knows examples of
companies that declared bankruptcy overnight as a result of changes in the market. Companies
need to be highly flexible. It is enough to give an example of KODAK, which after 151 years on the
market has declared bankruptcy, which had not happened to CANON as it adjusted its processes
to a volatile and uncertain market;
Complexity – it results from many overlapping economic phenomena which, globally, make the
business environment in which the company operates quite complex and full of risk factors that
have to be taken into account;
Ambiguity – the natural human tendency to act according to one’s own experience in certain
areas of modern business must give way to intuition and creativity of solutions.

Joanna Kucharczyk-Capiga, the founder of Business Coaching Diploma, explains the application of
VUCA concepts in the description of today’s reality:

Source:

http://resurs.rs/index.php/strategija/menadzment/319-vuca-world-nova-poslovna-stvarnost-za-hr-menadzere

https://escoladenegocios.com/2018/11/26/que-competencias-sao-necessarias-para-prosperar-no-mundo-vuca/
https://escoladenegocios.com/2018/11/26/que-competencias-sao-necessarias-para-prosperar-no-mundo-vuca/


35

Identify advantages of planning and controlling
Analyse differences between scenario planning and trend analysis
Demonstrate how VUCA environment increase pressure on leadership
Explore ways of better adapt to a VUCA environment 

The following set of skills will be developed using the methodology Sprint (www.thesprintbook.com):

Using Design Sprint, the participants will build and test scenarios for different VUCA environments,
using a proven step-by-step checklist, that brings out the best contributions of everyone on the team
and effective way of solving problems and improve productivity.

How do you develop this skill/competency?

Are our plans flexible enough to manage through the next ten years of disruption, and more and
more volatile, uncertain, complex, ambiguous (VUCA) environment? As much as we want to believe
that trends will inform us and help us make better decisions, the only way to really improve decision-
making and productivity is to embrace scenario planning.

Conclusion

M WT T F

Create alternative views of the future 
Advise my teams to identify key variables in scenario planning
Contribute to improve teams' engagement with business results
Promote soft skills as a way of better adapt to a VUCA environment

Using the Modern Leadership Assessment and Feedback Methodology, the following competences
will be assessed:

How do you assess this competency? develop into an example of possible Learning
Outcomes, with examples of skills, competences and knowledge.

References:
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www.timecamp.com/blog/2017/12/the-vuca-method-the-reality-of-war-in-todays-business [retrieved 01.07.2019]

Sketch Decide Proto-Type TestMap
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36

Advantages of planning and controlling
Differences between scenario planning and trend analysis
How VUCA environment increase pressure on leadership
Ways of better adapt to a VUCA environment

Using DESIGN SPRINT one can test an idea and see how it works before investing all the time and
expense on it (for instance, one can see how customers react to a new product before launching it,
investing much on it).

How can we use DESIGN SPRINT in a training session on Improving Productivity and what would that
session looks like? Let’s answer the questions and describe a way of using it in such a context.

Scenario:  the idea with this tool is to test a scenario, that is, building and testing a prototype in a
short period of time. It will take a small team, a clear schedule for that period and rapidly progress
from problem to tested solution using a step-by-step checklist. 

By doing this, the team will get in contact with:

4.4.1 Didactic notes – Improving Productivity

What a training session will look like?

Step 1 – Set the Stage

Within the sprint team, should be elected a Decider (or two). Without a Decider, decisions won’t stick. 

The team should have diverse skills and it is recommended to be constituted by seven people or less.
It should be scheduled extra experts. Not every expert can be in the sprint all week. It should be
scheduled fifteen- to twenty-minute interviews with extra experts.
It should be picked a Facilitator. Someone that will manage time, conversations, and the overall sprint process. 

It should be blocked time on the calendar.
It should be booked a room with two whiteboards and reserved for the entire period.

Bearing in mind the big challenge – testing the launching of a new product.

      If the Decider can’t join the entire sprint, he should delegate on someone else. 

       It should be looked for someone who’s confident leading a meeting and synthesizing discussions on the fly.

Step 2 – 1st session

This checklist should be written on a whiteboard and it should be checked off this first item.
Introductions. If some people don’t know each other, a round of introductions should be done. 

The sprint should be explained, introducing the sprint process. This checklist should be run and
briefly described each activity.
A long-term goal should be set. Getting optimistic, the questions should be asked: Why are we
doing this project? Where do we want to be in six months, a year, or even five years from now? 

      The Facilitator and the Decider should be pointed out and it should be described their roles.

      It should be written the long-term goal on a whiteboard.



Sprint questions should be listed. Getting pessimistic, the questions should be asked: How could
we fail? Turn these fears into questions you could answer this week. It should be listed either on
a whiteboard. 
A map should be made, listing customers and key players on the left; drawing the ending, with
the completed goal, on the right. Finally, a flowchart should be made in between showing how
customers interact the product. It should be kept simple: five to fifteen steps.
Lunch break. It´s good if the team can eat together, something light to maintain energy in the
afternoon. 
Experts should be interviewed (fifteen to thirty minutes each), about the vision, customer
research, how things work, and previous efforts. Long-term goal, questions and map should be
updated as the team go.
Problems should be reframed as opportunities, starting with the letters “HMW” (How Might We)
on the top left corner. Write one idea per sticky note. Make a stack as you go. 
“HMW” notes should be organized, sticking all the “HMW” notes onto a wall in any order. Similar
ideas should be moved next to one another, labelling themes as they emerge out (maximum ten
minutes).
“HMW” notes should be voted. Each person has two votes, can vote on his or her own notes, or
even the same note twice. Move winners onto your map.
A target should be picked, circling the most important customer and one target moment on the
map. The team can weigh in, but the Decider makes the call.

Start at the end. Start by imagining your end result and risks along the way. Then work backward
to figure out the steps you’ll need to get there.
Nobody knows everything. Not even the Decider. All the knowledge on your sprint team is locked
away in each person’s brain. To solve your big problem, you’ll need to unlock that knowledge and
build a shared understanding. 
Reframe problems as opportunities. Listen carefully for problems and use “How might we”
phrasing to turn them into opportunities.

Ask for permission. Ask the group for permission to facilitate. Explain that you’ll try to keep
things moving, which will make the sprint more efficient for everyone.
ABC: Always be capturing. Synthesize the team’s discussion into notes on the whiteboard.
Improvise when needed. Keep asking, “How should I capture that?”
Ask obvious questions. Pretend to be naive. Ask “Why?” a lot. Take care of the humans. Keep
your team energized. Take breaks every sixty to ninety minutes. Remind people to snack and to
eat a light lunch.
Decide and move on. Slow decisions sap energy and threaten the sprint timeline. If the group
sinks into a long debate, ask the Decider to make a call.

 
Key Ideas to the Decider

 
Facilitator Tips

Step 3 – 2nd session
Lightning Demos. The team should look at great solutions from a range of companies, including
own. Three minutes per demo in order to capture good ideas with a quick drawing on the
whiteboard.
Dividing or swarming. The Decider should decide who will sketch which part of the map or if it is
too big, it should be assigned someone to each section.
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Lunch
The Four-Step Sketch. The Decider should explain briefly the four steps. Everyone sketches and
then, should be placed in a pile and saved for the next day.

Remix and improve. Every great invention is built on existing ideas. 
Anyone can sketch. Most solution sketches are just rectangles and words.
Concrete beats abstract. Use sketches to turn abstract ideas into concrete solutions that can be
assessed by others.
Work alone together. Group brainstorms don’t work. Instead, give each person time to develop
solutions on his or her own. 

Put someone in charge of recruiting. It will take an extra one or two hours of work each day
during the sprint. 
Post a generic ad that will appeal to a wide audience. Offer compensation. Link to the screener
survey.
Write a screener survey. Ask questions that will help you identify your target customers, but
don’t reveal who you’re looking for. 
Recruit customers through your network. If you need experts or existing customers, use your
network to find customers. 
Follow up with email and phone calls. Throughout the week, make contact with each customer
to make sure he or she shows up on Last session.

 

Key Ideas to the Decider

 
Recruit Customers for Last session’s Test 

Step 4 - 3th session

Sticky decision. These five steps should be followed in order to choose the strongest solutions:

Notes. Twenty minutes. Silently walk around the room and gather notes.
Ideas. Twenty minutes. Privately jot down some rough ideas. Circle the most
promising ones.
Crazy 8s. Eight minutes. Fold a sheet of paper to create eight frames. Sketch
a variation of one of your best ideas in each frame. Spend one minute per
sketch.
Solution sketch. Thirty to ninety minutes. Create a three-panel storyboard by
sketching in three sticky notes on a sheet of paper. Make it self-explanatory.
Keep it anonymous. Ugly is okay. Words matter. Give it a catchy title.

1.
2.

3.

4.

Art museum. Tape the solution sketches to the wall in one long row. 
Heat map. Have each person review the sketches silently and put one
to three small dot stickers beside every part he or she likes. 
Speed critique. Three minutes per sketch. As a group, discuss the
highlights of each solution. Capture standout ideas and important
objections. At the end, ask the sketcher if the group missed anything.
Straw poll. Each person silently chooses a favourite idea. All at once,
each person places one large dot sticker to register his or her
(nonbinding) vote.
Supervote. Give the Decider three large dot stickers and write her
initials on the sticker. Explain that you’ll prototype and test the
solutions the Decider chooses.

1.
2.

3.

4.

5.
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The winners should be separated from “maybe-laters”, moving the sketches with supervotes
together.
Rumble or all-in-one. You should decide if the winners can fit into one prototype, or if
conflicting ideas require two or three competing prototypes in a Rumble.
Fake brand names. If you’re doing a Rumble, use a Note-and-Vote to choose fake brand
names.
Note-and-Vote. Use this technique whenever you need to quickly gather ideas from the group
and narrow down to a decision. Ask people to write ideas individually, then list them on a
whiteboard, vote, and let the Decider pick the winner.
Lunch
Make a storyboard. Use a storyboard to plan your prototype. 
Draw a grid. About fifteen squares on a whiteboard. 
Choose an opening scene. Think of how customers normally encounter your product or
service. Keep your opening scene simple: web search, magazine article, store shelf, etc.
Fill out the storyboard. Move existing sketches to the storyboard when you can. Draw when
you can’t, but don’t write together. Include just enough detail to help the team prototype on
Thursday. When in doubt, take risks. The finished story should be five to fifteen steps.

Don’t drain the battery. Each decision takes energy. When tough decisions appear, defer to the
Decider. For small decisions, defer until tomorrow. Don’t let new abstract ideas sneak in. Work
with what you have.

 
Facilitator Tip

Step 5 - 4th session
Pick the right tools. Don’t use your everyday tools. They’re optimized for quality. Instead,
use tools that are rough, fast and flexible. 
Divide and conquer. Assign roles: Maker, Stitcher, Writer, Asset Collector, and Interviewer.
You can also break the storyboard into smaller scenes and assign each to different team
members.
Prototype
Lunch 
Prototype 
Stitch it together. With the work split into parts, it’s easy to lose track of the whole. The
Stitcher checks for quality and ensures all the pieces make sense together.
Do a trial run. Run through your prototype. Look for mistakes. Make sure the Interviewer
and the Decider see it. 
Finish up the prototype. Throughout the Day 
Write interview script. The Interviewer prepares for Last session’s test by writing a script.
Remind customers to show up for Last session’s test. Email is good, phone call is better.
Have something to offer your customers.

Prototype mindset. You can prototype anything. Prototypes are disposable. Build just
enough to learn, but not more. The prototype must appear real.
Goldilocks quality. Create a prototype with just enough quality to evoke honest reactions
from customers.

Key Ideas
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Step 6 - 5th session

Two rooms. In the sprint room, the sprint team will watch a video feed of the interviews.
You’ll need a second, smaller room for the actual interviews. Make sure the interview room
is clean and comfortable for your guests.
Set up hardware. Position a webcam so you can see customers’ reactions. If your customer
will be using a smartphone, iPad, or other hardware device, set up a document camera and
microphone.
Set up video stream. Use any video-conferencing software to stream video to the sprint
room. Make sure the sound quality is good. Make sure the video and audio are one-way
only. 

Five is the magic number. After five customer interviews, big patterns will emerge. Do all
five interviews in one day. 
Watch together, learn together. Don’t disband the sprint team. Watching together is more
efficient, and you’ll draw better conclusions.
A winner every time. Your prototype might be an efficient failure or a flawed success. In
every case, you’ll learn what you need for the next step. 

Friendly welcome. Welcome the customer and put him or her at ease. Explain that you’re
looking for candid feedback.
Context questions. Start with easy small talk, then transition to questions about the topic
you’re trying to learn about.
Introduce the prototype. Remind the customer that some things might not work, and that
you’re not testing him or her. Ask the customer to think aloud.
Tasks and nudges. Watch the customer figure out the prototype on his or her own. Start
with a simple nudge. Ask follow-up questions to help the customer think aloud.
Debrief. Ask questions that prompt the customer to summarize. Then thank the customer,
offer him or her something, and show the customer out. 

Be a good host. Throughout the interview, keep the customer’s comfort in mind. Use body
language to make yourself friendlier. Smile.
Ask open-ended questions. Ask “Who/What/Where/When/ Why/How. . .?” questions. Don’t
ask leading “yes/no” or multiple-choice questions.
Ask broken questions. Allow your speech to trail off before you finish a question. Silence
encourages the customer to talk without creating any bias.
Curiosity mindset. Be authentically fascinated by your customer’s reactions and thoughts.

Draw a grid on a whiteboard. Create a column for each customer. Then add a row for each
prototype or section of prototype.

Take notes as you watch. Hand out sticky notes and markers. Write down direct quotes,
observations, and interpretations. Indicate positive or negative.

Stick up notes: stick your interview notes in the correct row and column on the whiteboard
grid. Briefly discuss the interview but wait to draw conclusions.
Take a quick break. 

Makeshift Research Lab

Key Ideas

Five-Act Interview

Interviewer Tips

Observing Interviews Before the First Interview

During Each Interview 

 
After Each Interview
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Look for patterns: read the board in silence and write down patterns. Make a list of all the
patterns people noticed. Label each as positive, negative, or neutral.
Wrap up: review your long-term goal and your sprint questions. Compare with the patterns you
saw in the interviews. Decide how to follow-up after the sprint. Write it down.

At the End of the Day
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5.  Cross Cutting Leadership Themes

5.1 Value-based Leadership
Author: AEVA

First, leaders will make better choices - that are comfortable for Leaders to act on
Second, leaders are likely to build better, more trusting, less stressful relationships with followers
Third, leaders are more likely to feel aligned with their 'authentic self'

Values-based leadership is the idea that leaders should draw on their own and followers' values for
direction, inspiration and motivation. So, it makes sense, and is natural, for leaders to refer to their
own values in creating a vision or making decisions. And equally it makes sense for leaders to
connect with their followers' values - because this appeals to what is important to people - which
makes people (followers) more likely to act.
 
Leaders who apply this philosophy are likely to experience certain inner benefits.

Introduction
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Values-based leadership philosophy asserts that people are mostly motivated by values; people care
deeply about their personal values and live according to these values. In other words, values are our
most natural motivators.
 
Values are basic and fundamental beliefs that guide or motivate attitudes or actions. They help us to
determine what is important to us. Values describe the personal qualities we choose to embody to
guide our actions; the sort of person we want to be; the manner in which we treat ourselves and
others, and our interaction with the world around us. They provide the general guidelines for
conduct.
 
Values in a narrow sense is that which is good, desirable, or worthwhile. Values are the motive
behind purposeful action. They are the ends to which we act and come in many forms. Personal
values are personal beliefs about right and wrong and may or may not be considered moral. Cultural
values are values accepted by religions or societies and reflect what is important in each context.

Define the exact area to be discussed, main points

The following set of skills will be developed using the concept of Value Pyramid
(http://www2.bain.com/bainweb/media/interactive/elements-of-value)

How do you develop this skill/competency?

Identify own blind spots
Analyse how values affect leadership

Exploring the elements of value, the participants will map elements of value structured in four
categories and understand how they might influence their leadership style.

http://www2.bain.com/bainweb/media/interactive/elements-of-value
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Set clear own and organization values
Commit to get a values-based leadership

Using the Modern Leadership Assessment and Feedback Methodology, the following competences
will be assessed:

How do you assess this competency? Develop into an example of possible Learning
Outcomes, with examples of skills, competences and knowledge.

Value-based leadership is a current approach in leadership that takes into account both aspects of
harmonising employees and stabilising common values and attending to major personal differences
simultaneously.

Conclusion

Reference:

www.businessballs.com/leadership-philosophies/values-based-leadership [retrieved 08.07.2019]
www.sciencedirect.com/science/article/pii/S1877042811009050 [retrieved 01.07.2019]
www.marketingjournal.org/the-elements-of-value-an-interview-with-jamie-cleghorn/ [retrieved 01.07.2019]
https://hbr.org/2016/09/the-elements-of-value [retrieved 01.07.2019]

Source: http://www2.bain.com/bainweb/media/interactive/elements-of-value

http://www.businessballs.com/leadership-philosophies/values-based-leadership
http://www.sciencedirect.com/science/article/pii/S1877042811009050
http://www.marketingjournal.org/the-elements-of-value-an-interview-with-jamie-cleghorn/
https://hbr.org/2016/09/the-elements-of-value
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5.1.1 Didactic notes – Value Based Leadership

their own blind spots
their organization’s values
how values affect leadership

How can we use VALUE PYRAMID in a training session on Value-based Leadership and what would
that session look like? Let’s answer the questions and describe a way of using it in this context.

Scenario: using this concept – a model based on Maslow’s pyramid, that organizes thirty elements
of value in four categories as Functional, Emotional, Life Changing and Social Impact – learners will
be invited to reflect and identify: 

What a training session will look like?

Step 1 
....

Step 2 
Learners should choose from the list which of the values may apply to himself/herself and identify
situations that exemplify that.

It is recommended they make a map to sum up, organizing values in each category.

Step 3
Learners should choose from the list which of the values may apply to his/her team and identify
situations that exemplify that.

It is recommended they make a map to sum up, organizing values in each category.
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Step 4
Learners should choose from the list which of the values may apply to his/her organization and
identify situations that exemplify that.

It is recommended they make a map to sum up, organizing values in each category.

Step 5
Learners should compare the three maps and identify what are the common values and the main
difference between his/her own, his/her team and the organization itself.

5.2 - Responsible Leadership
Author: INFODEF

Responsible leadership is about making sustainable business decisions which take into account the
interests of all stakeholders, including shareholders, employees, clients, suppliers, the community,
the environment and future generations.
 
Responsible leadership involves also a high capacity of self-awareness, which has been cited as the
most important capability for leaders to develop.   Successful leaders know where their natural
inclinations lie and use this knowledge to boost those inclinations or compensate for them. 
 
In this complex global environment of uncertainty and ambiguity, leaders have to anticipate the
changes and to be catalysts for shifting their organizations towards a sustainable society. In the age
of sustainable development, there is a need for a holistic framework, in which society aims for
economic, social, and environmental goals. In order to build a sustainable world, intersection of
leadership and ethics is a must.
 
Define the exact area to be discussed, main points 
 
Responsible leaders can be represented trough individual qualities and practices. According to the
Globally Responsible Leadership Initiative (GRLI), Responsible leadership is the art of motivating,
communicating, empowering, and convincing people to engage with a new vision of sustainable
development and the necessary change that this implies. Leadership is based on moral authority.
Moral authority requires convictions, character and talent.
 
Responsible leadership isn’t as simple as caring about everyone, as there are lots of challenges you
could face as a leader. Employees, suppliers, shareholders and policymakers all demand different
things, as each group has unique concerns and needs. Sometimes, leaders have to make tough
decisions that don’t please everyone.  

Introduction
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Identify external factor
Gather trusted feedback
Consider the circumstances
Assess behaviours in light of your values and priorities

Given that there are numerous types of stakeholders, how do managers balance these claims?
Ethically, no group should be treated better than another, and managers should respond to as many
stakeholders as possible. However, time and resource limitations require organizations to prioritize
claims as stakeholder needs rise and fall. That is why the capacity to plan and execute system
thinking strategies prioritising stakeholder’s interests is so important for the new generation of
leaders.

Self-awareness is empowering because it arms leaders with knowledge and enables them to make
better choices, to change or grow. There are four strategies to increase the leader´s self-awareness:

 
A sustainability leader is someone who inspires and supports action towards a better world. Many
traditional leadership frameworks focus on helping leaders succeed within current economic and
social systems, rather than on transforming these systems. By not acknowledging challenges such
as tackling short-termism, setting targets informed by science, and delivering against societal
expectation, such frameworks do not equip leaders to tackle global issues and shape the future we
want. 
 
The Cambridge Impact Leadership Model describes the leadership we need to deliver value for
business, society and the environment.

https://www.cisl.cam.ac.uk/about/leadership-hub/cambridge-impact-leadership-model

https://www.cisl.cam.ac.uk/about/leadership-hub/cambridge-impact-leadership-model
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An identification of the key individual qualities and practices involved in responsible leadership.
Application of a questions-based methodology to plan and execute system thinking strategies
prioritising stakeholder’s interests.
Practicing the four strategies to increase the leader’s self-awareness.
Use of scenarios based on the Cambridge Impact Leadership Model.

How do you develop this skill/competency?

This competence will be developed by:

 
How do you assess this competency? Develop into an example of possible Learning Outcomes,
with examples of skills, competences and knowledge. 

The assessment combines a mix of instruments to measure both the acquisition of theoretical
knowledge and practical application of skills.  

Multiple choice questionnaires will be suitable to assess Learning Outcomes as “identify responsible
leadership principles” or “recall principles of self-awareness and self-reflection”. 

Case studies and scenarios are suitable tools to assess other practical skills, like “support the
application of responsible leadership principles” or “support the application of responsible
leadership principles”.

Conclusion
 
Several elements are involved in the concept of responsible leadership in this Unit, including the
identification of stakeholder relationships, self-awareness or sustainability and environmental
responsibilities. Despite these three elements will be addressed individually, they all work together
as a coherent element necessary to build to Responsible Leadership in the new generation of
leaders.

References:

https://hbr.org/2014/03/five-questions-to-identify-key-stakeholde [21.07.2019]
https://www.cisl.cam.ac.uk/about/leadership-hub/rewiring-leadership [21.07.2019]

https://hbr.org/2014/03/five-questions-to-identify-key-stakeholde
https://www.cisl.cam.ac.uk/about/leadership-hub/rewiring-leadership
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5.2.1– Didactic notes for responsible leadership 

Scenario:  Responsible Leadership takes into account the interests of all stakeholders, including
shareholders, employees, clients, suppliers, the community, the environment and future generations.
This training scenario will allow trainees to identify and play with different stakeholder roles and
business situations with the support of Augmented Reality that require adequate responses applying
responsible leadership strategies and skills.

1. Define the roles of the stakeholders.
Identify a set of profiles of stakeholders related with the field of business you want to address. 
You can take advantage of the AR to display visual information about the features of each 
stakeholder (points of interest, motivation, aims, needs, etc).

2. Present a business challenge.

Present a business challenge that offers possible alternatives, with different impacts to different
stakeholders, and that requires a course of action from the organization. The one/s that play the role
of leaders will need to choose between maximizing benefits or take into account also the needs of
the stakeholders. AR will support the presentation of the business case and the alternatives.

3. Define a strategy applying responsible leadership principles.
Participants playing the role of leaders will plan system thinking strategies prioritising stakeholder’s
interests in order to provide an optimal decision for both the organization and the stakeholders.

4. Review the decision-making process.
Carry out a common review of the previous process to define the strategy in order to encourage 
self-awareness of the participants regarding the principles of responsible leadership.
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5.3 Ethics and ethical technological deployment

Author: INFODEF

There is a crisis of trust in the technology sector. Technologies are impacting the world in ways
never before contemplated giving rise to a unique set of related ethical problems. Whilst efforts exist
to integrate ethics into the design and deployment of new technology, these efforts too often live in
isolation. As the technology industry grows, these decisions are more consequential than before and
require more cohesion, and the broad inclusion of multiple stakeholders.
 
Define the exact area to be discussed, main points 
 
Ethical leadership on the use of AI and other advanced technologies involves recognizing their
potential impact, both positive and negative. To this end, it’s important to understand how these
technologies affect both individual and specific groups in our society. We need to look at the
commoditization of human experience, the role of consent and privacy, the significance of inclusivity
and bias, the challenge of accessibility and inequality, and the ways in which we might effectively
manage these issues in the age of technological disruption.
 
As the Facebook–Cambridge Analytica scandal has demonstrated, business, government, and
society continue to struggle with the ethics of the use and sale of personal data and the impact on
privacy and security. In the pursuit of using big data for good, it seems that too little attention was
paid to the potential for unnecessary harm.  

Key questions:
 
What is the responsibility of a business to its people, its shareholders, its customers, and its
communities?
What might ethical leadership look like in practice when it comes to AI and other advanced
technologies?
How can business leaders build ethics into their organization in a way that’s inclusive and
continually reflective of the organization’s environment, employees, and broader society?

How do you develop this skill/competency? 

The role of the ethical leader is not just about values and principles but also about behaviours. The
fundamental to developing ethical leaders is to increase values to a higher level of consciousness
and to raise their awareness of how their behaviour impacts the performance of themselves and the
people around them.

The best practical way for a leadership student to bring a full armoury of values into their every-day
working lives is to carry out a 360° values assessment (such as LeaderShape’s 8ICOL –
www.leadershape.biz/8-icol). Then they can identify which of the core values the individual leader
and the people around her/him believe are the core strengths and observe need development.

Introduction

http://www.leadershape.biz/8-icol
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Develop into an example of possible Learning Outcomes, with examples of skills, competences and
knowledge. Using case studies could support the assessment process for skills like “appreciate
ethical considerations affecting leadership”, providing situations and scenarios that require the
application of the knowledge and skills acquired by the learners/students.

How do you assess this competency?

Ethics training should be aligned and integrated with other leadership training, for example, diversity
and inclusion training. So many of the core skills of an ethical leader also lead to high-performing
teams and organizations, such as empathy, building trust, effective feedback, managing conflict, and
appreciating strengths and differences across cultures and generations. Making a clear connection
between ethics and performance can be a powerful way to engage learners in ethics training and
reinforce development of these core leadership skills.

Conclusion

References:

https://www2.deloitte.com/content/dam/Deloitte/ca/Documents/deloitte-analytics/ca-en-analytics-FCC-true-north-
aoda.PDF [21.07.2019]
http://progresomicrofinanzas.org/en/how-to-develop-ethical-leaders/ [21.07.2019]

https://www2.deloitte.com/content/dam/Deloitte/ca/Documents/deloitte-analytics/ca-en-analytics-FCC-true-north-aoda.PDF
http://progresomicrofinanzas.org/en/how-to-develop-ethical-leaders/


52

It is evident that when it comes to work, millennials are very different than the generations that came
before them. In order to support and manage this type of talent it is important to address the
generational differences, to better understand their priorities and behaviour in the workplace.
 
Millennials all have one ting in common; they want to make a difference. Studies highlight this new
breed of worker is not primarily motivated by money. In a survey by Virtual and Workplace Trends,
just under half of millennials identified empowering others as their primary motivation for
leadership. It is more than just a numbers game, with only 5% citing money as the reason they would
pursue a leadership role.
 
Generational differences mean that millennial workers need to be managed in a different way;
focusing on how they perceive their role in the workplace. Recent studies are promoting the idea that
rather than a traditional management structure, millennials prefer to be ‘led’, rather than ‘managed’.
This shift is promoting new emerging attitudes when it comes to the nature of leadership. It is down,
in part to the fact that millennials do not see work in the traditional sense. Rather, millennials see the
workplace as a hub of innovation and a place to be social. Collaboration is crucial when it comes to
millennials as they value relationships and teamwork, rather than individual contribution.
 
In the modern workplace the line between the personal and professional is starting to blur, and it is
important to make adjustments accordingly. Work is part of the identity of the millennial generation;
and this needs to be accounted for in the way they are managed and lead.

Introduction

5.4 Core leadership skills

Author: Elderberry

Defining the area – What is Core Leadership Skills?

Leading the organisation: Leading the self: Leading others:

managing change
solving problems and
making decisions
managing politics and
influencing others
taking risks and
innovating
setting vision and
strategy
managing the work
enhancing business skills
and knowledge
understanding and
navigating the
organisation

demonstrating ethics
and integrity
displaying drive and
purpose
exhibiting leadership
stature
increasing your capacity
to learn
managing yourself
increasing self-
awareness
developing adaptability

communicating
effectively
developing others
valuing diversity and
difference
building and maintaining
relationships
managing effective teams
and work groups
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Source: Adapted from McCauley, C. (2006). Developmental assignments: Creating learning experiences without changing
jobs. Greensboro, N.C.: Centre for Creative Leadership Press. Permission granted from the Centre for Creative Leadership
to republish CCL's Model of Leader Competencies.

Millennials value what are considered ‘soft skills’ and principles when it comes to leadership. These
include areas such as wellbeing and employee development. Qualities such as the ability to inspire,
vision, the ability to make decisions, and passion were all earmarked as fundamental characteristic
for a strong leader. 
 
Communication skills and relationship building are often highlighted as the most important skills,
with more than half of millennials seeing these as essential. They also noted these as their core
leadership strengths, while industry knowledge and technical expertise were seen as less important
for a leader. The majority of millennials want to be transformational leaders who disrupt the status
quo and inspire their team. The nature of leadership is evolving and the more traditional hierarchy
with a leader imposing rigid control has fallen in popularity, with collaboration and innovation being
the key core leadership skills in the minds of millennial leaders.

How do you develop this competency?

An extensive survey completed by Deloitte, The Deloitte Millennial Survey 2016, illustrates the
positions of millennials on leadership. As the development of leadership skills is a top concern with
this up and coming population, the following are 9 of the core leadership skills as identified:

Communication – Millennials are in constant communication with other friends, family and or
colleagues, and they highly value open communication and feedback in their professional life.
Relationship building – Millennials believe that building and maintaining strong, effective and
positive relationship is key to workplace success.

1.

2.



3. Values – Millennials want to work in organisations where the company values align with their own
     personal values as well as reflect the ways in which they see the world.
4. Work – life balance – A top concern for millennials is work life balance as they strive to move into
     more demanding leadership roles. They strongly desire harmony among work life tasks and to
     ensure downtime with family and friends away from the office.
5. Mentorship – Millennials desire to have a mentor and to be a mentor to others.
6. Transformational Leadership – Millennials do not want to be the leaders of the past; they want to
     be transformational leaders – those that challenge, motivate and inspire others.
7. Collaboration – Millennials are interested in empowering others over making money or being
     recognised. Millennials like to collaborate with their peers in order to achieve results.
8. Purpose/Social Good - Millennials desire to work for organisations that overall offer a purpose
    and aspiration that not only align with personal values but also act for the good of society. They
    tend to lean more towards organisations who observe triple bottom lines – people, profit and
    planet.
9. Online Training – Millennials operate in an on demand, technology driven world therefore offering
    training online is of course the best way to teach this generation leadership skills.
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Conclusion

Millennials bring a different attitude to the workplace than prior generations, and with that, new
challenges for businesses and their leadership. Management must learn to adopt new core
competencies and ways of guiding these new employees.

References:

Centre for Creative Leadership: www.ccl.org Results Based Leadership: www.rbl.net
Brownwell, J. (2006, Fall). Meeting the competency needs of global leaders: A partnership approach. Human Resources
Management, 45(3), 309-336.
https://en.wikipedia.org/wiki/Four_stages_of_competence
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6.1 SPRINT
Sprint is a 5 day process for answering critical business questions through design, prototyping, and
testing ideas with customers. SPRINT was developed by Jake Knapp whilst at Google.
 
Working together in a sprint, you can shortcut the endless debate cycle and compress months of
time into a single week. Instead of waiting to launch a minimal product to understand if any idea is
any good, you’ll get clear data from a realistic prototype. The sprint gives you an insight; you can
fast-forward into the future to see your finished product and customer reactions, before making any
expensive commitments.
 
Sprint can be used in higher education in developing courses and curriculum. The sprint tools allow
the concept to be tested against diverse projects/sector.

 
The 5 days are as follows:
 
Monday        – Map –          Laying the foundations, get all the ideas on the board.

Tuesday       – Sketch –     Tuesday is all about problem solving using visual images.

Wednesday  – Decide –      Need to decide which idea you want to prototype.

Thursday      – Prototype – You will build a realistic prototype of the solutions in your storyboard so
                                               you can simulate a finished product for your customers.
Friday            – Test -           It is time to put the prototype to the test. On Friday, you will show your
                                               prototype to five customers in five separate one to one interviews.

6. Summary of proposed tools and ideas of
how they can be used to train the target group
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Source: https://www.thesprintbook.com/how

https://www.thesprintbook.com/how


6.2 LEGO Serious Play
Lego Serious Play  is a facilitation
methodology created by the Lego Group  and
since 2010 is available under an open
source  community-based model. Its goal is
fostering creative thinking  through team
building  metaphors  of their organisational
identities and experiences using Lego bricks.
Participants work through imaginary
scenarios using visual three-dimensional Lego
constructions, hence the name "Serious Play”.
 
Lego serious play is great for group think and
allows through the process of adding and
taking away bricks to think laterally.
 
Some tools of Lego Serious Play
 
Lego Serious Play: Storytelling is an age-old
tool because it is memorable method of
communicating what has happened or what is
currently happening.
 
Storytelling with Lego models makes a
situation come alive before it occurs in real
life and allows you to test what might happen
if you make certain decisions. It is the next
best thing to actually “doing” in the real world
– but without the threat of those annoying
real life consequences.
 
Lego Serious Play: Use of metaphors.
Metaphors can serve as powerful tools
leading us to think about our realities in new
or different ways. By unleashing our
imaginations to describe the world as we see
it, metaphors help us form entirely new
descriptions that might challenge
assumptions and beliefs, revealing new
possibilities.
 
By drawing on more of our senses, metaphors
also help us convey complex ideas that may
be difficult to communicate with words.
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6.3 Virtual reality (VR)

VR learning is immersive – focused/attentive
Memorable – long term memory
Experiential learning – higher thinking order

Virtual reality  (VR) is an experience taking place within
simulated and immersive environments that can be similar to
or completely different from the real world. Applications
of  VR can include entertainment (i.e. gaming) and
educational purposes (i.e. medical or military training).
 
VR’s most immediately recognisable component is the head
mounted display (HMD). Human beings are visual creatures,
and display technology is often the single biggest difference
between immersive VR systems and traditional user
interfaces.
 
VR is being used for multiple things now such as: scientific
and engineering data, architecture to weather models. In
aviation, medicine, and the military, Virtual Reality training is
an attractive alternative to live training with expensive
equipment, dangerous situations, or sensitive technology.
 
Some of the key features of VR are: 
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6.4 360 VR

Immersive – world seen in 360 degrees,
learners senses needs to be dynamic
Provides learners with different scenarios
Sensory training

360-degree VR (360-degree virtual reality) is an
audiovisual simulation of an
altered,  augmented  or substituted environment
that surrounds the user, allowing them to look
around them in all directions, just as they can in
real life.

360-degree VR can be used for many purposes
other than entertainment. The  virtual
reality technology can be used in most kinds of
training that involve a physical environment,
including pilot and driver training (as well as
actual piloting or driving), surgery, and undersea
and space exploration via remote-control robots.
 
Some of the key features of 360 VR



6.5 Some best practices
from VR, AR & 360
Interactive – how to tell stories in engaging
and interactive way.
Using serious games as a form of
communication.
How to use technology to tell stories.
Allows failures, learners can learn from past
mistakes.
Can create an environment that is real.
Collaboration, allows more than one trainee to
work together in collaborative scenarios. One
or more participants can use the VR
headset and one or more can provide
guidance while outside of the virtual scenario.
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6.6 Gamification
Gamification is a process for integrating game
mechanics into something that already exists
to motivate participation, engagement and
loyalty. This can be almost anything, from your
website to social media presence, day-to-day
operations, customer engagement and more.
 
Gamification introduces game design
elements into non-game applications to make
them more fun and engaging. It uses
competition, points, achievement, rules of
play, status and self-expression to encourage
actions through positive feedback.
 
Gamification techniques are intended to
leverage people's natural desires for
socialising, learning, mastery, competition,
achievement, status, self-expression, altruism,
or closure, or simply their response to
the  framing  of a situation as game or play.
Early gamification strategies use  rewards  for
players who accomplish desired tasks
or  competition  to engage players. Types of
rewards include points,  achievement badges
or levels,  the filling of a progress bar,  or
providing the user with virtual currency. 

Interactive and contextual learning
Shifting from linear content to multi-
purposeful content
Fund and playful

Making the rewards for accomplishing tasks
visible to other players or providing leader
boards are ways of encouraging players to
compete.

Another approach to gamification is to make
existing tasks feel more like games.  Some
techniques used in this approach include
adding meaningful choice, on boarding with a
tutorial, increasing challenge,  and adding
narrative.

Key features of gamification:



7. Key terms of reference

Values: the  principles  that  help  you to  decide  what is  right  and  wrong, and how
to act in various situations.
Source: https://dictionary.cambridge.org/dictionary/english/values

Value-based leadership: is the idea that leaders should draw on their own and followers' values for
direction, inspiration and motivation.
Source: https://www.businessballs.com/leadership-philosophies/values-based-leadership/

Organizational values: can be defined as beliefs about socially or personally desirable end states or
actions that are explicitly or implicitly shared by members of an organization.
Source: https://link.springer.com/referenceworkentry/10.1007%2F978-94-007-0753-5_2031

Blind spots: an area in which one fails to exercise judgment or discrimination.
Source: https://www.merriam-webster.com/dictionary/blind%20spots

Self-knowledge: knowledge or understanding of one's ownm capabilities, character, feelings, or
motivations.
Source: https://www.merriam-webster.com/dictionary/self-knowledge

Democratic leadership: is a type of  leadership style  in which members of the group take a more
participative role in the decision-making process. 

Autocratic leadership: is a leadership style characterized by individual control over all decisions and
little input from group members. Autocratic leaders typically make choices based on their ideas and
judgments and rarely accept advice from followers. 
Source: https://www.verywellmind.com 

Inclusive leaders: leaders who are aware of their own biases and preferences, actively seek out and
consider different views and perspectives to inform better decision-making. They see diverse talent
as a source of competitive advantage and inspire diverse people to drive organisational and
individual performance towards a shared vision.
Source: https://www.enei.org.uk/diversity-inclusion/inclusive-leadership/

Global leadership: combining experience with an understanding of topics like psychology,
geography, politics and sociology can help create a successful global leader.
Source: https://study.com/academy/lesson/what-is-global-leadership-definition-overview.html

Inclusive culture: a culture where everyone has the opportunity to do their best work no matter who
they are, what they do or where they work. In a truly inclusive workplace, everyone feels like they’re
really a part of the organization, and they know how they contribute to the organization’s success.
People are comfortable taking risks, sharing ideas, and they feel invested in their own success and
the success of the organization at every level.
Source: https://talentculture.com/how-to-intentionally-create-a-more-inclusive-culture/
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Organizational diversity  refers to the total makeup of the employee workforce and the amount of
diversity included. Diversity refers to differences in various defining personal traits such as age,
gender, race, marital status, ethnic origin, religion, education and many other secondary qualities.
Source: https://bizfluent.com/info-12076820-organizational-diversity-workplace.html

Planning  is the fundamental management function, which involves deciding beforehand, what is to
be done, when is it to be done, how it is to be done and who is going to do it. It is an  intellectual
process  which  lays down an organization’s objectives and develops various courses of action, by
which the organisation can achieve those objectives.
Source: https://businessjargons.com/planning.html

Controlling is a primary goal-oriented function of management in an organization. It is a process of
comparing the actual performance with the set standards of the company to ensure that activities
are performed according to the plans and if not then taking corrective action.
Source: https://businessjargons.com/controlling.html

Scenario planning is making assumptions on what the future is going to be and how your business
environment will change overtime enlighten of that future. More precisely, scenario planning is
identifying a specific set of uncertainties, different “realities” of what might happen in the future of
your business. It sounds simple, and possibly not worth the trouble or specific effort, however,
building this set of assumptions is probably the best thing you can ever do to help guide your
organization in the long term.
Source: https://www.smestrategy.net/blog/what-is-scenario-planning-and-how-to-use-it

Trend analysis is the process of comparing business data over time to identify any consistent
results or trends. You can then develop a strategy to respond to these trends in line with your
business goals. Trend analysis helps you understand how your business has performed and predict
where current business operations and practices will take you. Done well, it will give you ideas about
how you might change things to move your business in the right direction. You can use trend
analysis to help improve your business by: 1) identifying areas where your business is performing
well so you can duplicate success; 2) identifying areas where your business is underperforming; 3)
providing evidence to inform your decision making.
Source: https://www.business.qld.gov.au/running-business/growing-business/trend-analysis

VUCA: the notion of "VUCA" is gaining popularity as a term to cover the various dimensions of this
‘uncontrollable’ environment. It stands for Volatile, Uncertain, Complex and Ambiguous. In practice,
the four terms are related. The more complex and volatile an industry is, for example, the harder to
predict and therefore more uncertain it will be. Yet, all four represent distinct elements that make our
environment - the world, a market, an industry - harder to grasp and control. 
Source: https://www.forbes.com/sites/jeroenkraaijenbrink/2018/12/19/what-does-vuca-really-
mean/#2243c95b17d6

Soft skills are character traits and interpersonal skills that characterize a person's relationships with
other people. In the workplace, soft skills are considered to be a complement to hard skills, which
refer to a person's knowledge and occupational skills. Soft skills have more to do with who people
are, rather than what they know. As such, they encompass the character traits that decide how well
one interacts with others and usually are a definite part of an individual's personality. 
Source: https://www.investopedia.com/terms/s/soft-skills.asp
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AEVA

AEVA was founded in 1998 as a non-profit organisation to meet the needs
of local businesses in tackling skills mismatch by bringing education and
the working world closer together. Currently, the association
employs  159  qualified professionals and operates within 13 brands:
CITIZENS PROJECTS – development of projects / QUALIFICATION
CENTRE – recognises, validates and certifies adults skills / CEO – special
education and inclusive unit / SERVIR – volunteer department / 
 SPREAD.IT  – development of software / VOUGA FABLAB – local
incubator for business development / CATEC – a technological campus /
QER – events and catering / EUROPE DIRECT Information Centre of Aveiro
– since 2012, aiming to provide European citizens with general
information on the EU / CENTRAL CHANNEL – regional online TV channel
/ TALENTS PARK – promotes various events and support local initiatives /
CANAIS – editing of educational publications / EPA – founded in 1992, the
Vocational School of Aveiro is the largest private VET school in Portugal
with 70 permanent teachers.

AEVA is certified by ISO 9001 (Quality), SA 8000 (Social Responsibility)
and  EQAVET  Compliance Seal of the Quality Assurance System in
Education and Professional Training.  AEVA-EPA was certified in LdV
Mobility in 2010 and has warded the VET Mobility Charter since 2012.
AEVA-EPA Vocational school has 3 units in Aveiro Region, located in
urban, rural, coastal and in industrial transition areas, and offers several
IVET, CVET and TVET qualifications targeting per year around 1000
learners (14–21 years old), most of them with fewer opportunities,
migrant background and dropout history.

www.aeva.eu/pt

ana.ribeiro@aeva.eu / secretariado@aeva.eu

ELS Studio

eLearning Studios (ELS), based in Coventry in the UK offers a portfolio of
learning technology design and development services including eLearning,
Mobile Learning, Gameful eLearning Design, Apps, Virtual Reality (VR),
Augmented Reality (AR), Serious Games and blended solutions.
 
www.e-learningstudios.com
 
Info@e-learningstudios.com

8. The XRL Partnership

http://www.aeva.eu/pt
http://www.e-learningstudios.com/
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Coventry University

Coventry University’s Centre for Postdigital Cultures (CPC) is a disruptive
iteration of the  Centre for Disruptive Media, and brings together media
theorists, practitioners, activists and artists. The centre draws on cross-
disciplinary ideas associated with open and disruptive media, the
posthuman, the posthumanities, the Anthropocene and the Capitalocene
to help both 21st century society and the university respond to the
challenges they face in relation to the digital at a global, national and local
level. In particular, the CPC endeavours to promote the transformation to a
more socially just and sustainable ‘post-capitalist’ knowledge economy.
To this end, the CPC’s research includes projects funded by Jisc, the
National Lottery Fund, the EU, and the Arts and Humanities Research
Council. As one of the partners on XRL, Coventry University’s Centre for
Post digital Cultures brings expertise in instigating cross disciplinary
projects using new technology and immersive experiences, as well
as expertise from lecturers in leadership.

www.coventry.ac.uk/research/areas-of-research/postdigital-cultures/

CPC Co Director, JacquelineCawston: j.cawston@coventry.ac.uk

INFODEF

Institute for the Promotion of Development and Training, is a private and
independent centre for Research, Development and Innovation.  INFODEF
designs innovative tools, methodologies, products and services that
respond to current social and economic challenges and allow us to
anticipate and drive the changes necessary to achieve future goals and
objectives.

www.infodef.es

ELDERBERRY

Elderberry AB undertakes curriculum development and strategic studies,
authoring, testing, editing, evaluating and publishing within: school, youth,
adult, teacher Cultural and VET education, mostly with socio-cultural and
urban implications. The company is experienced with traditional methods
for authoring educational material and training as with eLearning, mobile
learning and eCulture. Elderberry also has 20 years of experience as a
partner and coordinator of EU projects.
 
Elderberry compiled this handbook which included editing and undertaking
the final layout.

www.elderberry.nu

elderberryab@gmail.com

http://www.coventry.ac.uk/research/areas-of-research/postdigital-cultures/
http://www.infodef.es/
http://www.elderberry.nu/
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