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Abstract—As Agile project management has become 
increasingly popular as a project management 
methodology, Agile project managers (AgPM) are 
important in leading and managing Agile projects. 
However, professional project management bodies and the 
academic literature lag behind industry practices in 
articulating competency frameworks for understanding the 
requirements of AgPM. This study examines the 
organisational expectations for AgPM competencies as 
signaled to the job market through advertisements. Using 
an integrated framework of Agile project competencies, we 
conduct a content analysis of AgPM job advertisements 
from the Australian and New Zealand job market. Our 
results identified the frequently signaled personal, practice 
and perspective competencies, including the co-occurrences 
of these competencies, for recruiting AgPM. Additionally, 
we identified the more frequently utilized individual 
personal and project-related practice competencies, as well 
as the less utilized Agile-focused perspective competencies. 
The findings of this study will help the Agile movement 
consider the competencies that are more important for 
organizations to learn; allow employers to articulate their 
competency requirements for potential jobs; and enable job 
seekers to understand and develop the required 
competencies for successful application to AgPM roles. 
Overall, this study provides an empirical grounding in the 
specific competencies required for the AgPM role in 
industry. 

 

Index Terms—Agile project management, Agile project 
manager, competencies, job advertisements, signaling 
theory. 

I. INTRODUCTION 
gile project management (APM) is a management 
approach that emphasizes flexibility and response. The 

advent of APM reflects the increasingly dynamic and high-
demand environments project managers face. The ability to 
cope with high uncertainty, short development cycles, lack of 
physical deliverables, incremental product release, continuous 
customer involvement and responsiveness to change 
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characterizes APM approaches, making APM increasingly 
popular in diverse environments and industries [1-3]. 

Organizations increasingly use APM as their preferred 
project management approach [4]. A recent survey in the 
software development sector demonstrated that even during the 
COVID-19 pandemic, organizations had increased their 
dependency on APM [5]. Studies suggest that APM approaches 
have greater success rates in software and information 
technology projects than the traditional waterfall approaches [6-
8]. Additionally, others have found that APM implementation 
requires careful attention to human resource management 
competencies [9]. For example, studies have found that 
successful APM implementation is associated with the project 
manager role and team communication [10], individual and 
team competencies [11], and individual and organizational 
well-being [12]. 

APM is a cultural shift focused on collaboration, people, 
tools and processes, and can significantly impact the project 
manager’s role and place in the team or organization [10, 13]. 
There is strong demand for competent professionals to lead and 
manage Agile projects in organizations [14]. APM requires a 
facilitative approach, in contrast to the traditional waterfall 
method, where the project manager has a ‘command and 
control’ role [15]. As such, scholars note that the competencies 
required for managing Agile projects may differ from 
traditional project management competencies [11]. 

In APM, the role of a project manager is more strategic and 
requires more effort to manage teams and stakeholders [13]. 
Despite this, the role of the AgPM is yet to be defined and 
investigated in the academic literature and by project 
management professional bodies. Scholars suggest that the 
AgPM title and role is new in the market, and many APM 
practicing organizations still utilize the project manager job title 
in Agile projects [4, 16]. Others suggest that in an Agile project, 
the project manager has a hybrid management role, and must 
strike a balance between providing autonomy versus structure 
[15]. For example, an AgPM is responsible to the team and the 
organization, and will take on risk management without asking 
the team [15]. Additionally, Shastri et al. [17] conclude that the 
role of the project manager is still crucial in APM, as they carry 
out traditional project management activities, but also have a 
dual role in dealing with development teams and stakeholders. 
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Due to the importance of this role in APM, a more granular 
understanding of the competencies required by organizations is 
necessary. 

To date, research into AgPM competency is sparse and 
fragmented, making it difficult to understand the market need 
[18]. As organizations recruit a growing number of project 
management professionals to manage Agile projects, the AgPM 
role will evolve in response to changing market requirements. 
Scholars have suggested that how organizations communicate 
their competency needs can profoundly impact their strategy 
and performance [19, 20]. Thus far, there is scant research into 
what organizations communicate about their competency 
requirements for AgPM. Greater insight in this area is necessary 
to understand how APM is utilized in organizations, including 
how they select the right competencies and the people required 
to meet the challenges of APM. Therefore, this study aims to 
examine the organizational signals of competencies for AgPM 
in APM with the following research question: What do 
Australian and New Zealand job advertisements signal about 
AgPM competencies? 

To answer the above-mentioned research question, this study 
set its objectives to: (i) explore the market signals of AgPM 
from job advertisements; and (ii) examine the criticality of in-
demand competency signals expected of/from an ‘agile project 
manager. To fulfil the research objectives, we conduct an 
empirical investigation of job advertisements and utilize 
qualitative and quantitative content analysis [19, 21, 22]. 
Qualitative content analysis allows us to explore the insights of 
job advertisement contents and to develop a market focus 
competency dictionary. Quantitative content analysis of job 
advertisements examines the criticality of demand of 
competencies from these market signals. This study’s 
contribution is to identify and integrate a competency 
framework for the critical competencies of AgPM to better 
understand the market demands of the AgPM role. This study 
first builds a higher-level competency framework by 
identifying competencies through the International Project 
Management Association (IPMA) lens and PMBOK 7th edition. 
Secondly, we utilize content analysis [21, 23] to analyze job 
advertisements to build a picture of the job market demands for 
AgPM competencies. Using signaling theory as theoretical 
framework, we examine job advertisements as the primary 
source of organization’s signals of recruiting or information 
about the organization’s requirements for AgPM competencies. 
Organizations’ signals about these competencies underline their 
APM imperatives and influence the quality and quantity of their 
applicant pool [24]. 

The rest of the paper is organized as follows: Section 2 
presents a literature review of APM. Section 3 discusses the 
research methodology, while Section 4 provides results and 
analysis of Agile project manager competencies. Section 5 
provides a discussion of the results. Section 6 concludes the 
study, summarizes the study implications, and outlines future 
research directions. 

 

II. LITERATURE REVIEW 

A. Agile Project Management 
‘Agile’ generally means a quick response to change within 

the boundaries of a project. Academic research has defined 
APM as ‘an approach based on a set of principles, whose goal 
is to render the process of project management simpler, more 
flexible and iterative in order to achieve better performance 
(cost, time and quality), with less management effort and higher 
levels of innovation and added value for the customer’ [25]. 
APM traces its origins primarily from the software industry, 
where it has seen great application and success [25]. However, 
it has seen increasing application in other industries and 
environments, including oil and gas [26] and the public sector 
[27]. APM is a mindset defined by values, guided by principles 
and manifested through many different practices [1]. It is a 
philosophy covering four value statements and 12 principles 
[1]. When contrasted with more traditional project management 
methods such as the waterfall model (a linear sequence of well-
defined activities), APM is better able to deal with uncertainty, 
be flexible and adapt to change [28]. APM is an umbrella term 
with diverse approaches and methodologies, such as lean 
software development [29], Scrum [30], and extreme 
programming (XP) [31]. However, they share common values 
and principles of managing teams and projects [13]. 

B. Understanding AgPM Competencies through Signaling 
Theory 

A competency is a complex combination of knowledge, 
skills, abilities, traits and behaviors that allow an individual to 
successfully perform a task, activity or function within a 
defined work setting [32]. Competencies are related to job 
performance and are essential determinants for recruiting, 
selecting and measuring individuals’ performance [33]. 
Research demonstrates that project manager competencies can 
have strategic implications for practice [19], including 
improving organizational and developmental practice [34] and 
improved project performance [35, 36]. AgPM competencies 
for managing Agile projects are valuable resources for an 
organization. Hiring the right people at the right time for the 
right job is a source of competitive advantage for organizations 
[37]. Thus, recruitment advertising performs a critical role in 
bringing the requisite human capital into the organization. 
Organizations unable to recruit and select the right talent cannot 
compete with organizations that do[38] . 

Recruitment via job advertisements signals employer 
expectations and the required competencies for an advertised 
role [39]. We use signaling theory [40] as the theoretical 
underpinning to explain the role of job advertisements in 
demonstrating AgPM competencies. Signaling theory posits 
that two primary actors, the signaler and receiver, together with 
the signal itself create a signaling environment in which 
signalers are motivated (or not) to signal their quality to the 
receiver. The theory suggests that employer job advertisements 
(the signaler) serve as a signal to the job market (the receiver) 
about the organization’s competency requirements and can 
affect institutional and organizational outcomes such as the 
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quantity and quality of the applicant pool [41] and expected 
level of professional norms [42]. Employers can utilize job 
advertisements as a signal for the market demand for 
competencies. Similarly, job seekers use job advertisements as 
information cues about unknown organizational attributes [43]. 
Moreover, the Agile movement can reflect on the content and 
utility of the competencies signaled by these organizations. 

Examining organizational perspectives of competencies, 
such as by analyzing the signals they send when recruiting 
AgPM, allows an insight into what organizations think makes 
AgPMs successfully fulfil the role [44]. Research analyzing job 
advertisement signals shows how parties exchange vital 
information on role expectations and the required competencies 
[45]. Additionally, job advertisements signal the organization’s 
intentions and requirements for competencies [35, 46, 47]. 
Studies have recently examined the signals that recruiting 
websites and employer reviews send to potential employees, 
highlighting the importance of consistent and congruent 
communication practices in those media [12]. This drives the 
development of professional competencies into ingrained 
frameworks. In project management, recruitment messages, 
such as job advertisements, signal the labor market demand for 
project manager competencies [19, 35] and particular 
preferences for the profession [48]. Thus, recruitment messages 
such as job advertisements for AgPM can provide an insight 
into organisational goals and messages regarding AgPM 
competencies useful for recruiting and selecting AgPMs [49]. 
Additionally, by studying these signals, insights into the 
professionalization of AgPM can be gleaned [50]. 

C. Conceptual Framework of AgPM Competencies and 
Mapping with PMBOK 

A competency framework for professions defines and 
classifies job competency requirements and guides individuals 
and organizations in their recruitment, selection, development 
and performance [51]. The Project Manager Competency 
Development (PMCD) framework describes generic project 
manager competencies as dimensions of knowledge, 
performance and personal competencies [52]. Furthermore, the 
PMCD suggests developing a comprehensive competency 
framework for different industries [52] (p. 4). To our 
knowledge, there is no required competency framework for 
AgPM in the literature or by Agile-related professional bodies. 
Existing Agile-related professional body publications are 
primarily guidelines. For example, the Agile practice guide of 
the Project Management Institute (PMI) provides general 
guidelines and an understanding of Agile approaches and a 
framework, tools and techniques that project teams can use, and 
explains how to create and deliver a project in an agile 
environment to deliver valuable results to their customers [1]. 
Other professional bodies, such as the IPMA, published an 
Agile reference guide in 2018, which goes further to clarify the 
need of Agile leaders and explains how different Agile elements 
(perspective, people and practice) translate into observable 
competencies in an Agile environment [14]. 

The 7th edition of PMBOK introduced 12 principles of 
project management and eight performance domains of projects 

[53]. These are: be a respectful and caring steward; create a 
collaborative team environment; effectively engage 
stakeholders; focus on value; system thinking; demonstrate 
leadership behavior; tailor-based on context; build quality into 
process and deliverables; navigate complexity; optimize risk 
responses; embrace adaptability and resilience; and enable 
change. The eight performance domains are stakeholder; team; 
development approach and life cycle; planning; project work; 
delivery; measurement; and uncertainty [53]. These principles 
guide project managers to shape the performance domain to 
intended outcomes. Merging these performance domains is 
critical for the delivery of project values based on the project 
context and environment through tailoring project ‘lifecycle 
and development’ (such as predictive, adaptive or hybrid, 
Agile), ‘methods’, ‘models’, and ‘artefacts’ [53]. To adjust to 
the market demand for different types of competencies and to 
span value delivery in projects, the PMI also revised the format 
of the project management professional exam (widely known 
as PMP), which is now focusing on assessing professional 
knowledge in domains such as people, process and business 
environment in predictive, Agile and hybrid project approaches 
[54]. We adopted the IPMA Agile competency elements as our 
competency framework. We incorporate the IPMA Agile 
practice guide and consider the personal, project practice and 
Agile perspectives competencies required for managing Agile 
projects [14]. We mapped the IPMA competency categories 
with the Agile Manifesto values [1]. In integrating existing, 
albeit diverse Agile competency models, our comparative 
framework shows how the IPMA Agile elements align with the 
PMBOK principles, performance domains, and project 
methods, models, and artefacts. Table 1 provides a brief 
overview of the competency elements, including how the 
framework elements are also linked with PMBOK principles 
and performance domains. 

III. RESEARCH METHODOLOGY 
We utilised qualitative and quantitative content analysis 

methods to address our research questions. Content analysis 
provides a systematic and objective means to describe and 
quantify specific phenomena through making inferences from 
verbal, written or even visual data [19, 21]. Thus, due to our 
focus on what organizations are likely to require and signal to 
the labor market, we utilize content analysis of job 
advertisements as our research design. This approach is 
recommended by scholars to examine specific competencies 
required for a particular position (like AgPM) [55]. To 
investigate the market signals of AgPM from job 
advertisements (our first research objective), we 
employed/utilized a qualitative content analysis approach to 
code the job advertisement contents and develop a competency 
framework dictionary (sections III D-E). Subsequently, to 
examine the criticality of in-demand competency signals 
expected from AgPM (our second research objective), we 
quantitatively analyzed the competencies through the frequency 
of occurrences, cluster analysis, and rank order of the 
competencies (sections IV A-D). Although there is a wide range  
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of methods and techniques within a content analysis, typical 
steps are found in most studies [21]. In line with Mayring [56], 
this study employs the following research methodology (Fig. 1) 
suggested by Ahsan, et al. [19] for the content analysis of job 
advertisements in project management. 

A. Creating an Agile Project Manager Competency 
Framework 

The first step for this study involved creating an IPMA-based 
competency framework, outlined in Section 2(C) and Table 1. 
The framework consists of three broad categories of 
competencies (personal, practice, and Agile perspective) and 
competency indicators or sub-themes. This framework was the 
basis of our content analysis to investigate the market demand 
for competencies in each category. Within each category of the 
competencies, the following analysis method determines the 
specific competencies demanded by the market. 

B. Identifying Job Advertisements 
Job advertisements provide signals on the labor market as 

well as valuable insight into the skills and knowledge that is 
required within a professional realm [57]. This study sourced 
AgPM job advertisements over seven months (September 2020 
to March 2021) from the most extensive job websites in 
Australia (seek.com.au) and New Zealand (seek.co.nz). Online 
job boards provided a comprehensive, reliable and broad source 
of job advertisements, allowing systematic and manageable 
access to their databases [19]. Over four million job 
advertisements are posted on Seek, and 450 million people visit 
these websites [58]. We did not consider other job boards as 
recruiters often post the same advertisements simultaneously on 
multiple websites [19]. 

C. Data collection 

To minimize errors and endure consistency with the research 
scope, we used the keyword selection, job advertisement search 
process, and sample collection procedures recommended by 
Mayring [56]. We refined our search criteria using exclusion 
and inclusion criteria, restricting our search to articles that used 
keywords related to APM, such as ‘Agile project manager’, and 
‘project manager-Agile’. Our exclusion criteria included terms 
such as ‘product development manager’, ‘IT manager’ and 
‘software development manager’. We identified 130 jobs from 
Australia and 55 jobs from New Zealand. Job advertisements 
were saved in pdf from, with the job title as the file name. Each 
job advertisement was given a unique code, and further 
screening was conducted to remove duplicates. Following this 
process, we obtained a final sample of 154 useable job 
advertisements (118 jobs from Australia and 36 jobs from New 
Zealand). 

D. Content Coding and Dictionary Development 
We followed a coding process that recommended deductive 

structuring procedures for content analysis [56]. The initial step 
involved using NVivo®12 to conduct the content search and 
coding based on Table 1. Initially, the first author scanned the 
job advertisement contents/excerpts (codes) for each job 
advertisement. Codes that fell under an indicator (sub-theme) 

were assigned within the sub-themes. Following this process, 
we completed the coding for all samples, recorded the 
frequency of each competency, and calculated the total 
frequency of the jobs related to the recorded competency. Next,  
the second author examined the coding for any inconsistencies. 
Examples of job advertisement excerpts are shown in Column 
4 of Table 2. 

In the second step (shown in Column 2, Table 2), sub-themes 
were identified and were matched to each sub-theme of the 
competencies in Table 1. Following this process, we identified 
31 sub-themes, which were further matched with the relevant 
IPMA competency indicators in Table 1. Finally, we assigned 
these sub-themes (competencies) to each overarching 
competency dimension (competency categories of Table 1). 

In Table 2, we describe each of the competencies, present 
how these were formulated and grouped under the relevant 
category, and give supporting data as a coding exemplar. The 
market demand competency framework comprises 31 
competencies, of which 12 are personal, 13 are Agile project 
practice-related, and six are Agile perspective-specific. 

E. Coding Reliability 
The trustworthiness of our content analysis [22, 59] was 

enhanced by involving two researchers who went through the 
competency theme (Table 1) and sub-theme definitions (Table 
2), and content analysis steps independently [23]. 
Disagreements were then discussed with reference to the 
existing Agile and project manager competency literature, and 
resolved by referring to the codes in question and reaching a 
consensus [60]. We achieved an inter-rater agreement of 93% 
(agreement on 1320 out of 1418 codes). 

IV. ANALYSIS 

A. Overview of the AgPM Job Market 
Content analysis of 154 job advertisements shows that the 

majority (75%) were from major Australasian cities, such as 
Sydney (32%), Melbourne (19%), Auckland (14%) and 
Brisbane (10%). The jobs represented projects mainly for 
industries in the ICT (38%), banking, finance and insurance 
(33%), government (12%) and oil and gas (9%) sectors (see Fig. 
2). About a 40% of the jobs were contractual and temporary (3–
12 months duration). For temporary contract positions, the 
salary range was AUD 800–1000 per day (without 
superannuation). The salary range for a full-time position is 
between AUD 90–150K. About 20% of the jobs require a 
specific STEM-related tertiary degree as part of the 
qualification necessary to apply for the job.  

B. Investigation of Market Demand for Competencies 
The sample of job advertisements generated 1418 competency 
codes under the personal, practice and perspective categories. 
We performed a keyword frequency analysis of the competency 
codes and developed a word cloud (Fig. 3). Analysis of the 
weighted percentage (the frequency of the word relative to the 
total words counted) of keywords shows that the top ten most-
used keywords around AgPM competencies are Agile, project, 
team, Scrum, skill, experience, delivery, teams, management 
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and communication. The frequency range of the top ten 
keywords is from 814 to 241, with a weighted frequency of 
greater than 1%. If we compare the keyword summary (Fig. 3) 
with the Table 2 competencies, it appears that the market 
demand analysis of competencies is captured well in our coding 
and frequency analysis. 

C. Analysis of Market Demand for Different Categories of 
Competencies 

We analyzed the frequency of occurrence of the 
competencies under each category. Competency code 
frequencies begin at ‘1’ to indicate the presence of these 
competencies. In our analysis, 148 jobs mentioned practice, 142 
jobs personal and 108 jobs Agile perspective competencies. We 
conducted a cluster analysis of the competency categories to 
investigate the co-occurrence of two sets of competencies in the 
same job advertisement. We used NVivo to perform the cluster 
analysis, assessing the degree of similarity and diversity 
between the paired sets of competencies with Jaccard’s 
coefficient. The index value is always between 0 (meaning no 
co-occurrence) and 1 (for co-occurrence). The calculated index 
between each pair of items allows NVivo to group the items 
into clusters. 

This cluster analysis shows strong demand co-occurrence 
between the ‘practice’ and ‘personal’ categories of 
competencies, with the highest Jaccard’s coefficient value 
(0.907). There was high co-occurrence between the ‘practice’ 
and ‘perspective’ categories (Jaccard’s coefficient 0.673). 
Competency categories ‘personal’ and ‘perspective’ also had 
showed a high co-occurrence (Jaccard’s coefficient 0.655). Fig. 
4 shows the cluster dendrogram (third column) of competency 
categories, where competencies co-occurring less often are 
shown to co-occur more often further away from each other, 
categories as close to each other. Overall, it appears that the 
majority of jobs demand all three competencies, with the most 
common combinations the ‘personal’ and ‘practice’ categories. 

In the next step, we analyzed the market demand for all 31 
competencies under the three broad categories, and a summary 
of the analysis is shown in Fig. 5. 
1) Personal Competency  
In total, nine out of ten jobs indicated requirements for personal 
competencies for the AgPM position. The AgPM jobs 
demanded 12 different personal competencies, shown in Fig. 5. 
Among these, teamwork is the most frequently required (70% 
of the jobs demand this competency). The second most 
frequently demanded competency under this group is effective 
communication. Frequently cited communication skills are 
verbal, written, presentation, and interpersonal communication. 
Leadership is the third most popular competency; (33% of jobs 
sought leadership ability). Other critical personal competencies 
are problem-solving, self-motivation, time management, self-
driven learning, conflict resolution, negotiation, analytical 
mindset, Agile mindset and self-organization. 
2) Agile Practice Competencies:  

Clearly, all the AgPM jobs require Agile practice-related 
competencies. However, the priorities for the competencies 
under this group varied in the job advertisements. Fig. 5 shows 
the 13 different Agile practice-related competencies in the 

market. ‘Agile delivery and implementation’ is the most 
frequently required practice competency (64%). AgPMs must 
be able to lead Agile ceremonies, such as sprint planning, the 
daily Scrum, sprint reviews and sprint retrospectives. 
‘Stakeholder management’ is the second most commonly 
required practice competency; 62% of jobs seek this 
competency. The third most common competency is ‘cross-
functional focus’; 32% of jobs mention this as one of the critical 
competencies needed in the AgPM role. Other Agile practice-
related competencies are ‘change management’, ‘scope, budget 
and timeline preparation’, ‘continuous improvement’, ‘progress 
reviewing and reporting’ and ‘multiple project coordination’. 
3) Agile Perspective Competencies 

 Eight out of ten jobs seek Agile perspective competencies. 
In total, we identified six different competencies under this 
category. Agile framework competency (such as Scrum or 
Kanban) is the most sought-after Agile perspective competency 
in the market; 42% of jobs require this. Approximately 31% of 
jobs require fundamental knowledge and understanding of 
Agile principles, the second most named competency. Other 
Agile perspective competencies are ‘monitor and manage 
compliance, standards and regulations’, ‘align Agile work with 
organization culture and values’, ‘governance and process’ and 
‘mission and strategic alignment’. 

D. Rank Order of Market Demand for Competencies 
We analyzed the job market demand frequency of all the 

competencies and show the overall rank order of the 
competencies in Fig. 5. The concentration of market demand of 
the competencies varies between them (from 4.5 to 69.5%). It 
appears that out of 31 competencies, the top ten are ‘teamwork’, 
‘Agile delivery and implementation experience’, ‘stakeholder 
management’, ‘effective communication’, ‘Agile framework 
competency’, ‘leadership’, ‘cross-functional focus’, 
understanding of Agile principles or methodologies’, ‘change 
management’ and ‘scope, budget and timeline preparation’. Out 
of this top ten, three are personal, five are practice, and two are 
Agile perspective competencies. 

Fig. 5 displays the frequency of demand for all 31 
competencies. The mean frequency of demand was 0.23; the 
standard deviation was 0.1789, the median was 0.188 and 
skewness 1.29. Because of the skewness, we focus on the 
median value instead of the mean. Based on the median 
frequency data, we further group competencies into three 
demand groups: ‘high demand’, ‘moderate demand’, and ‘least 
demand’. Fig. 6 shows the three groups of competencies based 
on demand. Competencies whose market demand fell in the 
range more significant than ‘median + 1 standard deviation’ 
(36.72%) are considered high demand; whereas those whose 
demand fell within ‘median or less’ (18.8%) are considered 
least demand competencies. Those with demand levels falling 
between the ranges: ‘greater than the median (18.8%) but less 
than equal to median + 1 standard deviation’ (36.72%) are 
considered moderate demand competencies. 

Out of the 31 competencies, five fell into the ‘high demand’ 
group, 11 fell into the ‘moderate demand’ group, and 15 were 
found to be in the ‘least demand’ group. Fig. 6 also shows that 
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the majority of practice competencies fall within the high and 
moderate demand groups. In contrast, personal and Agile 
perspective competencies are largely in the least demand group. 

We note that these high-demand competencies are related to 
PMBOK’s project performance domain (such as teamwork, 
stakeholders, planning, project work, delivery, development 
and life cycle); principles (such as stewardship, collaborative 
team environment, engaging stakeholders, focus on value, and 
tailoring to the context and environment and stakeholder 
needs); project management methods (such as meeting and 
events, stakeholder analysis); and artefacts (such as log and 
register, and plan) [53]. 

We also conducted a co-occurrence analysis of the 31 
competencies and generated a cluster dendrogram, shown in 
Fig. 7. This showed high-demand competencies co-occurring 
with a Jaccard’s similarity index value in the 0.4–0.5 range. The 
highest co-occurrences are between ‘teamwork’ and 
‘stakeholder management’ (Jaccard’s coefficient 0.496); 
‘teamwork’ and ‘Agile delivery and implementation’ (Jaccard’s 
coefficient 0.485); ‘stakeholder management’ and ‘Agile 
delivery and implementation’ (Jaccard’s coefficient: 0.473); 
‘stakeholder management’ and ‘effective communication’ 
(Jaccard’s coefficient: 0.461) and ‘teamwork’ and ‘effective 
communication’. Among the moderate demand competencies, 
the following combinations had a 0.353–0.25 co-occurrence 
rate: ‘scope, budget and timeline preparation’ and ‘progress 
review’; ‘understanding of Agile principles and methodologies’ 
and ‘change management’; ‘scope, budget and timeline 
preparation’ and ‘change management’; ‘scope, budget and 
timeline preparation’ and ‘quality and customer focus’ and 
‘progress reviewing’ and ‘change management’. Among the 
least demanded competencies, none of the combinations had a 
co-occurrence rate of greater than 0.25. 

V. DISCUSSION  
This study investigates the research question, ‘What do 

Australian and New Zealand job advertisements signal about 
AgPM competencies?’ Our study identified 31 competencies 
for AgPM that organizations signaled to the APM labor market. 
Analysis of the market demand for all 31 competencies 
demonstrates different concentrations of competency 
requirements, which can be categorized into ‘high demand’, 
‘moderate demand’ and ‘least demand’ groups, according to 
organizations’ priorities in signaling their requirements. The 
following sections discuss these three different categories of 
competencies for AgPM and their implications for APM in 
general.  

A. Market Signals for Personal Competencies 
The personal competencies are primarily related to AgPM-

specific individual-level or people-related characteristics [52]. 
Most of the key personal competencies emphasize the IPMA 
competence lists [14] (p 44–47). However, in terms of demand 
intensity, we identified 12 personal competencies (see Fig. 6), 
of which teamwork, effective communication and leadership 
are in moderate and high demand in the market. These 
behavioural competencies are also critical for project managers 

in waterfall methodology [19, 35]. 
The majority of AgPM jobs require teamwork competencies. 

In the advertisements, the main language used for teamwork 
was that AgPM need to ‘support, mentor, or coach a team to 
work around the goals of Agile’; ‘motivate teams to 
continuously increase their performance, support the team in a 
tough environment’ and ‘trust the team to achieve project 
objectives’. AgPM create a collaborative team environment 
[43] and form self-organizing and self-disciplined teams to 
generate value [1]. The attributes of these teamwork 
competencies align with the duties and responsibilities of the 
AgPM towards the team, as mentioned in the Agile practice 
guide [1]. 

AgPM also require a proven ability to communicate with 
clients, vendors, and project stakeholders. Job advertisement 
mentioned that AgPM need skills for ‘creating and 
implementing a comprehensive communications plan’ to run 
Agile project activities and that the ability to ensure the correct 
information is recorded, reported, and distributed in the correct 
format, to the right people, and in good time remains part of the 
project manager’s role. The above summary of communications 
skills and abilities aligns with the Agile Manifesto [61], which 
encourages effective communication for a successful Agile 
project through regular meetings, verbal communication and 
instantaneous feedback. 

Organizations expect ‘Agile leadership’ competencies from 
AgPM. AgPM are expected to show the ability to work as 
‘servant leaders’ or to work as a facilitator with ‘excellent 
adaptive team leadership capabilities’. Job advertisements 
expect Agile-focused leadership skills to ‘foster a continuous 
improvement culture’ and ‘resolve impediments’, ‘coach and 
mentor’ and ‘mobilize and motivate’ the Agile team to ‘set 
direction’ and ‘to achieve the project goal’. 

It is important to mention that nearly two-thirds of personal 
competencies fell into the least demand group. The least 
demanded competencies are (in descending order) self-
organization, analytical mindset, Agile mindset, negotiation, 
self-learning ability, conflict resolution capacity, time 
management, self-motivated and problem-solving. 

These findings are relevant to our examination of the market 
signals for AgPM through job advertisements because they 
present us with an approximation of the competencies required 
of AgPM in the industry. The signaled demands report on 
required personal competencies AgPM can acquire and develop 
for APM roles in the industry. These findings on personal 
competencies are consistent with the role of a project manager 
in APM [17, 25]. Additionally, personal competencies such as 
teamwork, effective communication and leadership, are also 
required by traditional project managers, as reflected by 
professional body documents [52] and the project management 
literature [19, 35]. However, our analysis shows that these 
personal competencies (teamwork, effective communication 
and leadership) must be customized for Agile projects in the 
APM environment. 

B. Market Signals for Practice Competencies 
Practice competencies are related to how project managers 
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accomplish projects activities by applying their knowledge and 
individual skills [52]. Practice competencies support the project 
to accomplish performance. We identified 13 different AgPM 
practice competencies (see Fig. 6) under the high and moderate 
demand groups. In other words, organizations signal more 
practice competencies to manage the essential key project 
performance of PMBOK (stakeholder management, 
development and life cycle, project work, delivery, 
measurement, and uncertainty domain) [53]. 

The market demand frequency of the practice competencies 
shows that Agile project implementation and delivery, and 
stakeholder management are the two high-demand practice 
competencies identified from the job market. An important 
implication from identifying practice competencies is that 
organizations are signaling that they require AgPMs with 
proven experience in implementing and delivering Agile 
projects, which is about planning, controlling, and coordinating 
project delivery work. The advertisements emphasized proven 
skills and experience in the end-to-end execution of Agile 
methodologies. Organizations expect AgPM to have the skills 
to lead end-to-end execution of Agile methodologies and 
facilitate Agile ceremonies. For example, Scrum includes 
several ceremonies and end-to-end processes that are essential 
practices for implementing Agile methods [1]. Organizations 
require managers to facilitate Scrum ceremonies, and 
particularly to be skilled in coordinating project meetings and 
events, such as daily stand-ups, iteration review, iteration 
planning, and to plan, manage, log and register artefacts such as 
the iteration plan, release plan, scope management plan, 
backlog, changelog, and assumption log. AgPM may also be 
responsible for facilitating Agile ceremonies in multiple 
projects. 

There is a high demand for stakeholder management skills. 
AgPMs should have the skills and ability to manage 
stakeholders such as the Scrum team, the product owner, the 
end-user, the client, and the organizational units. AgPM require 
the skills to educate stakeholders on Agile practices and engage 
them more frequently in every project iteration. Market signals 
also highlight that AgPM must be capable of establishing an 
intensive, direct and continuous collaboration with 
stakeholders. At each iteration, through stakeholder 
management, an AgPM is expected to ensure a positive work 
environment for the team and to ensure the final project will be 
accepted. 

More than two-thirds of the practice category competencies 
are moderate demand. According to their importance, the 
moderate demand practice competencies are cross-functional 
focus; change management; scope, budget and timeline 
preparation; progress reviewing and reporting; continuous 
improvement; work with the product owner to maintain 
backlog; quality and customer focus; remove organizational 
impediments and risk management. This further suggests that 
organizations recognize the dynamic nature of APM. When 
contrasted with the two practice competencies of the low 
demand group (‘multiple (Agile) project coordination’ and 
‘project delivery within time, budget and quality’), the practice 
competencies signal suggest that traditional project 

management pressures do not play an essential role in APM, as 
these practice competencies signal the coordination and control 
imperative. One possible explanation is that as APM 
predominates in industry, philosophical changes to APM (such 
as self-organization and delivering value over costs) may still 
lag practice in the industry. However, this is speculative, and 
future work will need to address the dissemination of APM 
philosophies. 

C. Market Signals for Perspective Competencies 
Perspective competencies address how an AgPM adopts an 

Agile strategy, frameworks and standards and ensures 
compliance, standards and regulations in an organizational 
setting. Agile perspective competencies are the least signaled in 
this study (see Fig. 6). Among these competencies, only ‘Agile 
framework competency’ and ‘understanding of Agile principles 
and methodologies’ are in high and moderate demand. 

AgPM require proven knowledge and experience through 
certification of their Agile framework competency. The market 
signal for this competency shows that there are strong 
requirements for Agile certification for AgPM. As proof of 
competency, job advertisements are seeking APM accreditation 
or certification such as Certified Scrum Master (CSM), 
Professional Scrum Master (PSM), PMI-Agile Certified 
Professional (ACP), scalable Agile frameworks (SAFe). APM 
is an umbrella term, with many Agile frameworks sharing 
common values and principles of managing teams and projects 
[13]. Hence, AgPM job seekers can focus on framework 
certification to be competitive in the market. 

AgPM require a demonstrable understanding of Agile 
principles to guide, facilitate and support a team to work within 
an Agile framework. Nearly one-third of jobs signal knowledge 
and understanding of Agile principles and methodologies. Job 
advertisements strongly emphasized methodological 
knowledge of Agile approaches; including, but not limited to, 
Scrum, Kanban, and XP. Job advertisements quoted specific 
competencies such as ‘expert-level knowledge of Scrum theory 
and practices’, ‘deep working knowledge of Agile delivery and 
frameworks’, ‘knowledge of Agile rituals’ and ‘excellent 
knowledge in the application of Agile and lean approaches’. 

VI. CONCLUSION, LIMITATIONS AND FUTURE RESEARCH 
Our study examines organizational expectations of the 

competencies required for the AgPM role. Using the existing 
categories of Agile project competencies [14], we analyze 
AgPM job advertisements to investigate job market demands. 
We highlight the organizations’ signals on ‘high demand’ 
AgPM competencies and how they link with the PMI’s latest 
PMBOK project performance domain, principles, project 
management methods and artefacts [53].  

Through qualitative and quantitative analysis, we answered 
what job advertisements signal about AgPM competencies; in 
other words, we identified a direct competency requirement 
communication between employers and AgPM job candidates. 
Concerning our first research objective, this study’s use of 
qualitative content analysis allowed us to explore insights into 
the latent content of unstructured job advertisement texts. We 
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examined real-world labor market demands on AgPM 
competencies by exploring job advertisement textual data. The 
qualitative analysis of online job advertisements helps us to 
explore what and how employers stipulate specific 
competencies for the AgPM role. We employed a quantitative 
content analysis approach to empirically investigate the patterns 
relating to market signal through the frequency of each 
competency, word cloud of competencies, rank-order of 
competencies in-demand, cluster analysis of competencies, and 
related descriptive statistical analysis to group competencies. 
Our results demonstrated the criticality of market demand 
competencies for the AgPM role, highlighting the hierarchy of 
signals (high, medium, and low demand) broadcasted in job 
advertisements. Additionally, the inclusion of quantitative 
analysis also ensured the semantic validity of the results 
explaining how and to what extent market demand of 
competencies are emphasized and related to each other. This 
multi-prong approach to answering the research question offers 
a more rigorous analysis of the multidimensional and complex 
phenomena of AgPM competency signals in industry [11]. 

Our findings reveal that organizations highlight personal and 
practice-related competencies more than perspective 
competencies for their APM. Co-occurrence analysis shows 
that most of these highly demanded competencies are required 
by jobs concurrently. This demand commonality is observed 
between teamwork, stakeholder management, Agile delivery 
and implementation and practical communication 
competencies. 

This study is one of the first attempts in the APM literature 
to conduct an in-depth empirical analysis of the market signals 
regarding AgPM competencies based on market signal (job 
advertisement) information. Our main findings show that 
organizations’ signals regarding desirable competencies to 
potential AgPM candidates are specific and have meaning for 
the existing project management literature and professional 
body guidelines such as the PMBOK [53] and Agile guides [1, 
14]. By identifying categories of competencies for AgPM based 
on Agile literature and industry reference guidelines [14], we 
have detailed the competencies required by AgPM. Although 
scholars have debated the role of project managers in APM [9, 
11], this study provides an empirical grounding on the specific 
competencies for the AgPM role in industry, based on type and 
intensity of demand. 

These findings have important practical implications for the 
organizational and institutional-level outcomes of APM. From 
an organizational level, identifying AgPM competencies to run 
and manage Agile projects implies that organizations employ 
project managers to play a significant role in managing Agile 
project teams, stakeholders, and the project itself, often with a 
broad list of required competencies. These competencies have 
implications for recruiting organizations seeking AgPMs. First, 
these findings provide a valuable framework for understanding 
which competencies can signal the required human capital for 
successful APM [49]. Often there is a lack of information about 
the skills that are in demand in the market; employers are 
sometimes unable to determine what characteristics and skills 
they are looking for in potential AgPM. Thus, our study enables 

organizations to better understand the basis of their AgPM 
advertising and the signals they wish to impart to the labor 
market. Our findings on the market demand for competencies 
can help employers prepare for potential job roles/descriptions 
and re-skill their existing or potential AgPM to deal with 
changes in the workplace due to technological and digital 
transformation through Agile projects. Second, from a 
development point of view, these signals demonstrate the 
AgPM competencies that are valued by organizations [62]. 

From an institutional perspective, the APM movement could 
now consider whether these frequently used and co-occurring 
competencies are signaling the full scope of competencies 
required for AgPM. For example, as APM grows in popularity 
in mainstream industries, should the APM movement actively 
champion less-signaled competencies, such as the perspective 
competencies, to deliver a more effective APM and AgPM 
framework for organizations? Our findings also reveal what 
organizations consider the potential professional norms for 
AgPM competencies. The APM movement can develop these 
competencies into a more comprehensive career and 
certification frameworks. Through integrating the historical 
professional development and existing AgPM competency 
frameworks, this research has provided an insight into the 
emergence and evolution of AgPM competencies, useful for 
further theoretical development and assessment. 

Additionally, the research output can provide a market signal 
regarding the critical competencies for AgPMs and APM. This 
will allow potential AgPM to identify and develop the required 
competencies signaled by employer organizations. By shining 
a light on the demand-side and supply-side implications, our 
findings allow organizations and individuals working as AgPM 
to be strategic about their human resource management and 
their performance [18]. 

Finally, our study has certain limitations. We note that our 
data collection spans seven months during a pandemic that may 
have affected the number and types of APM roles advertised. 
However, we think that this does not impact the quality the 
study, for three main reasons. First, compared to the more 
established traditional project manager job advertisements, the 
number of AgPM job advertisements is smaller, but growing, 
in the Australasian job market. Other studies of emergent roles 
and professions have investigated similar or smaller sample 
sizes [63-66]. Second, our research objective was to content-
analyse these job advertisements, therefore the theoretical 
saturation of content and scope of meaning formed the basis of 
the analysis, rather than a statistical generalisation. Lastly, as 
we only examined already adopted competencies, we think that 
this lower number of job advertisements will not affect the 
market signal from the advertisements we examined. 
Additionally, we have noted in our findings that although we 
highlight what organisations signal as necessary AgPM 
competencies, there is a dearth of systematic studies examining 
the competencies required for successful Agile projects in the 
literature [9, 67]. 

Although AgPM can develop and increase their potential 
attractiveness by having these competencies, further research is 
required for determining the competencies that lead to 
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successful completion of projects. Such research will benefit 
the APM movement and its dissemination through other 
industries. Finally, perspective competencies such as ‘working 
on the mission and strategic alignment’, and ‘governance and 
process’ are rarely mentioned in the job’s advertisements. 
Perhaps future research can explore how AgPM can be involved 
more in Agile perspectives such as strategy, governance, 
regulations, culture, and values. 
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TABLE 1 
CONCEPTUAL FRAMEWORK OF APM COMPETENCIES 

Competency 
category or 
theme 

Brief explanation IPMA competency 
indicators or sub-
themes 

Agile Manifesto 
values 

PMBOK principles 
and performance  

Pe
rs

on
al

 

Personal competency describes 
people skills: core personal 
abilities or behaviours and 
attitudes in the social arena that 
allow individuals to function in 
an organisational setting when 
performing project activities 
[14]. 

• self-reflection and self-
management 

• personal integrity and 
reliability 

• personal 
communication 

• relationship and 
engagement 

• leadership 
• teamwork 
• conflict and crisis 
• resourcefulness or 

problem-solving 
• negotiation 
• result orientation 

• individuals and 
interactions over 
process and tools 

• customer 
collaboration 

• working software 
over comprehensive 
documentation 

Team, project work, 
leadership, 
stewardship. 

Pr
oj

ec
t p

ra
ct

ic
e 

Practice competencies include 
project management 
performance and practice-
related competencies, explaining 
how knowledge, skills, and 
abilities allow individuals to 
meet project requirements for 
effective delivery of project 
outcomes [14, 53]. 

• design 
• goals and requirements 
• scope 
• time 
• organisations and 

information 
• quality 
• finance 
• procurement 
• plan and control 
• risk and opportunity 
• stakeholders 
• change and 

transformation 

• customer 
collaboration 

• responding to change 

Stakeholder, 
planning and 
control, quality, 
development 
approach and life 
cycle, change, 
navigate 
complexity, 
delivery, 
measurement, 
uncertainty, and 
project work 

A
gi

le
 p

er
sp

ec
tiv

e 

Agile perspectives are related to 
individual’s knowledge, 
understanding, and justification 
of the Agile approach, and how 
an individual is working in 
adopting Agile strategy, 
frameworks, and standards, and 
ensuring compliance, standards 
and regulations in an 
organisational setting [14]. 

• strategy 
• governance and process 
• compliance, standards 

and regulations 
• power and interest 
• value and culture 

• individuals and 
interactions over 
process and tools 

• working software 
over comprehensive 
documentation 

Development 
approach and life 
cycle, systems 
thinking, 
adoptability, 
tailoring, delivery 
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TABLE 2:  

DEVELOPMENT OF MARKET FOCUS COMPETENCY DICTIONARY AND EXAMPLE OF JOB ADVERTISEMENT CONTENTS 
C

at
eg

or
y 

(T
he

m
e)

 
  

Sub-theme or 
competency 
indicators (link with 
IPMA) 

Sub-theme definition Job advertisement excerpts 

Pe
rs

on
al

 (1
2)

 

Self-organisation (self-
reflection and self-
management) 

Organise personal work depending 
on the situation and own resources 
[14]. 

Ability to self-organise and ask questions 
confidently; encouraging self-organisation; 
work well with minimal supervision 

Self-motivated (self-
reflection and self-
management) 

Identify and reflect on personal 
motivations to set goals and keep 
focus [14]. 

Strong self-motivation, discipline and 
charismatic self-starter; enthusiastic, and full of 
personal drive; highly motivated individual; 
motivated under pressure 

Effective 
communication 
(personal 
communication; 
stakeholders) 

Effectively exchanges accurate, 
appropriate and relevant 
information with stakeholders using 
suitable methods [14, 52]. 

Excellent communication skills; clearly 
articulate message to variety of audiences; 
presentation skills; verbal communication skills; 
written communication skills 

Teamwork (teamwork) Address activities and functions 
(such as supporting, management 
and development) associated with 
the people who are producing 
project deliverables [14, 53]. 

Support and manage a team in a tough 
environment; facilitate or coach a team; ensure 
an environment where team member can work 
well 

Leadership (leadership; 
development approach 
and life cycle) 

Ability to guide, inspire, delegate 
and motivate team members and 
other project stakeholders to 
manage and overcome issues to 
achieve project objectives and 
values [14, 53]. 

Lead the work of multiple cross-functional 
teams; know when to be hands-off; supportive 
or directive, inspiring others to strive for 
excellence; set direction; work as a servant 
leader; adaptive team leadership; coach, mentor 
and motivate the team 

Conflict resolution 
(conflict and crisis) 

The ability to identify, surface and 
solve conflicts involving the project 
team or stakeholders in a way that 
is conducive to both progress and 
good team dynamics [14]. 

Ability to manage conflicting agendas and 
navigate political situations; possesses conflict 
resolution ability, communicates focusing on 
Scrum values of openness, honesty, and respect; 
comfortable resolving conflict and facilitating 
discussion on alternative approaches 

Negotiation 
(negotiation) 

The ability to explore the interests 
and needs of others and propose 
solutions that increase benefits for 
all parties involved [14, 52]. 

Negotiate with stakeholders to protect the team 
from external influences impacting their ability 
to meet the agreed goals 

Self-learning ability 
(self-reflection and 
self-management) 

Ability and willingness to take 
responsibility for personal learning 
and development both within and 
outside formal learning programs 
[14]. 

Track record of continuous learning in Agile; 
developing a learning mindset that fosters a 
healthy team culture; strong appetite to learn 

Analytical mindset 
(resourcefulness) 

Ability to apply logical and critical 
thinking to analyzing situations, 
financial and organisational data 
and trends to find alternatives and 
solutions [14]. 

Analytical and numerical interpretation and 
conceptual thinking skills; technical mind; 
strong analytical skills, investigative and 
troubleshooting skills 

Agile mindset 
(resourcefulness) 

Individual’s attitude or ability or 
awareness or point of view to work 
iteratively continually to create an 
effective solution swiftly and to 
constantly improve and adapt in 
changing circumstances [14]. 

Has an Agile mindset; ability to think quickly 
and manage issues under pressure; promote 
Agile mindsets, values and behaviours; helping 
teams to adopt Agile mindset; exhibit lean-agile 
behaviours and mindset 
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Problem-solving 
(resourcefulness) 

Ability to solve project-related 
problems in an iterative process to 
redefine problems, identify possible 
strategies and solutions to 
understand customer needs [14]. 

A creative problem solver; solving client 
challenges; approaching problems with curiosity 
and open mindedness; skills in analysis and 
problem-solving; logical and structured 
problem-solving skills 

Time management 
(self-reflection and 
self-management) 

Awareness of pace of work, and the 
ability to identify urgent and 
important activities, choose the 
most efficient way to perform the 
work required to manage the timely 
completion of the project within 
workable stress levels [14]. 

Work completed in a timely manner; high-level 
time management skills with the ability to 
prioritise multiple pieces of work according to 
their importance 

Pr
ac

tic
e 

(1
3)

 

Scope, budget and 
timeline preparation 
(scope, time, finance, 
and plan) 

Ability to define project scope, 
identify and sequence the tasks 
needed to achieve a certain goal, 
assign deadlines and 
responsibilities, plan project budget 
[14]. 

Assist in the creation of budgets and timelines; 
planning, scheduling, and managing projects; 
understanding the planning and delivery of 
projects; establish a project timeline/activity 
sequencing and tasks to build required schedule 

Progress reviewing and 
reporting (scope, time, 
finance, plan and 
control) 

Activities measuring project 
performance (of time and costs and 
value) such as measuring progress, 
reporting progress to stakeholders, 
and implementing appropriate 
responses [53]. 

Solid experience in reporting, budget, risk and 
issue management; preparing the project plan 
and communicating milestones; excellent skills 
in budget tracking and complex cost benefit 
analysis; establishing formal reporting 
arrangements for project progress; monitor 
sprint progress; taking proactive measures to 
achieve deadlines and objectives 

Delivery within time, 
budget and quality 
(scope, time, finance, 
plan and control) 

Ability to complete and close Agile 
work on time, within budget and 
maintain quality [14]. 

Demonstrated experience delivering projects 
and solutions on time and on budget; release 
value on time using Agile methodology; proven 
track record in the continued optimisation of the 
project release schedule; known for on time, on 
budget deliverables; facilitate a delivery 
environment to release value on time; history of 
meeting challenging timelines 

Stakeholder 
management 
(stakeholders) 

Establish and maintain strong, 
collaborative and productive 
working relationships with 
stakeholders in project decision-
making and implementation [14]. 

Aligning the stakeholders into a team; engaging 
stakeholders throughout the Agile process; 
conducting training sessions with stakeholders; 
coach external stakeholders on the benefits of a 
lean, Agile framework 

Cross-functional focus 
(organisation and 
information) 

Ability to develop and maintain a 
strong work relationship (closely) 
with a diverse range of stakeholders 
from different functional units of an 
organisation to identify cross-
functional dependencies, resources 
and risks [14, 53]. 

Experience in developing and maintaining 
strong relationships across business; lead an 
Agile cross-functional team; cross-functional 
experience; experience managing multi-
functional teams across business analysis; 
collaborate and effectively co-ordinate across 
functions 

Risk management (risk 
and opportunity) 

Tailor the risk management 
frameworks for Agile work. 
Conduct activities such as risk 
management planning, 
identification, analysis, response 
planning and controlling risk [14]. 

Identify and manage risks and issues across all 
projects related areas including budgets; 
facilitating the ownership and active 
management of risks and dependencies; tracking 
project risks and issues through to resolution; 
effectively analyse and develop mitigation plans 
for any significant potential risks 

Continuous 
improvement (CI) 
(change and 
transformation) 

Skills to continuously adapt to the 
changing circumstances of the 
environment for delivering the 
desired outcomes of the project and 
to gain a competitive advantage for 
customers [14]. 

CI and champion for ongoing process 
improvement initiatives; commitment to 
ongoing quality and CI; use of CI techniques to 
remove bottlenecks and drive performance; 
challenge the standard in the organisation’s 
processes and procedures to drive CI 
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Agile delivery and 
implementation lead 
(plan and control) 

Lead implementation of Agile 
methodologies in delivery of Agile 
work [14]. 

Demonstrated experience in introducing and 
driving Agile methodologies and processes; 
recommend, agree and administer an 
appropriate delivery approach; experience in 
Agile delivery; plan and manage the delivery 
roadmap and execution; lead the delivery of 
projects making use of Agile techniques 

Work with the product 
owner to maintain a 
backlog (scope or goals 
and requirements) 

Ability to work with the product 
owner to check the scope what 
teams deliver and maintain the list 
of all the project work and 
continuously refine the list based on 
progress [1, 14]. 

Assist the product owner to plan delivery based 
on the selected approach and available team 
capacity; work with business leaders to develop 
high-level backlog 

Remove organisational 
impediments (plan and 
control) 

The ability to remove impediments 
(non-value-added activities, those 
obstructing the project) related to 
the organisational processes, 
methods and practices and make 
them as efficient and effective as 
possible [14]. 

Foresee the issues before it arises; find 
additional resources to remove impediments and 
distractions from the team; technical and 
functional knowledge to remove roadblocks; 
communicates and collaborates with 
stakeholders to assist the team to remove 
impediments 

Change management 
(change and 
transformation) 

Plan and manage changes (such as 
organisational policies, ways of 
working, mindset, reporting 
structure and attitude) successfully 
for the transition from predictive 
development approaches to 
adaptive approaches [14, 53]. 

Managing project change, client expectations 
and mitigation of variance; develop change 
management plans; managing change requests 
when appropriate; significant experience in 
changing waterfall to Agile techniques; ability 
to influence change through sharing innovative 
and creative ideas; ability to change priorities in 
response to business needs 

Multiple projects 
coordination (plan and 
control) 

Experience in prioritising, managing 
and tracking multiple Agile projects 
at one time[14, 53]. 

Demonstrated success in leading multiple 
concurrent projects; ability to effectively work 
across multiple projects and teams; engage 
multiple projects; lead delivery of multiple 
projects; work across multiple small/medium 
sized application projects; co-ordinate multiple 
projects of various sizes 

Quality and customer 
focus (quality) 

Addresses activities and functions 
associated with delivering the scope 
and quality to meet project 
requirements and client’s 
expectation throughout the Agile 
activities [52, 53]. 

Ensuring deliverables are up to quality 
standards at the end of each sprint; ensure 
quality in Agile activities; proven track record 
in the frequent delivery of high-quality releases; 
understanding the customer’s problems; high 
customer and delivery orientation 

A
gi

le
 p

er
sp

ec
tiv

e 
(6

) 

Understanding of Agile 
principles and 
methodologies 
(governance, structure 
and process) 

Know the principles and methods 
of Agile work [1, 14]. 

Methodological knowledge of Agile approaches 
such as Scrum/Kanban/theory of constraint; 
expert-level knowledge of Scrum theory; strong 
knowledge of Agile ceremonies, principles, and 
tools 

Agile framework 
competency 
(compliance, standards 
and regulations) 

Knowledge of, and competency in, 
the Agile framework to ensure that 
the work complies with 
professional standards[14]. 

Having proven experience in frameworks such 
as Scrum and tools such as Jira /Confluence; 
Certification of competencies in APM such as 
Certified Scrum Master (CSM), Professional 
Scrum Master (PSM), PMI-Agile Certified 
Professional (ACP) 

Governance and 
process skills 
(governance, structure 
and process) 

Align the Agile work with 
supporting functions of the 
organisation and the organisation’s 
decision-making, control process 
and functions and reporting 
structures [14]. 

Experience in executing governance; align 
project scope to maximise resourcing; give 
feedback for development purposes and provide 
support as required; knowledge of the 
organisation’s core business process and 
operations; providing leadership in matters of 
governance and probity 
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Align Agile work with 
organisation culture 
and values (culture and 
values) 

Promote and align Agile values, 
principles and practices with 
organisational culture and values 
[14]. 

Promoting an Agile culture across the 
organisation; a champion of Agile practice; 
support and promote Agile values, principles 
and practices; drive an Agile organisational 
culture to deliver the best; create and maintain 
an Agile culture of creativity 

Mission and strategic 
alignment (strategy) 

Identify and exploit opportunities to 
influence the organisational mission 
and strategy[14]. 

Engage and align people with our mission, 
vision, strategy and values; interpreting the 
organisations vision and translating it into a 
realistic roadmap; adopt appropriate 
management strategies to maintain high levels 
of motivation and productivity 

Monitor and manage 
compliance, standards, 
and regulations 
(compliance, standards 
and regulations) 

Develop professional standards and 
tools for the Agile work and ensure 
work is completed in accordance 
with all relevant legislation and 
codes of conduct [14]. 

Monitor and manage work quality against 
established performance standards; ensure 
project products is in line with regulatory 
requirements; ensure adherence to delivery 
standards and frameworks 
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Fig. 1. Steps in the implementation of the research methodology 
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Fig. 2. Market data for job advertisements (location and project industry) 
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Fig. 3. Word cloud of AgPM competency codes 
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Fig. 4. Demand frequency and cluster dendrogram of competency categories 
 
  

Categories of 
competencies 

Total demand frequency and 
percentage of jobs 

Cluster 
dendrogram 

Demand co-occurrence 
between competency 
categories (no of jobs, 
Jaccard coefficient) 

Perspective  

 

‘perspective’ and ‘personal’ 
(99, 0.655) 

Personal  ‘personal’ and ‘practice’  
(138, 0.907) 

Practice   ‘practice’ and ‘perspective’ 
(103, 0.673) 

108 (70%) 

142 (92%) 

148 (97%) 
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Fig. 5. Summary of personal, practice and Agile perspective competency demands 
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L
ea

st
 d

em
an

d 
• Self-organisation (rank 29) 
• Analytical mindset (rank 27) 
• Negotiation (rank 26) 
• Self-learning ability (rank 24) 
• Conflict resolution (rank 25) 
• Time management (rank 23) 
• Self-motivated (rank 19) 
• Problem-solving (rank 18) 
• Agile mindset (rank 31) 

• Multiple project coordination 
(rank 20) 

• Delivery within time, budget, 
and quality (rank 17) 

• Mission and strategic 
alignment (rank 30) 

• Governance and process 
skills (rank 28) 

• Align Agile work with 
organisation culture and 
values (rank 22) 

• Monitor and manage 
compliance, standards and 
regulations (rank 21) 

M
od

er
at

e 
de

m
an

d 

• Leadership (rank 6) • Quality and customer focus 
(rank 16) 

• Remove organisational 
impediments (rank 15) 

• Risk management (rank 14) 
• Work with the product owner 

to maintain backlog (rank 13) 
• Continuous improvement 

(rank 12) 
• Progress reviewing and 

reporting (rank 11) 
• Scope, budget and timeline 

preparation (rank 10) 
• Change management (rank 9) 
• Cross-functional focus (rank 7) 

• Understanding of Agile 
principles and 
methodologies (rank 8) 

H
ig

h 
de

m
an

d • Teamwork (rank 1) 
• Effective communication (rank 

4) 

• Agile delivery and 
implementation experience 
(rank 2) 

• Stakeholder management 
(rank3) 

• Agile framework 
competency (rank 5) 

 Personal Practice Perspective 

 
Fig. 6. AgPM competencies, ranked in three demand groups 
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Fig. 7. Dendrogram of AgPM competency co-occurrence clusters 
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