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Paweł Prociak
Managing Director, Board Member, Wyser Change Management  

- what’s the big deal?

I won’t reinvent the wheel by saying that the change has dominated our socio-economic 
reality and undermined many things we took for granted. One could even say that volatility 
has become our everyday reality and impacted how we work and manage. Frankly, we could 
end the discussion here and assume that mere awareness of change will be enough for us to 
adapt.  Why then have we prepared an entire report about it? According to both our research 
and numerous talks with partners of Wyser, the time has come for a major upheaval of the 
management style. Just as the world itself was reshaped by the changes, so the leaders should 
reshape their way of thinking - and sometimes even rebuild their position from the ground up.

Wizja
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Vision
The high volatility of processes in the current reality has caused long-term planning to become 
mostly impractical for enterprises. cannot prepare for what tomorrow will bring; therefore, it 
pays to remain constantly vigilant for change. On the other hand, one should maintain a strategic 
approach to change, guided by a coherent vision. This vision, I believe, is the most important 
aspect here. After all, it is the vision that sets a direction, trails new paths and creates future 
reference points. Only with a vision of change can we create an implementation plan. Said plan 
should be split into easily-verifiable stages, adjusted for the current needs.

Who should be responsible for implementing this vision? Of course, it would be for the best if 
the change process was spearheaded by its originator, who will set the right direction. However, 
one also requires a general change to our mode of thought. The changes have become our 
everyday challenge. We are growing accustomed to them, treating them as something obvious, 
facing them daily and dealing with them pretty well in our private lives. It is time to also adopt 
this “new reality” in the professional environment: simply transplant our private mindset to the 
business setting. Thanks to this, we can stop fearing change and treating them as challenges on 
an organizational level - and as a result, they will become much easier to handle! To better face 
business changes, we need to reach the next, higher level of rapid response.
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One should seriously ask themselves whether such a major change to the mode of thought 
and mental capability for change still constitutes change management, or perhaps should be 
considered continuous improvement instead? Where is the boundary between change and 
continuous improvement? In my opinion, despite some differences, we are heading toward 
change understood as continuous improvement. Both of these management practices are 
causing the enterprise to change, even though the classical understanding of change usually 
concerns large, immediately visible changes and continuous improvement is being implemented 
gradually. They’re a little like revolution and evolution - though the experience has already shown 
that the former should draw from the latter in handfuls, if only because the so-called human 
factor is increasingly important in the change process. Engaging people in change has proven a 
challenge for almost half the managers we surveyed, who had recently coordinated changes in 
their enterprises. It is easier to obtain through small changes - and that’s why I believe modern 
change management is really more of a continuous improvement.

People are the most important success factor for every enterprise. The theories change, the 
reality changes, yet the collective remains paramount: a team comprised of people and their 
leader, who is a part of the team. Furthermore, good communication - effective enough for the 
information to be exchanged at every level in each department. It is necessary for numerous 
reasons, including the simple fact that no leader can plan everything by themselves - or even 
singlehandedly notice the need for a change. Moreover, every change creates some opposition 
and overcoming it... yes, it also requires communication.

An evolution  
or a revolution?
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We’re all  
change leaders

What does a perfect change leader look like? Nice, humane, empathetic... or perhaps we should 
adopt another view? A change always originates with a person, from every member of an 
organization. Therefore, if we can convince people in favor of changes, many of them will join 
their change manager as change leaders. They will pioneer the change in their departments 
or sectors and draw in other coworkers. Thus, if we have such people on board, it will prove 
important to adopt an approach enabling us to utilize their strengths as an opportunity and 
bolster the change process. Working with people to enact change isn’t easy, thus a leader must 
also be tenacious, which is a new paradigm in management. All points to the fact that the coming 
years will belong to a new kind of manager: true leaders, who are part of their teams instead of 
standing above them. They will be able to predict consequences, motivate, notice psychological 
aspects of change... And always be ready for the unexpected.
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Future  
and pastAt first, it was COVID-19 that brought numerous challenges for employees and forever changed 

our work model. As soon as we learned to exist in the new reality, and the labor market has seen 
a post-pandemic rebound, the war in Ukraine broke out, shaking up the global economy and 
posing new challenges for all of us. The volatility began to define every aspect of reality, including 
the labor market - as confirmed by our research. While in the end the market wasn’t shaken as 
much as we expected, the importance of self-realization as a factor motivating job change has 
increased, causing a related increase in professional mobility and readiness to change industries.

Despite the rampant inflation, most Polish enterprises plan further recruitments, yet at the same 
time as much as 34.8 percent of employed Poles expect their jobs to become automated in the 
coming years. A new generation, with their new work ethics, has entered the market, with many 
of its spheres undergoing intense digitalization. 62 percent of changes implemented currently by 
enterprises concern technical and technological issues - usually seen as a chance to improve the 
company’s processes. The number of job offers is growing the fastest in the IT sector (January 
2022 saw an increase of 87% as compared to the year before). The world is changing before our 
very eyes, nothing stays the same and every single day we might wake up in a completely new 
reality. The conclusion is that we must be mentally prepared for change, on both management 
and organizational level.

How to achieve it? What to begin with? You can read all about it in our report. We have focused 
on various aspects of change management: challenges, competencies, difficulties, the roles of 
change managers and teams. For the report, we have talked with Polish managers about their 
personal experiences with change. We hope they will prove inspiring to you. We welcome you to 
read it!

8

C
H

A
N

G
E

 M
A

N
A

G
E

M
E

N
T

 � M
A

N
A

G
E

R
�S

 C
O

M
P

A
S

S
 �

�
�

�



Digital transformation
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Agile: the best change 
management method?

A successful transformation is a synergy of many elements, including personality 
traits. For a change to be successful, we need a new kind of manager, who takes 
handfuls from the Agile methodology. How did Agile change IT management and 
what lessons does it teach other sectors?

Let’s say we want to run a marathon. We need to prepare for it in two ways: mentally, by fostering 
a belief in our goal and obtaining the support of our environment and physically: training and 
dietary plans will prove useful here, both created under the watchful eye of specialists. Should 
we neglect the training, we won’t achieve success, as it requires the synergy of all elements. 
The change process in IT - and other spheres - is rather similar. A successful transformation is a 
synergy between departments, people, their ideas and means of implementation, as well as the 
users themselves. For a change to take hold, no element can fail.

People are a key element of the change process

It would be very difficult for a single person to enact change to across an entire organization. 
The large transformation in particular requires extensive staff to implement successfully, 
including a Change Manager. To ensure the above-mentioned synergy, they must play several 
roles at the same time - that of a “business translator” and an empathetic leader. It’s important 
for the leader to both understand the business expectations and be capable of translating them 
to technical terms - this is key in the IT industry. On the other hand, he should also be able to 
understand the concerns of the users, who are a major link in the change process.

Daniel Piaszczyk
Executive IT Partner, Wyser
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Speaking from my own experience, I believe that the problems with implementing change usually 
appear on the user level, as they are afraid of both the change itself and of being replaced after its 
implementation. The company’s management is confident in the change and reserves a budget 
for it, the technical department has received instructions to follow, while users (employees) fear 
that they might not adapt to the new reality. These concerns are the most common in teams with 
high age diversity and while they usually prove exaggerated, they will always keep appearing. 
Many of them arise from a lack of communication: planning the transformation without taking 
people into account is the single most common mistake in change management.

Impact of Agile on management models

In the last years, largely due to the experiences of the IT sector, our perception of managers 
has changed. Agile has brought the need to separate directors from leaders, who combine hard 
skills with necessary personality traits. While IT workers aren’t usually associated with soft skills, 
it is the technology sector that best shows not everyone can be a leader. Leadership requires 
humility: one should abandon any notions of being an overseer. An Agile manager is someone 
who serves the team, gives it a sense of security, helps face challenges and keeps improving - in 
other words, manages maturely.

It’s that maturity that we should look for when recruiting future Change Managers. It isn’t an easy 
task and will only be truly verified after hiring, but it always pays to estimate a given person’s 
technological and personal maturity. What does this mean? A leader has to be, above all. 
A practitioner. Someone who last programmed in their college years simply cannot be managing 
IT transformation processes. This person must also stay ahead of the trends and think several 
steps ahead - which can be appraised at the recruitment stage, by judging the pattern of solutions 
proposed to various problems. They simply must be capable of finding their place in the Agile 
framework.

What can other sectors learn from Agile?
Ever since Agile has dominated software production, we have observed a major change in our 
awareness. Tech businesses have become trendsetters for other businesses: Agile has become a 
popular management style, further strengthening IT’s position. The IT sector is particularly well-
prepared for change, as it is putting out fires daily - thus, it can be a great source of inspiration for 
managing projects in the Agile style.

However, it bears remembering that not all enterprises require Agile. This method will surely 
prove useful for HR or sales departments, it can be utilized by various industries, but there is no 
need to adopt the entire methodology. It should be sufficient to adopt Agile’s postulate to “work 
smarter, be flexible, don’t waste time on useless activities”. What matters in Agile is the very 
awareness of being able to work flexibly, rather than rigidly copying its procedures and tools.

Does Agile have a future ahead of it?

Some claim that “Agile is dead” and is a fad that outlived its time. Yet I believe these opinions 
are greatly exaggerated. The changing awareness trailblazed by Agile won’t revert. Whatever 
will come after Agile will complement it: the fad will pass, the principles will stay and the 
managers will have to adapt the Agile style of management to their challenges, such as working 
with dispersed teams. I’m certain that Agile keeps evolving, however, it is not fully clear what 
is it evolving into. We certainly won’t see a return to waterfall-style management, or directors 
delegating tasks directly. Only flexible management can prove itself in a rapidly changing reality.
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AGILE  
- transformation 
of companies in 

the spirit of agile 
management
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Agile: a new management 
paradigm

The incredibly tumultuous environment forms the key reason for implementing 
various systems and models of agile management as a management paradigm. 
When looking at the business environment, as well as the traits of successful 
organizations and enterprises, one could say that in modern times the agility of 
management should be seen as a dogma.

To ensure flexibility in management, a leader is necessary. In line with the assumption that “a 
leader is an exceptional individual”, the real Leader under the Agile methodology should have 
many traits exhibiting inner locus of control, self-confidence, assertiveness and a goal-based 
approach. 

A leader is also a person who sees more - not only in terms of market opportunities, but also in 
their own team. Furthermore, they act as a binder for the team, connecting and ensuring the 
occurrence of synergy. Moreover, a leader has notable charisma, which grants them the driving 
force to motivate and co-create. Nowadays, leaders are expected to have analytical skills and the 
capability for agile, proactive action. In today’s highly variable environment, multifaceted in both 
cultural and economic terms, a “change leader” is a person exhibiting a rather specific, complex 
set of skills - this is what I consider to be the most important trait of a Future Leader.

Barbara Mróz-Gorgoń, Ph.D.
Professor at the Wrocław University of Economics and Business  
Chairwoman of the Global Biometrics Council 
Deputy Chairwoman of Zachodnia Izba Gospodarcza
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Agile management,  
agile leaders 
Personality traits  
useful for Agile

It’s difficult to point out a single defining trait of a leader, overriding the general 
scope of competencies defining success and fluency in implementing Agile 
processes. The synergy and ability to combine leadership and management 
values form a multifaceted foundation for inspiring and motivating team 
members and enterprises that see the leader implement agile changes.

The strictly interpersonal competencies should be supplemented by leadership traits enabling a 
balanced form of activity in which a manager sets the direction to motivate the team to creatively 
and effectively optimize and implement the intended goals.

By analyzing the above-mentioned aspects, it is the agility itself that appears to be the most 
important trait determining the implementation of key Agile values and change principles, on 
both team and organizational levels.

Anna Andrych, M.Sc.
Expert, coach, marketing and sales consultant, CMO in PayEye
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Pragmatism and flexibility 
- traits of a perfect change leader

A leader implementing agile changes should, in my opinion, have two key character traits. 
The first is pragmatism and the other - flexibility of action. This somewhat unusual combination 
of personality traits leads to decidedly improved project management. Being pragmatic, the 
leader assesses the situation or issue at hand realistically. Furthermore, they usually make 
sensible choices guaranteeing success. Pragmatism is also one of the key aspects of thinking 
flexibly - of the Agile Mindset. Of course, one should bear in mind that by making only rational, 
measured decisions, a leader can save time and resources, which nowadays is one of the key 
factors considered in employee appraisal and leading toward success.

However, pragmatism alone doesn’t cut it. Being solely pragmatic, one can act schematically 
and lack additional creativity. In such a case, we might also be dealing with an aversion to taking 
risks and difficult decisions. The other personality trait - flexibility of action - allows for breaking 
out of this scheme. A leader making decisions in the agile formula, a leader who adapts to the 
situation at hand avoids uncreative and schematic action. This personality trait is also conducive 
to increasing the capability for taking more risky action and interpersonal skills (which might 
sometimes be lacking for the pragmatists).

In summary, a leader of the future is an agile leader, who combines both traits (pragmatism and 
flexibility of action) and utilizes them correctly in all cases.

Łukasz Pacek
Target Operating Model Manager, BNP Paribas Bank Polska S.A.
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Purpose of the survey:
The main objective of the survey was to find out about change management 
approaches in larger companies, together with the type and scale of change, 
the reasons for change, and the issues and competencies that help in this area

Survey method: Phone interviews (CATI)

The survey sample: As part of the study, a total of 200 questionnaires were conducted with executive 
management of companies with at least 100 employees

Respondent: Executives, senior managers, directors of strategic departments

Survey execution time: August 2022

Survey methodology
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Partners of the report

The idea of the Global Biometrics Council is to disseminate and support the development of 
biometrics and to promote its application in innovative AI (artificial intelligence) technology 
and cyber security. The Association is an organization of distinguished experts, scientists and 
enthusiasts from various fields of biometrics and biometric solutions present in our daily lives. 
We are committed to promote knowledge in the field of biometrics technology and cyber security 
and to initiate social dialogue.

Mission of Global Biometrics Council is to educate the public about biometrics, to get them 
interested in biometrics, and to invite experts and scientists from all over the world to join the 
dialogue in order to spread and level the knowledge about biometrics, AI and cyber security.

More about Global Biometrics Council:	 �globalbiometricscouncil.com/en

youtube.com/watch?v=WhZNx22NkBk

PayEye is a European fintech with Polish roots and global reach that has developed the world’s 
first commercial full payment ecosystem based on iris biometrics, and again in 2022, the 
world’s first technology based on the fusion of eye and face biometrics in payments. Combining 
technology with science, PayEye has developed its proprietary and innovative eyePOS 2.0 
payment terminals, supporting biometric payments based on the fusion of biometrics, an in-app 
electronic wallet for users, and algorithms that process the iris and face into a biometric pattern.

PayEye is the pioneer technology of the future, which uses a fusion of two types of biometrics for 
even greater convenience, security and functionality. You don’t need to carry utterly anything, to 
be able to pay for everything – a single glance is all it takes.

PayEye is not only technology that allows biometric eye payments, it is also about offering faster 
payments in e-commerce and the PayEye Zone, which you will get to know soon.

More about PayEye: �	� payeye.com 

youtube.com/watch?v=pUEAm71I07o&t=3s 
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