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 The fifth principle of the agile manifesto encourages us to “Build projects around motivated 
 individuals, give them the environment and support they need, and trust them to get the job 
 done.” As managers, one of the ways we can fulfill that principle is by providing 
 autonomy-support meetings for the people we support. 

 An autonomy-support meeting is a one-on-one meeting in which the manager, taking a 
 servant-leader stance, helps an employee by clearing a path and clarifying what problems need 
 to be solved but not how to solve them. 

 Rather than telling the employee what to do, the manager asks what he or she can do to 
 support the employee’s goals in alignment with the team’s and organization’s goals. The 
 manager can do this by: 

 ●  seeing issues from the employee’s point of view 
 ●  giving meaningful feedback 
 ●  receiving feedback from the employee 
 ●  providing choice over what to do and how to do it 
 ●  encouraging the employees to take on new projects or roles 
 ●  Making clear the team and organizational goals 

 The dynamic should be one in which the traditional organizational structure is flipped 
 upside-down. That is, rather than the traditional dynamic of the employee “working for” the 
 manager, in the autonomy-support meeting the servant-leader has the mindset of “working for” 
 the employee. In this way, the manager typically doesn’t give the employee to-do items but 
 rather takes his or own to-do list from the employee. 

 Autonomy-support meetings are an opportunity for the employee to give feedback on how his or 
 her manager can help the employee realize career goals in the organization. The meeting can 
 be scheduled by the employee or someone acting as the employee’s advocate. Multiple 
 managers may be part of the meeting, depending on which ones the employee feels are vital 
 and able to help. 
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 As for topics, it’s whatever the employee needs managers to do in order to do his or her job 
 better or reach goals. This might be a request for a different project or role switch, more time to 
 explore a particular skill or technology or simply clearer vision or expectations set. Premised on 
 the manager’s commitments to the employee (see below), the employee has the right to ask the 
 manager for support in various career-development goals, including timelines for when those 
 things would occur. 

 Questions that you as a manager might want to ask: 

 ●  How can I help you realize your goals in the next year? 
 ●  By when would you like me to achieve these things for you? 
 ●  In what areas have I failed to help you in the past, and how can I improve? 
 ●  What kind of things would help you feel more engaged? 
 ●  How can I help smooth your path toward mastery of certain skills? 
 ●  What does success look like for you, and how can I help you succeed? 

 As a manager, I commit to you as an employee: 

 ●  Meet with you at as often as you need (and at least semi-annually) to personally discuss 
 how I can provide autonomy support, to the extent desired by you 

 ●  Help you prioritize your professional development and not merely view your employment 
 as a matter of billability. 

 ●  Be transparent about the organization’s goals and work with you to align your goals with 
 them to support your career progression within the organization 

 As Daniel Pink notes in his book Drive, “Researchers found greater job satisfaction among 
 employees whose bosses offered ‘autonomy support.’” If you’re looking to help your employees 
 find that greater satisfaction, flourish and fulfill the promise of the agile manifesto, consider 
 starting up autonomy-support meetings. 


