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DO YOU BELIEVE IN X OR Y? @

X: People are lazy and unmotivated p
and don‘t want to take responsibility -

Y: People want to be the best they
can be and contribute to creating
value for others (and will do so if they
get the right conditions)
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How we view people affecte how we
ctructure our management procesces

Pia-Maria
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New Rules and Roles for HR

Traditional Management Agile Management

Focus on Control & Alignment Focus on Speed & Customers
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Creates: Execution, Order, Control Creates: Adaptability, Innovation, Speed
HR’s Job: Implement controls, standards, and HR’s Job: Implement programs, systems,
systems to drive alignment & execution strategies, which foster expertise,
Source: Bersin by Deloitte collaboration, and decision-making
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Agile Approach: Co-Create HR Solutions

Old Way
Solution designed

at top

HR Strategy

COE Designs
Program

Waterfall process
COE-driven
Harmonized
Platform designed
Change managed

HR Pushes Rolled out
Change in Platform

BU Regions
implement

HR Measures
Compliance

Program Revised
Every few Years

joshbersin

Complete solution
but untested

New Way

Designed with customer
Prototyped quickly
Developed on platform
Multi-functional team
Focus on joy not harmony

Watch success

And iterate fast

Build into platform
If needed

Test in field and
iterate

Prototype solution

Co-creates Joy

Cross functional
Team jumps into
action

Problem identified Solution designed
At the source at source
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Why HR need to lead the transformation
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T-SHAPED PEOPLE

| am great at this
and familiar with
all this other stuff.
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Agile HR - Principles

Develop policies, rules and standards > Support flexibility, speed and collaboration
Deliver programs & processes to customers > Involve customer in delivery
HR Specialists OR HR Generalists OR HR Admins > T-shaped HR people who can take on many different roles
Individual work > Teamwork (crossfunctional)
Functional HR / specialist area > Value stream based HR
Jobs & positions > Playing many different roles
HR Projects > Stable, high performing teams
Promotions and bonus programs > Salary formulas and profit sharing
Deliver programs & processes > Supporting the organization to perform
One size fits all > No-size fits all
Having the "HR recipe” > Experimentation
Human view X> Human view Y
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FROM MANAGING PERFORMANCE...

No questions, we will do
exactly as I say in this situation

But I have a
hetter idea

© AGILE PEOPLE
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...10 ENABLING
PERFORMANCE

| AM THE (EO —
THE CHIEF ENABDUNG

OFFICER_

CEO DF ,,DDAY © AGILE PEOPLE
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IT'S TIME TO GET OFF THE ROCKING HORSE

© AGILE PEOPLE
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But what should we
do instead???
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CHANGES IN PERFORMANCE EVALUATION AND

DEVELOPMENT

Purpose

Way to work

Feedback and coaching

Continuous coaching and feedback through regular conversations —
NOT through yearly performance appraisals / reviews

Increasing performance
through goal setting

Work with OKR:s on personal, team and organizational level — bottom
up and top-down (or KPI:s top down = relative performance &
benchmarking)

Learning and
development

Continuous learning and improvement through building a learning
organization with modern learning tools & experimentation

Compensation decisions

Two kinds of pay that should be kept separate
Base pay: Salary formulas, market based pay, use peoples input to get
the highest possible perceived fairness, use objective criteria
Performance based pay: Use collective intelligence and people with
the most knowledge, behaviors are also evaluated, not just results, use
subjective criteria (ex. Merit Money)
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I made o mistake. Let's all learn from it

He is not
perfect

%
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How to increase the pace ot
learning (i you are a manager)

I make mistakes too!

We need everyones
brains to solve this
problem!

What do you
think about x, v,27?

© AGILE PEOPLE
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Keep trying Bob!

© AGILE PEOPLE



Y AGILE
PEOPLE .

. Psychological Danger

Fear of admitting

mistakes :

“Common Knowledge Blaming others

Eltrect”
Less likely to share ¢

different views

© AGILE PEOPLE
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Psychological Satety
Comtort admitting
ﬁ mistakes N

Learning
Better innovation from
& decision making failure

K Everyone openly
shares 1deas

© AGILE PEOPLE
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Agile leadership — principles

Build on control > Build on motivation
Communication via formal managers > Communication flow freely between everybody

Formal leadership > Informal leadership
Micro managing > Explain why and what and leave the how to the people

Secret information > Transparent information

Managers decide performance of employees > Employees decide performance for themselves and colleagues
Decision making by managers > Everybody is involved in decision making
Goals are set by managers > Goals are set by individuals and teams
SMART goals > OKRs
Formal managers > Self leadership

Manage people > Manage the system

Human view X > Human view Y
© AGILE PEOPLE
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#norecipe
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HOW TO GROW CULTURE (CHANGE THE

SYSTEM)

Remove limiting structures (mainly from
finance and HR)

Increase supporting structures to make it
easy to behave according to the agile mindset

Start showing new behaviors that come from
learning new ways of acting and working

Repeat from 1

© AGILE PEOPLE
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Version 1.0

Volutility - The dynamics of change and speed creates insta-
bility.
Uncertainty - The lack of pradictability in outcomes.

Complexity - The multiplex of forces, no cause-and-effect
chain & confusion.

Ambiguity - The fuzziness and cause-and-sffect confusion
that leads to mixed meanings.

Don't
manage people,
manage the

Enabling Business Agility

People Perspective
Theory X anu Y

No more
HIPPO

decisions

vance

Separate conflicting purposes into different processes and then improve sach ane

mamasing
HaMCE,
ke emalbling
perhormance

We need everyoies
ina ko aolve
Ehis rrobl.em
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Thank You!

Pia-Maria



