
HR AS THE DRIVER

OF CHANGE
The new role and place of HR competence

and HR professionals as a whole organization
starts to work Agile

AGILE HR
More and more organizations are transforming into an Agile organization

and this transformation also ensures a thorough renewal
of what is traditionally understood by HR

AGILE HR
THE (UN)MISSABLE ROLE OF HR IN AGILE ORGANIZATIONS

What is 

agile?1. What is meant by 

HR?2.
Agile stands for a strong focus on the short
cyclic delivery of value. Scrum is the most
commonly used Agile method. With Scrum,
multidisciplinary teams develop their products in
short cycles and on the basis of feedback from
users. To give those using Agile more handles, the
Agile Manifesto has been drawn up with the
following central principles:

• Individuals and interactions over processes and 
tools

• Working products over comprehensive 
documentation

• Customer collaboration over contract 
negotiation

• Responding to change over following a plan

HR is about people in the organization. About
finding, welcoming, functioning, rewarding,
supporting, developing and saying goodbye to
employees. Depending on the context, this
infographic refers to HR as the HR-professional,
HR-department or HR as competence.

Content adapted from Agile HR: De 
(on)misbare rol van HR in wendbare 
organisaties. NUBIZ

For more details go to:
www.scrumcompany.nl/agile-hr/

Agile 

HR3.
Agile HR is about the role of the HR-department and about the execution of the HR tasks and about new
tools that make the HR-field more agile. Increasingly, tasks such as advising, inspiring, motivating,
strategizing, coaching and guiding change under the 'new HR'. Agile HR stands for doing, experimenting,
taking small steps and adjusting so that the process and the product is getting a little better. In
addition to the Agile Manifesto, the Agile HR Manifesto has been drawn up. This provides handles for HR in
agile organizations with the following key principles:

Collaborative networks

over hierarchical structures

Adaptability

over normative rules

Transparency
over confidentiality

Inspire and involve

over manage and maintain

Intrinsic motivation

over extrinsic reward

Ambition

over obligations

Take your role

in the transformation1.
HR as 

Kickstarter2.
Organizing a sustainable, successful change to
Agile requires a paradigm shift. By consciously
initiating this shift, you accelerate the change
as an HR-professional and you contribute to a
future-proof organization. HR-professionals are
needed to coach, reflect and innovate.

If an organization is not yet considering working
with Agile, there is a chance for the HR-
professional to stir up this awareness. However,
you do not just realize agility: that is about
potential in people that needs to be unlocked. The
HR-professional can play a central role in this
and HR-expertise is often badly needed.

The purpose

as a key3.
The term purpose is the 'why' or 'intention' of an
individual, group or company. An important
criterion is that there is congruence between the
individual, team and organizational objectives. As
an HR-professional, you can help team members and
individuals get clear about what the purpose is
and what they are good at.

Discover your

new role4.
By formulating, picking up and adapting new roles
HR-professionals evolve with the organization. You
can see a role as a set of explicit
responsibilities that together serve a particular
purpose. Roles can be constantly adjusted,
depending on what is required in the organization
at that moment. Moreover, these roles are not
reserved for HR-professionals; others in the
organization can also pick up the glove. The
following roles provide new tasks that HR needs to
perform in an Agile organization:

Employee experience designer

Improving the experience and perception of the
employee within the organization by making the
service to the employee as personal and
enjoyable as possible.

Purpose-developer

Facilitate, guide or initiate the formulation
and visualization of an inspiring purpose for
the organization and its teams so that everyone
knows why the organization exists and what his
or her team contributes to it. Regularly
improving and adapting that purpose and helping
to embed it in daily work by using the purpose
as a compass and setting priorities on that
basis.

Agile coach

Embracing Agile work and spreading agile and
flexible thinking and doing in every corner of
the organization, regardless of the issue.

Trendwatcher

Discovering trends and developments that are
relevant for the people of the organization,
themselves or through teams that are already
working on it. Helping to translate innovations
practically and to spread them.

Work happiness developer
Making work happiness visible and discussable
and supporting teams, leadership and the
organization to create a happy organization
with happy people.

HR AS AN

AGILE DEPARTMENT
How you as (today's) HR department

can take the first steps
to work Agile

Getting started with Kanban 

for run teams1. Getting started with 

Scrum for change teams2.
By run is meant well-structured, operational and
repetitive work. With Kanban you can easily make
the daily, regular work transparent. Kanban is
therefore very useful for a run team. Team members
stick their individual tasks with post-its in the
columns 'To do', 'Busy' and 'Done'. Kanban
constantly provides insight into the status of the
activities of everyone in the team. The team is
optimally maneuverable because new tasks can be
added every day. Kanban works well for an HR-team
in which everyone has his or her own specialism
and does a lot of operational work.

Change means working on renewing, innovation and
improvement and thus unique work. Scrum works well
in a change team that works on a specific project
or innovation. In Scrum people are working in a
multidisciplinary, self-organizing team to deliver
specific intermediate products. The team delivers
these intermediate products at high speed, so that
they can be tested against the target group and
other stakeholders. The team keeps working with
feedback to improve the product again. This way
the team works step by step towards a good end
result for the customer. Scrum creates more
flexibility and agility in projects. The basis of
Scrum consists of roles, ceremonies and lists.

4.
In order to make agile work possible for teams
working on different projects Agile Portfolio
Management has been developed. This enables a team
to gain insight, to make connections and to
coordinate on what is really important.

Overview and control with 

Agile Portfolio Management

Clear roles with 

Holacracy3.
An organization works with roles in an Agile
organization. Working with roles makes the
organization agile and gives employees the
opportunity to develop their talents. Working with
roles is one of the pillars of Holacracy, a
management model that places the decision-making
authority in the organization with all employees.
Introducing Holacracy means a huge transformation
for organizations. Holacracy light makes a team
agile, distributes responsibility, provides
clarity and brings energy without the radical
legal and organizational changes that come with
the full introduction of Holacracy.

HR IN AN ORGANIZATION

WITH AGILE TEAMS
The impact on HR when working in agile teams 

in the organization

What is 

self-organization?1. Different forms of  self-

organization2.
A self-organizing team is a team whose team
members agree on how they can best serve the
customer. They take care of everything that is
necessary to do the work for the client without
the intervention of a manager. Self-organization
is an inseparable part of agile organizations.

In an organization with self-organizing teams, you
can organize HR-competence in various ways,
namely:

• Teams that fully focus on the work itself. HR-
professionals are responsible for input,
throughput and output and for the strategic HR-
framework.

• Teams that carry out some of the traditional
HR-roles themselves. HR-professionals only
provide HR-policy and specific HR-expertise.

Often teams in an organization get more and more
HR-responsibilities in the course of time. The
team can hire a specialist HR-competence or
contact an HR-expert.Also self-organize

reward? 3.
One of the biggest challenges with self-organizing
teams is the reward system. The reward-system
often changes last, if it even changes. As HR you
can talk about this early with the various
stakeholders by: developing multiple scenarios
with a small team, creating clear frameworks and
ensuring a coaching role. However, be aware of the
effect of rewarding on the motivation of
employees.

Tips for self-

organizing teams4.
These tips help to properly secure both HR-
competencies and the primary process for self-
organizing teams, namely:

Set up self-organizing teams

As an HR-professional you stimulate the
conversation about self-organization. By
putting various alternatives on the table,
insight is gained into the advantages and
consequences of a particular choice.

Encourage Agile leadership within the organization

Self-organizing teams need different leadership
than traditional teams. New leadership roles
emerge in agile organizations. An HR-
professional with the role of the Agile coach
stimulates Agile leadership within the
organization.

Stimulate safety and a culture of continuous learning

In essence, someone must feel at ease and dare
to be vulnerable to colleagues.

Encourage feedback and retrospectives in teams

Teams function better if there is openness and
transparency, if mistakes are shared to learn
from them and if there is social security. As
an HR-professional you can stimulate and
facilitate that.

Keep focusing on the Agile mindset
Working agile is all about the Agile mindset.
From the HR-team you help to develop this
mindset by actively coaching, training and
holding up a mirror.

Provide clear HR-frameworks

Under HR-frameworks everything is understood
that has to do with the purpose of the
organization and the teams, the strategic key
points and the budget or time investment. Limit
rules and frameworks to a minimum, check
regularly whether the rules are still necessary
and whether they help or counteract the teams.

Regularly measure the Agility level of teams
A self-organizing team benefits from insight. With this knowledge, the team members view together how they can
improve collaboration and team results. From the role of Agile coach you can stimulate the measuring of the
agility level and especially the discussion about this within teams.

TOOLKIT FOR

AGILE HR
Tips on new HR-instruments 

that fit with Agile HR

Handles for Agile 

instruments1.
Now that you know how to use Agile HR in self-organizing teams and in the HR-department, there is work to
be done. Recruitment, learning and development, functioning and evaluation and HR analytics are addressed.

Recruitment

Learning and Development

Functioning and Evaluation

HR-analytics

End of the strategic personnel planning

Spend your time, money and energy on the development of
a method to be able to determine in short-cycle which
people you will need.

Select t-shaped people

In an agile organization, there is a greater need for
people with a t-shaped profile, people who have a broad
set of competences and in-depth knowledge about a
particular field.

Distinguish yourself as an employer with employer branding

Employer branding gives an organization an authentic
and distinctive employer image that helps to attract
and retain employees. Employer branding is about how
the organization is seen and experienced.

Use technology for new recruitment styles

Although the human share in the process should not be
underestimated, the recruitment and selection process
is faster, easier and more successful with the help of
technology.

Involve your colleagues and customers
During the entire recruitment process, you can involve
colleagues from the organization in the process. Or
take a candidate for a part of the day to a customer
and ask the customer for feedback afterwards.

Get acquainted with culture through onboarding
With Agile onboarding intensive knowledge is gained
with the organizational culture. It is regularly
checked how the employee develops and whether the
program needs to be adjusted.

Abolish the personal development plan

A personal development plan no longer fits in with the
agile reality of working in short cycles. There are now
other methods to help people develop their talents and
achieve their ambitions.

From learning from training to learning from people

You learn most from practical situations, such as
internship and job shadowing.

Use feedback

This can be done in 3 ways: 360 degree feedback, verbal
feedback and direct feedback.

Use a Wall of Failure

The Wall of Failure: a wall where team members write
down their mistakes and discuss them later.

Tapping personal ambitions
A first quick step in making learning and development agile is to reflect more regularly on one's own development.
Employees can share their development goals within the team so that colleagues can help or support each other.

The assessment cycle into the trash

In an agile organization giving and getting feedback is
a second nature, so the view about performance is no
surprise either.

Reinvent reward

Give employees more responsibility - step by step.

Forget job classification

Job classification does not fit with an organization
that does not work with functions but with constantly
changing roles, whereby employees sometimes fulfill
several roles simultaneously.

Steer towards work happiness and engagement

Measure job satisfaction frequently and let teams take
the lead.

Get expertise

A data expert can assess the quality of the existing
HR-data and make the first simple analyzes.

Set up panels

A suitable form for formulating and answering relevant
HR-analytics questions is a panel. Such a panel is
formed by employees from the organization, including
HR-professionals.

Visualize, predict and tell

Modern HR-analytics puts an end to the thick HR-reports. In the following ways you make your data truly transparent
and the insights from the analysis come to life: visualize, predict and tell stories.
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