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Now is the time ... Today’s business context
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Increasing Attention to “HR” Issues
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Now is the time ... for human capability
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Overview of Human Capability

HUMAN CAPABLILITY

TALENT LEADERSHIP BRAND ORGANIZATION

Competence Individual Leaders Capability
Workforce Leadership Pipeline Workplace

People Process

HUMAN RESOURCES EFFECTIVENESS

HR Competency and Capability Study M H R



To Navigate HR's Impact: HR trends/assumptions

@ can HR people and departments deliver more valD

Emerging Trends/Assumptions

1. HR is not about HR, but delivering value to all stakeholders inside
(employees, business strategy) and outside (customer, investor,

community)

2. HR contributes human capability (talent, leadership, and
organization) to all stakeholders

3. HR reinvention occurs through the HR department, HR people,
and business conversations

HR Competency and Capability Study ﬁ& HR
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HRC2S Round 8: Research team =

e Mike Ulrich, Co-Director
« Pat Wright, Co-Director

 Erin Burns, Co-Director ‘ IVI I CH I GAN R OSS

* Scott DeRue, Co-Director

 Kaylene Allsop, Project Manager M The RBL GIOUp

* Dave Ulrich, Advisor
« Wayne Brockbank, Advisor
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HRC2S Round 8 Partner Associations
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HRC?S Round 8: Participant Demographics
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Study Participants Primary Role of HR Participant
Global norms are based on the overall mean Center of Expertise B 13%
from the following respondents: Corporate Headquarters HR _ 27%
Embedded HR D 39%
o O O O (o] Functional HR B 1%
TOtaI # O.I: Service Center (includes E-HR) - 6%
Other M 4%
Respondents. Primary Level of HR Participant
28 y 627 C-suite . 4%
Executive/Vice President B 5%
Director/Senior Manager D 29%
Ol‘g anizations: 3 59 4 3 38 6 Manager/Supervisor/Senior Technical _ 33%
1 ’ O 13 HR ;artfcfpants SULEM-SWS Professional/Individual Contributor _ 25%

B 5%

Other

Total Tenure of HR Participant

0-5 years - 11%
6-10 years I 13%
11,826 9,821 GRETETE I 23%
HR Associates Non-HR Associates 16-20 years _ 20%
20-25 years I 14%

More than 26 years B 14% A
HR Competency and Capability Study M H R
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How to navigate HR’s impact going forward?

HRCS round 8 focuses on the following questions:

Which business capabilities should you help create to deliver
business results?

What should be the characteristics of an effective HR department?

What competencies do you need to deliver personal,
stakeholder, and business results?

HR Competency and Capability Study fm H R
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How to navigate HR’s impact

BUSINESS
CAPABILITIES
Start with results: / \
E C
| . / N
HR is not about HR, but delivering
HR
results... COMPETENCIES —— A —>
* For the business
* For stakeholders (internal and \D B/
external) L /3
* For self (personal effectiveness)
HR
DEPARTMENT

HR Competency and Capability Study ﬁ& HR
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What results matter most to my business?

|_I

Corporate
Employee Strategy Customer Financial Social
results results results results Citizenship

(CSR) results

HR Competency and Capability Study M H R
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HRC?S : Overall results N
Organizational

25% of the Variation in Business Resullts is Explained by BUSINESS L evel Results

Capabilties, HR Department, and HR Competencies CAPABILITIES . Financial
« Strategic
Customer
. mployee
1. What competencies do you need jal
to deliver personal, stakeholder, and

business results? (path A)

2. What should be the
characteristics of an effective HR
department? (B, D)

3. Which business capabilities
should you help create to deliver
business results? (C, E)

RESULTS

HR
DEPARTMENT

HR Competency and Capability Study f& H R
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Implications and next steps for organizations and HR

HR Competency and Capability Study



HR is not about HR ... =

Outcomes/Contributions:

What are the “outcomes/contributions” of effective HR? (e.g., finance delivers
economic insights; marketing customers; manufacturing quality products, HR ... 7?)

General manager:
integration

[ Human Resources: J

Finance:
How well do we manage ???? How well do we manage money?

Business
Strategy

[ Operations/Manufacturing:

Marketing:
How well do we manage systems? How well do we manage customers?

N A
HR Competency and Capability Study fm H R
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Overview of Human Capability

HUMAN CAPABLILITY

TALENT LEADERSHIP BRAND ORGANIZATION

Competence Individual Leaders Capability
Workforce Leadership Pipeline Workplace

People Processes

HUMAN RESOURCES EFFECTIVENESS

HR Competency and Capability Study M H R



Business
Capabilities

Which business
(organization) capabillities R

should you help create to -
deliver business results?

HR Competency and Capability Study M H R



Which business capabilities deliver business results? 21

IMPORTANCE CURRENT
BUSINESS CAPABILITY DESCRIPTION TO BUSINESS | EFEFECTIVENESS

Social Responsibility
Culture

Human Capital

Agility

Leadership
Accountability

Learning

Advancing Technologies
Collaboration

Strategic Alignment

HR Competency and Capability Study

Establishing a reputation for sustainability, philanthropy,
and employability in our industry and community

Our values and purpose drive our employees and attract
customers

Our employees are highly skilled and considered best in
the industry

We quickly adapt our processes, products, services, etc.
to meet changing demands

Building leaders that execute today and generate
confidence in the future

Creating and enforcing standards that lead to high
performance and execution

Generating, generalizing, and implementing ideas with
impact

Using predictive analytics, artificial intelligence, machine
learning, digitalization, etc to drive value for stakeholders
Working together across boundaries to ensure
effectiveness and efficiency

Creating a shared agenda and broad commitment and
engagement around our strategy

fBL HR



Which of these do you think has the
most impact on business performance?

Social Responsibility
Culture

Human Capital

Agility

Leadership
Accountability

Learning

Advancing Technologies
. Collaboration

10. Strategic Alignment

© 00N Ok wwDhE




- 23
How are we doing and where should we focus?
O o
. ‘11-°
ngh ‘ Culture io
@ collaboration | o
Accountability
. Strategic Alignment
. Leadership
' Human Capital
How good
are we? © Agiity
‘ Learning
. Social Responsibility
Low ‘ Advancing Technologies
Low What impacts High
business results?
N'A

HR Competency and Capability Study M H R



HRC?S Capability Summary

A B
10 Mean | Overall C D E F G
Capabilities (1,013 results
orgs) score Financial |Strategic|/Customer/Employee| CSR
1. Leadership 4.84 9.9% 9.9% 8.5% 7.4% 6.9% 6.8%
2. Strategic o o o o o o
alignment 4.85 3.6% 5.6% 2.8% 5.3% 8.9% 3.5%
3. Social o 5 5
Responsibility 4.48 - 11.5% 9.3% 0.0% 11.5%
4. Accountability | 4.88 8.3% 6.5% 10.3% 10.4% 7.8% 4.5%
5. Collaboration | 4.90 5.3% 2.90% 10.6% 7.4% 5.7% 5.9%
6. Learning 4.68 6.4% 7.3% 9.0% 5.5% 8.5% 7.4%
. H ital
Ztalelrllltl)lan Capita 4.82 8.2% 13.5% 6.5%
8. Culture 4.96 9.0%
9. Agility 4.74 3.2%
10. Advancing . . . . . .
Technologies 4.37 6.4% 4.9% 6.9% 5.8% 5.8% 8.1%

HR Competency and Capability Study
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IMPACT

Now iIs the time for HR

Overview of HRCS: History, round 8, results focus

What are characteristics of an effective HR department?

How do you help deliver organization capabilities?

What competencies do you need to deliver results?

Implications and next steps for organizations and HR
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Business
Capabilities

2. \What characteristics of an
effective HR department
build business capabilities
and drive business
success?

HR
Department

HR Competency and Capability Study



HR Department:
What characteristics of an effective HR department build
capabilities and drive business success?

27

« Employee Practices: HR policy/practices used for employees

* Practice Alignment: HR practices aligned to support development of key strategic capabilities
« Stakeholder Value: HR designs/delivers practices to add value to stakeholders

« Information and Analytics: HR accesses, acquires, and acts on information/analytics

« Capability Support: HR department effectiveness at supporting capabilities

« HR Department Credibility: HR department is seen as credible

* Reliance on HR: Organization relies on HR to provide insights

HR Competency and Capability Study fm H R



Which of these do you think has the
most impact on business performance?

Employee Practices
Practice Alignment
Stakeholder Value
Information and Analytics
Capability Support

HR Department Credibility
Reliance on HR

N o O s wDdE




WchH of tHese ao you tHlnE Has tHe most impact (2

on business performance?

Employee Practices
Practice Alignment
Stakeholder Value
Information and Analytics
Capability Support

HR Department Credibility

IRV /Y Y

Reliance on HR

HR Competency and Capability Study fm H R
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What should be the characteristics of an effective
HR department?

4

Path B: HR Department and Impact on Business Results

4

HR Department

00
Employee Practices: HR policy/practices used for employees (10 items) 351 23%
Practice Alignment: HR practices aligned to support development of key strategic capabilities (12 284 1906
items)
Capability Support: HR effectiveness at supporting capabilities (4 items) 3.86 19%
Stakeholder Value: HR designs/delivers practices to add value to stakeholders (5 items) 3.92 19%
HR Department Credibility: HR department is seen as credible (11 items) 3.79 8%
HR Information and Analytics: HR accesses, acquires, and acts on information/analytics (7 items) 3.59 12%
HR Reliance: Organization relies on HR to provide insights (9 items) 3.89 8%

Overall regression — 48.2%

©The RBLGroup



Prioritizing HR Department Actions 31

‘ Stakeholder Value

{) HR Reliance

£ Capability Support
‘ Practice Alignment
£ HR Department Credibility

{) HR Information and Analytic
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IMPACT

Now iIs the time for HR

Overview of HRCS: History, round 8, results focus

What are characteristics of an effective HR department?

How do you help deliver organization capabilities?

What competencies do you need to deliver results?

Implications and next steps for organizations and HR
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What competencies do you
need to deliver personal,
stakeholder, and business
results? (Path A)

Business
Capabilities

HR
Competencies

HR

Department

HR Competency and Capability Study




HRC?S 2021: Round 8

MOBILIZES
INFORMATION

HR ADVANCES
Competencies ACCELERATES SIMPLIFIES HUMAN

BUSINESS COMPLEXITY CAPABILITY

FOSTERS
COLLABORATION

HR Competency and Capability Study M H R



HR(_:ZS 2021:
Domain & Factors

Accelerates Business

« Generates Competitive
Insights

 Influences the Business

» Gets the Right Things Done

* Drives Aqility

35

MOBILIZES
INFORMATION

ACCELERATES SIMPLIFIES ADVANCES

HUMAN
BUSINESS COMPLEXITY CAPABILITY

FOSTERS
COLLABORATION

HR Competency and Capability Study



HRC2S 2021
Domain & Factors

MOBILIZES
INFORMATION

Advances Human Capability
« Elevates Talent

ADVANCES
» Delivers HR Solutions e Lo oL HUMAN

_ _ _ BUSINESS COMPLEXITY ARG
« Champions Diversity,

Equity, and Inclusion

FOSTERS
COLLABORATION

HR Competency and Capability Study



HRC2S 2021
Domain & Factors

Mobilizes Information

« Leverages Information
and Technology

e Guides Social Agenda

MOBILIZES
INFORMATION

ADVANCES
HUMAN
CAPABILITY

ACCELERATES SIMPLIFIES
BUSINESS COMPLEXITY

FOSTERS
COLLABORATION

HR Competency and Capability Study



HRC2S 2021
Domain & Factors

MOBILIZES
INFORMATION

Fosters Collaboration

* Manages Self ACCELERATES SIMPLIFIES e
 Builds Relationships SRS COMPLEXITY CAPABILITY

FOSTERS
COLLABORATION

HR Competency and Capability Study



HRC2S 2021
Domain & Factors

MOBILIZES
INFORMATION

Simplifies Complexity
¢ Th|nkS C““Ca”y ADVANCES

. . HUMAN
Harnesses Uncertainty BUSINESS COMPLEXITY CAPABILITY

ACCELERATES SIMPLIFIES

FOSTERS
COLLABORATION

HR Competency and Capability Study



Which of these do you think has the
most impact on business performance?

Accelerating the Business
Advancing Human Capability
Mobilizes Information
Fosters Collaboration
Simplifies Complexity

A




IMICHIGAN ROSS

L | The RBLGroup

HR Competencies and Results

4
‘ ’ Path A: HR Competencies to Results
<

Perso eated D e a aua B e
04 0

Accelerates Business 3.84 23% 23% 24% 23%
Advances Human Capability 3.84 19% 20% 19% 35%
Simplifies Complexity 3.83 21% 19% 19% 13%
Mobilizes Information 3.67 17% 17% 23% 16%
Fosters Collaboration 4.14 19% 21% 15% 14%
Overall Regression — 47.2% 45.5% 44% 3.5%

*These columns sum to 100%, representing the percentage of explained variance in the model that can be explained by each variable category

©The RBLGroup



Prioritizing HR 5ompetency Factors

High 4.2 |
4.17 ‘ Builds Relationships
4.1
C
G 4.0
)
=
0 3.9
7))
(<))
3
> 3.8 ".’.’.’.’.’.’.’.’.’.’.’.’.’.’.’.’
b T
ks [
L 3.7 |Leverages Data .
and Technology
3.6
Low
3.5
3.5
5 6
Low
5%

. Influences the Business

b Thinks Critically

MOBILIZES
INFORMATION

ADVANCES
HUMAN
CAPABILITY

ACCELERATES SIMPLIFIES
BUSINESS COMPLEXITY

‘ Manages Self

FOSTERS
COLLABORATION

Competitive Insights

Champions Diversity,
‘ Equity, and Inclusig

‘ Harnesses Uncertainty

> Gets the Right Things Done Elevates Talent

......... » Drives Agility

13
High
12.4%

HR Competency and Capability Study




.
Overview of HR Competencies and Impact

Accelerates Business
Advances Human
Capability
Simplifies Complexity
Mobilizes Information

Fosters Collaboration

Organization Capabilities

Social Human
Responsibility Capability Culture
15% 21% 21%
26% 31% 30%
11% 15% 13%
39% 13% 17%
8% 19% 19%

Agility
25%

27%
13%
26%
10%

HR Department

Employee Stakeholder

Practices Value
24% 22%
34% 22%
14% 22%
16% 19%
12% 15%

Capability
Support

23%

29%
15%
15%
19%

43

Personal

Individual Results

Internal

External

Businesss
Results

Overall

Effectiveness Stakeholders Stakeholders|Performance

23%

19%
21%
17%
19%

23%

20%
19%
17%
21%

24%

19%
19%
23%
15%

23%

35%
13%
16%
14%

HR Competency and Capability Study
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Overall Goals and Agenda

IDEAS [ Navigating HR's Impact: HRCS ] IMPACT

Now iIs the time for HR

Overview of HRCS: History, round 8, results focus

How do you help deliver organization capabilities?

What are characteristics of an effective HR department?

What competencies do you need to deliver results?

Implications and next steps for organizations and HR
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We live in an ESG
World

Organizations and HR
need to deliver value to
all stakeholders, not
just shareholders

X

Implications ..

Business leaders and
regulators face human
capital challenges

Organizations and HR
need to build

organization
capabilities

45

HR has become central
to organizational
success

The HR profession
needs to rise to the
opportunity to deliver
solutions to human
capability challenges

HR Competency and Capability Study






