Reinventing HR’s future:

Value creation, Human capability, and HR work

Dave Ulrich
Rensis Likert Professor, University of Michigan
Partner, the RBL Group

(dou@umich.edu)

The RBL Group

January 11, 2023




Value Logic: Assumptions

Recognize that value is defined by receiver more than giver

HR

Others

2
What we do

Actions/behaviors

1
What we want
(values, beliefs, goals)
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Overall Goals and Agenda

IDEAS [ Reinventing HR's Future J IMPACT

Now Is the time to reinvent HR

1: HR is not about HR, but creating value for others

2. HR contributes value through human capabilit

3: HR needs to upgrade HR department and people

Reinventing HR’ future © The RBL Group PMAT



Now is the time .... Today’s business context

Physical health/ Emotional/Mental Health
COVID Pandemic
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FIVE BUSINESS TRENDS IN 2023

New directions for industry

The past three years have proven to be challenging for many people following the outbreak of the Covid-19 pandemic.
Though the situation has improved, many businesses are still grappling with economic pressures, such as higher costs
driven by inflation and higher energy prices, while concerns over climate change are motivating businesses and the public
to become more environmentally aware. Bangkok Post examines key business trends that are expected to set the tone in
2023. By Molpasorn Shoowong, Suchit L g k and L

B ks are continuing to incor-
porate environmental, social
and governance (ESG) factors into
their business operations in a push
for a sustainable transformation of
the economy

In November 2022, Kasikorn-
bank (KBank) disclosed that it has
set a goal to expand the extension
of sustainable financial facilities to
25 billion baht in 2022, doubling to
50 billion in 2023, aiming to become
Asean leader in the field of the
finance by 2030

As of September 2022, KBank
granted loans to ESG projects worth
16 billion baht, representing 66.1% of
its total sustainable financial facili
ties, which cover loans and funding
for 2022,

1n 2022, Bank of Ayudhya (Krung-
sri) announced increasing the pro-
portion of its ESG-linked loans to
10-15% of its anticipated total cor-
porate loan portfolio by 2030. As of

Banks incorporate ESG

Thai banks

I 22, the bank’s ESG-linked loans
stood at 10 billion baht or 2% of Ihc
total corp an portfolio of a

soclal

in Thailand in December 2022, Bank
of Thailand governor Scthaput Suthi-

460 billion.

Thai banks now place greater
emphasis on adopting ESG principles
intheir efforts to drive sustainable eco.
nomic and social development, said
Poonsit Wongthawatchai, Krungsri's
executive vice-president and head of
its ESG division.

Speakingat the BIS-BOT conference

said one of the chal-
tenges facing central banks worldwide
is climate change and central banks'
role in combating it

He said responding to climate
change is about actively taking steps
thathelp influence the incentives and
willingness of society to alter their
behaviour in such a way that mitigates
adverse climate change. The most

T

impactful channel for central banks
in this respect is through the finan-
cial system.

Incentives, mindsets and exper
tise in the financial sector must be
geared towards ensuring that suf-
ficient resources become available
to finance the green transition. This
requires a collaborative approach,
both among agencies within the
country, as well as internationally,
said Mr Sethaput.

Green as the

Tnumm analysts say sustainability
nd responsible tourism represent
4 new mandate for the Thai industry
after the pandemic

Responsible tourism and sustain-
ability in tourism will be the main
direction in the future, Thanet Phet-
suwan, deputy governor of the Tour-
ism Authority of Thailand (TAT), said
atthe *Bangkok Post Year-End Forum’

Mr Thanet said the TAT is trying to
shift to quality-based tourism from a
quantity-focused strategy which saw
‘Thailand welcome 40 million arrivals
in 2019,

He said it would be better if the
country can welcome a smaller
number of tourists but with mare
quality spending and awareness of
the environment

Regarding hospitality operators,

new mandate

Marisa Sukosol Nunbhakdi, president
ofthe Thai Hotel Association, agreed
that sustainability is a baseline not a
trend anymare.

Mrs Marisa said Thailand has
been the leader of green hotels
among Southeast Asian countries
that can respond to this emerging
demand, especially from European
travel agents.

Hotels are also being pushed for-
ward by other players such as online
travel agents who introduced the
green badge for green hotels on its
platform as well as the TAT which
requires meeting sustainable criteria
inorder to be able to join a roadshow,

She said she hopes the sector will
see more government funding and
subsidies for tourism businesses to
go green.

A W
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Tourists at Maya Bay In Krabl. To protect the island's ecology, only 380 loumh
per hour are permitted 10 Visit. RADIO THAILAND KRABI FACEBOOK PAGE

Varawut Silpa-archa, the natural
resources and environment minis-
ter, insisted that focusing on tourist
spending per head and limiting the
number of tourists can help save the

environmentand balance consump-
tion with natural resources

Policies include allowing only 380
tourists per hour to enter the famous
Maya Bay in Krabi.

hailand's electric vehicle (EV)

market will continue to gain
momentum in 2023, with sales
expected to reach between 25,000
and 35,000 units, says the Federation
of Thai Industries (FT1).

But whether the target will be
attained depends on the availability of
semiconductors which have become
scarce worldwide, affecting the auto-
maotive industry.

Tl believes EV sales in 2022
could reach 1,000 units,

Surapong Paisitpatanapong, vice
chairman and spokesman for the FTT's
Automotive Industry Club, attrib-
uted the growth in EV sales to their
less aggressive prices and the state
incentive package aimed at stimulat
ing sales.

In February 2022, the cabinet
agreed to approve tax cuts and sub-
s to promote EV consumption

High momentum of EV growth

and production during the period
2022 t0 2023.

“We see a bright future for the EV
industry after global EV manufactur-
ing giants, notably Tesla and BYD,
launched their electric autos in Thai-
and while others also announced
their investments in car assembly

Reinventing HR’ future

An electric vehicle
charges at the
latest edition of
Motor Expo held in

CHATPATTARASILL

here,’ said Mr Surapong.

On Dec 7 last year, the newly estab-
lished Tesla Thailand launched two
models of car — the Model 3 and the
Model Y, with prices starting from
1.75 million baht and 1.95 million
baht, respectively. These prices are
lower than the imported vehicles

affered for sale earlier by independ-
ent sellers.

On Oct 10 last year, BYD, through
its distributor Rever Automotive Co,
launched the Atto 3 sports utility vehi-
cle. The vehicle was priced at almost
1.2 million baht,

While BYD announced a me to
constructan EV

Apisitniran

Digital transformation picks up

A s businesses have become more
engaged in their online journey,
driven by the pandemic, they now need
to gear up for digital transformation,
including the use of cloud and automa-
tion, 1o be agile and competitive and to
thrive in the new economy.

Sandra Ng, group vice-president
and gaieral mianager for Ase-Fucifc
earch at tech market research firm
1DC,said businesses are nowente ring
intoanew era inwhich digital accelera-
tion s taking place around the world.

“Thisis going to be super important
for organisations to drive the new digi-
tal value creation,” said Ms Ng.

Accordingto IDC, spending on digi-

Businesses are entering Into a new era
in which digital acceleration is
happening worldwide, says Ms Ng.

According to him, businesses and

talte 8 ations in Asia-
Pacificwill grow by 3.5 times the econ-
omy in 2023, establishing a foundation
for operational excellence, competitive
differentiation and long-term growth

By 2024, 30% of organisations in
Asia-Pacific will have a business con
tinuity crisis management strategy
that includes continuous intelligence
and enables an agile reaction to future
economic shocks and disruptions,
IDC indicates.

By 2026, 40% of total revenue for
2,000 organisations based in Asiawill be
generated by digital products, services
and experiences, up from 26% in 2022

Paul Burton, general manager of
IBM Asia-Pacific, highlighted the
importance of automation, which
can respond to the business needs
of fast pracesses in the face of digi-
tal transformation.

Automation can also lead to cost
reduction amid high inflation where
pressure is building up for higher
labour wages, he said

need to think holistically
abouittheirtechnology architecturs and
adapt to the changing world.

Prapussorn Pechkaew, research
manager at IDC Thailand, said Thai-
land needs to leverage data to gear up
for digital transformation

Many initiatives have now by
developed to transform Thailand, as
a data-driven nation, including the
roll-out of Open Government Data of
ailand, a collection of important data
through www.datago.th that can be
analysed for other purposes, she said.

According to an IDC Asia-Pacific
cloud survey in 2021, 92% of Thai
organisation respondents said they
would increase the use of cloud ser-
vices in the next 12 months, giving a
huge opportunity for cloud business
in the country.

‘The country's public cloud service
market is expected to reach US$1.7
billion by 2025 at a five-year (2020
2025) compound annual growth rate
of 23.4%, IDC said.

Towards a cleaner future

Cumpunws in the clean energy
sector expect bright business pros-
pects in 2023 as concerns over high
energy costs and the impact of fossil
fuels on the environment continue
to grow.

Not anly are solar, wind energy and
bio-gas set to increase under the Energy
Regulatory Commission's {ERC) renew-
able energy scheme, but demand for
natural gas, whichis considered cleaner
than oil and coal, is also expected
torise.

Ata forum on environmental, social
and corporate governance, held by the
Bangkok Post, Somruedee Chaimong-
ml chief executive of non-oil energy

Rayong, Teslaremains mute w;,nnhn)‘
its plans for investment in Thailand
Though Thailand foresees growth
in its EV industry, driven by the
global campaign for zera emissions,
the country has to deal with many
challenges that could decelerate its
growth, according to global manage-
it consultancy Arthur DD, Little,

e prices of renewable energy
an | m.ugm,., services remain high
in Thailand, while the number o
charging stations is insuflicient to
serve EV drivers, the company said

Banpu Plc, said her com
pany viswerd gas & “bridge" between
fossil and renewable fuels.

Banpu announced it would stop
investing in new coal mine projects,
despite a huge volume of coal deposits,
and focus more on clean energy.

The firm runs an upstream gas busi-
nessinthe US through s unit BKV Cor-
poration, whichis set to be listed on the
New York Stock Exchange.

Banpu also said it would join the
ERC renewable scheme by develop-
ing on-ground solar farms on parts of
its land, which were previously used

The Energy Regulatory Commission s
to continue to support solar and wind
power.

for coal mines, in Lamphun and Kan-
chanaburi provinces

“The ERCwill announce firms eligible
to develop new solar, wind and bio-gas
energy projects and sell electricity to
the state grid on March 15, 2023,

Authorities will buy 5.2 gigawatts of
power from firms to back efforts to cut
carbon diaxide emissions.

Power projects under the scheme are
expected to lead to spending of up to
200 billion baht, which will contribute
to domestic economic growth in 2023.

In the gas transport business, firms
like Bangchak Corporation and SET-
listed Power Solution Technologies, a
provider of clean energy solutions and
construction services, expect to see
more gas sales in 2023,

Thailand Specific Context

ontext is kingdom

Content is king
Human capability
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P .
New Assumptions about Future of Work

Assumptions

Connect outside and inside

o &

Personalize work requirements

Harness uncertainty

&

d. Navigate paradox

Reinventing HR’ future © The RBL Group PMAT



Evolution of HR to
human capability

* Align HR practices with

business strategy

e Deliver individual

competence (talent)

Create marketplace
value (outside-in)

Deliver organization
and leadership

Align HR practices with
business strategy
Deliver individual
competence (talent)

Design and deliver HR
practices
Functional excellence

e Design and deliver HR

practices

* Functional excellence

e Terms and conditions
of work
* Operational excellence

Terms and conditions
of work
Operational excellence

Design and deliver HR
practices
Functional excellence

* Terms and conditions
of work
* Operational excellence

Terms and conditions
of work
Operational excellence

PERSONNEL H HUMAN RESOURCES H HUMAN CAPITAL ? HUMAN CAPABILITY

PMAT
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Overall Goals and Agenda

IDEAS [ Reinventing HR's Future J IMPACT

Now is the time to reinvent Recognize contextual challenges to
HR create human capability content

1: HR is not about HR, but creating value for others

2. HR contributes value through human capability

3: HR needs to upgrade HR department and people

Reinventing HR’ future © The RBL Group PMAT



.
Value Creation Logic: Assumption Question

What is the most important “thing” that HR or business leaders can give
an employee?

Please select one:

A feeling of physical and psychological safety

A sense of belief (meaning, purpose)

An ability to become better (learn, grow)

A feeling of belonging (community, relationships)
All the above

None of the above

o Uk whE

Reinventing HR’ future © The RBL Group PMAT



HR Value Logic

10

What is the most important “thing” that HR or business leaders can give
an employee?

An organization
succeeds in the
marketplace

Reinventing HR’ future © The RBLGroup PMAT



. . 11
HR value created for all stakeholders: Outside/in
Increasing market value
(80%) tied to " Creating social
intangibles; Investors/ Communities/ citizenship, reputation,
managing risk owners Regulators and responsibility
.. . Enabling CEO
Increasing overall suc-cess.ion,
net promoter score HR Key Boards of delivering results
Customers SRy P PP iy PR It through talent and

and customer share Directors organization

Ensuring strategic
SVSIIESREELEIRA revitalization; Delivering on

at all levels goals and building high-
performing team

Enabling employees to
fully contribute and Employees
have positive work
experience

Reinventing HR’ future © The RBL Group PMAT
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HR outside in: Evolution of HR

Go that >

HR Outside/lIn: Market results
(customer, investor)

HR Strategy: Strategic business
success

HR Functional Expertise: Best practice

HR Evolution

HR Administrative Utility: Efficiency

Time

Reinventing HR’ future © The RBL Group PMAT



HR outside in: HR practices

Examples of outside in

Staffing

Training/development

Performance
Management

Rewards

Communication

Leadership

Culture

Reinventing HR’ future

Are we the employer of choice of employees our customers would
choose?

Do we involve customers/investors in designing, attending, and
delivering training and development?

Do our processes for performance management communicate the
right expectations to customers and investors?

Do we involve our customers and/or investors in allocating rewards?

Do our communication tools link employees and customers or
Investors?

Have we created a leadership brand where leaders actions are tied
to customer or investor expectations?

Does our culture have the right events, patterns, and identity?

© The RBLGroup PMAT
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How to Approach Future of Work

an inside out (yellow arrow starting with internal actions) approach?

When you think of the “future of work”, do you take an outside in (green arrow starting with environment) or

Outside In

Because of
Value defined by receiver

Environmental Internal (human
context Future of Work capability) actions

£ LEADERSHIP THE I alue
! BRAND LEADERSHIP .

So that
nav:um Build on your strengths to
"""""""""""""""""""" strengthen others
Reinventng HR future © The RBL Group PM AT
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Overall Goals and Agenda

15

IDEAS [ Reinventing HR's Future J IMPACT

( )
Now is the time to reinvent Recognize contextual challenges to
HR N create human capability content )

p
1: HR is not about HR, but Understand how HR creates value for
creating value for others N all stakeholders (outside/in)

2. HR contributes value through human capability

3: HR needs to upgrade HR department and people

Implications for Danaher Diagnostics

Reinventing HR’ future © The RBL Group PMAT



HR is not about HR ... =

Outcomes:

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

General manager:
integration

Human Resources:
How well do we manage ????

Finance:
How well do we manage money?

Business
Strategy

[ Operations/Manufacturing:

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

Reinventing HR’ future © The RBL Group PMAT



.
Human Capability Initiatives

17

How many of
these initiatives
have you tried in
your organization?

Digital reinvention
Al, machine learning

[ Agile organization 1 [ Diversity, equity,

Technology:
and inclusion }

[ Employee } | Hybrid work | Distributed
— Great resignation/ leadership
Leadership ESG: Social [ Retain people .
academy responsibility HR plractlceli:
_ _ people, work,
_ Changing the right "
- [ Leader as meaning } [ culture } a?ﬁf%lﬁmgﬁggy’
[ Reskilling } maker with emotion /
Workforce Customer [ HR people: } [ Collaboration/ }
[ focused agenda } competencies network/ecosystem
HR . . Employee well being/
transformation Strategic clarity / [ .
[ Purpose experience

Reinventing HR’ future © The RBL Group PMAT
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Value of a Framework

[ Four food groups: B
Diet Fruits/vegetables, dairy, Entire diet/nutrition industry
L grain, meat/protein
. . ( Financial Reporting (GAAP): b
< Financial > Balance sheet, income statement c'ash flo

. 2 ’ b Accounting/auditing/financial services industry
Reporting . shareholder equity )
( o" Q Q ” |' 1 . \

. Big F'Ve. pe.rsona IS opgnness, Entire personality assessment industry built on

Personallty conscientiousness, extroversion, feem (e e

g agreeableness, neuroticism )

Human Piecemeal efforts focused on metrics, not
Capability framework (is030414)

Splintered industry

Reinventing HR’ future © The RBL Group PMAT



Overview of Human Capabillity

19

 Today: Most people and organization initiatives and assessments are piecemeal and haphazard
« Tomorrow: A shared definition of human capability and metrics to focus on making decisions in
each of the four pathways that drive internal value and can be compared across companies.

HUMAN CAPABILITY

TALENT (HUMAN CAPITAL) LEADERSHIP ORGANIZATION
What should your company do to What should your company to What should your company do to
ensure the right individual do have the right leaders and the have right organization
competence, workforce, or skills? shared leadership at all levels? capability, workplace, or team?

HUMAN RESOURCES (HR)
What should your company do to have the right HR department,
practices, metrics, and people ?

Reinventing HR’ future © The RBL Group PMAT
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Human Capability Initiatives

Human capability
framework to
organizations

Initiatives

HR practices:

people, work,

accountability,
information

HR people:
competencies

HR
transformation

Reinventing HR’ hitpss//www.linkedin.com/pulse/six-actions-hr-create-more-stakeholder-value-dave- © The RBL.Group P M AT
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We looked at Impact of human capability on
business outcomes across 5700+ companies in the
SEC and were astonished
Using Al (machine learning and NLP) score 7,000 Early Adopter Quote:
firms reporting their “human capital” in SEC reports “I can use this to build a business case for
based on the four human capability pathways: talent the initiatives we focus on internally. If we
+ leadership + organization + HR improve human capability by x%, then we

www.g3humancapability.com can increase earnings by y%. “

44% of revenue per employee
26% of cash flow (EBITDA)
25% of investor confidence in future (Tobin’s Q)

36% of fraud
48% of litigiousness

Reinventing HR’ future © The RBL Group PMAT
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HUMAN CAPABILITY INITIATIVES

TALENT (HUMAN CAPITAL) LEADERSHIP ORGANIZATION
Acquiring talent . Clarifying business case Hiring, developing, and managing people
Acting with agility
Establishing strategic clarity
Delivering customer centricity
Establishing the right culture
Advancing collaboration
Promoting social responsibility
Expanding innovation
Fostering efficiency
. Ensuring accountability
. Sharing information / analytics
. Leveraging technology

Managing employee performance for leadership
Developing employees . Defining what leaders
Managing employee careers & promotions know and do
Communicating with employees . Assessing leaders and
Encouraging diversity, equity, & inclusion leadership

Retaining the best employees . Developing leaders and
Managing departing employees leadership

Tracking employee engagement . Measuring leadership

10. Creating a posivive employee experience impact
Ensuring reputation

e e El e b es ey e [

1.
2.
3.
4.
5.
6.
7.
8.
9.

=
= O

[EE
N

HUMAN RESOURCES (HR) . Using HR analytics
Establishing HR reputation . Refining HR practices
Serving HR customers . Advancing HR professionals
Determining HR purpose . Strengthening HR relationships
Governing HR design
Growing human capability




Overview of Human Capabillity

HUMAN CAPABILITY

TALENT (HUMAN CAPITAL) LEADERSHIP ORGANIZATION

What should your company do to What should your company to What should your company do to

ensure the right individual do have the right leaders and the have right organization
competence, workforce, or skills? shared leadership at all levels? capability, workplace, or team?

HUMAN RESOURCES (HR)
What should your company do to have the right HR department,
practices, metrics, and people ?

Reinventing HR’ future © The RBL Group PMAT
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A
A Talent Formula

24

— —_— Focewond by MarshallGoldsmen
s
¢ Talent AGILE
: ACCELERATOR TAL NT
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COMMITMENT CONTRIBUTION
(willing to do the work) (finding meaning from
the work experience)

» Believe: increase
meaning and purpose

- Become: have a growth
mindset

 Belong: be part of a
community

Create greater employee
emotional response to
work as seen in
engagement and
commitment

Reinventing HR’ future © The RBLGroup PMAT



INDIVIDUAL
Talent, Workforce

People i

Bringing people into, moving them through, removing them from organization

Talent Menu: 10 Key practices

¢ Talent

Competence

% ACCELERATOR

a

<

A

Bringing people IN
1. Acquiring Talent:

we bring the right
people into the
organization

N

>

Reinventing HR’ future

4 5 N

Moving people THROUGH

2. Managing employee performance

3. Developing employees

4. Managing employee careers and promotions

5. Communicating with employees
KG. Encouraging diversity, equity, and inclusion/

D Commitment

25

o €.,

X N
: Y
w0l
s .
5 -
K -

O. ..

L7 T
. Justin Aller Yave Lirich

g C

FLOW of people from

organization

7. Retaining the best
employees

8. Managing departing

K employees

N

9. Improving and tracking employee engagement

E Contribution

10. Creating a positive employee experience

© The RBL Group



.
Talent Poll: Pick top priorities

26

Talent Domains

A
Pick
two

B
Talent Actions

1.

Acquiring talent

Set criteria, source, screen, secure, orient

2.

Managing employee performance

Goals, measure, consequence, conversation

3.

Developing employees

Training, on the job, life experiences

4.

Managing employee careers and
promotions

Manage stages, build high potentials

5. Communicating with employees Share information down, up, sideways

6. Encouraging diversity, equity, inclusion Move from numbers to programs to assumptions
7. Retaining the best employees Behave as if, offer incentives, stay interview

8. Managing departing employees Manage performance, remove boldly and fairly

2 g?]g;%vépngespd tracking employee Measure sentiment, take personal responsibility

10. Creating a positive employee experience

Encourage belief, become, and belong

Reinventing HR’ future
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Overview of Human Capabillity

27

HUMAN CAPABILITY

‘—l*_*\

TALENT (HUMAN CAPITAL) LEADERSHIP ORGANIZATION
What should your company do to What should your company to What should your company do to
ensure the right individual do have the right leaders and the have right organization
competence, workforce, or skills? shared leadership at all levels? capability, workplace, or team?

HUMAN RESOURCES (HR)
What should your company do to have the right HR department,
practices, metrics, and people ?

Reinventing HR’ future © The RBL Group PMAT



The importance of organization in our lives

ﬂVhat do all of the fonowinh

have in common?
* Clothes we wear
* Food we eat
* Houses we live in
* Buildings where we work and learn
* Technology devices we use to
communicate
 Televisions we watch
* Movies that entertain us
« Cars we drive

F Y

An

Organization!

Reinventing HR’ future
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Hierarchy/
Bureaucracy
(Roles, rules)

Max Weber

The Theory of

SOCIAL
and
ECONOMIC

Organization

Reengineering
s {10 (107107 3tiOh

MICHAEL HAMMER
and JAMES CHAMPY

Reinventing HR’ future

Evolution of organization form

Systems

(Alignment)

Strategy

Structure

MCKINSEY 75
FRAMEWORK

Staff

Strategy

Shared

values

Structure
q_ Style
Systeims

Sklls

Business

SOMINUTES com

JAY R.GALBRAITH

X DESIGNING
ORGANIZATIONS

RATEGY, STRUCTURE, and
PROCESS at the BUSINESS UNIT

M

RIOANTY BASS

Capability
(Identity)

COMPETING
FOR THE

i

PRAHALAD

© The RBL Group
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Market-oriented
Ecosystem (MOE)
(Reinvent)

=g

B em ]

R

=S

ARTHUR YEUNG
DAVE ULRICH

PMAT



Culture Evolution

Organization: Evolution of Cultural Thinking

30

Right culture: identity, brand,
reputation with outside-in focus

Patterns/Norms: how things are done around here;
implicit rules and ways of working

Systems/Climate: perceptions of impact of work systems
on employees ... information, decision, accountability, people

Values/Behaviors: what we care about; often core values of
leaders that affect employee and leader behaviors

Time

Reinventing HR’ future © The RBL Group PMAT



Key concepts related to right culture

Purpose

(mission, vision)

Values or Beliefs
Who we are, and what we
believe

\¥

Our reason for

being D,

/ Culture \

K employees j

What we are
known for by our

key stakeholders | «——

made real to

31

a

Brand or Identity
Promises to the market,
what resonates with our

customers or other
stakeholders,

n

)

Reinventing HR’ future
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How do we change culture? -
@Define desired culture

What are the top 3 things we want to be known for by our best customers (or
other key stakeholders)?

Make identity real to employees

 \
2. Top/down
Intellectual agenda

5: |Leadership
Brand

4. Side to side ' 3 Bottom/up :
Process agenda Benavioral agenda

Reinventing HR’ future © The RBLGroup PMAT




Overview of Human Capabillity

HUMAN CAPABILITY

TALENT (HUMAN CAPITAL) LEADERSHIP ORGANIZATION

What should your company do to What should your company to What should your company do to

ensure the right individual do have the right leaders and the have right organization
competence, workforce, or skills? shared leadership at all levels? capability, workplace, or team?

HUMAN RESOURCES (HR)
What should your company do to have the right HR department,
practices, metrics, and people ?

Reinventing HR’ future © The RBL Group PMAT
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Overview of Human Capabillity

HUMAN CAPABILITY

TALENT (HUMAN CAPITAL) LEADERSHIP ORGANIZATION

What should your company do to What should your company to What should your company do to

ensure the right individual do have the right leaders and the have right organization
competence, workforce, or skills? shared leadership at all levels? capability, workplace, or team?

HUMAN RESOURCES (HR)
What should your company do to have the right HR department,
practices, metrics, and people ?

Reinventing HR’ future © The RBL Group PMAT
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Creating leadership capability
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Leadership brand combines inside/outside and leader to leadership

-» OUTSIDE

|NS|DE YT I

Reinventing HR’ future

Celebrity Leaders Leadership Brand
I : ;
] |1
0 nr : Iﬂ”"“i'

Competent Leaders Leadership Systems

i

I
- A - A
- ‘Iﬂllnllil
| ‘I[‘II“IIII_

LEADER ++-+eeeeeesnnsnnannanaad » LEADERSHIP
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HOW TO BUILD LEADERSHIP CAPABILITY:
Elements of Leadership Brand

To address these broader
business issues, the best
companies for building
results based leadership
capability integrate these
Six elements:

1
Build business case

for leadership

6 2
Ensure Agree on
reputation what leaders

_ must do
Leadership
BRAND
Architecture

5 3

Measure leaders
& leadership

Assess Leaders
& Leadership

4

Invest in leaders
& leadership

Reinventing HR’ future

© The RBL Group
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BRAND
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Leadership Brand Guidance

38

Leadership Brand A B
Elements Pick What activities could improve the targeted domain?
1. Clarify Look at employee survey data on quality of leadership

business case
for leadership

Strength of leadership pipeline/bench
Compare price/earnings ratios with competitors for a decade
Review percent of senior leader time building leadership

Define what
leaders know
and do

Differentiate high/low performing leaders

Define future competencies based on strategy of business
Create competencies tied to external brand identity
Identify competencies tied to changing business contexts

. Assess leaders

Perform leadership 360
Hold leaders accountable to build future leaders; and include in rewards system
Manage career stages and talent flow

) Deve|op (E;r_wsulre tcrjainindg balse don :Jusine?s ntgeds
ive leaders development opportunities
leaders a_‘nd Receive coaching
leadership Offer leaders temporary assignments
Measure Track accomplishment of business case

leader impact

Measure strength of leadership pipeline
Retain key leaders

6. Ensure

reputation

Examine communication of leadership in public documents (annual report)
Share stories of leadership excellence in social media
Track leadership reputation in social media

Reinventing HR’ future
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.
Leadership Fundamentals

In your experience, what are 5-7 things
leaders need to know and do?

Reinventing HR’ future © The RBLGroup
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Build the next generation

TALENT MANAGER

Reinventing HR’ future

HUMAN CAPITAL
DEVELOPER

Engage today’s
talent

Leadership Code:
The DNA of Effective Leaders

Long:term
Strategic

PERSONAL
PROFICIENCY

Invest in

yourself g

Near:term
Operational

40
STRATEGIST
Shape the future
| CODE

EXECUTOR
Make things happen

©TheRBLGroup  PMAT



Count as high as you can in 45 seconds, starting from 1

2D 472

Reinventing HR’ future & L LR L rvIAT
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Count again: Creates a framework for leadership

2> 472

Reinventing HR’ future
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43

Leadership Code: The DNA of Effective Leaders

g
{f
f

\ |

HUMAN CAPITAL
DEVELOPER

Build the next generation

STRATEGIST
Shape the future

PERSONAL

PROFICIENCY Bl

Invest in
R\, yourself g

................ Individual cceevececes

i The
| LEADERSHIP

. CODE

EXECUTOR

TALENT MANAGER : |
Engage today's Oliza;ttgrrll;l Make things happen

talent
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Leadership Code: Strategist
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.
Leadership Code: The DNA of Effective Leaders

45

Long:term
Strategic

HUMAN CAPITAL
DEVELOPER

Build the next generation

STRATEGIST
Shape the future

PERSONAL
PROFICIENCY Bl
Invest in f— T~

A\ yourself

................ Individual cceevececes

- e
| LEADERSHIP

. CODE

TALENT MANAGER i EXECUTOR
Engage today’s Ol\ggttggl Make things happen i

talent
/'l

Reinventing HR’ future T ﬂ’m Group PMAT




Reinventing HR’ future

Leadership Code: Executor
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.
Leadership Code: The DNA of Effective Leaders

a7

Long:term
Strategic

HUMAN CAPITAL
DEVELOPER

Build the next generation

STRATEGIST
Shape the future

PERSONAL
PROFICIENCY Jff
Invest in

R\ yourself

TALENT MANAGER /y) s EXECUTOR
P

- e
| LEADERSHIP

. CODE

Engage today's Zf;;ttgrf;l Make things happen e
talent :

\
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Leadership Code: Talent Manager z

5 By '8

——t
|
|
—_—
=
=
-
v:—¢=
==
E —

.\ R .
These contractors are installing steel pillars in concrete to stop vehicles from parking
on the pavement outside a Sports Bar downtown. They are now in the process of
cleaning up at the end of the day and anxious to climb in their truck and go home.

Reinventing HR’ future
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Leadership Code: The DNA of Effective Leaders

49

~

STRATEGIST

Longztegm
HUMAN CAPITAL e
Lss = Shape the future

DEVELOPER

Build the next generation

................ Individual eeeeeeeerer | PERSONAL
A\ rroriciency 2

Invest in
AN\, yourself 4

i The
| LEADERSHIP

. CODE

EXECUTOR

TALENT MANAGER : |
Engage today's Oliza;ttgrrll;l Make things happen

talent
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Human Capital Developer
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.
Leadership Code: The DNA of Effective Leaders

51

Long:term
Strategic

HUMAN CAPITAL
DEVELOPER

Build the next generation

STRATEGIST
Shape the future

PERSONAL R
PROFICIENCY B¢

. Invest in
R Yourself g

................ Individual feeeseccces

- e
| LEADERSHIP

. CODE

EXECUTOR

TALENT MANAGER : |
Engage today's Oliza;ttgrrll;l Make things happen

talent

Reinventing HR’ future © The RBLGroup PMAT



Reinventing HR’ future

Personal Proficiency
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Leadership Code and Company Competencies =
Leadership Code
Strategist Executor Talent Human Personal
manager capital proficiency
developer
1: Acts with integrity and builds trust XXX
2. Drive for results XXX
3: Develop talent and effective teams XX X
f::x?“y 4: Lead business with vision and strategy XXX
competencies 5:Embody humility and respect XXX
6: Take risk and be resilient XXX
7: Think paradoxically and agility X X
8: Influence informally and build networks X X X
9: Listen deeply with enquiry XX X
Reinventing HR’ future © The RBL Group PMAT




54
Leadership Code and Your Company Leadership Competencies
Leadership Code
Your Company Leadership Competencies Strategist Executor Talent Human capital Personal
manager developer proficiency

Results orientation | Deliver excellent results XXX

Prioritize responsibilities X XX

Accept and manage uncertainty XX X
Accountability Ensure safety and environment X XX

Take on challenges, make decisions XXX

Defend my point of view X XX
Collaboration " Involve others and share information XX X

Highlight company shared goals XX X

Encourage diversity XX X
Intrapreneurship Drive innovation XX X

Long term vision XXX

Create positive work environment X XX
Inspiring leadership | Guide and develop my team XX X

Delegate and respect accountability XX X

Differentiate and give recognition X XX

© The RBLGroup PMAT
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Leadership trend: Lead for growth

55

4. Empower the next generation
by making sure others feel
better about themselves

HUMAN CAPITAL
DEVELOPER

Build the next generation

1.Create confidence in the future
strategy by establishing a compelling

Long-term vision/mission

Strategic

STRATEGIST
Shape the future

........................... PERSONAL
PROFICIENCY
: , - Invest in
[3- Live the E’s: ?mpathy, emotion, ot 2. Deliver on promises by creating
energy, experience a positive work environment

TALENT MANAGER : EXECUTOR

R T O Take care of yourself so  (ELCRUIERE LY
talent you can care for others

Reinventing HR’ future © The RBLGroup PMAT



IDEAS

p
Now Is the time to reinvent HR
0

1: HR is not about HR, but
creating value for others

2. HR contributes value
through human capability

Overall Goals and Agenda

|

Reinventing HR's Future ]

56

IMPACT

Recognize contextual challenges to
create human capability content

Understand how HR creates value for
all stakeholders (outside/in)

Master and guide human capability:
talent, organization, leadership

|

3: HR needs to upgrade HR department and people

Reinventing HR’ future
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Overview of Human Capabillity

HUMAN CAPABILITY

TALENT (HUMAN CAPITAL) LEADERSHIP ORGANIZATION
What should your company do to What should your company to What should your company do to

57

ensure the right individual do have the right leaders and the have right organization
competence, workforce, or skills? shared leadership at all levels? capability, workplace, or team?

HUMAN RESOURCES (HR)
What should your company do to have the right HR department,
practices, metrics, and people ?

— -

Reinventing HR’ future © The RBL Group PMAT
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HR Department Evolution

HR criteria and _
assessment

HR Outside In Does HR dellvgr value to
customer and investor?

< ey o e

: Victory

Through

Victory through Does HR create sustainable gorgaf"z"f“b”
Organization organization capabilities? [l

HR Value Does our HR department
Proposition deliver value?

Does our HR department

HR Transformation
change to meet needs?

Do we have the right HR
organization?

HR Design

Reinventing HR’ future © The RBL Group PMAT



HR Domains Overview

59

HR Domains Actions

1. HR Reputation Evolve HR department identify from efficiency to practice to strategy to outside in

2: HR Customers Serve internal (employee, manager) and external (customer, investor) stakeholders

3: HR Purpose Define who we are (role), what we contribute (human capability), and why

4: HR Design Organize HR by specialist, generalist, and digital services

5. Human capability | Deliver innovative solutions in talent, leadership, and organization

6: HR analytics Evolve analytics frpm benchmarking to best practice to predictive analytics to
impact through guidance

7: HR practices Innovate, align, and integrate people, performance, information, and work practices

: HR Professionals

Upgrade competencies of HR professionals to deliver value

. HR Relationships

Build positive relationship within HR and between HR and all stakeholders

Reinventing HR’ future
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HR Domains
1. HR Reputation

60

HR Domains Overview

Question Pick

What is the HR department known for by stakeholders?

2: HR Customers

Who are HR’s customers?

3: HR Purpose

What is our HR mission? Why do we exist?

4: HR Design

How is the HR department organized?

5: Human capability

How does HR facilitate the right human capability for the business?

6: HR analytics

How can HR access information to make better decisions?

7: HR practices

How do we create and deploy HR practices?

9: HR Relationships

How does HR go about doing its work?

Reinventing HR’ future
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HR Trends: [1] HR Reputation =

When you think of “human
resources’ what comes to mind?

Reputation Exercise
« What are the top 3 things we would like our HR group
to be known for by those who use Its services
« Calculate a unity score by seeing commonalities

Reinventing HR’ future © The RBL Group PMAT



62

HR Trends: [9] HR Relationships

Keys to effective
relationship

Some specific behaviors applied to HR

Share a common
purpose

Find that you are better together than apart, being part of a community
accomplishes more than being alone.

Respect differences

Express appreciation for what is good and right more than criticism for what is
not right (20:1 positive to negative ratio in a couple; 5:1 in a team).

Govern, accept,
connect

Manage expectations...60+% of problems in marriage are managed, not solved
Managing decision rights and agree about how decisions get made.

Care for others

Be delighted in the other person’s success; celebrate successes and embrace
the other in failure; spend time together

Share experiences

Respond to bids (87% of bids are responded to in successful relationships)
Turn to each other not away; built emotional bank account

Grow together

Have shared meaning you strive for
Learn from the past, but don’t be stuck in it; focus on the future and what can be

Reinventing HR’ future
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HR Competence & Capability Study... Round 8 =

C O-SPONSORS

'MICHIGAN ROSS Bl The RBLGroup
ee0, o &
@ @ Vs
OO g
1987 1992 1997 2002 2007 2012 2016 2021
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HRCS round 8: Participant Demographics

Total # of
Respondents:
28,627

Organizations:

1,013

Reinventing HR’ future

Study Participants

Global norms are based on the overall mean
from the following respondents:

O O O

3,594

HR Participants

11,826

HR Associates

O O

3,386

Supervisors

9,821

Non-HR Associates

64

Primary Role of HR Participant

Center of Expertise

N 13%
N 27%
N 39%
B 11%

6%

B 4%

Corporate Headquarters HR
Embedded HR

Functional HR
Service Center (includes E-HR)
Other

Primary Level of HR Participant

C-suite

M 4%

B 5%

N 29%
N 33%
N 25%

B 5%

Executive/Vice President
Director/Senior Manager
Manager/Supervisor/Senior Technical
Professional/Individual Contributor

Other

Total Tenure of HR Participant

0-5 years - 11%

6-10 years I 138%
11-15 years _ 23%
16-20 years _ 20%
20-25 years I 14%

I 14%
© The RBL.Group PMAT
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HRC?S 2021: Round 8
Overall HR competency model

HR
COMPETENCIES

MOBILIZES
INFORMATION

ADVANCES
HUMAN
CAPABILITY

ACCELERATES
BUSINESS

SIMPLIFIES
COMPLEXITY

FOSTERS
COLLABORATION

Reinventing HR’ future

© The RBL.Group

PMAT



Evolution of HR Competencies 1987 to 2021 =

46
44

4.2

: N
) g \5;‘__

3.6

34 / .

3.2

1987 1992 1997 2002 2007 2012 2016 2021

g BUSNET g HR TOOIS e HR Analytics/ Infor mation Change eegeu(UEUre  ssgesPersong
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Overall Goals and Agenda

IDEAS [ Reinventing HR's Future ] IMPACT

p
: : : Recognize contextual challenges to
Nay I e ilme o relugent 11 N create human capability content

p
1: HR is not about HR, but Understand how HR creates value for
creating value for others all stakeholders (outside/in)

2. HR contributes value Master and guide human capability:
through human capability N talent, organization, leadership

p
3: HR needs to upgrade HR Build a better HR department;
department and people ~ Bea better HR professional (verb)

Reinventing HR’ future © The RBL Group PMAT
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Human Capability Assessment for My Organization
4 N\
Relevance ow/l 1 2 3 45 6 7 8 9 10 |high
. How much attention do we pay to human capability?
J
4 ] )
Outside/In: ow| 1 2345 67 89 10 |high
. How well do we define all stakeholders as users? )
4 N\
Human Capability: Talent _
. How well do we invest in innovative talent initiatives? ) ow| 1 23 45 6789 10 |high
4 )
Human Capability: Organization :
. How well do we invest in organization capabilities? ) ow| 1 2345 678910 fhigh
( g . \
Human_CapaIglllty: Leadership | owl 1 2345 67 8 9 10 |high
. How well do we invest in leaders and leadership? )
Human Capab.ility: HR Function owl 1 2345 67 89 10 |high
How well do we invest in HR for HR?

Reinventing HR’ future © The RBL Group PMAT
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For more information

Follow me on Linkedin where | post every Tuesday

Web site: www.g3humancapability.com

[ For more information, contact us: J

Reinventing HR’ future © The RBL Group PMAT
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