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RESEARCH TO DATE

If people management exists performance
exists (x+y)

If people management exists, engagement
exists and performance exists (x+z+y)

If people management exists it creates the
conditions for performance (y [x)

People management causes high levels of
engagement which causes higher
performance (x=<z=<y)



People management and development practices
have the biggest influence on company
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The CIPD Future of Work research: profits per
employee increase with the use of HR
practices
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The People and Performance Model
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High Performance

Strong performance over time

Better performance than peers

Management for the long term

Adaptability to change

Integrated and aligned management structure
Continuous improvement of core capabilities
Treating employees as main asset.



Measuring Contribution

HR Effectiveness

Value of Human Capital

Line Manager intervention
Translating human Capital into Value
Measuring strategy implementation



Impact on Human Capital Decisions
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Measures of HR Effectiveness

HR process &

cost metrics,
e.g. Time taken Staff:HR ratio
to recruit, cost
of recruitment

Volume Feedback i.e.
metrics, e.g. From

Number of managers
enquiries and
dealt with employees




Value of Human Capital

Hire rates

Competence levels

Profit per employee

Productivity per employee

Training per employee

Sales volume

Customer Feedback




Line Manager Interventions

Evaluation effectiveness of processes e.g. Performance
management— does it raise performance? Flexible
working — does it raise retention rates?

Assess line manager skills to implement people
management processes

Inform line managers on cause and effect of employee
performance

Use human capital information to influence line manager
behaviour




Converting Human Capital into Intellectual Capital
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Forms of Capital Knowledge skills
and experience of

staff

Knowledge of
and
relationships
with network
members

Values, culture
and
relationships

Knowledge of

and I

relationships

with clients Ways of
organising
work

Procedures, policies
and processes






Measuring Strategy Implementation

Use human

Aligning HR capital metrics to

metrics against underpin and

the business assess
performance

against KPIs

strategy

. Embedding HR
Mapping Human process into

capital metrics . .
' . wider business
against business
. strategy to
indicators e.g. To .
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The Process of Human Capital

Management
Step 2 Step 3 Step 4
Step 1. I Designin || Implementing = Reviewing
Preparing [ g HCM HCM and evolving
the HCM
organisation




Preparing the Organisation

Demand for information
Management awareness

HR Role in strategy

HR Input to external information

HR Skills
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Decide what the aims and objectives of HCM
should be.

|dentify data available and what is required.

Agree basis for analysis and correlation
between data.

Agree actions and feedback to review and
refine measures and analysis.

Report to managers and other stakeholders.




Review and audit HR data which is currently generated

Ensure all data is collected consistently i.e. Review usage of the data and any data
using the same collection formula and is protectionh restrictions in extending its
accurate usage

Map this against the data requirements of human capital management

Use the boxes in figure 1 as a guide to the
data which may be required to progress
towards HCM aims and objectives

Review manager and executive demand for
data and information on human capitakl

|dentify and fill the gaps

See Appendix 1 for a selection of Revew existing data collection processes to
guestionnaires which may be used to collect ensure the right data is being collected and



IMPLEMENTING HCM
i .

*[nvolve all stakeholders in the design of the process above

*Communciate the outcome, the aims and objective and the actions to be
taken with clear guidance on what this means for everyone involved

*Put the actions in place to collect data, develop measures and anaklyse the
results

*Ensure expertise is available to both collect and interpret the information

*Prepare reports for managers, ensuring that they understand what the data
means and what actions should be taken

* Put processes in place to collect feedback and to refine and review
information gathering




Feedback and Review

Step 2

¢ Build in feedback * Regularly review * Review objectives
loops on all HCM demand for periodically to ensure
information produced. information to ensure they are still aligned
ensure all feedback is only relevant, with wider
systematically consistant and organsiational
collected and accurate information objectives
analysed. is being

communicated.



Question and Comments



