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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 

performance
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The CIPD Future of Work research: profits per 
employee increase with the use of HR 

practices

Source: FoW (N=297)
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The People and Performance Model

Ability/skill       
‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐
Motivation/         
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‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐
Opportunity  to    
participate

Organisation  
commitment
‐‐‐‐‐‐‐‐‐‐‐‐‐‐‐
Motivation
‐‐‐‐‐‐‐‐‐‐‐‐‐‐
Job satisfaction

Performance 
outcomes +

Front line 
management        ‐
Implementing    ‐
Enacting             ‐
Leading             ‐
Controlling

Discretionary 
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Training and  
Development

Performance 
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Career 
opportunity

Recruitment/ 
selection

Pay satisfaction

Job challenge/job 
autonomy

Teamworking Involvement

Communication
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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
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HC Measurement Spectrum
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Measures of HR Effectiveness



Value of Human Capital



Line Manager Interventions



Converting Human Capital into Intellectual Capital

Employee 
Knowledge 
Skills 
Experience

Conversion 
Process

Intellectual Capital

Products and  
services 
which have 
market value

Human Capital



Intellectual
Capital

Human 
capital

Social 
capital

Structural 
capital

Network
Capital

Client 
Capital

Organizational
Capital

Knowledge skills 
and experience of 
staff

Values, culture 
and 
relationships

Ways of 
organising 
work

Procedures, policies 
and processes

Knowledge of 
and 
relationships 
with clients

Knowledge of 
and 
relationships 
with network 
members

Forms of Capital
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Measuring Strategy Implementation



Step 1
Preparing 
the 
organisation

Step 2
Designin
g HCM

Step 3
Implementing 
HCM

Step 4 
Reviewing 
and evolving 
HCM

The Process of Human Capital 
Management



Demand for information

Management awareness

HR Role in strategy

HR Input to external information

HR Skills

nn

Preparing the Organisation







IMPLEMENTING HCM
:



Feedback and Review



Question and Comments


