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Overall Goals and Agenda R

IMPACT

IDEAS

[ Delivering Stakeholder Value through J
Human Capability

HR Inflection Point: Now is the time for HR

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

4: Al and analytics will guide the inflection

Creating human capability impact
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What are the world challenges facing HR today?



Inflection Point

inflection point

4

Performance

Seed to growth Decline

v

Time
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Inflection Points for HR

Environment Inflection Points for
Context HR

Technology (use of Al)
Geopolitical trends Evolving inflection points for HR:
Regulatory agenda . HRis less about HR and more about
Political politicization delivering stakeholder value for all
Sustainability development stakeholders
Demographic changes / multi generations . HR integration on human capability
Individual mental health and expectations (talent + leadership + organization)
Uncertainty and shorter cycle time . HR must upgrade the function and
Cultural gaps: have vs. have nots; elite competencies of HR professionals
vs. non elite . HR’s increased use of analytics and
. Workforce insufficiency and labor market Al to deliver HR success
challenges

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

RN
o
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Evolution of HR to
Human Capability

. Deliver stakeholder
value (outside-in)
.Deliver integrated

human capability
.Upgrade HR function
.Use analytics and Al
for decisions

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

* Align HR practices with
business strategy

* Deliver individual
competence (talent)

Design and deliver HR
practices
Functional excellence

* Terms and conditions
of work
* Operational excellence

Design and deliver HR
practices
Functional excellence

e Design and deliver HR
practices
* Functional excellence

Terms and conditions
of work
Operational excellence

* Terms and conditions
of work
* Operational excellence

* Terms and conditions
of work
* Operational excellence

7

.
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Inflection Point #1: Value Creation Logic:
Assumption Question

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

Please select one:

1. Afeeling of physical and psychological safety

2. A sense of belief (meaning, purpose)

3. An ability to become better (learn, grow)

4. Afeeling of belonging (community, relationships)
5. All the above

6. None of the above

Delivering stakeholder value through human capability @ The RBL GIOUD



Inflection point #1: HR Value Logic 2

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

An organization
succeeds in the
marketplace
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HR outside/in: Evolution of HR stakeholders KN

Crome

HR Outside/In: Market results
(customers, investors)

HR Strategy: Strategic business
success

HR Functional Expertise: Best practice

HR Evolution

HR Administrative Utility: Efficiency

Time
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Inflection point #1: Who is “human” in human resources? R

Qho are the stakeholders of HR and what do they wantb

Increase social
Citizenship; reputation;
regulation

Improve market value with
80% of value tied to
intangibles and reduce risk

Ensure a long-term
positive
relationship that
leads to share Human

N N TR o[,

Capa

Manage leadership
succession; oversee
strategic realization

Senior

Board of
Directors

Shape and deliver i
strategy, engage DEANES
people, and build
human capability

Employees Feel engaged because of their
experience at work (be safe,
believe, become, belong)
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Assumption about Talent/People

4 N

Our people are

our customers’

most important
asset

- J

Our people are

our most
Important asset
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How to Evolve “Connected to the Business”

to Stakeholder Value that Determines Business Financial Results

Delivering stakeholder value through human capability

Business
financial
results

Bl
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How to Evolve “Connected to the Business”
to Stakeholder Value that Determines Business Financial Results

Stage 1:
Human .
Humgp capability B.usme.ss
Capability predicts > | financial
Initiatives lagging results
business

results
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Human
Capability
Initiatives

How to Evolve “Connected to the Business”
to Stakeholder Value that Determines Business Financial Results

Stage 1:
Human
capability
predicts
lagging
business
results

Delivering stakeholder value through human capability

_

Business
financial
results

(=

Stage 2:
Stakeholder
value
determines
financial
results

Bl

The RBL Group



Human
Capability
Initiatives

How to Evolve “Connected to the Business”
to Stakeholder Value that Determines Business Financial Results

Stage 1:
Human
capability
predicts

lagging

business

>

results

Delivering stakeholder value through human capability

financial
results

Stage 3:
Human capability drives stakeholder

value to lead the lagging business
results

Stage 2:

determines
financial
results

Business < :r Stakeholder — ]
> value
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Human Capability Initiatives 2

What are some
of the latest “HR
initiatives” at
WHRC 20247

. . Collaborative -
[ Future of ] [OrganizationJ [ Constant disruption ][ opportunities ] [ Agile ]

Leverage Al to support
workforce; Al and

future of work people strategy

{ Transform for ] [Explore possibilities]

organization

J

work and Al priorities
. Employee experience [ Harnessing AR ] [ Usglr;%igg[r?sfor} /Paradox of\
[ Organization J and engagement _ employee
Resilience [ Leac!ershlp J [ Remote work ] and
Talent [ Leadership strategy ] effectiveness business;
Acquisition Assess and develop ) People vs.
— [ Beyond shared ] Rebirth of HR Profit
- Dynamic employee [ People priorities ] services _ function with Al -/
experience [ ] S —— —
. Corporate stewardship uccession . [ ]
Revolutionizing [ planning [ Managing J

incivility

DEI J[ Next gen employees ]

\_
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s

39 Latest “HR initiatives” at Horizon Summit 2024

I

| Thriving/ well-being |

'

Don’t micromanage:
. Coaching and leadership

Leading with ability
and resilience

) |

) |

HR and leadership agility )

r

Bridging generations:

|
|

Thriving with turbulence

J/

|

Who moved my cheese:
Culture transformation

Coaching for Al Era

3 A's of being
great boss

|

Empowering change:
Technology & culture

J

Predictive analytics for
HR

|

Skills and learning:

. Futureproof workforce |

~\

Transforming HR to
transform in

Inclusive intelligence: Role
model DEI

| |

Beating the odds in
leadership decisions

|

J(

Cultivating inclusion
across employee cycle

I ]

Future of work is
inner work

J |

Transforming workforce

|

capabilities through Al

[ Empowering talent ] [ Recruiting vs. dating ] | Coaching for engagement |

Tomorrow’s talent

Beyond performance
management: Flourish

|

) [

Agile to excellence:
transformation

J

Flourishing
manifesto

|

] [ DE| Redefined ]

Well-being

[ Unleash your greatness

|

Coaching excellence

|

Future of work

HR strategies with data

for employee potential

i Chaos surfing: CHRO )

Cultivation a

J

coaching culture

Well-being
prevalil

) | |

[ Al and human J [ Empowering
. superpower J capital HR with Al
Talent Code [ HR business ] | Reimagine HR
partnering

l Engagement drives I[

Workplace
happiness

]




Science of taxonomy, typology, classification

Home > Organization Science > Vol. 1, No.1 >

General Organizational Classification: An Empirical
Test Using the United States and Japanese
Electronics Industries

Dave Ulrich, Bill McKelvey

Published Online: 1 Feb 1990 | https://doi.org/10.1287/orsc.1.1.99

Delivering stakeholder value through human capability

Making investment

Menu at restaurant
Visiting a library
Selecting a car

J

.

Enrolling in classes

\

J
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Taxonomy Foundation of ALL Disciplines

Discipline Taxonomy and Frameworks Used
Biolo Types of living organisms (domain, kingdom, phylum, class, order,
gy family, genus, species)
Information Types of components (hardware, sqftware, d.a.ta bases, networks);
Systems Types of information uses (transactions, decision support,
y enterprise resource planning (ERP))
Medicine or Types of diseases, procedures, medications, and services that
Health Care enable information retrieval, research, and patient care
Sociolo Groups by social stratification (economic, social class, occupation);
gy Demographics (race, gender, education)
Psychology Big five personality types, psychological disorders (DSM lll); Types

of therapy (cognitive, psychodynamic, behavioral)

Political science

Types of political systems (democracy, monarchy, totalitarianism);
|deologies (liberal, conservative)

Types of risk (compliance, operations, operational, financial);

Business Customer segmentation, income statement reporting (GAAP)
Human 2277
Resources

Delivering stakeholder value through human capability
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Overview of Human Capability

« 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 cbbbompany What shoBBBuld company do to
ensure the right individual to 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 ?

Delivering stakeholder value through human capability fm The RBL GIOU.D



Classification of Human Capability Initiatives at WHRC 2024

TALENT LEADERSHIP ORGANIZATION
Managing Talent Remote W Leadership strategy; W Organization Transform for
incivility | acquisition work Assess and develop priorities future of work
Leverage Al to Revolutionizing Leadership Future of
support workforce; Al DE| effectiveness disruption X work and Al

and people strategy

Paradox of Exol o~
Next gen employee and Xplore possibilities
Employee experience employees planning business:

and engagement People vs. Profit

Organization resilience
. Collaboraive | Qrganizstion resblenca
People Dynamic employee opportunities Using data for
priorities experience decisions Corporate stewardship
HR FUNCTION Harnessing Rebirth of HR Beyond shared
HR function with Al services

Delivering stakeholder value through human capability L The RBL GIOU.D




Classification of Human Capability Initiatives at Horizon Summit 2024 L

TALENT LEADERSHIP ORGANIZATION
Skills and learning: DEI Redefined Flourishing Don’t micromanage: Empowering change:
Futureproof workforce manifesto

Coaching and leadership Technology & culture

Cultivating inclusion Inclusive intelligence: HR and leadership agility
SEOES EMPIRIED Gele Role mode! DE aneiryg) B e isne: Culture transformation
Future of work Transforming workforce Thrivi i i il
ut i riving/ Leading with agility
capabilities through Al B~ \ye||_peing and resilience Cultivation of a
w ] coaching culture
Al and human Recruiting vs. dating Talent Code
capital
Tomorrow’s talent

for employee potential prevails Future of work
management
Unleash your greatness

Coaching for engagement Workplace happiness
HR FUNCTION HR business Transforming HR to Predictive analytics
partnering transform business for HR
Reimagine HR HR strategies with data Chaos surfing: CHRO superpower

Who moved my cheese:

Beating the odds in
leadership decisions

Agile to excellence:
transformation

Empowering HR

with Al



Overview of Human Capability

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 ?
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Summary of Talent Actions

Talent Domains

A
Pick
one

B
Talent Actions

. Acquiring talent

Set criteria, source, screen, secure, orient

Managing employee performance

Goals, measure, consequence, conversation

Developing employees

Training, on the job, life experiences

NEIRE

Managing employee careers and
promotions

Manage stages, build high potentials

Communicating with employees

Share information down, up, sideways

Encouraging employee differences

Move from numbers to programs to assumptions

Retaining the best employees

Behave as if, offer incentives, stay interview

Managing departing employees

Manage performance, remove boldly and fairly

© oo NS O

Improving and tracking employee
engagement

Measure sentiment, take personal responsibility

10. Creating a positive employee experience

Encourage be safe, belief, become, and belong

Delivering stakeholder value through human capability
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Overview of Human Capability

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 ?

Delivering stakeholder value through human capability m The RBL GIOU.D



RBL books on organization

ARTHUR YEUNG
DAVE ULRICH

. | - =
- N/ D;_‘/F Ul §$1Cs)
10“ NORYIESM AW OL)
00 " i
= o How to Build Value Through
People and Organization

Generating and
cwm Generalizing Ideas w y
m with Impact th

INSIDE = t

Victory
Through
Organization

uoneziuebio ybnosy AOIIA

HOW COMPANIES CAN DELIVER

AR

Arthur K. Yeung
David O. Ulrich

RADICALLY GREATER VALUE

IN FAST-CHANGING MARKETS

Stephen W. Nason

DAVE ULRICH=DALE LAKE Many/AnnVon!Glinow 1 =l ; o T T PP

ot o Mot e

R EFFECTIVENESS / INTERVIEWING / JOB TENURE OOUNTERPRODUCTIVE BEHAVIORS / GOING GREEN
|

‘Packed with useful action i pll i *EARNING AGILITY / MEASUREMENT / DOUTSOURCING VIRTUAL TEAM CONFLICT/ INTERNET ABUSE
“Packed with use implications I WBoma S ol

for companies of all sizes.

—Rosabeth w
—

360° FEEDBACK / BRAIN DEVELDPMENT / DIVERSITY VTDRKFDRCE STABILITY / BUSINESS STRATEGY]

EHANGE MANAGEMENT / CORE COMPETENCIES | EAP

v , MDORE

. TR NS THINGS
| ! YOU NEED
TO KNOW:

BREAKING THE CHAINS Al i Pe-me F'RAI::TICES FOR \PRAGTIC:ES FOR

vOu NEED

2 OF ORGANIZATIONAL
How to implement ON EDITION MANAEERS & HR lMANAGERS & HR
GE'’s revolutionary method Rl PAACTICAL TOOLS 3PRDFESSIDNAL5
: % Ron Ashkenas FOR BUILDING THE Pl ke S
fOI‘ bUStlng bU1‘0allcracy and Dave ulflch " E H u H E H u I z H I I u “ el Iit%Nr ALSE i SEL,EEET XECUTIVE COACHING / BALANCED SCORECARD
attacking organizational Todd Jick > fecosnce | neomurming ano imive  nevention ‘LEARNING / LEADERS: SORN R MADE / 50X
Steve Kerr RON ASHHENAS Tooo JicH DAVE ULAICH CATRERINE PAOL-CHONDRURY CARTER * SULLIVAN *+ GOLDSMITH * ULRICH * SMALLWOOD Eicver peveLaPM EMPLOYEE MOTIVATION T

problems—fast! i
DAVE ULRICH - STEVE KERR - RON ASHKENAS RevlsedandUpdated PowerPoint Disk Included WILEY L RERNID S ERUSBEES .MKNI:?{TY-RECRLHTING / EMAIL EFFECTIVENESS
e th Qup

DEADLY OUTSOURCING MISTAKES / ETHICS




Defining Capability

Capability: what are we known for and good at?

Individual Organizational
Social Competence Capability
_ Individual Core Competence:
Technical Technical Functional / Technical
Competence Expertise
Individual Organizational

Delivering stakeholder value through human capability (r@L The RBL GIOUD



Organization Capability Pathway: Domains and Assessment Definitions m

Organization ers

We attract, motivate, develop, and retain talented and committed people at all levels of
1. Talent iy
the organization (workforce, competence, people).

2. Agility We make change happen fast (change, adaptability, flexibility, cycle time).

We create a shared agenda and broad commitment and engagement around our
strategy (strategic unity, purpose, new rules of the game, mission, vision).
. We foster strong and enduring relationships of trust with target customers (NPS,
4. Customer Centricity market share, customer share, customer intimacy).
5. Culture We c.reate.and embed the right culture throughout the organization (shared mindset,
. firm identity, values).
We work together to make the sum more than the parts (teamwork, cross functional,
alliances, coordination).
We establish a strong reputation for managing planet, philanthropy, people, and
political agendas (CSR, ESG, social citizenship, triple bottom line).
We create and deliver new products, services, business models, and ways of working
that are commercially successful (product creation, curiosity, knowledge management)
. We reduce the costs of our business activities (standardization, reengineering
9. Eff'C|ency processes, streamlining).
ors We set and meet commitments on time and within budget (execution, discipline, high
10. Accountab'hty performance orientation).
We acquire, analyze, and apply information to improve decision making (predictive
analytics, dashboards, scorecards).
We exploit and apply latest technological trends (digital age, Al, machine learning,
internet of things).

3. Strategic Clarity

6. Collaboration
7. Social Responsibility

8. Innovation

11. Information

12. Leverage Technology

Delivering stakeholder value through human capability fm The RBL GIOUD



Summary of Organization Capability Actions

Organization

What activities could improve the targeted

Capability Domains
. Talent

. Agility

. Strategic Clarity

. Customer Centricity
. Culture

. Collaboration

. Social Responsibility

. Innovation

O 0 N O 1 A W N =

. Efficiency
10. Accountability
11. Information

12. Leverage Technology

domain?

Build competence, commitment, and contribution (see Talent)

Define agility indices, apply to all stakeholders, make change happen
Understand contextual opportunity, define where to win and how to play
|dentify customer customers and their value criteria, connect with them
Define right (outside in) culture, build intellectual, behavioral, process agenda
Increase skills for personal collaboration; build organization collaboration
Shape commitment to planet, people, philanthropy, and political processes
Increase individual innovation DNA and organization innovative systems
Reduce costs through productivity, increase, process improvements, and projects
Ensure clear expectations and measures; have positive conversations
Acquire, analyze, and apply information to improve decision making

Create a digital agenda for the business and for HR processes

Delivering stakeholder value through human capability fm '1'he RBL GIOUD



Overview of Human Capability

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 ?
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Creating leadership capability

Customers Employees

: THE
i LEADERSHIP
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|| e ves bl — N "WENDY ULRIC
CAUSE Op

Effective Leadership
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Delivering stakeholder value through human capability
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Leadership Code: The Timeless DNA of Effective Leaders

| Longiter.m
HUMAN CAP”AL Strat:eglc
: STRATEGIST
DEVELOPER P SR

Build the next generation

PERSONAL
PROFICIENCY

Invest in Yy .
A\, Yourself (4

OOOOOOOOOOOOOOOOOOOOOOOOOOO

TALENT MANAGER
Engage today’s
talent

EXECUTOR

Near-term Make things happen
Operational

g T
; LEADERSHIP

CODE

[ et | e e s

‘ S
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Leadership Code: The DNA of Effective Leaders

HUMAN CAPITAL
DEVELOPER

Build the next generation

PERSONAL
PROFICIENCY

Invest in

Individual seeeeeceees

~ yours i ‘,___‘._;.;:;55"‘(""

TALENT MANAGER
Engage today’s
talent

Near:term
Operational

::l
N
® ® \
A W
o n
w i
o W

STRATEGIST
Shape the future

B T Organization

A“ ‘v
Ut
g \

il

: T
| LEADERSHIP

. CODE

EXECUTOR
Make things happen

Delivering stakeholder value through human capability
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Leadership Code: Strategist
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Leadership Code: The Timeless DNA of Effective Leaders o

Long:term
Strategic

HUMAN CAPITAL
DEVELOPER

Build the next generation

STRATEGIST
Shape the future

................ Individual seeeeeccces “ | PERSONAI- “ vesessesses Organization seeeeesecceess

PROFICIENCY g
Invest in | ) Pl T~

\ yours i );_j__‘;gﬁ,;c.v

: T
| LEADERSHIP

. CODE

TALENT MANAGER K EXECUTOR |
1

Engage today’s 0“;*:;:3*3 Make things happen e

talent

—

7

T — L TheRBLGroup
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Leadership Code: Executor
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Leadership Code: The Timeless DNA of Effective Leaders <

Long:term
Strategic

HUMAN CAPITAL
DEVELOPER

Build the next generation

STRATEGIST
Shape the future

"""""""""" Individual seeeeeceees “ ’!‘ PERSONAI- ! l* sesescesess Organization seeecesesccnes

PROFICIENCY g

B\ nvestin SN
/ yourself o

e Ny > & ;
N— ' CODE

TALENT MANAGER /‘?) EXECUTOR |

Engage today’s p‘;‘gt‘g& Make things happen S
talent '

—

.‘.LI
/“?

- : \’— 0
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Leadership Code: Talent Manager

.\ sk
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.

Delivering stakeholder value through human capability f@L The RBL GIOUD




Leadership Code: The Timeless DNA of Effective Leaders X

| Long:tegm
HUMAN CAPITAL \S‘“‘Eeg“’
DEVELOPER |

Build the next generation

STRATEGIST
Shape the future
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Human Capital Developer
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Leadership Code: The Timeless DNA of Effective Leaders e

Long:term
Strategic

HUMAN CAPITAL
DEVELOPER

Build the next generation

STRATEGIST
Shape the future

................ Individual {seeecccces “ [ PERSONAI- Il “ sssessessed Organization seeevessccecss

M PROFICIENCY B
PR\ Invest in N
yourself } ( ‘ | LEADERSHIP
TALENT MANAGER : EXECUTOR g
Engage today's Oliggfﬁrr;l Make things happen gt
talent :
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Personal Proficiency
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Leadership Code Research Initiative

LCRI ¢

HUMAN CAPITAL g
DEVELOPER

nnnnnnnn
uuuuuuuuuuu

LEADERSHIP
BRAND

| LEADERSHIP

. CODE

| —

- Results-
: Based
" Leadership

1999

2008

3000 leaders in database

Delivering stakeholder value through human capability

15 years of evidence-based leadership point of view

Enable success

DAVE ULRICH
| WENDY ULRICH J

Talent Manager
+ Coach and mentor

« Engage and motivate
nat

» Anticipate needs of tomarows customers.

> 63,000 leaders in database
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LCRI -~ provides an evidence-based perspective about
how today’s leaders create organizational value

RBL Leadership Code® 360
Assessment Database

Overall database

*Standardized Leadership Code sur Pre-COVID
: 2009-2014; A0S
Years: 2009-2023 i

11267
Total subjects: 3,278

Total raters: 32,293
Total datapoints: 2,292,803

Post Covid
2021-2023;
10081

2020; 1572

Total raters = 32,293
Total data points = 2.3 million

REGION - ALL YEARS

2021-2023

2015-2019

2009-2014

0 100 200 300 400 500 600

m Cl Region Europe

m Cl Region Middle East m Cl Region Asia/Pacific m Cl Region Africa

Company Size - All Years

2021-2023

20152018

20092014

0 200 400 600 800 1000 1200

m1-499 m500-999 m1000-4999 m5000-9999 m Morethan 10000

Delivering stakeholder value through human capability
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Leadership Code 4.0 : The Timely Actions of Effective Leaders o

7. Empower future 1. Inspire hope about
the future
talent needs L
2. Prioritize

wiia3-8uo7

Human Capital .
Developer Strategist

Build the Next Generation Shape the Future

opportunities

Personal
Individual Proﬂuency Organization

/5. Personalize Invest in Yourself 3. Deliver on strategic
engagement priorities
6. Ensure resources 4, Work through
L to enable success Talent Manager _ Executor others P
Engage Today'’s Talent § Make Change Happen 1 LEADERSHIP
S . CODE

8. Navigate complexity
9. Take care of self to
care for others

.- — L

—

Delivering stakeholder value through human capability m The RBL GIOU.D



Overall Goals and Agenda s

IMPACT

IDEAS

[ Delivering Stakeholder Value through J
Human Capability

HR Inflection Point: Now is the time for HR

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

4: Al and analytics will guide the inflection

Creating human capability impact

Delivering stakeholder value through human capability fm The RBL GIOU.D




DAVE ULRICH

THE NEXT AGENDA FOR
ADDING VALUE AND
DELIVERING RESULTS

ARTALD BUSINESS SCHOOL PAESS |

I
FLITLIRE

or HUMAN
RESOURCE

MANAGEMENT

|
iTHDUBHT LEADERS
explore the critical HR issues

of TODAY and
TOMORROW

EDITED BY

MIKE SUE DAVE
LOSEY MEISINGER ULRICH

Delivering stakeholder value t

RBL books on HR

HR

COMPETENCIES

DAVE ULRICH WAYNE BROCKBANK

L 4
Y.---“

Building Human Resources
from the Outside In

DAVE ULRICH JUSTIN ALLEN
WAYNE BROCKBANK JON YOUNGER MARK NYMAN

DANI JOHNSON KURT SANDHOLTZ JON YOUNGER

FOREWORD BY DAVID NORTON

SCORECARD

Linking PEOPLE,

STRATEGY, and

PERFORMANCE

BRIAN E. BECKER
MARK A. HUSELID
DA CH

HUMAN RESOURCES

BUSINESS

PROCESS
OUTSOURCING

TRANSFORMING
How HR Gers
1rs-Work DONE

owaro E. LAWLER H
pave ULRICH
jac FITZ-ENZ

james . MADDEN V

~ DaveUlnch

HLUING HUMAN

DAVE ULRICH, MICHALL . LOSLY,

“This book s a definitive and practical guide to learning the HR competencies for success.”
—JOHN LYNCH, SENIOR VICE PRESIDENT, HR, GENERAL ELECTRIC

HR

FROM THE

OUTSIDE
“IN

Six Competencies for the
Future of Human Resources

DAVE ULRICH - JON YOUNGER
WAYNE BROCKBANK « MIKE ULRICH

Global

 HR

. Competencies

Mastering Compelitive
Value from the Outside-ln

“This groundbreaking work will change conversations in
executive suites around the world.”

Victory
Through
Organization

Why the War for Talent Is
Failing Your Company
and What You Can
Do About It

Dave Ulrich ' David Kryscynski
Mike Ulrich | Wayne Brockbank

STRATEGIC HUMAN
RESOURCE
MANAGEMENT

WISDOM FROM
THOUGHT LEADERS

§ GERRY LAKE, £DIT0RS
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HR Department Evolution

Victory

. O Through
HR criteria and - VlCtory through Does HR create sustainable Li Org.anlzi:mon
assessment Organization organization capabilities? [

HR Outside In Does HR dellvc:zr value to
customer and investor?

HR Value Does our HR department
Proposition deliver value?

Does our HR department

AR UES I 2T change to meet needs?

Do we have the right HR
organization?

HR Design
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Inflection Point 3: Upgrading HR function s

1: HR Reputation Do an HR reputation exercise to build unity about identity

2: HR Customers Define key stakeholders and determine what each gets from human capability

3: HR Purpose Create an HR purpose (mission): who we are, what we do, why we do it

4: HR Design Govern HR to connects specialists to generalist and allocate resources with agility
5: Human Capability Diagnose, prioritize, and deliver human capability that creates stakeholder value

6: HR Analytics Provide rigorous and relevant information to improve decision making

7: HR Digital Technology |Use digital to be efficient, innovate, share information, and form relationships

8: HR Practices Innovate, align, and integrate people, performance, information, and work initiatives

10: HR Relationships Define and ensure positive working relationships among HR and HR and others

Delivering stakeholder value through human capability



Accelerates Business

HRCS:

_ Mobilizes Information
Round 8 Summary of domains and « Leverages Information
skills and Technology

(verbs) MOBILIZES  Guides Social Agenda
INFORMATION

Advances Human

Generates Competitive Capablllty
' Elevates Talent
Insights

Influences the Business ACCELERATES SIMPLIFIES LIV, Delivers HR Solutions

HUMAN -
Gets the Right Things Dondiikadhas GOLLAZAY VUL D capabilities
Champions Diversity,

Drives Agility Equity, and Inclusion
. Simplifies Complexity
Fosters Collaboration FOSTERS « Thinks Critically
« Manages Self COLLABORATION « Harnesses Uncertainty

« Builds Relationships
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Overall Goals and Agenda <

IMPACT

IDEAS

[ Delivering Stakeholder Value through J
Human Capability

HR Inflection Point: Now is the time for HR

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
4: Al and analytics will guide the inflection

Creating human capability impact
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Inflection point #4: Al and Analytics R

At its most basic level, Al (genAl, LLM, Machine Learning) provides
information to improve decision making that delivers stakeholder value

mpact: Al improves impact based on real-time
analysis, ensuring that human capability
investments evolve to deliver stakeholder value.

Guide:, Al offers specific guidance for individuals and
organizations on where to prioritize human capability
investments to deliver stakeholder value

Inform: Leveraging vast datasets and sophisticated algorithms, AI informs
and offers advice by sourcing and synthesizing information from thought
leaders and previous research on HR

Ways of using information

Assist: Al serves as a reliable assistant, streamlining repetitive HR administrative tasks and
enhancing efficiency through automation and smart recommendations

Access: Sourcing, organizing, and summarizing information on what others have said or done

Time

Delivering stakeholder value through human capability fm The RBL G]:OUD




Overall Goals and Agenda <

IMPACT

IDEAS

[ Delivering Stakeholder Value through J
Human Capability

HR Inflection Point: Now is the time for HR

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

4: Al and analytics will guide the inflection

Creating human capability impact
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Creating Human Capability Impact

4 )

« Create a human capability plan that aligns external conditions,
stakeholders, strategy, human capability investments, and actions
 Engage in value added (not HR) conversation

o J

Delivering stakeholder value through human capability fm The RBL G]:OUD



Playbook for Connecting the Inside and Outside R0

< Environment >
(context, digital, stakeholders)

<

Human Capability >
talent, leadership, organization, HR)

Y

Impact/implement
personal and organization change)

Delivering stakeholder value through human capability m The RBL GIOU.D



Assess environment /
stakeholder value

Human Capability Plan
st |  Application |

Craft / Clarify Strategy

Identify talent
(workforce)
requirements

Identify organization
capability
requirements

Identify leadership
requirements

Identify HR function
requirements

Implement action

Human Capability

Priority

Action Plans

LMH

LMH

LMH

LMH

LMH

LMH

LMH

LMH

LMH

LMH

LMH

A A Bl I A el B R el BN B

LMH
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Conversation: Target

With whom do | need to have a conversation about
human capability contributions to stakeholder value?

Individual/Team

Outcome of Conversation

Board member(s)

Business leader(s)

Executive team

HR team

Investor

Customer

Delivering stakeholder value through human capability
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Elements of an influential conversation

Overview: How will investing in and improving human capability

help (person/team) reach their goals?

Learn the other person/team’s
goals, values, outcomes

Start with your commitment to
help them reach their goal

Explore how human capability
helps them reach their goals

Propose a human capability
planning process to help them

Define process and set a date
to review human capability plan

Delivering stakeholder value through human capability

What matters most to him/them?
Look at their accountabilities

How can | help you reach your goals?
Share that your goal to reach their goal

" How will human capability (HC) help you? )
Define the outcomes of HC plan

How valuable would it be to co-create a
human capability plan for our business?

When will the HC plan be presented?

| What are the steps to creating the HR plan? |

fBlL The RBLGroup




How would you use these ideas I
in your organization?

HR Inflection Point: Now is the time for HR
Priority characteristics of an HR function
HR practices as products more than processes

HR professionals engagement as project managers

HR reputation though value added actions

Creating human capability impact
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Getin Touch

Questions about the presentation?
Reach out and we'll get your questions answered.

=

€ www.rbl.net

>4 rblmail@rbl.net

| The RBL.Group f )

HUMAN CAPABILITY
EXCHANGE 2025
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