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Our Objectives . . .

Intreduce: the 1dea of leading Indicators as a
way te measure HR efifectiveness

Describe the pewer of the IHR Scorecard

Explore the application/use off the HR
Scorecard/bashbheard at UWEU

Share the tracking results ofi the UWCU HR
Dashiheard

ARSWEer yoeur questions . . .
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The Fallure off HR Strategy

In @ 2002 industry survey by SHRM: . . .
Only: 34%) off executives view HR' asf a strategic partner

Only 44%) off respondents idicated that thellr erganization
communicates Its strategy well

Only 22% Indicated that general employees understand
company. s strategy.

21% ndicated that HR only dealsiwith operational Issues
VS. strategic ones

Only 23% Indicated that HR strategy was, tightly’ integrated
WIth company. strategy.

Only 25%) off HR departmenits use a halanced scorecard on
HR*s contribution to strategy

[SHRM Research, N=131.0; Aligning HRIWIth Organization Strategy: Survey]
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HOW aleryou
currently

-l

measuring Mk

offectiveness?

~f
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Why Track HR Effectiveness?

e obeerdecisionmakine = lithelps HR
stalirinrhow best: te; manage the HR
SyStem| te) SUppPert the company.-

lierevallieteprogiam/depaEtimneni
efifectiveness — |t constitutes a ““report
card* te guide imprevement efforts.
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To Be Most Effective . . .

The most effective measures off HiR:

ldentity a clear;, consistent, and compelling
CORNECHER between the company/ s strategy.
and the work off each employee.

ZENoNon therCrtical eV meastes that
jave the greatest Impact on the: company s
pottem line.

Document the effects ofi HR'on company.
PErformance: In crediple way/s: that
empleyees, line supervisers, and managers

can understand.
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The HR Deliverables

HR Perlormance
D S ey D S SIS

HR Performance

el Reinfiercing

the Drivers
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Measuring HR Results . . .

IHeW! do yeu knew. I your HR

i *«Kf ¥ efforts are ?

IHeW, do) you measure the
efifects or results ofi these HR,
traiing, and Ob: effiorts?

k

Hew Wil yeu kaew: that your
efiforts and iitiatives have
paid ofif?
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Measurng Human Health

What are the key: signs of
health?

IHeW! do yeu KW i you
are healthy or Unhealthy?

Which off your ““vital
SI0AsS MIght you' chart
OVEr time?

What might: happen i you
these vital signs?
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Measuring Health After the Fact

TFracking yeur “vital signs* aleng the way/
canigive you an early warning of
emerging health ceoncerns.

Ealling| ter measure these vital signs — or
Ignering the signs — can lead to, . . .

, ‘ 8
el =
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La0ging Indicators

L2ggingl Indicators; are GULconie
MEasures; that help yoeurgauge
your HR progress by examining

the finallend result or cUtcemes Charateristics
off your collective efiferts. = QUicoMmE measire:
y = lndicates therend
Use el the =Iaggior e el ects resulit of the system.
therdelay el gapeiWEERN/ G - Tells you what
detionsraneiarchangENRItNEnE] happened, not what is
end resuli happeng;

e [ess effective at
MEaSUIfNG ther effiects
Ol SPECIC CaNgES
made to the system.
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Lagging| Indicater Examples

Non-HR Examples;. . .
Healthr— heart attack, liver fairlure, stroke, death

Autempnile — arrived safiely at destination (or not), engine
fallure, blown tire, citation frem traffic enfercement, etc.

Econemy, — GNP grewth, natienal debt, unemployment
rate, etc.

HR Examples . .. Lagoinoelindicators hiave a

Employee retention: diliect bearng en el company’s
Employee performance. bottom line. There s a

Organizational performance. BUSIRESSIALERESH 1 and 2
Customer retention. direct fiinancial" beneliit fiem

Emp|oyee prOductivity_ IMproveEmeERtIn LhEse areas.

?
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Leading Indicators

Leading Indicators are Process)
measures that help yougauge
Incremental progress you are
making teward key HRoutcome
(lagging) measures;

O Since Ieadmg Indicaters measure the
FESUIES @M/ OUI PrECESSES,, LhERENs
|Eess Ol ardelay hetWeeR ol aCiions
aind 2 chERoENRFHIE Sy/Stenik

O They are the perfeormance drivers,— the
Keyiactorstthatenanle thereverall end
resulitc (euitcome) youwanit ter achieve:

Characteristics

Process measure.

Immediate feedback to

the system.

Tells you what is
happening now.

Can be tracked over
time.

Provides an “early
warning” of emerging
results.

Very responsive to
changes in the system
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Leading Indicater Examples

Non-HR Examples. . . .

Health — Heartheat, body temperature, blood sugar levels,
chelesterol levels, bleod pressure, etc.

Automobile — gas gauge, engine temperature,
speedometer, odometer, oil level, indicator lights,, rumble
strips on the roadway, GPS coordinates, ete.

Econemy, — home starts, caprtall eguipment: purchases,
layofis, steck market value, public confidence, exchange
rates, ete.

HR Examples;. . . llAcreasing retentien
A reductionin ansenteeism T e

I _key pOSIt_lor_ls. INEIGECEEAINGE G e COMIPAIRNS
Y0 Increase. In intermall people pottomiline: While therensa

expressing interest in position; MBUSIHEssInterest N Improyvement
Number of positive comments I thESE areasy thErEmmay noite
from customers anNimmedigteshiinanciziNeneHisto
p thercCompanys
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The HR Scorecard 6 RAEES

EOCUSES 0N leadiing Indicators.

ldentifies the differences between HR doables and
HR deliverables.

Demonstrates HR’s contribution to strategy:
Implementation andl te the conpany: s hettom line.

Helpsi FRimanagers focus,on and manage their
strategic responsibilities.

Encourages HR flexibility and change.

Enceurages “Customers™ of HR to hecome more
self-sufficient.

Provides focus for HR and OD staff.
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The HR Dashboard

j IR TR R AEp

meirtel:me

value ggore Job Satisfaction
)
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HR and the UMWCU Scorecard

Superior

HR Systems Financial
Strength

H HR Strategic Core Business Value for the

Competencies Focus Deliverables Strategy Members

Operational
Excellence

HR Practices
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(with their Jobs and
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High levels of
employee job
satisfaction

High levels of
internalcustomer
satisfaction

)

[Leading]

[Leading]

Low turnover in the
Financial Services
Specialist position

[Lagging]

Highly competent
FSS staff

[Lagging]

Staff Engagement
(with their Jobs and
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Change agent

Strategyexecution

Employeerelations/
advocacy

High Performance Work
System

Operationalefficiency

HRCompetencies

R

Successionplanning
Traininganddevelopment
Communication
Internal customersatisfaction
Effectiveworkdesign
Labor/managementrelations

Performancemeasurement
andevaluation

Compensation and benefits
Selection
Recruitment

Staff competencymodel

HRPractices

R

DifferentiatingHR
servicestomatchthe
needsofdifferent
UWCUdepartments

Matching HR strategyto
the UWCU culture

HR system alignment
with UWCU strategy

Internal HR system
alignment

HR Systems




The HR Scorecard

Balancing valle creation
Wiith cost controels and
efficiencies

HR HR Strategic HR
Focus Deliverables

Competencies

Invelves identifying boeth
pPerformance drvers and 2 iR eractices
enablers to support the

company’s strategic priorities
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HR Competencies

HR
Competencies

HR

Competencies

Change agent

strategy execution

Employee relations/advecacy
Best practices i HR

Operational efficiency.

HR Strategic
Focus

HR Practices

HR
Deliverables
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HR Practices

HR
Competencies

HR Strategic HR
Focus Deliverables
HR Practices

e Succession planning = [abor-managemeni relatiens

HR Practices

= Training and develepment = Perfermance measurement
e Communication = Compensation and benefits

e |nternal custemer = Employee orientation

setisfaction o Recruitment and selection

= Effective work design
e Stafli competency model
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HR SyStems

HR Strategic HR
Focus Deliverables

HR Practices

= Differentiating HR services to match the different needs of
different UWCU departments Unrts

HR Systems

= Matching HR strategy to the UWCU culture
= HR alignmenit with UWCUI stirategy.

e |nternall HR alignment
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Creating Measures of UWCU
HR System Alignment

Assessing stafif perceptions of the Internal alignmeni

ofi our HR' practices — Are they internally censistent:
WIth ene anether?

Assessing stalif perceptions off the external alignnment:
off our HR practices:

> o) what extent do our HR deliverables enanle the

Credit UnIenrs performance drivers and strategic
objectives?

» 1o what extent do our HR practices
enaple/support our HR deliveranles?
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Assessing Our Internal “Fit”

H R Recruitment & Training & Performance Compensation Benefits HR Cost HR Value
Pl’aCticeS Selection Development Management Administration | Administration Control Creation
e eamon, +24.4 | +20.0 | +29.2 425,2
chzilgg‘n%fﬁn +39.6
(et +34.8 +36.7
Admimistration +34.8
Adrﬁﬁﬂ?setfri;iion +33 . 5
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Assessing HR Systems Support of
Our HR Deliverables

High Level of
Employee Job
Satisfaction

High Level of
Internal Customer
Satisfaction

Low Turnover in
Financial Services
Specialist Position

Highly Competent
Financial Services
Specialist Staff

Staff Engagement
(with Job and CU
Strategy)

Recruitment &
Selection

+38.8

+34.6

15 S

+34.2

Training &
Development

+3052

SIS

Performance
Management

ar 37 )

Toll.5

1ol

H35 O

)

Compensation
Administration

+39.5

+47.5

Benefits
Administration

+37.9

+44.2




Assessing HR Deliverables Support of
UWCU Eundamentall Goals

Superior

Premium

Innovative

Financial Qualit Value for the Quality BUSINess Operational
1y Members Growth : Excellence
Strength Service Practices
High Level of
Employee Job +44.9 a1 0 +43.4 +43.3 £5087
Satisfaction
High Level of
Internal Customer Fo 1] +45.8 1.8 +46.2
Satisfaction
Low Turnover in
Financial Services +57.4 +46.0 +48.0
Specialist Position
Highly Competent
Financial Services +50.4 £56..5 +50.8 +43.8 +55.6
Specialist Staff
Staff Engagement
(with Job and CU +41.8 +41.0 o) +40.5 2D 7 +45.2

Strategy)
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lalsi that display HR
t

] J J
efiectiveness on the HR' Deliveranles: Joi Satistaction (QWIL,
\/a_Jues 10~po]n't , ESS HIUreVeEr:, Engacement; Internal  Customer




HR Dashboard -4 QWL Dimensions

QWL Dimension

Leadership

Management

Communication

Pay & Benefits

Empowerment

Job Pride

Work Environment
Dept. Cooperation

Employee Growth :

@l ‘ Dashboaird Valueé

4.50 4.60 4.70 4.80 4.90 5.00

August 2004




HR Dashboard] Quality of Worklife
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HR Dashboard] Overall Job Satisfaction
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HR Dashboard:|Overall Job Satisfaction

Job Satisfaction

Support Satisfaction

Retail Satisfaction

4 4 4 " 4 4 4
T T T T T T T

T 1
Sept. 03 Augus

t
April 03
June '01 Dec. '01 June 02  December 02 July 03 Dec. 03

T T T T
2001 Sept. '01 March '02 Sept. 02

Time of Employee Assessment
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Overall Satisfaction with All Credit Union Departments
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Scale: 1 = Very Dissatisfied to 10 = Very Satisfied
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Developing Your Scorecard

Define/Describe Your BuUsiness Stirategy.
Develep a Strategy: Viap.
ldentify the High Leverage HR: Deliverables.

ldentify Key: Components of the HR
Architecture that Support the HR Deliveralles.

Develop the HR Scorecard/Dashiheard.

EdUcate Internall Customers; eni the Meaning and
Use off HR: Measures.
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TPl at Sears

Key perfermance: drivers at Sears:

Attitudes about: the jobi. . .

Attitudes about the company. . . .
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Youl:
Questions . .
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Thank you for the epportunity
e guide you aleng the HR
Scorecard journey!

Best off luck 1n your efforts at
strengthening the effectiveness of
your HR programs

For anl updated version off this
PowerPoint and the Handouts for
this session, visit:

ussell

consulting, inc.

—R

All yours. All the time.


http://www.russellconsultinginc.com/
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