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Some Myths about HR and Business  

 We don’t have “a seat at the table” 
 The work we’ve been doing in HR is usually not 

strategic 
 Only work that involves large scale programs, policies, 

and initiatives (i.e., 50,000 foot) can be strategic 
 Our line leaders only want us (or don’t want us) to 

work on strategic initiatives  
 Only the senior most people in HR can perform 

strategic work 
 If we are not taking the most strategic option at all 

times we are doing something wrong 
 The senior business leaders have a very clear 

understanding of what strategic HR “looks like” 
 
 

  Concept from Center For Organizational Effectiveness 
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Why A “Business First” Approach is So 

Important 

 Each of our organizations exist only for as long as they 
deliver on the mission and strategy of the 
organization, seems obvious, but often forgotten 

 If each of us in HR, at every level, does not 
understand the fundamental business strategy, 
developing a talent management strategy can be a 
potential mismatch to our organization’s needs 

 Our strategies can evolve and change over time, and it 
is imperative that we stay up to date with our business 
leaders 

 In any organization, it is not possible to have the time 
and resources to be world class at everything we do 

 We must be world class at the few business critical HR 
initiatives that will improve our business success, or if 
not well executed, create a higher possibility of failure 

 By taking the time to learn the business and 
organizational goals, HR can greatly improve the 
resulting talent management system, and most 
effectively use our limited resources 4 

Business Strategy 101 

 Strategy is the intersection of the “What” – Mission and Vision – 

with the “How” – Goals, Objectives and Business Planning 

 Company strategies evolve over time, and often are revisited in 

three to five year cycles 

 All key senior leaders play a key role in developing strategy, but 

the roles vary between organizations 

 The language of business is the language of numbers, the 

sooner HR learns to start from there, the more successful the 

HR organization will be 

 Strategy can and often does vary among business units of large 

complex organizations 

 In well run companies “the line of sight” from organizational 

strategies to individual goals is clear and measurable 
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The HR Value Proposition: A Model  

 HR work doesn’t begin with HR – it begins with 
business! 

 The ultimate receivers of business reside in the 
marketplace 

 HR contributions are a source of competitive 
advantage 

 HR must align practices with internal and 
external stakeholder needs 

 HR professionals must acquire the capabilities 
necessary to provide stakeholder value 

 HR must offer a unique and powerful 
perspective that adds real organizational value 

 

Source: The HR Value Proposition, Dave Ulrich and Wayne Brockbank 
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Prerequisites For Developing  

A Talent Management Strategy 

 Understand the business. Be able to give the “elevator 

speech” of what makes the business (or your unit 

within the business) successful. 

 Be able to explain the financials. Test yourself with 

colleagues in other disciplines 

 Be able to explain the customer base, both current 

and desired. 

 Be able to explain the competitors and what 

differentiates you from them 

 Be able to explain the impacts of changes in the future 

and business risks that could derail your company 

 Now you are at the starting point to develop a talent 

management strategy that will fit your business 
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Changing Roles of HR Management 
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A Simple HR Model  
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What is Talent Management?  

“Talent Management is a set of integrated 
organizational HR processes designed to attract, 
develop, motivate, and retain productive, 
engaged employees. The goal of talent 
management is to create a high-performance, 
sustainable organization that meets its strategic 
and operational goals and objectives.”  

 
Source: John Hopkins University on Talent Management 2014 
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A Sample Talent management Cycle 

Succession 
Planning 

Reinforcing 
Culture 

Attracting 
& 

Hiring 

Onboarding 
and 

       Integration 

Learning 
and Development 

Experiences  
Engaging 

and 
Retaining 

 Promotion 
and 

Rotation 

Workforce 
Planning 

BUSINESS 
NEEDS 

Talent Management Models 
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Source: Deloitte 2014 
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HR Strategy Process Example 
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An Example of Business Strategy 

Aligned to HR Strategy 

Growth and 

Diversification 

Shareholder 

Returns 

Global 

Execution 

Operational 

Excellence 

Global strategic partner proactively supporting the business  
through maximizing human capital to achieve business objectives. 

 

 

• Assess and retain key talent  
proactively in  acquisitions 

• Leverage Talent Management to 
facilitate growth objectives  

 
 

 
 

• Continuously improve HR processes 
to meet business needs and ensure 
operational excellence on a global 
basis 

 

 
 

 
• Optimize global talent attraction and 

selection 
• Facilitate understanding of cultural 

differences  to create global growth 

 

 

• Ensure alignment on a global basis 
between rewards systems and 
shareholder returns 

• Ensure all employees are aligned to the 
key elements that drive business 
success  

 

Building Scale Through Diversification  

Operational Excellence  

Global Execution  

Shareholder Returns 

• Global Center of Excellence model - strong partnership with employees and HR teams throughout the world  
• Strong, mutually reinforcing HR processes (workforce planning, recruiting, evaluation/assessment, training, retention, promotion) 
• Highly effective, integrated HR systems, providing accurate real-time data to support higher levels of customer service, operational optimization, Talent 

Management tracking and placement, timely reporting, and continuous improvement 
• Positive culture: open, empowering, multidisciplinary, team-based, transparent, results-oriented, outward-focused, change-ready 

Shareholder  
Returns 

Operational  
Excellence 

Growth & 
Diversification 

•Position HR to support 
growth and diversification 
of business 
 

•Rapidly integrate acquired 
entities, focus on strategic 
rationale for the integration 
to ensure human capital 
remains to deliver on 
integration. 
 

•Drive XXX culture to new 
companies to the XXXX 
family. 
 

•Attract, retain and develop 
human capital to support  
new businesses and 
geographies 
 

ENABLERS: 

•Optimize HR systems, processes 
and policies through speed, 
accuracy and service to underpin 
business success 
 

•Use data to drive decision 
making and maintain credibility 
 

•Continuously improve HR 
processes to meet business 
needs and ensure operational 
excellence  
 

•Provide World Class HR 
Services:  
•Standardize: consistent and 
measurable results 
•Integrated: data sharing and 
reporting 
•Sustainable: durable processes 
and technology solutions 
 

Global  
Execution 

•Strong, credible and visible 
HR team that partners with 
the whole business using 
professionalism and 
compassion 
 

•Create developmental 
opportunities through global 
talent exchange 
 

•Optimize global talent 
attraction and selection 
 

•Design globally competitive 
total rewards packages 
 

•Facilitate understanding of 
cultural differences to create 
global growth 

•Maximize human capital 
 

•Place the right people in the 
right roles 
 

•Appropriately use internal and 
external resources 
 

•Encourage and facilitate 
employee engagement to 
execute strategic plan 
 
•Leverage Talent Management 
to deliver XXX  Five Year 
strategic initiatives 
 

Global strategic partner 
 proactively supporting the business through maximizing  

human capital to achieve business objectives 
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Talent Management and the Bottom Line 
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Conclusions  

 The talent management system of any organization 

must be aligned to the organizational strategy and 

must be examined periodically as the strategy of the 

organization evolves. 

 The talent management system must be “authentic” 

to the culture of the organization or it will not deliver 

the desired results 

 While HR plays a facilitation role, the talent 

management system of an organization must be 

“owned” by senior leadership 

 If the talent management system is only a “shelf 

document” it will not succeed 
17 

 Conclusions  

 Avoid “industrial tourism” and ensure that leaders 

have to “eat their own cooking” before moving 

them into larger roles 

 In large complex organizations with multiple 

businesses, the system must account for the 

diversity of talent needs in a highly organized and 

closely monitored manner 

 The best systems are transparent and well 

understood by the entire organization 

 The best development and learning comes from 

new experiences and is supplemented by great 

coaching, mentorship and designed learning 
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Talent Management is a Great Source 

of Employee Motivation  
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Wisdom comes from 
experience, and experience is 
acquired through failure 
 

 
Confucius 
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