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The natural The social and
environment political system
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company




A convergence of forces Is requiring...

...organisations to become “Good Company”:

Good Employers
Good Sellers
Good Stewards
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The Political Imperative: Driven by Three Trends

Increased
Regulation

Shareholder

Activism

Workplace
Democracy
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Implications for the “people side of the business”
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The Economics of People and Profits
A “skill-biased” economic (re)evolution is underway

Twin forces: globalization & technology

sSuperior HCM
= Sustainable

Competitive
Advantage
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Investments in L&D predict stock returns
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How Leading Firms
Think About People



Indian-based technology company

q‘i—?ﬁﬂﬁhﬁﬁv
Y LLLLJLY A
J PR

Enginearing Oulcormne Cartainty

 “HR Is not a strategic player—it IS the strategy”
» Seeking to “liberate people capability”

e Using “transparency to drive accountability and
trust”

 Making enormous investments in training
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U.S .-based defense contractor

A

LOCKHEED MAnrJN//F'

 Demographic change is the big force shaping Lockheed
Martin’s path forward

« Actively focused on:

Becoming a “worthy employer”

Shifting the command and control culture
Increasing transparency

Major investments in T&D
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Global technology company

| 29\% (@

e Technology and demographic change are the
big forces shaping EMC’s path forward

e 75% of revenues in 2010 will come from
products that did not exist in January

« Highly creative use of social networking to speed
Innovation, reduce costs
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Internet retailer

/appos

* Relies on insight from the “science of happiness”
 Tremendous focus on selection and training
e Authentic “empowerment” of employees

e Savvy user of the power of social media
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U.K.-based consumer goods company

e Firms must now “earn a license to grow”

 Doubling revenue while reducing carbon
footprint

 Measuring and optimizing “organizational
readiness” = people capabillity
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There’s good news and bad

News.

The Good News

Companies that are good to their employees,
their customers, their communities, and the
environment make more money than ‘the bad

guys’

The Bad News
Very few companies do all of these things well



Summing up

Leading organisations are:

Serious
about

HCM _ _
Making big

L&D
Investments

Rethinking
measurement
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Where do Australian
Organisations Stand?



McBassi People Index®
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Work
Environment

Accountability
Commitment to Employees
Conditions
Hiring Practices
Job Design
Processes

Leadership
Environment Environment

Formal
Informal/Social

Behaviors
Communications

Learning




Australia scores — characteristics of participating
organisations

Sector # of employees

Publicly-
traded,
28%

Privately
-owned
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How Australian organisations stack up — overall
categories

Australia
Average

Overall Score 61

Leadership Environment -
6

Learning Environment 60

SCALE:

Maturity Murmerical
Level Score Range Description

Area is being addressed systematically and with a high
degree of consistency

Area is being addressed systematically, but with less
than universal consistency

Area is being addressed with some degree of
consistency

Some non-systematic attermpts to address the stated
area
-- Little or no attempt to address the stated area
MCBASSIN
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How Australian organisations stack up — factor
categories

Australia
Envi t Cate C di stion Ite
nvironmen ategory orresponding Question ltem Average
- " Front-line managers are effective in helping their direct
Communications .
Leadership reports understand what is expected of them.

Environment Behaviors Front-line managers eliminate barriers so that employees
1l 3
can work effe ctively.

e NI EIRE Employees' performance problems are addl:essed -

appropriate ly.

COMMIEMERELo Employees are recognized for their accomplishments T
Employees S L :

Conditions Mew ideas from employees for meeting business goals are 69

Work welcomed.

Environment

L REEleda=t ] Hiring processes result in the best candidate getting the job. 62

The skills that employees need to be successful are clearly
defined.

&4
Processes for getting work done are well-defined. -
65

lob Design

Employees have opportunities to gain new skills or extend

F |
Learning e skills they already have.

Environment My organisation actively promotes opportunities for

Inf, il
nformal/Socia employees to learn from one another.
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What's driving key business outcomes In
Australia?

 Profitability (non-government organisations)

— Leadership behaviors (eliminating barriers to effective
work)

« Attracting talented employees AND retaining key
employees:

— Hiring processes (right candidate gets the job)

 How well the work environment supports employees in
delivering good customer service:

— Informal/social learning (opportunities for employees
to learn from one another)

e Customer satisfaction:

— Accountability (addressing employees’ performance
problems)
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So what does this mean?

Innovation cannot happen without learning

Learning Is essential to the prosperity of firms,
employees and nations

Demand for strategic L&D professionals is on the
rse

“Business intelligence” tools are increasingly being
applied to L&D
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Seizing (or creating) the opportunity requires:

Moving from a focus o- - ...TO
“Means” (L&D activity) “Ends” (business results)
L&D expertise L&D and business knowledge
Measuring what is easy Measuring what is important
Based on myths Based on analytics
Self and budget justification Continuous improvement
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ASSESSING YOUR ORGANISATION'S

COMMITMENT TO HUMAN CAPITAL
DEVELOPMENT

Presentation by Les Pickett




A. Which

response best describes how your

organisation demonstrates commitment of
budget for employee development and
learning?

Buco
Buco
Buc
Buc

L
A e N

Bud

get frequently Is cut

get always at risk

get sometimes at risk

get rarely at risk

get not are risk even during “bad times”
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B. Which response best describes how your
organisation identifies and tracks top
performers - those consistently performing
above average in a role or position?

Top performers are not identified or tracked
|dentified informally by managers but not tracked
|dentified and tracked at department level

e 4. Identified and tracked at a business unit/division
level

5. ldentified and tracked at an organisational level
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C. To what extent does your organisation fill
open positions with qualified (based on
competencies/experience) internal
candidates from across the organisation?

1. Not known or to a very little extent
e 2. Little extent
e 3. Some extent
e 4 Large extent
5. Very large extent
MEBASSIY
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D. To what extent does your organisation
orovide employees with formal training or
earning plans to ensure that they develop
the skills they need to do their job?

1. Not known or to a very little extent
e 2. Little extent
e 3. Some extent
e 4 Large extent
5. Very large extent
MEBASSIY
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E. To what extent does your organisation
use training and development (eg. skill
building, career planning etc) to help
employees achieve their career goals?

1. Not known or to a very little extent
e 2. Little extent
e 3. Some extent
e 4 |Large extent
5. Very large extent
MEBASSIY
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F. To what extent does your organisation
analyse why good employees leave?

Not known or to a very little extent
Little extent

Some extent

Large extent

Very large extent
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G. To what extent Is senior management
iInvolved with learning and development to
ensure investments are consistent with
strategy, priorities and goals?

1. Not known or to a very little extent
e 2. Little extent
e 3. Some extent
e 4 Large extent
5. Very large extent
MEBASSIY
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H. To what extent do your current
succession planning practices allow you to
identify and manage leadership talent
across the organisation?

1. Not known or to a very little extent
e 2. Little extent
e 3. Some extent
e 4 |Large extent
5. Very large extent
MEBASSIY
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HIGH PERFORMING WORKPLACES
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LEADERSHIP IN HPWSs & LPWSs
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Australian Training
and Investment Report



Percentage of

total TL&D

expenditure spent on:

External TL&D providers

73%

® [nternal TL&D providers

External TL&D providers

nternal TL&D providers

Small (1-20 employees):. 92% 8%
Medium (21-200 716% 24%
employees):

Large (201+ employees): 65% 35%
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|s succession planning done In

your organisation?

No

HYes
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How successful has succession

planning been in your organisation?

60% -
52%
50% -

40% -
35%

30% -

20% -

10%

10% -

2%

0% I I T |
Highly Successful Successful Mildly SuccessfulNot Successful
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What are the most critical people

challenges you will face?

Leadership development 64%

Developing high performance

58%
workplace

Talent management 49%
Productivity improvement 34%

Use of technology 24%

0% 10% 20% 30% 40% 50% 60% 70%
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What human capital (HR) challenges do

you think your organisation will face in the
next year?

Leadership 58%
Employee retention 54%
Flexibility/\Work-Life Balance 48%
Skills shortages 42%
Employee development 36%
Recognition 34%
Team building 34%
Stress 31%
Communication 30%
Multi-generational 15%
Gender balance 13%

Multicultural 4%

0% 10% 20% 30% 40% 50% 60% 70%
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How effectively does your

organisation manage talent?

70% -
61%
60% -

50% -

40% -
32%
30% -

20% -

10% -
3% >
(1]

0%

Very effectively  Effectively Moderate Not effectively
effectiveness

© 2011, McBassi & Company



TALENT CHAMPIONS
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DOES YOUR ORGANISATION
~SUFFER FROM- THE FOLLOWING———————————
CONSTRAINTS?

Pacific Rim Consulting Group
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Opportunity awaits — are you ready?
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lespickett@pacrimconsult.com
WWW.pacrimconsult.com
Mobile: 0488 957 000




