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Is Your HR Team Ready?



The Genesis Of This Event

ÅTwo firms have relationships
with complementary
capabilities ςrecruiting and
developing HR leadership

ÅRealization that recent
research efforts align,
supplement and reinforce
each other

ÅShared desire to develop the
HR profession

Present recent findings 
ŀǎ άCƻƻŘ ŦƻǊ ¢ƘƻǳƎƘǘέ
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Á Table Introductions

Á HR Competency Research           ï Jackson Hole Group

Deborah Barber

Barbara Elsberg

Á CEO View Of Human Resources  ï Russell Reynolds Associates

Jeff Rosenthal                               

Á Gallery Topics

Á Wrap Up

Our Morning Together
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Why The HR Business Leader Assessment?

¢ƘŜ ǳǊƎŜƴŎȅ ƛǎ ōǳƛƭŘƛƴƎΧ
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.ǳǘ ǘƻŘŀȅΧ

Business leadership looking for 
new ways to fully leverage their 
people and organizational 
resources

!ƴŘΧ

Need to find solutions to 
demanding business challenges.

Organizational Effectiveness Has Become More Important
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Businesses are looking for organizational 
solutions that achieve market leading 

business performance

They are looking to their HR 
leaders to operate at a different 
ƭŜǾŜƭΧ ƳŀƪƛƴƎ ǎǘǊŀǘŜƎƛŎ ƭŜǾŜƭ 
contributions 

HR must develop capacity to 
deliver organizational solutions 
that increase business value
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HR Needs To Play At Level 3: A Business Leaders Role

Level 3:

Business

Leadership

Level 2:

Business

Partner

Level 1:

HR Service

Excellence

Level 3 Business Goals

ÅProfitable business growth

ÅOrganizational/business

transformation

ÅSignificant differentiation in markets

ÅLeadership excellence

Level 2 Business Goals

ÅConsistent, dependable business

results

ÅLeadership & bench strength

ÅEngaged workforce

Level 2 HR Goals

ÅTying HR strategy to business

strategy

ÅChange management

ÅLeadership development /

talent management

Level 1 HR Goals

ÅAdministrative excellence

ÅEmployee champion

ÅIncreasing service at reduced

cost

Level 1 Business Goals

ÅOperational excellence

ÅProductive workforce

Level 3 HR Goals

ÅEngage in driving business strategy

ÅDeliver organizational solutions

that create market differentiation

ÅChange leadership

ÅLeveraging social networks

RUSSELLREYNOLDSASSOCIATESJackson Hole Group



For HR leaders to 
elevate their 
contributions in this 
business leadership 
ǊƻƭŜΧ

Need to develop 
specific competencies
required to play at 
this level
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Our 
Response:

ÅDeveloped a competency 
framework specific to strategic
business HR leaders 

ÅTurned this into an assessment
tool to be used by senior level
HR leaders for their
development 

ÅSo better positioned to create
and deliver high impact
organizational solutions
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Strategic Business Leadership
Being actively engaged as a member of 
the executive team in identifying and 
addressing the critical needs of the 

business.

Strategic HR Leadership
Sets HR direction that aligns with the 

business needs and builds the key 
capacities to achieve business outcomes.

Personal Leadership
Tackles tough issues with courage and 

confidence while building trusting 
relationships.

Results Execution
Achieves high impact and measurable 

results.

Building Organization Capacity
Plans for and delivers on the culture, 

structure and talent needs of the business.

Business/Functional Expert
Is well-versed in all disciplines of the 

function and stays current on emerging 
developments on both the HR and 

business side.

Competencies That Differentiate Best-In-Class Strategic 

Business HR Executives
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Influence business leaders to factor 
workforce and socioeconomic trends into 

business planning

Identify the organizational risks associated 
with executing business plans

Contribute to business decision-making by 
offering fresh perspectives

Point out the organizational 
interdependencies when developing 

strategic business initiatives

Actively contributes to driving the 
ǎǳŎŎŜǎǎŦǳƭ ŜȄŜŎǳǘƛƻƴ ƻŦ ǘƘŜ ƻǊƎŀƴƛȊŀǘƛƻƴΩǎ 

business plan

Distills key business themes from multiple 
sources of information

Very Focused, Specific Behaviors A Level 3 HR Leader Demonstrates.

Example: Strategic Business Leadership

RUSSELLREYNOLDSASSOCIATESJackson Hole Group

Applies complex business information 
analytics for effective decision making

Demonstrates broad-based business 
thinking 



What

Target

Principles

Questionnaire

Pilot

ÅMulti rater 360 Assessment

ÅSenior HR business leader

ÅContent written for Best in Class business HR leader

ÅDevelopment focus

Å6 competencies

Å49 behavior statements

Å5 point rating on proficiency and frequency

ÅNarrative for each competency

- What have you seen? What would make them more effective?

Å6 companies

Å63 participants who were business HR leaders and some functional heads

ÅBusiness partners were divisional heads etc. not the CEO

What Is The HR Business Leader Assessment?
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Results confirm other studies:
HR  lagging in driving strategy and 

contributing to the business

Ratings of self, direct reports and peers 
stronger than those of business leaders

Progress has been made, but expectations 
and demand are higher

Early On Themes & Insights From Beta Assessment
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Personal Leadership
Tackles tough issues with courage and 

confidence while building trusting 
relationships.

Results Execution
Achieves high impact and measurable 

results.

HR Leaders Have A Strong Presence And Are Delivering On Results.  

But Business Leaders Want The Next Level
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άbŜŜŘǎ ǘƻ ǎǘŀȅ ŦƻŎǳǎŜŘ ƻƴ ǿƘŀǘ ΨǊŜǎǳƭǘǎ ƘŜ ǿŀƴǘǎ ǘƻ 
ǎŜŜΩΦέ

Personal Leadership & Results Execution
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ά²ŀƴǘ ǘƻ ǎŜŜ ǘƘŜ ŎƻƴŦƛŘŜƴŎŜ ǘƻ ŜƴƎŀƎŜ ƛƴ Ǌƛǎƪ ǘŀƪƛƴƎ 
where you have informed, personal perspective to 
ƻŦŦŜǊΦέ

Personal Leadership & Results Execution
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ά5ƻŜǎ ƴƻǘ ƘŜǎƛǘŀǘŜ ǘƻ ŀǎƪκŦǊŀƳŜ ǘƘŜ ǘƻǳƎƘ ǉǳŜǎǘƛƻƴǎ 
ŀǘ ǘƘŜ ΨǊƛƎƘǘ ǘƛƳŜΩΦέ

Personal Leadership & Results Execution
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άIŀǎ ǎǘǊƻƴƎ ƛƴŦƭǳŜƴŎƛƴƎ ǎƪƛƭƭǎ ōȅ ǇǊŜŦŀŎƛƴƎ ŀƴȅ ǘŀŎǘƛŎŀƭ 
work with the strategic imperative or the outcomes 
ǘƻ ŀŎƘƛŜǾŜΦέ

Personal Leadership & Results Execution



Strategic HR Leadership
Sets HR direction that aligns with the 

business needs and builds the key 
capacities to achieve business 

outcomes.

Strategic Business Leadership
Being actively engaged as a member of 
the executive team in identifying and 
addressing the critical needs of the 

business.

HR Rated Strong In:
ÅDemonstrate broad based business thinking

ÅContribute fresh perspectives

HR Development Opportunity:

ÅApplies complex business information analytics 

for effective decision making. 

ÅDevelops a People Strategic Plan that clearly

defines a set of strategies linked to business 

outcomes.

ÅBuilds a highly skilled and effective HR Staff

HR Needs to Move Out of a Support Role to Being a Real Player
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Strategic Business Leadership & HR Leadership

άCƻŎǳǎ ǘƛƳŜ ŀƴŘ ŜŦŦƻǊǘ ƻƴ ah{¢ ƛƳǇŀŎǘŦǳƭ ŀƴŘ ȅƻǳǊ 
ŜȄǇŜǊǘƛǎŜ ǊŀǘƘŜǊ ǘƘŀƴ ǊŜŀŎǘƛƴƎ ǘƻ ƻǳǊ ǊŜǉǳŜǎǘǎΦέ



HR Development Opportunity:
ÅArticulate business outcomes; then connect organizational
objectives and HR programs to the outcomes  

ωApplying business metrics to determine the ROI  on HR
initiatives  - lowest rated behavior 

ωBe more conversant on industry and competitor 
practices and issues

HR Can Leverage Business Analytics And Outside Perspectives

Business/Functional Expert
Is well-versed in all disciplines of 
the function and stays current 
on emerging developments on 
both the HR and business side.
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Business/Functional Expert

ά/ŀƴ ƘŀǾŜ ŀ ǇŜǊǎǳŀǎƛǾŜ ŜŦŦŜŎǘ ƻƴ ǎǘǊŀǘŜƎƛŎ ōǳǎƛƴŜǎǎ 
decisions if more empirical industry data was 
ƛƴǘǊƻŘǳŎŜŘ ǘƻ ǎƘƻǿ ǿƘŜǊŜ ƻǳǘ ƻŦ ǎǘŜǇΦέ



Building Organization Capacity
Plans for and delivers on the culture, 

structure and talent needs of the 
business.

HR Development Opportunity: 
ÅDevelops initiatives that have the highest  leverage 

in attracting and retaining top talent. 
Second lowest score 

ÅAlignment of a Talent Management strategy

with company needs

ÅDevelop plans addressing current and anticipated 
talent needs

ÅAssure structures, roles, processes, cultural norms
meet business needs

HR Can Influence Future By Focusing On Talent.  
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Building Organizational Capacity

άCƻŎǳǎ ƻƴ ŀ ǘŀƭŜƴǘ ƳŀƴŀƎŜƳŜƴǘ ǇǊƻŎŜǎǎ ǎƻ ǘƘŜ 
outcomes are more compelling and tangible to the 
ŜȄŜŎǳǘƛǾŜ ƭŜŀŘŜǊǎƘƛǇΦέ



bŜǿ  /9hΩǎ ǘǊŀƴǎŦƻǊƳƛƴƎ 
companies

ÅView talent agenda as crucial to  

growth/transformation

ÅάDŜǘέ ǎƻǇƘƛǎǘƛŎŀǘŜŘ ǘŀƭŜƴǘ ǇǊŀŎǘƛŎŜǎ

ÅDesire strategic andoperational HR

leaders

Increased rigor in 
HR executive 
searches

CEOôs Views On Human Resources
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ÅñThe Long Viewò CEO study on Human

Resources

9 CEO interviews

ÅCompetency review of CEO and Board priorities

120 CHRO searches

Data From Our Research

RUSSELLREYNOLDSASSOCIATESJackson Hole Group



CEO Participants
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