Okla homa City

HR

Society

wle

Strategic Planning
12/10/09

Donna R. Miller, MBA, SPHR
Executive Resource Center, LLC




Meeting Objectives

1 Describe main priorities and initiatives

B Equip our members to stop dreaming about being strategic
and enable them to become so strategically skilled that
there is no possibility of being ignored

B Develop a system that encourages the soul of the HR
community thereby leaving them in the best position to
turn and feed the soul of others in their organizations

1 Get feedback on what the group wants to
concentrate on this year

1 Make great things happen
} Ensure clarity of roles and responsibilities




Questions to Answer Today

Who are we and what are we trying to accomplish?
What is our purpose?

How do we add value to our membership?

Where and what do we want to be in the future?
What concepts and values will drive us?

What are the factors critical to our organization?

What social, technological, economic, or political issues could
impact our organization in the future?

1 What opportunities do these issues present?
1 What threats do these issues raise?

}  Given the above, what are the most likely scenarios? What would
be the impact of these scenarios on the way we operate?

1 What would be the impact of these scenarios on our ability to
continue with our current vision, mission, strategic goals and
desired culture?
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Desired Outcomes

1 Agree on our purpose as an organization

1 Gain a greater understanding of the
environment and its impact on our strategic

priorities

Develop a common mission

Develop a common vision

dentify core values of the team

dentify key initiatives for 2010

1 Understand roles and responsibilities of each
Board member
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Agenda

}
}
}
}
}
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Introduction
Environmental scan
SWOT Analysis

Vision, mission and values
Strategic agenda

Roles and responsibilities




Relationship Builder

}
}
}
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Where did you grow up?
How many siblings did you have?
Where were you in the birth order?

What was your first job and what did you
learn from it?

What was your most difficult, important or
unique challenge of childhood?

After everyone has gone, what did you learn
that you did not know?

The 5 Dysfunctions of a Team
material was developed by The Table
Group



Tentative Ground Rules

Everyone participates
Respect other parties and what they say
Make a good faith effort to resolve issues and move forward

Listen carefully to others;seek t o under stand the oth

perspective

Speak one at a time

Be supportive, encouraging and optimistic

Assume positive intent

Speak for your sel

Speak to the facts and talk about your
n
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f ol thinko, ol see
interpretation of the facts as

an i nterpretatio (othe story | told
was e)
Assume the other person is telling t

Ask questions to understand

Look for win/win solutions

Commit to have the discussion in the room
Keep confidentiality
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Why does HR matter?

Level of Potential Value

@Increasing

Organizational
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» i Changing
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within HR
Greg Ross
Principal
Mellon HR Services
July 2003

Level of Organizational Commitment



Roles of HR

Strategic
Leader

Business Partner

HR Operations

Outsource, I S Outsource,
Eliminate or Eliminate or
Automate Automate



What do CEOs want from HR?

Enthusiasm for the business

Strong presence among their peers
Professional compatibility with senior executives
Down - to - earth savvy

Focus the organizationds attention on
retention

Understand HROs contribution to profit
Not next trendy fad

Spot next generation of executives

Ensure future stars are being developed and retained

Find and keep talent as well as measure and reward results

Act as a trusted advisor

Well executed HR strategy

Efficient infrastructure

Enhanced employee commitment and capability

Organizational renewal
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Enns, Judy. "
fSan Diego Business Journal. CBJ, L.P. 2001.
HighBeam Research. 13 May. 2009



http://www.highbeam.com/doc/1G1-72413568.html
http://www.highbeam.com/doc/1G1-72413568.html

Value is Defined by Key
Stakeholders

Line Managers

i1l Employees
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Implications

1 HR work begins with the business

} HR needs to connect its value to the goals and
objectives of investors, customers, managers and
employees

} HR needs to be seen as a source of competitive
advantage

1 HR must align its practices with the requirements
of internal and external stakeholders

} HR must have the knowledge, skills and abilities to
link HR activity to stakeholder value

1 HR must add a valuable perspective




Criterion

}  Recognize external business realities and adapt HR practices
and allocate HR resources accordingly

1+ Create market value for investors by increasing intangibles
(culture, ability to attract and retain)

1 Increase customer share by connecting with target customers
» Build organizational capability

} Establish an employee value proposition and enhance
individual abilities

1 Manage people practices and processes in a way that adds
value




Criterion

}
}
}
}
}

Manage performance management processes and practices in
a way that adds value

Manage information processes and practices in ways that add
value

Manage workflow design and processes in ways that add
value

Connect HR investments to business goals

Align HR with the strategy of the business

Play clear and appropriate roles

Demonstrate key HR competencies

Invest in HR professionals through training and development
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executive resource center

HR Core Competencies

Accountability and Ownership
Communication and Influence
Critical/Analytical Thinking

Customer Driven

Drive for Results

HR Technical Competency |
Leveraging Diversity (j;
Performance Management
Strategic Thinking
Systemic Thinking

Understanding the Needs of the Business
Work Redesign
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In Summary HR Professionals Need To

1 Know their industry

1 Speak the language of their industries and their
leadership teams

1 Think about whatever they do in terms of the value
to the investors, customers, managers and
employees

Keep their skills up -to- date

Keep a focus on employee commitment
Play higher

Partner with their key stakeholders
Avoid the people police trap

}
}
}
}
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New Challenges

} Deregulation and new technology are
dramatically reducing barriers to entry

1 Companies are finding themselves enmeshed in
ovalue webso6 and oecosyste
have only partial control

1 Digitizing of everything threatens intellectual
property

; Bargaining power is moving from producers to
consumers

 Strategy life cycles are shrinking

} Plummeting communication costs and
globalization are opening industries to ultra -
low - cost competitors




Protection is Going Away

1 The power of the web means upstarts no
longer have to build a global infrastructure to
reach a worldwide market

1 There are thousands of well qualified
suppliers who will sell services to anyone
(new entrants come In fully grown)

1 Web- empowered customers are hammering
down margins

1 Internet Is zeroing out transaction costs
1 Distribution monopolies are under attack

(newspapers, record labels, etc.) ﬁg
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Implications

} Companies must become as strategically
adaptable as they are operationally efficient

} Leaders must inspire employees to give the most
of themselves every day,; H
engagement is more critical than ever

} Management is out of its element; our paradigms
limit our thinking

} Resistance comes from existing leaders
questioning who will come out on top if the rules
and roles of management get turned upside
down

} Management innovation can create dramatic and
enduring shifts in competitive advantage




The End of Management
(as we know it)

1 Management is stuck in a time warp

» Every invention travels a road that leads from
birth to maturity and occasionally to
obsolescence

1 Many companies are getting caught
unprepared by the future (traditional airlines,
department stores, network television
broadcasters, big drug companies,
carmakers, newspapers and the music
iIndustry)




Manhagement Innovation

1 Marked departure from traditional management
principles, processes and practices

1 Novel organizational designs

1+ Changes that significantly alter the way in which
the work of management is performed and
further organizational goals
B Setting and programming objectives
B Motivating and aligning effort
B Coordinating and controlling activities
B Accumulating and allocating resources
B Acquiring and applying knowledge
B Building and nurturing relationships




Importance
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1 Management innovation can create highly
durable competitive advantages not matched
by technological or product innovation

+ Most enduring when:

Blnnovation is based on novel management
principles that challenge long - standing orthodoxy

Blnnovation is systemic (encompassing a range of
processes and methods)

Blnnovation is part of an ongoing continual program
where progress compounds over time
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Contribution to Value Creation

Diligence, 5% Obedience, O

.



New Management Principles

Everyone leads

Commitment is voluntary

Power is granted from below

Tools for creativity are widely distributed
Capabillity is more important than credentials
Individuals are empowered with information

Authority is fluid and contingent upon value -
added

Resources follow opportunity

ldeas compete on a level footing
Communities are self - defining NE
Decisions are peer - based
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Key Question

+ Are we changing as fast as the world around
us?




What are the implications?

y For our memberso compani es?
} For our members?
» For OCHRS?
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Oklahoma City Environmental Scan

1 What are the social issues that could effect
OCHRS in the future?

1 What technological issues could impact OCHRS In
the future?

1 What economic issues could impact OCHRS in the
future?

1 What political issues could impact OCHRS in the
future?

rWhat strategic direction a
companies likely to take in the future?

1 What are the implications for our members and
for OCHRS?




SWOT

yPaitr up and discuss OCHR

BStrengths - What strengths can we build upon that
will enable us to step up and meet these
challenges?

BWeaknesses 0 What concerns you?

BOpportunities 0 How could we capitalize on the
situation?

BThreats 0 What threatens OCHRS and/or our
members?

} Review as a group




Mission, Vision and Values

yoLeadership is the proce
for others and having the power to translate
It 1T nto reali ty and sust

- Kotter




Mission

yDefi nes the organizati on

}
}
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s why the organization exists
s what the organization hopes to achieve

ne future

Resonates with employees and focuses
energy

Shapes organizational culture and values

Adds focus, direction and a sense of purpose
to daily decisions




Whose Mission is This?

o B 0s mission is to organi:
make i1t universally accessible and
} 0Saving people money so they can |1

worldwide leader in retailing. Our first responsibility is to provide
all consumers with the best products and services with
guaranteed satisfaction under one |

1 "To be the world's premier consumer products company focused
on convenient foods and beverages. We seek to produce healthy
financial rewards to investors as we provide opportunities for
growth and enrichment to our employees, our business partners
and the communities in which we operate. And in everything we
do, we strive for honesty, fairnes:

} oOf fer the customer the best possil
and value. 6




What is our mission?

1 What is OCHRS and what are we trying to
accomplish?

1 What Is our purpose; our reason for
existence?

1 How do we add value to our membership?




Vision

+ What the organization wants to become

+ An idealized picture of the future of the
organization

+ What the organization will look like when its
mission has been achieved




A Good Vision

1 Identifies direction and purpose
1 Builds loyalty through involvement

1 Sets standards of excellence that reflect high
Ideals and a sense of integrity

1 Is persuasive and credible
1 Inspires enthusiasm and encourages commitment

} Challenges and inspires people to align their
energies in a common direction

rFIts with the organi zation
values

1 Results in efficiency and productivity
1 Refl ects the organizationbo




Vision Statements

1} 3MO00To solve unsol ved proc
l nnovativelybod

}SonyooTo experience the o
and applying technology for the benefit of the

publ i co

yFord doQual ity 11s Job #10

} Wal-FMart oLow prices, every




SHRM Vision

1 SHRM serves the needs of the human resource
management professional by providing the most
essential and comprehensive set of resources
available. In addition, the Society is committed to
advancing the human resource profession and the
capabilities of all human resource professionals to
ensure that HR Is an essential and effective partner
In developing and executing organizational
strategy.




Mission and Vision Exercise

} Look at samples

1 Work with a partner to write a mission
statement on a yellow sticky

1 Work with a partner to write a vision
statement on an orange sticky

1 Place them on the wall as indicated
1 Do a gallery walk

1 Put similar statements together

1 Note the themes




Questions

. What are the themes?
1 What words are used over and over again?

1 Is there one statement that represents the
vision or mission very well?

1 Any volunteers to wordsmith?
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What are our core values?

B Disney 08 imagination and wholesomeness

BNordstrom 0 outstanding customer service and high
individual productivity

BNRA 0 all Americans have a right to keep and bear arms
and that right should be defended

Which values would we hold to even if they were
difficult, costly or unpopular?

Look at list of values (to spark your thinking)
|dentify your top 10
Share with the group

Multi - vote to come to agreement on the ones
you share




