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what is hr development?



the use of hard data…



deliberate methodology…



and the latest research…



to measurably and significantly…



impact the bottom line…



through the hr function.



why hr development?



“An increase of one standard deviation in scores on a 

„high-performance HR practices‟ scale was 
associated with a 23 percent increase in accounting 

profits and an 8 percent increase in economic 

value.” 

– Study by Mark Huselid



industry leaders are doing it!











it’s what sets them apart…



and gives them a competitive edge.



one word.



people



so how do you start?



with a strategic analysis.



(not as scary as it sounds!)



just start with #1



#1: target market



who are you selling to…



and what do you do for them?



#2: unique value proposition



(uvp)



there are six possible uvp’s



quality



cost



service



time



(how fast can you give 

them what they need?)



unique experience



(think disney world)



lifestyle/status



(prada)



(aston martin)



(yea, i want one too!)



most companies have 
more than one



#3: supporting behaviors



what do your people need to do…



to support your uvp?



nordstrom competes on service.



they need their people…



to go above and beyond…



be prompt and attentive…



and provide an unsurpassed level

of customer service.



#4: hr strategies



how do your hr strategies…



(recruiting, training, 

performance management, 

comp and bene)



support your uvp?



if you were an hr guy or gal 

at nordstrom, you would…



source and select people 

with proven records 

of strong service…



evaluate service skills…



provide customer service training…



and tie comp and bonuses to 

providing excellent service.



do your hr strategies (right now)
support your uvp?



do they all work together?



that’s hr development



(the start of it, anyways)



let’s talk about

performance      gaps



the difference between 

what people should be doing…



and what they actually do…



(to support their uvp’s, duh!)



is called a performance gap.



Desired Behaviors

Actual Behaviors

Performance Gap



what causes a performance gap?



lack of knowledge, 

skills or abilities

(ksa’s)



incorrect role expectations



(i didn’t know!)



lack of motivation
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lack of resources



so how do you close 

a performance gap?



identify the cause



(lack of ksa’s)



(incorrect role expectations)



(lack of motivation)



(lack of resources)



correct through hiring practices…



compensation strategies…



training…



and cultural initiatives.



let’s see it in action



john smith is expected to create 

15 widgets per hour…



but only creates 10.



why?



(possible causes)



john isn’t skilled enough 

to create 15 widgets per hour.



john doesn’t know he’s expected 

to create 15 widgets per hour.



john isn’t motivated 
to create 15 widgets per hour.



john doesn’t have the resources 
to create 15 widgets per hour.



how do we close the gap?



(john isn’t skilled enough)



provide training.



revise recruiting process…



to better assess needed skills.



(john doesn’t know)



tell him.



revise the onboarding process…



to better communicate 

role expectations.



(john isn’t motivated)



figure out what motivates him.



(shameless plug)



(learn more at manager’s sandbox)



(http://managerssandbox.com)



fire john, 

and hire someone who is.

(motivated, that is)



(john doesn’t have the resources)



find out what he needs…



and give it to him.



(maybe there aren’t enough 

widget presses)



(or whatever they use 

to make widgets)



what is hr development?



the use of hard data…



deliberate methodology…



and the latest research…



to measurably and significantly…



impact the bottom line…



through the hr function.



we’ve already talked about 
methodology.



let’s talk about data



all data is not created equal.



hr pros love benchmarks.



I’m just going to 

come right out and say it



benchmarks suck.



(ok, ‘suck’ is a bit harsh)



(they’re just pretty limited in use)



benchmarks will tell you
what other companies do…



but not if what they do
is successful.



for instance…



a benchmark would tell you…



that a company uses stock options

to retain key employees.



empirical research…



(way better than benchmarks)



shows that when options vest…



there is a mass exodus of people.



a benchmark doesn’t tell you that.



empirical research > benchmarks



what is empirical research?



studies that examine

cause-effect relationships…



and don’t just tell you what…



but also why.



(why is important)



what if you can’t find 

empirical research 

on what you’re trying to do?



(that can happen)



use your employees as
guinea pigs
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(i’m serious)



Rather than implement a program…



company 

wide



start with one team…



one department…



or one location.



if it goes well, 
you’ll be an hr rockstar!



(congrats)



you can roll it out…



company 

wide



and if it fails…



you can tweak it…



(or scrap it all together)



without messing up

the whole company.



(ps: congrats)



(you just conducted 

your own research)



remember…



hr development is all about

one thing.



impacting the bottom line.
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