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The place of HR Strategy in Corporate Strategy - The Missing Link



What is Corporate Strategy?

The overall scope and direction of a corporation and the way in which its 
various business operations work together to achieve particular goals.

Corporate Strategy is concerned with how companies, like Disney, create 
value across different businesses. It takes as given the RC lessons on 
competitive strategy, and asks how the corporation can add value over 
and above that which a business unit creates by itself.

CORPORATE STRATEGY is the direction an organization takes with the 
objective of achieving business success in the long term. Recent 
approaches have focused on the need for companies to adapt to and 
anticipate changes in the business environment, i.e. a flexible strategy.



What is HR Strategy?

Human resources is the department that finds and trains 
employees. They also help with conflict resolution and employee 
benefits. Human resource strategy is taking those responsibilities 
and making sure they meet the goals, mission and future needs of 
the company.



What is a People Strategy?

THE DESIGN OF A PEOPLE STRATEGY
Mitigating Talent Risk and Building Organisational Capability



People Strategy

Most Admired Companies (MAC’s) employ a systemic approach to growing human capital. 

This approach:

 Clearly describes what successful human capital management is and how it connects to business 

results;

 Measures and manages human capital with the same discipline as financial capital;

 Enables managers and leaders to learn from experience to make progressively

better human capital decisions.



What is Talent Management?

Talent Management is the SCIENCE of using STRATEGIC HUMAN RESOURCE 

PLANNING to improve BUSINESS VALUE and to make it possible for organisations to 

reach their goals.

Everything done to recruit, retain, develop, reward and make PEOPLE PERFORM 

forms a part of talent management  as well as STRATEGIC WORKFORCE PLANNING



Integrated Talent Management 

Talent management is integrated
when the following HC 
programmes holistically interrelate 
with each.
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Business and Talent Management Priorities
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Talent Management Strategy



Talent Management Objectives

Talent management is the science of using strategic 

HC planning to improve business value and to make 

it possible for the Company to reach its objectives & 

goals.

To ensure appropriate planning and forecasting for future talent requirements through 

workforce planning process 
1

To ensure attraction, recruitment and deployment of appropriately skilled people to the 

right roles, in the right place, at the right time 
2

To develop and retain critical talent required for now and in the future3

To embed a high performance culture to ensure appropriate reward of required 

behaviours and correction of poor behaviours    
4

To retain critical SABS institutional memory by developing and embedding a culture of 

knowledge transfer and management
5

To reward and recognise high performing people with critical skills, knowledge and 

experience 
6



Workforce Planning

Workforce planning is the process to follow to get the right number of people with the right skills, 

experiences, and competencies in the right jobs at the right time.



Talent Attraction & Acquisition

The process of attracting key talent to the Company. Application of competencies 

and rigorous assessment processes to source & recruit. 



Talent Attraction & Acquisition

The process of attracting key talent to the Company. Application of competencies 

and rigorous assessment processes to source & recruit. 



Workforce Development

Workforce Development - process by which the skills and knowledge required for staff to perform their jobs and 

grow their careers is in alignment with the objectives of the organisation, today and in the future.



Workforce Development

Workforce Development - process by which the skills and knowledge required for staff to perform their jobs and 

grow their careers is in alignment with the objectives of the organisation, today and in the future.

Manage Others
•Letting go of work which defined previous successes

•Effectively managing the performance of other people

•Focusing on the team agenda rather than individual agenda

•Putting trust in other people to deliver results

Manage Managers
•Creating time for less tangible activities (e.g. coaching or mentoring)

•Managing through other managers rather than directly   

•Communicating and influencing with a wider circle of stakeholders

•Broader knowledge of the organisation and how to get things done

Manage Function
•Communicating through two levels of management 

•Learn about and value aspects of the business that are not within their direct experience 

•Monumental shift in thinking - longer timeframes, different trade-offs have to be made

•Emotional fortitude and personal authenticity become as equally important as business 

skills and knowledge

Manage Business
•Going from running own show to running a number of shows

•Valuing the success of other people - can be difficult for results-oriented people need to be 

able to take hard decisions

•Shift in a way of thinking from a functional perspective to profit generation





Performance Management

Performance management refers to the tools, metrics, processes and communication channels that facilitate the 

measurement and alignment of employee performance to organisational objectives



TEAM WORK (DIVERSITY) MULTIPLIES 

TALENT – TEAM PERFORMANCE

Jamaican mens 4x100m relay team 
smashed the OR (37.10) and WR 
(37.04) Winning team include Bolt, 
Blake, Frater & Carter.
NWR 36.84
4 x Bolts at his best of 9.58 would 
have completed the relay in 38.32

4 different individuals working as a 
team breaks the WR record.

Reverse the Mathematics 
36.84/4 = 9.21 per 100m per 
athlete.



Performance Management

• Men’s 4x100m freestyle swimming team.

• Roland Schoeman, Ryk Neethling, Lyndon Ferns darian

Townsend

• In a time of 3:13.17, a new world record‘

• 1st Place and Gold medals

• 2008 Olympics 

• Time of 3:12:66 

• The same team 

• End in 7th Place



Performance Management

Do the Math *CLC benchmark

Average manager yearly time spend 
on PM activities:-
210 Hours

Average individual  contributor  yearly 
time spend  on PM activities:-
40 Hours

• Average manager hourly rate:-
R394.38

• Average IC hourly rate:- R73.21

• R394.38 x 210 hours =  R82,819.80

• R73.21 x 40 hours = R2,928.40

• Data from PMS 

• Employees - 2781

• 486 managers

• 2295 IC’s

Typical PM Activities in Company

Manager Training

PM Technology

Pay for Performance

KPI Framework

360 Feedback

Goal Alignment

Identifying High Performers

Identifying Poor Performers

IDP’s

Manager Time on PM activities – R 40,250,422.80

+

IC time on PM activities           - R   6,719,760.00

+

Average yearly budget for PMS - R125,000,000.00

Company will spend                     R171,970,182.80

on Performance related activities.



Workforce Movement –Succession Planning

Workforce movement encompasses retaining, redeploying and separating employees based on organisational 

strategies and goals
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Questions 1. Have we identified the  

scarce skills?

2. Do we know the retention 

risk of each person?

3. Have we identified possible 

successors?

4. Is there a program in place 

to reward them for 

transferring skills?

5. Is there a retention plan in 

place?

6. Have we aligned our pay 

strategy to this group?

1. Have we identified 

core/critical talent 

requirements?

2. What are our future 

talent requirements and 

can we meet them?

3. Do we have a 

development strategy for 

each of the key people in 

these positions?

4. Have we identified 

successors and do we 

have a development plan 

for them?

1. Have we identified 

our hi-potentials 

and are we 

managing their 

development?

2. Do we know how to 

select to build a 

pipeline?

3. Are we managing 

“promotability”/ 

readiness to move?

4. Have we prepared 

managers to 

develop this group?

1. Do we have the 

competencies we 

need to drive 

strategic change?

2. How are we 

acquiring these 

competencies (B4)?

3. How are we 

rewarding/ 

recognizing this 

behaviour?



Knowledge Transfer & Management

Knowledge transfer refers to the creation, capture, organising, access and use of an enterprise’s information 

assets.  This includes databases, but most importantly, the un-captured tacit expertise of individual workers.



The Missing Link(s)
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1.Culture

2.Change Management

3.Leadership



Culture Types



Change Management vs. Change Leadership
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