


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 strateg¥‘, 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
apF.rqaches 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?




What is a People Strategy?




People Strategy




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






.

Business and Talent Management Priorities -
TRATE I BJECTIVE VALUE

Talent Management Strategy



Talent Management Objectives
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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

To ensure attraction, recruitment and deployment of appropriately skilled people to the
right roles, in the right place, at the right time

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

To embed a high performance culture to ensure appropriate reward of required
behaviours and correction of poor behaviours

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

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




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.

Strategic Workforce Planning Framework

Strategic Workforee Planning Framework: Holistie, Multidimensional Approach
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Talent Attraction & Acquisition




Talent Attraction & Acquisition




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.

Skillsoft Learning Growth Model™

Expansion
Phase

Integrated

Transformation
Phase

Implementation
Phase



-

-

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.

Leadership Pipeline Model

Source: Ram Charan. Stephen Drotter. James Noel

Our interventions are
designed to build the
leadership pipeline and
develop leadership
capability across levels.

Our approach is to map the
challenges at each level and
design appropriate
Leadership interventions to
bridge the gap.

Our Developmental approach
is a combination of
Behavioral Assessments
Developmental experiences &

Coaching.

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

sCommunicating through two levels of management

sLearn 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

*VValuing 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
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Performance Management
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DIVERSITY) MULTIPLIES

"EAM PERFORMANCE

_ Jamaican mens 4x100m relay team
/ smashed the OR (37.10) and WR
. (37.04) Winning team include Bolt,

Blake, Frater & Carter.

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



Performance Management
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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
« 22951C’s

pical 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

on Performance related activities.







Development

Values
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Positions
Develop Recruit Communicate
Retain Develop Develop
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. Have we aligned our pay

/ ~ strategy to this group?
o

1. Have we identified

core/critical talent
requirements?

. What are our future

talent requirements and
can we meet them?

. Do we have a

development strategy for
each of the key people in
these positions?

. Have we identified

successors and do we
have a development plan
for them?

. Have we identified

our hi-potentials
and are we
managing their
development?

. Do we know how to

select to build a
pipeline?

. Are we managing

“promotability”/
readiness to move?

. Have we prepared

managers to
develop this group?

1. Do we have the

competencies we
need to drive
strategic change?

. How are we
acquiring these
competencies (B4)?

. 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.

Knowledge Management Strategy

Knowledge
items




The Missing Link(s)




Culture Types

INDIVIDUALITY & FLEXIBILITY

Culture Type: Clan Culture Type: Adhocracy

Orientation: Collaborate Orientation: Create

Leader Type:  Facilitator, mentor, Leader Type:  Innovator, entrepreneur,
team builder visionary

Value Drivers: Commitment Value Drivers: Transformation
Communication Agility
Development Innovative outputs
Theory of Human development + Theory of Innovation + vision +

Effectiveness: high commitment = Effectiveness: consistent change =
effectiveness effectiveness

Culture Type: Hierarchy Culture Type: Market
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Orientation:  Control Orientation:  Compete

Leader Type:  Coordinator, monitor, Leader Type:  Hard driver, competitor,
organizer producer

Value Drivers: Efficiency Value Drivers: Market share
Timeliness Goal achievement
Consistency,/ uniformity Profitability

Theory of Control + efficiency + Theory of Agrgressive competition +
Effectiveness: capable processes = Effectiveness: customer focus =
effectiveness effectiveness
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STABILITY & CONTROL

Source: Corporate Cultures in Banking © September 2016 The Financial Brand




Change Management vs. Change Leadership
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Contact Detalls




