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2 A good business plan positions human
resources as a strategic business partner
within the company.

2 The first step in creating a strategic business
plan is to make sure HR professionals have
the broadest possible perspective.

9 A business plan must include an assessment
of where it is today and where it wants to go.

Business plans are vital to the success of

any business. They provide a road map
to the furure, as well as the resources
and key action steps needed to optimize
zrowth and the opportunities and
threats that the business might face.
Like every department in a successful
organization, HR teams should have

a formal business plan aligned with
the company’s overall plan.

As the role of human resources
becomes more directly linked to a
company's performance through the
concept of talent management, it is cri-
tical that human resources develops a
olan for its services and their delivery.
Human resources should be creating,
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implementing and directing the talent
management process of recruiting,
managing, assessing, developing and
maintaining the companies’ workforce.
A good business plan positions human
resources as a strategic business partner
within the company. It also demon-
strates human resources’ capabilities and
its integral involvement in, and influ-
ence on, the company’s overall success.
It provides solid direction by setting
out measurable goals. However, most
importantly, it enhances the perception
of human resources within an orga-
nization, helping others to view the
department in a leadership position.

contribution is a written HR business
plan that delineates how the services
the department provides support the

company's overall strategic plan.

To Start, Step Back

The first step in creating a strategic
business plan is to make sure HR pro-
fessionals have the broadest possible
perspective. Become knowledgeable
about the industry, the HR function and
the marketplace. Understand the com-
pany as a whole: read financial reports (or
learn to read them). Define the customers
of the HR department—the C-suite, the
employees, the managers and supervisors

their goals and what role you can play
in supporting those goals.

After your meetings and information-
gathering efforts, you should be able
to answer the following questions:

« What talent do we need in terms
of knowledge, skills and abilities?

- How can we attract the talent?

- How can we grow and develop the
talent we have now?

- How can we retain that talent?

- How do we measure the performance
of our workforce?

- How do we reward our workforce?

Not only should the information-
gathering process relate to the internal

HR professionals must understand

their role as a stra

In a 2006 survey by CFO Magazine,
43 percent of chief financial officers
(CFOs) responded that human-capital
management is the most important
factor in the success of their busi-
nesses. Another 48 percent said it
was one of the two or three most
important factors. HR professionals
must understand their role as a stra-
tegic business partner. They should
be aware of how human resources can
affect profits, earnings and growth
and be prepared to implement business
strategies, as well as positively and
directly influence employee perform-
ance. The foundation for this crucial
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and prospective employees. Now HR
professionals can gather data to under-
stand the customers’ perspectives.

HR professionals should start by
acquainting themselves with as many
internal customers of human resources
as possible; ask them about the services
and timeliness of HR delivery. Consider
conducting a survey through an easy-
to-use service, Survey Monkey for
example, asking employees, managers
and senior management what they
think are critical services the HR depart-
ment can provide. Conduct focus groups
and meet with senior managers and
other people of influence to understand

tegic business partner.
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aspects of the company, but HR profes-
sionals need to consider the marketplace
as a whole. It is important that they
have a comprehensive understanding
of external factors, such as politics,
economics, the labor force and tech-
nology impacting your company and its
industry. Take time to conduct a situa-
tion analysis, evaluating the strengths,
weaknesses, opportunities and threats
facing the company. In the end, there
should be an environment and organi-
zation profile that addresses business
strategy and organizational capabilities.
HR professionals should be able to
answer the following questions about



their company, competitors and the
general marketplace.
» What are the company's short-
and long-term goals?
+ What are the company’s mission
and core values?
-+ What is the corporate strategy?
- Who are the stakeholders, and what
is their influence?
- What best describes the organization’s
general business strategy?
- Where are you in the business lifecycle?

metrics are developed around all the
key functional areas that fall under
the responsibility of the HR depart-
ment, training and development,
compensation, benefits, performance
management, employee relations,
leaves of absences and workers'
compensation, to name a few.

The Business Plan
Now HR professionals are ready to
formulate their business plan. It should

1. Executive Summary

Start with a one- to two-page executive
summary. Keep in mind that this may
be the only piece that senior manage-
ment reads in detail, so make it powerful
and to the point. While the executive
summary begins the document, it is
asually the last thing that is written.

2. The Marketplace Environment
This is where HR professionals want
to demonstrate their understanding

Start with a one- to two-page

executive summary.

- What are the company’s competitive
advantages and vulnerabilities?

- What are the key business objectives
and strategic drivers?

Finally, HR professionals should
establish their own “numbers,” because
top executives such as the CEO and
CFO are used to communicating via
numbers. Develop key HR metrics that
will be reported monthly or quarterly
to senior management. Ensure the
metrics are evaluated for variances,
so that HR professionals can track
success and enact plans for improve-
ment. These metrics should include
activity around recruitment and selec-
tion, such as time and cost needed
to fill a position, sources that result
in high performers, etc. Make sure

include an assessment of where human
resources is today and where it wants
to go, which should be consistent with
the company’s overall strategy. The
plan’s ultimate purpose is to close the
gap between where human resources is
and where it wants to be. The needed
resources—such as technology, people,
tools and money—must be detailed to
move forward and help drive the orga-
nization's strategic goals.

Components of the HR
Business Plan

1. Executive summary

The marketplace environment
Company overview

HR department overview

o W

HR department strategic goals.

of the marketplace including politics,
2conomics, the labor force and tech-
nology impacting your company and
its industry. The HR business plan and
the initiatives that you outline should
be a result of the impact the market-
place has on your company and the
strategic directive of the company.

3. Company Overview
The company overview should be at a
high level, but should include enough
detail to demonstrate that you under-
stand the company culture, mission and
strategy and have developed your HR
business plan in keeping with the larger
organizational goals.

In the company overview you
also want to include a review of the
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company's human capital. Provide a

written and statistical overview of the

workforce. List key facts such as:

- The number of employees

- The average number of years employed

- The number of employees in each
management level

- How many employees are high

performing

Provide an overview

+ How many employees in managerial
roles will be retiring in the coming
12-month period, five-year period, etc.
Discuss the organization’s talent

management situation. Who do you

have in place now, and what knowledge,
skills and abilities do you need in the
future? Chart the ways you currently
attract and retain critical talent and
what programs are needed to increase
your success in this area.

4. HR Department Overview
Provide an overview of the HR depart-
ment, including a list of who's who as
well as services provided and the results
of any HR delivery survey and focus
groups you have conducted. Discuss the
education, training, experience and area
of focus for each HR staff member. You
should also include the percent of time
each HR staff member spends in key
activities and the dollars associated
with those activities.
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Here is also where you present your
departmental performance numbers.
HR metrics are important for you and
others to measure and track the success
of the HR department.

5. HR Department Strategic Goals

In this final part of the business plan,
establish goals for the HR department for

2008 and beyond. These might include:
» The acquisition of HR technology solu-

tions, such as applicant tracking systems
- A plan to reduce the time required

to fill a position
» A plan to increase the number of

training programs offered to employees
» The rollout of a comprehensive total

rewards program.

Use the SMART concept (specific,
measurable, attainable, results-oriented
and time-related) when setting goals
for the department. All of these must
clearly support the company’s long- and
short-term goals. By aligning each of
the HR department’s goals to those of
the firm, it demonstrates the integral
value of the department’s contributions
to the company.

Wrapping It Up

Once the plan is in place, share it with
senior management. Their buy-in is crit-
ical to the success of the plan, and they

are much more likely to provide support
for the plan if it is clearly linked to the
overall organization’s strategic goals.
Make the plan part of human
resources’ day-to-day activities. It can
help keep human resources on track
and help it meet its goals all year long.
Remember to learn from failures and

celebrate successes. And remember, after

of the HR department,

creating the first one, writing business
plans in future years will seem easy. @

Jennifer Barton, SPHR, is a national practice leader,
HR Services, employee benefits—North America at
Willis Americas. She can be reached at 602/787-6288
or Jennifer.Barton@uwillis.com.
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For more information related to this article:

www.worldatwork.org

= Type in this key word string on the
search line: HR business plan or
business plan or HR strategies or
business objectives.

www.worldatwork.org/bookstore

* Becoming a Champion of Change:
How to Build Support for HR Initiatives
and New Programs

¢ The WorldatWork Handbook of
Compensation, Benefits & Total
Rewards: A Comprehensive Guide
for HR Professionals

Workforce Engagement: Strategies
to Attract, Motivate and Retain Talent.

www.worldatwork.org/education
* T1: Total Rewards Management.



