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Overall Goals

2

Ideas
About new business realities 
and how HR professionals 

add value

Talk
Engage in new conversations 
and access new information 

Tools
Create tools (processes and 

systems) to create value

Time 
Spend time on things that make 

a difference

HR
Impact

How can HR improve the work 
that gets done in organizations?

Future
What’s next?

Value added
Who uses?

Taxonomy 
Simplify and apply

with
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Great Time to Be in HR

3

• HR is not about HR
• Think outside in
• Connect HR to investors and customers
• Look beyond strategy

Perspective

• Talent: competence x commitment x 
contribution

• Leadership: why, what, how
• Culture: behavior, pattern, identity

Outcomes

• HR governance/department
• HR practices
• HR analytics
• HR competencies***

Transformation
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Special Thanks to Sponsors Michigan and RBL
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HR Competencies 2016

Thanks to Twenty-Two Regional Partners
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Evolution of HR Competency Study (1987 to 2016)
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What are the competencies of HR professionals?

How well do HR professionals exhibit the identified 
competencies?

What competencies influence perceptions of individual 
effectiveness and business results?

What personal competencies have greatest impact on business 
performance and value created for stakeholders?

What HR department activities best predict business 
performance and value created for stakeholders?
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The Most Comprehensive 

Assessment of HR Competence

History: 
• Conducted jointly by RBL/University of 

Michigan and regional partners

• Data collection seven times since 1987

• The most comprehensive and rigorous 

empirical review of HR competencies 

and outcomes

Composition:
• Global participation

• Small, medium, and large firms

• Good mix of industries

• 360º methodology

• Factor analytic approach to competency 

identification

1987 2016
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90k

Total participants
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HRCS Research Evolution

8

1987 1992

1997 2002

Business
Knowledge

Change
HR

Delivery

Business

Knowledge

Personal

Credibil ity

HR

Delivery
Change

Business

Knowledge

Strategic

Contribution

HR

Delivery

Personal

Credibil ity

HR

Technology

Business

Knowledge

Culture
HR

Delivery

Personal

Credibil ity

Change
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2007 and 2012 HR Competencies
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2016 HR Competencies

Overview of Survey Design

10

Questions
(Competencies)

Overall:
123 Items (Be, Know, Do)

Total Respondents
(30,227)

Respondents
(360)

Self Report: HR Participants
(3,877)

Other Report: HR Associates 
(12,393)

Other Report: Non-HR Associates
(10,402)

Other Report: Supervisor
(3,513)
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Overview of the Seven Rounds of Research

11

1987 1992 1997 2002 2007 2012 2016

Total 
Respondents

10,291 4,556 3,229 7,082 10,063 20,023 30,227

Business Units 1,200 441 678 692 413 635 1,509 

Associate 
Raters

8,884 3,805 2,565 5,890 8,414 17,353 26,224

HR 
Participants

1,407 751 664 1,192 1,671 2,638 3,877

Business
Business 

Knowledge
Business 

Knowledge
Business 

Knowledge

Business 
Knowledge

Business Ally
Strategic 

Positioner

????

Strategic 
Contribution

Strategic 
Architect

Human 
Resources

HR 
Delivery

HR 
Delivery

HR 
Delivery

HR Delivery

Talent 
Manager & 

Organization 
Designer

HR Innovator 
& Integrator

HR 
Technology

Operational 
Executor

Technology 
Proponent

Change Change Change Change Combined Into 
Strategic 

Contribution

Culture And 
Change 
Steward

Change 
Champion

Culture Culture
Capability 

Builder

Personal 
Personal 

Credibility
Personal 

Credibility
Personal 

Credibility
Credible 
Activist

Credible 
Activist
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HR Competencies, 1987 to 2016:

Participant Characteristics (State of the Profession)

12

1987 1992 1997 2002 2007 2012 2016

HR Participant Gender

Male 77% 78% 70% 57% 46% 38% 35%

Female 23 22 30 43 54 62 65

Years in HR for HR 
Participant 

5 Years or Less 10% 14% 13% 25% 24% 25% 16%

6–9 Years 14 19 15 18 20 18 15

10–14 Years 26 24 21 22 23 25 22

15 or More Years 50 43 51 35 32 32 47

Primary Role of HR 
Participant

Benefits/Medical/Safety 6% 5% 5% 4% 3% 3% 2%

Compensation 5 4 4 6 6 7 6

HR Planning/ Strategy/AA 6 8 5 8 14 14 14

Labor Relations 6 8 5 6 5 4 3

Org. Development/Effectiveness 2 5 3 13 7 9 5

Recruiting 3 6 4 4 6 11 8

Training/Communication 7 14 6 12 9 11 9

Generalist 61 45 60 48 49 40 53
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2016 Respondents by Region

13

Region
Respondents per 

Region

% of Total 

Respondents

North America (US & Canada) 9,900 33.0
Latin America 2,001 6.7
Australia & New Zealand 1,502 5.0
Europe 2,258 7.5
Turkey 3,015 10.0
Middle East 268 0.9
Africa 3,137 10.4
China 4,074 13.6
Japan 1,017 3.4
India 552 1.8
Other Countries in Asia 2,318 7.7
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Takeaways by Level of Responsibility

HR Professional
How can I improve?

Business leaders
What can I expect?

HR Department
How can we improve?

14
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How Does HR Create Value for the Business?

15

Demographics of HR 
professional

Overall competency 
level in the HR 

department

Activities of the HR 
department

Individual HR 

Professional 

Level

HR 

Department 

Level

Perceived 
performance of HR 

professional:

• Overall 
effectiveness

• Value created for 
the organization’s 
stakeholders by the 
HR professional

Perceived 
performance of HR 

department:

• Value created for 
the organization’s 
stakeholders by the 
HR department

Perceived 
competencies of HR 

professionals
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Empirically Deriving the 2016 Model

16

Level Number Description

Total Study
Respondents

30,227 Total number of people who completed one 
or more surveys in the 2016 study; these 
are HR participants and raters of the HR 
participants

HR Participant 3,877 Total number of HR participants who 
completed self-evaluations and were rated 
by others

Data is aggregated to HR Participant level
for factor analysis to develop competency 
model

Organizational Unit 1,509 Total number of distinct organizational 
units that have HR participants 
represented in the data
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High-Level Logic of Presentation

Levels of Analytic Complexity

• Means
Average score to understand trends

• Means broken down by different groupings
Average by different groups (role, geography, etc.) to show 
differences

• Correlations between variables
To show relationships between variables

• Regressions
To explain outcomes (individual performance or business results)

17
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Measures to Explain Performance

• Perceived HR Competencies of HR Participants
Ratings from 360 feedback from supervisors, subordinates, HR 
associates and non-HR associates

• Demographics of HR Participants
Measures that indicate various characteristics of the HR participant 
such as years of experience, educational background, etc.

• Overall Competency Level in the HR Department 
Average HR competencies of the HR professionals in the department

• Activities of HR Departments
The practices and activities HR departments utilize in their efforts to 
align internal HR with the strategy of the business

• Other Variables
The strategy of the business, the culture of the organization, and 
so forth.

18
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The Perceived Competencies of HR Professionals

19

Demographics of HR 
professional

Overall competency level 
in the HR department

Activities of the HR 
Department

Individual HR 

Professional 

Level

HR 

Department 

Level

Perceived performance of 
HR professional:

• Overall effectiveness

• Value created for the 
organization’s 
stakeholders by the 
HR professional

Perceived performance of 
HR department:

• Value created for the 
organization’s 
stakeholders by the HR 
department

Perceived 
competencies of HR 

professionals
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2016 HR Competency Model

20
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Strategic Positioner Breakdown

21

Sub-domains Sample Questions

Interprets 
Business 
Context

Understands changes in $ORGUNIT$'s external environment 
(e.g., technological, economic, political, demographic, etc.)

Understands who makes key decisions in your organization 
(e.g., people who control important resources)
Understands expectations of external customers
Understands how $ORGUNIT$ makes money (e.g., who, 
where, how)

Decodes
Stakeholder 
Expectations

Understands investor expectations
Aligns organizational brand with customers, shareholders, and 
employees
Knows how investors value $ORGUNIT$
Helps investors recognize the quality of leadership within 
$ORGUNIT$

Understands 
Internal
Business 
Operations

Accurately anticipates $ORGUNIT$'s risks
Contributes to creating $ORGUNIT$'s strategy (e.g., help 
shape the vision of the future of the organization)

Identifies problems that are central to $ORGUNIT$'s strategy

The strategic positioner domain captures the extent to which the HR professional can evaluate 
both the external and internal business contexts and translate those evaluations into practical 
insights that help position the organization to be successful
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Credible Activist Breakdown

22

Sub-domains Sample Questions

Influences
and Relates 
to Others

Shows a genuine interest in others

Acts with appropriate balance of confidence and humility

Seeks to learn from both successes and failures

Demonstrates personal integrity and ethics

Earns Trust 
Through 
Results

Has earned trust with key internal stakeholders

Frames complex ideas in simple and useful ways

Persists through adverse circumstances

Has history of delivering results

The credible activist domain carries over from prior studies and captures the extent to 
which HR professionals achieve the trust and respect they need within the organization to 
be viewed as valued and valuable partners
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Paradox Navigator Breakdown

23

Sample Questions

Effectively manages the tensions between high-level strategic issues and 
operational details

Effectively manages the tensions between internal focus on employees and 
external focus on customers and investors

Effectively manages the tension between taking time to gather information and 
making timely decisions

Effectively manages the tensions between global and local business demands

Effectively manages the tensions between the need for change (flexibility, 
adaptability) and stability (standardization)

HR professionals are increasingly asked to maximize ideas and outcomes that may be 
inherently in opposition with each other. These professionals must constantly manage the 
paradoxes or tensions that exist in work settings
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Culture and Change Champion Breakdown

24

Sub-domains Sample Questions

Designs 
Culture

Crafts the right organizational culture to deliver organizational 
results
Measures the influence of organizational culture on achieving 
sustained organizational performance
Makes managing organizational culture a priority for 
$ORGUNIT$

Manages
Change

Innovates HR systems based on changing business demands

Helps set the direction of change with clear outcomes

Identifies the key steps for initiating change

Helps people understand why change is important (i.e., 
creates a sense of urgency)

HR professionals need to manage both change and culture. By championing both change 
and culture, HR professionals help make things consistently happen. 
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Human Capital Curator Breakdown

25

Sub-domains Sample Questions

Develops
Talent

Develops talent based on $ORGUNIT$'s needs
Facilitates meaningful developmental work experiences
Assesses key talent
Identifies and prioritizes key positions

Develops 
Leaders

Assesses leaders against established leadership metrics
Builds a business case for investing in leaders

Manages succession plans for key leadership positions

Drives 
Performance

Establishes clear performance standards
Designs measurement systems that distinguish high-
performing individuals from low-performing individuals
Facilitates the design of organizational structure (e.g., roles, 
responsibilities)

Develops 
Technical
Talent

Builds opportunities for promotion for technical experts
Provides developmental programs for technical experts

Differentiates leadership potential from technical expertise

HR professionals offer integrated and innovative HR solutions for managing people within 
their organization. These HR practice areas ensure human capital.
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Total Rewards Steward

26

Sub-domains Sample Questions

Designs 
Meaningful
Work

Helps employees improve physical health

Effectively balances employee well-being and business 
performance

Manages 
Compensation 
and Benefits

Designs non-monetary reward/recognition systems

Balances monetary and non-monetary rewards for 
employees

Designs appropriate benefits systems

HR professionals must be able to create total reward systems which include compensation 
and benefits (financial rewards) as well as meaning from work (non financial rewards)
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Technology and Media Integrator

27

Sub-domains Sample Questions

Leverages 
Social Media 
Tools

Coordinates policies for how people use social media at work

Leverages social media for business purposes

Uses social media to enhance collaboration at work

Integrates 
technology

Uses technology to facilitate remote and mobile workforce

Applies technology to HR practices (e.g., HRIS)

Incorporates new technologies that improve workforce 
productivity

HR professionals must be able to leverage technology and technological tools to support 
their efforts to create high performing organizations. They also rely on social media to 
recruit, retain, develop and engage human capital.
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Technology and Media Integrator

28

1

All 

Raters

2

Self-

Ratings

3

Supervisor 

Ratings

4

HR associate

Ratings

5

Non-HR 

associate 

ratings

Domain 3.87 3.75 3.75 3.88 3.91

Leverages
Social Media 

3.72 3.51 3.58 3.72 3.75

Integrates 
Technology 

4.03 3.99 3.92 4.03 4.06

Sub-domain Averages
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Analytics Designer and Interpreter

29

Sub-domains Sample Questions

Gets the 
Right Data

Accurately interprets statistics

Excludes low quality data from decision processes

Understands the limitations of data in ambiguous situations

Incorporates rigorous data analysis when interpreting 
information

Interprets
Business 
Data

Effectively uses HR analytics to create value for $ORGUNIT$

Identifies $ORGUNIT$'s problems that can be solved with 
data

Translates data into useful insights for $ORGUNIT$

Uses data to influence decision making in $ORGUNIT$

HR Professionals must be able to use analytics to impact decision making. Analytics goes 
beyond collecting data and having scorecards to using data to improve business decisions. 
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Compliance Manager

30

Sample Questions

Ensures that HR practices comply with government laws

Stands up for employee rights

Actively educates employees and managers on how to stay within legal guidelines 
regarding on-the-job behavior

HR Professionals must be able to manage the processes related to compliance by following 
regulatory guidelines. The compliance function varies by geography. 
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2016 Competency Model

31
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Measuring Perceived HR Competencies

• Please indicate the extent to which you agree or 
disagree with the following statements about 
[insert name of HR participant]

• Scale of 1 to 5

1: Strongly Disagree

2: Disagree

3: Neither Agree nor Disagree

4: Agree

5: Strongly Agree

32
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HR Competencies 2016

Domain Averages by Rater Type

33

Purpose: show how average competency scores differ by rater type

1

All Raters

2

Self-

Ratings

3

Supervisor 

Ratings

4

HR 

Associate

Ratings

5

Non-HR 

Associate 

Ratings

Strategic Positioner 4.13 4.06 3.93 4.15 4.22

Credible Activist 4.36 4.36 4.28 4.31 4.45

Paradox Navigator 4.01 3.85 3.86 4.02 4.11

Culture and Change Champion 4.09 3.99 3.92 4.09 4.16

Human Capital Curator 4.06 3.87 3.88 4.05 4.14
Analytics Designer and 

Interpreter
4.08 3.91 3.81 4.08 4.14

Total Rewards Steward 3.89 3.74 3.78 3.89 3.97

Technology and Media Integrator 3.94 3.69 3.69 3.92 3.98

Compliance Manager 4.38 4.36 4.34 4.36 4.42

Overall Averages 4.11 3.98 3.94 4.10 4.18
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HR Competencies 2016 

Domain Mean Scores by Region

34
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Strategic Positioner 4.13 4.21 4.02 4.16 4.07 4.11 4.09 4.17 4.11 3.85 4.09 4.05

Credible Activist 4.36 4.42 4.22 4.40 4.23 4.31 4.30 4.36 4.36 4.09 4.28 4.26

Paradox Navigator 4.01 4.08 3.91 4.03 3.94 4.04 4.01 3.94 4.02 3.62 4.01 3.94

Culture and Change 

Champion
4.09 4.12 3.91 4.09 3.95 4.03 4.04 4.06 4.07 3.75 4.09 3.96

Human Capital Curator 4.06 4.04 3.88 4.05 3.90 4.01 4.02 3.97 4.13 3.74 4.03 3.94

Analytics Designer and 

Interpreter
4.08 4.08 3.96 4.02 3.93 4.10 4.02 4.00 4.06 3.69 4.07 3.95

Total Rewards Steward 3.89 3.91 3.72 3.85 3.75 3.93 3.83 3.77 4.01 3.65 3.88 3.84

Technology and Media 

Integrator
3.94 3.94 3.77 3.84 3.71 3.99 3.96 3.82 3.98 3.39 3.95 3.82

Compliance Manager 4.38 4.45 4.26 4.40 4.26 4.31 4.27 4.28 4.35 4.10 4.24 4.24

Overall Averages 4.11 4.14 3.96 4.09 3.97 4.09 4.06 4.04 4.12 3.76 4.07 4.00

Purpose: show how average competency scores differ by geographic regions
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HR Competencies 2016

Domain Mean Scores by Gender and Expat

35

1
Female

2
Male

3
Not 

Expat

4
Expat

Strategic Positioner 4.14 4.13 4.14 4.10
Credible Activist 4.38 4.30 4.35 4.31
Paradox Navigator 4.03 3.97 4.01 3.99
Culture and Change Champion 4.07 4.01 4.05 4.03
Human Capital Curator 4.02 3.97 4.00 4.00
Analytics Designer and 

Interpreter
4.02 4.03 4.02 4.02

Total Rewards Steward 3.90 3.83 3.88 3.84
Technology and Media Integrator 3.89 3.84 3.87 3.85
Compliance Manager 4.38 4.30 4.36 4.31
Overall Average 4.09 4.04 4.08 4.05

Purpose: show how average competency scores differ by gender and 
expat status
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HR Competencies 2016

Domain Mean Scores by Job Level

36

1
Top 

Executive

2

Executive

3

Management

4

Supervisor

5
Non-

supervisory 
employee

6
Entry 
level

Strategic Positioner 4.29 4.22 4.13 4.10 4.11 4.00

Credible Activist 4.42 4.32 4.35 4.34 4.38 4.29

Paradox Navigator 4.10 4.03 3.99 3.98 4.04 3.92

Culture and Change Champion 4.18 4.08 4.05 4.02 4.05 3.97

Human Capital Curator 4.13 4.04 4.00 3.98 3.99 3.89
Analytics Designer and 

Interpreter
4.12 4.05 4.01 4.00 4.04 4.01

Total Rewards Steward 3.97 3.90 3.87 3.85 3.89 3.83
Technology and Media 

Integrator
3.94 3.83 3.84 3.89 3.94 4.01

Compliance Manager 4.47 4.40 4.36 4.29 4.37 4.18

Overall Average 4.18 4.10 4.07 4.05 4.09 4.01

Purpose: show how average competency scores differ by job level of the 
HR participant
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HR Competencies 2016

Domain Mean Scores by Education Background

37

1

HR

2
Other 

Business

3
Hard 

Science

4
Soft 

Science

5

Psychology

6

Other

Strategic Positioner 4.15 4.15 4.11 4.13 4.14 4.12

Credible Activist 4.35 4.36 4.31 4.35 4.35 4.36

Paradox Navigator 4.01 4.04 3.96 3.99 3.99 3.99

Culture and Change Champion 4.05 4.06 4.02 4.05 4.07 4.05

Human Capital Curator 4.00 4.01 4.02 4.01 4.00 3.99
Analytics Designer and 

Interpreter
4.02 4.05 4.07 4.00 4.03 4.01

Total Rewards Steward 3.86 3.90 3.89 3.89 3.82 3.88

Technology and Media Integrator 3.88 3.89 3.90 3.84 3.84 3.88

Compliance Manager 4.38 4.37 4.28 4.34 4.33 4.36

Overall Average 4.08 4.09 4.06 4.07 4.06 4.07

Purpose: show how average competency scores differ by educational 
background of the HR participant



© 2015 • RBL Group • All Rights Reserved

How HR Competencies Impact

Perceived HR Participant Performance

38

Demographics of HR 
professional

Overall competency level 
in the HR department

Activities of the HR 
Department

Individual HR 

Professional 

Level

HR 

Department 

Level

Perceived performance of 
HR department:

• Value created for the 
organization’s 
stakeholders by the HR 
department

Perceived 
competencies of HR 

professionals

Perceived performance 
of HR professional:

• Overall effectiveness

• Value created for the 
organization’s 
stakeholders by the 
HR professional
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Measuring Perceived Performance of HR 

Professionals

• Overall effectiveness: Overall, compared to other 
human resource professionals whom you have known, 
how does [insert name of HR participant] compare?

• Scale of 1-6

– 1: well below average (bottom 10% of all HR 
professionals)

– 2: below average (bottom 25% of all HR professionals)

– 3: average (top 50% of all HR professionals)

– 4: above average (top 25% of all HR professionals)

– 5: well above average (top 10% of all HR professionals)

– 6: exceptional (top 2% of all HR professionals)

39
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Overall Effectiveness of HR Professional

40

*These rows sum to 100%, representing the percentage of explained variance in the model that can be explained by 
each variable category

1
All 

Respondents*

2
Self (HR 

Participants)

3
Supervisor 

Ratings

4
HR 

Associates

5
Non-HR 

Associates

HR Professional 

Competencies
59.4 6.2 37.9 42.3 27.4

HR Professional 

Demographics
33.1 68 48.7 43.2 55.6

Other variables (e.g., HR 

Department Activities, 

Business Strategy)

7.5 25.5 13.4 14.5 17

Multiple Regression adj. R
2

.621 .138 .309 .408 .354

Purpose: show how much of overall individual effectiveness is explained by 
different categories of data from the perspective of different rater types*
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Relationship Between Each HR Competency and 

Overall Individual Effectiveness

41

1
Percentage of Overall 

Effectiveness Explained by 
each Competency Domain

2
Scale column 1 to 100% 
to illustrate the relative 

size of each row

Strategic Positioner 47.8 14.3
Credible Activist 47.4 14.2
Paradox Navigator 41.7 12.5
Culture and Change Champion 48.2 14.5
Human Capital Curator 41.3 12.4
Analytics Designer and Interpreter 30.4 9.1
Total Rewards Steward 25.2 7.6
Technology and Media Integrator 19.3 5.8
Compliance Manager 32.2 9.7

Total     100

Purpose: show how much of overall individual effectiveness can be explained by 
each competency domain if we assume that no other competencies exist*

*These results are based on the bivariate correlations  (R2) between each competency domain and the perceived overall 
effectiveness of the HR professional
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Independent Impact of Each HR Competency on 

Overall Individual Effectiveness

42

Percentage of Overall 
Effectiveness Explained by 
each Competency Domain

(100%)

Strategic Positioner 16.8
Credible Activist 60.6
Paradox Navigator 3.7
Culture and Change Champion 10.7
Human Capital Curator 4.5
Analytics Designer and Interpreter 0.6
Total Rewards Steward 2.6
Technology and Media Integrator 0.6
Compliance Manager 0.1
Total percentage explained by 

competencies 59.4

*These results show the percentage of variance in individual effectiveness explained by each of the competency domains (scaled 
to 100%)

Purpose: show how much of overall individual effectiveness can be explained by 
each competency domain when we account for the other competency domains at 
the same time*
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Measuring Perceived Value Created for Stakeholders 

by HR Participant

• Value Created for Stakeholders: Overall, 
compared to other human resource professionals whom 
you have known, how does [insert name of HR 
participant] compare in creating value for [insert 
stakeholder]?

• Stakeholders are:

– External Customers

– Investors and Owners

– Communities

– Regulators

– Line Managers

– Employees

• Scale of 1-6: same as overall effectiveness scale

43
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Value HR Participant Creates for Stakeholders

44

1
External 

Customers

2
Investors/ 

Owners

3

Communities

4

Regulators

5
Line 

Managers

6

Employees

HR Professional 

Competencies
51.9 53.4 50.8 41.2 58.6 63.1

HR Professional 

Demographics
35.9 34.6 38.0 36.3 26.2 26.8

Other Variables 12.2 11.9 11.2 22.6 15.2 10.1

Multiple Regression 

adj. R
2 0.579 0.557 0.533 0.481 0.566 0.590

*These rows sum to 100%, representing the percentage of explained variance in the model that can be explained by 

each variable category

Purpose: show how much of the value the HR professional creates for 
each stakeholder is explained by different categories of data*
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Relationship Between Competencies and the Value 

Created for Stakeholders by HR Participant

45

Purpose: show how much of the value created for different stakeholders 
can be explained by each competency domain if we assume that no other 
competencies exist*

*These results are based on the bivariate correlations between each competency domain and the perceived overall effectiveness of the HR

professional

1
External 

Customers

2
Investors/ 

Owners

3

Communities

4

Regulators

5
Line 

Managers

6

Employees

Strategic Positioner 51.0 49.8 44.4 38.7 40.8 41.7
Credible Activist 36.7 31.1 36.9 22.9 42.7 48.2
Paradox Navigator 38.9 35.7 40.2 29.3 37.3 39.8
Culture and Change Champion 46.0 41.6 45.1 28.6 42.4 47.1
Human Capital Curator 38.4 36.8 38.3 26.4 39.2 40.4
Analytics Designer and 

Interpreter 32.0 31.2 27.9 27.7 25.9 24.7

Total Rewards Steward 23.9 22.3 29.4 21.8 20.6 28.6
Technology and Media Integrator 23.6 20.1 24.9 17.8 14.8 19.9
Compliance Manager 27.3 25.6 27.4 30.1 28.9 31.9
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Independent Impact of Each HR Competency on the 

Value Created for Stakeholders by HR Participant

46

1
External 

Customers

2
Investors/ 

Owners

3

Communities

4

Regulators

5
Line 

Managers

6

Employees

Strategic Positioner 61.3 78.3 36.2 52.1 10.9 5.4
Credible Activist 14.9 2.9 24.4 0.0 51.1 73.2
Paradox Navigator 2.0 1.8 7.9 3.0 5.0 2.7
Culture and Change Champion 14.7 5.6 21.8 0.3 6.7 11.5
Human Capital Curator 1.4 5.2 0.3 0.0 14.4 3.2
Analytics Designer and 

Interpreter 1.3 4.8 1.3 8.6 0.4 3.2

Total Rewards Steward 2.1 1.2 5.9 3.3 6.2 0.3
Technology and Media Integrator 2.2 0.0 2.0 0.4 4.4 0.0
Compliance Manager 0.1 0.2 0.2 32.2 0.8 0.5
Percent of value explained by all 

competency domains together 51.9 53.4 50.8 41.2 58.6 63.1

*These results show the percentage of variance in value for stakeholders explained by each of the competency domains (scaled to 100%), cells 
larger than 10% highlighted for visual emphasis 

Purpose: show how much of the value created for different stakeholders can be 
explained by each competency domain when we account for the other competency 
domains at the same time*
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Perceived competencies 
of HR Professionals

How Individual Demographics

Impact Perceived HR Participant Performance

47

Overall competency level 
in the HR department

Activities of the HR 
Department

Individual HR 

Professional 

Level

HR 

Department 

Level

Perceived performance of 
HR department:

• Value created for the 
organization’s 
stakeholders by the HR 
department

Perceived performance of 
HR professional:

• Overall effectiveness

• Value created for the 
organization’s 
stakeholders by the HR 
professional

Demographics of HR 
professional
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Independent Impact of each Demographic Measure 

on the Perceived Performance of the HR Participant

48

1
Overall 

Effectiveness

2
External 

Customers

3
Investors/ 

Owners

4
Communities

5
Regulators

6
Line Managers

7
Employees

Number of languages spoken 0.3 0.1 0.0 0.3 0.2 2.2 0.7

Number of different Non-HR 
positions held in the past

0.2 1.8 3.6 0.0 0.3 0.4 1.7

Number of different HR 
positions held in the past

7.7 1.9 2.9 2.9 6.6 2.3 6.3

Total years of work experience 0.8 4.4 3.4 1.8 1.1 3.1 0.5

Number of different
organizations worked for in past

7.0 7.0 6.4 12.8 17.2 3.4 3.9

Current job level 22.0 25.1 27.6 14.3 16.1 17.4 12.4

Formal education 21.8 21.2 21.6 20.3 25.3 21.6 26.7

Gender 2.7 0.0 0.1 0.0 0.7 0.4 3.1

Currently an Expatriate 3.1 1.3 4.1 0.5 3.5 2.7 0.0

Primary role in the organization 30.0 35.2 28.1 46.3 26.4 42.4 39.2

Number of formal HR 
certifications

4.6 1.9 2.1 0.8 2.8 4.1 5.4

Total Percentage explained by 
demographic variables

35.9 34.6 38.0 36.3 26.2 26.8 35.9

*These results show the percentage of variance in individual performance explained by each type of demographic measure (scaled 
to 100%), cells larger than 10% highlighted for visual emphasis 

Purpose: show how much of the value created for different stakeholders 
can be explained by different measures of HR participant demographics 
when we account for the other measures at the same time*
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Performance Breakdowns

Average Performance by

• Primary Role (both overall and stakeholder)

• Job Level 

49

1
Overall 

Effectiveness

2
External 

Customers

3
Investors/ 

Owners

4
Communities

5
Regulators

6
Line 

Managers

7
Employees

Top executive 4.77 4.52 4.52 4.59 4.59 4.42 4.27

Executive 4.51 4.22 4.19 4.43 4.42 4.16 4.02

Management 4.37 4.09 4.02 4.38 4.36 4.06 3.88

Supervisor 4.29 4.02 3.93 4.31 4.29 4.04 3.82

Non-supervisory 
employee

4.30 4.03 3.90 4.30 4.32 4.07 3.81

Entry level 3.90 3.66 3.55 3.89 3.89 3.70 3.54

Overall 4.36 4.09 4.02 4.32 4.31 4.08 3.89
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How Department Competencies Impact

Value HR Department Creates for Stakeholders

Perceived competencies 
of HR Professionals

Activities of the HR 
Department

Individual HR 

Professional 

Level

HR 

Department 

Level

Perceived performance of 
HR professional:

• Overall effectiveness

• Value created for the 
organization’s 
stakeholders by the 
HR professional

Demographics of HR 
professional

Overall competency 
level in the HR 

department

Perceived performance 
of HR department:

• Value created for the 
organization’s 
stakeholders by the 
HR department
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Department Information Slide

• Department Competencies
Average competency scores of all HR professionals in that 
department

• Number of HR Professionals per 
department
Median: 6

51
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Measuring Perceived Value Created for Stakeholders 

by HR Department

• Value Created for Stakeholders: Please indicate the 
extent to which you agree that your HR department designs and 
delivers HR practices that add value to the following stakeholders of 
your business:

• Stakeholders are:

– External Customers

– Investors and Owners

– Communities

– Regulators

– Line Managers

– Employees

• Scale of 1-5: strongly disagree to strongly agree

• Aggregate data to get the average perceived value created 
for each stakeholder within the organization unit

52
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Value HR Department Creates for Stakeholders

53

1
External 

Customers

2
Investors/ 

Owners

3

Communities

4

Regulators

5
Line 

Managers

6

Employees

HR Professional 

Competencies
24.8 15.3 22.0 33.5 10.0 7.6

Activities of HR 

Departments
59.1 69.2 76.6 39.5 89.2 89.6

Other Variables (e.g. 

strategy, culture)
16.1 15.5 1.5 27.0 0.8 2.8

Multiple Regression adj. 

R
2 0.481 0.424 0.364 0.283 0.485 0.570

Purpose: show how much of the value created for different stakeholders 
by the HR department can be explained by different categories of data*

*These rows sum to 100%, representing the percentage of explained variance in the model that can be explained by 
each variable category
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Compare Individual and Department Results

54

H
R

 D
e
p

a
rt

m
e
n

ts

1
External 

Customers

2
Investors/ 

Owners

3

Communities

4

Regulators

5
Line 

Managers

6

Employees

HR Professional 
Competencies

24.8 15.3 22.0 33.5 10.0 7.6

Activities of HR 
Departments

59.1 69.2 76.6 39.5 89.2 89.6

Other Variables (e.g. 
strategy, culture)

16.1 15.5 1.5 27.0 0.8 2.8

Multiple Regression adj. R
2

0.481 0.424 0.364 0.283 0.485 0.570

H
R

 P
ro

fe
s
s
io

n
a
ls

1
External 

Customers

2
Investors/ 

Owners

3

Communities

4

Regulators

5
Line 

Managers

6

Employees

HR Professional 
Competencies

51.9 53.4 50.8 41.2 58.6 63.1

HR Professional 
Demographics

35.9 34.6 38.0 36.3 26.2 26.8

Other Variables 12.2 11.9 11.2 22.6 15.2 10.1

Multiple Regression adj. R
2

0.579 0.557 0.533 0.481 0.566 0.590
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Relationship between Department Competencies 

and Value HR Department Creates for Stakeholders

55

1
External 

Customers

2
Investors/ 

Owners

3

Communities

4

Regulators

5
Line 

Managers

6

Employees

Strategic Positioner 16.4 10.6 9.6 9.1 8.4 10.0
Credible Activist 9.5 7.4 7.8 4.8 9.6 14.1
Paradox Navigator 12.0 8.7 10.8 6.7 10.1 12.3
Culture and Change 

Champion 13.3 9.5 11.9 6.9 12.5 13.9
Human Capital Curator 9.8 7.5 8.9 5.1 12.4 10.6
Analytics Designer and 

Interpreter 10.1 5.1 7.5 8.2 7.0 7.0
Total Rewards Steward 9.2 7.3 12.2 6.4 9.3 11.6
Technology and Media 

Integrator 15.3 9.2 9.8 7.1 6.1 6.5
Compliance Manager 7.2 5.6 6.9 7.5 8.7 13.5

TOTAL:  100 100 100 100 100 100

Purpose: show how much of the value created for different stakeholders 
can be explained by each competency domain if we assume that no other 
competencies exist*

*These results are based on the bivariate correlations between each the average competency level in the department and the perceived value the 

HR department creates for each stakeholder group
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Independent Impact of Each HR Competency on the 

Value Created for Stakeholders by HR Department

56

1
External 

Customers
(100)

2
Investors
/ Owners

(100)

3

Communities
(100)

4

Regulators
(100)

5
Line 

Managers
(100)

6

Employees
(100)

Strategic Positioner 55.2 61.4 0.9 11.9 12.0 13.0
Credible Activist 0.4 2.0 0.0 5.7 1.0 39.0
Paradox Navigator 0.4 0.0 3.7 2.7 5.0 2.6
Culture and Change Champion 0.0 1.3 16.9 0.0 2.0 1.3
Human Capital Curator 12.9 2.0 35.6 22.7 56.0 1.3
Analytics Designer and 

Interpreter 0.8 15.7 0.0 11.3 4.0 3.9
Total Rewards Steward 5.2 7.2 41.1 1.2 9.0 1.3
Technology and Media Integrator 25.0 9.8 0.9 1.5 11.0 11.7
Compliance Manager 0.0 0.7 0.9 43.0 0.0 26.0
Total percentage explained by 

competencies 24.8 15.3 22.0 33.5 10.0 7.6

Purpose: show how much of the value created for different stakeholders can be 
explained by each competency domain when we account for the other competency 
domains at the same time*

*These results show the percentage of variance in value for stakeholders explained by each of the average department competency domains 
(scaled to 100%), cells larger than 10% highlighted for visual emphasis 
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How Department Characteristics Impact HR 

Department Value Created for Stakeholders

57

Perceived competencies 
of HR Professionals

Individual HR 

Professional 

Level

HR 

Department 

Level

Perceived performance of 
HR professional:

• Overall effectiveness

• Value created for the 
organization’s 
stakeholders by the 
HR professional

Demographics of HR 
professional

Overall competency level 
in the HR department

Perceived performance of 
HR department:

• Value created for the 
organization’s 
stakeholders by the HR 
department

Activities of the HR 
department
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Five Activities of HR Departments

58

HR Department Activity Mean

Employee Performance HR Practices 3.52

Integrated HR Practices 3.92

HR Analytics Practices 3.56

HR’s Involvement with Information Management 3.47

Organizational Capabilities 4.06
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Value HR Department Creates for Stakeholders

59

1
External 

Customers
(100)

2
Investors/ 

Owners
(100)

3

Communities
(100)

4

Regulators
(100)

5
Line 

Managers
(100)

6

Employees
(100)

HR Professional 

Competencies
24.8 15.3 22.0 33.5 10.0 7.6

Activities of HR 

Departments
59.1 69.2 76.6 39.5 89.2 89.6

Other Variables (e.g. 

strategy, culture)
16.1 15.5 1.5 27.0 0.8 2.8

Multiple Regression 

adj. R
2 0.481 0.424 0.364 0.283 0.485 0.570

*These rows sum to 100%, representing the percentage of explained variance in the model that can be explained by 
each variable category

Purpose: show how much of the value created for different stakeholders 
by the HR department can be explained by different categories of data*
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Measuring Employee Performance HR Activities

• Please indicate the extent to which you agree 
that your HR department uses the following HR 
practices to manage employees:

• Scale of 1–5: strongly disagree to strongly agree

• Aggregate data to get the average score for the 
HR department

60
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Employee Performance HR Practices

61

Questions Mean

Performance appraisals provide employees with feedback 
for personal development

3.89

Employees are empowered to recommend necessary 
changes in the way they perform work

3.79

Employees are provided comprehensive training 
throughout their careers (i.e., training beyond the skills 
required by the trainee’s current job)

3.62

Employee salaries and rewards are determined by the 
employee’s contribution to the success of |ORGUNIT|

3.41

If a decision affects employees, usually their opinions are 
asked for in advance

3.37

On average, the pay level (including incentives) of our 
employees is higher than that of our competitors

3.04
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Measuring Integrated HR Activities

• Please indicate the extent to which you agree 
that your HR department does the following:

• Scale of 1-5: strongly disagree to strongly agree

• Aggregate data to get the average score for the 
HR department

62
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Integrated HR Practices

63

Questions Mean

Ensures that managers follow correct procedures in order to avoid 
legal repercussions

4.17

Resolves employees' complaints and issues 4.11

Creates policies, practices, and procedures that help frontline 
managers in their jobs

3.94

Contributes to building and/or maintaining |ORGUNIT|’s core 
competencies

3.91

Develops an HR strategy that clearly links HR practices to 
|ORGUNIT|’s strategy

3.91

Ensures that the different subgroups within HR work effectively 
with each other to provide integrated HR solutions

3.81

Ensures that HR is a cultural role model for the rest of the 
organization

3.80

Effectively manages external vendors of outsourced HR activities 3.73
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Measuring HR Analytics Practices

• Please indicate the extent to which you agree 
that your HR department does the following:

• Scale of 1-5: strongly disagree to strongly agree

• Aggregate data to get the average score for the 
HR department

64
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HR Analytics Practices

65

Questions Mean

Measures and tracks HR performance 3.71

Uses HR analytics to improve decision-making 3.57

Measures the impact of HR actions on business outcomes 3.51

Effectively utilizes HR analytics to drive |ORGUNIT|’s business 
performance

3.44
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Measuring HR’s Role in Information Management

• Please indicate the degree to which you agree 
with the following statements about your HR 
department:

• Scale of 1-5: strongly disagree to strongly agree

• Aggregate data to get the average score for the 
HR department

66
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HR’s Role in Information Management

67

Questions Mean

HR ensures the consistent utilization of a common corporate language 3.67

HR imports external information into |ORGUNIT| for decision making 3.56

HR determines a policy for monitoring employee use of and access to key information 3.54

HR ensures the full utilization of information in |ORGUNIT|’s decision making 3.53

HR is heavily involved in bringing in centrally important external information to 
share across the organization

3.47

HR is heavily involved in identifying patterns in important data to generate insight 3.42

HR is heavily involved in bundling centrally important external and internal 
information to create competitive advantages

3.40

HR is heavily involved in identifying centrally important external information (i.e., 
social, political, technological economic, industry, customer, and competitive trends)

3.33

HR ensures the application of big data analytics in |ORGUNIT|’s decision making 3.25
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Measuring Organizational Capabilities

• Please indicate the extent to which you agree 
that each of the organization capabilities is 
important for |ORGUNIT| to be successful:

• Scale of 1-5: strongly disagree to strongly agree

• Aggregate data to get the average score for the 
HR department

68
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Organizational Capabilities

Questions (importance for success) Mean

Talent: have competent and committed employees at all levels of the 
organization

4.29

Customer responsiveness: know customers; be close to the 
marketplace; anticipate customer needs; build close relationships with 
target customers

4.28

Ensure accountability: deliver on promises; meet performance goals; 
hold people accountable for performance

4.19

Leadership: identify and create leadership attributes; distinguish 
leadership attributes at different levels; ensure that leadership attributes 
are linked to business results; build leadership brand

4.14

Operational efficiency: continually find ways to reduce costs and 
efficiently use resources; increase standardization and routinization of 
work

4.12

Knowledge management: identify and leverage best practices from its 
own organization and from other organizations; learn from successes and 
failures; create learning cycles; manage knowledge across internal 
boundaries

4.05
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Organizational Capabilities

Questions Mean

External sensing: identify trends in customer and competitive markets; 
maintain sensitivity to local government, legal, and community trends

4.02

Innovation: create products and services; identify new ways of getting 
work done; define new markets and product applications; specify new ways 
of reaching business goals

4.00

Leverage technology: acquire and exploit the latest trends in all forms 
of technology (including electronic; product; and production process 
technology); apply technology for maximum competitive advantage

3.94

Speed: move quickly; change fast; reduce cycle time; have flexibility 3.92

Culture or shared mindset: identify and create a new culture that is 
required by the marketplace for products; services; and capital

3.90

Alliances: form, manage, and leverage partnerships of all types (joint 
ventures, alliances, mergers, acquisitions, licensing agreements, etc.)

3.86



© 2015 • RBL Group • All Rights Reserved

Relationship between HR Activities

and Value Created for Stakeholders

71

Purpose: show how much of the value created for different stakeholders 
can be explained by each category of HR activities if we assume that no 
other HR activities exist.

1
External 

Customers

2
Investors/ 

Owners

3

Communities

4

Regulators

5
Line 

Managers

6

Employees

Employee Performance HR 12.2 15.6 17.6 4.7 21.5 25.7

Integrated HR 31.8 34.9 27.8 18.6 45.2 53.8

HR Analytics 32.0 28.1 22.4 16.3 20.9 23.1

HR Information 
Management

40.8 35.1 30.8 19.3 21.7 25.0

Organizational Capabilities 10.5 11.5 11.9 6.1 18.2 15.7

*These results are based on the bivariate correlations  (R2) between each HR Activity domain and the perceived overall 
effectiveness of the HR professional for each stakeholder 
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Independent Impact of Each HR Activity on the 

Value Created for Stakeholders by HR Department

72

1
External 

Customers
(100)

2
Investors/ 

Owners
(100)

3

Communities
(100)

4

Regulators
(100)

5
Line 

Managers
(100)

6

Employees
(100)

Employee Performance HR 2.3 0.1 4.8 4.4 1.3 3.6

Integrated HR 13.4 41.9 14.1 49.8 86.9 91.3

HR Analytics 2.0 0.0 2.3 0.6 1.8 3.0

HR Information 
Management

77.4 55.6 67.8 36.5 0.0 0.3

Organizational Capabilities 5.0 2.5 11.1 8.6 10.0 1.8

Total percentage explained by 

competencies 59.1 69.2 76.6 39.5 89.2 89.7

Purpose: show how much of the value created for different stakeholders 
can be explained by each category of HR activities when we account for 
the other activities at the same time*

*These results show the percentage of variance in value for stakeholders explained by each of the HR department activities (scaled to 100%), 
cells larger than 10% highlighted for visual emphasis 
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Overview of the Seven Rounds of Research

73

Round 1

1987

Round 2

1992

Round 3

1997

Round 4

2002

Round 5

2007

Round 6

2012

Round 7

2016

Business
Business 

Knowledge
Business 

Knowledge
Business 

Knowledge

Business 
Knowledge

Business Ally
Strategic 

Positioner
Strategic Positioner

Strategic 
Contribution

Strategic 
Architect

Human 
Resources 

(HR)

HR 
Delivery

HR Delivery
HR 

Delivery

HR Delivery

Talent 
Manager & 

Organization 
Designer

HR 
Innovator & 
Integrator

Human Capital
Curator

Total Rewards Steward

Analytics Designer and 
Interpreter

HR 
Technology

Operational 
Executor

Technology 
Proponent

Compliance Manager

Technology & Media 
Integrator

Paradox Navigator

Change Change Change Change
Strategic 

Contribution

Culture And 
Change 
Steward

Change 
Champion Culture and Change 

Champion
Culture Culture

Capability 
Builder

Personal 
Personal 

Credibility
Personal 

Credibility
Personal 

Credibility
Credible 
Activist

Credible 
Activist

Credible Activist
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Strategic Positioner Breakdown

75

Sub-domains Sample Questions

Interprets 
Business 
Context

Understands changes in $ORGUNIT$'s external environment (e.g., social, 
technological, economic, political, environmental, demographic, etc.)

Understands how to compete against other organizations in your market

Understands who makes key decisions in your organization (e.g., people who control 
important resources)

Recognizes local opportunities for $ORGUNIT$'s success

Understands local political environment (e.g., potential obstacles in the local 
environment)

Is familiar with the local labor market (e.g., labor shortages, localization, 
demographics, local universities, and other educational institutions)

Understands expectations of external customers

Understands how $ORGUNIT$ makes money (e.g., who, where, how)

Decodes
Stakeholder 
Expectations

Understands investor expectations

Focuses internal organizational actions on creating value for customers

Aligns organizational brand with customers, shareholders, and employees

Knows how investors value $ORGUNIT$
Helps investors recognize the quality of leadership within $ORGUNIT$

Understands 
Internal
Business 
Operations

Accurately anticipates $ORGUNIT$'s risks

Contributes to creating $ORGUNIT$'s strategy (e.g., help shape the vision of the future 
of the organization)

Identifies problems that are central to $ORGUNIT$'s strategy

The strategic positioner domain captures the extent to which the HR professional can evaluate 
both the external and internal business contexts and translate those evaluations into practical 
insights that help position the organization to be successful
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Credible Activist Breakdown

76

Sub-domains Sample Questions

Influences
and Relates 
to Others

Is receptive to feedback

Shows a genuine interest in others

Acts with appropriate balance of confidence and humility

Is aware of how he or she comes across to others

Works effectively with individuals at all levels of $ORGUNIT$

Seeks to learn from both successes and failures

Demonstrates personal integrity and ethics

Earns Trust 
Through 
Results

Has earned trust with key internal stakeholders

Frames complex ideas in simple and useful ways

Persists through adverse circumstances

Has history of delivering results

The credible activist domain carries over from prior studies and captures the extent to 
which HR professionals achieve the trust and respect they need within the organization to 
be viewed as valued and valuable partners
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Paradox Navigator Breakdown

Sample Questions

Effectively manages the tensions between top-down organizational control and bottom-up 
employee empowerment

Effectively manages the tensions between high-level strategic issues and operational details

Effectively manages the tensions between internal focus on employees and external focus on 
customers and investors

Effectively manages the tensions between individual employee needs and collective 
organizational goals

Effectively manages the tension between taking time to gather information and making timely 
decisions

Effectively manages the tensions between global and local business demands

Effectively manages the tensions between the need for change (flexibility, adaptability) and 
stability (standardization)

HR professionals are increasingly asked to maximize ideas and outcomes that may be 
inherently in opposition with each other. These professionals must constantly manage the 
paradoxes or tensions that exist in work settings
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Culture and Change Champion Breakdown

Sub-domains Sample Questions

Designs 
Culture

Crafts the right organizational culture to deliver organizational results

Measures the influence of organizational culture on achieving sustained 
organizational performance

Makes managing organizational culture a priority for $ORGUNIT$

Manages
Change

Incorporates skills that encourage innovation into training experiences

Innovates HR systems based on changing business demands

Helps set the direction of change with clear outcomes

Identifies the key steps for initiating change

Helps people understand why change is important (i.e., creates a sense of 
urgency)

HR professionals need to manage both change but also culture. By championing both 
change and culture, HR professionals help make things consistently happen. 



© 2015 • RBL Group • All Rights Reserved

Human Capital Curator Breakdown

79

Sub-domains Sample Questions

Develops
Talent

Develops talent based on $ORGUNIT$'s needs
Works with line managers in developing their staff
Facilitates meaningful developmental work experiences
Develops local talent for local markets
Leverages workforce competency models in talent development
Attracts appropriate people
Leverages non-local talent effectively when needed
Assesses key talent
Creates teams with complementary skill sets
Identifies and prioritizes key positions

Develops 
Leaders

Invests in future leaders
Assesses leaders against established leadership metrics
Builds a business case for investing in leaders

Manages succession plans for key leadership positions

Drives 
Performance

Establishes clear performance standards
Designs processes to deliver accurate performance feedback
Designs measurement systems that distinguish high-performing 
individuals from low-performing individuals
Facilitates the design of organizational structure (e.g., roles, 
responsibilities)

Develops 
Technical
Talent

Builds opportunities for promotion for technical experts
Provides developmental programs for technical experts

Differentiates leadership potential from technical expertise

HR professionals offer integrated and innovative HR solutions for managing people within 
their organization. These HR practice areas ensure human capital.
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Total Rewards Steward

Sub-domains Sample Questions

Designs 
Meaningful
Work

Helps employees improve physical health

Effectively balances employee well-being and business performance

Manages 
Compensation 
and Benefits

Designs non-monetary reward/recognition systems

Balances monetary and non-monetary rewards for employees

Designs appropriate benefits systems

HR professionals must be able to create total reward systems which include compensation 
and benefits (financial rewards) as well as meaning from work (non financial rewards)
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Technology and Media Integrator

Sub-domains Sample Questions

Leverages 
Social Media 
Tools

Coordinates policies for how people use social media at work

Leverages social media for business purposes

Uses social media to enhance collaboration at work

Integrates 
technology

Uses technology to facilitate remote and mobile workforce

Applies technology to HR practices (e.g., HRIS)

Incorporates new technologies that improve workforce 
productivity

HR professionals must be able to leverage technology and technological tools to support 
their efforts to create high performing organizations. They also rely on social media to 
recruit, retain, develop and engage human capital.
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Analytics Designer and Interpreter

82

Sub-domains Sample Questions

Gets the 
Right Data

Accurately interprets statistics

Excludes low quality data from decision processes

Understands the limitations of data in ambiguous situations

Incorporates rigorous data analysis when interpreting 
information

Interprets
Business 
Data

Effectively uses HR analytics to create value for $ORGUNIT$

Identifies important questions about the organization that can 
be answered with data
Identifies $ORGUNIT$'s problems that can be solved with 
data

Translates data into useful insights for $ORGUNIT$

Uses data to influence decision making in $ORGUNIT$

HR Professionals must be able to use analytics to impact decision making. Analytics goes 
beyond collecting data and having scorecards to using data to improve business decisions. 
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Compliance Manager

Sample Questions

Ensures that HR practices comply with government laws

Stands up for employee rights

Actively educates employees and managers on how to stay within legal guidelines 
regarding on-the-job behavior

HR Professionals must be able to manage the processes related to compliance by following 
regulatory guidelines. The compliance function varies by geography. 


