12 Step Process to Create a Practical, Compelling Strategic HR Plan That DRIVES Profits
using the Strategic HR Management Solutions software

Now the HR practitioner can directly :
implement and/or oversee the execution ofa
truly Strategic HR business plan, aligned with

company objectives, and they can track pre-
agreed upon metrics to prove results and !

Existing HRIS software systems can greatly

assist with the 'task management' aspects of
. this. The SHRMS is not a 'task management' !
. tool. :

SHRMS software components:

e use the HR Metrics Pyramid - 93 metrics
aligned with where they will have credibility
in the HR Value Pyramid

SHRMS software components:

e get buy-in for the suggested HR
deliverables, using the "Before" and
"Targeted After" HR Report Card /
Dashboard to show how they will move the
HR effort needle

SHRMS software components:

e generate credible, quantified HR Time
Estimate using detailed internal time
database

o facilitate "hard costs" estimates using HR
Costs Worksheet

value-add. o
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SHRMS software components:

e Interactive HR Value Pyramid (and hard copy)
e Interactive HR Value Matrix (and hard copy)
e various hard copy "Sales Sheets" for HR
Consultants to use with prospective Clients
e Start at 7 component parts of the P&L

e Then move to 7 HR Strategies that DRIVE
the P&L

e Then move to 11 HR Tactics that support
the HR Strategies

e Then show teaching examples of WHICH
and HOW MANY of the 197 granular HR tasks
can impact each ULO

SHRMS software components:

e Create and use case study illustrations to
stimulate discussions on current priorities and
tentative effectiveness of 7 HR Strategies
and/or 11 HR Tactics

e Identify which ULOs to fix or improve,
pending analysis of current initiatives

SHRMS software components:

e Easy, quick HR Profile Survey

e (this is NOT an HR "audit"!)

e Separates which of 197 HR things ARE being
done from those that are NOT being done

e Facilitates examining effectiveness of
current efforts (an "audit” might be part of that Jater)

e Creates a 'solution bucket' from which NEW
initiatives can be chosen, based on specific
ULOs

SHRMS software components:

¢ HR Business Impact Factor will help the HR
practitioner prioritize and choose WHICH new
HR initiatives will be most impactful and
should become deliverables

e visual HR Report Card / Dashboard uses
proprietary HR Business Impact Factor
(HRBIF) to create an "HR effort grade" in each
ULO area

* ULO ="Upper Level Objectives" which are the 7 component parts of the P&L, 7 key HR Strategies, and 11 HR Tactics
(see the SHRM's interactive or hard copy HR Value Pyramid for full details)
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