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 Align people strategies with brand promise “Best in Service” <changed> 
•  Sense check brand promise against available Human Capital 
•  Derive capability framework to deliver brand promise 
•  Review recruitment process – target exceptional individuals from the services industry 
•  Review talent management and learning processes 
 Align organisational culture with brand promise “Best in Service” <changed> 
•  Sense check brand promise against available cultural bandwidth 
•  Define cultural change required 
•  Design and drive change programme 

HUMAN CAPITAL VALUE GROUPINGS 
 Change management incl. cultural analysis and change 
 Improving innova7on capabili7es 
 Sourcing: Making and implemen7ng the right “make or buy” decisions 
 People Strategy: Align people strategy with business strategy 

 Recruit and develop talent with strong integration capabilities 
 Develop advanced Human Capital due diligence and integration framework 
•  Build tools and capabilities to understand culture of target businesses and drive change for 
alignment or ringfence and accommodate differences as required. 
•  Build Human Capital excellence framework to define corporate target levels, assess business 
units’ performance and monitor change 
•  Build capabilities and drive change to achieve target levels 
•  Focus the above first and foremost on the identified core areas for corporate alignment 
(Recruitment, Learning, HR Metrics, HR-IT) 

Value Drivers 

Improvement 
Levers 

Right-Sourcing 

Increase Individual 
Efficiency 

 Increase salesforce efficiency to meet industry benchmark 
•  We lose business in regions where new salespeople replace 
experienced ones. Objective: reduce turnover rate below industry 
standard and improve induction process. 
•  Drive engagement: analyse current situation to derive actions 
•  Make better use of non-monetary incentives 
•  Drive effectiveness of training spend: remove wastage; target 
individuals better; use blended learning, particularly with training 
related to products and tools. 

 Use shared services in HR and accounting 
•  HR to design workforce model considering capabilities, culture and 
external factors and manage transformation. Input from and involvement 
of accounting and internal customers. 

Increase Prices 

 Accelerated innovation – particularly for services in the product 
surround – to be able to charge premium prices: 
Barriers of communication between departments and a lack of 
involvement of client facing staff in the innovation process currently 
inhibit fast implementation of ideas to enhance customer experience. 
This is a cultural issue that needs to be addressed by a change 
initiative based on sound analysis. HR designs change and 
communication and drives implementation. Reward, training, and 
recruitment need to be aligned. Suggestion scheme process to be 
reviewed and developed beyond it’s current  focus on incremental 
cost cutting. 
 Improve rewards / performance management to switch from focus 
on market share to focus on margins 
Sales staff is currently incentivised  primarily based on volume – in 
alignment with the former business strategy. This leads to far to 
much discounts eroding margins. System needs to be redefined to 
focus on profit. However, this needs to be accompanied by changing 
and creating non-monetary incentives and a clear communication 
initiative. 

Economies of 
Scale 

Increase 
Organisational 

Efficiency 

 Increase agility through flexible workforce framework to respond 
faster to our cyclical and seasonal business 
•  Using permanent staff only in sales, customer service and the supply 
chain is expensive and leads to cost and turnover above industry 
benchmark. 
•  Redefining the workforce model and job structure should allow to 
make use of temps, agency staff, and contractors at peak times, 
without using them in critical roles were knowledge or relationships get 
lost, when they leave. 
•  This extended workforce basis should also be used as a pool for 
new permanent staff, as we have enough time to spot the best talent 
while they work on their temporary assignments 

Right-Sourcing 

The Human Capital Shareholder Value Map 
is a concept developed by iProCon HCM consultants 
to illustrate the value Human Capital Management 
adds to shareholder value, but also to help HR as well 
as line managers to understand the important levers 
and develop approaches to increase value through 
improvement and better alignment of HCM. 

This Example 
is a simplified and anonymised excerpt of a real value 
map. The real map would usually show more levers 
and more HCM contributions (here in colour), with the 
explanations (here in black) being in an appendix 
document. 

Human Capital Shareholder Value Map – worked example 


