HR Associates and Analysis Group Project

September 2000
“The Human Resources Value Index”

Project Scope:
Find a way to measure the value of HR.  Leverage both internal and external
 resources.  Look at examples of how to measure value – a stock price, an Index, a business measurement method, etc.  Work as a group and draw upon the knowledge of HR Leaders.  Accomplish this task in 30 days.

People 
Associates and Analysts – Anne Marie Allex, Marlow Anderson, Sunjay Arya,

Involved:
Daniel Brown, Tana Cashion, Meliza Evanson, Simone Lewis, Jennifer Milligan, Todd Peikert, Simone Scott Walker


HR Leadership - Ray Bennet, Ted Bland, Pam Butler, Gina Corteselli, Archie Eubanks, Jay Ferry, Judy Gray, Gerry Gibson, Valeria Hope, Linda Lannom, Philip Lee, Donald Miller, Tim O’Rourke, David Oxley, Brian Schaffer, Cindy Skinner, Bob Sparger, Susan Wimberly, Betty Wu

Result:
The group created a Human Resources Value Index.  The key end results of the Human Resources Value Index follow:

· Aligns HR Thinking

· Strategically Utilizes HR Resources

· Defines Targets to Achieve

· Establishes Accountability to Business Units
· HR Becomes a Business 

· Increased HR Productivity 

· Increased Individual Accountability

· Ability to Measure HR Success

We are able to reach these results by using the balanced scorecard process.  Each service in HR would have a scorecard to measure their success.  Scorecards would include the following categories:

· Strategic Perspective

· Customer Perspective

· Operational Perspective

· Financial Perspective

Before HR may begin using a balanced scorecard process the following events must occur:

1. Establish a “Strategic Implementation Team” to make this concept a reality

2. Define the Vision, Mission and Strategies of the HR community

3. HR education on the balanced scorecard

4. Survey our customers as to what HR services they find important and how we are currently performing in those services

5. Create specific targets for HR services to achieve

6. Define how we will report our results to all of Enron – what our Quarterly Earnings Release will look like and exactly what will be included

The following graphics help depict how the Human Resources Value Index works.  

In Figure 1 depicts how the foundation of the system includes both internal and external inputs.  These inputs provide the information to create the balanced scorecards at the service level.  Finally, the sum results of the service level balanced scorecards create the overall HR balanced scorecard result or Human Resources Value Index.

Figure 1:   
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Figure 2 depicts the elements of the balanced score.  All HR services would map their activities to quadrants shown on the balanced scorecard.
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Figure 2:

Figure 3 depicts how the HR services will approach the balanced scorecard process.  The first step is to align their activities to the global vision, define what critical actions need to occur and finally determine how to measure those actions.

Figure 3:
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Figure 4 depicts how the balanced scorecard approach fosters continuous improvement.  First the HR mission and strategy is establish at the global level.  Once these elements are known, the HR functions can execute those strategies.  These functional actions create the overall HR performance.  When we improve the overall HR performance will positively impact the external reality.  As the external reality improves HR will continue to raise the bar of the mission and strategy for the HR community.  

Figure 4:  
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To determine what to measure a manager may use a template such as this.
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		 The end result is aligning global strategy and mission with the functional level.  With this information, individuals will then produce the overall HR performance, how HR performs will influence/change external reality, and how external forces such as employees, business units and other companies view our HR function will change our HR mission and strategies.  



		This provides a continuous feedback loop and allows for continuous improvement. 
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		  This graphic shows how the scorecard process will come alive. 



		 There is a solid foundation of internal and external input.



		 The services are measuring, monitoring and held accountable at the individual level.



		 Each service will earn a scorecard outcome.  Those outcomes will be rolled up into a singular Global HR Balanced Scorecard Result.  Again - much of the weighting of the importance will be determined by the business unit input.



		 This overall number is what is publicized on a quarterly basis.  This is what will be the real teeth to the process and hold us all accountable to achieve results.


















