DISRUPTIVE
HR LIVE TRAINING

CHANGING PEOPLE PRACTICES FOR GOOD

THE NEW HR FUNCTION




WHAT WE'LL COVER

1. Why traditional HR needs to change
2. Skills and mindsets of new HR
3. Moving away from rules and compliance

4. Delivering HR differently

5. New types of HR structure




WE EXPECT SO MUCH FROM HR
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TRADITIONAL HR

PARENTAL
APPROACH

ONE SIZE
TECHNOLOGY




FOUR KEY SKILLS FOR THE FUTURE




FOUR KEY SKILLS FOR THE FUTURE

Insights

Relevant people insights relating to
your business ... but also:

Your leaders’:
- Motivations
- Capabilities
- Impact

Your employees:

- Types or persona
- Capabilities

- How they feel



FOUR KEY SKILLS FOR THE FUTURE

Facilitation

Helping leaders to

- Build their talent community

- Create a more inclusive culture

- Build their confidence to tackle
difficult issues

- Have great conversations

Connecting your part of the business
with the wider HR team

Ensuring the colleague voice is heard
and factored in




FOUR KEY SKILLS FOR THE FUTURE

Influence

Coaching or developing your leaders
and employees to change mindsets
and behaviours

Ensuring Group HR understands and
responds to the needs of your
business area




FOUR KEY SKILLS FOR THE FUTURE

Design

Ensuring HR products are based on
data and insight

Co-creating HR products with your
leaders and employees

Designing employee experiences that
align with your brand and drive your
business strategy

Designing products that help leaders
and employees do things for
themselves.



CHECK OUT YOUR SKILLS AND MINDSET

DISRUPTIVE
HR DIAGNOSTIC







HOW TO CHALLENGE OUR THINKING

1. The Trust Test

2. Encourage judgement

3. See it through their eyes




WE TRUST YOU
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FRESH TAKES ON EMPLOYMENT POLICY
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Be nice, have fun,
and connect

~

b

Freedom &
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The Golden Rule




DELIVERING HR DIFFERENTLY




DISRUPTIVE



IT DOESN'T HAVE TO BE PERFECT




/IT D N'T HAVE TO BE ANNUAL







ONE SIZE DOESN'T FIT

ALL
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DISRUPTIVE



THINK MARKETING NOT COMPLIANCE
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THE BEST BITS...

* We don't measure you by how many hours you work of how much you're in the office - we

just care about achieving great outcomes.
In our line of work it's not always possible to work Monday fo Friday 9 - 5, 50 we ask you
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1o bo flexil
Look after your fellow tribe
Client needs come first, but we trust you lo manage your own worklood /work pattern — just
let your manager know what you're doing.
If you work extra hours - keep your own records and toke the time back within 2 months.

~ in other words please share unsociable hours!

We don't normally pay overtime, but it's ot managers’ discretion.
Speak to someone if you feel your hours are interfering with your life or your health!
If you wont to make a formal flexible working request our policy is available on the intranet.
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-8 working weoks holiday pay,
We calculate this in hours, which
15261 hours over the year. This
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SO WORKING DIFFERENTLY IS ABOUT ....

1. Think product, not service.
2. It doesn’t have to be perfect.
3. Provide options — not one size fits all.

4. Thinking marketing, not compliance

5. Don’t waste time on the resistors — go with early adopters and
focus on the people who are curious.




THERE ARE SOME INTERESTING MODELS OUT THERE
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But the traditional Ulrich model
remains the most popular by far




WE LIKE THIS APPROACH

TALENT EMPLOYEE

MANAGEMENT EXPERIENCE

Developing products that Digital solutions/apps for Deliver the employee
|dentify, attract, reward and employees that mirror a experience, tailored
develop your talent consumer experience products, upskill leaders
[ TALENT EXPERTIGE J [ | DIGITAUBRAND! ] [ SUSINESS PARTNER }

Operations
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HR CREW I* Mobile

EMPLOYEE
SUCCESS
PARTNERS

TALENT
SCOUTS

CAREER
AGENTS

Internal & external
hiring

L&D with goals for
iInternal promotions

Partner with leaders
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EMPLOYEE CARE TEAM




EAG

EMPLOYEES

ADULT CONSUMER




ADULT

HR...

NOT A COMPLIANGE OFFICER OR A NURSEMAID
STARTS FROM POSITION OF TRUST
AVOIDS MANDATORY

ENCOURAGE OUR PEOPLE TO OWN THEIR OWN TIME,
PERFORMANCE, CAREER, H&WB

DOESN'T TRY AND COMPENSATE FOR POOR MANAGERS
HELPS LEADERS TO HELP THEMSELVES




CONSUMER

HR...

HAS MEANINGFUL DATA AND INSIGHT ON
THEIR PEOPLE

MAKES THINGS RELEVANT FOR DIFFERENT
TYPES OF EMPLOYEES

FOCUSES ON THE EXPERIENGE FOR THEIR
PEOPLE

USES MARKETING TECHNIQUES T0 ‘SELL
THEIR PRODUCTS







DISRUPTIVE
HR LIVE TRAINING

FREE for Members of the Disruptive HR Club.

Join the Club today and get your money back
on today’s webinar!

Dates for your diary!

Making Change Happen 7 July
Comms & Engagement 20 July
Performance Management 8 Sept
Diversity & Inclusion 7 Oct
The New Workplace 13 Oct

Leadership Development 20 Oct

©




ANY QUESTIONS?




DISRUPTIVE

HR

THANK YOU AND GOOD LUCK!

www.disruptivehr.com




