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Key Steps & Key Indicators

 
The “Integration-Alignment Plan (IAP)(SM)” program is the integration of the various human resources strategies with the alignment of the organization's mission statement and business goals.  The program uses concrete metrics and measurements that tie back to the overall goals of the company and gives the mission statement meaning.  It becomes an everyday way of doing business by tracking individual performance with the company's goals.  

There are two major components of the IAP:  an integration component and an alignment component.  
 
These two components are combined into an “Integration-Alignment Plan (IAP)(SM).”  The IAP aligns an organization's mission statement and business goals with its human resource systems to enhance employee performance.   Enhanced employee performance is further achieved following the integration of the various human resources strategies (such as the total compensation strategy, the selection strategy, and the retention strategy).
 
The IAP leverages human capital with its richness in diversity, with technology, bringing to life the mission statement and business goals to address the changing needs of the market.
 
The goal of the IAP is to enhance employee performance.   Through enhance performance, clients experience several specific, measurable results, including:

· Increased customer retention and satisfaction

· Increased employee retention and satisfaction

· Reduced absenteeism

· Increased technical skills

A summary of the IAP key steps and key indicators appears below.  Please note:  The questions, methodology, and metrics will vary following an organizational assessment.

TEN KEY STEPS

The Integration-Alignment Plan (IAP) steps to integrate the mission statement and business goals throughout the organization are outlined below.  

1)  Discovery Phase:

1) Begin with the mission statement and business goals by defining shareholder expectations and customer satisfaction requirements.  

2)
Determine if employees are operating with a full understanding of the mission statement and business goals. 

3) Establish desired results based on defining shareholder expectations and customer satisfaction requirements.  
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II)  Formulation Phase:

4) Explore key questions.  Encourage input.

5) Obtain data through quantitative (interviews, surveys) and qualitative (financial statements, statistical) measures.

6) Develop key metrics.  Review organizational reporting structure.

 III)  Application Phase:

7) Create and communicate IAP.  (Specific elements of the plan will vary.  In this case integrating the mission statement and business goals into the organization included such elements as refining the compensation program and selection strategy, developing a reference guide, re-writing position descriptions).

IV)  Continuous Improvement Phase:

8) Obtain feedback through quantitative and qualitative measures.  

9) Take necessary actions keeping shareholder expectations and customer satisfaction requirements in mind.

10) Celebrate successes.

KEY INDICATORS
The indicators below provide the framework in order to integrate the mission statement and business goals throughout the organization by highlighting the methodology used, key questions to consider, and key metrics to track.   As mentioned above, the questions, methodology, and metrics will vary following an organizational assessment.  An example follows:

Initial Assessment:  

From feedback obtained, it became apparent employees experienced a disconnect between their positions and the company’s mission statement and business goals.

Initial Key Questions:  What systems are needed to bridge the disconnect?  Can implementing the systems in an Integration-Alignment Plan be financially validated? What will be the ROI?  What data do we collect?  What do we find from evaluating and analyzing information?  What performance gaps are identified?  What internal targets do we need to create?  How do we Implement actions to achieve desired results?

Initial Methodology:  Market Surveys, Interviews, Analysis.

Initial Key Metrics:  Dollar revenue generated per full-time equivalent (FTE); Dollar operating expenses generated per FTE; Dollar net income generated per FTE; Return on investment for funds spent per FTE.

A) Organization:

  
1)
Improving Employee Retention by:

   
   
a)
Revising Total Compensation Package.

   
   
b)
Defining Recruiting Selection Process.
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Key Questions:  What future retention measures are needed? Is each employee appropriately positioned in the organization given the needs of the organization compared with the employee’s knowledge, skills, and talents?   Who are the top performers? What is our selection process?   Do our performance measurement instruments capture manager’s retention responsibilities?  Is compensation linked to performance? Is the organization tapping into each employee’s human capital?  Are employees engaged in the organization’s viability?  Are there disconnects between what is reported on performance review and actual employee performance?

Methodology:   Market Surveys, Interviews, Analysis.

Key Metrics: Turnover calculation (voluntary/involuntary); Average tenure; Compensation in line with company philosophy, market data; Recruitment analysis; Exit interview assessment.

 
 2)
Addressing Work/Life Balance Through Adopting Flexible Scheduling.

Key Questions:  What is our absenteeism rate?  Why are employees missing work?  What are our client expectations? What is our current scheduling practice? How can we obtain coverage during core hours?

Methodology:  Market Surveys, Interviews, Internal Tracking.

Key Metrics: Absenteeism rate; Overtime costs; Temporary costs.

 
 3)
Instituting Uniformed Human Resource Practices by Creating a Reference Guide.

Key Questions:  Does accountability impact EBITBA (Earnings Before Interest, Taxes, Depreciation, and Amortization)?  If so, what practices, policies, principles can be put in place?  How do we reflect our organization culture in the guide?  What works well now and what do we need to do to achieve even better results?

Methodology:  Market Surveys, Interviews, Analysis.

Key Metrics:  Interviews; Feedback; Incident tracking.

 
 4)
Advancing Technological Applications, Staying Current and Focused.

Key Questions:  How is current technology being utilized?  How is knowledge management captured?  Are employees able to seamlessly integrate applications?

Methodology:  Market Surveys, Interviews.

Key Metrics:  Assessments; Questionnaires; Client relations manager software utilization; tracking recruiting, retaining, redeploying.

B) Management: 

Manager Accountability for Linking Mission Statement and Business Goals with Employee Responsibility:

1)
Focusing on Retention Objectives.

2) Conducting Regularly Scheduled Staff Meetings.

3) Distributing Newsletter.

4) Developing a New Hire Inclusion Orientation Program.

5) Assuring “Join-Up” of New Hires with Employees.

Leadership Team links organization’s mission to individual performance by predicting, evaluating, measuring, analyzing individual contributions following communication of mission statement and business goals through various means.
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C) Employee:   Actively Involved in Driving the Company Mission Statement and Business Goals through:

1)
Understanding Company’s Products and Services.

Key Questions:  Are employees able to custom tailor clients’ training and consulting needs based on employees’ knowledge of our products and services?  Are employees close to the customers?  Are there open communication channels?  Is feedback being received?  Is input valued?  Is our Inclusion Network utilized effectively, efficiently?  Are we understanding, through our customers, what our customers want?  Have we built in a capacity for continuous utilization of new learnings, knowledge, and experiences?  Are employee contributions linked to financials?

Methodology:  Market Surveys, Interviews.

Key Metrics: Turnover; Turnover reason; Employee commitment level; Interviews; scope of project reports.

2) Matching Employees Skills, Knowledge, and Abilities With Organizational Needs.

Key Questions:  Are we capitalizing on our employees’ strengths?  What is the best way to increase each employee’s performance?  Can we identify our Subject Matter Experts?  What insights are derived from information obtained?

Methodology:  Market Surveys, Interviews. 

Key Metrics: Turnover; Turnover reason; Interviews.

  
3)
Revising Position Descriptions to:

       

a) Link to Organizational Mission and Business Goals.

       

b) Define results.

       

c) Prepare for the new FLSA Regulations.

Key Questions:  What positions are needed to implement company objectives?  Is each work activity adding value?  Are key performer’s knowledge, skills, and abilities identified?  Can this identification lead to developing and/or hiring other successful performers?  What needs to be included in the position description to affect company strategy? mission? goals?  How are core competencies transformed into company profits?  Given the projected products and services, what are the future skill sets needed to execute plan? Is there a development plan in place for every employee, including new hires?  How will projected FLSA changes affect the workforce?

Methodology:  Market Surveys, Interviews.

Key Metrics: Interviews; Surveys; Turnover; Turnover reason; Financials.

   
4) 
Applying Technological Advances, Staying Current and Focused.

Key Questions:  How do I (employee or manager) impact organization profit, productivity, and retention?  Are employee contributions to the organization identified?  Are employee measurements linked to organizational measurements?  

Methodology:  Market Surveys, Interviews.

Key Metrics: Track help desk utilization; data input in Client Manager software; review turnover statistics and turnover reasons.
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