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1. Significance of Human Resources

* |ncreasing significance of HR as a differentiating asset in competition

H\H“‘(H] R(‘H(_)l!l'l;‘.i?f-.

& Management Con

www.J-Schulz.«

v"  Demographic changes in staff structure
v" Increasing requirements for employees regarding skills and knowledge
v"  Looming skills shortage (specialists / executives)

= Advancing overlapping

Increasing demand for specialists trained in different fields
Lack of specialists for development

Lack of specialized courses at universities / vocational schools

< 6N x|

Shortage of specialists may worsen

® |ncreasing internationalization

v" Higher staff requirements due to the market entry of international investors
v"  Greater challenge to professional and language skills of employees
v"  Professional qualifications and terminology must be adapted

|
"

a

m
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1. How can encountered these developments? Human Resources
S v dnagement Lon | ¢}
SOom

www.J-Schulz.«

U Which action needs to be taken with regard to the company's staff structure?

U Which HR strategy does the company have to choose
in order to remain internationally competitive?

U How can the company use and support its differentiating asset of HR?

U How can German companies compete on global markets?

26.02.2017 HR Strategy 4
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2. Efficiency of HR Organization

Human Resources
& Management Consulting

om

www.J-Schulz.«

Supervision HR management

Service Competence Staff Project
Center Center Manager Center
% Payroll Basic Staff % Strategy & Academy |
% Reporting principles development % Management % Academy i
% Data " development % Academy |l
management i : Change % Marketing /
% Administration Compensa.tlon Staff Management graduate
% Expatriate & benefits management % Career recruitment
% Pension planning % Optimization
provision Consulting Planning and % Organizational management
service controlling development L IPMP
A strategy
/] £ /
Service Partner Competence Center Business Partner Change Agent
Efficient service Centralization of One face to the Accompanying
company-wide competence and expertise customer change

26.02.2017

HR Strategy




2. Overview - HR Strategy

HUT an R( sOources

Mana gement Con

vw.J-Schulz.com

= First step in creating a HR strategy: Analysis of current situation (interviews with internal
customers; analysis of staff administration processes as well as the company's
5 environment and strategies).
2
% = Goals for HR as well as the corresponding range of activities were developed; a self
§ conception was defined.
()
= HR key data operationalizes the HR strategy and is summarized through efficient
controlling systems like the HR Balanced Scorecard.
- = @Greater transparency of HR's value-added contribution
—
g = |Improved sustainability of HR strategy due to more efficient HR management and
controlling systems
26.02.2017 HR Strategy V 4




2. Development & Implementation of HR Strategies ':"_f.”"‘”‘ Resources

1agems

d 1L
www.J-Schulz.com

onsulting

We are a professional and

future-oriented HR management
. for all departments of our company and its subsidiaries
Vision as well as other divisions of the group

We support our customers - employees and executives —

Mission : . o
in their ambitions to be successful
A Compensation Increased Improving  Recruit, support Efficient Increased
Target fields structures based on  attractivenes  corporate and retain services and flexibility of
performance and as employer culture highly qualified processes labour
market salaries staff
Self-
conception Business Service HR Quick Customer- Creative, Corporate
partner partner experts oriented innovative focus
« Roles > « Values -

26.02.2017 HR Strategy 8



2. Efficiency of HR Organization / Reorganization HR

v
a
|
ul 30% Transformation 70%
e
70% 10% HR
strategy
c
o 20% HR
< core process
t consulting
s
70% HR

administration

M & -0 <

Change driven by:

¢ efficiency and dynamics
of processes
¢ intelligent solutions

* cost reduction

HUU“(IH R(,‘S()l!l'(‘.i}

& Management Consulting

S
]

www.J-Schulz.com

20% HR
strategy

40% HR
core process
consulting

40% HR
administration

A transformation of HR management must aim to increase the value added

contribution of HR through a transition from administrative to strategic processes.

26.02.2017 HR Strategy
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2. HR Scorecard as Suitable Tool for HR Management

HU(T‘{IH R(.‘?wOlH‘(‘.C

& Management Consu 1)

www.J-Schulz.com

<
]

Increasing Compensation Stronger presence with
attractivity as systems based on customers (conventions,
employer performance and trade fairs, universities)

market salaries

Improved
Prices in line with

Corporate Culture
market

Recruit, develop, H
support and retain uman
highly qualified staff Capital

Increased

Increased
productivity of HR

Finances

flexibility of labour

Processes
Transparent, Compensation Stronger presence
efficient processes systems based on with customers
and services performance and

market salaries

26.02.2017 HR Strategy 11




2. Personalcontrolling

T

=  Competences / skills
*  Personnel costs

=  Commitment,
engagement

= Staff structure

*  |ntensity of costs

= Customer satisfaction
= Cycle times

= Staffing intensity

=  Cover degree of

H\H"‘(Hl R(“-Olil'l;(_‘f--

& Management Consu

www.J-Schulz.«

a

2Oom

*  Value added per
employee

= (Cash value added

= (Cash flow per employee

Turnover performance per capita indicates

staff potential and potential for growth

HR Strategy



2. HR Risk Management H”" o .

iagement ( 15U

MM

www.J-Schulz.«
* Recruitment risk * Adjustment costs
* Retention risk * Staff development costs
* Risk from a personnel reassignment * Labour costs

* Portfolio risk * Law against discrimination
* Job change risk » Directors' / officers' liability
* Risk from a new appointment * Privacy / data protection

26.02.2017 HR Strategy 13
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3. Overview - Analysis and Diagnostics

HUT an R( sOources

Mana gement Con

vw.J-Schulz.com

HR diagnostics analyses and evaluates strengths, need for development and potentials of
c employees.
0
§_ In order to optimize performance, this process requires individual products and strategies
g which cater to the customer's needs.
0]
— The customized application of all measures and its detailed and careful evaluation are as
crucial to this approach as is the appreciation of all parties involved.
Ideal matching of individual competences and job requirements specific to our
company.
Fy
= Backs and validates HR decisions; supports strategic realignments.
e
=
Constitutes the need for staff development and target agreements.
Solves and / or prevents problems and underperformance.
26.02.2017 HR Strategy 15




3. Management Audit - Goals

Management
Review

Management
Portfolio

Management
Development

HUT an R( sOources

Mana gement Con

vw.J-Schulz.com

* Definition of management as controlling tool
* Analysis:
Do existing management skills and competences meet the

requirements of the new strategy and / or current processes of change?

* Feedback for executives on individual strengths and weaknesses

* |dentification of top performers and underperformers

* Identification of executives whose performance can be improved through
coaching and support

* Advice and recommendations for development on an individual basis

* Communicating new guidelines and values (dealing with new requirements)

26.02.2017

HR Strategy 16



3. Management Audit - Goals Human Resources

& Management Consulting

www.J=-Schulz.com

Operative Executive Development

* |ndividual profile of strengths and weaknesses based on competence model
=  Personal benchmarking / assessment

= Potential statement for responsibility levels and function breadth

=  Personal development plan

= |ntensive feedback

Strategic Executive Development

= |dentification of integrated need for staff development

=  Benchmarking management performance against competitors and best-practise companies
=  Matching company strategy / core competences with executives' qualifications

= Defining strategically relevant and value-based fields of staff development

Succession Management

= Qverview of executives based on performance and potentials: HR portfolio

= |dentification of high potentials for horizontal at the target and management pools
=  (Creating a list of potential successors for positions crucial to the company's success
= Assessment of professional mobility and readiness to change

26.02.2017 HR Strategy 17



3. Management Audit

Division-Based Profiles of Strengths and Weaknesses

Problem-solving
skills

Leadership skills

Motivational
structure

Management
skills

Analytic skills

Conceptual and decision-making skills
Creativity / flexibility / innovation
Focus on action / processes and results

Team leadership

Goal management

Ability to convince
Appearance / impression
Empathy / social flexibility

Motivation to perform

Energy and ability to work under pressure
Ambition / self-confidence

Readiness to change / flexibility
Commitment / sense of responsibility

Professional skills / range of experience
Entrepreneurial spirit / focus

Strategic competence

Customer orientation / business partnership
Internationality

1
O
O
O
O
O
O
O
O
O
O
O
O
O
O
O
O
O
O
O

OO0O0O00 [OO0O000 | OOO0OO | OO00O0 »

OO0O000 {00000 | OOO000|O000 w

00000 00000 OOO0OO OOO0O »

Human Resources

& Management Consulting

www.J=-Schulz.com

Company A, .
Division X

Company A, O
Division Y

Company B, O
Division X

Company B, @
Division Y

O0000 O0000 OO0OOO OO00Q w

26.02.2017
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3. Management AUDIT — Example: HR Portfolio

=
-~
=
()
-
O
Q.

Below average

Average

.
>

Next level soon

Next level
in~2/3vyears

Same level,
extended or new
function / position

Talents

Same level,
same function /

position in future Problematic

Cases
(10%)
Overburdened

Above average

Stars
(9%)

Top Performers

(potential further
development)
(23%)

High Performers

(46%)

HU(T

WA\
‘I“l ‘!21 \‘I .

1

e

1an R(,‘?w()l!l'(‘.i}f-.

1t C

onsulting

J-Schulz.com

=

Elevation per level & enterprise aggregation

>

Competences

26.02.2017 HR Strategy
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3. Managerial Grid Model

Human Resources
Behavioral Leadership - by Robert Blake and Jane Mouton & Management Consuiting
www.J-Schulz.com

(1,1) Managers have low concern for both people and production.
Managers use this style to avoid getting into trouble. The main

High l (9.9) concern for the manager is not to be held responsible for any
9 e (1.9) Team ® mistakes, which results in less innovative decisions.
Country style Features 1. Does only enough to preserve job and job seniority. 2.
8 club style Gives little and enjoys little. 3. Protects himself by not being noticed
by others.
e
%_ sk (1,9) This style has a high concern for people and a low concern for
3 production. Managers using this style pay much attention to the
; sh (5..5) security and comfort of the employees, in hopes that this would
b= Middle-of-the-road style increase performance. The resulting atmosphere is usually friendly,
E s but not necessarily that productive.
5
© 3p (5,5) Managers using this style try to balance between company goals
and workers' needs. By giving some concern to both people and
2p (9.1) production, managers who use this style hope to achieve acceptable
(1.1) e e performance.
1p ¢ Impoverished
style perish style
Low PR A S T S N R (9,1) With a high concern for production, and a low concern for
Low 1 2 3 4 5 6 7 8 9 High people, managers using this style find employee needs unimportant.
Concern for production Managers using this style also pressure their employees through rules

and punishments to achieve the company goals.

(9,9) Managers choosing to use this style encourage teamwork and commitment

among employees. This method relies heavily on making employees feel as a
constructive part of the company

26.02.2017 HR Strategy 20



3. Seven Different Management Styles ey~ e—

by David Rooke and William R. Torbert (Harvard Business) B
W .‘zv‘.'n‘n‘,'_J-S Chulz COI

g 9 Successful in
Leadership: | Characteristics:
usiness unit

Principle and characterless behaviour, I-obtained;

n

Opportunist . G e e 5 No

manipulative, "Power creates right
: Avoid the open conflict; claim to be part of it;

Diplomat P y ) P ! 19 No
follow group bases, seldom provide trouble
Steer by logic and experience;

Expert ey g : p. ; : 38 Low
strive for a rational efficiency

. Accomplish strategic goals; teamwork;

Man of Action : P gice ) : : 30 %
bring management duties and market requirements into harmony
Connect competitive personal action logics and the action logic in the

w : enterprise;

Individualist i - 10 .=
create unique structures to compensate deficits between strategy and
individual performance
Change of the enterprise and the employees generates;

Strategist mutual exchange, attention and vulnerability as powerful instruments 4 -
both short use and in the long run

: Generate social change;
Alchemist 8 1 it

integrate a material, spiritual and social change

26.02.2017 HR Strategy 21



1; Significance of HR
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6. Change Management
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8. HR-IT

0. Interim Management

Human Resources

& Management Consulting

www.J-Schulz.com
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4. Overview - Management Development H

Description

Utility

uman Resources

& Management Consulting

www.J-Schulz.com

,Added value through the development of people”

Management development is responsible for the conceptual design and implementation
of development programmes with a focus on value added.

We ensure the actual and sustainable applicability of all development through a prior
analysis of the area of development as well as the systematic definition of goals.

We make the success of our programmes measurable.

Integrated solutions consider the company's situation, environment and requirements.
Strategic connection of development programmes with individual and corporate goals
Creating a strictly customer-oriented learning process which caters to individual needs.

Intensive coaching / mentoring throughout the development process with a focus on
sustainability, engagement and commitment.

Established measures ensure the practical relevance and applicability of developed skills
and knowledge. Every development process is documented and its results quantified.

26.02.2017
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& Management Consulting

www.J-Schulz.com

4. Integrated Development Programmes

Target definition

How to support employees and
executives purposefully and on an

) individual basis?
Evaluation P
How can potential measures \
and actions be evaluated? Development of programmes

How to design lasting and
v efficient development

programmes?

Transfer safeguarding \</ Implementation

How to ensure the transfer of newly

acquired skills and knowledge into Which components and modules ensure a
regular workplace practice? target-oriented implementation?

Organizational factors <:> Individual factors <:> Tasks / goals

= Visions, values » Assessment centre results = Job descriptions

» Organisation's goals = 360° feedback * Job analysis

= HR goals = Production reports = Market requirements
® Cultural analysis = Supervisory feedback

26.02.2017 HR Strategy 24



4. Foci of Training and Development

Change management

employees

management tool
Intercultural management —

diversity as a chance

Motivation: Support and challenge

Direct dialogue with employees as

Management skills

Project management methods and
techniques

Efficient chairing of meetings

Efficient visualization and
presentation

Rhetorical / presentation skills

Lead and manage by example

& Management Consu

HU(T‘:(IH R(.‘Fw(’)lll'(‘.i)f{,

www.J-Schulz.com

Social skills

Social competence

Successful communication

Conflict management: detect and
solve conflicts efficiently

Mediation for / by executives

-------------

Personality Team development

Rhetoric Customer oriented behavior Top team management —
Body language Winning pitches | create and collectively lead
Emotional intelligence Winning pitches Il powerful

Work-life-balance Training for key-account-manager teams

Manage and lead teams

Keep integrity Negotiation techniques

Lead virtual teams

Team training

26.02.2017 HR Strategy 25



4, Integrated Development Programmes

Example: Leadership Development

& Managemen

HUY“‘(IH R(“,w(_)l!l'tli_\f-.
& Consulting

www.J-Schulz.com

Defining the Networking Change Strategic tools
status quo management
Online self- P?rsonalit.y and Conflict X Communication in
assessment impression managemen change
Leadin :
Interview / Perso‘nal - Iemeita ' PI'OJE(.It
case study working P ry integration
tools teams management
360° Feedback Work-life-balance International Case studies
management
Special
training Executive
= Individual .
circle
Coaching
/ coaching
Selective projects
26.02.2017 HR Strategy 26



4. Executive Coaching — Layers and Contents

Professional Coaching

= Mentor chosen from within the
company or
experienced external advisor

= Goals for development are defined
= Regular exchange of experiences

= Key situations are prepared and
reflected upon

® Coaching based on company
networks

Behavioral Coaching

= Analysis of strengths and weaknesses

» Feedback in important job-related
situations

* |ndividual training

Human Resources

& Management Consulting

www.J-Schulz.com

Professional
skills

Behaviour
competence

® Self-assessment
= Analysis of personality structure

Personality » Reflection, change, motives and

attitudes
* Live balancing

* Dealing with relevant points of
conflict / hindrances

Personality Coaching

® Preparation for key situations

Management
skills

Dealing with
key situations
successfully

= Common processing in the job
routine

26.02.2017 HR Strategy
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0. Interim Management
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& Management Consulting

www.J-Schulz.com
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5. Overview - HR Development Tools & Systems Hum:m Resources

& Management Consulting

www.J-Schulz.com

g = The development of key skills is supported and endorsed by integrated HR development
:-g_ tools and systems in line with the company's strategy
—
§ *= In its key position, strategic competence management serves as the basis for succession
a management, corporate education management and performance management.
= Only through strategic competence management a company can successfully meet the
challenges of a competitive corporate environment and effectively operationalize it’s key
characteristics.
£
= = Based on a competence programme and the professional requirements of each job
>

cluster, company-wide and transparent standards can be defined for recruitment,
personnel development and compensation.

= Thus, HR management becomes a systematic, integrated and strategy-led process.

26.02.2017 HR Strategy 29



5. Putting Into Action - Staff Development Strategies

Company Goals

an Rf‘ ource

nage |

N.J Schulz com

Hu

» HR marketing
- graduate recruitment
- guidelines for conventions
- web site
» Analysis of potentials
- Interview guidelines

- Assessment panels

- Development center

Career advancement
concepts

» Horizontal career planning |
» Vertical career planning

» Succession management

» Executive career

» Expert career

B — ]

Competence
Model

Programs

» Executive development |
» Executive development Il
» Conversations with HR-M
» Team programs

» Trainee programs

» Academy | - Il

» English / New Horizons

» Internal education

Qualifications

-

» Education / job training

# Further education
- analysis of need for further
education
- guidance communication
- management methods and
techniques

» Change management

e — |

Leadership Quality

» Agreements on objectives

(variable compensation)
» Basics of leadership and
cooperation (team)

» Feedback from superiors

26.02.2017 HR Strategy
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5. Implementation of HR Development Strategies

Significant Master Processes

v
v
Q
(&)
O
—
Q.
-
=
Q
=
o
=
| -
Q
a.

Interval Process

Succession
management

Competence
management

i N

Succession plan

(

Appraisal

A

Pool
management

\

/

a

.

Operative
competence
management

\

H'\H".Hl R‘.“-!)lfl

agement Consu

www.J-Schulz.«

/

4

\

Recruitment
and staffing

-

Strategic
competence
management

4

"CeS

19

LM

26.02.2017
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5' PI'OCESS: H'\H".m R(“-!)l?l'l,_‘.i"?~.

Succession Management for Top and Key Positions o ‘
www.J-Schulz.com

ement Lon | 19

Save crucial competences Maximising the influence of the talent
Focus on ,,most vulnerable” business fields / Overview of the talent landscape
divisions
Succession management strategies must blend Focus HR development in order to
in with general company strategy maintain / improve ROI

Succession management processes usually follow a set of clearly defined goals

Overcoming obstacles Faster development of executives

Matching supply of and demand for executives

|dentify necessary changes in executives’

behaviour Calculating short-term risks of challenging

cases of development against possible long-

Prepare executives for the organizational term advantages

challenges related to the , next step”
Company-wide mobility of talent

26.02.2017 HR Strategy



Hu

5. Process Follow-Up Planning Top and Key Positions '~'” R“ sources

Competence model and orientation profile

Problem-solving skills Strategic analysis of
R [Pty s 4 potential development
O Quality of concepts and decisions
O Creativity / Innovation

O Task and goal orientation

Individual analysis
of potential

Leadership skills
development

O Ability to motivate
O Goal management
O Ability to convince
O Assertiveness

Components of

O Cooperation / integration Succession Pool

Motivation structure (n-2, n-3)
O Achievement motivation

development

O Dynamics and capacity

O Studying and change readiness Development programmes o

: : e )
O Commitment / sense of responsibility employees are] Eoerir s

High Potential Pool

Management structure

O Special competence / experience Selective training

spectrum & coaching
O Entrepreneurial intellect
O Strategy competence Basic
Q Yield management trainings
O Internationality

26.02.2017 HR Strategy 33



5. Process: Strategic Competence Management Human Resources

& Management Consulting

www.J-Schulz.com

Validation of key positions

Job Profile:

CEO
Board

Top 10

4 Rogmens

Hierarchy level 2 years of experience

l Leadership
Task |

Task I

Hierarchy level

Non executive functions level

26.02.2017 HR Strategy 34
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6. Change Management

F 4 Compensation
8. HR-IT
0. Interim Management

Human Resources
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6. Overview - Change Management H“”""'” Resources

& Management Consulting

n

WWW. J -S C hu lz COI

= Change management comprises all measures necessary in order to initiate and  realize
new structures, systems, strategies and behaviour.

= We employ an integrated approach which adapts to the respective type of change,
combining various strategic, structural or employee-oriented approaches.

Description

= Professional change management improves efficiency by

— increasing the commitment of all parties involved

— improved overall coordination and supervision of all projects

Utility

— transparent communication
— efficient project management

— strategically interlinked projects

26.02.2017 HR Strategy 36



6 TOOlbOX Human Resources

Managemen

«——— Analysis >« Concept > < Implementation -
. D .|agnose and Definition Analys.ls Development of : :
initiate necessary of possible Implementation Review

of goals change strategy
change processes effects
Toolbox >

Tools: Collective / HR Development Communications || Evaluation

Individual group development measures .

analysis analysis tools FChangs poHals » Feedback

»Team i systems
» Audits » Engagement » Compensations development » Media / events
surveys & Benefits » Barometer of

> 360° » Coaching # Road shows culture / public
Feedback # Cultural » Competence option

analysis management » Cultural #Change

» Interviews development navigation

» Employer # Leadership
branding methods & # Cascading
systems

26.02.2017 HR Strategy 37



6. Development of Corporate Culture and Visions

(Culture Fit™-Model)

Job Orientation

1an R‘..‘\()U"CCH

HU(T

agement Consulting

J-Schulz.com

'I“‘l 1‘1". \‘A\‘r 9

Employee Orientation

Focus: Getting the job done. Interested in co-workers

Employee‘s view

only with regard to their performance.

Focus not only on employee’s performance but also on his / her
individuality

Process Orientation

Result Orientation

Performance Focus: How is the job done? Efficient processes and The result is most important. Focus on what is achieved,
Orientation instructions are most important not how it is achieved.
Company Orientation Task / Job Orientation
ldentity Employees primarily identify with their company Employees primarily identify with their jobs and tasks.
Open System Closed System
Different characteristics, opinions and styles of Certain characteristics, opinions and styles of communication
Openness communication are appreciated. New employees are preferred as they blend in with the corporate culture.
soon feel comfortable. New employees usually take part in extensive training and
orientation programs
System Level Responsibility
- Actions, results and procedures are developed and Individuals, teams and smaller business units are
Controlllng checked by the company. responsible for their own actions, procedures and results.
Normative Pragmatic
Flexibili Employees adhere to standards and instructions which Standards and procedures are applied with a view to
EXIDI Ity have produced satisfactory results in the past the desired result in order to fully meet the client’s expectations.
26.02.2017 HR Strategy 38




6. Development of Corporate Culture & Mission Statements

Core strategy

Hu

1an Rf‘ sources

It is our mission to be the world's best (leading)
strategic and multidisciplinary provider of services and solutions

We are a values-driven company, relying on a system of shared beliefs to determine how to the best serve our clients,
support our people and aspire to leadership as a firm. These performance standards represent non-negotiable minimum
standards of behaviour to help us promote and live by our values.

Mission statement & concepts

Serve our clients

¢ Qur client relationships must founded on mutual respect and we will withdraw if such a relationship cannot be achieved.

* We will only accept excellence in both client service and the quality and supervision of work; we will not settle for competence alone.
* We will only work for clients who are willing to compensate us at levels that fairly reflect the value we deliver.

Support our people

* Our people will receive career development, guidance, counselling and feedback on their performance.

* We will be rewarded through a fair and clearly communicated compensation scheme

* We will avoid and be intolerant of disrespectful behavior among our people, even toward those who choose to leave the firm.
* We will always act as team players within a collaborative corporate culture.

Aspire to leadership

* The primary accountability of a manager will be team success: Individual contributions will be of secondary importance.
* We expect our achievements to be fairly recognized and our ideas to be encouraged throughout the company.

* We are committed to helping our employees achieve a healthy balance between their business and private lives.

26.02.2017 HR Strategy 39




6. Consulting and Sales Powering
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(2)
Preparation> Kick-off

Analysis

Implementation of goals / validations

Designing of general and >
Detailed concepts

Regional Kick-off Event

Monitoring of progress and optional subsequent
Measures to support implementation

.

v

v

h 4

Support for regional managers through
optional internal coaching sessions

Firming-up of concepts Development of structured Event design for Strategy _§
i uidelines for HR interviews Workshop / Toolbox o
Process design e I ' ' P/ Optional external support by external §
l * advisors: derivation of indiv. feedback v
o
T
DeAveIc.>pment of s.tructu.red Strategy Workshops for Qualification of regional mangers as g
Development of guidelines for guidelines for HR interviews Area Teams process managers -
S w
Staff Interviews Financial perspective Individual analysis : i ]
Management of supraregional o -L;
— discussion groups to generate 2 2
Definition of markets Development and best-practice approaches i
and evaluation of implementation of = %”
ca v -
Briefing and Qualification of competition strategy Expert support in cases of professional & 2
Process managers ¥ issues o E
Identification and Individual derivation ko
evaluation of potentials of measures Introduction of semi-annual interviews o E
4 » in order to monitor development é_
Kick-Off event design Identification KPIs and Development of a progress v
a compet. perspective business plan o
o Establishing regular events like u
\ | Kick-Off etc. T
v 8
Definition of a binding 5-year strategy with a strong focus on regional market data Ly Optional development of relevant &
and other determining factors incentive schemes and mechanisms
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6. Post Merger Integration

Example: Change Scorecard

Financial aspects

Potential for synergies and cost
reduction
Development Shareholder Value

Integration costs

Company A
= Strategy
* Culture

Internal perspective:
Processes

Speed of process integration
% administration- / service

employee

HU(T

iagement Lon

WA\
‘I“l ‘!21 \‘I .

Customer perspective

Benefits from merger for relevant
customer groups
Intensity of customer care

Customer satisfaction

Integration

Company B
=  Strategy
= Culture

Educational and development
perspective

Commitment of employees

Staff turnover top performers

Improving competence fit

1an R(,‘?w()l!l'(‘.i}f-.

J-Schulz.com

Documentation level of processes
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1; Significance of HR

X HR Strategy & Organisation

3. Diagnostics

4, Management Development

5. HR Development - Tools & Systems
6. Change Management

7. Compensation

8. HR-IT

0. Interim Management

Human Resources

& Management Consulting

www.J-Schulz.com
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7. Overview - Compensation HU”‘*(I” R(.‘HO[“ICCE

& Management Consulting

www.J-Schulz.com

Integrated performance management aligns all its tools, systems and programmes with the overall
goals and strategies of the company.

8 It increases the value added to the corporation by combining the general system of compensation &
'g_ benefits with target agreements and performance-based compensation.
=
= Gearing management and controlling processes towards the realization of predefined strategies and
3 goals.
Coaching, training and systematic development of professional competence.
Performance and success become measurable and controllable through the collective alignment of all
management tools.
,4? Counterproductive elements of individual systems and tools are eliminated.
=
- Management efficiency is boosted by linking 'hard factors' and 'soft factors' in management and
controlling processes and a harmonious combination of financial incentives and individual
performance management.
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7. Total Reward Framework

& Management Consu

Transactional (tangible)

Base Pay
Annual Bonuses
Long-term Shares

Pensions
Holidays
Perks
Flexibility

HU(T‘:(IH R(.‘Fw(’)lll'(‘.i)f{,

g

www.J-Schulz.com

TD“ Profit Sharing Benefits c
-D 3
© =
= ) : o
= Learning & Development Work Environment o

Recruitment Organisation Culture

Training Leadership

On-the-job Learning Communication

Performance Management Involvement

Career Development Work/Live Balance

Succession Planning Non-Financial Recognition

Relational (Intangible)
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7. Integrated Performance Management

* Development of integrated target systems
* Development of a Balanced Scorecard
* Value-based HR Controlling

E * Increase in value through
value driver management

and controlling the key

* HR Strategy
* Coaching

* Competency Managemghit
* Diagnostics / Training

performance indicators

HLHH?IH RE’SOUI'CE‘S

& Management Consulting

www.J-Schulz.com

* Total Compensation

* Short Term Incentive
Systems

* Long Term Incentive
Systems

* Value-based target

management process

Value Based
Management

* Management process geared
towards value-based Individual -
implementation of strategy Performance Comper.\satlor?

* Analysis and development of Management scheme / incentive * Incentive schemes focused
required potentials, skills and on optimization of Key
behaviour Performance indicators and

their further improvement
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Human Resources

7. Linking Target Systems and Variable Compensation

& Management Consulting

www.J-Schulz.com

Management System IPMP

Management
Perspective Target System Bonus System

Compensation Scheme

Finance ) Financial Targets \ Level of goal
IPMP Target | achievement
Agreements
Company 10
Customers
* Derivation of \ Goals % <
ts Division Goals . _ g.
« Business Unit Business Unit 70 g_
Processes Goals | Goals % ™
¢ Individual Goals/ 8
rocass / Quality / Service Targe from the IPMP hdindiia] 20 <
® Target System
é ‘ Goals %
Potentials
Qualification / Competence Targets Base pay
46
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7. Integrated Performance Management Human Resources
s ') A.'h,‘,]' ment .on | [*]
com

www.J-Schulz.«

Vision

Mission Statement

Core Strategy

Guidelines
Company

Goals

Company Values

Balance Competence
Goals

Bonus
Scorecard Model
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7. Value Based Job Grading

www.J=-Schulz.com

Human Resources

& Management Consulting

to the company's success and value creation

Value Based Job Grading measures the total contribution of a position

Criteria for evaluation Positions in the company

Assignment to

management level

How does the position contribute to

e
(&)
the company's strategy? &
Q
Q
ad A Qo
How does the position contribute to = 9
R 2 =0 @
the managgment and optimization s g; &
of value drivers? 3w
= 3
W a
>

How does the position contribute to
the development and management
of business processes?

Process
effect

How significant is the position's
leadership dimension within the
company's organisation?

Management /
Leadership

Which special communication effect
have the position?

Communications /
Internal culture

v’ Range of
job titles

v Compensation
ranges

v Compensation
schemes

v Company car

v’ Corporate
pension
scheme

v etc.

LO
L1
L2

L3

L4
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7. Comparison Of Compensation And Benefits Human Resources
(Analysis' Benchmark) & Management Consulting
www.J-Schulz.com

Individual positions are compared with
the market and benchmarked.

An overview of the current market market
situation is created. g Q

The position of the company's

compensation schemes in competition is

documented. & /3
Guidelines for a trend-setting and

attractive compensation policy are
developed.

~ Gathering ™.

~ Specification of ™ . . / : - Definition of
’ P : B _// information on /~ Benchmarking: \-\ £ , i \-\
/ reference functions, f o \ f : l. company's position /
l I, competitors | | Current compensation /| . : n
and / \ . \ . recommendations for /
Wiigiicd : 4 compensation / \ market data / )
examination circle 7 _ B _ compensation
& = ~_ Schemes -~ e <9
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Human Resources

& Management Consulting

www.J-Schulz.com

1; Significance of HR

X HR Strategy & Organisation
3. Diagnostics

4, Management Development

5. HR Development - Tools & Systems

6. Change Management
F 4 Compensation
8. HR-IT

—> 9. Interim Management
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9. Interim Management Human Resources

http://en.wikipedia.org/wiki/Interim_management & Management Consulting
www.J-Schulz.com

Interim management is the temporary provision of management resources and skills.

Interim management can be seen as the short-term assignment of a proven heavyweight interim
executive manager to manage a period of transition, crisis or change within an organisation.

In this situation, a permanent role may be unnecessary or impossible to find on short notice.
Additionally, there may be nobody internally who is suitable for, or available to take up, the position in

question.

Uses of interim management; there are a number of different business situations that could result in
the need for an interim manager.

Typically these could be situations such as crisis management, sudden departure, illness, change
management, managing change or transition, sabbaticals, mergers and acquisitions, and project
management.

The functions of an interim manager are almost endless, thus the scope of an interim managers skill
set is quite unique.
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9. The interim management value proposition Human Resources
http://en.wikipedia.org/wiki/Interim_management & Management Consulting
www.J-Schulz.com

There are several factors that make the interim management offering increasingly popular and cost-
effective to client organisations. These factors are characterised as a ‘value proposition’ that interim
managers offer to their clients.

1. Return on investment. Interim managers add value by using their skills and expertise to help deliver
an outcome, solution, service or mitigate risk that provides a meaningful ‘return on investment’ to a
client. Interim managers are paid on the understanding of goals and objectives being performed and
delivered, and not simply on the basis of attendance.

2. Speed. Interim managers can be in place within days as opposed to weeks or months which is
essential when time constraints are paramount. Being practiced in engaging promptly with the
situation, they become effective quickly upon joining a client organisation. Because of their
experience and expertise, interim managers also conduct and complete assignments effectively and
with due speed.
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9. The interim management value proposition Human Resources

http://en.wikipedia.org/wiki/Interim_management & Management Consulting

www.J=-Schulz.com

Expertise. Interim managers typically operate at a senior level in the client organisation, often being
sensibly over-qualified for the roles they take on. They often bring skills and knowledge not
otherwise in place, to address a specific skills gap or problem. Their experience and expertise
enables them to be productive and make a noticeable impact from the outset, maximising the
likelihood of success.

Objectivity. Unencumbered by company politics or culture, interim managers provide a fresh
perspective and are able to concentrate on what's best for the business. Being independent
operators, they are able to contribute honestly without constituting a threat to the incumbent
management team. Not being part of a larger business they are not pressured to unnecessarily
extend their assignment.

Accountability. Rather than taking on a purely advisory role, interim managers are managers who
will take responsibility for and manage a business or project in their own right. They expect to be
held accountable for results and by being instrumental in an assignment’s successful delivery, They
give clients the peace of mind that the interim manager has stewardship of the project in hand.
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9. The interim management value proposition Human Resources
http://en.wikipedia.org/wiki/Interim_management & Management Consulting
www.J-Schulz.com

6. Effectiveness. Operating at or near board-level gives interim managers the authority and credibility
to effect significant change or transition within a company. Unlike a ‘temp’, they're not just there to
‘hold the fort’. They actively add value to the client organisation as a result of their expertise and

approach, even when the work and the decisions to be made are difficult.

7. Commitment. Interim managers maintain high professional standards because their future work
relies upon referrals and a successful track record. They therefore have a stake in the success of the
assignments that they undertake. This contrasts favourably with other ‘temporary workers” who
may also be seeking ‘permanent employment’ or simply motivated by a day rate or extending their
tenure.
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