Human Resource Self-Assessment

1.
Does your organization target promising individuals early in their academic career for potential recruitment and development?

Not applicable
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Basic Rating: 1, 2, or 3

No special attempts are made to target or recruit promising individuals early in their academic career; some recruiting occurs with graduating students; human resource recruitment relies on traditional methods, such as campus recruiting, newspaper ads, and responding to the applications of prospective employees; recruitment is specific to a current need rather than future anticipated needs

Moderately Advanced Rating: 4, 5, or 6

Active recruitment occurs on college campuses for professional positions; some internships and coop opportunities are available; participation in career fairs and other events occurs to expose students to your organization

Very Advanced Rating: 7, 8, or 9

A well-developed coop or internship program is in place to attract high quality candidates before graduation; special projects for students to undertake before graduation are sponsored and financed, including graduate school projects; an individual is assigned to work with local schools and colleges and to identify promising young candidates; your company has closely aligned itself with at least six top universities to focus its recruiting efforts

2008-2010 Rating: 10, 11, or 12

Promising vocational high school students are identified in the 10th or 11th grade; students receive financial incentives to further their education and to work for the company after graduation; mentor and apprenticeship programs are sponsored for young employees entering technical fields; your company participates on advisory boards at colleges and universities that provide exposure to promising candidates and fosters goodwill with the institution; employee teams are established to coordinate recruiting and other relationship enhancing activities at educational institutions

2.
Does your organization align current and future human resource knowledge and skill set requirements with your organization’s business and procurement strategy needs?

Not applicable
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Basic Rating: 1, 2, or 3

No special attempt is made to align future human resource requirements with specific and identifiable needs of the business unit; minimal effort has been put forth to identify a desired or required skill or knowledge set for human resources; knowledge and skill set requirements are generic to the profession or activity

Moderately Advanced Rating: 4, 5, or 6

Departments or business units discuss what kinds of knowledge and skill sets are and will be required to support future business strategy needs; recruitment begins to consider the specific knowledge and skills required to support the attainment of future business and procurement strategies

Very Advanced Rating: 7, 8, or 9

The knowledge and skills required to support future business and procurement strategy needs is systematically identified; potential job candidates are evaluated against the specific skills and knowledge required to support future business or procurement strategy needs; employees are assessed against their ability to obtain knowledge and skills critical to future business and procurement strategy needs

2008-2010 Rating: 10, 11, or 12

Future business and procurement strategy needs influence the development of training programs; human resources maintains a current assessment of each employees’ knowledge and skill base that is updated regularly; strategy development sessions include a section on the knowledge and skills required to support the attainment of each strategy; employee professional development plans align with business needs

3.
Does your organization maintain effective two-way communication regarding employee professional development, including career planning, mentoring programs, job rotation, and training that is customized to the needs of the individual rather than generic to the organization?

Not applicable
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Basic Rating: 1, 2, or 3

Minimal formal employee or human resource development activities are practiced; any career or employee development is a function of individual units or managers; no systematic approach exists to mentor or provide job rotation experiences for high potential employees; training is generic to the group rather than customized to the individual 

Moderately Advanced Rating: 4, 5, or 6

Some effort has been put forth to identify or map career path options across various job categories; some assessment of individual training needs takes place; mentoring is recognized across the organization as a valuable human resource development activity, some job rotation experiences are available; policies and procedures are developed to address employee development activities

Very Advanced Rating: 7, 8, or 9

Career paths and professional development plans are discussed by executive management with individual employees; employee evaluations include agreement on a plan for professional development activities; high potential employees are exposed to many parts of the organization through a job rotation program; effective mentoring programs are developed

2008-2010 Rating: 10, 11, or 12

High potential employees are teamed with an executive mentor; employees receive just-in-time training tailored to their individual needs, often through web-based delivery systems; high potential employees are given special (i.e., high profile) projects to develop leadership capabilities

4.
Has your organization structured its compensation and benefits packages to attract and retain the most qualified candidates?

Not applicable
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Basic Rating: 1, 2, or 3

Compensation and benefits packages are perceived as average or below average compared with other industry members; minimal comparisons of compensation and benefits packages are made with external organizations; compensation and benefit packages are rigid and allow minimal flexibility or customization to attract high potential candidates

Moderately Advanced Rating: 4, 5, or 6

Some external comparisons of compensation and benefits packages are made; attempts are made to create an equitable benefits and compensation packages within your industry; compensation and benefit packages allow some flexibility or customization to attract special or high potential candidates

Very Advanced Rating: 7, 8, or 9

External human resource surveys cite the merits of your company’s compensation and benefits programs; executive leadership regularly reviews your company’s compensation and benefits packages; benefits and compensation are recognized as progressive and attractive within your industry; the benefits and compensation package are a primary reason why qualified candidates join your company

2008-2010 Rating: 10, 11, or 12

Executive managers are given the flexibility to customize benefit and compensation packages to attract the most qualified candidates; benefit and compensation packages are routinely benchmarked against other leading firms; an executive committee has been established to set direction and policy as it relates to benefits and compensation

5. Has your organization created a set of performance metrics that provide visibility to the effectiveness of your human resource policies, approaches, and strategies?

Not applicable
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Basic Rating: 1, 2, or 3

Few metrics exist that provide visibility to the effectiveness of human resource policies, approaches, and strategies; no attempt has been made to define through measurement what the business unit is trying to achieve in human resource management

Moderately Advanced Rating: 4, 5, or 6

Any human resource-related measures that exist are lower level, operational, and/or unique to a department or business unit; measurement is primarily internally focused and stresses areas such as employee satisfaction; measurement is not systematic or rigorous; measurement focused on activities rather than results

Very Advanced Rating: 7, 8, or 9

Human resource measures are a combination of external and internal performance indicators; human resource measures link directly to the strategic objectives of the business unit; measurement is systematic and rigorous

2008-2010 Rating: 10, 11, or 12

Executive leaders routinely review a balanced set of human resource performance metrics; measurement quantifies the total value and effectiveness of human resource policies, approaches, and strategies, including training; human resource performance objectives are established through external comparisons and benchmarking

6.
Does your organization have the ability to identify, develop, and retain individuals who appear most qualified to assume future leadership positions?

Not applicable
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Basic Rating: 1, 2, or 3

No special efforts are made to identify or target individuals for future leadership positions; leaders evolve as part of the normal work process; no special consideration is given to developing or retaining high potential individuals who are capable of assuming future leadership positions; no special career tracks or training programs are available for promising future leaders

Moderately Advanced Rating: 4, 5, or 6

Some consideration is given to developing or retaining high potential individuals who are capable of assuming future leadership positions; some efforts are made within management to identify or target individuals for future leadership positions; development of special training programs for future leaders is beginning to emerge

Very Advanced Rating: 7, 8, or 9

Special efforts are made to identify or target individuals for future leadership positions; special career tracks, opportunities, and/or training programs have been developed for promising future leaders; high potential individuals are given team leadership responsibilities to develop their leadership capabilities

2008-2010 Rating: 10, 11, or 12

High potential candidates are given high-profile special projects to develop their leadership capabilities; executive leadership regularly meets with and reviews the development and progress of future leaders; an assessment methodology or process is in place to reliably identify potential future executive leaders

7.
Does your organization actively benchmark its human resources policies, approaches, and strategies against leading organizations within and external to your industry?

Not applicable
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Basic Rating: 1, 2, or 3

Few external comparisons of human resource policies, approaches, and strategies take place; the few comparisons or analyses that occur are internally focused; benchmarking is not a well-established process as it relates to human resource acquisition, development, and retention

Moderately Advanced Rating: 4, 5, or 6

While some external comparisons of human resource policies, approaches, and strategies take place, they are not rigorous or systematic; executive management is beginning to recognize the merits of externally benchmarking its human resources policies, approaches, and strategies against other leading organizations

Very Advanced Rating: 7, 8, or 9

External comparisons of human resource policies, approaches, and strategies take place on a regular basis; benchmarking is linked closely with human resource performance metrics; results from benchmarking exercises are posted on the company’s intranet and reviewed by the various business units

2008-2010 Rating: 10, 11, or 12

Human resource benchmarking is a well-developed and rigorous process; a well-defined set of benchmark metrics has been established; benchmarking results are reviewed by executive leaders and are used to establish human resource policies, approaches, and strategies; company belongs to a consortium of firms that actively shares human resource information and best practices 

8.
Does your organization retool and retrain existing or traditional employees so they have the necessary skill sets to pursue future value-added procurement and sourcing activities? 

Not applicable
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Basic Rating: 1, 2, or 3

Traditional or long-standing employees receive minimal retooling or retraining that is systematically linked to the future needs of the business unit; training decisions and development plans are made by the employee; minimal company-provided training is offered beyond tuition reimbursement; no systematic comparison of current and future needs occurs

Moderately Advanced Rating: 4, 5, or 6

Training is offered that relates to a generic set of knowledge and skill sets that the company has determined are important; at least 40 hours of job-related training is required of each employee annually; executive management is willing to offer training during working hours; all training-related tuition costs are reimbursed by the company

Very Advanced Rating: 7, 8, or 9

Executive leadership recognizes the importance of retooling and retraining traditional or mature employees; training programs have been established, using leading experts to develop and administer when necessary, that elevate the knowledge and skill levels of employees; company maintains a catalog of courses and training options that are reviewed and updated regularly; employees are assessed against their ability to obtain knowledge and skills critical to future business and procurement strategy needs

2008-2010 Rating: 10, 11, or 12

Detailed and regular assessment of employee knowledge and skill sets occurs; training is tailored to the individual needs of the employee and the needs of the business unit; employees receive just-in-time training tailored to their individual needs, often through web-based delivery systems; an annual training requirement for each employee is systematically linked to the current and future needs of the business unit; the effectiveness of retooling and retraining programs are quantified, measured, and reported

9. Does your organization have a policy, approach, or methodology in place to actively recruit high quality or high potential individuals from non-procurement groups or from external organizations? 

Not applicable
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Basic Rating: 1, 2, or 3

Few individuals are recruited from non-procurement or other external organizations; procurement assignments are not viewed as a desirable career path option to non-procurement employees; no systematic approach or methodology is in place to attract high potential individuals from other groups or organizations; minimal recognition exists regarding the value of recruiting from external groups or organizations; procurement is internally focused 

Moderately Advanced Rating: 4, 5, or 6

Procurement functional managers are beginning to recognize the potential benefits of recruiting high potential individuals from non-procurement groups or from external organizations; non-procurement professionals recognize the value of a procurement and supply assignment; procurement participates in job rotation programs

Very Advanced Rating: 7, 8, or 9

A systematic approach or methodology is in place to attract or recruit high potential individuals from other groups or organizations; procurement assignments are viewed as a desirable career path option to non-procurement employees; an opportunity to pursue strategic and longer-range activities motivates qualified non-procurement employees to seek procurement assignments

2008-2010 Rating: 10, 11, or 12

Executive management views procurement and supply career assignments as a valuable part of an employee’s leadership development plan; procurement functional assignments and positions are organizationally on par with other major functional groups in terms of compensation, prestige, and challenge

10.
Does your organization separate tactical or operational personnel, including their professional development activities, from personnel who are responsible for strategic sourcing and planning? 

Not applicable
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Basic Rating: 1, 2, or 3

No separation of strategic and tactical/operational personnel occurs; job assignments include a combination of strategic and tactical/operational responsibilities; training programs do not separate tactical/operational knowledge and skills versus strategic or longer-range knowledge and skills

Moderately Advanced Rating: 4, 5, or 6

Some attempt is made to recognize the difference between day-to-day activities and longer-range planning and strategic activities; professional development for employees managing tactical/operational activities begins to diverge from professional development for employees managing strategic sourcing and planning

Very Advanced Rating: 7, 8, or 9

Separate groups manage day-to-day supply chain activities versus strategic sourcing and planning activities; training and skill development for the different groups is well defined and has content that support the needs of each group; a strategic sourcing and planning career path requires operational assignments

2008-2010 Rating: 10, 11, or 12

Executive leadership recognizes the importance of creating a strategic procurement group comprised of individuals who are capable of taking a longer-term and company-wide view to sourcing; a strategic sourcing process is well-developed and staffed; linkages between the strategic sourcing group and the tactical/operational group are well-defined; a balanced set of performance measures differentiates and promotes the objectives of each group

