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HR Measurement and HR Measurement and Teenage SexTeenage Sex

1 The reality is that when you finally do it1. The reality is that when you finally do it, 
you are never satisfied.

2 The few who are doing it2. The few who are doing it,
are probably not doing it well.

3 Those who say they are doing it3. Those who say they are doing it,
are probably lying.

4 No one is sure what it is4. No one is sure what it is, 
but they hear that it is great.

5 Everyone thinks everyone else5. Everyone thinks everyone else 
is doing it.









Causal Model: Insurance SectorCausal Model: Insurance Sector
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Participating OrganizationsParticipating OrganizationsParticipating OrganizationsParticipating Organizations

ABN AMRO North America Inc.      
Allstate Insurance Company
AMP Australia

Hartford Financial Services
Hewitt Associates, LLC
Intermountain Health CareAMP Australia                    

AMP UK                           
Andersen Consulting              
Aon                              

Intermountain Health Care        
International Monetary Fund      
Merrill Lynch
National City Corp.    

AXA Client Solutions             
Blue Cross Blue Shield of Florida     
Blue Cross Blue Shield of Illinois / Texas  
Bl C Bl Shi ld f N h C li

Northwestern Mutual Life
Penn National Insurance
PNC Bank
S i B k f U iBlue Cross Blue Shield of North Carolina     

CNA Commercial Insurance         
Equitax
Farmers Insurance Group

Savings Bank of Utica
United Health Group        
Zurich U.S.                      

Farmers Insurance Group
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HC Effectiveness HC Effectiveness -- Revenue FactorRevenue Factor
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HC Effectiveness HC Effectiveness -- Income FactorIncome Factor
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HC Valuation HC Valuation -- Compensation FactorCompensation Factor
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HC Investment HC Investment -- Training FactorTraining Factor
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Quantitative Metric ModelQuantitative Metric ModelQuantitative Metric ModelQuantitative Metric Model
• Voluntary Turnover
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HC Depletion HC Depletion -- Voluntary TurnoverVoluntary Turnover
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CCoorrelatirrelatioonn vs Path Analysisvs Path Analysis
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Path between Age and Obesityg y
+ 0.26 (p < 0.01)

Path between Obesity and Risk of Heart Attack
+ 0 43 (p < 0 01)

Age

+ 0.43 (p < 0.01)

Heart+ 0.26

Obesity

ea t
Attack

+ 0.43Obesity + 0.43



Parsimony vs. Parsimony vs. Predictive PowerPredictive Power

GeneticDiet Fitness

Age

+ 0.13 + 0.19
+ 0.29

+ 0.26 Heart

+ 0.23

+ 0 20

Obesity

ea t
Attack+ 0.20

Obesity + 0.43
+ 0.29



Research Implication IResearch Implication I
Managerial
Leadership

Retention of 
Key People

0.506
0.442

Training &
Development

Human
Capital

Relational
Capital

Human Capital
Effectiveness

0.530 0.326 0.360

Leadership Key People0.442

R2 = 68.2%

e e op e t Cap ta Cap ta ect e ess

Structural
Capital

0.475
0.358

0 751

- 0.337
0.307 R2 = 28.5%

Business
Performance

Employee
Satisfaction

Employee
Commitment

Knowledge
Generation

0.734
0.751

0.327

0.439

0.543
0.491

R2 = 44.1%

Employee
Motivation

Process
Execution

Knowledge
Integration

0.456 0.429

0 430

- 0.372
0.394

0.262

Human Capital
Depletion

0.430
Value

Alignment
Knowledge

Sharing

0.285 - 0.233
R2 = 28.5%



Research Implication IIResearch Implication II
Managerial
Leadership

Retention of 
Key People

0.506
0.442Leadership Key People

Training &
Development

0.530

0.442

Human
Capital

Relational
Capital

Human Capital
Effectiveness

0.326 0.360
R2 = 68.2%

e e op e t

0 751

0.475
0.358 - 0.337

Cap ta Cap ta ect e ess

Structural
Capital

0.307 R2 = 28.5%

Business
Performance

Employee
Satisfaction

Employee
Commitment

Knowledge
Generation

0.751
0.734 0.327

0.439

0.543
0.491 R2 = 44.1%

Employee
Motivation

Process
Execution

Knowledge
Integration

0.456 0.429

0 430

- 0.372
0.394

0.262

Value
Alignment

Human Capital
Depletion

Knowledge
Sharing

0.430

0.285 - 0.233
R2 = 28.5%



Research Implication IIIResearch Implication III
Managerial
Leadership

Retention of 
Key People

0.506
0.442p y p

Training &
Development

Human
Capital

Relational
Capital

Human Capital
Effectiveness

0.530 0.326 0.360
R2 = 68.2%

Structural
Capital

0.751

0.475
- 0.337

0.307 R2 = 28.5%

B i

0.358

Knowledge
Generation

0.751
0.327

0.543

Business
Performance

Employee
Satisfaction

Employee
Commitment

0.734

0 456 0 429
0.439

0.491

R2 = 44.1%

Process
Execution

Knowledge
Integration - 0.372

0.394
0.262

0.430

Employee
Motivation

0.456 0.429

Value
Alignment

Human Capital
Depletion

0.285 - 0.233
R2 = 28.5%

Knowledge
Sharing



Research Implication IVResearch Implication IV

Managerial Retention of 

0.506
0 442Leadership Key People

Training &
Development

Human
Capital

Relational
Capital

Human Capital
Effectiveness

0.530 0.326 0.360

0.442

R2 = 68.2%

Development Capital Capital Effectiveness

Structural
Capital

0 1

0.475
0.358 - 0.337

0.307 R2 = 28.5%

Employee
Satisfaction

Employee
Commitment

p
0.751

0.734

0 439

0.543
0.491

Business
PerformanceKnowledge

Generation 0.327
R2 = 44.1%

Employee
Motivation

0.456 0.429

0 430

- 0.372

0.439

Process
Execution

Knowledge
Integration

0.394
0.262

Value
Alignment

0.430

0.285

Human Capital
Depletion

Knowledge
Sharing

- 0.233
R2 = 28.5%



Research Implication VResearch Implication V
Managerial
Leadership

Retention of 
Key People

0.506
0.442Leadership Key People

Training &
Development

Human
Capital

Relational
Capital

0.530 0.326 0.360

0.442

R2 = 68.2%

Human Capital
Effectivenesse e op e t Cap ta Cap ta

Structural
Capital

0 751

0.475
0.358

0.307

ect e ess

- 0.337
R2 = 28.5%

Employee
Satisfaction

Employee
Commitment

Knowledge
Generation

0.751
0.734 0.327

0.439

0.543
0.491

Business
Performance

R2 = 44.1%

Employee
Motivation

Process
Execution

Knowledge
Integration

0.456 0.429

0 430

0.394
0.262

- 0.372

Value
Alignment

Knowledge
Sharing

0.430

0.285 - 0.233

Human Capital
Depletion

R2 = 28.5%



Government Government –– Health CanadaHealth Canada
Management
Leadership Retention of 

Key People

0.326
Key People

Feedback Human Relational

0.424

0.235

0.809

0.196

R2 = 61.1%

Feedback
Learning

Human
Capital

Relational
Capital

Structural Process0.598

-0.1610.182

0.522

0.376

Training &

0.570
0.567

Capital
Process

Execution 0.282

-0.266

0.454

g
Development

0.603
0.356

0 3980 651
PerformanceEmployee

Satisfaction
Employee

Commitment

Employee
M ti ti

Knowledge
IntegrationKnowledge

G ti0 442

0.328
0.295

R2 = 54.1%0.730

0.3980.651

0.446 - 0.1570.167

Value
Alignment Turnover

Motivation Generation

Knowledge
Sharing

0.135
0.139

0.380

0.442

- 0.352

0.257

R2 = 20.0%



Causal Model: Organization ACausal Model: Organization A
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Causal Model: Organization BCausal Model: Organization B
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Causal Model Causal Model –– Missing LinksMissing Links
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Causal Model: Organization CCausal Model: Organization C
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The Power of LongitudinalityThe Power of Longitudinality
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The Power of LongitudinalityThe Power of Longitudinality
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Longitudinal Causal ModelLongitudinal Causal Model
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Causal Model: Next StepsCausal Model: Next Steps
• QUICK WIN: develop a causal map for your organization p p y g

derived on already existing survey and human capital data 
(e.g., Temperature Check, annual employee surveys, human 
capital metrics)p )

• Larger sample across many more firms / industry groups / 
nations (for bench-marking).

• Longitudinal nature of impacts (i e time lag effects of• Longitudinal nature of impacts (i.e., time lag effects of 
constructs)

• Alternative financial capital measures
• Culture integration, post-merger migration
• In-depth intra-unit analysis (i.e., sub-units, branches, 

locations, subsidiaries, geographical offices)locations, subsidiaries, geographical offices)
• Intermediating effects (i.e., fear, trust, empowerment, health, 

work-life balance, compensation alignment)
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