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Optimizing Human Capital Development

What is human capital development?

Is “human capital development” just the latest term for HR or is it really something new? For
Adayana clients, human capital development truly is a strategy for organizational success:

Adayana defines human capital development as the active balancing of short and long-term
business requirements with the career and professional development needs of your
people. This approach to organizational and individual alignment is the result of several key
factors affecting commercial, non-profit, and governmental organizations:

1. Economic pressures force organizations to make undesirable personnel cuts, which tend
to make successful performers reconsider their long-term commitments to any single
organization.

2. Today’s multi-generational workforce has different communication and learning styles,
with sometimes drastically different expectations of their employer.

3. The imminent retiring of the Baby Boomers, though slightly delayed because of hard
financial times, threatens the ability of traditional HR to attract, train, and retain adequate
new talent.

4. Organizations are identifying new employee traits, such as “flexibility” and “optimism,” as
the best indicators for overall success.

Where traditional HR focused on filling the necessary jobs to support an organization’s long-
standing business mission and practices, today’s human capital development emphasizes the
necessary roles, skills, and performance levels desired by both the organization and the
employee. Additionally, HR must work to maintain the ongoing alignment of changing business
needs with employee development and performance support. Figure 1 (below) illustrates the
important alignments between the organization and the individual.
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Figure 1 —Organizational and Individual Perspectives on Human Capital Development
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The Human Capital Development Model
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Figure 2 —Adayana Human Capital Development Model ™

At Adayana, we believe that a successful human capital development approach needs to
address a number of interrelated components. As shown in Figure 2 (above), the Adayana
human capital development model ™ includes straightforward elements such as Business
Strategy, Workforce Requirements, and Learning, but also includes more subtle elements such
as Change Management, Process, and Technology. In our experience, successful organizations
implement programs that address each aspect of the Development Model to some degree.
What varies is the appropriate implementation blend for each client — very similar to an
organization’s implementation of Blended Learning.

Through our work with clients and the Human Capital Development Model, we have identified
many of the key questions that organizations and individuals typically ask of their human capital
development systems:

1. What are the skills and competencies needed by our workforce today and tomorrow;
how close are we now, and how will we address gaps moving forward?

2. Are we supporting and preparing our current workforce to meet the needs of today and
tomorrow, and what steps are we taking to retain the workforce over time?
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Optimizing Human Capital Development

3. Are we appealing to the needs of today’s workforce when recruiting, and are we
providing them with a vision for a successful future and career within our organization?

To answer these questions, we have found that organizations use a combination of new and
traditional approaches in many different disciplines (e.g., strategy, communications, instructional
design, and performance support.) However, a common thread with many clients is the
leveraging of technology in innovative ways to support human capital development.

Optimizing with Technology

Table 17 Applications of Technology to Human Capital Development

Human Capital LMS Social Web Mobile Content Back Office
Development Function Networking Collaboration Development Integration

Strategic Alignment & X X X

Planning

Recruiting & Onboarding X X X X X

Performance Management X X X X X

Succession Planning X X X
Competencies & Job Task X X X

Analysis

Continuous Learning X X X X X X

As shown in Table (above), different technological components can be used alone or in
combination to support a wide variety of human capital development functionality:

Learning Management System (LMS): Used for years to aggregate, deliver, and track
training, leading “Commercial off-the-shelf’ (COTS) LMS are now used by decision makers to
monitor the real-time training and development of staff against predefined competency sets.
With this information, decision makers can project the number and location of personnel who
are capable of attaining the required knowledge, skills, and abilities (KSAs) to address a new
business requirement within a certain period of time. From an individual perspective, LMS can
now give users a vision into their upcoming development plans, and help them visualize their
progress along their current and future career path.

Social Networking: Internet-based applications such as Facebook, Twitter, and Yammer have
had tremendous impact on our culture in recent years, especially for new entrants in the
workforce. Having used similar applications in college and even K-12, younger members of the
workforce have become accustomed to communicating and learning from their peers using
these tools. Today, successful companies are using social networking to reach into communities
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that are unavailable by other means for recruiting, and as a key communication tool among new
and expert performers and instructors in the workplace.

Web Collaboration: The ability to meet virtually and collaborate on document development,
analysis, and solution design applies to almost every aspect of human capital development.
Tools such as Adobe Connect / Breeze and Microsoft Live Meeting enable recruiters to interact
with prospective talent remotely, while also enabling expert performers and instructors to work
cooperatively with coworkers and other participants to practice and assess their new
performance KSAs anytime, anywhere.

Mobile: Perhaps the hottest technological advance in the past several years, almost every
member of the workforce recognizes the tremendous power of mobile support right to the exact
time and place of need. With recent advances in Wi-Fi and PDA and smart phone technologies
(e.g., Apple iPod/iPhone and the BlackBerry), users really have a fully functioning computing
device in the palm of their hand. Providing such mobile performance support to corporate users
gives them confidence that they can access the information that they need, and helps them feel
more successful and secure in their new and upcoming roles in the organization.

Content Development: Traditionally considered part of standard training development, content
authoring tools such as Learning Content Management Systems (LCMS), are now used to
develop Electronic Performance Support Systems (EPSS) and other reference tools for
performers. More importantly, these tools enable business users to develop and modify their
content without the direct assistance of IT professionals. This becomes an extremely powerful
tool for recruiters, trainers, and instructional system designers.

Back Officer Integration: To complete the human capital picture, it is often necessary to
integrate data extracted from traditional back office system components such as payroll and HR.
The elements often enable actual costs to be calculated and tracked regarding recruitment,
performance, and retention — often representing critical information for executives and other key
decision makers.

Human Capital Development and your Organization

Making several of these key technologies available via a central Web Portal within your
organization is rapidly becoming a trend among top-performing companies. Not only can users
access their traditional training components, but they can request online, real-time assistance
from experts and peers, access custom performance support tools (such as decision aids,
calculators, and reference guides), as well as plan out their future development plans within the
organization. Just as organizations are interested in flexible, well-rounded performers that are
able to contribute in many ways, today’s best performers want to know that there are multiple
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options for them to succeed within an organization. Only by providing for the needs of both the
organization and the individual can human capital development initiatives be successful.

Like many things, there are several paths to success. Technology is a great way to make
progress quickly with human capital development, but many of our clients start off slowly and
work their way into more comprehensive and automated solutions over time. Many of our
Adayana professionals are accustomed to transitioning and leveraging existing investments in
process and technology as part of our implementation approach. Please note that significant
progress is possible without a huge initial investment in most cases. For more information about
how Adayana can help you find the proper approach for your organization, please contact
Adayana’s Chief Technology Officer Steve Kerschenbaum at (703) 564-7094 or
skersch@adayana.com.
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