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21st Century HR

• Centrality of people

• Focus on whole 
systems and 
integrated solutions

• Strategic alignment 

and impact 

• Capacity for change

• Basic personnel functions 

of managing people 

(staffing, compensation, 

compliance, labor 

relations)

• Administrative 

• Regulatory 

(EEO/Affirmative Action, 

Safety/OSHA, etc …) 

•Improve the efficiency of 

HR practices and the 

workforce 

(reeingerineering and 

process centralization)

•Manage labor costs

•HRM metrics

•Employee satisfaction, 

involvement and 

organizational climate

•Support strategy execution 

through people and 

culture

•Emphasis on results

•HR technology systems to 

automate “routine ”
processes

•High performance work 

systems

•Change management and 

OD

•Contribute to 

organization ’s core 

competence

•Design and manage HR 

systems as strategic 

assets

•Create strategic 

alternatives

•Culture change to support 

radical innovation 

Operationally Reactive Operationally Proactive Strategically Reactive Strategically Proactive

• Job and task analysis

• Instructional systems 

design

• Job focused training

• Instructor driven delivery

•Needs assessment

•Individual performance 

improvement with a focus 
on factors outside of 

training

•Alternative methods for 

training delivery (e.g. 

computer based)

•Evaluation 

•Systemic models and 

methods for whole system 

performance improvement 

and performance 

consulting

•Multiskilling 

•Cross training

•Constructivist learning 

approaches

•Performance support 

systems

•Ensuring knowledgeable, 

agile, reflective workforce 

and workplace

•Organizational learning 

and learning organization

•Self -directed learning and 

development (coaching, 

informal learning, etc..)

•Knowledge management 

Operationally Reactive Operationally Proactive Strategically Reactive Strategically Proactive

• Personal development

• Interpersonal relations

• Group dynamics and team 

building 

• Process consultation 

•Sociotechnical approaches

•Market -driven and 

“packaged ” solutions to 

accelerate change

•Assessments to 

demonstrate intervention 

effectiveness

•Strategic, long term, and 
multiple -level change

•Alignment of strategy, 

design, and management  

•Flattened organizational 

designs and collaborative 

approaches

•Organizational 
transformation 

•Whole systems change

• “Inter ” focus 

•Visioning, scenario 

planning, Future Search

•Transorganizstional OD

Operationally Reactive Operationally Proactive Strategically Reactive Strategically Proactive
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!Ruona & Gibson (2004)  
 
1. Increased centrality of people to organizational success 

• Economics 
• Emerging theories 
• High performing organizations 
• Talent trends 
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2. Strategic alignment and impact 
• Premise of HR value (stakeholders) 
• Fundamentally based on organizational strategy (and, thus, customer needs) 
• Demands integrated HR practices focused on value-added agendas 
• Focuses on the path between human talent and competing in the 

marketplace 
• Strategic HRD 

 
 
 
 
 
 
 
 
 
3. Focus on whole systems and integrated solutions 

• Alignment of organizational systems 
• Implementing integrated solutions focused on improving performance 

 
 
 
 
 
 
 
 
 
 
4. Emphasis on culture and change  

• Facilitate change 
• Manage culture 
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