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HR Transformation Initiative
Background and Context

The University of Alabama engaged an independent consulting firm to conduct an
assessment of the Human Resources functi T

The HR assessment: |

| \

» Included an HR services inventory and ge

analysis, three tiers of future state

opportunities and their impact to the

University, and detailed future state
recommendations |

» Surfaced a need to transigon the Huma -
Resources function from a tactical, reactive
organization to one that is strategic, L
proactive, and enables U?\’s goals y

» Revealed the need to improve several 1By
areas within the function related to A
services, processes, practices, and sys

)



HR Transformation Initiative
Background and Context

In response to the assessment outcomes, The University commissioned an internal
Transformation Team to initiate the HR Transformation initiative

» The Transformation Team, comprised of 18 stakeholders from various organizations across
campus, is charged with meeting regularly to develop a series of recommendations

» The Team’s work and recommendations are aimed at improving the overall quality,
effectiveness, and efficiency of HR strategies, services, programs, and systems

» Sibson Consulting has been engaged to support, and facilitate the initiative and provide best
practice knowledge and guidance throughout the effort
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Project Timeline
Phase 1 and Phase 2 Detailed Timeline

Understand Key
Components of HR
Assessment

Design HR Strategy

HR Governance,
Communication,
Culture, Processes

Redesign HR
Roles, Structures,
and Functions

* Review outcomes from
organizational assessment

* Conduct SWQOT analysis of
HR structures, services,
processes, and
competencies

* Leverage findings to
develop recommendations
for future state HR
organization

* Develop detailed roadmap
for transforming HR
organization

* Undergo formal HR
strategic planning effort

» Elevate HR organization
from transactional to highly
consultative and strategic

* Design a new and
improved HR model that
provides for enhanced
offerings, including
workforce planning,
strategic recruitment and
retention, strategic
compensation and
benefits, and learning and
development

and Technology

* Review and revise HR
governance structure

« Establish communication
strategy for varying levels
and importance of HR
communications

* Undergo formal HR
culture improvement

* Create detailed plans
to support and
implement model that
address new
structures, roles,
services, processes,
technology, and
culture

« Establish timelines, effort
milestones, and * Review and revise HR
implementation plans processes

* Identify change
management strategy

September-January

. Phase2
January-May



Why Does UA need an HR Transformation?

The Team was given an exercise during the meeting to break into sub-groups to answer the
question: “Why does the University of Alabama need an HR transformation?”

The table below broadly categorizes the responses of the sub-groups on this question

STRUCTURE

TALENT

PROCESSES, POLICIES
& TECHNOLOGY

CULTURE

S

* Address the risks
and challenges of
a decentralized
HR function

* Provide campus
stakeholders with
better access to
HR professionals

* Provide more
strategic HR
services

* Address existing
confusion between
AA and HR roles
and services

* Enhance the
University’s ability to
attract and retain
talent

» Better educate,

develop and support
employees at all

levels

Position HR to
support and
accommodate
growth of the
University

* Enhance the skills
and competencies
among HR
professionals

(P —

* Reduce
administrative
burdens on faculty

* Improve efficiencies
and reduce HR
timelines

» Gain consistency in
HR policies and
services

* Improve core HR
processes and
systems (e.g., the
performance
evaluation process)

* Leverage technology
to enhance HR
services

—

* Elevate levels of
employee
engagement and
morale across
campus

* Improve the overall
work experience at

UA better

Align UA with HR
leading practices




The Resulting Draft — HR Vision

Our vision is to transform HR to become a leader and partner in
delivering strategic and consultative HR advice and solutions throughout
the University. HR's vision is to develop and deliver programs and
practices that create a welcoming, inclusive, safe, consistent, fair, and
supportive environment in which faculty and staff feel valued and trusted.

— —
To support this vision, HR will create competitive, consistent, diverse and inclusive recruitment, on-boarding,
talent management, and succession planning processes and practices. HR will enhance services that provide
advancement and growth opportunities across the campus with defined career paths, strong employee
development sk|II development and enrichment programs HR will provide contlnuous support throughout the




To achieve our vision for HR, we must focus on
Foundational and Transformational Imperatives

Our Foundational Imperatives

» We must commit to making sufficient investment in the resources
necessary to transform HR

» We must have strong public support from senior management

Our Transformational Imperatives
» We must make an effective shift to a hybrid HR delivery model

» We must develop and deploy strategies, programs, and investments
that attract talent and that drive high levels of employee engagement

» We must maintain a strong commitment and laser focus on diversity and
inclusion in all employment practices and policies

» We must achieve easy, fast and accurate access to HR information and
services

» We must adopt and implement leading edge technology and data capabilities

» We must develop strong HR competencies in HR professionals
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Communications Plan and Strategy

Create and regularly update a dedicated HR Transformation website that is broadly accessible

Develop and promote a branded name for the HR Transformation project that is easily and readily identifiable

Meet regularly with key institutional groups to update them on the progress of the project and to solicit their input and feedback
Organize at least two open forums within the academic year to receive information and provide feedback into the project
Regularly monitor campus interest in the project and any needs for additional information and respond accordingly

Empanel and empower a communications group to develop and communicate key messages about the status of the project

Create a guiding coalition dedicated to communicating the vision and strategy for the project
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HR Transformation Next Steps
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Finalize the HR model

Update the UA HR Transformation Website

Solicit campus stakeholder perspectives about the future of HR

Develop detailed design elements to support HR Transformation
U Develop HR Strategic Plan

Redesign HR Structure, Roles, and Functions

Review and Revise HR Policies, Processes, and Technology

Elevate and Enhance HR Communication
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Undergo HR Culture Transformation
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