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¢ Pre-Discussion Question (Icebreaker)
Before we dive in, kindly share your thoughts in the group:

= “When you hear the word Human Resource (HR), what comes to mind first? Be honest — is
it payroll, hiring, or something else?”

This will help us uncover common perceptions about HR and see how our views evolve
during the training.

Advanced HR Foundations
& Global Perspectives




YOU ARE WELCOME TO CLASS

UNDERSTANDING
HUMAN RESOURCE
MANAGEMENT
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What is Human Resource
Management?

HRM for Today’s Leaders

Hello future and existing HR Managers .}, let’s break it down.

Human Resource Management (HRM) isn’t just about hiring or keeping records. It’s the art and
science of managing people strategically so your organization can actually hit its goals.

Think about it: every stage of the employee journey — from spotting top talent, bringing them

on board %, keeping them motivated ‘=, building their skills 2, to helping them exit
gracefully when the time comes — all sits in the hands of HR.

But here’s the catch « - HR today isn’t admin work anymore. It’s strategy. The modern HR
Manager is a business partner, culture builder, and change driver.

So if you’re stepping into HR leadership, ask yourself:



How do | align people with the business mission?
How do | make employees feel valued while driving performance?

How do | prepare the workforce for the future?

That’s the real power of HRM 1 9.

Don't Delay

HR Today isn’t just about admin work anymore — it’s STRATEGY! i

The modern HR manager is no longer just pushing papers. You are a business partner, a culture

builder, and a change driver — shaping the future of organizations and driving real results.

And because we want you fully equipped for this strategic role, we have prepared something

special foryou! T M

@ All participants who will be receiving their Certificate in Advanced Human Resources

Management & People Development will also get an

exclusive BONUS eBook:



“Top 20 HR Strategies for Modern Organizations” — a powerful resource packed with actionable
strategies to help you excel as a next-generation HR leader.

@ Don’t miss this opportunity to transform the way you see and practice HR. It’s time to lead,
innovate, and make an impact!

#HRStrategy #ModernHR #PeopleDevelopment #KuzangGlobal #HRLeadership

Evolution
of
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Resource

MM}\ Management
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[ THE EVOLUTION OF HRM: FROM PAST TO PRESENT

let’s take a quick trip through history to see how HR has transformed over the years. %’

¢ Personnel Administration (1900s — 1960s)



Back then, HR was all about record-keeping, wages, and enforcing rules. Employees were treated
more as labor units than valuable assets. Think paperwork, payroll, and discipline.

¢ Human Relations Era (1970s — 1990s)

The focus shifted @ — companies began to realize that people aren’t just workers; they’re
human beings. Motivation, communication, and employee welfare became the buzzwords. HR
started to care about job satisfaction.

¢ Strategic HRM (2000s — Today)

This is where you come in 8 . HR now sits at the table with top management. It’s not just a
support role anymore — it’s a business driver. Using data, analytics, digital tools, and global best
practices, HR aligns people strategy with business strategy.

Key Insight for Modern HR Managers:

Your role today is about leading with people, powered by strategy. You’re not just managing

employees — you’re shaping the future of the business. @ ©

A DAY IN THE LIFE OF A NIGERIAN HR MANAGER IN CANADA

6:00 AM — Morning Routine



Chika, a Nigerian HR Manager working in Toronto, starts her day early with prayer and light
exercise. She makes a quick breakfast—boiled eggs and toast, not her usual yam from home. By
7:30 AM, she’s commuting, coffee in hand, listening to Afrobeats and Canadian radio.

8:00 AM - Starting Work

She arrives at the office, settles in, and checks emails. Overnight updates include recruitment
inquiries and a policy change notification. She outlines her priorities for the day: interviews, a
policy review, and a training session.

9:00 AM — HR Team Check-in

Chika leads a short meeting with her HR associates. They discuss hiring pipelines, upcoming
onboarding, and employee engagement survey results. She encourages her team with a Nigerian
proverb, “When the roots are deep, there is no reason to fear the wind,” which makes them smile.

10:00 AM — Recruitment & Interviews

Her first major task is recruitment. She interviews two candidates: one Canadian-born and one
international applicant. She focuses on technical skills and cultural adaptability—always
remembering her own journey as an immigrant professional.

12:00 PM - Lunch Break

She eats the jollof rice she packed from home. A curious colleague asks about it, and Chika
proudly explains Nigerian cuisine. Lunch doubles as a networking moment, keeping her
connected socially within the office.

1:00 PM - Policy & Compliance Review

Back at her desk, she updates HR policies to align with new Canadian labour regulations. She
compares them to Nigeria’s Labour Act and notes how different, yet familiar, they feel with her
background in structured organizations.

2:00 PM - Employee Relations



Chika is called in to mediate a dispute between two employees about workload. She applies
Canadian HR protocols but adds patience and empathy shaped by her Nigerian upbringing. By the
end of the session, the employees agree on a balanced workflow.

3:30 PM — Training & Development

She facilitates a workshop on “Cultural Competence in the Workplace.” Chika shares her own
experiences of moving from Nigeria to Canada, which makes the training more relatable and

engaging.

4:30 PM - Administrative & Reporting Duties

She updates the HR dashboard, finalizes interview notes, and prepares a staffing report for senior
management.

5:30 PM - Wrapping Up

Chika responds to pending emails, organizes tomorrow’s tasks, and logs off around 6:00 PM.

Evening

At home, she calls her family in Port Harcourt, sharing how her day went. Dinner is a mix of
Nigerian plantain with Canadian salad. Later, she spends an hour studying for her CHRP (Certified
Human Resources Professional) exam before calling it a night at 10:30 PM.



Why HR is a
Business
Driver

(Not Just

Support)
=

From Support to Strategy

¥, Quick reality check...

Traditionally, HR was seen as just a support department — handling paperwork, payroll, and

policies in the background. m

But today? %’

Organizations now know that HR directly impacts the bottom line. Every decision — who you hire,

how you train, how you engage and retain — shapes productivity, culture, and profits. i -

So if you’re stepping into HR leadership, remember:
+ You’re not just supporting the business.

= You ARE the business.

Modern HR = strategy + people + results. @



2a.
Talent as a Competitive
Advantage

() Talent = The Real Competitive Advantage

Let’s cut through the noise.

Great companies don’t rise because of shiny offices, big budgets, or clever strategies. They rise
because they have the best people — sharper, hungrier, and more capable than the competition.

Here’s the brutal truth:
~ If you keep hiring average or unmotivated talent, no strategy will save your business.

» HR isn’t about forms and policies anymore. Your real job is making sure the right people are
in the right roles at the right time.

Because at the end of the day, products can be copied, technology can be bought... but great

talent can’t be stolen. That’s the one edge that keeps a company winning. %’



SwiftMove Logistics looked unstoppable. With brand-new delivery vans, a flashy head
office on Victoria Island, and aggressive marketing campaigns, they positioned
themselves as the next big name in Nigerian logistics. On paper, the business seemed

solid. In reality, cracks were everywhere.

Where Things Fell Apart

X Wrong Hires, Wrong Roles

To cut costs (and please a few “man-know-man” referrals), SwiftMove filled key positions
with underqualified staff. Dispatch riders didn't know Lagos routes. Customer service reps
struggled with basic communication. HR assistants lacked any real knowledge of

compliance.

X Average Talent, Poor Results

Deliveries ran late. Packages went missing. Angry customers blasted them on Twitter and
Instagram. Instead of investing in stronger talent, leadership doubled down on
promotions and flashy ads — which only pulled in more orders they couldn’t fulfill.

X HR Reduced to Paper Pushers

At SwiftMove, HR was stuck in the old model: payroll, leave memos, disciplinary letters.
No structured recruitment, no onboarding, no training. Employees felt disengaged,
turnover soared, and morale hit rock bottom.



The Fallout

Within 18 months, SwiftMove lost three of its biggest corporate clients to smaller
competitors who had one thing they didn't: a pipeline of skilled, motivated, and well-
managed people. Today, instead of expanding, SwiftMove is cutting costs and quietly
shutting down regional offices.

) Lesson: Talent is the real competitive advantage. Shiny offices, big budgets, and
aggressive strategies won't save a business that keeps hiring average people. HR isn't
about forms anymore — it's about ensuring the right people are in the right roles at

¢

the right time.

2b.

Reduced Costs

¢ Reduced Costs = Smart HR

HR Leaders 4, let's face it...



Every time the wrong hire walks through your doors, the clock starts ticking — and the
money starts burning. & <

Think about it;

« Job ads and recruitment fees E§
« Interview hours wasted
+ Onboarding and training costs Xk

+ Lost productivity when they leave @

Now multiply that by high turnover. That's millions slipping through your company’s
fingers — not because of bad products, but because of bad people decisions.

~ This is why recruitment and retention aren’t “support tasks.” They're profit protectors.

When you recruit right — bringing in people who fit both the role and the culture — and
when you retain them by creating an environment where they want to stay, you don't just
save costs. You unlock hidden profits.

Here's the brutal truth

Retention isn't “soft HR.” It's one of the most powerful financial strategies a company can
have. Every great HR Manager knows this.

So next time someone calls HR a cost center, remind them:

Effective HR is what keeps the business from bleeding cash.



2c.

Customer Satisfaction

Customer Satisfaction Starts With HR

Let's tell it straight...

Unhappy, disengaged employees don't just quit on you — they quit on your customers
too. =@

And when that happens, service drops, complaints rise, and loyalty disappears.

Now flip the script &

When employees feel valued, supported, and engaged, they naturally give better service.
They smile more, they care more, they solve problems faster. Customers can feel that
energy — and they reward it with loyalty. i @

Here's the chain reaction:
Engaged employees - better service

Better service = happier customers



Happier customers - repeat business & stronger profits

That's why smart HR Managers don't just think about hiring and payroll. They think about
employee engagement as the secret weapon for customer satisfaction.

Truth is: Your customer experience is only as strong as your employee experience. If
you want loyal customers, start by building loyal, motivated employees. &’

Innovation

%’ HR = The Engine of Innovation

HR isn't just about contracts, compliance, and payroll. The best HR Managers are culture
architects. They create environments where people feel safe to speak up, take risks, and
share wild ideas without fear of being shut down.

Why does this matter? Because innovation doesn’t happen in silence. It happens when

people trust the system enough to say, “What if we try this...?"

r Case in point: Google. Their HR (aka People Operations) didn't just manage staff —
they pioneered data-driven HR practices that boosted engagement, empowered



employees, and turned bold ideas into billion-dollar realities. That's why Google isn't just
a tech company; it's a constant innovation machine.

Here's the takeaway for you, future HR leaders:
Innovation starts with people.
People innovate when HR builds the right culture.

HR isn't a back-office function — it's the launchpad for market leadership.

If you want your company to innovate, don't just hire smart people. Create the
conditions for their brilliance to shine. That's YOUR job as HR.

Four Core
Pillars of

Advanced
HRM
—_—

The Four Core Pillars of Advanced HRM

Listen up, future HR leaders — HR isn't “forms and files” anymore. In today’s world, HR is

strategy, influence, and power. The best companies know this: their HR doesn't just
“support,” it drives the business.



That's where the Four Core Pillars of Advanced HRM come in. Think of them as the
foundation that separates average HR officers from transformational HR Managers. ’

These pillars cover the full spectrum of what modern HR really means — from aligning
people strategy with business goals, to shaping culture, driving performance, and creating
workplaces where people want to give their best.

~ Master these pillars, and you're not just an HR professional...

You're the engine that keeps the organization competitive, profitable, and future-ready.

Ready? Let's break down the four pillars that will redefine the way you see HR.

Recruitment & Staffing

Pillar 1: Recruitment & Staffing

Future HR Managers, let's set the record straight. Recruitment isn't just about “hiring
people.” It's about finding the right person, for the right role, at the right time — and
making sure they don't just join, but thrive.



In fact, ask any CEO and they'll tell you: "Getting the right people in is half the battle of
business success.” Because people are not just “workers” — they are the drivers of growth,
innovation, and profit.

The Evolution of Recruitment

Back then, recruitment meant newspaper ads, piles of CVs, and long interview processes.
Slow, manual, and often hit-or-miss. Today? The game has completely changed. Modern
recruitment uses Al, job-matching algorithms, and employer branding to make hiring
smarter and faster.

+ Al filters applicants in seconds, cutting down wasted time.
+ Job-matching algorithms* predict who is most likely to succeed in the role.

+ *Employer branding* positions your company as a place people dream of working in,
even before you reach out.

This shift isn't just about technology — it's about strategy. Recruitment has moved from
being an admin function to becoming a core business driver.

& The Cost of Getting It Wrong*

Here's the harsh truth: poor recruitment is expensive. Every wrong hire = wasted training
costs, low productivity, disrupted teams, and high turnover. Research shows a bad hire
can cost up to 30% of that employee’s first-year salary. Ouch.

And it's not just money — the wrong person can damage team morale, hurt customer
service, and slow down projects. Recruitment mistakes don't just live in HR files... they
echo through the entire organization.

The Power of Getting It Right
But when you get recruitment right, everything changes.
+ You reduce costs by lowering turnover.

+ You increase productivity by placing people in roles where they fit.



« You strengthen culture because you're hiring people who share the company's values.

In other words, great recruitment isn't just filling seats — it's building the human engine

that powers the business.
Key Takeaway for You as an HR Manager:

Recruitment & Staffing is not about "hiring fast” or “filling roles.” It's about strategically
selecting the people who will shape the future of the organization. If you can master this,
you're not just an HR manager — you're a growth architect.

Question for you to reflect on: If you were building your own dream company today,
who would be the first 3 people you'd hire... and why?

Learning & Development
(L&D)

I Pillar 2: Learning & Development (L&D)

Future HR Leaders, let’s talk about something that separates great organizations from average

ones: continuous learning

Here’s the truth & in today’s fast-changing world, standing still = falling behind. Technology is
evolving, industries are shifting, and customer expectations are higher than ever. The only way
companies stay competitive is by ensuring their people are always growing, adapting, and

learning.



That’s why Learning & Development (L&D) is not a “nice-to-have.” It’s a survival strategy. %’

Why It Matters

v Upskilling: Helping employees get better at what they already do. Example: a sales team
learning advanced digital sales techniques.

v Reskilling: Teaching people completely new skills so they can move into new roles. Example:
training a teller at a bank to handle mobile banking systems.

Both are equally important — because sometimes the world changes so fast that yesterday’s
skillset becomes irrelevant tomorrow.

Real-Life Example

Think about banks. Every year, new digital products and services are launched — online banking
apps, fintech integrations, mobile payments. If staff don’t get trained, they can’t sell or support
these services effectively. And if customers feel staff aren’t knowledgeable? They lose trust —
and move to competitors.

So banks invest heavily in constant staff training. Not because it’s “HR policy,” but because it’s the
only way to stay alive in a digital-first market.

& What Happens Without L&D

Companies that don’t prioritize L&D slowly crumble:

v Employees get stuck with outdated skills.



v Innovation dries up.

v Morale drops because people feel stagnant.

v Competitors poach your best talent with the promise of growth opportunities.

Training isn’t just about making people “better at their jobs” — it’s about keeping the organization
itself relevant in the market.

What Happens With L&D

v Employees feel valued because you're investing in their growth.

Vv Productivity skyrockets as people learn better, faster ways of working.

v Innovation increases — when people are encouraged to learn, they’re more likely to try new
ideas.

v Retention improves because employees don’t just work for a salary, they stay for career
development.

Key Takeaway for You as an HR Manager:

Learning & Development is not an event. It’s a culture. Your role is to build systems where growth
never stops. If you get this right, you don’t just develop employees... you future-proof the entire
organization.



Reflection: If you had unlimited budget for training, what ONE skill would you prioritize for
your team today — and why?

Performance & Retention

= Pillar 3: Performance & Retention

Let’s be brutally honest: hiring great people is only half the battle. The real challenge? Keeping
them performing at their best — and making sure they don’t leave.

Think of it this way & recruitment is like planting seeds, but performance & retention is like

watering and nurturing those seeds until they bear fruit. L — @

Why Performance Management Matters

Performance management is not just about annual appraisals or “end-of-year scoring.” In today’s
world, it’s a continuous process built on:

P Goal setting: Clear KPIs & OKRs so employees know exactly what success looks like.



P Coaching: Leaders guiding, mentoring, and supporting employees, not just “managing” them.

P Feedback: Real-time, constructive conversations (not just yearly surprises).

When performance is managed well, employees stay motivated, focused, and aligned with the
company’s bigger goals.

& The Retention Reality

Here’s the hard truth: replacing a skilled employee can cost 50%—200% of their annual salary. <*
Between recruitment, onboarding, lost productivity, and the cultural disruption — turnover is

expensive.

That’s why retention strategies are not just “HR perks.” They’re a bottom-line saver.

What Works for Retention

P Fair pay & (yes, people talk, and underpaying is the fastest way to lose talent).

» Career growth opportunities &’ (if they don’t see a future with you, they’ll find it elsewhere).

P Recognition & appreciation ¢4 (employees don’t just want a paycheck, they want to feel

valued).

» Work-life balance & flexibility @ (modern workers expect it, period).

Example: Companies with strong recognition programs see up to 31% lower turnover rates.
Why? Because people don’t leave jobs where they feel seen and appreciated.



8% Performance + Retention = Stability

When you manage performance and retention well, you create stability. Teams become stronger,
knowledge stays within the company, and employees give their best because they know the
company is giving them its best too.

Key Takeaway for You as an HR Manager:

Performance & Retention is not about pushing people harder. It’s about aligning, supporting, and
valuing them so they stay committed — not because they have to, but because they want to.

Reflection: Think of the last great employee you saw leave a company — what was the real
reason they left? Could it have been prevented?

3d.

Compliance & Ethics

&% Pillar 4: Compliance & Ethics

Let’s talk about something many overlook until it’s too late: compliance & ethics.



While recruitment, training, and retention often get the spotlight, the truth is & without
compliance, an entire company can come crashing down — no matter how talented its workforce
is.

@ What Compliance & Ethics Really Mean

v Compliance: Making sure the company follows labor laws, workplace safety rules, and
government regulations.

v Ethics: Going beyond the law — ensuring fairness, integrity, and respect in how employees are
treated.

It’s not glamorous work, but it’s critical. HR is the guardrail that keeps the company from running
into legal, financial, and reputational disasters.

& The Risk of Getting It Wrong

One missed compliance issue can cost millions. For example: failing to follow workplace safety
standards could lead to accidents, lawsuits, fines, and massive brand damage. And here’s the
kicker: employees will lose trust in a company that doesn’t keep them safe.

In today’s connected world, bad practices don’t stay hidden — one viral post about unsafe or
unethical behavior can destroy years of hard work.

The Power of Getting It Right

When HR champions compliance and ethics:

v Employees feel safe and respected.



Vv Leadership gains trust and credibility.

v The company avoids legal battles and costly fines.

v The organization builds a strong reputation that attracts both talent and customers.

Example: Some of the most admired companies today are not just known for profits — they’re
known for their ethical cultures, transparency, and commitment to doing business the right way.
That’s the HR difference.

Big Picture:

Together, the Four Core Pillars of Advanced HRM — Recruitment & Staffing, Learning &
Development, Performance & Retention, and Compliance & Ethics — keep HR balanced, ethical,
and growth-focused.

They’re not just “HR tasks.” They are the strategic framework that turns HR managers into

business leaders. £’

Reflection: If your organization was audited tomorrow for compliance, would you feel
confident — or nervous?



At DeltaSteel, the HR Manager, Mrs. Adebayo, was respected for her ability to fill roles quickly
and keep payroll running smoothly. But when it came to compliance and ethics, her decisions —
or lack of them — created a ticking time bomb.

HR Manager’s Missteps

1. Ignoring Labor Laws

X Instead of issuing proper employment contracts, she relied on verbal agreements and casual
offer letters.

X She skipped pension enrollment and health insurance, telling management it would “reduce
unnecessary costs.”

2. Neglecting Workplace Safety

X When factory staff complained about broken safety gear, she told them to “manage it for

”

now.

X She failed to organize mandatory safety trainings or report minor injuries to regulators.



3. Turning a Blind Eye to Ethics

X Harassment complaints from junior female staff never left her desk — she chose to bury
them rather than escalate.

X Promotions were rubber-stamped based on management’s personal favorites, not merit.
The Fallout
X A major accident injured three factory workers, prompting investigations.

X Regulators discovered noncompliance with labor contracts, pension laws, and safety
standards.

X Lawsuits followed, and the company was fined heavily.

X Employee trust collapsed — many skilled staff resigned, saying HR had failed to protect them.

Within months, DeltaSteel’s reputation sank, and clients walked away.

A\ Lesson: The HR Manager is not just a paper pusher. By neglecting compliance and ethics, Mrs.
Adebayo allowed legal, financial, and reputational damage to hit the company. HR must act as
the ethical compass and compliance guardrail — or risk bringing the entire organization down.

4.
HR’s Role in
Shaping

Organizational

Culture
= B

@ HR’s Role in Shaping Organizational Culture



Let’s talk about one of the most powerful — yet invisible — forces inside any company: culture.

Culture is often described as “the way we do things here.” It’s not written on the walls or in policy
documents... it lives in the everyday actions, values, and behaviors of people. From how leaders
treat employees, to how teams collaborate, to how success (or failure) is celebrated — culture
shows up everywhere.

And here’s the truth € HR is the heartbeat of culture. Why? Because every decision HR makes
— who gets hired, how people are trained, what behaviors are rewarded, and how conflicts are
resolved — directly shapes the “feel” of the organization.

Think about it:

» A company that hires only for technical skills but ignores teamwork? X Soon you’ll see silos
and toxic competition.

» A company that trains and promotes based on collaboration, innovation, and respect?
You'll see loyalty, engagement, and shared success.

Why This Matters: Culture isn’t just “soft stuff.” It’s a business driver. A strong, positive culture
increases retention, boosts productivity, attracts top talent, and even improves customer
satisfaction. On the flip side, a toxic culture drives people away — no matter how high the salaries
are.

Key Insight for You as an HR Manager:

Culture doesn’t happen by accident. It’s intentionally built — and HR is at the center of it. Every
policy, every initiative, and every interaction is a chance to shape the kind of workplace people
want to be part of.



(> Reflection: If someone walked into your workplace today, what “unspoken culture” would
they notice in the first 30 minutes?
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You've just been hired as the HR Manager of a mid-sized Nigerian tech company.

On your first week, you notice something troubling:
X Teams don’t collaborate — they compete against each other.
X Managers celebrate “star performers” but ignore teamwork.

X New hires feel lost because there’s no onboarding that explains company values.

After 30 minutes in the office, the “unspoken culture” is clear: toxic competition over
collaboration.

. As HR, you need to start shaping a better culture.

¢ What’s the FIRST action you would take?

Redesign recruitment to hire for both skills and teamwork mindset.

Launch onboarding & training programs that reinforce collaboration and respect.
Revamp rewards & recognition to celebrate teamwork, not just individual results.

Set up conflict management systems to resolve disputes fairly and rebuild trust.



Recruitment

How HR Shapes Culture: Recruitment

Future HR Leaders, here’s a truth bomb #¢ — culture starts the moment you decide who gets in
the door.

Recruitment isn’t just about filling roles with qualified people. It’s about hiring people who
actually fit the company’s values and way of working.

Think about it & skills can be trained, but values and attitude? Much harder. If you hire someone
who doesn’t believe in teamwork into a collaboration-driven company, sooner or later, you'll feel
the cracks. One person with the wrong attitude can spread negativity and disrupt the culture like

avirus. =
Recruitment as a Culture Filter
? Ask yourself: Do candidates reflect the company’s values, not just on paper but in action?
? Does their behavior align with how your teams already operate?

? Do they bring the kind of energy that strengthens, not weakens, the culture?

Great companies know this secret: they don’t just hire for what you can do... they hire for who
you are and how you’ll shape “the way we do things here.”



Example: Many leading organizations use value-based interviews — not just checking for
skills, but testing whether candidates show honesty, resilience, teamwork, or creativity,
depending on what matters most to the business.

& The risk of ignoring culture in recruitment?

You'll have high turnover, team conflicts, and disengaged employees. Because even if someone is
a superstar on paper, if they clash with the company’s values, they won’t last long.

The power of hiring for culture?

You create a team that’s naturally aligned, motivated, and loyal. New hires don’t just adapt to
culture — they reinforce it.

Key Insight for You as an HR Manager:

Recruitment isn’t only about filling a vacancy fast. It’s about building the culture brick by brick —
one hire at a time.

Reflection: If you had to define your company’s culture in 3 words, are you hiring people who
live those words daily?

Policies

How HR Shapes Culture: Policies

Future HR Leaders, let’s clear the air — policies aren’t just “documents in the HR drawer.” They
are powerful tools that quietly shape the culture of an organization every single day.



Think about it & policies tell employees what’s acceptable, what’s rewarded, and what won’t
be tolerated. In short, they set the tone for fairness, inclusion, and respect.

Policies as Culture Architects

A fair promotion policy shows employees that growth is based on merit, not favoritism.

A zero-tolerance harassment policy creates a safe space where people feel protected and

respected.
A flexible work policy signals trust and a modern outlook on work-life balance.

The truth? Every policy either strengthens culture or weakens it. If rules feel biased, inconsistent,
or outdated, employees lose trust — and once trust is gone, culture collapses.

Example: Companies that intentionally write inclusive policies (covering things like parental
leave for both men and women, anti-discrimination guidelines, or flexible schedules) often see
higher employee engagement and loyalty. Why? Because people feel seen, valued, and treated

fairly.
& The Risk of Poor Policies
X Employees feel unfairly treated.
X Toxic behavior spreads because there are no clear boundaries.

X Discrimination and bias go unchecked, leading to low morale and even lawsuits.

The Power of Strong, Inclusive Policies
v Builds trust between employees and leadership.

Vv Creates a consistent and predictable workplace where people know what to expect.

v Reinforces the values the company claims to stand for.

Key Insight for You as an HR Manager:



Policies are not about control — they are about clarity, fairness, and culture. The best HR
managers write policies that don’t just “manage people” but inspire them to give their best in a

safe, inclusive environment.

Reflection: If an outsider read your company’s HR policies today, would they say “this feels

like a place I'd love to work”?

eRe
=

4c.

Rewards

\V/

» How HR Shapes Culture: Rewards

Future HR Leaders, let’s be honest — what you reward in a company becomes the culture.

Think about it & if an organization only rewards results, regardless of how they were achieved,
you’ll end up with a cutthroat environment where people chase numbers and ignore teamwork.
But if you reward collaboration, innovation, and integrity, those values spread like wildfire.

Rewards = Culture in Action
v A simple “thank you” in a team meeting shows people that their efforts matter.
Vv A formal recognition program highlights employees who live out company values.

v Celebrations — whether for teamwork, creativity, or leadership — reinforce what behaviors

the company truly stands for.



Example: Some companies have awards like “Culture Champion” or “Living Our Values” —
spotlighting employees who go beyond their job descriptions to model the right behaviors. These
people become role models, shaping how others act.

& The Danger of Wrong Rewards

If rewards focus only on numbers or seniority, you risk creating a toxic culture where politics and
shortcuts thrive. Employees quickly learn: “It’s not about how you work, it’s about who you know
or how much you deliver — no matter the cost.” That erodes trust fast.

The Power of Right Rewards

v Reinforces the values you want to see more of.

v Builds a sense of belonging because people feel their contributions are noticed.

v Boosts motivation and loyalty — because everyone wants to be where they feel appreciated.

v Creates role models who influence peers in positive ways.

Key Insight for You as an HR Manager:

Rewards are not just bonuses or paychecks. They’re cultural signals. Every recognition moment is
a chance to say, “This is who we are. This is what we value.”

Reflection: In your current (or future) organization, what behaviors are being rewarded most
— and what does that say about the culture?



Conflict Management

%> How HR Shapes Culture: Conflict Management

Future HR Leaders, here’s a hard truth: no matter how great a company’s culture is, conflict will
always happen. Different people, different perspectives, different pressures — clashes are
natural.

But here’s the key & how conflict is managed determines whether it destroys culture or
strengthens it.

Conflict as a Culture Test

When HR steps in, it’s not just about “solving a problem.” It’s about showing employees that
disputes will be handled fairly, respectfully, and consistently. That builds trust. And trust is the
backbone of any healthy culture.

What Fair Conflict Management Looks Like:
» Listening to all sides without bias.
& Investigating issues with transparency.
& Addressing root causes, not just surface-level symptoms.

& Reinforcing respect, even when people disagree.

& The Risk of Poor Conflict Management
P If HR ignores issues or plays favorites, employees feel unsafe.

P Gossip, resentment, and division spread like wildfire.



P Productivity and morale drop, because people are too busy fighting battles instead of focusing
on work.

The Power of Doing It Right
& Employees see HR as a trusted partner, not a “policing unit.”
8 Respect becomes the norm — even in disagreement.
& Teams bounce back stronger, with better understanding of each other.

8 The overall culture grows healthier because fairness and respect are proved, not just
preached.

Example: Companies with clear conflict resolution policies and trained HR mediators often
report higher engagement — because employees know they don’t have to suffer in silence.

Key Insight for You as an HR Manager:

Conflict management is not about “avoiding fights.” It’s about turning disputes into opportunities
to reinforce trust, respect, and fairness — the true building blocks of culture.

Reflection: Think of a time you saw a conflict at work — did the way it was handled build
trust... or break it?
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@ 5. Global HR Trends You Must Know

Let’s zoom out for a minute.

We no longer live in a world where HR is only about hiring, firing, or keeping employee files in
cabinets. Those days are gone. Today, business is global, digital, and unpredictable. From
Lagos to London, Dubai to Delhi — the challenges of managing people are interconnected.

Think about it:
A tech company in Nigeria might compete for the same talent as a startup in Canada.
Remote work means your “team” could be spread across 5 different time zones.

New laws, technologies, and social movements shape workplace expectations faster than

ever.

That’s why modern HR professionals must be adaptive, innovative, and future-focused.

It’s no longer enough to know policies and payroll — you must understand global trends shaping
the future of work.

In this section, we'll explore the must-know global HR trends — the forces that will define the

careers of tomorrow’s HR managers. @ <’



Stay tuned: The HR of the future won’t just manage people, it will drive business survival and

success on a global scale.

5a.

Diversity & Inclusion (D&I)

@ 1. Diversity & Inclusion (D&l)

Gone are the days when companies could “tick a box” by hiring one or two people from

underrepresented groups and call it diversity. ) That’s tokenism.

Modern HR is about building a workplace where everyone has a fair chance to grow, succeed,

and lead.

It’s not just about who you hire, but also:

? Who gets promoted %’
? Who gets their voice heard A~

? Who feels safe and valued %



And here’s the kicker: diverse teams outperform non-diverse ones. Studies show they’re more
innovative, creative, and yes — more profitable. g8

So when HR champions real Diversity & Inclusion (D&I), it’s not charity or PR. It’s smart business.

L A

-

Bottom line: True inclusion = equal opportunity + respect + representation at all levels.

Remote Work & Digital HR

=1 2. Remote Work & Digital HR

COVID-19 flipped the script on how we work. Overnight, offices turned into Zoom calls, and HR
had to adapt fast.

Now, remote and hybrid work aren’t just “temporary fixes” — they’re the new normal. @

What does that mean for HR?



» Managing performance when you can’t “see” your team s

P Keeping employees engaged when they’re miles apart

» Mastering digital tools like Zoom, Slack, Teams, HRIS &

» Making sure company culture stays strong, even across borders %

The challenge: distance can create disconnect.

The opportunity: digital HR lets you hire and retain talent anywhere in the world. @

Bottom line: Remote work isn’t about location anymore — it’'s about connection,
productivity, and trust.

Employee Wellbeing

% d 3. Employee Wellbeing



If employees aren’t well, the business isn’t well.

Mental health, stress management, and work-life balance are no longer “nice-to-haves.” They’re
boardroom priorities. CEOs now understand: burnt-out, stressed, or disengaged employees cost
money, slow growth, and kill innovation.

What modern HR does:

& Implements wellbeing programs to support mental and physical health @ =

& Encourages work-life balance — flexible schedules, remote options, and time-off policies ©

8 Makes wellbeing a strategic priority, not just a checkbox

@ Real-world examples:

~~ Microsoft runs extensive wellbeing programs focusing on mental health and flexibility.

~~ Unilever integrates wellbeing into its HR strategy, creating happier, more productive
employees.

Bottom line: Employee wellbeing = business performance. Happy, healthy employees are
more engaged, more productive, and more loyal.

Takeaway for HR: Don’t just manage people. Care for them. It’s strategic, not sentimental.
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Agile & Flexible Workforce
Models

4. Agile & Flexible Workforce Models

Future HR Leaders, the workplace is no longer one-size-fits-all. The rise of the gig economy,
freelance contracts, and skill-based hiring is forcing companies to rethink traditional full-time

roles. ~. 28

What does this mean for HR?

P You’re managing a mix of full-time, part-time, and contract talent.

P You need systems to track performance, engagement, and development across different work
models.

P You're designing roles based on skills and outcomes, not just job titles.

Why it matters:



P Businesses can scale up or down quickly without bloating costs.

Employees enjoy flexibility, which increases engagement and retention.

>

P Organizations stay competitive in a fast-changing global market.

& The challenge: managing flexibility without losing culture, cohesion, or accountability

Bottom line: Modern HR is about creating adaptable structures that empower talent while
keeping the organization efficient and aligned.

Takeaway: Traditional HR thinking won’t cut it anymore. You need to embrace agility,
flexibility, and outcome-focused management to thrive.

¢ (Case Study 1: Marriott Hotels — HR as a Driver of Global Success

@ Background



Marriott International is one of the world’s largest hospitality companies, with over 8,800
properties in 139+ countries. The company employs more than 400,000 associates worldwide. In
an industry where high staff turnover is common (average turnover in hotels can exceed 70%
annually), Marriott has distinguished itself as an employer of choice with retention and employee
engagement well above industry standards.

@ The Challenge

Like many hospitality companies, Marriott faced several HR challenges:

J High Turnover Rates in the global hotel industry.

J Diverse Workforce spread across multiple regions, cultures, and legal systems.

J The need to provide consistent guest experiences despite cultural and regional
differences.

J Increasing competition for talent as other global hotel brands expanded.

@ Marriott’s HR Strategy & Interventions

Philosophy: “Take care of associates, and they will take care of customers.”

HR policies and practices are built around a people-first philosophy.

Leaders are trained to prioritize employee wellbeing as much as customer satisfaction.
Investment in Training & Development

) Marriott runs the Marriott Global Voyage Program, a leadership development pipeline for
young professionals in hospitality.

J Employees receive ongoing training in service standards, leadership, and cross-cultural
communication.

J On average, Marriott invests hundreds of hours annually in staff development at each
property.

Recognition & Engagement Programs

) “Awards of Excellence” and local recognition initiatives celebrate outstanding staff
contributions.

) Regular employee feedback surveys are conducted, and results are acted upon.



o Staff events, community service opportunities, and open communication channels foster
loyalty.

Global Mobility & Career Growth

J Marriott encourages internal promotion; 60% of general managers started in entry-level
roles.

J Associates can transfer between properties globally, opening career growth opportunities.
] Example: A Nigerian associate could rise to leadership in Dubai or London under Marriott’s

global mobility system.

¥ The Results

. Employee Retention: Marriott’s voluntary turnover rate is significantly lower than the
hospitality industry average.

J Employer Recognition: Consistently featured on Fortune’s “100 Best Companies to Work
For” list.
J Customer Satisfaction: High employee engagement translated into superior guest service,

reflected in higher customer loyalty scores and repeat business.

J Financial Growth: Despite global competition, Marriott continues to expand and remains
one of the most profitable hotel groups worldwide.

Key Lesson for HR Leaders

A people-first HR strategy — one that focuses on training, recognition, career growth, and
employee wellbeing — does more than keep employees happy. It creates a loyal workforce, which
in turn builds customer loyalty and drives profitability.

@ For Nigerian and African organizations: Even in industries with high turnover, adopting
strategic HR practices can reduce attrition, boost performance, and improve customer
experience.

Perfect — we can turn Day 1 case study into a “story/drama style” Nigerian scenario with
real-sounding names and situations, so participants can relate deeply while still learning
international HR concepts. This makes the lecture note engaging, memorable, and professional.



¢ (Case Study 2: Transcorp Hilton Abuja — HR Excellence in Nigerian Hospitality
@ Scene 1: The Challenge

It’s Monday morning at Transcorp Hilton Abuja, and the hotel’s HR manager, Chinonso Okafor, is
reviewing staff reports.

Chinonso notices:

J A spike in turnover among front desk staff.
J Complaints from international guests about inconsistent service.
J New recruits struggling to adapt to Hilton’s global service standards.

He knows that the hotel must retain top talent and maintain its reputation, or it risks losing both
customers and revenue.

@ Scene 2: HR Strategy in Action
Training & Development

Chinonso organizes a week-long induction and skills upgrade program. Staff, including Aisha Bello
(Front Desk Supervisor) and Emeka Udo (Housekeeping Lead), attend workshops on:

o International service standards
o Guest relations

J Leadership skills



@ Aisha shares: “I never realized the impact of small gestures — like greeting a guest by name
— until we practiced it in the simulation. It changed how | interact every day.”

Employee Recognition & Motivation

The HR team introduces a monthly “Star Associate” award. Winners receive public recognition
and a small bonus.

J Emeka wins the first award for resolving a guest complaint gracefully.
J His colleagues notice the recognition, and morale improves across departments.
Career Growth & Mobility

Chinonso also rolls out a career progression plan. Staff who perform consistently are encouraged
to apply for international Hilton positions.

. Example: Sade Ojo, a receptionist, is now preparing for a short-term rotation in Hilton
London — a huge motivator for the team.

Diversity & Inclusive Culture

The hotel employs staff from all over Nigeria. Chinonso ensures fair treatment by hosting weekly
town halls where staff can voice concerns.

J Disputes between colleagues from different regions are resolved through mediation and
team-building activities.

J Staff feel valued, respected, and part of a unified team.

@ Scene 3: The Results
J Employee Retention: Turnover decreases by 35% within six months.

J Customer Satisfaction: Guest feedback scores rise significantly; VIP guests compliment the
friendly, professional service.

J Employee Engagement: Staff feel heard, valued, and motivated.

J Brand Reputation: Transcorp Hilton Abuja wins “Nigeria’s Leading Hotel” award again.

Lesson Learned

1. People-First HR Works: When employees feel supported, they serve guests better.



2. Training + Recognition = Engagement: Staff are motivated when they see a clear path for

growth and their efforts recognized.

3. Local + Global Standards: Combining Hilton’s international policies with Nigerian
workforce realities creates a winning HR strategy.

Reflection Question:

~ “If you were Chinonso, what additional HR initiative would you introduce to improve

employee morale and service quality at Transcorp Hilton?”

Wrap Up

Conclusion
=—

@ End of Day 1 — Wrap-Up & Conclusion

Key Highlights from Day 1
1. HR as a Strategic Driver:

o HR is no longer just administrative support; it shapes culture, drives engagement, and

contributes directly to business success.

2. Core Pillars of Advanced HRM:



o Recruitment, Development, Retention, Compliance — these pillars form the foundation
for people-focused strategies.

3. Global Trends in HR:

o Diversity & Inclusion, Remote Work, Digital HR, and Employee Wellbeing are now critical
priorities for modern HR leaders.

4, Case Studies & Practical Insights:

o Marriott Hotels: A global benchmark showing that investing in employees drives loyalty,
customer satisfaction, and profitability.

o Transcorp Hilton Abuja (Drama-style Nigerian Case): Localized example highlighting
training, recognition, career growth, and inclusion in action.

5. Interactive Learning:

o Pre-discussion and reflection questions encouraged participants to connect theory to
their own work environments, enhancing retention and engagement.



DAY 2

Workforce Planning:
Aligning Talent with
Organizational Goals
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What is Workforce Planning?

What is Workforce Planning?

Think of workforce planning as the Google Maps for your organization’s talent. $# It’s not just

about hiring people when roles open up — it’s about predicting, preparing, and positioning talent
for the future. &’

So, what does it really involve?

Forecasting — anticipating future talent needs based on business goals ;)
Skills Mapping — identifying what skills exist today vs. what will be needed tomorrow

Succession Planning — grooming future leaders before gaps appear

Proactive Talent Management — not waiting for crises, but building pipelines of ready-to-go
talent I8

Bottom line: Workforce Planning = Right people, right roles, right time.



When HR gets this right, businesses grow faster, stay resilient, and avoid the chaos of last-minute
hiring.

Takeaway for HR Managers: Stop thinking short-term recruitment. Start thinking long-term
talent strategy. The organizations winning today are the ones who planned their workforce
yesterday.

Reflection: Does your current HR strategy tell you where your next critical hire is coming from
— or are you still reacting when it’s too late?

Why
Workforce

Planning
Matters

O

Why Workforce Planning Matters

Future HR Leaders, here’s the truth: businesses don’t fail because they lack people — they fail
because they lack the right people at the right time. That’s where workforce planning becomes a

game-changer. &’

Here’s why it matters ¥

Prevents Staff Shortages

No more scrambling during peak seasons or sudden expansions. With workforce planning, you’ve

already mapped out who you’ll need and when. &



4 Reduces Costly Turnover

Instead of losing good people and rushing into expensive replacements, you address gaps

proactively. That means stability + savings. &

4 Aligns with Business Strategy

Your people strategy should fuel your business strategy. Workforce planning ensures the skills in-
house actually match the company’s goals. @

4 Boosts Employee Engagement

When employees see a clear career path and future opportunities, they stay motivated and loyal.

e

Bottom line: Workforce planning isn’t “HR admin” — it’s business survival and growth
insurance.

¢ Reflection for HR Managers: If your CEO asked today, “Do we have the talent ready for our
next 3-year plan?” — would you have a confident answer?

BrightFuture Academy was one of the fastest-growing private schools in Abuja. Enrollment
numbers were climbing every term, and the Director announced plans to open a new campus in

2 years. &’

But here’s what went wrong: there was no workforce planning.

4 At the start of a new term, they suddenly lacked enough qualified teachers for core subjects
like Math and English. Classes got overcrowded.



Expansion plans stalled because there weren’t trained heads of departments ready to lead.

Some of their best teachers left for other schools because they saw no structured career
growth.

The result?

Parents started withdrawing their kids, reputation dipped, and the “growth dream” quickly

became a nightmare.

Now imagine the flip side & with proper workforce planning, BrightFuture Academy could’ve:
v Forecasted the number of teachers needed for future intakes.

Vv Trained potential leaders early to take on new roles.

v Created clear career progression paths to retain passionate educators.

Lesson: In schools, workforce planning isn’t admin — it’s the difference between building a
legacy of excellence or losing students to the competition.

Steps in
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@ Steps in Workforce Planning

Future HR Leaders, here’s the deal: Workforce Planning sounds fancy, but at its core, it’s just a

structured way of making sure your people strategy matches your business strategy. ©



Think of it like building a strong bridge. You can’t just throw bricks together and hope it holds.
You need a plan, a design, and the right materials. Same with talent — you need the right steps
to ensure the right people are in place at the right time.

These steps help you:

Spot future talent needs before they become emergencies.
Build a pipeline of skills that matches your growth strategy.
Avoid expensive mistakes from last-minute hiring.

Bottom line: A business without workforce planning is like a car without GPS — you’ll keep

moving, but don’t be surprised if you end up lost. %
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You’re the HR Manager of a fast-growing Nigerian fintech startup. &’

The CEO just announced that in the next 12 months, the company will expand into 3 new states.
But here’s the problem — right now, you don’t have enough skilled staff to cover even your
current operations.

Your job? Plan the workforce before things crash.



What'’s your first move in workforce planning?

O A. Conduct a skills gap analysis to see what roles and skills are missing.
QO B. start building a recruitment pipeline for future roles.

O C. Create succession plans to prepare internal talent for leadership.

O D. Partner with training providers to upskill current employees.

1.

Assess Current Workforce

I step 1: Assess Current Workforce

Future HR Leaders, you can’t plan for the future if you don’t know where you stand today. That’s

why the first step in workforce planning is assessing your current talent pool. &/ & &
What does this mean?

Identify employee skills (both hard & soft).

Evaluate performance levels — who’s excelling, who’s struggling.

Spot potential gaps that could hurt future growth.

Example: Imagine a hotel aiming to attract more international guests. During assessment, HR

realizes front desk staff lack multi-lingual skills. Without addressing this, guest satisfaction will
drop — and so will revenue.



li] Research Methods HR Can Use:
1. Skills Inventory — build a database of employee qualifications, certifications, and specializations.
2. Performance Reviews — not just annual appraisals, but continuous 360° feedback.

3. Employee Surveys — ask staff about confidence in their roles, training needs, and career
aspirations.

4. HR Analytics Tools — use software to analyze turnover patterns, absenteeism, and productivity.

5. Competency Mapping — compare current skills vs. skills required for strategic goals.

Bottom line: Think of this step as your X-ray of the workforce. Without it, you're just guessing.
With it, you see exactly where your team is strong — and where you need to strengthen.

Reflection for HR Managers: If someone asked you today, “What skills do we currently have
in-house — and which ones are missing?” could you give a data-backed answer?

2

Forecast Future Needs

~/ Step 2: Forecast Future Needs



Future HR Leaders, once you know what you have today, the next step is asking: “What will we

need tomorrow?”

This is where workforce planning becomes truly strategic. You’re not just filling today’s vacancies
— you’re predicting the skills, roles, and headcount your business will need to survive and grow.

2

What this looks like in practice:

Business Expansion: If your company is opening 3 new branches, you’ll need managers,
frontline staff, and support teams ready.

Technology Shifts: If automation or Al is entering your industry, some jobs will shrink, others
will emerge (think data analysts, digital specialists).

Market Trends: A retail chain may forecast higher demand during festive seasons, requiring
temporary but skilled staff.

il Research & Forecasting Tools HR Can Use:

1. Trend Analysis — study historical workforce data (turnover, hiring patterns) to project future
demand.

2. Scenario Planning — build “what if” models: What if sales double? What if we expand into 2
new regions?

3. Industry Benchmarks — compare with competitors or market standards to gauge required
staffing ratios.

4. Business Strategy Alignment — sit with leadership to understand growth goals (new markets,
new products, mergers).

5. Predictive Analytics (HR Tech) — use Al-driven HRIS systems to forecast attrition, retirement,
and hiring needs.

Bottom line: Forecasting is your HR crystal ball. It helps you see talent shortages before they
happen — so you can act, not react.



¢ Reflection for HR Managers: If your CEO asked, “Do we have the talent needed for our 5-year
growth plan?” — would you have a confident, data-backed answer or just a guess?

V»l

i

l
a’#

4—

You’re the HR Manager of a Nigerian retail chain. &%

The company just opened two new branches in Abuja and Port Harcourt. &=

But here’s the problem — workforce forecasting was ignored.

Now you’re facing:

X staff shortages at both branches.

X Overworked employees in existing stores.

X Customer complaints piling up because service is slow.

X High turnover as stressed staff start resigning.

Your CEO is furious and wants solutions yesterday.
¢ What’s your MOST urgent step to start fixing this crisis?

O A. Launch an emergency recruitment drive to fill gaps quickly.



O B. Reassign and stretch existing staff while buying time to hire.
O C. Partner with outsourcing/temp agencies to plug immediate needs.

O D. Meet with leadership to finally align workforce planning with the business expansion

strategy.

If YOU were the HR Manager in this mess, what’s your first move?

Align Workforce with
Organizational Strategy

@ Step 3: Align Workforce with Organizational Strategy

Here’s the hard truth: it doesn’t matter if you have great talent if it doesn’t align with the business
direction. HR’s role isn’t just to fill roles — it’s to make sure people strategy and business strategy

walk hand in hand. %

What this means: * If the business wants to scale, HR ensures there’s leadership bench

strength.

- If the company is entering new markets, HR preps talent with the right cultural and technical

skills.

- If the organization is focusing on innovation, HR prioritizes hiring creative thinkers and upskilling

existing staff.



. Example: A resort plans to open a new luxury wing. For a seamless launch, HR must already

have trained housekeeping staff, culinary experts, and front office professionals ready — not

scrambling at the last minute. [l

How HR Can Align with Strategy:
1. Workforce-Talent Mapping — compare current skills vs. skills needed for new goals.

2. Strategic Workforce Meetings — HR leaders must sit at the table when business goals are being
set.

3. Succession Planning — align leadership pipelines with future organizational needs.

4. Cross-Training Programs — prepare employees for multi-role flexibility during expansions or
pivots.

5. HR Analytics Dashboards — track whether workforce capacity is meeting strategic milestones.

Bottom line: HR isn’t just support. When done right, HR becomes the engine that powers

business strategy. &’

(> Reflection for HR Managers: When your company sets a new business goal, is HR reacting
afterward — or already preparing talent strategies in advance?

A Nigerian bakery, SweetCrust Delights, is doing so well in Port Harcourt that the owner decides

to open a second branch in Abuja within 6 months. =



At first, the owner thinks, “We’ll just hire more hands when the new shop is ready.” But the HR
Manager speaks up:

Workforce-Talent Mapping: She reviews current staff and notices there are no supervisors
trained to run a branch independently.

Strategic Workforce Meeting: She sits with the owner to understand the exact expansion plan
and timelines.

Succession Planning: Two reliable bakers are enrolled in a leadership training program so they
can manage production in Abuja.

Cross-Training Programs: Frontline staff are cross-trained in both sales and baking, so they
can step in wherever needed during the new launch.

HR Analytics Dashboard (simple version): The HR Manager tracks training completion and
readiness month by month.

%’ Result: When SweetCrust opens in Abuja, they don’t scramble to find leaders or skilled bakers
at the last minute. The HR Manager’s alignment ensured the new branch was staffed, trained,
and ready from day one.

Bottom line: Even in small businesses, HR isn’t just about hiring — it’s about preparing talent
to match growth plans.

4.

Implement Talent
Development Plans




%’ Step 4: Implement Talent Development Plans

Future HR Leaders, identifying gaps is useless if you don’t act on them. This step is where strategy

meets execution: developing your people so they’re ready for tomorrow’s roles. o

What it means in practice:

2 Equip employees with training and upskilling programs to prepare them for future
responsibilities.

Build reskilling paths so staff can transition into new roles when old ones become outdated.

Design succession plans to ensure smooth leadership continuity — no panic when a key
manager exits.

Example: A bank sees that digital banking is the future. Instead of waiting until competitors
overtake, HR proactively trains frontline staff on fintech tools, cybersecurity basics, and digital
customer service.

Il How HR Can Drive Talent Development:

1. L&D Programs — ongoing training, not just one-off workshops.

2. Mentorship & Coaching — pairing junior staff with senior leaders for guided growth.

3. E-Learning Platforms — flexible, self-paced digital training modules.

4. Career Pathing — showing employees clear progression routes to keep them motivated.

5. Succession Planning Tools — identify future leaders early and nurture them.

Bottom line: Talent development isn’t a “cost.” It’s an investment in future-proofing your

workforce. The organizations that grow are the ones that grow their people.

Reflection for HR Managers: If your top 3 leaders resigned tomorrow, would you have people
ready to step in — or would you be scrambling?



HR TOOLS TO EXPLORE

https://www.imocha.io/

Skills inventory, Al-powered assessments, benchmarking skills vs industry, mapping current staff
capabilities to future skill needs.

https://www.talentguard.com/

Competency mapping: you can build competency frameworks (traits, skills, experience), map
them to job profiles, and see where gaps are.

https://www.oracle.com/africa/human-capital-management/

Full suite HR + talent management. It has capabilities like skills cataloguing, predicting gaps,
aligning with business strategy.

https://www.sap.com/africa/products/hcm.html

HRMS with workforce planning features. Great if you want a platform that does recruitment,
learning, performance & talent mapping together.

https://zensai.com/perform365/

Succession planning + 360 feedback + mapping who could fill what roles, especially in small-to-
medium businesses.

https://cinode.com/

Skills frameworks + real-time insights; good for companies that want internal mobility, matching
people to projects, and seeing skill gaps clearly.


https://www.imocha.io/
https://www.talentguard.com/
https://www.oracle.com/africa/human-capital-management/
https://www.sap.com/africa/products/hcm.html
https://zensai.com/perform365/
https://cinode.com/

Recruitment
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2. Modern Recruitment Strategies

Future HR Leaders, let’s be honest — recruitment has outgrown the old “post a vacancy and wait”

approach. X

Today, it’s all about being strategic — not just filling roles, but attracting, selecting, and retaining
the best talent out there. @

What Modern Recruitment Looks Like:

Employer Branding — Candidates choose companies the same way customers choose brands. If

your workplace culture doesn’t shine online, top talent won’t even apply. =

Al & Digital Tools — Smart algorithms now match candidates faster and more accurately than

traditional methods. (=

Targeted Outreach — Recruitment is marketing. You’re not just hiring; you're selling your

company’s vision, culture, and growth opportunities. =} *



Candidate Experience — Every step, from application to interview, must feel smooth, respectful,

and engaging. (Because remember: even rejected candidates talk about your process!)

Bottom line: Modern recruitment = a strategy, not a transaction. It’s about building long-term
relationships with talent, not just filling today’s vacancy.

Reflection for HR Managers: Look at your last recruitment campaign — did it attract the right
people, or just fill a seat?

2.1

Employer Branding

2.1 Employer Branding

Future HR Leaders, here’s a secret: before candidates apply to your company, they’ve already
“Googled” you. ®& And what they find — or don’t find — can decide whether top talent hits
apply B2 or skip X.



That’s what Employer Branding is all about: your reputation as an employer. It’s the image people
have of working with you, even before they walk through the door.

Why it matters:

* Today’s best candidates aren’t just looking for a job — they’re looking for a place that matches
their values and growth aspirations.

* A strong employer brand attracts the right people faster, reduces recruitment costs, and boosts
retention.

What to highlight in your employer brand:

1. Mission & Values — What does your organization stand for beyond profit?

@ 2. Career Opportunities — Show clear paths for growth and development.

%’ 3. Culture in Action — Use videos, photos, and posts to showcase team spirit and day-to-day
life.

wan 4. Employee Testimonials — Real voices > HR slogans. Let staff share authentic experiences. %

5. Recognition & Achievements — Awards, milestones, and success stories build pride and

credibility. =

@ Example in Action:



Marriott Hotels doesn’t just talk about being a great workplace — they show it. On LinkedIn, they
share employee stories, spotlight recognition programs, and celebrate career growth journeys.
The result? They attract talent globally and reinforce their image as a people-first organization.

lil Research-Backed Insight: Studies show that 75% of job seekers consider an employer’s
reputation before even applying. Strong employer branding can reduce cost-per-hire by up to
50%.

Bottom line: Employer branding isn’t an HR trend — it’s a business strategy. The stronger your
brand, the easier it becomes to attract, retain, and inspire top talent.

Reflection for HR Managers: If a candidate searched your company on LinkedIn today, would
your culture and values shine through — or would they find silence?

2.2

Digital Platforms & Social
Sourcing

2.2 Digital Platforms & Social Sourcing



The hiring battlefield has shifted, HR fam. Today, it’s not enough to wait for CVs to land in
your inbox — the best talent is online, and you’ve got to go where they are.

That’s where digital platforms and social sourcing come in. 7  Where the action happens:

- LinkedIn — Professional goldmine (networking, job ads, employer branding, headhunting).

- Indeed — Mass reach, strong for entry to mid-level roles.

- Glassdoor — Where candidates check your culture & reviews before applying 6.

- Niche Platforms — Industry-specific (e.g., HCareers for hospitality, GitHub for tech).

How recruiters are leveling up with tech:

1. Al-Powered Screening — Tools that scan resumes and shortlist candidates in seconds. (@)

2. Boolean Search — Smart keyword strings to filter the right candidates faster.

@, 3. Social Media Scouting — Spotting passive candidates on Twitter, Instagram, even TikTok. &

@ Example in Action: A single well-crafted LinkedIn post highlighting your company culture,
growth opportunities, and employee testimonials can attract top talent — not just locally, but

from across regions or even internationally. @ 1l



Why it matters:

* 79% of job seekers use social media in their job search. * Companies using social sourcing report

a 49% improvement in candidate quality.

Bottom line: Digital platforms aren’t just job boards anymore — they’re talent magnets. The more
strategic your presence, the better your chances of pulling in high-quality, motivated hires.

Reflection for HR Managers: If your company’s digital presence went silent tomorrow, would
talent even notice you’re hiring?

2.3

Inclusive Recruitment

. 2.3 Inclusive Recruitment



Recruitment today isn’t just about filling roles — it’s about building fair, diverse, and future-ready

workplaces. 2 Top talent wants to join organizations that walk the talk on Diversity, Equity
& Inclusion (DEI).

What Inclusive Recruitment Really Means:

- Gender Balance §% — Equal opportunities for men, women & non-binary professionals.

- Cultural Diversity — Teams with mixed cultural perspectives bring fresh ideas & innovation.

- Disability Inclusion — Creating accessible hiring processes & work environments for all.

Key Tools & Practices:

1. Blind CV Screening — Removing names, gender, or background details so hiring managers focus
only on skills.

86) 2. Structured Interviews — Every candidate is asked the same set of questions, making hiring
decisions fairer.

® 3, Bias Awareness Workshops — Training recruiters & managers to recognize and reduce
unconscious bias.

@  Example in Action: A hospitality group introduced structured interviews across all
branches. The result? Hiring managers relied less on "gut feeling" and more on clear scoring. This
not only reduced unconscious bias but also increased the diversity of new hires.



Il Why it Matters:

* McKinsey research: Companies with diverse executive teams are 36% more likely to outperform

financially.

* Inclusive hiring = stronger employer brand + higher employee engagement + broader talent

pool.

Bottom Line: Inclusive recruitment isn’t a trend — it’s a business advantage. The more
inclusive your hiring, the more innovative, loyal, and competitive your workforce becomes.

Reflection for HR Managers: Is your hiring process designed to find the best or just the *most

=} Break Time!
Let’s take 10 minutes to complete the reading and reflect on what we’ve learned so far.

Please grab a glass of water, stretch a little, and refresh yourself.

We'll be back to continue in 10 minutes.
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» How to Draft a Recruitment Advertisement

Future HR Leaders, let’s be honest — a bad job ad can sink your recruitment before it even starts.
=) Think of it like the first impression: if it doesn’t grab attention, the best candidates won’t even
apply.

Step 1: Start with a Clear Job Title



J Keep it precise and professional. Avoid fancy jargon that confuses candidates.

J Example: “Digital Marketing Specialist” > “Social Media Guru & Growth Ninja”

Step 2: Write an Engaging Job Summary

o Summarize the role in 2—3 sentences.
J Focus on why the role matters to the company and what impact the candidate will have.
J Keep it active and positive.

Step 3: Outline Key Responsibilities

. Use bullet points for clarity.
J Be honest about the tasks — don’t oversell or undersell the role.
J Highlight opportunities for growth or innovation.

Step 4: List Required Skills & Qualifications
J Distinguish between “must-have” vs. “nice-to-have.”

o Include both technical skills (e.g., Excel, coding) and soft skills (e.g., teamwork,
communication).

Step 5: Promote Company Culture & Perks
J Sell your organization’s culture — this is where D&, flexibility, or innovation shine.

J Include benefits, learning opportunities, and any unique aspects that make your company
a great place to work.

Step 6: Clear Application Instructions
J Specify how to apply, what documents to send, and deadlines.

J Make it simple — the harder it is to apply, the fewer quality applicants you’ll get.



. ProTip: The best recruitment ads don’t just describe a role — they excite, inspire, and attract
the right people.

Key Takeaway for You as an HR Manager:

A recruitment ad is your first touchpoint with talent. Get it right, and you’ll attract quality
candidates. Get it wrong, and you’ll waste time and money chasing the wrong people.

(> Reflection: Look at the last job ad your company posted — would it excite you enough to
apply if you weren’t already working there?

Chika is the HR Manager of a mid-sized Nigerian fintech startup, SwiftPay Africa. %’

The company plans to launch a new mobile payments product, but they urgently need data
analysts, UX designers, and compliance officers — skills that are scarce and highly competitive.

If Chika uses the old method (“post vacancy and wait”), the roles may stay open for months. X
Instead, she switches to modern recruitment strategies:

Employer Branding: She works with marketing to showcase SwiftPay’s culture on LinkedIn —
highlighting employee success stories, flexible work perks, and career growth opportunities.



Al & Digital Tools: Using Al-powered recruitment software, she filters thousands of applicants
in seconds and identifies candidates whose skills and past projects align with SwiftPay’s growth
needs.

Targeted Outreach: Rather than waiting, she reaches out directly to top talent on professional
networks, sharing SwiftPay’s mission of driving financial inclusion in Africa.

%’ Result: Within 6 weeks, SwiftPay fills all three critical roles with high-quality candidates who
are not only skilled but also excited about the company’s vision.

Bottom line: Modern recruitment isn’t passive. It’s proactive, tech-driven, and brand-
powered.

Practical

Exercise: Draft

a Recruitment

Advertisement

¢ 3. Practical Exercise: Draft a Recruitment Advertisement

Scenario: Hiring a Front Office Manager for a 5-star hotel.



Instructions:

J Highlight skills and qualifications: leadership, communication, guest relations, problem-
solving.

J Showcase organizational culture: teamwork, diversity, customer-centric values.

J Make the ad appealing to top talent.

Sample Draft:

"Are you a dynamic leader passionate about delivering world-class guest experiences? We are
seeking a Front Office Manager to lead our team at [Hotel Name]. If you thrive in a fast-paced,
diverse environment and are committed to excellence, join us and help elevate our
service standards!"

® 4. Nigerian Case Example (Realistic Drama Style)

Background:



At Transcorp Hilton Abuja, HR Manager Chinonso Okafor faces high turnover among front desk
staff and complaints from VIP guests.

Strategy & Actions:

1. Training & Development: Aisha Bello (Front Desk Supervisor) attends service excellence
workshops.

2. Recognition: Monthly “Star Associate” awards increase morale.

3. Career Growth: Sade Ojo is selected for a Hilton London rotation.

4. Diversity & Inclusion: Weekly town halls resolve conflicts and build unity among staff.
Results:

J 35% reduction in turnover

High guest satisfaction scores
J Increased employee engagement

J Recognition as Nigeria’s Leading Hotel

Lesson: Combining global standards with local context creates effective HR strategies.

TAKEAWAYS

Key Takeaways — Day 2

1. Workforce planning ensures talent aligns with business strategy.



2. Recruitment today requires strategic, inclusive, and digital approaches.

3. Practical exercises like drafting ads translate theory into actionable skills.
4, Understanding what attracts talent is critical for employer branding and retention.
5. Local context matters — global best practices must adapt to Nigerian realities.

Wrap Up

Conclusion
=

Key Highlights from Day 2

1. Workforce Planning:

o Ensuring the right people are in the right roles at the right time is critical for organizational
success.

o Strategic workforce planning reduces turnover, anticipates skill gaps, and aligns talent with

business goals.

2. Modern Recruitment Strategies:



o Employer branding, digital sourcing, and inclusive recruitment practices attract high-
quality candidates.

o Recruitment is not just filling vacancies; it’s about strategically shaping the organization’s
culture and capabilities.

3. Practical Exercises & Real-World Applications:
o Drafting recruitment ads helped participants apply theory to practical hiring scenarios.
o The Nigerian drama-style case (Transcorp Hilton Abuja) demonstrated how local HR

strategies can mirror global standards.

4. Interactive Learning:

o Pre-discussion questions and mid-session polls encouraged participants to think critically
about what attracts and retains talent.

o Reflection questions linked learning to real workplace scenarios.

Conclusion

Today’s session emphasized that recruitment and workforce planning are strategic levers for
organizational growth.

J Effective recruitment and workforce planning ensure business continuity, attract top
talent, and strengthen the organizational culture.

) Modern HR strategies go beyond filling vacancies; they create a talent pipeline that
supports future leadership and operational excellence.

) As you move to Day 3, reflect on how employee development, performance management,
and engagement strategies build on the workforce foundation laid today.



Remember: “Attracting talent is just the first step; strategic workforce planning ensures that
talent becomes the foundation for long-term organizational success.”

DAY 3

Employee Development,
Performance &

Engagement
—Z2—

Training Needs Analysis (TNA) &
Learning Strategies




¢ 1. Training Needs Analysis (TNA) & Learning Strategies

So what’s TNA all about?

It’s basically HR’s way of checking: “Do our people have the skills we need right now? And what

do they need to hit tomorrow’s goals?” ©

~ TNA helps spot the gap between where employees are today vs. where the company wants
them to be.

@ Example: If customer complaints are rising because staff don’t know the new software, a TNA
will flag it. The solution? Training sessions to close that skill gap.

Bottom line: Without TNA, training becomes guesswork. With it, learning strategies are

targeted, cost-effective, and actually improve performance. &’

Steps in
Training

Needs
Analaysis

s

Before implementing effective training programs, it’s essential to understand where gaps exist
between current employee skills and the organization’s goals. Training Needs Analysis (TNA)
provides a structured approach to identify these gaps, ensuring that learning initiatives are



targeted, relevant, and impactful. The following steps outline how to systematically conduct a
TNA to align employee development with organizational success.

Organizational Analysis

@ Step 1: Organizational Analysis (TNA)

Before you train anybody, pause. @ The first question HR must ask is: “Where is the business
going, and how can training help us get there?”

That’s the heart of Organizational Analysis. It’s about aligning training with strategy so learning

isn’t random, but purpose-driven. &

What it involves:

1. Review Business Goals — Expansion? Digital transformation? Customer experience upgrade?

2. Spot Training Gaps — Ask: Do employees have the skills to support this?



3. Link to Strategy — Training should directly fuel the company’s big-picture objectives. ™=

Example in Action (Hospitality): A hotel decides to launch a digital check-in system to improve
guest experience. Sounds great, right? But here’s the catch — staff need to know how to use the
system and still deliver warm, human-centered service.

r Solution: Training in technology adoption + customer interaction skills. 3} Research
Methodologies HR Can Use:

- SWOT Analysis — Identify strengths/weaknesses in staff vs. future needs.

- PESTLE Analysis — External trends (tech, legal, customer expectations) that will shape skills
demand.

- Stakeholder Interviews — Talk to managers & execs about where training fits into growth plans.

- Performance Metrics Review — Look at KPIs (e.g., guest satisfaction scores, error rates) to see
where skills are falling short.

Why it matters: Organizational analysis ensures training is an investment, not a cost. It
prevents wasted effort on “nice-to-have” workshops and instead builds a workforce that’s 100%
aligned with the company’s direction.

Reflection for HR Managers: If training doesn’t tie back to strategy, is it really worth it?
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@ Your company is a hotel chain about to launch a digital check-in system to boost guest
satisfaction.

Management is excited, but you notice the staff is anxious — they’re unsure about the tech and
how to balance it with personal customer service.

As HR, what's your first step in ensuring training aligns with the business strategy?
£2 Choose one:

£ A.Run a SWOT analysis on staff skills vs. future needs
"' B. Conduct stakeholder interviews with managers & execs to clarify training goals

«u C. Review KPIs & performance metrics (e.g., guest satisfaction, error rates) to spot gaps

‘@ D. Do a PESTLE analysis to understand external factors shaping customer expectations



Task Analysis

@ Step 2: Task Analysis (TNA)

Once you know the organization’s big-picture goals, the next step is to zoom in on the specific
jobs that drive those goals. That’s where Task Analysis comes in.

What is Task Analysis? It’s about breaking down each role into the skills, knowledge, and
behaviors needed to perform it successfully. In simple terms: “What exactly does this job require,
and where are employees falling short?”

@, What it involves:

1. Role Breakdown — List out the day-to-day responsibilities of each job.

2. Skill Identification — Map the technical, soft, and digital skills needed.

3. Gap Spotting — Compare current employee abilities vs. required standards.



" Example in Action (Hospitality): Take the Front Desk Manager role. Their responsibilities aren’t
just about checking guests in. They must:

- Handle guest complaints - Conflict Resolution

% * Communicate with diverse guests - Strong Communication Skills

* Manage new booking software - Digital System Proficiency

" If the manager is good at talking to guests but struggles with digital tools, training should
focus on technology adoption.

Il Research Methodologies HR Can Use:

- Job Analysis Questionnaires — Ask employees and supervisors about daily tasks.

- Observation Studies — Shadow staff to see which skills they actually use (vs. what’s written in
job descriptions).

- Critical Incident Technique (CIT) — Collect real stories of success/failure to pinpoint key skills.

- Competency Mapping — Build a framework of core vs. specialized skills required for each role.

Why it matters: Without task analysis, training becomes generic. But when you break down
roles, you target the right skills—which means employees get exactly what they need to succeed,
and businesses get better results.



(> Reflection for HR Managers: Are your training programs based on actual job requirements,
or just guesswork?

'»l »l
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Your hotel has aligned its strategy toward enhancing guest experience through faster check-ins.

As HR, you’re now focusing on the Front Desk Manager role. You’ve listed their tasks and spotted
a skills gap.

=~ Which of the following BEST reflects the purpose of Task Analysis in this situation?

£4 Choose the most accurate answer:

£ A. Identifying the company’s long-term business goals and linking them to training

W

B. Breaking down the Front Desk Manager’s role into specific skills (e.g., conflict resolution,
communication, digital system use) and spotting gaps

¢« C. Reviewing external trends like technology, laws, or customer expectations



‘@ D. Comparing competitor hotels’ HR strategies to improve training design

Individual Analysis

@ Step 3: Individual Analysis (TNA)

After looking at the organization as a whole and then specific job roles, the final step is to focus
on the individual employee. This is where training becomes personalized.

What is Individual Analysis? It's the process of identifying the strengths, weaknesses,
aspirations, and learning needs of each employee. The goal is to make sure training isn’t “one-
size-fits-all” but tailored to real human needs.

@, What it involves:

1. Performance Review — Check how well employees are meeting their KPIs or OKRs.

2. Learning Gap Assessment — Spot areas where they struggle compared to required skills.



3. Career Aspiration Mapping — Understand where the employee wants to grow (leadership?
technical expertise? cross-functional roles?).

4. Motivation Check — Training only works if employees are motivated to apply it.

"2 Example in Action (Hospitality):

Consider a Guest Relations Officer:

- Their performance reviews show they excel at guest satisfaction scores &=.

- But interviews reveal they lack confidence handling VIP guests who demand quick, luxury-level

service il .

- Their career aspiration is to move into Guest Experience Management in the next 2 years %’ .

~ With this insight, HR designs a custom training plan: advanced customer handling + leadership
development.

Il Tools & Research Methods:

- Surveys & Self-Assessments — Employees rate their own skills, confidence, and training
preferences.

- Performance Appraisals — Objective evaluation of how well they meet goals.

- 360-Degree Feedback — Input from supervisors, peers, and sometimes even customers.



- One-on-One Interviews — HR or managers directly discuss employee aspirations.
- Psychometric & Skill Tests — Standardized tools to measure abilities and potential.

Why it matters:

This step ensures training is personal, relevant, and motivating. Employees feel invested in

because the company cares about their growth. At the same time, the organization benefits from
people who are more skilled, engaged, and loyal.

Reflection for HR Managers: Do you know your employees’ personal career goals, or are you
only measuring their outputs?

LEARNING

STRATEGIES

T e




On-the-Job Training (OJT)

@ Learning Strategies — On-the-Job Training (OJT)

@ B - B Notall learning happens in classrooms or Zoom sessions. One of the most powerful
ways employees learn is simply by doing the job itself — this is what we call On-the-Job Training
(OJT).

What is OJT? It’s a hands-on learning method where employees acquire skills in real time,
while performing their daily tasks under guidance. Instead of theory-first, it’s practice-first.

@, How it works:

- A new recruit shadows a senior staff member and learns step by step.

- Employees practice using tools, systems, or customer interaction directly on the job.

- Managers or supervisors provide instant feedback, making corrections on the spot.

T Example (Hospitality):



A new Front Desk Officer learns to use the hotel’s booking software. Instead of only reading
manuals, they sit with an experienced colleague who walks them through real guest check-ins.
The new officer tries it hands-on, makes small mistakes, and gets corrected immediately. By the
end of the week, they’re confident handling guests on their own.

li) Research & Methods:

- Experiential Learning Theory (Kolb) = People learn best through experience, reflection, and
practice.

- Job Shadowing & Coaching - Employees pair with mentors to learn in real situations.

- Feedback Loops = Supervisors give instant corrections - faster mastery.

- Blended OJT - Combine with short e-learning modules for reinforcement.

Why it works:

- Builds confidence quickly since employees learn in the real environment.

- Improves retention — people remember what they do more than what they hear.

- Saves costs compared to long external training programs.

- Creates stronger bonding between new staff and experienced employees.



Reflection for HR Managers: Are you making the most of your senior staff as knowledge
carriers to train the next generation, or are you over-relying on workshops that don’t stick?

Coaching & Mentoring

@ Learning Strategies — Coaching & Mentoring

28 Sometimes, the best learning doesn’t come from a book or a system — it comes from people
who'’ve been there before. That’s where coaching and mentoring shine.

What is Coaching & Mentoring? *

Coaching = Short-term, focused guidance on specific skills, tasks, or performance. (Think: “I want

to improve my sales pitch in 3 months.”) *

Mentoring = Long-term, career-focused relationship where a senior helps shape the growth,
confidence, and mindset of a junior employee. (Think: “I want to become a future HR Director —

guide me on the path.”)



@ How it works in practice:

- A coach gives structured feedback, sets goals, and holds the employee accountable.

- A mentor shares personal experiences, career lessons, and inside knowledge of the industry. *

Both approaches build trust, motivation, and direction for employees.

0 Example (Hospitality): * A restaurant supervisor struggling with conflict management is
paired with an HR coach who roleplays tough customer/employee conversations and gives
constructive feedback.

A young hotel receptionist with leadership potential is matched with the Front Office
Manager as a mentor. Over time, the mentor not only teaches operational excellence but also
builds the receptionist’s confidence and prepares them for bigger responsibilities.

%’ Il Research & Methods:

- GROW Model (Coaching) - Goal, Reality, Options, Will = used worldwide to structure coaching
sessions.

- Social Learning Theory (Bandura) - People learn best by observing others, modeling behavior,
and practicing it.

- Formal Mentorship Programs - Companies like Deloitte and Marriott use structured mentoring
to retain talent.

- Reverse Mentoring - Younger employees mentor seniors in digital skills (common in tech-driven
industries).



Why it works:

- Boosts confidence because employees feel supported, not just judged.

- Accelerates career growth — employees get clarity on “what’s next.”

- Improves retention — people stay longer in companies where they feel guided and valued.

- Transfers institutional knowledge from experienced staff to rising talent.

Reflection for HR Managers: Do you have formal mentoring structures in place, or are you
leaving employee growth to chance? Who in your team could benefit today from a
mentor or coach?

E-Learning & Microlearning

@ Learning Strategies — E-Learning & Microlearning



@ Intoday’s fast-paced world, sitting in long training sessions isn’t always realistic. That’s where
E-Learning and its sharper cousin, Microlearning, come in.

What is it?

- E-Learning: Online training modules that employees can access anytime, anywhere — laptops,
tablets, even phones.

- Microlearning: Short, focused lessons (2—10 mins) designed to teach one concept or skill at a
time. Perfect for busy professionals with limited time.

@, How it works:

- Employees log into a Learning Management System (LMS) and complete training at their own
pace.

- Topics are broken into small, digestible chunks = videos, quizzes, simulations, or interactive
slides.

- Progress is tracked digitally, giving HR managers real-time analytics on who's learning what.

" Example (Hospitality): Instead of a 3-hour workshop on “Customer Complaint Handling,” hotel
staff get 10 short micro-modules:

1. How to listen actively

2. How to de-escalate a heated guest =& — (&



3. Phrases to use in apology & empathy 4

4. Quick role-play scenarios ©

By the end of the week, they’ve mastered all the skills without leaving their post for long.

lil Research & Best Practices:

- Studies show microlearning boosts retention by up to 80% compared to traditional long training.

- Spaced repetition (revisiting key points over time) strengthens memory and application.

- Digital tools like Coursera, LinkedlIn Learning, or in-house LMS platforms make rollout scalable.

Why it works:

- Flexible = staff learn at their own pace, even on breaks.

- Cost-effective = no travel, no long venues, just digital modules.

- Scalable = one digital course can train 10 or 10,000 employees globally.

- Engaging = bite-sized videos, gamification, and quizzes keep attention high.



Reflection for HR Managers: Instead of pulling staff out of operations for endless workshops,
are you investing in digital-first, micro-sized training that fits modern attention spans?
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¢ Career Development, Succession Planning & Mentoring Programs

HR Leaders %, here’s the truth: employees don’t just want jobs anymore — they want growth,
clarity, and a future. If you can’t show them a career path, they’ll go to someone who will.

That’s where career development, succession planning, and mentoring come in. Together, they
form the backbone of an organization that doesn’t just fill positions but builds leaders, retains top
talent, and secures long-term stability.

Think of it like this:

- Career Development - equipping employees with skills and opportunities to grow.



- Succession Planning = ensuring you never face a leadership vacuum when key people leave.

- Mentoring Programs —» guiding employees with personalized support and wisdom from those
who’ve walked the path before.

When these 3 work hand-in-hand, HR transforms into a future-proofing engine. Your people
see growth, your leaders stay prepared, and your business never stalls because of sudden talent

gaps.

Reflection for HR Managers: Are you grooming tomorrow’s leaders today, or waiting
until it’s too late?

Career Development

@ Career Development

HR Managers, let’s face it: the #1 reason employees leave isn’t always money — it’s lack of
growth. If they can’t see a future with you, they’ll build it somewhere else. That’s why career
development is one of your strongest retention tools.



What is Career Development?

It’s a structured approach to help employees grow within your organization. Instead of waiting
for talent gaps to appear, you're proactively shaping employees into future leaders, specialists,
and innovators.

@, How it works:

- Internal Promotions - Recognize and elevate high performers instead of always hiring
externally.

- Cross-Functional Training - Give employees exposure to other departments so they build
broader skills (e.g., a finance officer learning operations).

- Leadership Programs = Train future managers with coaching, workshops, and real project
responsibilities.

- Personalized Development Plans (PDPs) = Each employee gets a roadmap that aligns personal
goals with business needs.

-

- Example (Hospitality): A hotel identifies a promising front desk associate who consistently
delivers high guest satisfaction scores. Instead of letting them stagnate, HR creates a plan:

Step 1 - Cross-train them in food & beverage to expand knowledge.

Step 2 - Send them to a supervisor leadership workshop.



Step 3 - Promote them to Guest Experience Supervisor within 2 years. & The employee feels
valued, stays loyal, and the hotel saves on costly external hiring.

li] Research & Best Practices:

- Career Pathing Tools = Platforms like Workday and SAP SuccessFactors map growth journeys.

- 70-20-10 Model = 70% learning on the job, 20% through mentoring, 10% formal training.

- Studies show that career development programs can reduce turnover by up to 40% because
employees see a future with their employer.

Why it matters:

- Boosts employee motivation and engagement.

- Strengthens your talent pipeline for critical roles.

- Saves money by reducing external recruitment costs.

- Positions HR as a strategic partner driving long-term business stability.

Reflection for HR Managers: Do your employees see clear career ladders in your company, or
are they climbing in the dark hoping for a promotion?



(W

Imagine one of your top-performing employees has been with your company for 2 years. They
consistently exceed expectations, but there’s no clear growth path for them.

What would your HR team do first?

Cross-Functional Training — Rotate them through other departments to broaden skills.

Leadership Programs — Enroll them in workshops or coaching to prepare for managerial roles.

Personalized Development Plan (PDP) — Create a roadmap aligning their career goals with
organizational needs.

Do Nothing — Wait for external opportunities to arise and fill gaps as needed.

. Tip: The best approach often combines multiple strategies to retain talent and

build future leaders.



Succession Planning

@ Succession Planning

HR Leaders, let’s keep it real: every organization has “irreplaceable” people... until they leave. ¥
A sudden resignation, retirement, or health issue can throw operations into chaos if no one is
ready to step up. That’s why succession planning is non-negotiable.

What is Succession Planning? It’s the process of identifying, grooming, and preparing future
leaders to take on critical roles when needed. The goal is continuity — ensuring the business
doesn’t stall because a key person left.

@, How it works:

- Spot Talent Early - Identify high-potential employees (HiPos) who show leadership promise.

- Structured Rotations - Move them across departments to broaden their skills (finance,
operations, HR, etc.).

- Leadership Readiness Training - Equip them with strategic thinking, decision-making, and
people management skills.



- Emergency Planning - Always have a “ready-now” list of successors for your most vital
positions.

"2 Example (Hospitality): Take Emeka Udo, a strong Housekeeping Supervisor. Instead of leaving
his career growth to chance, HR builds a plan:

Rotate him into Front Office and Food & Beverage for exposure.

- Enroll him in Operations Management training.

- Assign him a mentor (the current Head of Operations).

» Within a few years, Emeka is ready to step into the Head of Operations role — ensuring no
disruption when the position opens.

lil Research & Best Practices:

- 9-Box Talent Grid - Popular tool to evaluate employee performance vs. potential.

- Leadership Development Programs - Used by companies like GE, Marriott, and Unilever to build
strong pipelines.

- Research shows organizations with active succession planning are 1.5x more likely to outperform
their peers in revenue growth and stability.

Why it matters:



- Prevents leadership gaps that can damage reputation and operations.
- Builds loyalty — high-potential employees feel invested in and less likely to leave.
- Strengthens organizational resilience in times of change.

- Positions HR as the guardian of business continuity.

(> Reflection for HR Managers: If your CEO or Operations Head resigned tomorrow, do you have
someone ready to step in, or would you scramble to hire externally?
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Your company’s Operations Head, who has been leading for 10 years, suddenly resigns due to
personal reasons. The role is critical — without strong leadership, day-to-day operations in
multiple regions could be disrupted.

Situation: You have two potential candidates:



Abubakar, a high-performing Housekeeping Supervisor with cross-training experience in Front
Office and Food & Beverage, enrolled in leadership programs, and mentored by the outgoing
Operations Head.

Aminatu, a talented but unprepared Supervisor in the same department, with no exposure to
other functions or leadership training.

Question: Who should step in as the Acting Operations Head to ensure smooth continuity?
P Option A: Abubakar — Groomed through structured succession planning.

P Option B: Aminatu — Promoted based on tenure alone.

P Option C: External Hire — Bring someone in from outside immediately.

P Option D: Wait and see — Operate with current teams without a leader temporarily.

Mentoring Programs

@ Mentoring Programs

HR Leaders, here’s the deal: people don’t just grow from training manuals — they grow from
people. That’s why mentoring remains one of the most powerful, low-cost, high-impact strategies
in HR.



What are Mentoring Programs?

It’s the deliberate pairing of experienced staff (mentors) with less experienced employees
(mentees) to:

- Transfer practical knowledge

- Build confidence

- Reinforce company culture

- Guide career progression %’

@, How it works:

- Mentors share not just skills, but also stories, lessons, and networks.

- Mentees get a safe space to ask questions and learn without judgment.

- Companies foster a culture where knowledge doesn’t die when people leave — it’s passed on.

@ Examples Across Industries:

Hospitality: Sade Ojo mentoring new front desk recruits, showing them how to handle VIP guests
with grace and warmth.



Banking: A seasoned branch manager mentors young loan officers on risk analysis and ethical
lending practices.

Tech: A senior developer guides junior coders, teaching not only coding tricks but also agile
teamwork.

Healthcare: An experienced nurse mentors interns on bedside manners, balancing patient care
with emotional resilience.

Retail: A store manager coaches new supervisors on managing staff schedules and motivating
teams during peak seasons.

la] Research & Best Practices:

- Formal Mentorship Programs = Deloitte reports that 79% of millennials see mentoring as crucial
for career success.

- Reverse Mentoring - Younger employees mentor seniors on digital tools and social media
(common at firms like PwC).

- Peer Mentoring = Colleagues at the same level share skills and challenges to grow together.

Why it works:

- Builds a strong leadership pipeline by preparing future managers early.

- Improves employee engagement — people feel guided and valued.



- Reduces turnover — staff stay where they see growth and support.

- Reinforces organizational culture — mentors model behaviors that define “how we do things
here.”

Reflection for HR Managers: Do you have a system where veterans pass the torch, or are your
new hires left to figure it out alone?
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¢ 3, Advanced Performance Management Systems

HR Leaders, let’s be honest: the old-school once-a-year performance review is dead. X
Employees hate it, managers dread it, and businesses gain little from it. In today’s fast-changing
world, performance management can’t be a tick-box ritual — it has to be a continuous, data-
driven, people-focused system.



What is Advanced Performance Management?

It’s the modern approach to measuring, guiding, and boosting employee performance. Instead of
just “grading” people once a year, it:

@© Tracks performance in real time

(® Aligns employee goals directly with business strategy

@ Uses digital platforms, analytics, and feedback tools

il Focuses on coaching and growth, not punishment %’

@ What makes it “advanced”?

@© KPIs & OKRs - Clear, measurable goals aligned with strategy.

© 360-Degree Feedback -» Input from managers, peers, subordinates, and sometimes
customers.

@© Continuous Feedback - Regular check-ins replace the dreaded annual review.

@ HR Analytics - Data reveals patterns like top performers, burnout risk, or training needs. *

© Tech Integration* = Platforms like Workday, BambooHR, and SuccessFactors streamline the
process.



Why it matters: Companies that adopt advanced systems don’t just measure performance —
they unlock potential. Employees feel seen, guided, and motivated, while leaders get the data to
make smarter talent decisions.

Reflection for HR Managers: Are you still managing performance with outdated scorecards,
or are you equipping your people to thrive with real-time feedback and growth tools?

KPls (Key Performance
Indicators)

Key Components of Advanced Performance Management

1. KPIs (Key Performance Indicators)

What are KPIs?

KPls are not just fancy numbers on a dashboard — they are the pulse check of how well a person,
team, or even the entire organization is moving toward its goals. In simple terms, they are like the



scoreboard in a football match &3 : no matter how good the team “feels,” the score tells the truth.
If you’re not scoring goals, you’re not winning.

Why they matter:

- Provide focus: People stop working in the dark and know exactly what “good” looks like.

- Drive accountability: No hiding behind excuses — either the target is met or it’s not.

- Align with strategy: Every KPI should link back to the bigger picture. It’s not about doing “busy
work,” it’s about doing work that moves the needle.

@ Examples of KPIs across industries:

- Sales: “Close 8#20M in new deals per quarter.” Not just chasing leads, but real revenue.

- Healthcare: “Reduce patient wait time to under 15 minutes.” Because for patients, time is often
life.

- IT/Tech: “Maintain 99.9% system uptime.” Nobody notices when systems run smoothly, but the
moment they crash, everyone cares.

- Education: “Achieve 85% student pass rate in external exams.” Results that show the impact of
teaching quality.

- Manufacturing: “Cut production defects by 10% in 6 months.” Less waste, more profit, happier
customers.



Pro Tip for HR: When creating KPIs, make them SMART (Specific, Measurable, Achievable,
Relevant, Time-bound). Sounds cliché, but here’s the honest truth: most companies either set
KPIs that are too vague (“improve customer satisfaction”) or too unrealistic (“increase sales by
500% in one quarter”). Both approaches kill motivation. The sweet spot is a KPI that stretches
people but doesn’t break them.

Real Talk: If your employees feel like they’re just “ticking boxes,” your KPls are broken. KPls
should inspire people to perform better, not just fill checklists. And remember — what gets
measured gets managed, but also what gets measured sends a message about what
leadership truly values.

Balanced Scorecard

Key Components of Advanced Performance Management

2. Balanced Scorecard

What is it?

The Balanced Scorecard is like a 360° camera lens for your business — it doesn’t just zoom in on
profits, it captures the full picture. Instead of obsessing only over financial results (like many
companies still do), it balances four critical perspectives:

1. Financial: Are we making money? Are costs under control?



2. Customer: Are clients satisfied, loyal, and recommending us?

3. Internal Processes: How smooth and efficient are our operations?

4. Learning & Growth: Are we investing in people, innovation, and future capabilities?

Why it matters:

Most companies fail not because they didn’t want to grow, but because they looked at the wrong
dashboard. Focusing only on profit is like driving while staring at the fuel gauge — you’ll
eventually crash. The Balanced Scorecard forces leaders to track the invisible drivers of success
(customer experience, employee development, innovation) alongside the visible numbers.

@ Examples across industries:

Banking: A bank may measure loan growth (financial), customer satisfaction scores (customer),
loan approval speed (internal process), and training hours for credit officers (learning).

Healthcare: A hospital may track revenue per patient (financial), patient satisfaction surveys
(customer), infection control compliance (internal process), and staff skills certification (learning).

Retail: A supermarket might monitor sales growth (financial), repeat customer rate (customer),
supply chain efficiency (internal), and new product training for staff (learning).

Tech Startups: A SaaS company might look at monthly recurring revenue (financial), net promoter
score (customer), deployment cycle speed (internal), and R&D investment (learning).

Pro Tip for HR & Leaders: Don’t treat the Balanced Scorecard like a “tick-box” annual report.
Make it living data that teams actually review and act on. If staff don’t know what’s on the
scorecard, then it’s just another pretty slide for board meetings.



Real Talk: Some companies love the Balanced Scorecard on paper but ignore the “learning &
growth” part in reality. That’s like a football coach training players for one match but never
building stamina for the whole season. If you only measure money and customers, you’re running
your business like a short sprint. Add learning and growth, and you’re playing the marathon.

360° Reviews

Key Components of Advanced Performance Management

3. 360-Degree Feedback

What is it?

360-Degree Feedback is like holding up a mirror with multiple reflections — not just your boss’s
opinion, but insights from peers, subordinates, and even customers or external partners. The idea
is simple: no single perspective can capture the full truth about performance, especially in today’s
complex workplace.



Why it matters: Traditional performance reviews are one-dimensional — usually top-down
and biased. They often reward “visible performance” (what the boss sees) rather than actual
contribution (teamwork, leadership, collaboration). 360-Degree Feedback balances this by
showing employees how they’re really perceived across the board. Sometimes it’s flattering,
sometimes it’s brutal, but always useful.

@ Examples across industries:

- Corporate HR: A manager might be praised by peers for great strategy, but subordinates highlight
poor communication. The contrast drives growth.

- Healthcare: A senior nurse might be technically brilliant, but patients and junior staff reveal
issues with empathy — feedback helps round out skills.

- Education: A school principal might shine in policy-making but struggle with teacher
engagement. 360 feedback pinpoints blind spots.

- Tech Startups: A product lead may impress investors but frustrate engineers with unrealistic
deadlines — feedback balances both views.

Pro Tip for HR & Leaders: 360 is powerful only if it’s handled with care. Done wrong, it feels
like office gossip wrapped in corporate branding. Done right, it builds trust and shows employees
that growth matters more than punishment. Feedback should be constructive, confidential, and
tied to development plans — not just dumped on staff like a bad performance review.

Real Talk: Here’s the hard truth: many companies use 360-Degree Feedback as a weapon
instead of a tool. If leaders don’t create a safe environment, employees will sugarcoat responses
to avoid backlash, making the whole exercise useless. Worse still, some managers cherry-pick
feedback that flatters them and ignore the uncomfortable bits. A true 360 culture means
embracing the good, the bad, and the ugly — and then doing something about it.



» At its best, 360-Degree Feedback transforms individual awareness, strengthens leadership
pipelines, and improves culture. At its worst, it’s just an expensive survey that everyone
hates filling out.

Best Practices

Best Practices in Performance Management

Let’s be real — performance management is either a tool that drives growth %’ or a dreaded

annual ritual everyone rolls their eyes at 2’ . The difference?

Best practices. Here’s what separates winning organizations from the ones just ticking boxes:

1. Link Performance Metrics to Strategic Business Goals If your KPIs aren’t tied to the
company’s bigger picture, then they’re just numbers on paper. When employees can clearly see
how their daily work moves the business forward, motivation spikes. Example: A sales rep isn’t



just “meeting quota” — they’re directly driving market expansion or product adoption. That sense
of purpose fuels performance.

Hard Truth: Too many companies set random, vanity metrics that look nice in reports but
mean nothing for actual growth. Don’t fall into that trap.

2. Ensure Regular Feedback & Coaching Annual reviews are outdated. You can’t coach someone
once a year and expect them to improve. Today’s high-performing workplaces use continuous
feedback loops — weekly check-ins, quick coaching moments, even digital tools that track
progress in real time. Feedback should be timely, specific, and actionable.

Hard Truth: If feedback only comes when someone messes up, you’re not managing
performance — you’re firefighting.

= 3. Recognize High Performers to Motivate & Retain Talent Recognition is fuel. When
employees feel unseen, they disengage — and eventually leave. Recognition doesn’t always mean
fat bonuses (though those help <¥). It can be public appreciation, career advancement, or even
meaningful one-on-one acknowledgement.

Hard Truth: Many leaders underestimate recognition. They assume “paying the salary” is
thanks enough. Wrong. Employees remember the moments they were genuinely valued — those
moments build loyalty money can’t always buy.

Bottom Line: Advanced performance management is about alignment, communication, and
recognition. If your system doesn’t inspire growth and loyalty, it’s broken.
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4. Employee Engagement & Retention Strategies

Let’s call it as it is — people don’t just quit jobs, they quit toxic bosses, dead-end careers, and

workplaces that don’t value them. If your employees are disengaged, no strategy, no
vision, no shiny mission statement will save your business.

Engagement isn’t about pizza Fridays “t¢ or posting “We’re a family” on the company website.
Real engagement means creating an environment where employees feel heard, respected, and
challenged — and where their growth matters just as much as company profits.

Retention then becomes the natural result. When people feel connected to their work, supported
in their growth, and recognized for their contributions, they don’t keep one foot out the door
scanning job boards. Instead, they dig in and bring their best selves every day.

Hard Truth: Replacing a top performer can cost up to 200% of their annual salary. Losing talent

because of poor engagement is basically burning money



Bottom Line: Employee engagement isn’t just “HR fluff” It’s a business survival strategy.
Because in today’s competitive market, talent is currency — and you can’t afford to keep losing it.

Engagement Strategies:

Recognition Programs

Engagement Strategies

Recognition Programs

Why Recognition Matters

Here’s the truth: people don’t just work for salaries — they work for significance. A paycheck
keeps the lights on, but recognition makes employees feel seen, valued, and motivated to go the
extra mile. When someone’s hard work is acknowledged, it sparks pride, loyalty, and a ripple
effect of positive energy across the workplace.

What it looks like in action:

- Monthly Awards: Celebrating “Employee of the Month” may sound old school, but it works when
done with sincerity. It says, “We noticed you.”



- Shout-outs: Public appreciation during team meetings, newsletters, or even on Slack/WhatsApp
groups can mean more than a cash bonus. Sometimes, recognition is about giving someone their

flowers ¥ while they can still smell them.

- Performance Bonuses: Linking recognition to tangible rewards — gift cards, cash incentives, or
extra time off — reinforces that great work equals real benefits. ® Examples across industries:
- Retail: A store manager praises a cashier who handled a long customer queue with patience and
a smile.

- Tech: A developer gets a shout-out in a company-wide email for solving a complex bug that saved
hours of downtime.

- Healthcare: Nurses are given wellness vouchers for their exceptional service during a hectic flu
season.

- Education: A teacher is recognized at assembly for going above and beyond to prepare students
for exams.

Pro Tip for HR: Recognition only works when it’s timely, specific, and genuine. Saying “Good
job” three months later doesn’t hit the same as saying, “The way you calmed that angry client
today was outstanding — it saved us from losing the account.” Recognition that is vague or forced
feels hollow, and employees can spot it a mile away.

Real Talk: Too many companies think recognition means buying an expensive trophy once a
year. In reality, recognition is about consistency and authenticity. People don’t remember the
award as much as they remember how it made them feel.



Engagement Strategies:

Flexible Work
Arrangements

@ Engagement Strategies

e Flexible Work Arrangements

What it means:

Flexible work arrangements go beyond just “working from home.” It’s about giving employees the
freedom to choose when, where, and sometimes how they work — without compromising
results. This could mean adaptable schedules, hybrid models (a mix of office + remote),
compressed workweeks, or even part-time contracts tailored to personal needs.

Why it matters:

- Work-life balance is no longer optional — it’s a dealbreaker. Burned-out employees won’t give
their best, no matter how much you pay them.

- Talent attraction and retention: Top candidates often look at flexibility first, even before salary.

- Boosts productivity: Studies show that employees who can control their work rhythm deliver
better output, not less.



- Inclusivity: Parents, caregivers, people with health conditions, and even creatives with non-
linear workflows thrive better in flexible setups.

@ Examples across industries:

-- Tech: A software engineer working remotely four days a week but coming in for sprint reviews
on Fridays.

-- Banking: A customer service officer given the option to start at 7 a.m. and close earlier to beat
traffic.

-- Education: A university lecturer delivering part of the course online, freeing up time for
research.

-- Healthcare: Nurses using shift-swaps and shorter rotations to reduce fatigue.

-- Consulting: Teams working remotely with flexible hours but required to be online during “core
collaboration windows.”

Pro Tip for HR & Leaders: Flexibility is not about being lax. It only works when there’s clarity
on deliverables, trust, and accountability. Set clear goals, communicate expectations, and use
performance tools to track progress — not micromanagement.

Real Talk: Some leaders still think flexibility equals laziness. In reality, rigid 9-to-5 models often
hide inefficiency. Employees sitting at desks for long hours doesn’t equal productivity. Flexibility
allows people to bring their best energy when it counts most.



Engagement Strategies:

Employee Feedback &
Surveys

Engagement Strategies

e Employee Feedback & Surveys

What this really means: Feedback and surveys aren’t just HR tick-the-box exercises — they’re
your direct line into the heartbeat of your workforce. Think of them as a mirror: they reflect what
employees are truly experiencing, whether it’s burnout, lack of recognition, or excitement about
growth opportunities. When done right, surveys tell you things your staff may never say openly
in a meeting or to their line manager.

Why it matters:

-- Uncovers blind spots: Leaders often think they know how employees feel, but assumptions can
be dead wrong.

-- Boosts trust: When people see their opinions are asked and acted upon, loyalty grows.

-- Drives improvement: Feedback highlights exactly where systems, leadership, or culture need
work.



@ Examples of how it works across industries:

-- Retail: Store staff reporting that outdated POS systems slow down service, prompting
management to upgrade tech.

-- Healthcare: Nurses highlighting high stress levels in night shifts, leading to better staffing
schedules.

-- Tech Startups: Engineers requesting more autonomy in projects, which results in agile pods and
innovation boosts.

-- Education: Teachers voicing workload concerns, leading to new assistant roles to lighten grading
pressure.

Pro Tips for HR: -- Don’t run endless surveys without follow-up. Employees hate when
feedback disappears into a “black hole.”

-- Keep questions simple and specific — “How do you feel about workload balance?” works better
than “Rate overall satisfaction.”

-- Mix quantitative (ratings, scales) with qualitative (open comments) for richer insights.

-- Share back results openly, even if they’re not flattering. Transparency builds credibility.

Real Talk: Feedback without action is worse than no feedback at all. It tells employees, “We
heard you but don’t care enough to change.” If you're not ready to listen and act, don’t bother
sending surveys. Engagement only happens when employees see that their voices have power —
otherwise, surveys become corporate wallpaper.
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Engagement Strategies:

Team-Building Activities

@ Engagement Strategies

e Team-Building Activities: Strengthen collaboration and morale

What it really means:

Team-building isn’t just about forcing people to play icebreaker games or go on awkward retreats
where everyone pretends to have fun. Done right, it’s about creating shared experiences that
break down silos, build trust, and remind employees that they’re not just “co-workers” — they’re

a team working toward the same goal.

Why it matters:

- Breaks barriers: Employees from different departments who hardly talk suddenly find common

ground.



- Boosts morale: People who laugh, learn, or even compete together often return to work with
lighter energy and better chemistry.

- Reveals leaders: In group tasks, natural problem-solvers and leaders often emerge without
formal titles.

- Builds belonging: When people feel part of something bigger than their job description, they
stay engaged longer.

@ Examples of team-building done right: - Corporate: A quarterly innovation hackathon where
mixed teams brainstorm solutions to real company problems.

- Healthcare: A “role-switch” day where doctors, nurses, and admin staff shadow each other to
understand one another’s challenges.

- Education: A faculty sports day or trivia contest to break the academic routine.

- Remote Teams: Virtual escape rooms, online coffee breaks, or even multiplayer games that
encourage teamwork without physical presence.

I’I

Pro Tip for HR: Avoid the “one-size-fits-all” trap. Not every employee enjoys paintball,
karaoke, or trust falls. The best team-building activities are inclusive, voluntary, and tied to
company culture. Sometimes, even a well-planned lunch-and-learn can do more for morale than

an expensive retreat.

Real Talk: If your employees roll their eyes when they hear “team-building,” you’ve already
lost them. Engagement isn’t about ticking HR boxes — it’s about making work a place where
people feel connected, valued, and proud to belong.



At Gidan Zaki Hotels, employees from Front Office, Housekeeping, and Food & Beverage rarely
interact. Morale is low, and small miscommunications are causing delays in guest service.

Step Taken: HR organizes a team-building retreat where employees collaborate in small projects
and problem-solving challenges. Teams include:

- Hassan (Front Office)
- Fatima (Housekeeping)
- Ibrahim (Food & Beverage)

- Aisha (Marketing)

. What it really means:

Team-building isn’t about awkward icebreakers; it’s about shared experiences that break down
silos, build trust, and help employees see each other as part of the same team working toward a
common goal.

4 Why it matters:

- Breaks barriers: Hassan, Fatima, lbrahim, and Aisha, who never interacted before, start
collaborating efficiently.

- Boosts morale: Employees feel connected and valued.



- Improves communication: Departments that often miscommunicate now coordinate more
smoothly.

Reflection: Are your employees still “co-workers” in separate silos, or are they a connected team
driving the same goals?

Strategies

—Z

1 Retention Strategies

Keeping great employees is just as important — if not more — than hiring them. Recruitment is
expensive, training takes time, and losing skilled people can slow down an entire organization.
That’s why effective retention strategies go beyond perks and salaries; they touch on purpose,
growth, and belonging. Let’s break it down:

£ Competitive Compensation and Benefits Money isn’t everything, but it’s the starting point.
Talented employees know their worth, and if your pay scale lags behind industry standards, they’ll
eventually move on. Benefits like health insurance, paid leave, childcare support, and retirement
plans also show employees that you care about their wellbeing — not just their output.



Clear Career Progression Paths One of the fastest ways to lose good talent is to keep them
stuck in the same role with no visible path forward. Employees want to see where their career is
heading and how the company will help them get there. Promotions, role rotations, and
structured advancement opportunities give people hope and a reason to commit long-term.

Training and Development Opportunities Employees don’t just want jobs — they want
growth. By investing in training programs, certifications, and upskilling initiatives, organizations
send a clear message: “We believe in your future here.” Whether it’s leadership workshops, digital
skills training, or cross-functional learning, development opportunities increase loyalty while also
building organizational capability.

Mentorship and Coaching Formal mentorship programs and one-on-one coaching create an
environment where employees feel guided and supported. Having access to an experienced
mentor can boost confidence, provide career clarity, and improve job satisfaction. It also
strengthens organizational culture, as wisdom and values are passed down across generations of
workers.

Insight: Engagement and retention go hand-in-hand. Motivated employees are more likely to
stay, and employees who stay longer are more likely to deliver superior results. In other words,
when people feel valued, challenged, and supported, they don’t just work for a company — they
grow with it.

A\ Brutal Honesty: Here’s the truth most companies don’t want to admit — employees don’t leave
because of “better offers” alone. They leave because of poor managers, lack of recognition, toxic
culture, empty promises about career growth, and burnout from being overworked without
appreciation. You can’t cover those cracks with pizza Fridays or a small salary top-up. Real
retention happens when leadership is human, transparent, and consistent. Otherwise, your best
people will keep walking — straight into the arms of your competitors.



At Eko Hotels & Suites, Lagos, HR Manager Tosin Adeyemi notices high turnover in the food &
beverage department. Many staff complain of lack of recognition and limited career growth.

Actions Taken:

1. Introduced monthly “Star Employee” recognition.

2. Implemented cross-department training rotations for skill development.

3. Started a mentoring program pairing experienced supervisors with junior staff.
4. Launched quarterly employee feedback surveys and acted on suggestions.
Results:

J Turnover reduced by 30% within six months

. Employee engagement scores increased

J Staff morale improved, leading to higher customer satisfaction

Lesson: Engagement strategies must be tailored, consistent, and responsive to
employee feedback.
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@ End of Day 3 — Wrap-Up & Conclusion

Key Highlights from Day 3

1. Training Needs Analysis (TNA):

o Identifying skill gaps and designing targeted learning strategies ensures employees are
equipped to meet organizational goals.

2. Career Development, Succession Planning & Mentoring:

o Structured development programs build future leaders and reduce turnover.

o Mentoring transfers knowledge and reinforces organizational culture.

3. Advanced Performance Management Systems:

o KPlIs, balanced scorecards, and 360° reviews help align employee performance with

strategic objectives.

o Regular feedback and recognition improve engagement and productivity.



4, Employee Engagement & Retention:

o] Engagement initiatives like recognition, career growth, and mentoring increase motivation
and loyalty.

o Retention strategies are critical in competitive industries, including hospitality and service
sectors.

5. Mini Case Study Insight:

o Real Nigerian examples (like Eko Hotels & Suites) demonstrate that tailored engagement
and development strategies drive measurable results.

Conclusion

Today’s session highlighted that employee development, performance management, and
engagement are the pillars of a high-performing organization.

J Investing in training, mentoring, and career growth ensures employees feel valued,
motivated, and aligned with business objectives.

J Performance systems and engagement strategies convert talent potential into measurable
business results.

) As we move to Day 4, reflect on how executive HR leadership, compliance, and analytics
will build on today’s foundation to shape strategic decision-making and prepare your organization
for the future of work.



Remember: “Developing and engaging your people is not just HR’s role — it is a strategic
investment in organizational success.”

Discussion

Question &

Closing
Reflection
— <

6. Reflection & Discussion Question

) “Which employee development or engagement strategy would you prioritize in your
organization, and why?”

) “How can these strategies impact performance, retention, and overall
business outcomes?”
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¢ 1. Executive HR Leadership: Building Credibility & Influence

What does this really mean?

At the executive level, HR stops being about just policies, payroll, or recruitment. It becomes
about leadership and influence. Think of it this way: CEOs and other C-suite leaders are making
big calls on growth, expansion, mergers, restructuring, culture shifts. If HR isn’t part of those
conversations, the company risks chasing numbers without thinking of the people who will
actually deliver the results.

Executive HR leadership is about earning that seat at the table — not by demanding it, but by
proving you can add real value. You’re no longer just handling staff issues; you're the one
connecting people strategy to business strategy. You're advising leaders on how culture impacts
performance, how talent decisions affect profits, and how leadership behaviors shape the entire
organization.

It’s also about credibility. No exec will listen to HR if they don’t trust your judgment. That means
speaking the language of business, not only HR jargon. You’ve got to understand numbers,



strategy, and operations as much as you understand people, engagement, and culture. When you
bring data + people insight to the table, you move from being seen as “HR admin” to “HR leader.”

And here’s the real deal — influence is everything. As an executive HR leader, your influence drives
the culture employees live every day, the strategies leadership pushes forward, and even the way
crises are handled. If you fail here, HR is ignored. If you succeed, HR becomes the heartbeat of
the organization.



l Key Skills

Leaders
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1.

Strategic Thinking

@ Key Skills for HR Leaders

Let’s keep it real — without these, HR stays stuck at admin level.

1. Strategic Thinking



This is the big one. As an HR leader, you can’t just roll out training programs, hire people, or
manage performance because “that’s HR’s job.” You’ve got to see the bigger picture.

Strategic thinking means asking: How does this HR initiative connect to the company’s goals? If
the business wants to expand into new markets, your HR plan must cover workforce planning,
leadership readiness, and culture fit. If the company wants to cut costs, HR should design smarter
talent strategies that balance efficiency with morale.

It’s not about copying best practices, it’s about aligning people initiatives with what the business
is really chasing. That’s how HR earns respect in the boardroom. You stop being the “policy
person” and become the business partner who knows how to drive results through people.

And here’s the truth: if you don’t think strategically, you’ll always be called late into decisions
instead of shaping them. Strategic HR leaders don’t just support the business — they help design
the future of the business.

How to Become a Strategic Thinker (as HR):

Know the Business Inside Out — Understand revenue streams, products, customer needs, and
competitors. If you don’t know how the company makes money, you can’t align HR to it.

Connect People to Numbers — Always ask: how does this hiring, training, or engagement
initiative improve profit, cut waste, or boost efficiency? Link HR moves to business outcomes.

Scan the Bigger Environment — Look beyond HR. Keep tabs on industry trends, tech changes,
and labor laws that might hit the company. Bring insights before anyone asks.

Ask Future-Focused Questions — Don’t just solve today’s problems; anticipate tomorrow’s. E.g.,
“If Al changes our industry, how will our workforce adapt?”



Challenge Like a Partner, Not a Follower — Don’t just nod to leadership decisions. Use data +
insight to suggest alternatives. That’s how respect is built.

Chinwe, an experienced Nigerian HR Manager, recently relocated to the U.S. to work with a fast-
growing tech company in Dallas. Back home, she was used to HR being more administrative —
payroll, compliance, and managing staff files. But in this new environment, she quickly realized
the expectations were different: HR leaders here sit at the strategy table.

One day, during an executive meeting, the CEO announced plans to expand into Latin America.
The room buzzed with talk about product launches, marketing, and investors. Then the CEO
looked at Chinwe:

> “From an HR perspective, how do we prepare for this?”

In that moment, Chinwe could have stuck to the usual admin response: “We’ll hire people once
you give us the headcount.” But instead, she remembered the mindset of Strategic Thinking:

-- She explained that before hiring, the company needed a workforce readiness plan — identifying
leaders who could handle cross-cultural teams.

-- She highlighted potential labor law challenges in Latin America and how they could affect
contracts and payroll.



-- She connected people strategy to the business goal: “If we want smooth expansion, HR must
secure bilingual talent early, design cultural integration training, and partner with local
consultants. That cuts future delays and builds credibility in the new market.”

The executives paused — and then nodded in agreement. For the first time, they didn’t see
Chinwe as just the “policy person.” They saw her as a business partner shaping the company’s
future.

That’s the power of strategic thinking. Chinwe wasn’t reactive; she anticipated the future and
tied HR to revenue, risk, and growth.



2.

Communication &
Influence

@ Key Skills for HR Leaders

These skills separate HR “officers” from HR “leaders.”

2. Communication & Influence




Let’s be clear — you can have the best HR ideas, but if you can’t communicate them clearly and
influence decision-makers, it dies in the meeting room.

At the executive level, communication isn’t just about writing memos or explaining policies. It’s
about framing HR insights in a way that boards and CEOs understand and respect. Senior leaders
don’t want HR jargon; they want clarity: “How does this affect growth, revenue, risks, and
reputation?”

Influence comes when people trust your voice. It’s not about talking the loudest, it’s about making
your words count. If you can tell a compelling story with data, connect people issues to business
outcomes, and show the risks of ignoring HR advice — leaders will start listening to you, not out
of courtesy, but because they know your input drives results.

The goal? Move HR from being seen as “support” to being respected as a strategic influencer.
When your communication is sharp, HR stops being background noise and becomes a driver of
decisions.

How to Build Communication & Influence (as HR):

Learn the Language of Business — Translate HR insights into metrics execs care about: ROI,
turnover cost, productivity, brand impact. Speak their language, not just HR terms.

Use Data + Stories Together — Data convinces the mind, stories move the heart. Combine both
when presenting: e.g., “Turnover cost us #20M last year — here’s the story of one key talent we
lost and the impact it made.”

Be Concise & Clear — Execs don’t have time for long HR reports. Learn to pitch your point in 3—
5 minutes, then expand only if asked.



Build Credibility Before You Speak — Influence works better when leaders already trust you. That
comes from consistency, delivering results, and not exaggerating.

Listen More, Speak Smart — Influence isn’t only about talking; it’s about knowing when to speak.
Pay attention to what leaders value, then link HR input to those priorities.
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You’re the HR Director at a multinational company. You’ve identified that poor communication
between leaders and staff is driving turnover, costing the company millions annually.

You’ve been invited to the next executive meeting. You’ve got 5 minutes to make your case.



How would you approach it to ensure the board takes HR seriously as a strategic driver, not
just “support”?

O A. Lead with numbers — Show the board the turnover cost in hard figures (820M+) and link
it directly to profit and risk.

O B. Tell a story — Share a real example of a top performer who left, and the negative ripple
effect on team performance.

O c.Blend both data + story — Open with the numbers, then drive the point home with a human
story the execs can connect with.

O D. Keep it super concise — Deliver a sharp, 3-minute summary highlighting risk, revenue
impact, and HR’s proposed fix.



Decision-Making

@ Key Skills for HR Leaders

Great HR leaders don’t just react — they decide with impact.

3. Decision-Making



In HR leadership, you’ll constantly face tough choices — who to hire, when to restructure, how
to handle underperformance, whether to invest in training or cut costs. Weak HR waits for
instructions. Strong HR makes the call with confidence, backed by data and insight.

Decision-making isn’t guesswork. It’s about weighing the facts, reading the human side, and
choosing the path that drives both business success and employee wellbeing. Execs will only trust
you when they see your decisions consistently add value.

At this level, every choice has ripple effects — a promotion can boost morale or spark resentment,
a hiring freeze can save money but kill innovation, a policy change can protect the company but
hurt engagement. That’s why impactful HR decisions are grounded in data, foresight, and courage.

The real mark of leadership? Owning the decision Even when it’s unpopular, you stand by it
because it was made with clarity and integrity. That’s how credibility grows.

How to Strengthen Decision-Making (as HR):

Start with Data, Not Gut Alone — Use turnover rates, engagement scores, and productivity
metrics to guide choices. Numbers cut through bias.

Balance People + Business Impact — Don’t swing too far one way. Every decision must consider
profit and people outcomes. Example: layoffs might save costs now but can damage long-term
culture.

Evaluate Options with “What-If” Thinking — Always ask: If we do this, what happens in 6 months?
What if we don’t? Future impact matters more than quick fixes.

Consult, But Don’t Hide Behind Committees — Get input from leaders and staff, but avoid
analysis paralysis. Own the final call.



Learn from Past Decisions — Review outcomes of past HR choices. What worked? What
backfired? Build wisdom from reflection, not just experience.

Adeola, a Nigerian HR professional now working as an HR Director in Toronto, faced her first big
leadership test. The company, a mid-sized financial services firm, had been struggling with rising
costs. The CFO proposed a hiring freeze to cut expenses. But at the same time, the Head of
Innovation warned that without new tech talent, the company’s digital transformation project
would stall — putting them behind competitors.

In the boardroom, all eyes turned to Adeola.

She could have taken the easy route — agree with finance to “save money” and stay safe. But she
remembered: great HR leaders don’t just react, they decide with impact.

& Adeola pulled up HR data she had prepared in advance:

-- Turnover was already climbing among younger employees.

-- Exit interviews showed frustration with outdated digital tools.

-- Productivity metrics from teams lacking tech support were declining.

She laid it out clearly:



> “If we freeze hiring across the board, we’ll save money now, but innovation will die.
Competitors will pass us, and turnover will worsen. Instead, | recommend a selective freeze:
pause non-critical hires but prioritize investment in tech roles that enable efficiency. In 12 months,
those roles will cut costs naturally through automation.”

The room went quiet. The CEO asked if she could stand by this decision. Adeola nodded:

> “Yes — because this balances cost control with long-term growth. Cutting talent where we
need it most is riskier than spending wisely.”

The leadership team agreed. Some weren’t fully comfortable, but Adeola owned the decision —
with data, foresight, and confidence. Months later, the strategy paid off: costs went down, digital
adoption went up, and employees felt reassured that leadership wasn’t blindly cutting.

) That’s decision-making in action: courage + data + balance. Adeola didn’t just make a choice
— she made the right choice for both the business and the people.
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Change Management

@ Key Skills for HR Leaders

Business will always change — HR must lead, not lag.



4. Change Management

Every organization faces change — new tech, mergers, restructuring, policy shifts, market
disruptions. The problem? Most employees resist it. That’s where HR leadership steps in.

Change management isn’t just about sending out memos or holding one townhall. It’s about
guiding people through uncertainty. Leaders may decide the “what,” but HR drives the “how.” If
people don’t buy into the change, the strategy fails, no matter how brilliant it looks on paper.

Effective HR leaders become change agents. They anticipate resistance, communicate clearly,
support managers, and keep the culture steady while everyone adjusts. Change is emotional —
fear of losing jobs, doubt about skills, anxiety about the unknown. HR’s role is to humanize the
process so employees don’t just follow orders, they actually embrace the new direction.

Bottom line: in times of change, HR proves its worth. You’re either the one who helps the
business move forward smoothly, or the one blamed for chaos.

How to Master Change Management (as HR):

Understand the Why — Don’t just push change; explain why it matters. Tie it to business survival,
growth, or competitiveness.

Communicate, Communicate, Communicate — Silence breeds rumors. Give updates early, even
if you don’t have all the answers. Honesty builds trust.

Equip Managers as Change Champions — Middle managers carry the message. Train and support
them to handle tough conversations with their teams.



Listen & Address Resistance — Employees will resist. Instead of shutting it down, hear their
concerns and provide support (training, counseling, clarity).

Celebrate Small Wins — Change feels less scary when progress is visible. Highlight early successes
to boost morale and build momentum.

Stay Consistent — Don’t roll back at the first sign of discomfort. Lead firmly but with empathy.

Chinelo Ude, the HR Director of a multinational bank headquartered in Lagos, faced a critical
challenge: the bank was preparing to expand its digital banking operations across West Africa.
This meant new branches, increased customer service demands, and the need for highly skilled
staff in both technology and operations.

Chinelo took the lead in driving a comprehensive talent transformation project. She began with
a workforce planning exercise, auditing current capabilities against future expansion needs. Her
analysis revealed two urgent issues: a shortage of digital banking specialists and a leadership

pipeline gap.

To address this, she partnered with local universities and tech hubs in Nigeria to attract young
talent while launching internal leadership development programs to prepare high-potential
employees for regional management roles. She also introduced structured succession planning,
ensuring that critical positions wouldn’t be left vacant during expansion.



At the executive table, Chinelo’s advice became invaluable. Her data-driven insights helped the
CEO and board understand the financial impact of talent shortages and the return on investment
of developing leaders internally. By aligning HR strategies with the bank’s mission and vision, she
positioned HR as a strategic partner, not just an administrative function.

Within 18 months, the bank had successfully filled key roles, reduced turnover by 25%, and
developed a strong pipeline of future leaders ready to scale the business across the region.
Chinelo’s credibility
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Your company is undergoing a major restructuring: new reporting lines, automation tools, and

job roles. Anxiety is rising — staff fear job losses, and rumors are spreading.

As HR Director, the CEO asks you to take charge of employee alignment. You’ve got one chance
to set the tone.



What'’s your first move to ensure employees don’t resist but start embracing the change?

O A. Explain the “Why” upfront — Show how the restructuring secures the company’s future

and protects jobs long-term.

O B. Communicate early & often — Host open forums, share updates (even incomplete ones),

and shut down rumors with transparency.

O c. Empower middle managers — Train them as change champions to cascade clear messages

and handle tough team concerns.

O D. Acknowledge fears — Listen actively to resistance, offer retraining/support, and address

anxieties head-on.



Labor Laws,
Ethics &

Compliance
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¢ 2. Labor Laws, Ethics & Compliance

Why HR Compliance Matters

Compliance in HR goes beyond ticking boxes or filing policies. It is the backbone that protects the
company legally and safeguards employees ethically. When HR leaders take compliance seriously,
they shield the organization from lawsuits, fines, and reputational scandals while also creating an
environment of fairness and trust.



Labor laws exist to protect workers’ rights — fair pay, safe working conditions, freedom from
discrimination, and respect for contracts. When HR enforces these consistently, employees feel
secure, valued, and respected. That trust directly fuels engagement and productivity. On the
other hand, ignoring compliance can create resentment, disputes, or even costly litigation that
damages the brand and drains resources.

Ethics ties directly into compliance. A company may follow the law but still fail if it lacks integrity.
Ethical HR leadership means making decisions that are not only legal but also morally sound —
decisions that employees see as fair, transparent, and just. This builds a culture where people
believe in the organization, not just work for it.

Ultimately, compliance is not about fear of penalties. It is about building a workplace where rights
are respected, leaders are accountable, and everyone operates with trust and confidence. That’s
what transforms HR from being seen as “rule enforcers” into being recognized as the guardians
of integrity and stability within the business.



1.

Local Labor Laws (Nigeria)

@ Key Areas

1. Local Labor Laws (Nigeria)

When it comes to HR in Nigeria, the Labour Act is your foundation. Every HR leader must know it
inside out, because it spells out the basic rights and protections for employees. Ignoring it isn’t
just risky — it’s an open invitation to lawsuits, union disputes, and reputational damage.



Employee rights include fair wages, rest days, working hours, safety, and protection from unfair
treatment. The minimum wage law ensures no worker earns below the legal threshold — if your
payroll ignores this, you’re already in violation. Termination is another sensitive area: Nigerian
law demands due process. Wrongful dismissal without proper notice, valid reasons, or terminal
benefits can drag the company into court quickly.

Leave entitlements — from annual leave to maternity, sick leave, and public holidays — are non-
negotiables. When HR overlooks them, it signals to staff that the company doesn’t care about
worker welfare. That’s how resentment builds, turnover rises, and trust disappears.

r Example: Many Nigerian firms have been dragged to industrial courts for wrongful
termination simply because they ignored the Labour Act’s clear procedures. Adhering strictly to
the law not only prevents lawsuits but also shows employees that the company values fairness

and accountability.

In simple terms: know the Labour Act, apply it consistently, and use it as your HR shield. It keeps
the business safe and the people protected.

@ Some Key Labour Laws & Regulations in Nigeria

Labour Act, Cap L1, LFN 2004 — Governs employment terms, wages, contracts, termination,

and working conditions.

National Minimum Wage (Amendment) Act, 2019 — Sets the national minimum wage
(430,000).

Trade Unions Act, Cap T14, LFN 2004 — Regulates the formation and activities of trade unions.



Employee Compensation Act, 2010 — Provides for compensation to employees who suffer
occupational diseases, injuries, or death in the workplace.

Factories Act, Cap F1, LFN 2004 — Focuses on worker health, safety, and welfare in factories.

Pensions Reform Act, 2014 — Mandates contributory pension schemes for employees in public

and private sectors.

Industrial Training Fund (Amendment) Act, 2011 — Requires employers to contribute to staff
training and development.

Personal Income Tax (Amendment) Act, 2011 — Provides guidelines for PAYE (Pay-As-You-Earn)
tax deductions for employees.

Discrimination Against Persons with Disabilities (Prohibition) Act, 2018 — Protects rights of
persons with disabilities in the workplace.



Global Compliance
Considerations

@ Key Areas

2. Global Compliance Considerations

For HR leaders working with multinational firms, global standards can’t be ignored. Compliance
here means aligning with international laws, cross-border regulations, and global workplace
ethics. Even if your base is in Nigeria, once your company has global clients, remote teams, or
international investors, you’ll be expected to meet these standards.



Global compliance is about protecting both the organization and its people in a world where
business crosses borders daily. Issues like data privacy, workplace diversity, and international
labor practices are not optional — they’re part of what keeps global companies trusted and
competitive.

For example, GDPR in Europe doesn’t just affect EU companies. Any Nigerian firm handling EU
citizens’ data (say in outsourcing or fintech) must comply or face massive fines. Similarly, diversity
isn’t just a local initiative anymore — it’s a global expectation. International labor standards also
ensure that companies avoid exploitative practices, especially when managing workers across
different countries.

» Bottom line: Global compliance shows that a company is serious, trustworthy, and ready to
play on the world stage.

Data Protection (e.g., GDPR & CCPA) — Regulates how personal data is collected, stored, and
used. Heavy fines for breaches.

Workplace Diversity & Inclusion Regulations — Prevent discrimination based on gender, race,
religion, disability, age, or orientation.

International Labour Standards (ILO Conventions) — Covers fair wages, working hours, child
labor, forced labor, and freedom of association.

Anti-Bribery & Corruption Laws (e.g., UK Bribery Act, US FCPA) — Regulate ethical conduct,
especially in international business deals.

Health, Safety & Environmental Standards (e.g., ISO, OSHA) — Ensure safe and sustainable
work environments across borders.



3.

Ethics in HR

@ Key Areas

3. Ethics in HR

Ethics is the soul of HR. While laws tell you what you must do, ethics guides what you should do
to remain fair, transparent, and trusted. An HR leader without ethics can destroy morale, damage
reputations, and even push good talent out of the door.



Ethical HR is about making decisions that employees see as just, unbiased, and confidential.
Recruitment should be based on merit, not favoritism or hidden agendas. Promotions should
reward performance and potential, not politics. Confidentiality is sacred — once HR becomes a
gossip channel, trust is gone forever. And conflicts of interest? They must be managed quickly and

transparently, otherwise HR loses all credibility.

When HR leaders uphold ethics, employees believe in the system. They see HR as a safe place,
not a manipulative arm of management. This builds trust, loyalty, and a workplace culture where
fairness is not just preached but practiced.

v In short: Ethics is the difference between HR being respected or being feared.

Transparent Recruitment — Ensure hiring decisions are based on qualifications and fit, not bias

or favoritism.

Fair Promotions — Reward performance and competence; avoid office politics and favoritism.

Confidentiality — Protect employee records, complaints, and personal matters. HR must be a

safe space.

Handling Conflicts of Interest — Declare and manage situations where personal interests clash

with professional duties.
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You're the HR Manager of a fast-growing company. A senior executive privately asks you to “fast-

track” a relative’s promotion despite their average performance. The executive hints this could
“help your own career prospects too.”

. What would you do?

O A. Agree quietly — It keeps the executive happy and protects your position.

O B. Push back respectfully — Explain that promotions must follow clear performance criteria
to maintain fairness and trust.



O C. Escalate the issue — Report the pressure to the CEO/board to avoid personal compromise
and protect HR’s credibility.

O D. Find a middle ground — Offer development/training opportunities for the relative instead
of bending promotion rules.

HR Analytics:
Data-Driven

Decision
Making
— Z____




¢ HR Analytics: Data-Driven Decision Making

What is HR Analytics?

HR Analytics is the practice of collecting, analyzing, and interpreting people-related data to guide
smarter decisions. Instead of relying on guesswork or gut feelings, HR leaders use evidence from
real numbers to solve problems and predict future trends.

Think of it this way: HR has always dealt with people, but in today’s world, people decisions must
be backed by data the same way finance and marketing decisions are. With HR analytics, you
don’t just say “our turnover is high,” you show why employees are leaving, which teams are most
at risk, and what actions can fix it.

It covers everything — from recruitment to performance, training, engagement, retention, and
even workforce planning. By turning raw data into insight, HR analytics allows leaders to link
people decisions directly to business outcomes. That’s what gets executives to listen — because
numbers don’t just tell a story, they prove the impact. » Example: Instead of hiring endlessly
to replace staff, analytics might show that lack of career growth is the real reason people quit.
Solving that saves millions and stabilizes the workforce.

Bottom line: HR Analytics moves HR from intuition to intelligence, from reactive to proactive, and
from support function to strategic powerhouse.

@ Main Types of HR Analytics

Descriptive Analytics — Looks at past HR data to explain what happened. Example: measuring
last year’s turnover rate.

Diagnostic Analytics — Digs deeper into data to explain why it happened. Example: analyzing
exit interview data to find root causes of turnover.



Predictive Analytics — Uses patterns in data to forecast what could happen next. Example:

predicting which employees are most likely to leave within six months.

Prescriptive Analytics — Goes further by suggesting what actions to take. Example:
recommending targeted retention strategies for high-potential staff.



Talent acquisition metrics

# Key Applications

¢ Talent Acquisition Metrics: Tracking indicators such as time-to-hire, cost-per-hire, and candidate
quality helps HR measure the efficiency and effectiveness of recruitment efforts. For example, if
the time-to-hire is too long, it may signal bottlenecks in the hiring process. A high cost-per-hire
could mean overspending on job boards or agencies. Candidate quality, measured through
performance reviews or retention of new hires, shows whether the recruitment process is
attracting the right talent.



r These insights allow HR leaders to fine-tune recruitment strategies, invest in the most
effective channels, and ensure the organization consistently attracts and retains top performers.

¢ Tools You Can Use:

BambooHR — Tracks recruitment KPIs and applicant progress.

Workday — Enterprise-level analytics for hiring and workforce planning.

Zoho Recruit — Affordable ATS with reporting features.

LinkedIn Talent Insights — Market intelligence on candidate availability and skills.

Tableau / Power Bl — For custom dashboards and advanced data visualization.



Performance

management

# Key Applications

e Performance Management: This goes beyond annual appraisals. It’s about KPI tracking,
productivity analysis, and continuous feedback. HR leaders use analytics to see whether
employees are meeting targets, where productivity gaps exist, and how performance links to
overall business goals.



r For example, if a sales team is hitting activity KPIs (like number of calls) but not closing deals,
analytics can reveal whether the problem lies in skills, training, or strategy. Similarly, monitoring

productivity trends across departments helps spot burnout, low engagement, or resource
misallocation early.

€ Tools You Can Use:

SAP SuccessFactors — End-to-end performance and goal management.

15Five — Continuous feedback, OKRs, and check-ins.

Lattice — Performance reviews + engagement in one platform.

CultureAmp — Blends performance with engagement analytics.

Microsoft Power Bl — Custom performance dashboards for KPI analysis.
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You’re the HR Business Partner at a mid-sized fintech company. The sales team reports high
activity levels — each rep averages 50+ client calls per week — yet revenue targets are
consistently missed. At the same time, customer service complaints about “poor sales handovers”
are rising.

Using performance management tools, you dig deeper:

-- KPI Tracking (15Five / Lattice): Reveals calls are happening, but conversion rates are low.

-- Feedback Analytics (CultureAmp): Shows sales reps feel they lack advanced negotiation
training.



-- Productivity Dashboards (Power Bl): Uncovers a pattern of burnout — reps spend long hours
but see little payoff, leading to disengagement.

Insight: The issue isn’t effort, but skill gaps + misaligned strategy. As HR, you now face a
decision:

O A. Should you recommend targeted negotiation training to boost conversion skills?

O B. Push leadership to redefine KPIs (quality over quantity of calls)?

O c. Or address burnout risk with workload balancing before performance declines further?



Tools
&

Technology
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@ Tools & Technology

* HRIS Systems (SAP SuccessFactors, BambooHR): These platforms act as the backbone of modern
HR. They store employee records, track attendance, manage payroll, and integrate performance
data in one place. For HR leaders, HRIS systems save time on admin tasks and provide a single

source of truth for decision-making.



e Al for Recruitment: Artificial intelligence is transforming hiring. From resume screening and
candidate matching to chatbots handling initial queries, Al speeds up recruitment while reducing
bias (if set up correctly). Tools like HireVue or Pymetrics even use Al for video interviews and skills
assessments.

e Automated Dashboards: Instead of flipping through endless spreadsheets, HR leaders can rely
on dashboards that show live insights — whether it’s turnover rates, headcount by department,
or training completion stats. Tools like Tableau, Power Bl, or Zoho Analytics make HR data visual,
interactive, and easy to present to executives.

e Predictive Analytics: This is the next level — using data not just to report the past, but to forecast
the future. Predictive analytics helps HR anticipate resignations, identify top talent ready for
promotion, or even estimate the ROl of training programs. Solutions like Visier, Workday
Analytics, and IBM Watson Talent are already helping HR teams act before issues become crises.

» Bottom line: Tech doesn’t replace HR, it amplifies HR’s impact. The smarter the tools, the
more time leaders have for strategy, culture, and people.
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¢ 4, Technology in HR: HRIS, Automation & Al

Key Benefits

e Streamlines recruitment, payroll, performance management.

* Enables data-driven insights and strategic workforce planning.



* Reduces administrative burden, freeing HR to focus on strategic initiatives.

Technology is no longer an “add-on” in HR — it’s the engine driving modern HR strategy. From
hiring to exit, tech makes HR faster, smarter, and more impactful. With HRIS systems, everything
is in one place — employee data, attendance, benefits, performance. Automation takes care of
repetitive work, while Al adds predictive power, helping HR see the future instead of just reporting
the past.

Imagine this: instead of drowning in paperwork, HR leaders can focus on shaping culture,
building talent pipelines, and advising executives. That’s the real power of HR tech.

Practical Examples

e Automated leave management systems in Nigerian banks.

¢ Al-driven candidate screening for hospitality roles.

e Chatbots for employee queries and onboarding processes.

Tip: HR leaders must stay updated on technology trends to maintain competitive advantage.
Tech is moving fast, and HR that doesn’t adapt risks being left behind.

r Bottom line: Technology doesn’t replace HR — it amplifies HR’s value. The smart HR leaders
are those who know how to use the tools to drive people strategy.



¢ 5. The Future of Work

The workplace is changing faster than ever. HR leaders can’t just think about today — they need
to prepare for what’s coming next. The “Future of Work” isn’t a buzzword, it’s about how
technology, people, and culture will shape organizations in the next 5—10 years.

Think remote work, Al-driven jobs, gig economy, digital skills, and employees who expect
flexibility, purpose, and wellbeing. Companies that refuse to adapt will struggle to attract and



keep talent. The workforce of tomorrow will be more diverse, more tech-savvy, and less willing

to tolerate outdated practices.

For HR, this means:

& Rethinking skills development (continuous learning is now non-negotiable).

& Building hybrid work policies that actually work, not just “work from home once a week.”

& Preparing for jobs that don’t even exist yet.

& Embedding wellbeing, inclusion, and adaptability into company culture.

¢ Bottom line: The future of work isn’t in the future — it’s already here. HR leaders who
embrace change will shape stronger, more resilient organizations. Those who ignore it will

get left behind.

Tsesugh, a Nigerian HR Manager recently promoted in a mid-sized UK tech firm, faces a turning
point. The company is expanding globally, with teams spread across London, Lagos, and

Bangalore.



The executive challenge: Employees demand flexibility and purpose. Younger staff want hybrid
work options, while senior leaders prefer traditional office culture. At the same time, automation
is reshaping roles, and employees worry about job security.

Tsesugh’s HR leadership task:

-- Rethink work models: How can he balance flexible remote policies with leadership’s need for
visibility and accountability?

-- Upskill for the future: Which digital and soft skills should he prioritize so employees remain
relevant as Al-driven roles expand?

-- Embed culture across borders: How can he ensure inclusion and wellbeing are consistent across
diverse teams in Nigeria, India, and the UK?

-- Advise leadership: How does he frame the future of work not as a “perk” but as a business
necessity for retaining top talent?

After weeks of careful planning, Tsesugh rolled out a hybrid work policy that balanced flexibility
with clear accountability measures. He launched a future-skills program combining digital training
and leadership development, while also building a cross-border wellbeing initiative to unite
diverse teams.

When he presented his plan to the board, he didn’t speak in HR jargon. Instead, he linked every
action to business outcomes: higher retention, reduced turnover costs, stronger global
collaboration, and readiness for Al-driven roles.

The result? Leadership approved, employees felt heard, and Tsesugh established himself not
just as an HR manager — but as a strategic architect of the future of work in his company.



Remote & Hybrid Work

@ Key Trends

1. Remote & Hybrid Work:

Flexible work isn’t a “COVID trend” anymore — it’s the new normal. Employees now expect
options to work from home, the office, or a mix of both. For HR, this means designing policies
that balance productivity, trust, and employee wellbeing.



The truth? Remote work gives people freedom, but it can also create isolation and weaken
company culture if not handled well. Hybrid models, when done right, allow flexibility while
keeping teams connected.

~ HR leaders need to think beyond “days at home” and focus on:

-- Communication tools and tech that make remote work seamless.

-- Clear guidelines for collaboration, availability, and accountability.

-- Fairness — ensuring remote workers aren’t overlooked for promotions or recognition.

-- Supporting managers to lead teams they don’t physically see every day.

At the end of the day, remote & hybrid work isn’t just about where people sit, it’s about how work
gets done. The organizations that master it will attract top talent and keep them loyal.



Gig Economy &

Freelancing

@ Key Trends

2. Gig Economy & Freelancing:

The workforce is no longer made up of just full-time employees. More professionals now prefer
freelancing, short-term contracts, and project-based work. This “gig economy” gives companies
access to specialized skills on demand, but it also challenges HR to rethink how they manage,
engage, and reward talent.



Think about it — your company might have a mix of permanent staff, contract workers, and
freelancers across different countries. If HR sticks only to traditional policies, they’ll lose out on
top talent who don’t want the 9-to-5 model.

» For HR leaders, this means:

5 Setting clear policies for engaging contingent workers.

& Ensuring legal compliance with contracts, payments, and benefits.

& Creating systems that integrate freelancers into the culture without overpromising.

& Balancing cost savings with fairness and ethical treatment of non-permanent staff.

At its core, the gig economy is about flexibility and access to skills. Smart HR leaders will learn
how to blend full-time and freelance talent into a strong, agile workforce.



Cross-Industry Skills

@ Key Trends

3. Cross-Industry Skills: The days of “one career, one skillset” are gone. Employees now need
adaptable skills that cut across industries, because markets are changing too fast. A marketer may
need data analysis, a finance officer may need digital tools, and an HR professional may need to

understand tech and analytics.



Why? Because jobs are blending. A doctor might need tech skills for telemedicine, while a factory
worker may need to understand automation. The future belongs to those who can transfer skills

across industries, not just stick to one box. &

For HR leaders, this means:

& Training staff in transferable skills (communication, problem-solving, digital literacy).

8 Encouraging continuous learning — micro-courses, certifications, cross-training.

& Hiring not only for current skills but also for learning agility and adaptability.

& Building a culture where employees see growth beyond their immediate roles.

At the heart of it, cross-industry skills keep your workforce future-proof. Companies that invest
here won’t just survive disruption — they’ll lead it.



Employee Wellbeing &

Mental Health

@ Key Trends

4. Employee Wellbeing & Mental Health:

Once upon a time, wellbeing at work meant health insurance and maybe a fitness program. Today,
it’s much deeper — mental health and holistic wellbeing are now central to keeping employees
engaged and loyal.



Stress, burnout, and anxiety are no longer hidden issues. Remote work blurred home and
office boundaries, while fast-paced markets keep piling pressure on staff. Employees don’t just
want a paycheck; they want a workplace that cares for their mental, emotional, and physical

health.

» For HR leaders, this means:

5 Promoting open conversations around mental health without stigma.

& Designing policies for flexibility, rest, and work-life balance.

5 Offering access to support systems — counseling, EAPs, wellness apps.

& Training managers to recognize burnout and handle sensitive wellbeing issues.

When employees feel supported, they don’t just stay longer — they perform better. Wellbeing

isn’t a perk anymore; it’s a business strategy.
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Your company is preparing for digital transformation. While roles remain the same on paper, the

skills required are shifting fast:

-- Marketing needs people who understand data analytics.

-- Finance needs digital reporting and automation tools.

-- HR needs tech-savvy professionals who can interpret workforce analytics.

As the HR Manager, leadership asks you: “How do we prepare our employees so they don’t just
survive but thrive in this new blended work era?”



. What’s your first move?

O A. Launch transferable skills training — Focus on core skills like communication, digital literacy,

and problem-solving that apply across industries.

O s. Encourage continuous learning — Provide access to micro-courses, online certifications,

and cross-training opportunities.

O C. Hire for adaptability — Shift recruitment to prioritize learning agility and the ability to pick

up new skills quickly.

O D. Create a growth culture — Build policies and recognition systems that reward employees
who step outside their current roles to learn and contribute.

Key Takeaways — Day 4

1. Executive HR Leadership requires credibility, strategic influence, and strong

communication.



2. Compliance and ethics protect the organization and ensure fair, transparent HR practices.

3. HR Analytics drives data-informed decision-making and predicts workforce trends.

4, Technology adoption (HRIS, Al, automation) enhances efficiency and strategic impact.

5. Future of Work trends demand adaptability in skills, engagement, and workforce
management.

6. Capstone Assignment allows participants to integrate learning into a practical, industry-

ready framework.

Remember: “HR leaders are not just administrators — they are strategic architects of
organizational growth and culture, shaping the future of work.”
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¢ 7. Discussion Question

=~ “Which future-of-work trend do you think will impact your organization the most, and how
would you prepare your HR strategy to adapt?”

J “How will you leverage strategic HR leadership to shape your organization’s future?”



J “Which future-of-work trend will you prioritize, and what strategies will you
implement to adapt?”




