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Executive Vice President 
Organizational Performance

• My Passion is to help leaders enhance their capabilities to 
drive outstanding organizational performance.

• Executive Coach and certified in organizational transformation and 
multiple organizational and leadership assessments

• Focus on converting strategy to practical implementation

• Public Speaker who focuses on how leaders get things done

• Advisor to multiple Fortune 500 C-Suite Executives, Board of Directors and 
many small privately held companies

Rod Austin Michael Shook

Your Team

Director – Human Capital

Organizational Performance
• My passion is helping organizations achieve success by 

valuing the contributions each employee has to offer.  

• 30 years experience leading HR in Fortune 500 companies.  

• Certified Partner The Predictive Index;  Certified Master 

Coach

• Chairman of ICF-Pittsburgh Diversity & Race Committee
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• 50% of CEOs believe their CHRO is a key player in 
strategic planning; however, over 70% want the 
CHRO to be a key player  (Economist Intelligence)

• 41% of CEO’s think the CHRO is too focused on 
processes and rules (Economist Intelligence)

• 37%  of CEO’s say the CHRO does not understand the 
business well enough (PWC)

• 80% of corporate officers believe it is critical for 
CHRO to be a high impact business partner; only 12% 
believe they have it in their organization (McKinsey)

What CEO’s are saying…
The Why
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• Understanding and contributing to the 
definition of the organizational strategy and 
future value proposition

• A confidant of the CEO

• Defining the Organization’s Human Capital 
Needs and Development Paths, required to 
achieve the strategy

• Defining the Organizational Culture and 
Behaviors necessary to achieve the strategy

• Defining the work processes necessary to 
achieve transformation of the leadership 
and organizational behaviors necessary to 
achieve the strategy

The CHRO Differentiator

Strategy first, function second…
CEOs Want CHROS Integrating Human Capital Management with Strategy and Organizational Culture Development
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• CEOs and other operational people 
think “You are too Focused on the 
Compliance Portions of Human 
Resources

• Compliance is a qualifier, not a 
differentiator

• Strategic CHRO’s find a way to delegate 
HR process  compliance, so that they 
have time to partner on the 
development of the strategy (with the 
Executive Team) and to collaborate 
with business and operations leaders 
to learn about their businesses

• Build Trust Based Operational 
Relationships

• Many CHROs today come from the 
business/operations and have MBAs 
and operations experience 

• This is the competition

Understanding and Contributing to the Definition of the Organizational Strategy and Future Value Proposition
Unfortunately, Many CHROs are Saddled With “They Don’t Understand or Value How We Make Money”
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• Recruiting needs that the 
changing strategy demands –
What are we looking for?

• Development needs to 
competencies and skills that the 
strategy demands – What 
skills/competencies will be 
important to our future?

• Succession planning – creating 
the key leadership candidates to 
sustain and execute the strategy 
– Who will lead us in the future?

Defining the Organization’s Human Capital Needs and Development Paths, Required to Achieve the Strategy
CEOs want a Human Capital Strategy that clearly demonstrates a future outcome that Supports the Strategy

6



www.endeavormgmt.com 7

• Understanding the culture necessary 
to best achieve the strategy – What 
culture is best to achieve the new 
strategy?

• How do we assess the current state 
of culture and decide what will need 
to change to support the strategy?  -
What is our culture today and what 
needs to change in order to achieve 
the new strategy?

• Define the strategic culture and 
reinforce the new expected VABs –
How do we value and rate 
performance?

Defining the Organizational Culture and Behaviors Necessary to Achieve the Strategy
Breaking Down the Strategy Into Culture and Expected Behaviors
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Defining the work processes necessary to achieve 
transformation of the leadership and organizational 

behaviors necessary to achieve the strategy
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• ESTABLISH operational relationships and 
credibility - understand the business and 
how it makes money

• TEST the strategy against the organization’s 
vision and values 

• IDENTIFY and articulate the people 
components of the strategy  (cross-
functional implications)

• LEAD messaging and engagement to move 
strategy to action 

• LEVERAGE change management and 
organizational transformation

Understanding and Contributing to the Definition of the Organizational Strategy and Future Value Proposition
Ask questions; develop messaging, holistic perspective
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• Organization Capability Assessment
• What we do well
• What we need to improve/change

• Build and maintain strong bench
• Recruiting Plan
• Employer Brand - external (Glass Door)
• Employee Value Proposition /  Employee 

Experience
• Succession Plan

• Critical roles (build or buy based on the 
strategy?)

• Identification / Vetting Process
• High Performer vs High Potential

• Revisit regularly

Defining the Organization’s Human Capital Needs and Development Paths, Required to Achieve the Strategy
CEOs want a Human Capital strategy that clearly demonstrates a future outcome that supports the Strategy
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• Development planning
• Challenge HiPos
• Cross functional / cross business unit
• Personal and Professional

• Social Media capabilities 
• Create a culture of learning

• Reskilling, Upskilling, Future skilling
• Create culture of coaching / mentoring

Defining the Organization’s Human Capital Needs and Development Paths, Required to Achieve the Strategy
CEOs want a Human Capital strategy that clearly demonstrates a future outcome consistent with the Strategy
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• Define what Culture is needed to 
support the strategy

• Culture Survey / Assessment
• Gap Analysis

• Action Plan
• Communication Plan
• Implementation Plan

• Social Media capabilities 
• Set expectations and accountability

• Systemic / Personal behavior 
/Modeling

• Cultivate it (post pandemic)
• Recognize and lead change to 

ensure strategy alignment

Defining the Organizational Culture and Behaviors Necessary to Achieve the Strategy
Breaking Down the Strategy Into Culture and Expected Behaviors
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• Give fearless feedback (style and 

perception)

• Bring data and a viewpoint

• Be the people conduit with CEO and 

Executive Team

• Drive Change – adjust strategic 

implementation 

Confidant & Coach to the CEO and Leadership Team
On the development and implementation of the business strategy
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Questions or Comments?
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THANK YOU

www.endeavormgmt-institute.com

950 Echo Lane, Suite 200, Houston, TX 77024

@EndeavorMgmt

Contact
800-846-4051

info@endeavormgmt.com

www.linkedin.com/endeavormgmt

We look forward to working with you
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