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Human Resources and Human Capital

Human Resources: the personnel of a business or 
organization.

Human Capital: the skills, knowledge, and experience held 
by an individual or population, viewed in terms of their value or 
cost to an organization.

HUMAN RESOURCES AND HUMAN CAPITAL ARE
THE MOST SIGNIFICANT COSTS IN A BUSINESS
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Employee Performance Model



TEPAP LEVEL 2
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TEPAP LEVEL 1
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 Organizational DNA is the genetic code 
at the root of why employees behave the 
way they do. 

 Like a bird and snail’s DNA, it influences 
whether your organization will fly
or crawl. 
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Culture Audit
What is your company’s culture? It’s DNA!



Time for a “Check-in”
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Time for Your Leadership Quiz



Culture and Vision
What do they have to do with human capital?



High Performing Employees

Three most common reasons for poor 
employee performance:

1. Lack of clear expectations
2. Lack of skill and/or resources
3. Lack of consequences (positive and 

negative)
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“Organizing people 
around purpose is 
the most powerful form 
of engagement and 
retention.”
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PERFORMANCE
People change what they’re 
doing either when they

1. See the light, or

2. Feel the heat.
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Expectation 
Plan 
Example
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Using Feedback to Manage Performance

 Reinforcement: Reinforcing a behavior you 
want repeated (attention to detail, reliability, 
customer service, etc.)

 Redirection: Redirecting a behavior that you 
do not want repeated (lateness, rudeness, poor 
customer service, etc.) 
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Effective feedback must be timely, relevant, honest, and objective



Reinforcement: A four-step process

1. Describe the specific, positive behavior you want 
repeated.

2. Explain the impact of the behavior on the operation.

3. Credit the employee for the behavior.

4. Thank and encourage the employee.
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Redirection: A five-step process

1. State the behavior you want changed.

2. Wait for the response, get all the 
information, listen effectively.

3. Remind the staff of desired behavior.

4. Ask the staff to come up with a solution; 
focus on the future.

5. Agree on solution, summarize, document 
and follow up.
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Human Resources
Management 1 Overview

1. Leadership & Culture are the biggest 
drivers of  employee performance 

2. Create a vision with goals that has 
everyone in the organization aligned and 
energized. 

3. Communicate often and effectively; clearly 
state expectations and provide effective 
feedback

4. Don’t take retention for granted – keep your 
high-performing people engaged and 
motivated.
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Remember!
Your leadership 
has the biggest 
impact on 
whether or not 
your employees 
are high 
performing and 
engaged.



[e] michelle@ppghr.com  [w] ppghr.com [twitter] @PPGHR 
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