
 

 

 Organizational Capability Assessment 
 
Introduction 
In 2014, a group of CHROs and HR thought leaders came together to accelerate development of the HR profession to meet the rapidly  
changing needs of business. The group agreed that while there was much to be admired about the HR profession and its progress to date, forces 
of change in the business world would require dramatic change for the profession and there is a very real danger that it will not  
be ready to meet these new demands. This endeavor has been funded by HR People + Strategy (HRPS) and the Society for Human Resource 
Management (SHRM), the National Academy of Human Resources (NAHR), Allegis Partners, Innovation Resource Center for Human Resources 
(IRC4HR), PricewaterhouseCoopers (PwC), Cambia Health Solutions, Executive Networks, RGP, and Flex. 
 
This volunteer network of CHROs and HR thought leaders identified four pivotal arenas where accelerated progress would make the  
biggest impact on HR’s readiness for the future. They suggested teams be created to advance the following work streams.  
 
— Align HR with value creation for organizations that win 
— Shape expectations of HR key constituents 
— Rewire the work and tools of HR 
— Enhance the HR talent pipeline 
 
All four teams agreed to work to develop a tangible vision of the  
future that will face organizations and the global workplace by  
2025. A 10-year focus was chosen to ensure we moved beyond  
incremental change. The team identified five forces of change  
that are generally predicted to emerge and create pivotal  
disruptive change in society, business, and work. Those five  
forces of change are: 
 
— Exponential pattern of technology change 
— Social and organizational reconfiguration 
— A truly connected world 
— An all-inclusive, more diverse talent market 
— Human/machine collaboration 
 



 

From these five forces of change, the team identified pivotal organizational capabilities needed to support the organization. Then, we asked 
ourselves, if these are the capabilities needed for the future, what new roles will emerge to support the winning organization of the future? One 
should note that we do not define these roles as organizational positions, but rather as a set of capabilities an organization needs to develop to 
add value to the business. The roles we identified are: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
  
 
 
 
 
 
 
 
 
 
 
 
 
On the following pages, you can assess the capabilities needed to support your company in 2025. After you complete the assessment, you should 
complete your Organization Development Plan, leveraging the Capability Development Matrix  tool to help identify which roles, education, and 
experiences will help you build each capability in your HR organization.  



 

 Organizational Capability Assessment 
 
Directions: Listed below are 20 capabilities that we believe will be required for HR to support the business in 2025 (see right column). These 
capabilities are organized according to the new roles defined on the previous page. We have also provided the most parallel current organizational 
capabilities that correspond to the 2025 capabilities (left column). Place an “X” in the box that best describes where your organization falls in terms of 
its maturity in moving toward the capabilities needed for the future.   
 

2016 Capability 

0 
Currently 
not in HR’s 
scope 

1 
Still trying  
to build the 
capability 
needed for 
today 

2 
Have 
today’s 
capability 

3 
Starting to 
build the 
capability 
needed for  
2025  

4 
Have 
recently 
begun to 
deliver  
on 2025 
capability 
 

5 
Could serve 
as a role 
model for 
2025 
capability 

2025 Capability 

Organization Performance Engineer 

1. Organization Design and 
Talent Management: Providing 
leadership/advisory support for 
organization design projects 
(e.g., reorg), and design and 
implement talent management 
processes to facilitate 
organizational goals.  

        

Network Architect Manager: Able  
to translate business goals into tasks 
and projects to which people can be 
assigned to best utilize individual 
talents. Moves talent in and out of 
tasks/projects to keep them challenged 
and maximize their impact on the 
organization. 

2. Building High-Performance 
Teams: Providing expertise to 
help teams form and develop 
processes that will ensure they 
can achieve more together than 
they could on their own. 

      

Virtual Team Guru: Guides the 
organization and its teams on the  
best ways to use all sources of talent 
(employees, contractors, consultants, 
etc.). Teaches others how to work 
effectively on virtual teams with 
individuals, regardless of their 
employment relationship with the 
company and regardless of location. 
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2025 Capability 

3. Organization Savvy:  
Understanding formal and 
informal networks to understand 
how work gets done in the 
organization. 

     
  

Social Network Expertise: Able to 
analyze the organization’s social 
network to identify and establish 
connections with the informal leaders 
and leverage those influencers to 
achieve desired outcomes. 

4. Learning & Development: 
Developing L&D strategy and 
policies, providing L&D process, 
training tools (LMS), and 
methods. 

      

Talent Developer: Focuses on 
development of leadership and talent 
wherever they are (internal or external), 
using multiple approaches and tools,  
so that the organization has the 
capabilities it needs to execute its 
business strategy. 

5. Total Rewards: Designing, 
implementing, and 
communicating compensation 
and benefits programs to the 
organization. 

      

Segmentation and Mass 
Customization: Leverages marketing 
principles to develop highly customized 
deals for individuals (incentives, 
rewards, agreements, etc.) that are  
fair and equitable to drive performance. 
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2025 Capability 

Culture Architect & Community Activist 

6. Organization Development: 
Enhancing organization 
effectiveness through planned 
interventions designed to 
reinforce or shape the company’s 
values, vision, and mission. 

      

Culture Expertise: Orchestrator  
of shared values, norms, and beliefs  
across company and community 
boundaries. 

7. Employment Brand/ 
Employee Engagement:  
Developing and implementing 
employee engagement survey 
and managing action plans  
to improve engagement.  

      

Brand Builder: Focused on the employee 
experience in order to unlock the 
potential of employees as brand 
ambassadors. 

8. Corporate Social 
Responsibility: Defining policies 
and programs that encourage  
the company to make a positive 
impact on the environment 
 and stakeholders (including 
consumers, employees, investors, 
communities, and others) to 
increase long-term profits 
through positive public relations. 

      

Provider of Purpose & Meaning: 
Connector of employee purpose to 
company purpose. Moving beyond 
corporate social responsibility to allow 
individuals to contribute their best by 
leveraging their strengths for the greater 
good. Able to translate purpose and 
meaning at the individual level to seed 
deep, emotional connections to the 
company and its customers. 

9. Public Relations: Sharing  
the company’s mission, products, 
and achievements with the  
media and stakeholders. 

      

Social Policy Advocate: Takes an active 
role in influencing, shaping, or adding 
policies and laws supporting a new world 
of work. 



 

2016 Capability 

0 
Currently 
not in HR’s 
scope 

1 
Still trying  
to build the 
capability 
needed for 
today 

2 
Have 
today’s 
capability 

3 
Starting to 
build the 
capability 
needed for  
2025  

4 
Have 
recently 
begun to 
deliver  
on 2025 
capability 
 

5 
Could serve 
as a role 
model for 
2025 
capability 

2025 Capability 

Global Talent Scout, Convener, and Coach 

10. Sourcing & Recruiting: 
Developing talent acquisition 
strategy, process, training, and 
tools, and managing recruiters to 
deliver on organization’s needs. 

      

Talent Scout: Able to find currently 
unavailable/scarce talent and cultivate 
long-term relationships to increase 
sources for future needs. 

11. Managing Alumni Networks: 
Establishing alumni networks to 
maintain connections with former 
employees as a source for finding 
future talent and leveraging 
relationships. 

      

Community Development: Developing 
communities of talent and “boundary-
less” careers so people can develop 
deeper connections with the organization 
as they move freely within and between 
organizations and back over time. 

12. Career Coaching: Providing 
career counseling support to 
current employees to help them 
find new positions internally or 
externally. 

      

Life Coach: Acts as a whole-life coach  
to help individuals build diverse personal 
and professional experiences to enhance 
their quality of life and workplace 
opportunities. 

13. Procurement: Managing 
contracts with talent external to 
the organization to manage risk. 

      

Talent Platform Expertise: Understands 
the different potential sources for talent 
and how to effectively contract with 
individuals from different sources (e.g., 
free agent, contractor, employee, 
crowdsourcing, etc.). 

 14. Diversity & Inclusion:  
Driving diversity and inclusion 
programs and identifying and 
tracking metrics to meet 
organizational goals. 

      
Diversity & Inclusion Advocate: 
Understands and leverages diversity  
and inclusion as a key driver of success. 
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2025 Capability 

Trend Forecaster and Tech Integrator   

15. Data Analytics: Defining 
strategies and processes for HR 
analytics; working with business 
leaders to report on current state 
to inform decision-making. 

      

Trend Forecasting: Able to analyze  
large data sets not just to report, but  
to forecast key workforce trends, driven 
by technology, demographics, etc. 

16. Big Data Analytics and 
Decision-Making: Effectively 
leveraging data to inform 
business decisions.  

      

Sense Maker: Able to sort through large 
volumes of data to develop insights and 
engage in sound, data-driven decision-
making. 

17. Human Resources 
Information Systems:  
Identifying and implementing 
technology solutions to more 
effectively deliver HR solutions 
and enhance strategic decision-
making. 

      

Technology Savvy: Able to leverage  
a broad array of technology solutions  
to effectively reduce the burden of 
administrative tasks, enhance the 
employee experience, and optimize  
the productivity of individuals. 
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2025 Capability 

Foundational Capabilities 

18. Business Acumen:  
Having the knowledge and 
understanding of the financial, 
accounting, marketing, and 
operational functions of an 
organization. 

      

Business Leadership: A strong 
understanding of business conditions 
(social, technological, economic, 
political, and environmental) to help 
create the organization’s strategic 
response to business conditions and 
customer expectations by helping to 
frame, make, and implement strategic 
organizational choices. 

19. Change Management: 
Ensuring that changes are 
thoroughly and smoothly 
implemented and that lasting 
benefits of change are achieved.  

      

Change Leadership: Possessing and 
facilitating the organization’s ability to 
anticipate change by scanning the 
environment, generating confidence via 
clarity of vision and storytelling, building 
an execution-oriented culture, fostering  
a culture that supports innovation, and 
evaluating results with clear metrics for 
success. 

20. Collaboration: Connecting 
people within the organization  
to solve complex business 
problems. 

      

Collaboration: Connecting people  
across the organization and from 
external partners who have expertise in 
different disciplines to solve complex 
organizational challenges.   

 

  



 

Organization Development Plan 
 
Instructions:	Now	that	you	have	completed	the	Organizational	Capability	Assessment,	you	should	specify	in	your	Organization	Development	Plan	the	steps	you	
will	take	to	begin	developing	the	capabilities	that	will	be	most	important	to	your	organization	in	the	next	10	years.	To	help	you	consider	what	career	moves	you	
might	make	with	members	of	your	current	organization,	or	educational	resources	you	might	leverage	to	develop	individuals	in	the	organization,	refer	to	the	
Capability	Development	Matrix	created	for	each	future	“role.”	Remember	you	might	choose	to	bring	new	talent	in	from	other	functions,	or	you	might	have	your	
talent	move	to	other	functions	to	gain	new	capabilities.	It	is	possible	that	these	capabilities	will	not	exist	within	HR	and	may	reside	elsewhere	in	the	
organization.	How	will	you	develop	the	organization	for	the	future?	
 

 Capability   Objective/ 
  Development Goal   Measure   Action Item   Timeline 

1. 

    

2. 

    

3. 

    

 


