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NNeewwss    

CCoommppeettiittiivvee  TThhiinnkkiinngg
HHeellppiinngg  HHRR  ddeelliivveerr  tthhee  ttrruuee  bbuussiinneessss  ppaarrttnneerrsshhiipp

In our previous article, we argued that 
to create a clear business partnership role 
in the new economy, HR clearly needs 
to re-position itself – in terms of its
awareness and behaviour - as a ‘steward of 
Competitive Thinking’.

Properly developed and positioned, highly
effective Competitive Thinking is an enduring
source of competitive advantage.

For the company’s HR function, the issues
are threefold:

1 First, to ensure that all of the HR 
function’s activities, priorities, 
processes and resources are all fully 
aligned with Competitive Thinking

2 Second, for HR to rise to the challenge 
of guiding and sustaining organisation-
wide Competitive Thinking as an 
extension of HR’s traditional 
stewardship role in areas concerning 
leadership and employee development, 
and corporate culture

3 Third, for senior HR people and 
teams to take a critical view of 
their own interests. The acid test 
question should be: ‘Do I see a 

clear value-adding role for myself in 
this new world, or would I rather be 
doing something else?’ 

In order to become the company’s steward for
‘Competitive Thinking’, HR must overcome 
two hurdles. 

1 First, there’s the ‘Inside Job’ of 
transforming the HR function into the 
exemplar of how Competitive Thinking 
should be developed and managed in 
internal support departments. 

2 Next comes the ‘Outside Job’ of 
extending that knowledge and insight to
the rest of the organisation, guided by a
Competitive Thinking strategy and 
structured approach.

HR Leadership by example - The ‘Inside Job’ 
It’s unlikely that the Human Resources
department will ever be entrusted with
stewardship of its company’s Competitive
Thinking development unless its own house is
in order first.

1 The HR team that spawns a dozen 
high profile development programmes 

WWiinnnniinngg  SSttrraatteeggiieess  --  tthhee  ‘‘IInnssiiddee’’  aanndd  ‘‘OOuuttssiiddee’’  JJoobbss

"

OOtthheerrss  aaccrroossss  tthhee
oorrggaanniissaattiioonn  wwaanntt  ttoo
aassssuurree  tthheemmsseellvveess
tthhaatt  HHRR’’ss  CCoommppeettiittiivvee
TThhiinnkkiinngg  iinniittiiaattiivveess  aarree
ttaannggiibbllee,,  aanndd  ccaann  bbee
rreeaaddiillyy  aapppplliieedd  iinn
ootthheerr  ppaarrttss  ooff  tthhee
oorrggaanniissaattiioonn
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without first verifying their true value 
sets itself up to be branded as 
value-destroying

2 The HR team that doesn’t understand 
how its own activities fit with the 
company’s Key Value Drivers (KVDs) is 
unlikely to help, guide or inspire 
Competitive Thinking

3 The HR team with little knowledge of 
accelerators and bottlenecks within its 
own function is unlikely to be asked to 
participate in such investigations 
elsewhere in the business

Others across the organisation want to assure
themselves that HR’s Competitive Thinking
initiatives are tangible, and can be readily
applied in other parts of the organisation.
Merely communicating in abstract, or
facilitating directionless brainstorms can and
do more harm than good. If, on the other hand,
the rest of the organisation comes to perceive a
highly-focused, fully commercially driven HR
team with priorities, activities, goals and
incentives aligned with the company’s Key
Value Drivers (KVD’s), HR emerges as first
choice for owning the company’s Competitive
Thinking strategy.

HR as Organisational Driver/Influencer - The
‘Outside Job’:
Having established the relevance and rewards
of Competitive Thinking within its own function,
HR is now well-positioned to perform a
continuing organisational role and extend the
benefits of Competitive Thinking to the broader
organisation. This includes:

1 CCuullttuurraall  aanndd  BBeehhaavviioouurraall  VVaalluueess
Non-Competitive Thinking doesn’t 
simply happen, but results from deeply 
embedded personal beliefs and values 
about ‘How we do things in this 
organisation’. Until and unless the 
values underlying non-Competitive 
Thinking are fully understood and 
addressed, there is no enduring 
improvement. HR’s knowledge of the 
history and root sources of cultural
beliefs within the organisation is of 
paramount importance to any joint 
internal-external teams addressing 
Competitive Thinking across 
the business.

2 EEnnssuurriinngg  AAddooppttiioonn
We have all endured the new initiative 
that is at first enthusiastically embraced 
in a well-orchestrated launch, only to 
fade just a few months later after the 
fanfare. Competitive Thinking is too 
important to endure such a fate. The 
organisation should look to rely on HR’s
special insights and expertise to help 
ensure that measures and incentives 
ensuring compliance (while preventing 
backsliding) are all in place.

3 TThhee  IInntteerrnnaall  ‘‘CCaassee  EExxaammppllee’’
Whilst external ‘success stories’ may be
somewhat useful in demonstrating the 
importance and benefits from changes 
in commercial thinking and behaviour, 
such references are invariably subjected
to ‘Not Invented Here’ scepticism. By 
emerging as the first internal group to 
successfully embrace Competitive 
Thinking, HR serves as a continuing 
reference point for ‘How It’s Done Here’. 

In the next issue we look at the personal
developmental implications of Competitive
Thinking stewardship for the HR profession.

"

PPrrooppeerrllyy  ddeevveellooppeedd  aanndd

ppoossiittiioonneedd,,  hhiigghhllyy  eeffffeeccttiivvee

CCoommppeettiittiivvee  TThhiinnkkiinngg  iiss  aann

eenndduurriinngg  ssoouurrccee  ooff

ccoommppeettiittiivvee  aaddvvaannttaaggee

TThhee  AAuutthhoorrss::  
Pete Clark: is a partner of VBM
Consulting. VBM works with organisations
in the UK, North America and Continental
Europe, delivering business value
consultancy linked to organisational key
value drivers (KVD’s). VBM works closely
and collaboratively alongside key internal
teams, acting as ‘’vanguard’’. Our
experience is that this tends to be the
most effective means for introducing
constructive guidance and insights 
from other successful organisations.
Outperformer Commercial Thinking (OCT)
is a VBMC approach. See more at:
www.vbm-consulting.com. For more
information contact Pete Clark at:
ppeetteerr..ccllaarrkk@@vvbbmm--ccoonnssuullttiinngg..ccoomm  

Clayton Glen: is a Director of HDA
Associates, and is an ex HR Director with
experience in the UK, USA, continental
Europe and Southern Africa. HDA
Associates Ltd is a quality accredited
human capital consultancy, with over 25
years' experience partnering with
organisations of all sizes, in all sectors
and across most industries to manage
and advance the human aspects of
business leadership, talent management
and organisational change. See more at:
www.hda.co.uk. For more information
contact CCllaayyttoonn  GGlleenn  aatt::  ccxxgg@@hhddaa..ccoo..uukk  

NNeexxtt  iinn  tthhiiss  SSeerriieess::  
What’s in it for Me/My Organisation, 
and how do I develop my Competitive
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