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HR in an Age of AI





Susan Judd – HR Culture
❑ Susan Judd, Managing Director, HR Culture

❑ Over 20 years in managing, developing and 

facilitating personal and professional growth of 

people in business

❑ Our passion and our ‘why’ is to work with 

organisations – small and large to build happier 

workplaces.

❑ How – by helping individuals develop happier 

relationships on every level – at home, at work, 

in the community, socially.

❑ What - Leadership, teamwork, communication, 

support, resolve conflict, authentic 

conversations, and emotional intelligence 

development

❑ Genos International certified practitioner since 

2012.  



Effectiveness defined…

• The degree to which something is successful in producing a desired result; 

success. (google)

• The degree to which objectives are achieved and the extent to which targeted 

problems are solved. In contrast to efficiency, effectiveness is determined 

without reference to costs and, whereas efficiency means "doing the thing 

right," effectiveness means "doing the right thing.“ (businessdictionary.com)



Activity: What is required for 
the best possible animal?



So what are the right things 
to measure?



- EI

- Cultural

- Strategy-linked

Transformational

Traditional HR

- Recruitment, Rem & Benefits, 
Onboarding & Induction, 

Performance Management, Training 
& Development

Foundation HR 

- HR Compliance

- Payroll & Workers comp

- HRIS 

- WHS

Where the 

MAGIC 

happens



Effective Animal vs Effective 
Human Resource

How do 

they 

compare?



The Grandfather of Business 
Management said…



Activity: What and How do you 
currently measure HR effectiveness?

Measurement What information does 

it give you?

How do you use it?

e.g. Employee 

absenteeism

Who is away and how 

frequently

Measure productivity

Measure leadership 

effectiveness

Identify issues in teams

Inform mental health strategies

Individual disengagement



What are your challenges with 
measurements



Balanced Scorecard 
Strategy



So what are the right things to 
measure?

1. Emotional Intelligence

2. Employee Engagement

3. Staff turnover

4. Absenteeism

5. Cost/Hire



How metrics drive behaviour 
and measure progress

▪What gets measured 
gets attention

▪People will take action to 
move a metric in a 
positive direction

▪Focus on analysis and 
action versus reporting

▪Measure what will help 
improve current state

▪People inherently want to 
do a good job



5 Transformational actions
1. Building trust in HR – ensure you are represented at the 

Boardroom table and in the Csuite

2. A balanced scorecard strategy – so HR is considered in all 
decisions at a strategy level

3. Work on the Workplace culture - always.  This is what drives 
strategy delivery

4. Develop relational skills in leaders and managers – this is 
absolutely critical. Leadership is about communication at both 
strategic and operational levels, and will be a differentiating factor 
in organisations as we head to increasing use of AI in our 
workplaces

5. Help your leaders understand that everyone is different, and help 
them slay their assumptions 





How we ‘Show Up’ for work

Emotional intelligence is the ability to: 
– Perceive
– Understand
– Express
– Reason with, and 
– Manage emotions within oneself and others

It is how people experience us in the workplace and how 
that consequently impacts their behaviour and 
performance at work as well.



Emotional Intelligence is proven 
and is measurable and learned

High levels of Emotional Intelligence are associated 
with:

▪Better physical and mental health

▪The development of workplace relationships (Manager, 
team…)

▪Helping people cope with high demands and stress

▪ Increased levels of engagement and discretionary effort

▪Reductions in employee turnover and absenteeism

▪ Increased creativity and innovation



The Emotional Intelligence ExperienceThink of your very best boss, coworker, 
mentor, coach, teacher…



1. Demonstrates awareness of their mood and emotions

2. Makes others feel appreciated

3. Is open and honest about mistakes

4. Involves you in decisions that affect your work

5. Manages their emotions effectively in difficult situations

6. Recognizes others’ hard work and achievements

Now, total those scores and draw a line under your ratings

1 Significantly less than others

2 Less than others 

3 About Typical

4 More than others

5 Significantly more than others

Your experience of a GREAT boss, 

co-worker, mentor, coach, teacher etc.



How did/do they make you feel?

Consider how you felt/feel around this person.

Underneath your ratings, write down at least 3 feelings/emotions that come to mind 
about this person.  How did/do they make you feel?



Title
Think of your most difficult boss, coworker, 

coach, teacher… 



1. Demonstrates awareness of their mood and emotions

2. Makes others feel appreciated

3. Is open and honest about mistakes

4. Involves you in decisions that affect your work

5. Manages their emotions effectively in difficult situations

6. Recognizes others’ hard work and achievements

Now, total the scores and draw a line under your ratings

1 Significantly less than others

2 Less than others 

3 About Typical

4 More than others

5 Significantly more than others

Your experience of a DIFFICULT Boss, co-

worker, mentor, coach, teacher etc.



How did/do they make 
you feel?

Consider how you felt/feel around this person.

Underneath your ratings, write downcast 3 feelings/emotions that come to mind 
about this person.  How did/do they make you feel?



Your Experience of Emotional 

Intelligence

What was your score for your ‘great’ boss, coworker, mentor, 
coach, teacher, etc.?

What was your score for your ‘difficult’ boss, coworker, mentor, 
coach, teacher, etc.?



Your Experience of Emotional 
Intelligence

How did your ‘great’ boss, coworker, mentor, coach, teacher, 
make you feel?

How did your ‘difficult’ boss, coworker, mentor, coach, teacher,
make you feel?



How many years?

Positive

Role Model

5

10

15

20

25+

Negative

Role Model

5

10

15

20

25+





Useful/Reward

Not 
useful/Threat

Event

Emotion 

Brain

Thinking 
Brain Decisions

Behaviour

• Lateral
• Creative
• Engage

• Satisfied
• Meaningful
• Valued
• Useful

• Narrow
• Limit
• Disengage

• Concern
• Worry
• Frustration
• Stress

The Neuroscience of Emotions



The science of emotions

The way you feel can enhance or impair the 
decisions that you make, the behaviour you 
display and your performance

Decisions Behaviour Performance



These behaviours are measureable

Being aware of the 

behaviour and the impact 

you have on others

Ensuring your people 

feel valued, adjusting 

your style to best if 

with others

Expressing right emotion 

at the right time and 

place, to the right people

Consulting with others 

when making decisions 

that impact their work

Managing one’s 

mood and emotions

Facilitating high 

performance in others 

through problem solving 

and empowerment



How can you measure?

Self reflect/analysis

Ask others for 
feedback

Build a curiosity 
mindset

Identify gaps and 
proactively work on 

them

Ask others for more 
feedback to assess 

your success
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Development Group

Control Group

40 Sales Reps in Development Group

30 Sales Reps in Control Group

Returned $6 for every $1 invested within a 6 month timeframe

Australian Business Case 
Study
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Emotional Self-Awareness

Emotional Awareness of Others

Emotional Expression

Emotional Reasoning

Emotional Self-Management

Emotional Management of Others

Emotional Self-Control

time 1

time 2

ROI - a 24% improvement in EI



Produced a 22% Increase in employee engagement

TIME 1 TIME 2  



What is Employee 
Engagement?

Employee engagement is the collective 
level of intellectual and emotional 

commitment employees have toward their 
work and organisation. 

The 4 P’s:

Praise    Perform     Persist     Perfect



A decade of learning

The behaviours of leaders have a bigger impact on HR –

the people, their engagement, their discretionary effort, 

their turnover, their productivity, their attendance, their 

desire to learn and grow and the culture of the 

organisation than any other measure of HR

Leadership behaviour impacts on ALL key HR 

measures



Lucky Door Prize

1st Prize

2nd Prize

3rd Prize



Please, Get in touch 

❑ Email: susan@hrculture.com.au

❑ Mobile: 0400 019 700

❑ Website: www.hrculture.com.au

❑ Facebook: /HRCULTUREPMQ

❑ Linkedin: @susanjudd75

❑ Instagram: @/HRCULTURE10YRS

http://www.hrculture.com.au/



