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	ORGANISATION
	[Organisation Name]

	STRATEGY PERIOD
	[e.g. 2025-2028]

	PREPARED BY
	[Date]

	DATE
	[Date]

	APPROVED BY
	[Board / SLT]

	REVIEW DATE
	[Date]



About this template
A good HR strategy connects people activity directly to the organisation's goals. It answers a simple question: what do we need from our people, and our people practices, to deliver the organisation's strategy- and what will we do to make that happen?
This template guides you through building an HR strategy in seven parts: the business context; the people vision; a current-state assessment; the strategic people priorities; the action plan; the measures of success; and governance. Complete each section in order- the later sections depend on the thinking in the earlier ones.
Keep it focused. A strategy with four or five genuine priorities that the organisation commits to is worth far more than an exhaustive list of everything HR could theoretically do.



SECTION 01
Business Context and Strategic Drivers

Summarise the organisation's strategy and the context the HR strategy must respond to. The HR strategy exists to serve the business strategy- start here.
▪ The organisation's vision, mission and strategic objectives:
▪ The key business challenges and opportunities over the strategy period:
▪ The external factors affecting our people strategy (labour market, skills shortages, legislation, economy, technology / AI):
▪ What the business needs from its people to succeed:
▪ Have you completed a SWOT or PESTLE analysis that may inform this strategy?
A SWOT (Strengths, Weaknesses, Opportunities, Threats) or PESTLE (Political, Economic, Social, Technological, Legal, Environmental) analysis can provide valuable context for your people strategy. If you have completed one, summarise the key findings relevant to people and HR below. If not, consider completing one before finalising this strategy.
SECTION 02
People Vision and Principles

Articulate the kind of organisation you want to be as an employer, and the principles that will guide your people decisions.
▪ Our people vision- the kind of place we want this to be to work:
▪ The employee value proposition- why talented people should join and stay:
▪ Our People Principles
Define three to five principles that will guide all people decisions (e.g. "We develop from within wherever we can", "We are honest, even when it is difficult", "We treat people as adults").
SECTION 03
Current-State Assessment

Honestly assess where the organisation's people capability stands today. A strong strategy starts from a truthful picture of the present.
	STRENGTHS - WHAT IS WORKING WELL
	GAPS - WHAT NEEDS TO IMPROVE

	 
	 

	
	

	
	

	
	


▪ Key people data informing this assessment (turnover, engagement, absence, time-to-hire, demographics):
SECTION 04
Strategic People Risks

Identify the people-related risks that could prevent the organisation from achieving its objectives. A clear view of risk should inform both your priorities and your action plan.
▪ What people-related risks could prevent the organisation achieving its objectives?
Consider risks such as skills shortages; leadership capability gaps; succession risks; recruitment challenges; retention concerns; workforce aging; over-reliance on key individuals; culture or engagement risks; and the impact of technology or AI on roles.
	RISK
	LIKELIHOOD / IMPACT
	MITIGATION / ACTION

	e.g. Skills shortages in key roles
	 
	 

	e.g. Leadership capability gaps
	 
	 

	e.g. Succession risks in senior roles
	 
	 

	e.g. Recruitment or retention challenges
	 
	 


SECTION 05
Strategic People Priorities

Define the three to five strategic people priorities that will have the greatest impact on delivering the business strategy. These are the headline themes of your HR strategy. Common priority areas include attracting and retaining talent; building leadership and management capability; developing skills and capability; culture and engagement; reward and recognition; organisational design; wellbeing; and EDI.
	P1
	Priority: _______________________________________________
Why it matters / link to business strategy:


	P2
	Priority: _______________________________________________
Why it matters / link to business strategy:


	P3
	Priority: _______________________________________________
Why it matters / link to business strategy:


	P4
	Priority: _______________________________________________
Why it matters / link to business strategy:




SECTION 06
Action Plan

Translate each priority into specific actions with owners and timescales.
	PRIORITY
	ACTION
	OWNER
	TIMESCALE
	RAG STATUS

	 
	 
	 
	 
	 

	 
	 
	 
	 
	 

	 
	 
	 
	 
	 


SECTION 07
Measures of Success

Define how you will know the strategy is working. Identify the key people metrics you will track, with current baselines and targets.
	MEASURE / KPI
	BASELINE
	TARGET
	TIMEFRAME

	Employee turnover rate
	 
	 
	 

	Voluntary Employee Turnover %
	
	
	

	Employee engagement score
	 
	 
	 

	Time to hire (days)
	 
	 
	 

	Internal Mobility rate (% of vacancies filled through internal moves)
	 
	 
	 

	Absence rate
	 
	 
	 

	Training days per employee
	 
	 
	 

	Productivity measure (e.g. output per employee, revenue per head)
	 
	 
	 

	Customer satisfaction score (e.g. NPS, CSAT)
	 
	 
	 

	Internal promotion rate (% of vacancies filled internally)
	 
	 
	 

	Diversity metrics (e.g. representation at senior levels, pay gap data)
	 
	 
	 

	Leadership bench strength (% of senior roles with identified successors)
	 
	 
	 

	[Add further measures]
	 
	 
	 


SECTION 08
Governance and Review

 
	STRATEGY OWNER
	 [Name and Role]

	REPORTING TO
	 [Board / SLT]

	PROGRESS REVIEW FREQUENCY
	 [e.g. Quarterly]

	ANNUAL STRATEGY REVIEW DATE
	 [Date]

	HOW PROGRESS WILL BE COMMUNICATED TO STAFF
	 [e.g. All-staff updates, intranet, team briefings]

	PREPARED BY  
	

	SIGNATURE  
	

	DATE  
	

	APPROVED BY 
	

	DATE  
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