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Overview: Evaluating Your Approach to Risk Management
Purpose: This exercise is designed to help create a collective understanding of how well your organisation is approaching people-mediated risk. Exercise length: 45-90 minutes.
Use this in meetings to:
· Compare perspectives across the team
· Identify areas of strength and potential vulnerability
· Surface assumptions or blind spots in how risk is understood and managed
· Agree priorities and actions for improvement
Rate each statement from 1 to 5, where 1 means Not at all / Strongly disagree and 5 means To a great extent / Strongly agree. Then use the discussion questions to explore why you scored yourselves that way and what actions may be needed.
	Statement
	Rating (1–5)

	1. People risk is explicitly considered in our organisation’s overall risk framework, not just financial or operational risk.
	

	2. HR captures and escalates early warning signals from employee relations (e.g. grievances, concerns, informal feedback) before issues become material risks.
	

	3. HR data is routinely used in senior leadership or board-level discussions to inform risk-related decisions.
	

	4. HR plays an active role in risk-related decision-making, beyond implementation or compliance.
	

	5. Employment law and regulatory changes are proactively monitored and translated into organisational practice by HR.
	

	6. Cyber risk is recognised as a people and behavioural issue, with HR involved alongside other functions.
	

	7. Talent risks (e.g. skills gaps, succession weaknesses) are clearly identified and actively managed as business risks.
	

	8. HR supports preparedness for uncertainty, including scenario thinking or response planning for unforeseen events.
	

	9. Organisational culture encourages open discussion of risk, challenge and judgement under pressure.
	

	10. There are regular forums where HR contributes people-related risk insights to strategic or risk discussions.
	



Scoring notes:
• Look for patterns rather than focusing only on individual scores.
• Pay particular attention to statements with very different scores across the group, as these often indicate inconsistent understanding or uneven practice.
• You may find it helpful to calculate an average score for each statement and note the range of responses.

Now discuss:
1. How does your organisation’s current risk framework account for risks arising from human behaviour, judgement and organisational culture, rather than only financial or operational risks?
2. What formal or informal mechanisms does HR use to capture early signals from employee relations (e.g. complaints, grievances, activism) that might indicate broader organisational risk?
3. Which HR data metrics are consistently used to inform risk discussions with senior leadership (e.g. retention trends, absence rates, engagement scores)? How frequently are these reviewed?
4. How would you characterise HR’s current role in organisational risk management - subject matter expert, facilitator, full contributor (on par with other executives), or implementer?
5. How effectively does HR monitor changes in employment law and compliance requirements and translate these changes into updated policies and practices across the organisation?
6. To what extent are HR and IT risk teams working together to reinforce cyber risk behaviours (e.g. training, policies, escalation procedures)?
7. What are the biggest talent risks your organisation is currently facing (e.g. critical skills shortages, succession gaps), and what HR-led actions are in place to mitigate them?
8. How prepared is your HR function to support scenario planning or crisis response (e.g. simulation exercises, decision frameworks) when unforeseen risk events occur?
9. In your organisation, how does leadership actively encourage a culture that openly discusses risk and supports good judgement under pressure?
10. What regular forums or structures exist for HR to surface and test assumptions about people-related risks with business leaders (e.g. risk committees, cross-functional reviews)?
Now agree two or three actions that will make the biggest difference over the next quarter and decide how progress will be reviewed.
	Priority action
	Owner
	Timing / review point
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