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NOCA Networks for People and HR Professionals 
Introduction and overview 

Member value 
Members gain value through strategic sparring with experienced peers, candid dialogue on 
complex People and HR decisions, and cross industry perspectives that sharpen judgement. The 
network is part of NOCA’s broader learning architecture and supports more continuous, practice 
based learning over time. 

 

What a NOCA network is 
NOCA Networks are confidential peer forums 
for experienced People and HR professionals. 
Participants bring real issues from their own 
practice and use the group to strengthen 
judgement and decisions in a professionally 
facilitated space. 

The common format 
• Confidential space with peers at a 

comparable level of responsibility 
• Real cases and dilemmas from participants’ 

own organisations 
• Structured dialogue and professional 

facilitation 
• Four in person meetings each year 
• 15 to 20 experienced participants 
• Host venues rotated across member 

organisations 
• Annual fee: DKK 7,500 
• Delivered on a non profit basis 

What the network is not 
A NOCA network is not a training programme, 
not a conference, and not a traditional 
member forum. The value lies in confidential 
sparring, strong professional relevance, and 
continuity over time. 

How fit and quality are ensured 
NOCA assesses role, responsibility, and 
organisational context before participation is 
confirmed. Peers are selected for relevance, 
trust, and professional weight. Each network is 
led by an experienced facilitator and launches 
only when a strong group is in place. 

 

 

NOCA Peer Networks launching in May and June 2026 

People Strategy People Enablement People Engagement 

Leadership Development (May 2026) 

Talent & Performance 

Future of Work & Organizing 

HR Business Partnering (June 2026) 

People Analytics 

HR Operations 

HRIS 

DEI+ 

Employee Relations 

Learning & Skills 

Talent Acquisition (May 2026) 

Employee Experience 

Rewards (May 2026) 
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HR Business Partnering Networks 
Confidential peer groups working close to the business  

Why this domain matters 
HR Business Partnering matters when leadership decisions become more complex, more 
sensitive, and more tightly linked to organisational performance. The need is for a confidential 
professional space where experienced profiles can challenge assumptions and strengthen real 
leadership and organisational decisions. 

What the domain covers 
The domain connects organisational strategy 
with people realities. It is about translating 
business choices into people implications 
across structure, talent, culture, performance, 
and organisational resilience. It is an advisory 
role close to the business, not an operational 
support function. 

What strong practice looks like 
• Clear role boundaries across operational, 

tactical, and strategic levels 
• The ability to challenge leaders 

constructively and systemically 
• Strong integration of specialist input into 

one coherent recommendation 
• Sound judgement in complex and sensitive 

organisational questions 

Typically relevant for 
HR Business Partners, Senior HR Business Partners, People and Culture Partners, Lead HR 
Business Partners, HR Managers with business responsibility, and People or HR Directors with 
close business alignment and direct leadership sparring. 

 

Network levels 

• Head of Function / CoE, responsible for 
HR Business Partnering as a discipline, 
structure, quality, and leadership support. 

• Strategic HRBP, responsibility at EVP and 
CVP level with a focus on strategic 
sparring close to the executive leadership. 

• Senior HRBP, responsibility at SVP level 
with a focus on complex business areas, 
organisational priorities, and leadership 
support. 

• HRBP, responsibility at Director and VP 
level with a focus on business facing 
People advisory and organisational impact. 
 

Typical cases in the network 

• How to challenge a leader without losing 
trust or influence 

• How to distinguish more clearly between 
operational support and strategic partnering 

• How to influence decisions on structure, 
succession, culture, or leadership 

• How to integrate specialist input into one 
useful recommendation 

• How to use people data as leadership 
support rather than separate reporting 

For the participant 

Sharper judgement, stronger peer perspective, 
and better integration of specialist input into 
practical advice. 

For the organisation 

Better decision quality close to the business and 
more coherent use of the full People function. 
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Leadership Development Networks 
Confidential peer groups shaping leadership capability and leadership standards  

Why this domain matters 
Leadership Development matters when organisations need stronger judgement, stronger 
leadership pipelines, and clearer leadership standards in practice. The domain is not only about 
programmes, but also about behaviour and organisational impact over time. 

What the domain covers 
The domain covers how organisations define, 
build, and strengthen leadership capability. It 
includes leadership behaviour, transitions, 
pipelines, leadership standards, and the link 
between leadership, culture, change, and 
performance. 

What strong practice looks like 
• Clear leadership expectations linked to 

strategy and culture 
• Development approaches that build 

judgement, not only tools 
• Strong support for transitions and increasing 

role complexity 
• Coherence between leadership 

development, succession, performance, and 
talent 

Typically relevant for 

Leadership Development Leads, Heads of Leadership Development, Learning and Development 
leaders with leadership responsibility, senior HRBPs owning the leadership agenda, and 
experienced People professionals shaping leadership capability. 
 

Network levels 

• Head of Function / CoE, responsible for 
Leadership Development, leadership 
capability, and leadership practice in larger 
organisations. 

• Expert / Specialist, experienced profiles 
working with the design, implementation, 
and quality of leadership development 
initiatives. 

 

Typical cases in the network 
• How to define leadership standards that 

work in practice 
• How to move leadership development from 

programme to behaviour change 
• How to support leaders in broader or more 

complex roles 
• How to connect leadership development 

more closely to succession and talent 
pipelines 

• How to raise leadership quality without 
creating bureaucracy 
 

For the participant 

Sharper perspective on leadership 
architecture, stronger peer sparring on trade 
offs, and greater confidence in difficult 
leadership decisions. 

For the organisation 

Stronger alignment between leadership 
development and business direction, and clearer 
leadership standards and expectations. 
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Talent Acquisition Networks 
Confidential peer groups working with Talent Acquisition and critical  hiring decisions  

Why this domain matters 
Talent Acquisition matters because the quality of hiring decisions compounds over time. In large 
organisations, hiring is not only about filling open roles, but about capability, fairness, judgement, 
speed, candidate experience, and business alignment. 

What the domain covers 
The domain covers how organisations attract, 
engage, assess, and hire people for both 
current and future capability needs. It includes 
employer positioning, sourcing strategy, 
structured assessment, and the interplay 
between Talent Acquisition, hiring leaders, and 
business priorities. 

What strong practice looks like 
• Clear understanding of what good quality 

looks like in key roles and talent segments 
• Structured and fair assessment methods 

rather than speed or gut feeling 
• Strong connection between Talent 

Acquisition, workforce planning, and 
business strategy 

Typically relevant for 

Talent Acquisition Leads, Heads of Talent Acquisition, senior Talent Acquisition Partners, 
Employer Brand leaders with hiring strategy responsibility, and senior HRBPs or People leaders 
with strategic responsibility for hiring. 

Network levels 

• Head of Function / CoE, responsible for 
Talent Acquisition across the full 
recruitment journey in the organisation. 

• Expert / Specialist, experienced 
professionals working with sourcing, 
assessment, interviews, candidate 
experience, and quality in the recruitment 
process. 

 

Typical cases in the network 
• How to improve hiring quality without 

slowing the business unnecessarily 
• How to define and assess critical capabilities 

in complex roles 
• How to strengthen quality and consistency 

among hiring leaders 
• How to build stronger pipelines for scarce or 

strategic capabilities 

For the participant 

Sharper judgement in strategic hiring and 
better handling of trade offs between speed, 
fairness, and capability fit. 

For the organisation 

Better quality in hiring decisions for critical roles 
and stronger alignment with business priorities. 
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Rewards Networks 
Confidential peer groups working with pay, benefits,  governance, and reward architecture  

Why this domain matters 
Rewards matter because pay and benefits are among the most visible expressions of 
organisational priorities, fairness, and judgement. In large organisations, reward decisions carry 
strategic, financial, cultural, and legal implications at the same time. 

What the domain covers 
The domain covers how the organisation 
structures, governs, and communicates 
compensation and benefits. It includes pay 
frameworks, incentives, benefits, recognition, 
job architecture, and the principles that guide 
decisions on who gets what and why. 

What strong practice looks like 
• Clear logic for how roles are valued and how 

pay decisions are made 
• Balance between internal fairness, external 

competitiveness, and economic 
sustainability 

• Transparent governance for exceptions and 
special arrangements 

• Reward decisions that strengthen trust 
rather than mistrust 

Typically relevant for 

Rewards Leads, Compensation and Benefits specialists, Heads of Rewards, senior HRBPs with 
reward responsibility, and experienced People professionals working with pay governance, 
benefits strategy, or job architecture. 

Network levels 

• Head of Function / CoE, responsible for 
compensation, benefits, and rewards 
governance in larger organisations. 

• Expert / Specialist, experienced specialists 
working with compensation frameworks, 
pay structures, reporting, and reward 
practice. 

Typical cases in the network 
• How to balance fairness, market levels, and 

economic sustainability 
• How to strengthen governance around 

exceptions and special cases 
• How to build or update job architecture 

without overengineering it 
• How to approach pay transparency and 

employee expectations 
• How to equip leaders for difficult reward 

conversations 
 

For the participant 

Sharper judgement in sensitive reward 
decisions, stronger peer perspective on 
governance, and greater confidence in advising 
leaders. 

For the organisation 

More mature and consistent reward decisions, 
stronger governance, and better alignment 
between reward practice and organisational 
priorities. 

 

 


