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 Focus on global and mobile workforces 

Corporate Demands 

 Outsourcing programs 

 Cost reduction pressures 
 

 Increasingly complex business models 

 Worldwide shortage of educated labor 
 

 More challenges around employees 



90% of large global corporations polled Q407 who did 
recent global HR talent reviews stated: 

 
 

“We don’t have the right HR professionals. 
 

Our HR succession plan is inadequate. 
 
 

Our HR bench strength is close to non-
existent. 

 

Our internal customers don’t have the 
strategic assistance they need.” 

 
 

Global HR Talent Survey Results 



 

“84% [of companies] are either 
transforming or planning to transform 
HR, but only 30% say the 
transformation is driven by the need 
to free HR to undertake a more 
strategic role.”  
 
(Deloitte Study 2007) 
 

 
 

HR Business Partner Bad News 



Strategic HR Business Partners 



How does your HR job  
make YOU feel? 









      

 
 

HR Business Partner 



Differentiators 

Basics 

Domain  
Expertise 

Road Map for HR Business Partners 

New  
Competencies 



 
Cover the Basics 

Cooperation 

Flexibility 

Follow-through 

Dependability 

 Pride 

Communication 

Integrity 



Domain Expertise 

Talent Acquisition 

HR Compliance 

Succession Planning 

OD and Training 
Total Rewards 

Change Management 

Employee Relations 



Differentiators 

Board-Level Presence 

Consultative Approach 

Start-Up Mindset 

HR Best Practices 

Passion for the Business 



 

Ulrich’s New Competencies 

Organizational Designer 

Credible Activist 

Operation Executor 

Strategy Architect 

Culture and Change Steward 

Business Ally 



The Successful HR Business Partner 

New 
Competencies 

Differentiators 

Basics 

Domain 
Expertise 



The Successful HR Business Partner 



HR Business Partners  
On The Job 

Responsibilities 

 

Å Lead corporate initiatives in regional unit 

Å Discover and diagnose and design solutions 

Å Delegate implementation work 
 
Å 4-5 countries at a time 

Å Shared services environment 



HR Business Partners  
On The Job 

Skills 
 

Å Can gain rapid understanding of complex 

   businesses and business issues (a whiz with 
   org charts) 

Å Influence ï works at a strategic level 

Å Account management 

Å Vendor management 

Å Strategic planning facilitation 

Å Consulting 



 
 

HR Business Partner  
On The Job 

Required Experience 

Å Experience designing and implementing 
   training and OD 

Å Knowledge of óBest Practicesô HR and OD 

Å Successfully influenced key stakeholders and 
   decision-makers on important matters 

Å Strong service focus 
 

Å Willingness to travel over 50% of the time 

Å 10 to 15 years HR increasing responsibility 



 
 

HR Business Partner  
Bottom Line 

Reporting Structure 

Compensation 

 

Å Reports to the global/corporate VPHR 

Å May also report to the regional leader 

Å Can have a base of up to $220,000ð 
   for individual contributors 

Å Can earn more than top HR execs with 
   large teams 
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The HR Business Partner model 



 
 

HR Business Partner Case Study 



Is your organization ready for  
HR Business Partners? 

 

Å It looks like a business school 

Å It has a ñPò not just an ñLò 

Å It hatches and harvests ideas 
 

Å It makes big places smaller 

Å It focuses on the upside 

From HBR, July/Aug 08 



 
 

Bad HR Business Partners 



Rising 
from the Ashes 

26 



Gartnerôs Seven Great 
Concerns for CEOs in 2009 

1. Restructuring 

2. Can't Write Off Fast Enough 

3. Loss of Business and Governmental Trust 

4. Globalization Instability  

5. New Major Regulation Coming  

6. Government as the New Emerging Market  

7. Green Is Not Going Away  

 
  Based on Gartner Study: CEO Concerns 2009 
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1  

Restructuring 
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2 

Can't Write Off 
Fast Enough 
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3 

Loss of Business 

& Governmental 
Trust 
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4 

Globalization 

Instability  
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5 

New Major 

Regulation Coming 
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6 

Government as the 
New Emerging 

Market 
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7 

Green Is Not 

Going Away 
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Strategic HR 
Business 
Partners 

 

 

 

 

 



Competencies 

1. Assessing organizational needs 

 

2. Conflict resolution 

 

3. Change management 

 

4. Due diligence 
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Competency #1:  
Assessing Organizational Needs 
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Competency #2 
Conflict Resolution 

39 



Competency #3 
Change Management 
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Competency #4 
Due Diligence 

 

41 



42 

Assessing 
Organizational 

Needs 

Conflict 
Resolution 

Change 
Management 

Due Diligence 



Case Study #1 
 Assessing Organizational Needs 

Youôre the HRBP and HR leader for a newly spun-out, leading edge 

technology division of a large, 130 year old corporation based 

overseas. The spin-out is made up for approximately 580 employees of 

the old company, and is using a technology theyôve purchased from the 

parent company. Now that youôre an independent entity, youôre on your 

own. This means no insurance, no policies or procedures, no pay 

structures, no resources, no performance management system, no 

recruiters, and the chance to set your own mission and culture. You 

know that copying the parent companyôs materials wonôt be popular 

since the spin-out employees view themselves as more agile and 

entrepreneurial. How do you go about determining what HR systems 

and support you should put in place? Since virtually everything needs 

to be done, how do you prioritize? 
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Case Study #2 
Conflict Resolution 

 You are the HR contractor working as a HRBP at a 100-person venture-funded 

software startup that develops and customizes software that is updated and 

sold daily to large companies that design tech products. The CFO brings you in 

because the VP Engineering has been sending abusive emails to the VP 

Marketing and the GC is concerned that itôs sexual harassment. As you meet 

with the team, you hear the following: VP Marketingôs team is behind on writing 

up the sales orders they need to prepare for Engineering; VP Marketing feels 

picked on and insulted by everyone, including the HRD who just raked her over 

the coals for the mistakes in their global sales conference; the VP 

Engineeringôs team has been working directly with the sales team and cutting 

out Marketing because Marketing is so behind on the orders; the HRD likes to 

stir trouble in the company and goes around behind closed doors asking: ñIs 

there anyone youôre mad at,ò the founder/CEO is not involved and appears to 

spend too much time on the Internet; the GC is conflict avoidant and tells 

everyone that theyôre doing great; and the company has a huge chance to 

succeed and is missing its targets. What kinds of assessments should you do 

and which models should you use? 
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Case Study #3 
Change Management 

Your employer is still going through numerous rounds of layoffs due to 

massive global restructuring and continued market problems. Youôre at 

the point where youôre doing the RIFs that were not supposed to 

happen. Employees are understandably upset, productivity is down, 

morale is low, and those who can find new jobs are jumping ship. Since 

the employment market is picking up, youôre really worried about losing 

your High Performers. How do you approach keep your High 

Performers engaged and passionate about the work when the future is 

so uncertain and theyôre worried about their friends getting laid off? 

What key actions would you recommend to line management? What 

can you do yourself? 
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Case Study #4 
Due Diligence 

You are the HRBP for the Sales function of a large European software company 

that has grown inorganically with over 27 acquisitions in the past three years. The 

company feels that its due diligence and integration processes is ñdown to a 

science,ò but they continue to lose sales professionals after the completion of the 

acquisitions. In addition, the SVP of Global Operations tells you that the sales 

teams, made up of individuals from all 28 companies, are not hitting their 

numbers and he doesnôt know why. He also seems in denial about how many 

people have quit. His gut tells him that he should switch out a lot of the low 

performers and view the acquisitions more for the products and the customer 

lists, and he wants you to start a huge recruiting effort. Itôs your job to figure out 

what the problems are and how to handle them. You have no budget and no one 

to help you. What do you do? The mechanics of their due diligence looks sound, 

but something is missing. How would you address this now and what should you 

put into place for due diligence in future acquisitions? 
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Next Steps 
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