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Responsibilities.
The skills and capabilities you will need.
The best practices and tools you will use.
The challenges and opportunities you will face.

Human resources business partners (HRBPs) act as consultants,
advisors, and facilitators for management and the employees, ensuring
that the people strategy supports the business strategy. In 2023, where
remote collaborations, digital transformations, and multi-generational
workforces are the norm, Human Resources Business Partners (HRBPs)
emerge as the strategic compass guiding organizations through these
complexities. They are the strategic partners bridging the gap between
an organization's lofty visions and its workforce's daily real-world
challenges, transcending traditional HR. Their expertise ensures that
human resources strategies are aligned to the "now needs" (cultivating a
high-performance culture, enhancing employee engagement, developing
talent, driving organizational change, etc.) and adaptable to future
challenges.

In Part I, we'll unpack the HRBP model to help you
understand this critical role:

You will also find practical tips, examples, case studies, checklists,
templates, and reflection questions to help you apply the concepts
and strategies in your context.

A Comprehensive Theoretical and 
Practical Guide for

HR Business Partners

Objectives of this Guide
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A Comprehensive Theoretical and 
Practical Guide for
HR Business Partners

Provide an overview of the HRBP role and its strategic
importance
Understand the evolving role of HRBPs and strategies to
maximize value
Equip you with essential skills and competencies for HRBP
success
Share best practices and examples from top-performing HRBPs

Main Takeaways:

Gain actionable insights to apply in your HRBP role
Discover how to create organizational value as an HRBP
Learn to leverage data and analytics to drive business decisions
Enhance your professional development as a strategic HRBP

Benefits:

Gain actionable insights to apply in your HRBP role
Discover how to create organizational value as an HRBP
Learn to leverage data and analytics to drive business decisions
Enhance your professional development as a strategic HRBP

Pain Points Addressed:

As the role of HRBPs continues to advance, this guide offers the
latest, research-backed best practices you need to succeed.
Whether new to the role or a seasoned HRBP, this comprehensive
resource provides vital skills development, practical tips, and
examples tailored for you.

Why this guide?
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Part I 
The HR Business

Partnership Model
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The HR Business Partnership
Model

Human resources business
partners (HRBP) are strategic
advisors who connect HR
strategy to business outcomes.
They serve as consultants to
business leaders, helping them
solve people-related challenges,
remove barriers, and leverage
human capital opportunities.
Unlike traditional HR generalists,
HRBPs take a business-first
approach. They focus on
enhancing organizational
performance through workforce
strategy rather than just carrying
out HR operations. This senior
HR professional needs to sit in
the backdrop handling
administrative tasks. Instead,
they're at the forefront, working
with specific business units,
departments, or functions. An
HRBP acts as a liaison between
the HR department and the
business leaders, understanding
their needs, challenges, and
goals and providing customized
HR solutions and support. An
HRBP also represents the voice
of the employees to the
management, advocating for
their interests, needs, and
concerns.

What is a Human Resources Business Partner (HRBP)?
An HRBP serves as a bridge,
ensuring that the HR
department's strategies and
solutions are tailored to the
unique needs and objectives of
the business they partner with.
They understand the intricacies
of their designated business unit,
its challenges, aspirations, and
dynamics. This deep
understanding allows them to
craft HR solutions that address
immediate concerns and pave
the way for future growth and
innovation.



Some of the value-added activities an HRBP performs include:

DATA & METRICS

Analyzing data and
metrics to identify
trends, gaps, and
opportunities for

improvement

GUIDANCE

Providing coaching,
feedback, and
guidance to managers
and employees on
various HR issues

PEOPLE STRATEGIES

Developing and
implementing people

strategies that support
the business strategy

FACILITATOR

Facilitating talent
management processes

such as recruitment,
retention, development,
succession planning, and

performance management

RELATIONSHIPS

Building and
maintaining positive

relationships with key
stakeholders across the

organization

CROSS-FUNCTIONAL

Leading or participating
in cross-functional

projects and initiatives
that enhance
organizational
effectiveness

FACILITATOR

Driving organizational
change and

transformation by
managing change

initiatives and
communicating effectively

CHAMPION DEIB

Promoting a culture of
diversity, equity,

inclusion, and
belonging

ENGAGEMENT

Fostering employee
engagement and well-

being

The HR Business Partnership Model

Value-added activities HRBPs perform
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The HR Business Partnership Model

HRBP Role-Play Simulation
Interactive Activity: 

Instructions:

Participants receive a set of scenario cards. Each card presents a
unique challenge or situation that an HRBP might encounter. For
instance, a card might describe a department facing high attrition
rates or a team resistant to a new organizational change

Objective

To immerse participants in an HRBP's
day-to-day challenges, allowing them to
apply theoretical knowledge in practical,
real-world scenarios.

Scenario Cards

Scenario Card 1: High Attrition Rate in the Sales Department

Background: Over the past six months, the sales department has seen a
20% increase in employee turnover. Exit interviews indicate
dissatisfaction with team dynamics and the need for growth
opportunities.
Challenge: As an HRBP, devise a strategy to address the root causes of
this high attrition rate and propose initiatives to improve team cohesion
and provide more explicit career progression paths.

Scenario Card 2: Resistance to New HR Software

Background: The organization has implemented a new HR software
system to streamline processes. However, there's significant resistance
from various departments, with concerns about data privacy and the
learning curve associated with the new system.
Challenge: Develop a change management plan to ensure a smooth
transition to the new software, addressing employee concerns and
providing adequate training and support.

Scenario Card 3: Diversity & Inclusion Concerns
Background: Employee feedback surveys have highlighted a need for
more diversity in middle and upper management roles. There's a
growing concern that the company needs to do more to promote a
diverse and inclusive workplace.
Challenge: Propose initiatives to address these concerns, ensuring that
diversity and inclusion are not just buzzwords but are embedded in the
company's culture and practices.
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The HR Business Partnership Model

Background: With the shift to remote work, many teams struggle with
communication breakdowns, feelings of isolation, and work-life balance
issues.
Challenge: Design a comprehensive remote work strategy that
addresses these challenges, promotes team cohesion, and ensures
employee well-being.

Scenario Card 4: Remote Work Challenges

Scenario Card 5: Leadership Development Gap
Background: A recent internal review has identified a gap in leadership
skills among mid-level managers. There's a need for more robust
leadership development programs.
Challenge: Develop a leadership training and mentorship program
tailored to the needs of mid-level managers, ensuring they're equipped
with the skills to lead effectively and drive organizational success.

Scenario Card 6: Employee Engagement Decline

Background: The annual employee engagement survey has shown a 15%
decline in overall engagement scores. Feedback indicates a need for
recognition and opportunities for professional growth as primary
concerns.
Challenge: Propose initiatives to boost employee engagement, focusing
on recognition programs and professional development opportunities.
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HRBP Role-Play Simulation
Interactive Activity: 

The HR Business Partnership Model

Participants are divided into two groups: HRBPs and
Stakeholders (which could include managers, employees, or
other business leaders).
The HRBP group picks a scenario card and reads it aloud. They
then have a set time (e.g., 10 minutes) to discuss and devise a
strategy or solution.
The Stakeholders group, meanwhile, prepares questions,
concerns, or feedback they might have regarding the scenario.
After the discussion time, the HRBP group presented their
solution. The Stakeholders then engage in a Q&A session,
posing questions and sharing feedback.

Instructions:

Role Play

After the role-play, all participants discuss the scenario, the
proposed solution, and any alternative strategies. It is a time to
reflect on the HRBP's role, its challenges, and the strategic
thinking required to address complex issues.

Reflection:

Participants are encouraged to share their insights, learnings,
and takeaways from the activity. It could be done in a group
discussion or using digital tools like online polls or feedback
forms

Feedback Loop:

Benefits

This role-play simulation offers a hands-on experience, allowing
participants to step into the shoes of an HRBP. It fosters empathy,
understanding, and a deeper appreciation for the strategic role
HRBPs play. Moreover, it promotes collaborative learning, critical
thinking, and problem-solving in real time
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The HR Business
Partnership Model: A

Deep Dive
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The HR Business Partnership
Model: A Deep Dive

HR BUSINESS PARTNERS (HRBPS)
Role: HRBPs are the bridge between HR and the business. They
collaborate with leaders, offering insights on workforce planning,
talent management, organizational design, and culture.
Significance: HRBPs can offer real-time insights and tailor HR
strategies to specific departmental needs by being embedded
within business units.
Example: In a tech company, an HRBP working with the
engineering team might focus on strategies to retain top tech
talent, understanding engineers' unique challenges and
motivations.

CENTERS OF EXCELLENCE (COES)
Role: COEs are the knowledge hubs of HR. They house talent
acquisition, learning and development, compensation, and
diversity and inclusion experts.
Significance: COEs ensure that HR practices are consistent,
updated, and aligned with industry best practices.
Example: A COE focused on diversity and inclusion might roll out
a company-wide training program on unconscious bias, ensuring
that all departments benefit from the same high-quality training.

HR SHARED SERVICES
Role: This is the engine room of HR, ensuring that day-to-day
operations run smoothly.
Significance: HR Shared Services allows HRBPs and COEs to
focus on strategic and specialized tasks by centralizing routine
tasks.
Example: While an HRBP strategizes on talent retention, HR
Shared Services ensures that the same talent gets their payroll
and benefits on time.

The HR business partnership model is a strategic approach that delineates HR
functions, ensuring that each segment operates at its peak efficiency and
effectiveness. By dividing responsibilities, the model ensures that HR can be a
strategic partner and an efficient administrator.
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The main advantage of this model is the clear distinction of roles, ensuring efficiency
and effectiveness:

Efficiency and Cost Savings
By centralizing routine tasks, companies
can achieve economies of scale and
reduce redundancies.
Example: A centralized talent acquisition
team in a COE can negotiate bulk rates
for job advertising, saving costs across
the organization.

Enhanced Collaboration
The model promotes cross-functional
collaboration, leading to holistic
strategies.
Example: An HRBP working with the sales
department can collaborate with the
Learning & Development COE to design a
training program tailored for sales
personnel.

Specialized Focus
Each model segment focuses on its core
competencies, providing optimal
performance.
Example: HRBPs can concentrate on
strategic alignment with business units,
while HR Shared Services provides timely
payroll processing.

Consistency in Practices
COEs ensure that policies and best
practices are uniformly implemented
across the organization.
Example: A uniform onboarding process
provides every new hire, regardless of
department, receives the same quality of
orientation and training.

The HR Business Partnership Model: A Deep Dive

Benefits of the 
HR Business Partnership Model
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The HR Business Partnership Model: A Deep Dive

3
Consistency
in Practices

COEs ensure that policies and
best practices are uniformly

implemented across the
organization

Specialized
Focus

1
 Each model segment

focuses on its core
competencies, providing

optimal performance.

2
Efficiency and
Cost Savings
By centralizing routine
tasks, companies can
achieve economies of

scale and reduce
redundancies

Enhanced
Collaboration

The model promotes cross-
functional collaboration,

leading to holistic strategies.

4
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Challenges of the 
HR Business Partnership Model

Overlapping 
Responsibilities
There might be confusion regarding roles,
leading to duplicated efforts or missed
tasks.
Example: HRBPs and COEs might initiate
training programs for the same skill set.
.

Potential Silos
Different HR functions might be isolated,
leading to disjointed strategies.

Example: The talent acquisition team
might hire individuals with skills the
company no longer prioritizes.

Potential for Misalignment
HR strategies might only align with
business objectives with effective
communication.

Example: HRBPs might focus on talent
retention in a department that's being
downsized.

Resistance to Change
Employees and even HR personnel might
only accept the shift to this model if
they're accustomed to traditional HR
structures
Example: HR generalists, used to
handling a range of tasks, might resist
specializing in one area. 3

Resistance to
Change

Change management
strategies, including

communication campaigns,
training sessions, and

feedback loops, can ease the
transition.

Potential
Silos

1
Regular inter-

departmental meetings
and shared digital

platforms can ensure
alignment and open

communication

2
Overlapping

Responsibilities
Defined roles and

responsibilities and a
centralized HR task

management system can
prevent overlaps.

Potential for
Misalignment

Regular strategy alignment
sessions between HRBPs and
business leaders can ensure
that HR initiatives support

business goals.

4

Solutions

The HR Business Partnership Model: A Deep Dive

How does your current HR structure align with the HR Business Partnership Model?
In which areas do you see potential for greater efficiency or strategic input?

Time to reflect
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HR roles are clearly defined (HRBPs, COEs, HR Shared Services).

1. Organizational Structure & Roles

Our HRBPs are embedded within specific business units or departments.

Our CEOs have specialized teams for talent acquisition, L&D, compensation, etc.

Our HRBPs regularly collaborate with business leaders to align HR strategies
with business goals

2. Strategic Alignment

Our talent management strategies are tailored to the unique needs of each
department.

Our HR Shared Services efficiently handle routine HR tasks, freeing up HRBPs
for strategic work.

3. Operational Efficiency:

We have a centralized system or platform for HR tasks to prevent overlaps
and ensure consistency

Regular communication channels exist between HRBPs, COEs, and HR Shared Services

4. Communication & Collaboration

Cross-functional collaboration is encouraged, and platforms or meetings facilitate this.

Our organization has a positive attitude towards the HR Business Partnership Model.

5. Change Management

We have strategies to manage resistance and ensure a smooth transition to this model.

HR Business Partnership Model
Self-Assessment Checklist
📝 Instructions

For each statement below, mark whether you 'Agree,' 'Somewhat
Agree,' or 'Disagree.' It will help you assess your organization's
alignment with the HR Business Partnership Model.

We regularly assess the effectiveness of our HR strategies and make necessary
adjustments.

6. Continuous Improvement

Feedback loops are in place, allowing insights from one HR function to benefit others

The HR Business Partnership Model: A Deep Dive
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The HR Business Partnership Model: A Deep Dive
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What It Means: Your organization is well-aligned with the HR Business Partnership Model. The roles
are clearly defined, and different HR functions collaborate strongly. Your HR strategies align with
business objectives, and there's a clear distinction between strategic and operational tasks.

Tips & Actionable Strategies:
Continuous Feedback: Even if things are going well, always seek feedback from business units
and employees to ensure continuous improvement. 
Advanced Training: Consider training sessions for your HRBPs to update them on the latest HR
trends and strategies.
Innovate: Look for innovative HR tools and technologies to streamline processes further and
enhance collaboration.
Regular Review: Review the HR structure to ensure it remains aligned with the evolving
business needs.

Gap Analysis: Identify areas where you 'Somewhat Agree' and conduct a deeper analysis to
understand the gaps.
Strengthen Communication: Enhance communication channels between HRBPs, COEs, and HR
Shared Services to ensure everyone is on the same page.
Tailored Training: Offer tailored training sessions addressing the identified gaps.
Engage with Stakeholders: Regularly engage with business leaders and employees to
understand their needs and concerns, ensuring HR strategies are always aligned.

Revisit the Basics: Go back to the HR Business Partnership Model fundamentals. Understand its
core principles and benefits.
Stakeholder Workshops: Conduct workshops with business leaders to understand their
expectations from HR and how HR can better support them.
Restructure & Define Roles: Clearly define the roles of HRBPs, COEs, and HR Shared Services.
Ensure everyone understands their responsibilities.
Change Management: Implement a robust change management strategy to ensure a smooth
transition. It includes communication plans, training sessions, and feedback mechanisms.
Seek External Expertise: Consult with an HR expert or firm specializing in the HR Business
Partnership Model for guidance and best practices.

 💠Mostly 'Agree'

1.

2.

3.

4.

💠Mostly 'Somewhat Agree'

What It Means: Your organization has made strides in aligning with the HR Business Partnership
Model, but some areas need refinement. While the foundation is there, specific gaps or
inconsistencies prevent optimal performance.

Tips & Actionable Strategies:
1.

2.

3.
4.

💠Mostly  'Disagree'

What It Means: Your organization might be initially implementing the HR Business Partnership
Model or facing challenges in its execution. There's a need for a comprehensive review and
potential restructuring of HR strategies and roles.

Tips & Actionable Strategies:
1.

2.

3.

4.

5.

Self-Assessment Results & Recommendations
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How do your current HR
initiatives align with the
broader business goals,
and where do you see

gaps?

Reflection Question:

An HRBP performs various roles and responsibilities depending on the needs and
goals of the business unit or function they support. However, some of the typical
roles and responsibilities of an HRBP are:

The HR Business Partnership Model: A Deep Dive

HR Business Partners' roles and
responsibilities

Pro Tip: Regularly review and update talent strategies to
ensure they remain aligned with changing business goals.
Example: A tech company was looking to expand into the
Asian market. The HRBP, recognizing the cultural and
technological differences, collaborated with local
experts to create a talent strategy. It involved hiring
local talent familiar with the market nuances and
providing cultural training to the existing team, ensuring
a smooth market entry and subsequent growth.

The role of an HRBP goes beyond traditional HR
functions. They're strategic architects, crafting blueprints
that align HR initiatives with overarching business goals.
For instance, if a department is gearing up for market
expansion, the HRBP doesn't just think about hiring. They
delve deeper, devising talent strategies tailored to that
specific market. It could involve understanding the new
market's cultural nuances, identifying crucial skills, and
collaborating with business leaders to ensure the talent
strategy is in sync with the business expansion strategy.

DEVELOP PEOPLE STRATEGIES

ANALYZE AND ACT

.

In the age of data-informed decision-making, an HRBP is
a data detective. They don't just passively collect data;
they actively seek its insights. Witnessing a spike in
turnover rates? The HRBP doesn't stop at the 'what';
they dig into the 'why.' They unearth underlying issues
using tools like exit interviews, engagement surveys, and
even informal chats. But their role doesn't stop at
identification. They then craft strategic interventions, be
it revamping the onboarding process, introducing new
learning modules, or even suggesting changes in the
work environment, to address the root causes.
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What insights have you
derived from the most

recent HR data, and how
have they influenced your

strategic decisions?

Reflection Question:

Pro Tip: Use a combination of quantitative and qualitative
data to get a holistic understanding of HR issues.
Example: An HRBP at a tech firm noticed a spike in
turnover rates among junior engineers. They identified a
need for clear career progression as a key concern by
analyzing exit interview data and conducting focus
group discussions. In response, they collaborated with
technical leads to design a clear career pathway,
resulting in a 20% reduction in junior engineer attrition
over the next year.

ANALYZE AND ACT

When was the last time you
actively sought feedback
from your team, and how

did you act upon it to foster
growth?

Reflection Question:

Pro Tip: Regular one-on-one sessions with team members
can provide invaluable insights into team dynamics and
individual aspirations. Use these sessions not just to give
feedback but also to listen and understand.
Example:  At a leading e-commerce company, managers
needed help with high attrition rates among junior
employees. The HRBP initiated a mentorship program
where senior employees were paired with newer hires. It
provided the junior employees with guidance and a clear
growth path and gave senior employees leadership
experience. Within a year, attrition rates dropped
significantly, and job satisfaction scores among junior
employees rose.

HRBPs are not just HR professionals; they're trusted
advisors. They're the first port of call for managers
grappling with team dynamics or employees charting
their career paths. Their guidance spans a range of HR
issues, from performance management nuances to
navigating workplace relationships. They're not just
problem solvers but growth enablers, helping managers
and employees realize their fullest potential.

COACH AND MENTOR

The HR Business Partnership Model: A Deep Dive
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Think of a recent
organizational change. How
did you ensure it was both

business-aligned and
employee-centric?

Reflection Question:

Pro Tip: Effective communication is critical during any
change process. Ensure all stakeholders are informed and
have a platform to voice their concerns.
Example:  When a global company decided to transition
to a new HR software, the HRBP organized training
sessions for each department, created easy-to-follow
guides, and set up a helpline for software-related
queries, ensuring a smooth transition with minimal
disruptions.

Change is the only constant, especially in the
technological era. An HRBP is the torchbearer of change.
Whether it's an organizational restructure, introducing a
new HR system, or even a shift in workplace policies, the
HRBP ensures smooth and employee-centric transitions.
They're implementing and shaping change, ensuring it
aligns with business objectives and employee well-being.

CHAMPION CHANGE

How are you actively
promoting a culture where
everyone feels valued and

included beyond just
implementing D&I policies?

Reflection Question:

ADVOCATE FOR DIVERSITY AND INCLUSION

Pro Tip: Regularly review and update the D&I policies to
reflect societal norms and values. Engage with employees
from diverse backgrounds to get their feedback on these
policies.

For an HRBP, Diversity and Inclusion (D&I) isn't just a
policy to implement; it's a culture to nurture. They
champion D&I at every step, ensuring it's woven into the
organization's fabric. It means going beyond just hiring
diverse talent. It involves creating an environment where
every voice is heard, every perspective is valued, and
every individual feels a sense of belonging. They
collaborate with leaders, conduct workshops, and even
engage with employees to ensure that D&I is not just a
pretty acronym but a lived reality.

Example:  A global tech firm noticed a significant gender disparity in their engineering
teams. The HRBP, recognizing the value of diverse groups, initiated a program to
encourage and support women in tech roles within the company. It included
mentorship programs, training sessions, and creating women-centric tech forums.
Over time, not only did the gender ratio improve, but the teams also reported better
collaboration and more innovative solutions, showcasing the tangible benefits of a
diverse group.

The HR Business Partnership Model: A Deep Dive
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How do you ensure that
your talent management

strategies cater to the
evolving needs of the

business and the
employees?

Reflection Question:

Pro Tip: Regularly review talent management strategies
to ensure they remain relevant and practical. Consider
tools or platforms that offer analytics on talent
management effectiveness.
Example:  At a fast-growing startup, the HRBP noticed
that the onboarding process needed to be more
consistent while hiring rapidly. They introduced a
standardized onboarding program, which improved new
hire productivity and increased retention rates within
the first 90 days.

An HRBP plays a pivotal role in the entire talent lifecycle.
From recruitment strategies that attract the right talent
to retention initiatives that ensure they stay, from
development programs that nurture their skills to
succession planning that prepares them for future roles,
the HRBP is involved at every stage, ensuring that talent
management aligns with business objectives.

FACILITATING TALENT MANAGEMENT

How often do you engage
with different stakeholders

to gather diverse
perspectives, and how has

it influenced your HR
strategies?

Reflection Question:

STAKEHOLDER RELATIONSHIPS

Pro Tip: Schedule regular check-ins with stakeholders
from various departments to ensure you're aligned with
their needs and challenges.
Example: An HRBP at a manufacturing firm established
monthly meetings with plant supervisors. It led to
insights about worker safety concerns, resulting in the
implementation of new safety protocols and reduced
workplace accidents.

An HRBP's effectiveness lies in their relationships. They
build and nurture positive relationships across the
organization, from top leaders to frontline employees.
These relationships enable them to understand diverse
perspectives, making their strategies more holistic and
inclusive.

The HR Business Partnership Model: A Deep Dive
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Can you recall a project
where the HR perspective
significantly influenced its
outcome, ensuring it was

people-friendly?

Reflection Question:

Pro Tip: Always consider the human element in any cross-
functional project. How will it impact employees, and
how can you make the transition smoother?
Example:  During a new product launch, the HRBP
collaborated with the marketing team to ensure that the
sales team was adequately trained and equipped to sell
the product, leading to a successful launch and
increased sales.

An HRBP often wears multiple hats. They lead or
participate in cross-functional projects, whether a tech
implementation, a marketing campaign, or a finance
initiative. Their role is to bring the people's perspective,
ensuring these projects are successful and people-
friendly.

CROSS-FUNCTIONAL INITIATIVES

What initiatives have you
introduced recently to

enhance organizational
effectiveness, and how do
you measure their impact?

Reflection Question:

DRIVING ORGANIZATIONAL EFFECTIVENESS

Pro Tip: Regular feedback loops, such as surveys or focus
groups, can provide insights into areas of improvement.
Example: An HRBP introduced a feedback tool where
employees could anonymously provide suggestions. It
led to several process improvements, enhancing overall
efficiency.

An HRBP always seeks opportunities to enhance
organizational effectiveness. They identify gaps, suggest
improvements, and even lead initiatives, ensuring the
organization is always on an upward trajectory.

The HR Business Partnership Model: A Deep Dive

EMPLOYEE ENGAGEMENT AND WELL-BEING

Pro Tip: Consider introducing wellness programs or
platforms focusing on mental health, physical health, and
work-life balance.
Example: Recognizing the stress of remote work during a
pandemic, an HRBP initiated virtual yoga sessions and
mental health webinars, improving employee morale and
reducing burnout rates.

An employee's well-being is paramount for a Human
Resource business partner. They craft initiatives that
promote not just professional growth but also personal
well-being. They ensure that the workplace is not just a
workplace but also a space to thrive..

How do you ensure that
your workplace promotes
professional growth and
personal well-being for

every employee?

Reflection Question:
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HR Business Partner Job Description
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Position Title: Human Resources Business Partner (HRBP)

Overview:
The HR Business Partner (HRBP) is a strategic collaborator in aligning HR
initiatives with overarching business strategies. We champion diversity
and inclusivity, recognizing that varied perspectives enrich our
organization. We welcome applications from individuals of all
backgrounds, experiences, and identities.

Key Responsibilities
Strategic Collaboration: Forge strong relationships with business leaders, ensuring HR
strategies align with business goals seamlessly.
Talent Management: Oversee and refine talent strategies, ensuring they cater to the
business unit's needs and reflect the diverse talent pool.
Data-Informed Insights: An HRBP harnesses HR metrics to provide actionable insights,
recommendations, and strategic interventions.
Change Management: Guide and support teams through organizational changes,
ensuring smooth transitions that prioritize employee well-being.
Diversity and Inclusion: Actively promote and embed D&I initiatives, ensuring they are
more than just policies integrated into everyday practices.
Continuous Learning: Advocate for and implement constant learning and development
opportunities for employees at all levels.
Employee Relations: Serve as a trusted mediator, resolving any employee relations
issues with discretion, fairness, and in line with company values.

Skills and Qualifications
Bachelor's degree in Human Resources, Business Administration, or a related field.
5+ years of experience in an HR Business Partner role or similar capacity.
Ability to communicate effectively with diverse groups of individuals and foster an
inclusive environment.
Strong analytical skills with a penchant for data-driven decision-making.
Familiarity with HR software and tools and the ability to adapt to new technologies.
Exceptional interpersonal and negotiation skills.

Our Commitment
We are an equal-opportunity employer and deeply value diversity within our organization.
We do not discriminate based on race, religion, color, national origin, gender, sexual
orientation, age, marital status, veteran status, or disability status. We are dedicated to
fostering an inclusive environment where every team member feels valued, heard, and
empowered.
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Companies withCompanies with      
< 1,000< 1,000  

employeesemployees  

1:60-1001:60-100

Companies withCompanies with      
1,000-5,0001,000-5,000
employeesemployees  

1:100-1501:100-150

Companies withCompanies with      
5,000-20,0005,000-20,000

employeesemployees  

1:150-2001:150-200

Companies withCompanies with      
> 20,000> 20,000  

employeesemployees

1:200-3001:200-300

The ideal ratio of HRBP to employees can vary based on several factors, including
company size, industry, and the scope of the HRBP role. Here are some benchmarks:

The HR Business Partnership Model: A Deep Dive

HR Business Partners to Employee Ratio

What are the main goals and objectives of the organization?
What are the main challenges and opportunities that the organization faces?
What are the leading roles and responsibilities of the HR business partners
within the organization?
What are the main expectations and needs of the business leaders,
managers, and employees from the HR business partners?
How much time and effort do the HR business partners spend on strategic vs.
operational activities?
How much support do the HR business partners receive from the HR-shared
services and centers of excellence?
How complex and diverse is the business unit or function that the HR
business partners support?
How mature and ready is the organization regarding its vision, mission,
strategy, objectives, culture, values, processes, systems, tools, etc.?

Some questions that can help your organization determine its
optimal HR business partners to employee ratio are:

By answering these questions, you can identify your organization's current
state, gaps, and areas for improvement and adjust its HR business partners to
employee ratio accordingly. It can also monitor and evaluate its ratio regularly
and make changes as needed based on its feedback, results, and learnings.

Review the HRBP-to-employee ratio regularly
to ensure optimal support and efficiency.

Pro Tip



Examples of HR Business
Partners
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Amazon is a global behemoth in e-commerce and technology,
boasting a vast portfolio encompassing online retail, cloud
computing, digital streaming, and artificial intelligence. The
complexity of managing human resources is palpable with its
workforce spread across diverse countries and cultures.

Amazon's Global Landscape:

Amazon employs the business partnership model to navigate this complexity. This
structure pairs each business unit or function with a dedicated HRBP. This HRBP
wears multiple hats - from a strategic partner and consultant to a coach and
advocate.

The HR Business Partnership Model at Amazon

Amazon HRBP: A Deep Dive into
Strategic HR Partnership

The HR Business Partnership Model: A Deep Dive

Spotlight: Sara, HRBP for Amazon Web Services (AWS) in
Europe:

Sara exemplifies the role of an HRBP at Amazon, supporting the Amazon Web Services
(AWS) business unit in Europe. AWS, Amazon's cloud computing arm, offers many services to
its global clientele. Sara's mission was to synchronize AWS's European business aspirations
with robust people strategies.



31A COMPREHENSIVE THEORETICAL AND PRACTICAL GUIDE FOR HR BUSINESS PARTNERS

Strategic Collaboration: Sara engages with the AWS leadership, absorbing
their vision and objectives, and crafts strategies that propel performance
metrics like revenue growth and customer satisfaction.
Continuous Evaluation: She assesses the efficacy of these strategies, refining
them based on feedback and outcomes.
HR Consultation: AWS leaders rely on Sara for insights on diverse HR facets,
from talent acquisition and performance management to diversity initiatives.
Problem-Solving: Sara's expertise is diagnosing HR challenges, pinpointing
root causes, and architecting tailored solutions.
Organizational Facilitation: She steers critical HR processes, performance
reviews, learning initiatives, or employee engagement surveys.
Coaching: Sara empowers AWS leaders with leadership development insights
and guides employees on performance enhancement and goal realization.
Advocacy: She champions employee interests to the leadership and upholds
AWS's values and culture, ensuring a harmonious, respectful environment.
Change Management: In the ever-evolving landscape of AWS, Sara
spearheads change initiatives, ensuring alignment with business strategies
and facilitating smooth transitions for all stakeholders.

Amazon HRBP: A Deep Dive into
Strategic HR Partnership

The HR Business Partnership Model: A Deep Dive

The role of an HRBP, while
challenging, is gratifying.
Engaging with a passionate,
diverse team and being a part
of an innovative organization
like Amazon makes every
challenge worth it. Sara's role
isn't just about HR; it's about
driving AWS's vision forward,
one strategic HR initiative at a
time.

In Sara's Words:

A Day in Sara’s shoes
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Introduction to Starbucks

Starbucks, the world-renowned coffeehouse chain, is
more than just a place for coffee lovers. It symbolizes
quality, commitment to social responsibility, and
environmental sustainability.

Embracing the HR Business Partnership Model Structure

Starbucks' global success is not just about the coffee but the people behind it. To
ensure that its workforce is aligned with its business goals, Starbucks integrates the
HR business partnership model. This approach ensures that every region, including
the rapidly growing Chinese market, has HR strategies tailored to its unique
challenges and opportunities.

Meet Kevin: The HRBP for Starbucks China

China's bustling streets now host over 5,000
Starbucks stores across 200 cities. Kevin, the
HRBP for this vibrant market, is the linchpin
connecting Starbucks' global strategies with local
execution.

Starbucks HRBP: Crafting Success in
Every Cup

The HR Business Partnership Model: A Deep Dive
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Being an HRBP at Starbucks is
more than just human
resources for Kevin. It's about
understanding the unique
blend of global brand values
and local Chinese culture. His
role is pivotal in ensuring that
every Starbucks cup in China
is not just filled with coffee
but also with the brand's
commitment to excellence.

Kevin's Reflection

Strategic Alignment: Kevin ensures that Starbucks' global vision resonates in
every store in China. He crafts and refines people strategies that enhance
brand loyalty and revenue growth.
Data-Informed Insights: With a keen analytical eye, Kevin interprets the HR
business partner metrics, offering actionable insights that drive business
decisions in the Chinese market.
Facilitating Growth: Kevin's expertise aids in navigating the complexities of
talent acquisition, employee engagement, and diversity initiatives specific to
China.
Change Leadership: As Starbucks China continues to evolve, Kevin is at the
forefront, ensuring that change initiatives are smoothly integrated and
resonate with the brand's values and the local culture.
Building Bridges: Kevin's role goes beyond traditional HR. He fosters
communication between Starbucks China and the global team, ensuring best
practices are shared and adapted.

The HR Business Partnership Model: A Deep Dive

Kevin's Key Contributions to Starbucks China

Starbucks HRBP: Crafting Success in
Every Cup



How much Does an
HR Business Partner Make?
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COMPANY SIZE

Larger organizations
with complex

business units might
offer competitive

salaries

INDIVIDUAL
EXPERIENCE

Years in the role,
responsibilities, and
achievements can

influence pay.

GEOGRAPHICAL
LOCATION

HRBPs in tech hubs
like Silicon Valley
often earn more.

EDUCATION &
CERTIFICATIONS

Higher degrees and
recognized

certifications can lead
to higher pay.

The HR Business Partnership Model: A Deep Dive

The average salary for an HRBP in the US is approximately $83,063. However, this
figure can vary based on several factors:

According to Glassdoor, an HRBP at Amazon, for instance, has an average total
compensation of around $168,000, including bonuses and other benefits.

Factors Influencing HRBP Salary:

Organization Size: Larger organizations with diverse
business units often have a higher budget for HR
functions.
Industry: Industries like technology and finance
typically offer competitive HRBP salaries.
Location: Cities with a higher cost of living, like New
York or San Francisco, often pay more.
Organization Performance: Companies with
substantial revenue and growth might offer better
compensation packages.
Individual Skills: Relevant technical and interpersonal
skills can influence salary.
Certifications: Recognized certifications such as
SHRM-CP, PHR, or GPHR can boost an HRBP's earning
potential.



35A COMPREHENSIVE THEORETICAL AND PRACTICAL GUIDE FOR HR BUSINESS PARTNERS

HRBP Self-Assessment and Action Planner
Interactive Activity: 

Objective
To provide HR Business Partners (HRBPs) with a
structured tool to reflect on their roles, assess their
current skills, and plan actionable steps for
continuous improvement.

Develop People Strategies

Self-Assessment: On a scale of 1-10, how effective have your people
strategies aligned with business goals?
Action Plan: List three initiatives you plan to undertake to enhance
alignment.
Feedback Mechanism: Identify two stakeholders you will consult to
validate these initiatives.
Progress Tracker: Set milestones for each initiative and track progress
monthly.
Resource List: Consider reading "Work Rules!" by Laszlo Bock for
insights into people strategy.
Networking Opportunity: Join HR forums focusing on strategic HRM to
exchange ideas.
Case Study: Reflect on a past strategy you implemented. What worked?
What didn't?

Analyze and Act
Self-Assessment: How often do you rely on data to make decisions?
Action Plan: Identify two new data sources or tools you can use for
deeper insights.
Feedback Mechanism: Discuss with team leaders how HR data has
impacted their teams.
Progress Tracker: Monitor the frequency and impact of data-driven
decisions.
Resource List: Explore online courses on HR analytics.
Networking Opportunity: Attend workshops on data-driven HR
decision-making.
Case Study: Think of a data-driven initiative you undertook. What were
the outcomes?

Coach and Mentor
Self-Assessment: How many employees/managers have you mentored
or coached in the past year?
Action Plan: Set a goal for the number of coaching sessions you aim to
conduct.
Feedback Mechanism: Seek feedback post-session to understand areas
of improvement.
Progress Tracker: Maintain a log of sessions conducted and key
takeaways.
Resource List: Read "The Coaching Habit" by Michael Bungay Stanier.
Networking Opportunity: Join a coaching circle in your industry.
Case Study: Reflect on a successful coaching outcome. What
techniques did you use?

The HR Business Partnership Model: A Deep Dive
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HRBP Self-Assessment and Action Planner
Interactive Activity: 

Advocate for Diversity and Inclusion

Self-Assessment: How diverse and inclusive do you perceive your
organization to be?
Action Plan: List three D&I initiatives you aim to introduce or enhance.
Feedback Mechanism: Conduct periodic surveys to gauge D&I sentiment
in the organization.
Progress Tracker: Track participation and feedback for each D&I
initiative.
Resource List: Consider attending workshops on unconscious bias and
inclusive leadership.
Networking Opportunity: Connect with D&I leaders in other
organizations to exchange bestt practices.
Case Study: Think of a D&I challenge faced and how it was addressed.

The HR Business Partnership Model: A Deep Dive

Which initiatives had the most impact?
Where did you face the most challenges?
What new skills or knowledge did you acquire?
How can you elevate your role as an HRBP further?

At the end of the year, revisit this planner. Reflect on your growth,
reassess your goals, and plan for the upcoming year. Consider:

Review and Reflection



The Evolution and
Significance of the HR

Business Partner
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Why is an HR Business Partner Indispensable Today?

The Evolution and Significance of
the HR Business Partner

Over the past two decades, the role of the HRBP has undergone a
transformative shift:

2000s

With the rise of technology
and globalization, HRBPs

began to play a more
strategic role, focusing on

talent management and
organizational design.

2010S AND BEYOND

The digital era ushered in a need for agility,
innovation, and a customer-centric

approach. HRBPs now operate as strategic
consultants, driving organizational change,

fostering innovation, and ensuring that
human capital strategies are aligned with

evolving business goals

1990s

HRBPs were primarily
administrative, focusing

on compliance and
personnel

managemenT.

Humanizing Business Strategy:
HRBPs bring a deep understanding of human
dynamics, offering insights into how workforce
sentiments and behaviors impact business
outcomes. They ensure strategies are not just
business-savvy but also people-centric.

Synchronizing Talent and
Business Goals:
They deftly translate high-level business objectives
into actionable people strategies, ensuring talent
capabilities align with business needs.

Championing Data-Driven Insights
In an age of data, HRBPs harness workforce analytics
to provide predictive insights, enabling proactive
decision-making and ensuring businesses stay ahead
of the curve.

Navigating the Future of Work
HRBPs are the torchbearers of strategic workforce
planning, ensuring that talent pipelines are robust
and adaptable to the ever-changing business
landscape.

Steering Organizational Change
 In times of transformation, whether mergers,
acquisitions, or digital shifts, HRBPs ensure the
human side of change is managed with empathy and
efficiency, minimizing disruptions and maximizing
adaptability

Empowering Leadership
Beyond administrative support, HRBPs act as
confidants and coaches to business leaders,
enhancing leadership capabilities and ensuring
managers are equipped to handle the complexities of
modern team dynamics
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McKinsey's Insight on the Critical Importance of the HR
Business Partner

Further reading:

The modern HRBPs are more than just human resources
professionals; they are strategic allies, ensuring that businesses
achieve their objectives in a manner that values and optimizes
human potential. As enterprises grapple with rapid changes, from
technological disruptions to shifting workforce expectations, the
HRBP stands as a beacon, guiding organizations toward sustainable
growth and human-centric innovation.

In Essence

The Evolution and Significance of the HR Business Partner
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https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-insights/the-organization-blog/the-critical-importance-of-the-hr-business-partner
https://www.mckinsey.com/capabilities/people-and-organizational-performance/our-insights/the-organization-blog/the-critical-importance-of-the-hr-business-partner


Levels of HR Business
Partners (HRBP)
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Role: A strategic HR professional who bridges the gap between HR and business
strategy. They deeply understand how HR functions can directly support business
units within a company.

Responsibilities: Aligning HR strategies with business objectives, coaching
executives on HR issues, strategic planning, talent requirements analysis, and
recruiting. They possess a unique blend of HR and business knowledge, enabling
them to provide tailored HR solutions that drive business outcomes.

HR BUSINESS PARTNER (HRBP)

Levels of 
HR Business Partners (HRBPs)

HR BUSINESS PARTNER I
Role: Entry-level or junior-level HRBP. Supports a small or straightforward business
unit or function within an organization.

Responsibilities: Acts as a liaison between the HR function and the business unit,
ensuring efficient delivery of transactional and operational tasks. Provides general
and standardized HR solutions suited to the business unit's needs.

Reporting To: Senior HRBP or HR Manager.

HR BUSINESS PARTNER II
Role: Intermediate or mid-level HRBP. Supports a medium-sized or moderately
complex business unit or function.

Responsibilities: Acts as a consultant, advisor, and facilitator for management and
employees. Ensures the people strategy supports the business strategy and
provides customized HR solutions tailored to the business unit's needs.

Reporting To: Senior or Lead HRBP or HR Director.
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Levels of HR Business Partners (HRBP)

HR BUSINESS PARTNER III
Role: Senior or advanced-level HRBP. Supports a large or highly complex business unit
or function.

Responsibilities: Acts as a strategic partner, coach, advocate, and change agent.
Ensures the people strategy drives performance outcomes and designs innovative HR
solutions to enhance organizational effectiveness.

Reporting To: Lead or Chief HRBP or HR Vice President.

LEAD OR CHIEF HR BUSINESS PARTNER
Role: Highest or executive-level HRBP. Oversees multiple business units or functions.

Responsibilities: Acts as a visionary leader, influencer, and integrator for the HR function
and the organization. Develops and executes enterprise-wide people strategies aligned
with the organizational strategy and vision.

Reporting To: Chief Human Resources Officer (CHRO) or Chief Executive Officer (CEO).

HR MANAGER
Role: Primarily oversees the daily operations of HR, ensuring the organization runs
smoothly and HR policies are effectively implemented.

Responsibilities: Talent acquisition, employee development, disciplinary procedures,
payroll and benefits processing, and regulatory compliance.

HR GENERALIST
Role: Primarily oversees the daily operations of HR, ensuring the organization runs
smoothly and HR policies are effectively implemented.

Responsibilities: While they might handle tasks similar to an HRBP, their primary focus is
on the broader HR functions without the same depth of strategic alignment with business
units.
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HR DIRECTOR
Role: A strategic position responsible for creating and enforcing HR policies and
programs that help the organization achieve its business goals.

Responsibilities: Establishing competitive salaries and benefits, overseeing all HR
employees and departments, reviewing HR practices for legality and consistency, and
looking for opportunities to increase productivity and contain costs.

CHIEF HUMAN RESOURCES OFFICER (CHRO)
Role: The top executive responsible for all HR functions' overall direction and strategy.

Responsibilities: Setting the strategic direction for HR, ensuring alignment with the
organization's overall business strategy, leading senior HR staff, and representing HR on
the executive team.

HRBP vs. HR Manager: While both roles might overlap in
responsibilities, the HRBP has a more strategic focus, aligning HR
capabilities with business goals. The HR Manager, on the other
hand, ensures smooth daily HR operations.

HRBP vs. HR Generalist: The HRBP works closely with business
units to ensure HR strategies align with business objectives. In
contrast, an HR Generalist handles various HR tasks without the
same strategic depth.

HR Director vs. CHRO: The HR Director typically oversees
specific HR functions or departments, while the CHRO is
responsible for the entire HR function at an organizational level.

Differences and Hierarchies:

Levels of HR Business Partners (HRBP)
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Is an HR business partner equivalent to an HR manager or HR
generalist? 

The HRBP is often seen as equal to a senior HR professional who deeply
understands how HR functions can directly support business units within
a company. They are strategic consultants, aligning HR capabilities with
business needs. While their responsibilities might overlap with other HR
roles, their primary focus is strategic alignment with the business.

No, the HRBP is distinct in its strategic focus on aligning HR capabilities
with business goals. While responsibilities might overlap, the HRBP's role
is more strategic.

Is the HR business partner higher than the HR manager?
Typically, yes. An HRBP often has a more strategic role, working closely
with senior leadership, while an HR Manager focuses on daily HR
operations.

What is an HR business partner equivalent to? 

KEY TAKEAWAYSKEY TAKEAWAYS

The HRBP role is pivotal in modern organizations, ensuring
that HR isn't just a support function but a strategic partner.

The level of an HRBP can vary based on factors like the
organization's size, structure, and the individual's
qualifications.

Larger organizations often have more precise distinctions
between HR roles, ensuring each function effectively
supports the organization's objectives.

Levels of HR Business Partners (HRBP)



Templates, Checklists
and more
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C a r e e r  S t a g e R o l e s
K e y

R e s p o n s i b i l i t i e s
S k i l l s  t o
D e v e l o p

A c t i o n a b l e  T i p s

E n t r y - L e v e l  H R
R o l e s

H R  A s s i s t a n t ,  
H R

C o o r d i n a t o r ,
H R  I n t e r n

A s s i s t i n g  w i t h
d a y - t o - d a y  H R
o p e r a t i o n
M a i n t a i n i n g  H R
r e c o r d s  a n d
d a t a b a s e
 C o o r d i n a t i n g
r e c r u i t m e n t
p r o c e s s e s

B a s i c  H R
p r o c e s s e s
C o m m u n i c a t i o n
 T i m e
m a n a g e m e n t

A t t e n d  H R
w o r k s h o p s
N e t w o r k  w i t h
i n d u s t r y
p r o f e s s i o n a l s

M i d - L e v e l  H R
R o l e s

H R  G e n e r a l i s t ,
H R  S p e c i a l i s t

( e . g . ,
R e c r u i t m e n t ,

T r a i n i n g  &
D e v e l o p m e n t )

M a n a g i n g
s p e c i f i c  H R
f u n c t i o n
 A s s i s t i n g  i n  t h e
d e v e l o p m e n t  o f
H R  p o l i c i e s  a n d
p r o c e d u r e s
H a n d l i n g
e m p l o y e e
q u e r i e s

S t a k e h o l d e r
m a n a g e m e n t
H R I S  s y s t e m
C o n f l i c t
r e s o l u t i o n
S p e c i f i c  H R
f u n c t i o n
e x p e r t i s e

C o n s i d e r
c e r t i f i c a t i o n  i n
a  s p e c i f i c  H R
d o m a i n
E n g a g e  i n
c r o s s -
f u n c t i o n a l
p r o j e c t s

S e n i o r - L e v e l  H R
R o l e s  ( P r e -

H R B P )

H R  M a n a g e r ,
S e n i o r  H R
G e n e r a l i s t

O v e r s e e i n g  H R
f u n c t i o n s  a n d
t e a m s
D e v e l o p i n g  a n d
i m p l e m e n t i n g  H R
s t r a t e g i e s
M a n a g i n g
c o m p l e x  H R
p r o j e c t s

S t r a t e g i c
t h i n k i n g
L e a d e r s h i p
P r o j e c t
m a n a g e m e n t
 B u s i n e s s
a c u m e n

S e e k
m e n t o r s h i p
f r o m  s e n i o r  H R
l e a d e r s
A t t e n d
l e a d e r s h i p
t r a i n i n g

H R  B u s i n e s s
P a r t n e r  ( H R B P )

H R  B u s i n e s s
P a r t n e r  I ,  I I ,

I I I ,  L e a d / C h i e f
H R B P

A l i g n i n g  H R
s t r a t e g i e s  w i t h
b u s i n e s s  g o a l s
C o a c h i n g
e x e c u t i v e s  o n
H R  i s s u e s
D e s i g n i n g  a n d
i m p l e m e n t i n g
i n n o v a t i v e  H R
s o l u t i o n s

D e e p  b u s i n e s s
u n d e r s t a n d i n g
 A n a l y t i c a l
s k i l l s
C h a n g e
m a n a g e m e n t
N e g o t i a t i o n

E n g a g e  i n
s t r a t e g i c
b u s i n e s s
m e e t i n g
C o l l a b o r a t e
c l o s e l y  w i t h
b u s i n e s s  u n i t s
C o n t i n u o u s l y
u p d a t e
i n d u s t r y
k n o w l e d g e

E x e c u t i v e  H R
R o l e s

H R  D i r e c t o r ,
C H R O

S e t t i n g  t h e
o v e r a l l  H R  v i s i o n
a n d  s t r a t e g y  f o r
t h e  o r g a n i z a t i o n
L e a d i n g  H R
t r a n s f o r m a t i o n
i n i t i a t i v e s
 E n g a g i n g  w i t h
t h e  b o a r d  a n d
o t h e r  C - l e v e l
e x e c u t i v e s

V i s i o n a r y
l e a d e r s h i p
S t r a t e g i c
a g i l i t y -
I n f l u e n c i n g  a t
a l l  l e v e l s
F i n a n c i a l
a c u m e n

E n g a g e  i n
e x e c u t i v e
l e a d e r s h i p
p r o g r a m s
B u i l d  a  s t r o n g
n e t w o r k  w i t h
o t h e r  i n d u s t r y
l e a d e r s
S t a y  u p d a t e d
o n  g l o b a l  H R
t r e n d s

TEMPLATE
HRBP Career Path
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Understanding of Business Strategy:

Can articulate the company's mission, vision, and values.

Understands the strategic goals and objectives of the business.

Familiar with the company's products, services, and target market.

HR Knowledge and Skills

Has experience in multiple HR functions (e.g., recruitment, training, benefits).

Comfortable with data-driven decision-making and HR metrics.

Has experience in coaching, mentoring, and conflict resolution.

Familiar with talent requirements analysis and succession planning.

📝 Instructions
Check off each statement that applies to you.

Alignment of HR and Business Strategy

Can align HR strategies with business objectives.

Has participated in strategic planning sessions with business leaders.

Understands how to measure the impact of HR initiatives on business outcomes.

Stakeholder Management

Comfortable collaborating with senior executives and business leaders.

Has experience in cross-functional projects or teams.

Understands how to navigate organizational politics and dynamics.

Continuous Learning and Development

Regularly attends HR workshops, seminars, or conferences.

Actively seeks feedback to improve HR practices and strategies.

Has pursued or is considering HR certifications or advanced.

ARE YOU READY TO BECOME AN HRBP?

Interactive Checklist
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RESULTS

ARE YOU READY TO BECOME AN HRBP?
Interactive Checklist

Insight: You're in the early stages of your journey towards becoming an HRBP.
Strategy: Focus on building a solid foundation in HR functions and gaining a deeper
understanding of your company's business strategy.
Example: Consider joining cross-functional teams or projects to understand the business
better and see HR's impact firsthand.
Actionable Tip: Attend HR workshops or seminars to broaden your knowledge. Seek a mentor
within the HR department to guide your growth.

Insight: You've made significant progress and understand HR functions and business alignment
well.
Strategy: Now's the time to hone your skills in stakeholder management and strategic
alignment.
Example: Collaborate with a business unit on a project, focusing on aligning HR strategies with
business objectives.
Actionable Tip: Engage in role-playing exercises or simulations that mimic real-life scenarios
where HR and business strategies must align. This will help you practice and refine your skills.

Insight: You're well-prepared for the HRBP role, with a comprehensive understanding of HR
and business strategies.
Strategy: Focus on continuous learning and networking to stay updated with the latest trends
and best practices in HR.
Example: Consider leading an HR initiative directly impacting a business unit, measuring its
success through key performance indicators.
Actionable Tip: Join HRBP forums or groups, attend conferences, and consider advanced HR
certifications to further solidify your expertise and network with professionals in the role.

 💠0-5 checked: Beginning Stages

💠6-10 checked: Intermediate Progress

💠11-15 checked: Ready for the HRBP Role
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RESULTS

WHICH HR ROLE SUITS YOU BEST RIGHT NOW?
Interactive Quiz

Uncover your ideal position within the HR landscape. This quiz will delve
deep into your preferences, skills, and interests to guide you toward the
HR role that aligns best with your strengths.

A. Driving organizational change through strategic alignment. 
B. Implementing and overseeing HR policies effectively.
C. Scouting and nurturing talent to fit within the company culture.
D. Crafting and enforcing HR policies at a high level. 
E. Leading the HR vision and strategy for the entire organization.

A. Analyze the root cause and devise a strategic solution. 
B. Adhere to established HR policies for resolution.
C. Collaborate with team leaders to understand and mediate.
D. Review the situation from a policy and strategic perspective. 
E. Ensure that the resolution aligns with the company's long-term vision.

A. A strategic bridge between business and HR functions. 
B. A guardian of HR policies ensuring smooth operations.
C. A talent magnet, ensuring the right fit for roles.
D. A policy-maker setting the tone for HR practices. 
E. A visionary leading the HR direction for the organization.

A. Seek knowledge on aligning HR with business strategies. 
B. Update on HR policies, labor laws, and operational best practices.
C. Attend talent management and acquisition seminars.
D. Engage in leadership and strategic HR workshops. 
E. Focus on executive leadership and organizational strategy courses.

.

 Introduction:

💠Question 1: What interests you the most?

💠Question 2: How do you handle conflict?

💠Question 3: How do you view your role in an organization?

💠Question 4: What's your approach to professional
development?
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A. Based on strategic business goals 
B. By daily operational needs.
C. According to talent needs and management priorities.
D. Based on policy importance and organizational impact. 
E. In alignment with the company's overarching vision and mission.

A. Strategic brainstorming sessions with business units. 
B. Operational meetings with HR teams..
C. One-on-one sessions with department heads for talent needs.
D. High-level meetings with senior management. 
E. Executive board meetings to align HR with company vision.

💠Question 5: How do you prioritize tasks?

💠Question 6: What's your preferred method of collaboration?

WHICH HR ROLE SUITS YOU BEST RIGHT NOW?
Interactive Quiz

CHECK THECHECK THE
RESULTSRESULTS
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Continuous Learning: Engage in courses that merge business strategy with HR practices.
Networking: Regularly interact with business unit leaders to understand evolving needs.
Feedback Mechanism: Implement a robust feedback system to gauge employee satisfaction
and areas of improvement.

Policy Workshops: Regularly conduct workshops to update the team on HR policies.
Team Building: Organize team-building activities to foster unity and understanding among HR
staff.
Stay Updated: Subscribe to HR journals and forums to stay abreast of regulatory changes.

Specialized Training: Conduct courses specific to recruitment, employee relations, and
benefits administration.
Feedback Systems: Implement systems to gather feedback on various HR functions.
Collaboration: Work closely with other HR specialists to ensure a cohesive approach.

💠Mostly A's: HR Business Partner

Role Insight: As an HR Business Partner, you're not just a part of the HR team; you're a strategic
bridge between HR and business operations. Your strength lies in understanding business needs
and aligning HR practices accordingly.
Challenges: Balancing business needs with HR policies, staying updated with industry trends, and
ensuring employee satisfaction.

Actionable Strategies:

💠Mostly B's: HR Manager

Role Insight: As an HR Manager, you're the backbone of the HR department, ensuring smooth daily
operations. Your strength is in implementing and overseeing HR policies effectively.
Challenges: Adapting to rapid policy changes, managing diverse teams, and ensuring regulatory
compliance.

Actionable Strategies:

💠Mostly C's: HR Generalist

Role Insight: Your strength lies in understanding the nuances of various HR functions. As an HR
Generalist, you're versatile, handling everything from recruitment to employee relations.
Challenges: Juggling multiple HR functions, staying updated across all HR domains, and ensuring
employee satisfaction.

Actionable Strategies:

WHICH HR ROLE SUITS YOU BEST RIGHT NOW?
RESULTS

Interactive Quiz
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Strategic Planning: Regularly review and adjust HR policies to align with company goals.
Leadership Training: Engage in leadership courses to enhance team management skills.
Industry Engagement: Attend HR conferences and seminars to understand evolving industry
trends.

Executive Courses: Engage in courses focused on executive leadership and organizational
strategy.
Feedback Mechanisms: Implement systems to gather feedback from all levels of the
organization.
Culture Building: Regularly review and adjust company culture initiatives to ensure alignment
with the company's vision.

💠Mostly D's: HR Director

Role Insight: You're a strategic thinker, crafting policies that resonate with the company's vision.
As an HR Director, you set the tone for HR practices in the organization.
Challenges: Ensuring all HR practices align with the company's goals, managing a diverse HR team,
and staying ahead of industry trends.

Actionable Strategies:

💠Mostly E's: Chief Human Resources Officer (CHRO)

Role Insight: As a CHRO, you're at the helm of the HR department, steering the company's HR
vision. Your strength is in aligning HR strategies with the company's overarching mission.
Challenges: Ensuring company-wide HR alignment, managing C-level expectations, and fostering a
cohesive company culture.

Actionable Strategies:

WHICH HR ROLE SUITS YOU BEST RIGHT NOW?
RESULTS

Interactive Quiz



Part II
The HR Business Partner

Toolkit
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COACHING LEADERS

.
Actionable Strategy for Mid-Level HRBPs: Offer to mediate
or facilitate challenging discussions between leaders,
providing them with tools and techniques to navigate
complex team dynamics.

Example: Lisa, a mid-level HRBP, organized a workshop on
"Effective Communication for Leaders," where she
introduced tools like the "Feedback Sandwich" to help
managers provide constructive feedback. 

As internal coaches, HRBPs guide leaders through intricate
decision-making, ensuring business-savvy and people-centric
decisions

 Reflect on a recent
situation where you guided
a leader. How did it impact

their decision-making or
leadership style?

Reflection Question:

Modern HRBPs transcend traditional HR boundaries. Their
involvement in cross-functional projects offers them a panoramic
view of the business, enabling them to address challenges with a
comprehensive approach.
.

Actionable Strategy for Aspiring HRBPs: Attend departmental
meetings outside HR to gain a broader perspective.

Example: Jake, an entry-level HR professional, started
attending monthly marketing meetings, gaining insights into
customer feedback, which he used to refine recruitment
strategies.

HOLISTIC BUSINESS UNDERSTANDING

As someone aspiring to be
an HRBP, how have your
interactions with other

departments influenced
your understanding of HR's
role in the broader business

context?

Reflection Question:

Evolving The HR Business Partner Role
to HR Leader and Business Coach
While Part 1 delved into the historical evolution of the HRBP role, let's now
explore the contemporary nuances that make an HRBP a strategic partner,
leader, and coach in modern organizations.

The HRBP as a Business Coach



55A COMPREHENSIVE THEORETICAL AND PRACTICAL GUIDE FOR HR BUSINESS PARTNERS

INFLUENCING BUSINESS STRATEGY

Actionable Strategy for Senior HRBPs: Actively participate in
strategy brainstorming sessions, providing insights on how
talent capabilities can drive business outcomes.

Example: Karen, a senior HRBP, played a pivotal role in her
company's expansion strategy by providing data on talent
availability in potential markets.

Their insights into talent strategies and their potential impact on
business outcomes give HRBPs a significant voice in strategic
discussions.

Can you recall a strategic
decision where your input

was pivotal? How did it
impact the business

outcome?

Reflection Question:

The HRBP as a Business Leader

CHAMPIONING INNOVATION

Actionable Strategy: Organize bi-annual "Innovation Days"
where HR teams can present new HR tech tools or techniques
they've discovered.

Example: Omar, a mid-level HRBP, introduced an AI-driven
recruitment tool he found at a conference, significantly
optimizing the recruitment and hiring process

In the race for talent, HRBPs lead the charge, pioneering
innovative people practices to give their organizations a
competitive edge.

What innovative HR
practices or tools have you

introduced recently, and
how have they benefited

your organization?

Reflection Question:

As a seasoned HRBP, how
have you ensured that your
organization remains at the
forefront of industry trends

and skills?

Reflection Question:
Actionable Strategy for Senior HRBPs: Collaborate with
Learning and development teams to identify industry trends and
integrate them into ongoing training modules.

Example: David, a senior HRBP, partnered with an external
agency to introduce a series of webinars on "Emerging
Technologies in HR" for his organization.

 In an era of rapid technological advancements, HRBPs advocate for
continuous learning, ensuring teams remain updated and agile.

DRIVING CONTINUOUS LEARNING

Evolving The HR Business Partner Role to HR Leader and Business Coach
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Reflect on a recent
situation where you had to
exemplify the values you

wish to see in your
organization. How did your

actions influence the
behavior or perspective of

others in the team or
organization?

Reflection Question:

 How can you tailor the
work environment to better
cater to the diverse needs

of your employees?

Reflection Question:

ENHANCING EMPLOYEE EXPERIENCE

Actionable Strategy for Entry-Level HRBPs: Conduct
regular feedback sessions with employees to
understand their needs and pain points. Implement
small changes that can make a big difference in their
daily work experience.

Example: Jake, an entry-level HRBP, introduced a
flexible work schedule after receiving feedback about
work-life balance, increasing employee satisfaction.

HRBPs delve deep into the employee journey, optimizing
each phase to ensure a consistently positive experience.

Actionable Strategy: As an HRBP, consistently demonstrate
the values you wish to instill in the organization. For instance,
if you're promoting a culture of continuous learning, regularly
share insights from the latest HR courses or seminars you've
attended. It showcases your commitment to personal
development and encourages others to follow suit.

Example: Sarah, an aspiring HRBP at a financial firm, noticed
a gap in communication between departments. To lead by
example, she initiated 'Lunch and Learn' sessions where
members from different departments shared insights about
their roles, fostering better understanding and collaboration.
Her proactive approach improved inter-departmental
relations and highlighted her leadership potential, paving
her way to becoming an HRBP.

HRBPs are culture-bearers. Embodying organizational values
inspires others to do the same, cultivating a culture rooted in
integrity and collaboration.

LEADING BY EXAMPLE

How HRBP Adds Value in Today's Context

Evolving The HR Business Partner Role to HR Leader and Business Coach
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What strategies can you
implement to ensure your

team remains cohesive
during challenging times?

Reflection Question:

How can you ensure that
your organization's culture

is inclusive and respects
diverse perspectives?

Reflection Question: FOSTERING DIVERSITY AND
INCLUSION

Actionable Strategy for Senior HRBPs:
Collaborate with various employee
groups to understand their unique
needs. Implement policies that ensure
equal opportunities for all, irrespective
of their background.

Example: Vanessa, a senior HRBP,
initiated 'Diversity Days' where teams
learned about different cultures,
fostering understanding and reducing
biases.

Recognizing the richness diverse
perspectives bring, HRBPs spearhead
initiatives that celebrate diversity and
promote inclusivity.

Actionable Strategy for Mid-Level HRBPs: Organize team-
building activities that challenge and stretch the team's
capabilities. Encourage cross-training to build a multi-skilled
team.
Example: Maria, a mid-level HRBP, organized a team retreat
focused on problem-solving challenges. It strengthened team
bonds and improved their adaptability to unforeseen
difficulties.

HRBPs craft strategies to nurture adaptable teams, ready to
tackle challenges and seize opportunities.

BUILDING RESILIENT TEAMS

LEVERAGING TECHNOLOGY

Actionable Strategy for Lead HRBPs: Stay updated with the
latest HR tech trends. Implement systems that automate
routine tasks, allowing the HR team to focus on strategic
initiatives.

.
Example: Sophia, a lead HRBP, introduced an AI-driven
recruitment tool that screened resumes, reducing the hiring
cycle by 40%.

Embracing the digital age, HRBPs utilize cutting-edge technology
to elevate HR practices, from AI-driven analytics to immersive
onboarding experiences.
.

Which areas of your HR
function can benefit most

from technological
advancements?

Reflection Question:

Evolving The HR Business Partner Role to HR Leader and Business Coach



How do you ensure that your decisions
factor in the emotional well-being of
your team members?

How often do you use data-driven
insights to inform your HR decisions?

THE HRBP'S TOOLKIT FOR SUCCESS
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 How do you ensure your team remains
updated with industry knowledge?

Actionable Strategy for Entry-Level HRBPs:
Attend workshops on emotional
intelligence. Practice active listening and
empathy in daily interactions.
Example: Alex, a budding HRBP, attended
an EI workshop and managed a team
conflict with heightened sensitivity and
understanding..

A cornerstone for HRBPs, demonstrative
intelligence aids in understanding team
dynamics and building harmonious
relationships.

Emotional Intelligence

Actionable Strategy for Mid-Level HRBPs:
Regularly analyze employee data to
identify trends. Use insights to drive HR
strategies.
Example: Liam, an HRBP, noticed a spike in
attrition rates among new hires and
introduced a revamped onboarding
process, reducing attrition by 20%.

With data at their fingertips, HRBPs transform
raw numbers into actionable insights, driving
evidence-based strategies.

Data Analytics Tools

Actionable Strategy for Senior HRBPs:
Curate a mix of online courses, workshops,
and seminars catering to employees'
diverse learning needs.
.Example: Naomi, an HRBP, introduced a
monthly 'Learning Hour' where employees
could access any course on the company's
LMS.

Platforms like LMS become invaluable, allowing
HRBPs to curate and disseminate knowledge
seamlessly.

Continuous Learning Platforms



Actionable Strategy for Lead HRBPs:
Build a stakeholder map to understand
and prioritize stakeholder needs.
Regularly engage with them to align HR
and business objectives.
Example: Carlos, a lead HRBP, held
quarterly meetings with department
heads, ensuring HR initiatives aligned
with departmental goals.

HRBPs employ sophisticated stakeholder
management techniques to ensure
connection across functions.

Actionable Strategy for Senior HRBPs:
When introducing a change, communicate
the 'why' behind it. Engage change
ambassadors to facilitate smooth
transitions.
Example: Aisha, an HRBP, when
introducing a new HRIS, engaged early
adopters as change champions, ensuring a
smoother transition for the entire
organization.

HRBPs are equipped with robust frameworks
to steer organizations through change,
ensuring smooth transitions and lasting
positive impacts.

Change Management Frameworks

How do you provide organizational
changes met with understanding and
adaptability?

THE HRBP'S TOOLKIT FOR SUCCESS
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How do you ensure everyone feels valued
and heard in your organization,
regardless of background?

How do you ensure that HR strategies
align with the broader organizational
objectives?

Actionable Strategy for Lead HRBPs:
Regularly assess diversity metrics. Engage
with underrepresented groups to understand
their unique challenges and needs.
Example: David, a lead HRBP, initiated a
mentorship program for women in tech roles
within the company, promoting gender
diversity in tech departments.

Tools assessing diversity metrics empower
HRBPs to drive meaningful inclusivity initiatives,
fostering a workplace where every individual
thrives.
.

Diversity and Inclusion Initiatives

Stakeholder Management Techniques
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How an HRBP Builds Strategic
Relationships
An HR Business Partner (HRBP) is akin to the bridge that connects the vast world
of human resources to the dynamic realm of business strategy. Today, HRBPs
don't just manage people; they cultivate relationships. By diving deep into
cross-functional projects, they gain a 360-degree view of the organization,
allowing them to address challenges holistically. They understand HR policies
and leverage them to drive business success. Think of an HRBP as the maestro of
a grand orchestra, ensuring every section plays in harmony to create a
symphony of strategic success. Whether coaching leaders, championing
innovation or leading by example, an HRBP holds the organization together,
ensuring it moves forward in unison and with purpose.

Evolving The HR Business Partner Role to HR Leader and Business Coach
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The Strategic Relationship Web
Interactive Activity: 

Instructions:

Mapping the Organization (15 minutes):
Ask participants to list all departments and critical organizational roles
on sticky notes.
Place or stick these notes on a large paper or digital whiteboard.

Identifying Interactions (20 minutes):
Instruct participants to draw lines connecting the departments/roles
that interact with each other.
Next to each line, they should briefly note the nature of the interaction
(e.g., project collaboration, resource sharing, etc.)

Spotlight on HRBP (25 minutes):
Now, ask participants to place an HRBP sticky note on the board.
Draw lines from the HRBP to all departments/roles they interact with or
influence.
Discuss: What interactions and impacts does an HRBP have with these
departments/roles?

Strategic Influence Analysis (20 minutes): Encourage participants to
identify and discuss areas HRBPs can strategically impact.

Use a different color marker or annotation to highlight these potential
strategic touchpoints on the map.

Reflection and Sharing (20 minutes): Have participants share their insights
from the activity.

Discuss: How can HRBPs leverage these strategic touchpoints to
influence organizational strategy and culture?

Action Plan (20 minutes): Ask participants to choose one strategic
touchpoint identified in the activity.

Develop a brief action plan on how an HRBP can leverage this touchpoint
to drive a specific organizational objective.

Objective

To understand and visualize the
interconnectedness of various
organizational departments and roles
and identify strategic touchpoints for
HRBPs.

Large paper or a digital whiteboard platform (like Miro or MURAL)
Markers or digital annotation tools
Sticky notes or digital sticky note functionality
Timer

Materials Needed:
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The Strategic Relationship Web
Interactive Activity: 

Debrief:
Discuss the various action plans and strategic touchpoints identified by
participants.
Reflect on how HRBPs can utilize their unique position to build strategic
relationships and drive organizational success.

Objective

To understand and visualize the
interconnectedness of various
organizational departments and roles
and identify strategic touchpoints for
HRBPs.

Note
Ensure to adapt the timing based on the number of participants and the
depth of discussion you'd like to facilitate.

This activity provides a visual representation of organizational interactions
and allows participants to identify and explore the strategic influence of
HRBPs tangibly and interactively. It encourages thinking about the HRBP
role from a strategic perspective and can generate insightful discussions
and action plans that participants might implement in their roles.



How to Become an HR
Business Partner
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Explore a Practical Application: Gain insights into how
seasoned professionals connect business and people strategy
by watching the discussions and case studies presented during
the Hacking HR "Becoming a Strategic HR Business Partner:
Aligning with the Business: Connecting HR Strategy and
Operations with Business Strategy" last year's summit.”

Embarking on a journey to become an HR Business Partner (HRBP) intertwines the
mastery of aligning people strategy with business goals, understanding the metrics
that underscore success, and ensuring that HR strategies and operations are in sync
with business outcomes. Let's delve into a practical guide tailored for existing and
aspiring HRBPs navigating this exciting career path.

How to Become an HR
Business Partner

In the vibrant tapestry of organizational
success, an HR Business Partner (HRBP)
meticulously intertwines the threads of
business objectives with people management
strategies, ensuring a cohesive and effective
outcome. The HRBP role is not merely a bridge
but a strategic conduit that provides the
seamless flow of organizational goals into
tangible HR initiatives, thereby fostering an
environment where business aspirations and
people strategies merge into a unified force
driving toward shared success.

Connecting Business and People Strategy

https://vimeo.com/801328230
https://vimeo.com/801328230
https://vimeo.com/801328230
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Can you identify a business
objective within your

current organization and
conceptualize a parallel HR

strategy that could drive
that objective?

Reflection Question:

Actionable Strategy for Aspiring HRBPs: As an aspiring
HRBP, immerse yourself in strategic mapping sessions and
distinctly layout business objectives. Subsequently,
formulate parallel HR strategies that drive each business
objective, ensuring you intrinsically link people's
management with organizational goals.
Example: Imagine a business objective to enhance
customer satisfaction by 20%. An HRBP might formulate a
parallel strategy that amplifies employee training in
customer engagement and implements a reward system
for exceptional customer service, directly impacting
customer satisfaction through enhanced people
management.

ENGAGE IN STRATEGIC MAPPING

How to Become an HR Business Partner

INCORPORATE DATA-INFORMED DECISION MAKING
Actionable Strategy for Mid-Level HRBPs: Leverage data
analytics to align HR strategies with business objectives,
ensuring people strategies are theoretically aligned and
empirically supported.
Example: If the business objective is to reduce product
delivery times by 15%, an HRBP might utilize data analytics
to identify patterns in workforce productivity,
subsequently implementing strategies such as reskilling or
process optimization to enhance operational efficiency.

Reflect on an instance
where data analytics could

have (or did) inform your
HR strategy to meet a

specific business objective.

Reflection Question:

FOSTER A CULTURE OF CONTINUOUS IMPROVEMENT
Actionable Strategy for Senior HRBPs: Senior HRBPs
should instill a culture where continuous improvement is
encouraged and embedded in the organization's DNA,
ensuring the alignment of people strategy and business
objectives is optimized.
Example: If a business objective revolves around
innovation and product development, a senior HRBP might
establish a culture that celebrates continuous learning
and knowledge sharing, ensuring that the workforce
continually evolves and contributes to the organization's
innovative spirit.

How have you, in a senior
HR role, ensured that the

alignment of people
strategy and business

objectives is continuously
refined and improved

upon?

Reflection Question:
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How do you formulate your
HR strategies with a

comprehensive
understanding of

overarching business
objectives and

departmental challenges?

Reflection Question:

Actionable Strategy for All Levels: Regularly engage with
department heads and participate in business strategy
sessions to comprehensively understand business
objectives and challenges.
Example: An HRBP might conduct monthly meetings with
various department leaders to understand their strategic
goals and challenges, formulating HR strategies with a
thorough understanding of business objectives.

IN-DEPTH UNDERSTANDING OF BUSINESS OBJECTIVES

How to Become an HR Business Partner

ENSURING LEGAL AND ETHICAL COMPLIANCE
Actionable Strategy for All Levels: Ensure that all HR
strategies and initiatives comply with legal standards and
ethical norms, safeguarding the organization from potential
legal repercussions and enhancing organizational
reputation.
Example: An HRBP might work closely with the legal team
to ensure that all HR initiatives, such as recruitment
processes, workplace policies, and employee benefits,
adhere to legal and ethical standards.

How do you ensure your HR
strategies align with

business objectives and
adhere to legal and ethical

norms?

Reflection Question:

EMPLOYEE ADVOCACY
Actionable Strategy for All Levels: Act as an employee
advocate, ensuring that employee needs and concerns are
considered when formulating HR strategies, thereby
enhancing employee satisfaction and engagement.
Example: An HRBP might conduct regular employee
surveys and feedback sessions to understand employee
concerns and formulate HR strategies with employee well-
being in mind.

How do you ensure that
your HR strategies consider
the needs and concerns of
employees, and how has
this impacted employee

satisfaction and
engagement?

Reflection Question:

MEASURING THE IMPACT OF HR STRATEGIES
Actionable Strategy for All Levels: Implement mechanisms
to measure the impact of HR strategies on business
objectives, ensuring that the alignment of HR and business
strategies is theoretical but also practical and effective.
Example: An HRBP might implement KPIs and metrics to
measure the impact of HR strategies, such as training
programs, on business objectives, such as productivity and
performance improvements.

How do you measure the
impact of your HR

strategies on business
objectives, and how do you

recalibrate your strategy
based on these
measurements?

Reflection Question:
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Activity Outline

You will identify a current business objective within your
organization or create a hypothetical one if you are not
currently associated with an organization.

IDENTIFYING OBJECTIVES

How to Become an HR Business Partner

The HRBP plays a multifaceted role that extends beyond the traditional boundaries
of HR, ensuring that HR does not operate in a silo and intrinsically links with the
organization's business objectives. It involves a deep understanding of business
objectives, a strategic approach towards formulating HR initiatives, and a continuous
commitment towards ensuring that HR and business strategies are symbiotically
driving each other towards shared organizational success. The HRBP, therefore, is not
just an HR professional but a strategic partner, ensuring that the organization guides
its objectives with a people-centered approach.

HRBP STRATEGY
JOURNALING

I N T E R A C T I V E  A C T I V I T Y

Objective

To foster a habit of continuous
reflection and strategic thinking
among HRBPs and those aspiring
to be one by maintaining a
Strategy Journal.
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OBJECTIVE PROMPTSGUIDELINES

Strategy Formulation
You will jot down a detailed HR
strategy that aligns with the
identified business objective,
considering various aspects like
talent management, employee
engagement, and learning and
development.

Identify the critical
components of the business
objective.
Understand the talent and
organizational culture aspects
that can drive this objective.
Formulate a comprehensive
HR strategy that aligns with
the business objective.

What is the core of the
business objective, and how
does it relate to people
management?
How can talent management
and development drive this
objective?
What aspects of
organizational culture
should we nurture or modify
to align with this objective?"

1 

2

3 

4 

JOURNALING PHASE

WEEK

Data Integration
You will explore how data can
inform and enhance the HR
strategy they formulate.

Identify the data types that
can inform and enhance the
formulated HR strategy.
Explore how to utilize data
analytics to refine and
optimize the strategy.
Consider the ethical and
practical aspects of data
utilization.

What specific data points
could directly inform your
formulated strategy?
How can data analytics
refine your strategy to be
more effective and targeted?
Are there any ethical or
practical considerations in
utilizing this data, and how
will you navigate them?

Implementation
Challenges
You will reflect on potential
challenges and obstacles in
implementing the devised
strategy and jot down possible
solutions or alternative
approaches.
.

Anticipate potential
challenges and obstacles in
implementing the devised
strategy.
Formulate possible solutions
or alternative approaches to
navigate these challenges.
Consider various stakeholders
and their potential responses
to the strategy.

What are the potential barriers
to implementing your devised
strategy?
How might different
stakeholders (e.g.,  employees,
leadership, unions) respond to
your strategy, and how can you
navigate these responses
effectively?
What alternative approaches or
adaptations should we consider
to navigate unforeseen
challenges?

 Continuous
Improvement
You will explore how the
strategy can be continuously
monitored and improved upon
once implemented. You will
consider feedback mechanisms,
performance metrics, and
iterative refinement.
.

Explore mechanisms for
monitoring and evaluating
the implemented strategy.
Consider how feedback will
be collected and utilized to
refine the strategy.
Consider how the strategy
will evolve to remain aligned
with any changes in the
business objective.

What metrics or indicators will
you monitor to evaluate the
effectiveness of your strategy?
How will you collect and utilize
feedback from various
stakeholders to refine the
strategy post-implementation?
How will you ensure the strategy
remains dynamic and adapts to
any changes or evolutions in the
business objective?



 REFLECTION AND ADAPTATION
Reflect on your entries at the end of each week, considering any
new insights, learnings, or experiences that might influence the
strategy.
You will adapt your strategy as needed, ensuring it is dynamic
and evolving.

Organize a session where you can voluntarily present your
journaled strategies.
Peers can provide feedback, laternative approaches, and
additional insights, enhancing the learning experience.

PEER REVIEW SESSION (OPTIONAL)
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Have an experienced HRBP review some strategies, providing
expert feedback and insights.
The expert could conduct a live session, discussing various
strategies and providing additional tips and considerations for
aligning HR and business strategies.

Materials Needed:
A journal or digital tool for maintaining entries.
Guidelines and prompts for each phase of journaling.

Duration:
One month of journaling with additional time for reflection, peer
review, and expert feedback sessions.

EXPERT FEEDBACK (OPTIONAL)

How to Become an HR Business Partner

This activity encourages you to think deeply and strategically about
aligning HR and business strategies, considering various aspects and
challenges in a structured and phased manner. The reflection and
adaptation phase guarantees continuous learning and refinement,
while the peer review and expert feedback sessions offer additional
perspectives and insights, enhancing the overall learning experience.
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Understanding Business Metrics

How to Become an HR Business Partner

Metrics connect HR strategies to tangible business outcomes. For HRBPs,
understanding and leveraging these metrics is pivotal to ensure that HR initiatives
are not merely impactful but also quantifiable and aligned with organizational goals.

Business Metrics of Success
and the Connection with HR

In-depth Exploration

Profit Margins: Analyzing the net income relative to revenues, ensuring HR
strategies do not adversely impact profitability.
ROI (Return on Investment): Evaluating the efficiency of different investments in
HR initiatives and their impact on overall financial health.
Cost Per Hire: Scrutinizing the total expense of hiring new employees and its
alignment with budgetary constraints.
Example: An HRBP might scrutinize the cost per hire about the overall budget,
ensuring that hiring strategies are practical and financially viable.

FINANCIAL METRICS

CUSTOMER METRICS
Customer Satisfaction Scores (CSAT): Understanding how employee performance
and internal HR strategies translate into customer satisfaction.
Net Promoter Scores (NPS): Analyzing how the organizational culture and employee
engagement can impact customer loyalty and advocacy.
Example: An HRBP might correlate employee training programs with improvements
in CSAT and NPS, ensuring that internal strategies positively impact customer
perceptions.

OPERATIONAL METRICS
Time to Hire: Evaluating the efficiency and effectiveness of recruitment processes.
Employee Productivity: Measuring output per employee and ensuring HR strategies
enhance, not hinder, productivity.
Turnover Rates: Analyzing employee retention and understanding the root causes of
turnover.
Example: An HRBP might implement strategies to reduce the hiring time while
ensuring quality hires, directly impacting operational efficiency.
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How to Become an HR Business Partner

PEOPLE METRICS
Employee Engagement: Measuring the level of
commitment and enthusiasm among employees.
Satisfaction: Understanding and enhancing the
overall employee experience.
Retention Rates: Analyzing the effectiveness of
strategies to keep talent within the organization.
Example: An HRBP might introduce initiatives to
boost employee satisfaction, enhancing
engagement and retention.

How do you ensure the HR
metrics you focus on align
with these crucial business

metrics?

Reflection Question:

The Symbiotic Relationship 
between HR and Business Metrics

Influence on Performance:
How HR strategies directly
enhance or impede key
business metrics.

Tangible Outcomes: 
Visible, measurable outcomes
of HR strategies on business
performance.

Example: An HRBP might
implement a training program
that directly enhances sales
team performance, visibly
impacting sales metrics.

DIRECT IMPACT

Organizational Health: The
subtle, often intangible effects
of HR strategies on corporate
culture, morale, and overall
health.

Ripple Effects: 
How HR strategies indirectly
shape business metrics
through their influence on
organizational health.

Example: An HRBP might
introduce wellness programs
that, while not directly tied to
business performance, create
a healthier work environment
that indirectly boosts
productivity and performance.

IND IRECT IMPACT

How do you ensure the HR metrics you focus on align with these crucial business metrics?

Reflection Question:
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Actionable Strategy for Aspiring HRBPs: As an aspiring
HRBP, immerse yourself in understanding and identifying
key business outcomes and start creating a mindset where
you see the potential influence of HR metrics on these
outcomes.

Example 1: If a business aims to enhance customer
satisfaction, an aspiring HRBP might start by
understanding metrics related to employee-customer
interactions and exploring how improvements in this area
can potentially uplift customer satisfaction.
Example 2: Lisa, an entry-level HRBP, initiated a project to
track the correlation between employee engagement
scores and customer satisfaction ratings, revealing a
direct impact that informed future HR strategies.

Can you identify a business
goal and conceptualize how

a specific HR metric
improvement might

influence its achievement?

Reflection Question:

 Developing a Metrics Mindset

Actionable Strategy for Mid-Level HRBPs: Mid-level HRBPs
should start embedding metrics into HR initiatives,
ensuring that every HR strategy formulated has
quantifiable indicators directly aligned with business
outcomes.
Example 1: If the objective is to reduce product delivery
times, an HRBP might focus on employee productivity and
operational efficiency metrics, implementing strategies
that enhance these metrics and subsequently impact
delivery times.
Example 2: Alex, a mid-level HRBP, introduced a new
onboarding process and tracked its influence on time-to-
productivity for new hires, utilizing the insights to refine the
onboarding strategy further.

Reflect on an HR initiative
you recently implemented.
Were quantifiable metrics

aligned with it, and how did
they influence a business

outcome?

Reflection Question:

Implementing Metrics in HR Initiatives

How to Become an HR Business Partner
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How do you ensure
uniformity in applying
metrics-informed HR

strategies across different
organizational units?

Actionable Strategy for Senior HRBPs: Senior HRBPs
should ensure that the alignment of HR metrics and
business outcomes is strategic and holistic, ensuring that
the impact is broad-based and permeates various
organizational layers.
Example 1: If a strategic business objectivee is to enhance
market penetration, a senior HRBP might align HR metrics
with this by focusing on talent acquisition strategies that
prioritize hiring individuals with expertise in market
expansion and product positioning.
Example 2: Jordan, a senior HRBP, coordinated with
various departmental HRBPs to ensure all HR strategies
were uniformly data-informed and aligned with the
company’s primary business objectives, ensuring cohesive
impact across all units.

Reflection Question:

Strategic Metrics Alignment

How to Become an HR Business Partner
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How to Become an HR Business Partner

STRATEGY
TEMPLATE

A detailed template that guides
the formulation, analysis, and
adaptation of HR strategies,

including sections for objectives,
challenges, strategic approaches,
alternative pathways, and impact

analysis.

DISCUSSION
PLATFORM

A dedicated platform (such as a
forum, chat group, or live

session platform) for sharing,
discussing, and refining

strategies.

RESEARCH
TOOLS

Access to online platforms,
articles, and resources

about future work trends
and scenarios.

FUTURE-PROOFING
YOUR HR STRATEGY

I N T E R A C T I V E  A C T I V I T Y

Objective

Develop a robust, adaptable, and innovative HR strategy that
effectively addresses future work trends and scenarios,
enhancing the HRBP’s ability to navigate challenges and
opportunities with foresight and strategic agility.

Materials Needed



Dedicate time to exploring various
resources and identifying emerging work
trends and scenarios that could
significantly impact the organizational and
HR landscape.
Select one direction or method that
resonates with your organizational context
or sparks your strategic curiosity.

IN-DEPTH RESEARCH AND INSIGHT GATHERING

1
Objective Alignment: Clear linkage
between the process and
organizational/HR objectives.
Adaptability: Mechanisms for
modifying the process as the scenario
evolves.
Resilience: Maintaining effectiveness
amidst changes and challenges.
Innovation: Introducing novel
approaches and solutions.
Impact Analysis: Anticipating the
potential impacts and outcomes of the
strategy.
Engage in a self-analysis process,
critiquing and refining your strategy to
enhance its robustness and
effectiveness.

Utilize the strategy template to craft a
comprehensive HR strategy that
addresses the chosen trend/scenario.
Ensure your strategy encompasses:

3
5
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2
STRATEGIC FORMULATION AND
ANALYSIS

Share your plan and insights on the
discussion platform, providing a rationale
for your strategic choices and anticipated
outcomes.
Engage with peers’ strategies,
understanding their perspectives and
approaches.

STRATEGY SHARING AND PEER INSIGHTS

COLLABORATIVE REVIEW AND ENHANCEMENT

4 Participate in a structured peer review process, providing
constructive feedback on colleagues’ strategies and assimilating
input on your own.
Engage in discussions, exploring alternative approaches,
challenges, and enhancements.

Revisit your strategy, adapting and refining it based on collaborative insights and peer feedback.
Document your learning journey, noting how peer interactions and feedback enriched your strategic
thinking and formulation skills.

REFLECTION, ADAPTATION, AND CONTINUOUS LEARNING

How to Become an HR Business Partner

Instructions



76A COMPREHENSIVE THEORETICAL AND PRACTICAL GUIDE FOR HR BUSINESS PARTNERS

Reflection

How did peer interactions and feedback influence your
strategic thinking and formulation?

How will you apply the insights and skills gained during this
activity to your real-world strategic HR role?

How to Become an HR Business Partner



Crafting Business and 
HR Strategies Informed

by Data
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Models and Frameworks
for Strategy Crafting:

Models and frameworks, such as the
Balanced Scorecard or OKRs, serve as
the map, providing HRBPs with a
structured pathway, ensuring that
every strategic decision is coherent,
aligned, and intricately woven into the
organizational fabric. These
frameworks guide strategy
development and ensure that every
initiative is quantifiable, trackable, and
directly linked to key business
objectives. So, which models or
frameworks do you utilize, and how do
they enhance your strategy
development process?

Crafting strategies in HR and business demands a meticulous chiseling away of irrelevant
aspects, honing in on the pertinent data, and sculpting strategies that are not only
informed but also shaped by this data. The essence lies in allowing it to guide the
strategic formulation, ensuring that every process is a masterpiece that intertwines HR
initiatives with business objectives.

Crafting Business and HR
Strategies Informed by Data

In-depth Exploration
The Art of Strategy
Development:

Strategy development isn’t linear. It
demands understanding business
objectives, a deep dive into relevant
data, and a creative yet pragmatic
approach to formulating innovative
and feasible strategies.

How do you ensure your strategy
development process is data-
informed and creatively innovative?

Reflection Question:

The Balanced Scorecard is a
strategic management tool that
provides a framework to translate an
organization’s vision and strategy
into practical actions. It revolves
around four perspectives: Financial,
Customer, Internal Processes, and
Learning and growth, ensuring that
processes are balanced and holistic.

Balanced Scorecard OKRs (Objectives & Key Results)
The Objective in OKRs (Objectives
and Key Results) is a clearly defined
goal, and the Key Results are specific,
quantifiable outcomes that indicate
the achievement of the Objective.
OKRs are designed to align the efforts
of different teams towards a common
goal, providing clarity and focus in
strategic execution.



P e r s p e c t i v e O b j e c t i v e M e a s u r e T a r g e t I n i t i a t i v e

F i n a n c i a l
O p t i m i z e  H R

C o s t s

%  R e d u c t i o n  i n
H R - r e l a t e d
C o s t s

1 0 %
R e d u c t i o n

I m p l e m e n t  a
C o s t - E f f e c t i v e
R e c r u i t m e n t
S t r a t e g y

C u s t o m e r
I m p r o v e

E m p l o y e e
S a t i s f a c t i o n

E m p l o y e e
S a t i s f a c t i o n
S c o r e

S c o r e  o f  8 / 1 0

L a u n c h  a n
E m p l o y e e
W e l l n e s s
P r o g r a m

I n t e r n a l
P r o c e s s e s

S t r e a m l i n e
R e c r u i t m e n t

T i m e - t o - H i r e
R e d u c e  b y
1 5 %

A d o p t  A I - D r i v e n
R e c r u i t m e n t
S o l u t i o n s

L e a r n i n g  &
G r o w t h

D e v e l o p
L e a d e r s h i p

S k i l l s

L e a d e r s h i p
C o m p e t e n c y
S c o r e

I m p r o v e  b y
2 0 %

I n i t i a t e  a
L e a d e r s h i p
D e v e l o p m e n t
P r o g r a m

TEMPLATE
Balanced Scorecard
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Objective

Enhance Organizational Capability to Drive Business Growth.

This objective implies that the HRBP will strategize to uplift the skills, competencies, and overall
capabilities of the organization’s human resources to foster an environment conducive to
business expansion and profitability.

 The subsequent perspectives (Financial, Customer, Internal Processes, and Learning and growth)
will then house objectives, measures, targets, and initiatives that collectively achieve this
overarching objective, ensuring that HR practices align with and actively contribute towards
organizational growth and development.

In this example, each perspective enhances organizational capability by focusing on cost
optimization, employee satisfaction, efficient recruitment processes, and leadership
development, which are crucial for driving business growth.



P e r s p e c t i v e O b j e c t i v e M e a s u r e T a r g e t I n i t i a t i v e

F i n a n c i a l

C u s t o m e r

I n t e r n a l
P r o c e s s e s

L e a r n i n g  &
G r o w t h

Balanced Scorecard
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 Objective: [Define the overarching goal]

TEMPLATE

How can the Balanced Scorecard be customized to ensure that
HR strategies are aligned with and actively driving key business
objectives?

Reflection Question:
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OKRs (Objectives and Key Results)
Crafting Business and HR Strategies Informed by Data

The Objective in OKRs (Objectives and Key Results) is a clearly defined goal, and the
Key Results are specific, quantifiable outcomes that indicate the achievement of the

Objective. OKRs are designed to align the efforts of different teams towards a common
goal, providing clarity and focus in strategic execution.

K e y  R e s u l t
( K R )

D e f i n i t i o n M e t r i c T a r g e t I n i t i a t i v e s

K R  1 :  I m p r o v e
E m p l o y e e

E n g a g e m e n t

A  n o t i c e a b l e
e n h a n c e m e n t
i n  e m p l o y e e

m o r a l e ,
p a r t i c i p a t i o n

i n  c o m p a n y
a c t i v i t i e s ,  a n d

p o s i t i v e
f e e d b a c k .

E m p l o y e e
E n g a g e m e n t
S c o r e  f r o m
s u r v e y s

2 0 %
i m p r o v e m e n t
b y  t h e  e n d  o f
Q 2

-  I m p l e m e n t  a
m o n t h l y
r e c o g n i t i o n
p r o g r a m  -
C o n d u c t
e n g a g e m e n t
w o r k s h o p s  -
I n i t i a t e  r e g u l a r
c h e c k - i n s
b e t w e e n
m a n a g e r s  a n d
t e a m  m e m b e r s

K R  2 :  R e d u c e
T u r n o v e r

A m o n g  H i g h -
P e r f o r m e r s

A  r e d u c t i o n  i n
t h e  d e p a r t u r e

r a t e  o f
e m p l o y e e s

r a t e d  a b o v e
8 / 1 0  i n

p e r f o r m a n c e
r e v i e w s .

T u r n o v e r  r a t e
p e r c e n t a g e
a m o n g  h i g h -
p e r f o r m i n g
e m p l o y e e s

1 5 %  r e d u c t i o n
i n  t h e  n e x t
f i s c a l  y e a r

-  D e v e l o p  a
r e t e n t i o n
p r o g r a m  f o r  h i g h -
p e r f o r m e r s  -
E s t a b l i s h  c a r e e r
d e v e l o p m e n t
p l a n s  -  I n i t i a t e
m e n t o r s h i p
p r o g r a m s  -  T a i l o r
b e n e f i t s  t o  h i g h -
p e r f o r m e r s  n e e d s

K R  3 :  E n h a n c e
O v e r a l l

P e r f o r m a n c e
S c o r e s

T h e  a v e r a g e
p e r f o r m a n c e
s c o r e s  w e r e

u p l i f t e d
a c r o s s  a l l

d e p a r t m e n t s ,
i n d i c a t i n g
i m p r o v e d

p r o d u c t i v i t y
a n d  o u t p u t .

A v e r a g e
p e r f o r m a n c e
s c o r e  a c r o s s  a l l
d e p a r t m e n t s

1 0 %  i n c r e a s e
b y  t h e  e n d  o f
t h e  f i s c a l  y e a r

-  I m p l e m e n t  a
r o b u s t
p e r f o r m a n c e
m a n a g e m e n t
s y s t e m  -  C o n d u c t
r e g u l a r  t r a i n i n g
s e s s i o n s  -
E s t a b l i s h  c l e a r
p e r f o r m a n c e
e x p e c t a t i o n s \

OKRs Template Example
Objective

 Key Results under this objective would be specific, time-bound, and measurable outcomes that,
when achieved, signify the realization of such objectives.

 “Cultivate a High-Performing and Engaged Workforce.”

 This objective implies that the HRBP will focus on strategies that enhance employee performance
and engagement, which are critical for organizational success and growth.



K e y  R e s u l t
( K R )

D e f i n i t i o n M e t r i c T a r g e t I n i t i a t i v e s

K R  1 :

K R  2 :

K R  3 :

OKRs
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Objective: [Define the overarching goal]
Key Result: [Define your key results]

TEMPLATE

How can the Balanced Scorecard be customized to ensure that
HR strategies are aligned with and actively driving key business
objectives?

Reflection Question:

Understanding data is one thing; translating it into actionable
strategies is another. It involves identifying patterns, predicting
trends, crafting reactive and proactive techniques, anticipating
future trajectories, and aligning strategies accordingly.

Translating Data into Action:
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Crafting Business and HR Strategies Informed by Data

PREDICTIVE ANALYTICS FOR
PROACTIVE STRATEGY FORMULATION

Actionable Strategy: Leverage predictive analytics to anticipate
future trends and challenges, ensuring that HR strategies are
reactive and proactive.

Example: An HRBP, using predictive analytics, identifies a
potential future skill gap in the organization's tech
department. Anticipating the future market demand for
specific skills (like AI expertise), they proactively develop a
talent acquisition and development strategy, which includes
upskilling current employees and forming partnerships with
educational institutions to ensure a steady talent pipeline.

Can you think of a situation
where predictive analytics
could have enabled you to

formulate a more proactive
HR strategy?

Reflection Question:

Actionable Strategy: Engage in regular data analysis sessions,
utilizing quantitative and qualitative data to identify recurring
themes, patterns, or anomalies within the organization.

Example: After analyzing the exit interview data, noticed a
recurring mention of a lack of career progression
opportunities, especially during the annual performance
review period. They might further investigate by correlating
this pattern with performance data, promotion history, and
employee engagement survey results to understand the depth
of the issue and formulate strategies like introducing a
mentorship program or revising the career development plan.

PATTERN RECOGNITION AND ANALYSIS

 How have you previously
identified and responded to

patterns within your
organization's data?

Reflection Question:

Understanding data is one thing; translating it into actionable strategies is
another. It involves identifying patterns, predicting trends, crafting reactive and
proactive techniques, anticipating future trajectories, and aligning strategies
accordingly.

Translating data into actionable strategies
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Actionable Strategy: Adopt a steady improvement approach to
strategy development, utilizing ongoing data analysis to refine
and optimize processes regularly.

Example: An HRBP implements a new leadership development
program. Instead of setting it in stone, they establish a
continuous feedback loop involving participants and their
managers and track the career progression of participants.
They analyze this data periodically and use insights to refine
the program, ensuring it stays relevant, effective, and aligned
with organizational need..

CONTINUOUS STRATEGY OPTIMIZATION

How do you ensure your
strategies are continuously
optimized based on ongoing

data analysis?

Reflection Question:

Crafting Business and HR Strategies Informed by Data



Connecting Data and
People Analytics with HR

Strategy
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How do you ensure your
people analytics practices'

integrity and strategic
alignment?

Reflection Question:

Choosing the Right Technology: Selecting
a platform that handles data effectively
and integrates seamlessly with existing
systems and organizational structures.
Data Integrity and Management:
Establishing protocols to ensure data
accuracy, consistency, and security, which
are crucial for deriving reliable insights.
Developing Analytical Capabilities:
Building skills within the HR team to
interpret data and translate it into
actionable strategies.

Implementing People Analytics:

 Embarking on the journey of intertwining people analytics with HR strategy necessitates
a meticulous and strategic approach, ensuring that data informs every facet of HR and
propels the organization toward its strategic objectives.

Connecting Data and People
Analytics with HR Strategy

In-depth Exploration
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C A S E  S T U D I E S

BACKGROUND
Google, renowned for its innovative and employee-centric approach, has always
emphasized utilizing data to enhance its people management strategies.

PEOPLE OPERATIONS TEAM
The People Operations team at Google employs rigorous data analysis to
understand the dynamics of effective management and optimal team
functionality

PROJECT OXYGENPROJECT OXYGEN
 One notable initiative,
Project Oxygen, aimed to
decipher the qualities that
constituted a great manager
at Google. The team
identified eight common
behaviors among high-
performing managers
through meticulous data
analysis.

OUTCOME
Google did not leave the derived insights in a report. Instead, they integrated them
into various HR practices, including manager training programs, performance review
processes, and more, thereby ensuring the translation of the insights gleaned from
data into tangible organizational practices.

TAKEAWAY
The strategic utilization of people analytics can significantly enhance talent
management strategies, providing data-driven insights to optimize management
practices and, consequently, team performance.
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C A S E  S T U D I E S

BACKGROUND
NASA, with its myriad of complex projects and highly specialized talent pool,
faced the challenge of ensuring that the right people were assigned to suitable
projects, optimizing both talent utilization and project outcomes

TALENT MAPPING SYSTEM
NASA implemented a robust talent mapping system that meticulously aligned
skills with projects, ensuring every project had staff with the requisite skills and
expertise.

OUTCOME
 This optimized project outcomes
and ensured that individuals were
assigned to projects aligned with
their expertise, enhancing job
satisfaction and retention

TAKEAWAY
 A strategic, data-informed approach to talent management can optimize individual and
organizational performance, ensuring that the organization uses talent to benefit both
the individual and the organization.

DATA UTILIZATION
Through a detailed database, NASA
visualized the skill sets of its talent
pool and strategically assigned
individuals to projects to use their
skills most effectively.

 Reflecting on these case studies, can you identify elements that resonate with challenges or
objectives within your organization? How might the insights from these case studies be
adapted and applied to enhance your people analytics and HR strategies?

Reflection Question:
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ETHICAL USE AND
BIAS MITIGATION

 Ensuring the ethical use of data and
preventing analytics from perpetuating

biases ensures fairness and ethical
integrity in all HR practices.

DATA PRIVACY AND
COMPLIANCE

 Upholding stringent standards for data
management, ensuring compliance with

legal and privacy regulations.

 How do you safeguard ethical considerations and ensure
compliance in your people analytics practices?

Reflection Question:

Ethical Considerations in People Analytics

Connecting Data and People Analytics with HR Strategy
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Navigating Through Different Analytical
Approaches

Connecting Data and People Analytics with HR Strategy

Definition: Descriptive analytics involves analyzing historical
data to understand past behaviors and events within the
organization.
Example: An HRBP might utilize descriptive analytics to analyze
historical data on employee turnover, identifying patterns and
trends that have emerged over time.
Application: By understanding these patterns, HRBPs can
identify potential areas of concern or opportunityes for
enhancement within retention strategies.

DESCRIPTIVE ANALYTICS

How have past trends in
your organization informed
your current HR strategies?

Reflection Question:

Definition: Predictive analytics uses data to predict future
trends and events, enabling organizations to anticipate and
prepare for future challenges and opportunities.
Example: An HRBP might leverage predictive analytics to
forecast futuree talent needs based on organizational growth
and turnover trends.
Application: This foresight enables the team to develop
proactive talent acquisition strategies, ensuring that the
organization staffs adequately to meet future demands.

PREDICTIVE ANALYTICS

Can you identify a scenario
where predictive analytics
could enhance your talent
management strategies?

Reflection Question:

Definition: Prescriptive analytics goes a step further, not just
predicting future trends but also providing recommendations
on handling or optimizing these scenarios.
Example: If predictive analytics forecasts a spike in employee
turnover, prescriptive analytics might recommend strategies
such as enhancing employee engagement initiatives or revising
compensation structures to mitigate this turnover.
Application: HRBPs can utilize these recommendations to
formulate strategies that anticipate future trends and actively
shape them, ensuring organizational stability and continuity.

PRESCRIPTIVE ANALYTICS

How might prescriptive
analytics shape your

approach to strategic HR
management?

Reflection Question:
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Definition: Diagnostic analytics involves a deep dive into data
to understand the root causes of observed trends, providing a
detailed understanding of organizational dynamics.

Example: If an HRBP observes a decline in employee
engagement, diagnostic analytics might involve analyzing
various data points, such as employee feedback, workload data,
and organizational changes, to understand the underlying
causes of this decline.
Application: With a clear understanding of root causes, HRBPs
can formulate targeted strategies that address these
underlying issues, ensuring that interventions are impactful and
effective.

DIAGNOSTIC ANALYTICS

How have you utilized
diagnostic analytics to

understand and address
challenges within your

organization?

Reflection Question:

Connecting Data and People Analytics with HR Strategy



Building Alliances 
with 

Business Leaders
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 How can "Strategic Sync"
sessions be more than

meetings in your current
role? How can they become
crucibles where collective

wisdom shapes
organizational strategy?

Reflection Question:

Strategy: Implementing a 'Strategic Sync' session isn't
merely hosting a meeting; it's creating a confluence of
minds where participants share and collectively sculpt
ideas through wisdom.
Example: At XYZ Corp, the HRBP didn't just initiate
"Strategic Sync" sessions; they crafted a space where
every voice, from the CEO to the newest recruit, shaped
the strategic narrative. It didn't just improve project
alignment by 20% and fostered a culture where
strategy became a collective responsibility.

The Essence of Strategic Communication:

 Reflect on a scenario
where co-creating a

strategy with a business
leader led to a collective

victory. How did this shared
triumph resonate across

the organization?

Reflection Question:

Strategy: Co-creating strategies with business leaders is
not about agreement but forging a path where varied
perspectives converge to create a resilient, adaptable,
and innately robust plan.
Example: At ABC Ltd, HRBPs and business leaders
needed to co-create a talent acquisition strategy. They
embarked on a journey where they shared every
challenge, every misstep, and every triumph. The 25%
reduction in hiring costs was not just a win for HR but a
collective victory celebrated across every department..

Crafting a Unified Front:

HR Business Partners (HRBPs) and business leaders thread needles of strategy and
execution, weaving patterns that depict tales of triumph, learning, and collective growth.
The alliance between HRBPs and business leaders is transactional and a balanced blend
where they formulate, breathe, and evolve strategies through continuous collaboration
and mutual respect.

Building Alliances
with Business Leaders

Navigating the Alliance
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How can the alliance
between HRBPs and

business leaders become a
mirror, reflecting the

external market realities
within the internal strategic

landscapes?

Reflection Question:

Strategy: Building alliances is about understanding and
respecting the unique capabilities and perspectives that
HRBPs and business leaders bring to the strategic table.
Example: At LMN Corp, the HRBP recognized the unique
insights that business leaders brought from a market
perspective and ensured that HR strategies aligned and
mirrored the market realities, providing that people's
strategies always tuned themselves to the pulsating
beats of the market.

The Art and Science of Collaboration:

How has your alliance with
business leaders evolved,

and how has this evolution
impacted organizational

strategies and outcomes?

Reflection Question:

Strategy: Alliances are not static; they are dynamic,
evolving entities that grow, adapt, and mature as
organizational strategies and market realities shift and
transform.
Example: At OPQ Corp, the alliance between HRBPs and
business leaders still needed to be fixed. It evolved,
adapting to the shifting sands of market trends,
ensuring that the strategic partnership was always
relevant, timely, and impactful.

The Continuous Evolution of Alliances:

Deep Dive into Strategic Alliances

Building Alliances with Business Leaders

Reflect on a scenario where a strategic
alliance with a business leader
significantly impacted an HR initiative.
How can the "Strategic Sync" sessions be
implemented in your current role?

Reflection & Application:



Storytelling with HR and
People Data
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STRATEGY SPOTLIGHT: HUMANIZING DATA
Objective: To ensure every data point is
relatable, tangible, and connects with the
audience on a human level.
In Action: When STU Corp experienced a 20%
productivity spike after a learning program, the
HRBP narrated stories of individuals and
projects that exemplified this data, ensuring
that the organization saw, felt, and celebrated
the success across all levels.
Your Turn: Identify a recent success data point.
Can you uncover the pivotal human stories to
this success and craft a narrative that brings
the data to life?

Objective: To intertwine quantitative data with
dynamic elements, ensuring stories are heard,
felt, and acted upon.
In Action: At PQR Ltd, an HRBP transformed a
15% dip in employee engagement scores into a
narrative that spotlighted teams and
individuals who showcased resilience and
innovation amidst challenges, turning a
negative statistic into a story of perseverance
and creativity.
Your Turn: Reflect on a data point from your
organization. How can you weave it into a
narrative that spotlights the human stories
behind the numbers?

STRATEGY SPOTLIGHT: CRAFTING DATA-DRIVEN NARRATIVES

HRBPs weave narratives that transform numerical data into compelling stories, ensuring
every statistic tells a tale of organizational endeavors, triumphs, and learnings.

Storytelling with 
HR and People Data
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Objective: To craft narratives that resonate, inspire, and drive sustained impact
across the organization.
In Action: At XYZ Corp, a 10% decrease in project delivery times post an agile
training program was transformed into a narrative that spotlighted not just the
immediate success but how teams utilized the newfound time to innovate and
enhance project quality, thereby showcasing the broader impact of the data point.
Your Turn: Reflect on a data-driven success story. How can you ensure the narrative
showcases the immediate impact and the broader ripple effects across the
organization?

STRATEGY SPOTLIGHT: ENSURING SUSTAINED
IMPACT THROUGH STORYTELLING

Storytelling with HR and People Data

Engage with your experiences and envision how data-driven
storytelling can catalyze change, inspiration, and unified action
within your organization. How can your narratives bridge data with
decision-making, ensuring strategies are informed and inspired by
the stories that data tells?

Reflection & Application:
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Materials Needed

IMPACTFUL NARRATIVES
ROUNDTABLE

I N T E R A C T I V E  A C T I V I T Y

Objective

Develop and refine the skill of
creating compelling, data-driven
narratives that convey a story, inspire
action, and inform decision-making
within the HR context.

NARRATIVE 
TEMPLATE

A structured
template that guides
participants through
crafting a narrative,
ensuring it is data-
driven, impactful,

and action-oriented.

FEEDBACK
FORM

A structured form
that allows for

constructive peer
review, focusing on

the compelling
nature, clarity, and
actionability of the

narratives.

CASE
STUDY

A detailed case study
that includes specific

data points,
outcomes, and

challenges of a past
HR initiative.

DISCUSSION
GUIDE

A guide that
provides structured

prompts and
questions to

facilitate meaningful
discussion during
the roundtable.

Storytelling with HR and People Data



99A COMPREHENSIVE THEORETICAL AND PRACTICAL GUIDE FOR HR BUSINESS PARTNERS

Storytelling with HR and People Data

Instructions

Case Study: HR Initiative to Reduce
Employee Turnover at TechCorp
Background: TechCorp, a tech company,
experienced a 25% employee turnover rate
in 2022, particularly in the R&D
department.
Data Points: Exit interviews revealed that
40% cited lack of career development, 30%
cited work-life balance, 20% cited salary,
and 10% cited other reasons for leaving.
Outcome: The high turnover rate led to a
15% decrease in project delivery and a 10%
increase in recruitment costs.
Challenge: Develop an HR strategy to
reduce turnover by addressing the
identified issues while aligning with
business objectives.
Reflection: What were the key challenges
and successes in the case study, and how
were they data-driven?

CASE STUDY REVIEW1 Utilizing the narrative template,
participants will craft a story that presents
the data and outcomes, highlights its
impact challenges, and proposes
actionable next steps or recommendations.
Example Template Structure:

Introduction: Set the scene and present
the challenge.
Data Presentation: Showcase critical
data points and outcomes.
Impact Analysis: Discuss the impact of
the data and results on the
organization/department/team.
Recommendations: Propose data-
driven next steps or actions.
Conclusion: Summarize the narrative
and reiterate the call to action.
Reflection: How did the data inform
your narrative and proposed
recommendations?

NARRATIVE CRAFTING2

3 Participants will share their crafted
narratives in a roundtable format, ensuring
to highlight the critical data, impact, and
proposed actions.
Utilize the discussion guide to facilitate
meaningful dialogue, ensuring discussions
are constructive, focused, and insightful.
Reflection: What insights did you gain from
hearing different perspectives and
approaches to the same data?

ROUNDTABLE DISCUSSION 4 Using the feedback form, peers will
provide constructive feedback on each
narrative, focusing on its compelling
nature, clarity, impact analysis, and the
feasibility of proposed actions.
Ensure feedback is specific, actionable,
and supportive.
Reflection: How did the feedback enhance
your understanding and approach to
crafting data-driven narratives?

PEER FEEDBACK

5 Conclude the session with a group
reflection, discussing key learnings,
insights gained, and how to apply these in
real-world scenarios.
Encourage participants to share how they
will apply these learnings in their roles.
Reflection: How will the skills developed
during this activity be applied in your role
as an HRBP?

GROUP REFLECTION AND LEARNING
Participants will enhance their ability to craft
and present impactful, data-driven narratives,
receive constructive feedback, and gain
insights into different approaches to data
storytelling, thereby refining their strategic
communication and decision-making skills
within an HR context.

OUTCOME

 This activity aims to engage profoundly and provide insight, offering practical experience
crafting data-driven narratives and appreciating diverse perspectives and approaches to
storytelling with HR data.
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Becoming an HR Leader and Business Coach:

 Navigating Future Work
Trends and Crafting

Predictive Scenarios
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Stepping into the role of an HR leader and business coach demands a profound grasp of
forthcoming work dynamics and the adeptness to foresee potential scenarios within the
business and HR realms. This role transcends beyond present-day management; it's
about meticulously carving out the future, ensuring that HR strategies are responsive,
forward-thinking, anticipatory, and pioneering.

Navigating Future Work Trends
and Crafting Predictive

Scenarios

The Visionary Aspect: Understand and anticipate future work trends, such as
remote work, gig economy shifts, technological advancements, and evolving
employee expectations.
The Strategist Aspect: Develop HR strategies that align with current business
objectives and adapt to future changes and challenges.
Innovation in Action: Implementing AI-driven recruitment processes to streamline
hiring practices and adapt to future talent acquisition trends and challenges.

THE FUTURE-ORIENTED HR LEADER:
A VISIONARY AND A STRATEGIST

 PREDICTIVE SCENARIO PLANNING:
CRAFTING THE FUTURE NARRATIVE OF HR
Scenario Development: Engage in developing various future scenarios, considering
variables like technological advancements, socio-economic shifts, and global trends.
Implications Analysis: Understand and analyze the potential implications of each
scenario on the business and HR strategies.
Example: Envisioning a scenario where remote work becomes predominant,
understanding its impact on talent acquisition, management, and retention, and
developing HR strategies that are adaptable to this potential future.

THE HR LEADER AS A BUSINESS COACH:
GUIDING THROUGH CHANGE AND UNCERTAINTY
Coaching through Change: Equip leaders and teams with the skills and strategies to
navigate change, ensuring resilience and adaptability.
Building a Learning Culture: Foster a culture where continuous learning and
development are embedded, ensuring the organization is always poised to adapt to
future trends and challenges.
Example: Implement a mentorship program where coaches guide leaders to
manage remote teams effectively, considering the potential future of increased
remote work.
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ETHICAL LEADERSHIP AND SUSTAINABILITY:
STEERING TOWARDS A CONSCIENTIOUS FUTURE

Ethical Decision Making: Ensure that HR strategies and decisions are always made
with a solid moral foundation, considering the well-being of employees and
stakeholders.
Sustainability in Strategy: Develop HR strategies that are not only effective but also
sustainable, ensuring long-term viability and positive social impact.
Example: Developing a diversity and inclusion strategy compliant with regulations
and deeply embedded in organizational culture and values.

 CONTINUOUS EVOLUTION: THE NEVER-ENDING
JOURNEY OF AN HR LEADER

Embracing Continuous Learning: Ensure that as an HR leader, your knowledge and
skills are constantly evolving, staying up-to-date with trends, research, and
innovations in the field.
Feedback and Adaptation: Engage in regular feedback mechanisms and be willing to
adapt strategies and approaches based on outcomes and learnings.
Example: Engaging in professional development programs, workshops, and courses
focusing on future work trends, technology, and strategic HR leadership.

Navigating Future Work Trends and Crafting Predictive Scenarios
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Navigating Future Work Trends and Crafting Predictive Scenarios

CRAFTING THE FUTURE 
AN HR SCENARIO PLANNING
WORKSHOP

I N T E R A C T I V E  W O R K S H O P

Objective

Engage participants in a hands-on
workshop where they delve into
scenario planning, crafting various
future scenarios, analyzing their
implications, and developing adaptive
HR strategies. This workshop will
enhance their predictive and strategic
planning skills and provide a platform
for sharing insights, processes, and
innovative approaches to future HR
challenges.

Encourage participants to reflect on
their journey towards becoming an
HR leader and business coach,
identifying areas of strength,
opportunities for improvement, and
strategies for continuous learning and
development. Ensure that the journey
is seen not as a destination but as a
constant growth, knowledge, and
evolution path.

Reflection and
Continuous Learning
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Navigating Future Work Trends and Crafting Predictive Scenarios

COMPREHENSIVE CAREER PLAN
FOR HR BUSINESS PARTNERS
(HRBPS)

I N T E R A C T I V E  W O R K S H O P

Objective: Gain foundational knowledge and experience in HR practices
and organizational understanding.

Gain initial experience through internships or entry-level positions.
Develop a strong knowledge of HR processes, such as recruitment,
onboarding, and employee relations.
Engage in continuous learning through workshops, webinars, and
certifications.
Skill Development: Focus on developing communication,
fundamental data analysis, and employee relations skills.
Networking: Build a professional network by attending industry
events and joining professional forums.
Milestone: Secure a position as an HR Specialist or an entry-level
HRBP.

Action Steps: Acquire relevant educational qualifications in HR or
related fields.

ENTRY-LEVEL HRBP
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Navigating Future Work Trends and Crafting Predictive Scenarios

I N T E R A C T I V E  W O R K S H O P

Objective: Deepen expertise in strategic HR practices and align HR
strategies with business objectives.

Begin to align HR practices with business goals, focusing on talent
management, learning and development, and employee
engagement.
Develop expertise in utilizing HR metrics and analytics to inform
decision-making.
Engage in professional development to enhance strategic thinking
and leadership skills.
Skill Development: Enhance skills in strategic thinking, data-driven
decision-making, and leadership.
Personal Branding: Start building a personal brand by sharing
insights and experiences on platforms like LinkedIn.
Milestone: Successfully implement at least one HR initiative that
positively impacts business objectives.

Action Steps: Build relationships with department leaders to
understand their strategic objectives and challenges.

MID-LEVEL HRBP

COMPREHENSIVE CAREER PLAN FOR
HR BUSINESS PARTNERS (HRBPS)
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Navigating Future Work Trends and Crafting Predictive Scenarios

I N T E R A C T I V E  W O R K S H O P

Objective: Lead strategic HR initiatives that directly impact business
objectives and outcomes.

Lead HR initiatives that directly impact business outcomes, such as
reducing turnover, enhancing talent pipelines, and improving
employee performance.
Mentor junior HR professionals, sharing insights and facilitating their
professional development.
Engage in high-level strategic planning, ensuring that HR strategies
are proactive and aligned with future business trajectories.
Skill Development: Focus on developing leadership, change
management, and advanced strategic thinking skills..
Ethical and Legal Considerations: Ensure all strategies and
initiatives are ethically sound and legally compliant.
Milestone: Be recognized as a key strategic partner with HR
initiatives integral to business strategy and outcomes.

Action Steps: Deepen alliances with business leaders, contributing to
strategic planning and decision-making.

SENIOR-LEVEL HRBP

COMPREHENSIVE CAREER PLAN FOR
HR BUSINESS PARTNERS (HRBPS)
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Navigating Future Work Trends and Crafting Predictive Scenarios

I N T E R A C T I V E  W O R K S H O P

Objective: Lead the HRBP team and align the HR strategy with
organizational strategy at a macro level.

Engage in organizational leadership, contributing to overall business
strategies and decisions.
Ensure the continuous development and upskilling of the HRBP
team to meet evolving organizational needs.
Lead high-impact HR projects that significantly enhance
organizational performance and culture.
Skill Development: Enhance leadership, team management, and
administrative decision-making skills.
Succession Planning: Ensure a talent pipeline for the HRBP team to
navigate future organizational needs.
Milestone: Successfully led the HRBP team to be recognized as
pivotal in driving organizational success.

Action Steps: Oversee the HRBP team, ensuring all initiatives and
strategies are cohesive and aligned with business objectives.

HRBP LEADER/MANAGER

COMPREHENSIVE CAREER PLAN FOR
HR BUSINESS PARTNERS (HRBPS)
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Navigating Future Work Trends and Crafting Predictive Scenarios

I N T E R A C T I V E  W O R K S H O P

.

Be a key player in the executive team, influencing organizational
strategy and decision-making.
Ensure the HR function is agile, proactive, and responsive to the
evolving business landscape.
Drive organizational culture, ensuring it is conducive to attracting,
retaining, and developing top talent.
Skill Development: Focus on global and cultural competence,
strategic innovation, and executive leadership.
Global and Cultural Competence: Ensure HR strategies are globally
relevant and culturally sensitive.

Objective: Drive organizational strategy through people management
and HR practices.

Action Steps: Led the HR department, ensuring strategic alignment
across all functions, including talent acquisition, learning and
development, and employee relations.
.

STRATEGIC HRBP/CHIEF HR OFFICER

COMPREHENSIVE CAREER PLAN FOR
HR BUSINESS PARTNERS (HRBPS)
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Navigating Future Work Trends and Crafting Predictive Scenarios

COMPREHENSIVE CAREER PLAN FOR
HR BUSINESS PARTNERS (HRBPS)

I N T E R A C T I V E  W O R K S H O P

Continuous Learning and Development: Engage in constant learning through
certifications, courses, and workshops relevant to each career stage.
Mentorship and Coaching: Engage in mentorship and coaching relationships
as mentors and mentees to facilitate continuous development.
Work-Life Balance: Implement strategies to ensure a healthy work-life
balance, considering the emotional and strategic demands of the HRBP role.
Diversity and Inclusion Focus: Ensure that D&I is a continuous focus in
personal development and HR practice.
Technology and Digitalization: Stay updated with the latest in HR
technologies and digital trends, ensuring effective leverage in strategy
formulation and implementation.
Crisis Management: Develop and enhance crisis management skills to
navigate organizational challenges effectively.
Employee Experience and Engagement: Continuously focus on understanding
and enhancing employee experience and engagement.

ADDITIONAL STRATEGIES APPLICABLE AT ALL LEVELS:

INTERACTIVE ACTIVITIES:
Career Path Workshops: Engage in workshops focusing on navigating the HRBP
career path and understanding the skills and strategies needed at each level.
Strategic HR Simulations: Participate in simulations that mimic strategic HR
scenarios, providing practical experience in strategy formulation and decision-
making.
Peer Learning Groups: Engage in peer learning groups, facilitating knowledge
sharing and collaborative learning among HRBPs at various career stages.

Career Journaling: Maintain a career journal, reflecting on experiences,
learnings, and areas for development at each career stage.
Feedback and Adaptation: Regularly seek feedback and adapt strategies
and approaches based on feedback and evolving career and
organizational needs.

Reflection
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Network with global HR leaders and industry pioneers
Propel your HR career into the strategic domain.

.

The role of HR has transformed, becoming a crucial player in
guiding the strategic direction of organizations. Our III Edition |
Virtual Summit is your portal to delve into strategic HR, providing
valuable insights, strategies, and real-world solutions to elevate
your role as an HR Business Partner.

Secure Your Spot Now and embark on a journey that blends
knowledge, strategy, and innovative HR practices, molding you into
a strategic HR expert.
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Join Us for Insightful Discussions and Learning

  III Edition | Virtual Summit: Becoming
a Strategic HR Business Partner

REGISTER NOW

https://www.hackinghrlab.io/182
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