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BBRACT

The role of HR as a strategic business partnedbasloped a lot from the days of the past
when people had not even heard of flatter orgaioizsf flexi timing etc. The term business
partner means to cover a range of jobs from adtnatiige, strategic, and consultancy. So
according to management guru David Ulrich, HR maggume more strategic roles within
organisations so it can implement programmes tbhppat the goals of the business. In
today’s world HR is the heart of the organizatibnthe world of businesa th in objective
of business leaders is to maximise profit. HR leadae well accepted are able to
convince the business leaders of the ways and nodananaging pegpie tmll add value
to the profitability of the organisation. So it hasen justified ti in.that people are
the most critical element in an organisation, drat has been instgumental in crafting a new

role for HR — that of a strategic business part hefg they contribute to the

0?’5\

company’s ongoing success.
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HR As A Strategic Business Partner

In one of the ancient stories of Buddhism, it wadd tthat immediately after his
Enlightenment, the Buddha wondered whether or adieach the doctrine of Dharma to
human beings. He was concerned that, as humansbheiege overpowered by greed, hatred
and delusion, they would not be able to see the dharma — which was subtle, deep and
hard to understand. However, a divine spirit irteled and asked that he teach the dharma to
the world, asthere will be those who will understand the Dharma °
The role of HR as a strategic business partner éssense similar to the e&o harma in
eou

business fraternity. Dharma relates to equity,igestconduct, and%

others, and exemplifies the essence of truth asdam. Ideally,
same principles in order to be an effective stiatbgsiness part

uty, among
be espousing the
e Chartered Institute

of Personnel and Development (CIPD) in the UK

“lapisiness partner” to cover
a range of jobs from administrative, strategic, ao a way, an HR business

partner works closely with other business lead place its strategy, steer its

—n

implementation, and make the best u csgl@an’'s people. It was management guru
partnin 1996. He said that HR must

tiongt stan implement programmes that

David Ulrich who coined the term “H

assume more strategic roles wi

support the goals of the busin
What HR should aspire{to be*

Organisations are c@nsi s living entities.sAeh, they consist of the head and the
heart, which are t sfgnificant elements fikst for humans. The business leader is the
“head” of th tion while the HR leader is“heart”. The roles may be distinct yet

refore, capable of generatingaich A perfect balance in the organisation
IS pos hen these two elements (headchaad) work in perfect rhythm.

But a such goal can be a challenge. A 2@l@bal study jointly conducted by

consulting firm Deloitte Touche Tohmatsu and Theorigmmist Intelligence Unit showed

business leaders do not see HR as a key to pewategses. Only 23 percent of corporate
leaders see their HR departments as currently ngagt crucial role in coming up with a

corporate strategy that would have significant iotgan operating results. They do, however,
recognize people as a key intangible portion ofommany’s market value. But only 52

percent of HR leaders believe they are major coutors in shaping a company’s culture.
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On the other hand, there are several HR drivenesgcstories such as the case of Xerox,
which has since turned its HR practices and exqeedeveloped over the years into a number
of successful business services. These includeultors in such areas as employee
empowerment, employee satisfaction, performance agement, labour management,
motivation, reward and recognition, work-force dsity and sexual harassment. Capitalizing
on its core competency of document processing, Xetso started selling document-
management services and recommends technical swuttd support HRMS technologies.
Similar undertakings have also been adopted by atbrapanies like IBI\A, LewimStrauss and

Walt Disney Co.
The two-party game
®
The inclusion of HR into the strategic role is atparty game bétwe business and the
HR leaders. The more aligned are their objectiuds dc lities, the tighter will

be the bond. For example, the main objective ofrassile \MI be to maximise profit.

Vibrant, courageous and charismatic i Id look for similar characteristics in
their HR leaders as well. Being tftee rganisation, HR leaders would sometimes
the company, a Superhero with awesome

be expected to be tH&€aptain ”
strength, lightning-fast re ex% uncaaipijity to predict climate.

Six qualities for HR as & strate rtner

In order to brand HRjas st ic business partitierleaders would need to possess certain

gualities. Whilegpa or‘nplishments may be notdwopthe HR leader should focus on
future chall and business strategies. To aewat influential department, the leader
must ha ing qualities-

of thought and sense of direction HR leaders must be able to see the bigger

pieture and may work as one of the major growthreegyfor the organisation.

2. Business acumenThe word acumen meankeenness and depth of perception,
especially in practical matters.” Business acumen is thus, an art that may be
cultivated with regular practise. It is an art mking an insightful assessment of the
external business landscape with the keen awar@fdssy to enhance profitability

and then executing the strategy to deliver therddsesults.
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3. Patience In an interview for Fast Company magazine, S&akmer, chief executive
officer of Microsoft, emphasized the importance pmdtience for succeeding in
business. He explained that products and businges#sough three phasession,
patience, and executionAnd he said the patience stage is the toughebtnawst

uncomfortable.

4. Fairness In a turbulent global economy, the dilemma amtrey business and HR

fraternity continues especially in cases when thasibn is either.to in e in unfair
practices, implement short-term strategies andkgiixes, or to tak tieht, long-

term approach towards sustainable development.dgrhthere jssalway eedom of
choice, the consequences are usually correlatdtetpat r%e business or
HR chooses.

®
5. Self- discipline HR leaders will normally b fr d with sifioas requiring

negotiation. Self-control is the essencg o In his piece of work titled,
“The art of self-control a key u& hed by Harvard Business School
Publishing, author William Ur% of Harda Program on Negotiation)
states, When negotiating, es [y

the best strategy comes %d ting. Focus ommyr own objectives and how

you can best a e% step back from théuation as needed to gain
new perspective.ghe gr st obstacle is not thpamsition; it is ourselves’
6. Risk-taki

quite an

en discussions arenetionally charged,

.?Qisk taking is an integral part of business afel It is thus,

r HR leaders to take calculatesksiin dealing with people and
bottom line of the business.

Tra ifg HR into a strateqic business partner

We sometimes come across questions about whabtloeete steps are in turning HR into a
strategic partner. And the answer is quite simatejt lies with the‘individual’. As HR
leaders one must possess the six qualities. Sorte @fualities may be genetic, yet most of
them can be cultivated with diligent practice.

Singapore HR Awards

To commemorate the beginning of the marathon ofstaaming HR leaders inttstrategic

business partners, the Singapore Human Resources Institute (SHRA¥ introduced The
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Singapore HR in Singapore to mark successes amingtishments in the HR fraternity. The
Awards serve to confer distinct recognition to HRfpssionals and organisations as an
employer and employee champion to bring out thé thesugh sound and commendable HR
and people management practices. The judging ieriteclude innovation and creativity,
contribution to employee needs, contribution toihess needs, and contribution to industry
or national needs.

In conclusion

It has been justified time and again that people tre most critital €le t in an

organisation. Industry consultants, and those m lthalls of academia, R leaders

themselves have been instrumental in crafting anodavior HR — tha stQt gic business
partner, the role, where they contribute to the gany’s ongoing Succe
The mantra therefore, is either attaining strengthto impactithe s

&:8”&

or perish!
%
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