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5!!Changing HR operating models

A modern HR operating model:  
the world has changed 

The human resources profession is at 
a crossroads. As the global economy 
grows and technology has made 
organisations highly interconnected 
and transparent, what HR does has 
to change. 

We recently completed a series 
of major research studies on the 
organisation and structure of HR1 

and found that HR teams and their 
leaders are undergoing tremendous 
stress. While more than 90% of them 
claim to have a good handle on their 
budget, only 30% believe they have 
a ‘reputation for sound business 
decisions’, only 22% believe they are 
‘adapting to the changing needs of 
their employees’ and only 20% feel 
they are ‘adequately planning for the 
company’s future needs’.

What happened is simple: over the 
last few years talent has become 
the number one issue on the 
minds of most CEOs, so the HR 

function is being asked to lead the 
transformation of most companies 
towards a more engaged, high-
performing, well-aligned and highly 
capable organisation. And the 
number one issue CEOs still cite is 
a weak leadership pipeline – so HR 
must take ownership for this as well.

Over the last 30 years HR 
organisations have gone through 
several transformations, moving 
from an operational role (the 
‘personnel department’) to one 
of ‘HR as a service centre’ to 
one focused on ‘driving talent 
outcomes’. Most companies we 
talk with are somewhere between 
phases two and three in Figure 1, 
so they are heavily focused on 
building integrated programmes to 
attract and retain top people, drive 
a compelling employment brand, 
improve and align the performance 
process, and better manage and 
transform L&D.

Figure 1: The four phases of HR

1 Bersin by Deloitte, High-impact HR, http://www.bersin.com/Practice/Detail.aspx?id=17743

Josh Bersin founded Bersin 
& Associates (now Bersin by 
Deloitte) in 2004 to provide 
research and advisory services 
focused on corporate learning, 
leadership, talent management 
and HR technology. Today he 
is responsible for Bersin by 
Deloitte’s long-term strategy, 
research direction and market 
eminence. Josh is a frequent 
speaker at industry events 
and has been quoted on 
talent management topics in 
key media, including Harvard 
Business Review, Wall Street 
Journal, Bloomberg, Financial 
Times, BBC Radio, CBS Radio 
and National Public Radio. He 
is a popular blogger for Forbes.
com and has been a columnist 
since 2007 for Chief Learning 
Officer magazine. Josh spent  
25 years in product development, 
product management, marketing 
and sales of e-learning and 
other enterprise technologies at 
companies including DigitalThink 
(now Convergys), Arista 
Knowledge Systems, Sybase and 
IBM. Josh’s education includes a 
BS in engineering from Cornell 
University, an MS in engineering 
from Stanford University, and 
an MBA from the Haas School 
of Business at the University of 
California, Berkeley. 

Business-driven HR
(High impact HR)

Evolution of Human Resources and Enabling Technology

What we observed: The four phases
Changing drivers for transformation

Integrated Talent
Management

Operational HR

Personnel
Department

1 Control

2 Serve sta!,  
 automate

3 Attract, develop,
 manage talent

4 Support business
 directly and locallyE!ciency

Copyright © Deloitte Development LLC. All rights reserved

E"ectiveness

Responsiveness
and Agility

Digitalización y automatización



Regionalización



Autoservicio de empleados



El talento como factor clave de competitividad
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Source: Accenture (2016) A new blueprint for HR



Source: SHRM (2015) The Future of HR Project - CHREATE
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N = 120 profesionales RR.HH. 
de empresas donde existe este rol

Descripción de la muestra
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59%
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HRBP Directivos RRHH Otros roles RRHH

Future for Work Institute. (2022). El rol de HRBP en las empresas españolas
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Será un rol consolidado

El rol de HRBP en 2022 El rol de HRBP en 2025

¿Hace cuánto tiempo que existe el rol de HRBP en la organización?

Future for Work Institute. (2022). El rol de HRBP en las empresas españolas



Total empleados

Total equipo RRHH

Total empleados

Número de HRBPs

Número de HRBPs

Total equipo RRHH

87 332 606

46 63 111

56% 22% 20%

Future for Work Institute. (2022). El rol de HRBP en las empresas españolas
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¿Cómo enfocan el rol de HRBP las empresas españolas?

Future for Work Institute. (2022). El rol de HRBP en las empresas españolas
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¿A qué dedican principalmente su tiempo los HRBPs ahora y a qué lo dedicarán en 2025?

Talento/potencial/sucesión/carrera Gestión del cambio Desarrollo liderazgo Cultura y valores

Participación def. estrategia Experiencia emple. Gestión conflictos Adquisición talento

% de participantes que consideran el tema como uno de los cinco a los que principalmente dedican/dedicarán su tiempo



Empresas de hasta 1.000 empleados Empresas de más de 10.000 empleados
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¿A qué dedican principalmente su tiempo los HRBPs ahora y a qué lo dedicarán en 2025?

Talento/potencial/sucesión/carrera Gestión del cambio Desarrollo liderazgo

Cultura y valores

Participación def. estrategia Experiencia emple. Consultas managers

Planif. Estratégica de la fuerza de trabajo

% de participantes que consideran el tema como uno de los cinco a los que principalmente dedican/dedicarán su tiempo
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¿Cuáles son los principales desafíos a los que se enfrentarán los HRBP de aquí a 2025?

Future for Work Institute. (2022). El rol de HRBP en las empresas españolas



¿Cuáles son los principales desafíos a los que se enfrentarán los HRBP de aquí a 2025?

Future for Work Institute. (2022). El rol de HRBP en las empresas españolas



Conclusiones:

• HRBP: Un rol cada vez más consolidado en las empresas españolas.

• Distintas organizaciones entienden el rol de HRBP de diferentes maneras.

• Identificamos dos trayectorias: Estratégico o Facilitador.

• Principales desafíos: Evolución del rol con la organización y la anticipación al 
mercado  




