HR ARCHITECTURE & HR ADDING VALUE
DAVE ULRICH EXPLAINS THE ROLE OF THE HR BUSINESS PARTNER IN A DIGITAL AGE VIDEO:

https://www.youtube.com/watch?v=n_yfSJ151JQ


3 points of interest from the talk with Dave Ulrich

1. He believes he can't predict the future of where HR is going exactly, but believes that any job that involves assimilating and collecting information will be automated.
2. Talent has less of an impact on a company than how it is organised. -Very counterintuitive and not what I would have though at all.
3. Outsourcing of HR likely to falter in popularity. Instead it will be baked into organisations from the beginning, as opposed to tacked on later down the line.


David Ulrich on Bringing HR to the Table

https://www.youtube.com/watch?v=om-QOUNeWtM

Three Keys to Transforming HR
https://www.youtube.com/watch?v=V6y-9glrhqI

Overview of Ulrich’s Competency Model

https://www.youtube.com/watch?v=9BdjdgySzxE&list=PL8fZOI_bcsqmNssXBF9hqWejFlrc_QLfy&index=1


WHY OUTSOURCE IN HR? 
https://www.youtube.com/watch?v=76NobD3dOIQ
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~ Look at the description of the case set out below, Then decide on the recommendations that

you would make as an HR manager for dealing with the issues raised.

Megaco is a service company based in Britain
but with substantial overseas investments. it
has been through a radical and massive
downsizing process stretching across several
years in order to cut costs. The company
began with some 200,000 employees, mostlv
in Britain, but now only employs around half
of that number. In the process it has lost
many very experienced and well-trained
people with a lot of understanding about
their complex industry. Now that the process
is nearing completion, there is very real
pressure on the HRM department to downsize
too, and to cut costs. The company’s HR
‘function has long been very traditionaily
structured and organised. Sub-departments
within the HR department (recruitment,
payroll, employee relations, training and
ather sub-departments) alt reported up to the
top of an organisational pyramid that ended
with the Head Office HR department and
ultimately the HR director.

Decisions were taken at board {evel

"drastically to reduce the size of the

department. Many HR functions were
devolved to mid-level managersfor the first
time. This enabled senior management to
reduce the HR department and to focus the
remaining HR professionals on ‘lines of -
business’ (ie different key products and
services) rather than the HR functions
(recruitment, training, etc) to get HR
professionals reporting to the heads of these
lines of business, not to Head Office HR and
also to co-ordinate HR through ‘centres of
excellence’. These ‘centres of excellence’ are
loose electronically connected groups of
experts in each HR area who can respond

creatively to difficult problems and come up
with new ideas. All relatively straightforward
transactional work such as payroll, providing
information on rates of pay, pensions and so
on was to be outsourced to consultants. To
facilitate all of this, the company bought
expensive electronic information systems.
Large numbers of HR people left as a result,
disliking the changes. In fact, \(ery few
redundancies had to be made in the HR
function because many left anyway.

There are now a number of problems as a
result of this restructuring of the HR function.
Many of the middle-level line managers are
not happy with what has happened. They now
have to deal with HR issues themselves,
something they have not been trained for,
and they feel they have to tearn by costly-and
stressful trial and error. Meanwhile, the HRM
department has the wrong skill set for the
new roles it is being askedto perform. Many
people in the company make cynical jokes
about the ‘centres of excellencé’: In"addition,
it is widely rumoured in the company that
consultants are working quite hard to getinto
positions where they can win large new
contracts for advising middle-level managers.
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