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| found most compelling in a recent survey was the list of the Top 10 HR Best Practices that produced the highest
impact ratings out of all of the 140 HR practices and features that Bersin evaluated. See if you agree with this list:

1.

Structured governance and business case development (HR impact opportunity — 39%). From
Bersin: “Building a business case requires a clear understanding of the business or businesses that HR
serves, as well as working relationships with all business leaders. HR can achieve both by involving
business leaders in the planning processes and governance. This involvement also helps to ensure
business alignment and, as a result of that alignment, business buy-in and support.”

Developing advanced workforce planning capabilities (HR impact opportunity — 28%). From
Bersin: “High-impact HR organizations incorporate sophisticated forecasting and workforce analytics
into their processes. This enables them to translate company-wide talent, business data and external
workforce segment data into workable insights that they can use and share with business leaders.”
Implementing the “right” HR philosophies (HR impact opportunity — 27%). From Bersin: “High-
impact HR organizations tend to commit themselves to creating work environments that enable
employees to thrive both as individuals and as contributors to business success. They strive to create
positive employee environments, and clearly communicate these expectations in the HR philosophy and
mission. The most effective philosophies focus on fostering innovation and collaboration, or creating the
best place to work, while the least effective philosophies focus narrowly on efficiency or cost-cutting
efforts.”

Reducing administrative work for HR business partners (HR impact opportunity — 25%). From
Bersin: “Many HR functions have a role that is a liaison between the HR function and business leaders.
The specifics of this role vary widely. High-impact HR organizations use it to advise senior business
leaders, focusing on decision support, workforce planning, leadership development and executive
coaching. By enlisting the right person, HR can improve its credibility across the enterprise, improve
working relationships with business leaders, cultivate mutual understanding and gain influence. When
this role is implemented poorly, with more focus on administrative duties and taking orders, our
research found that it can actually reduce an HR function’s ability to work effectively and efficiently.”
Implementing flexible HR organization design (HR impact opportunity — 20%). From Bersin: “High-
impact HR organizations are flexible and agile. Like earthquake- proof buildings, they are structured to
allow adaptive movement if the ground shifts. No overall HR structural model (centralized, decentralized
or a combination of the two) in itself emerged as a predictor of HR success. But certain structural
features do lend themselves to areas of excellence. One feature that we found to be universally
valuable was flexibility. Fancy organization charts and designs are fine — provided that you also have a
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culture which recognizes the need to adapt structurally when business needs and challenges change,
as well as an HR staff that is capable of making those changes.”

6. Improving employee-facing HR systems (HR impact opportunity — 19%). From Bersin: “The most
significant contributions to the overall effectiveness of an HR function come from community-building
and self-service elements. Knowledge-sharing portals, web-based recruitment tools and management
dashboards let various HR stakeholders and clients find what they need when they need it. HR
functions with user-friendly client systems are regarded as twice as effective and efficient as functions
that do not invest in this advantage.”

7. Measuring both HR operational and business metrics (HR impact opportunity — 19%). From
Bersin: “Measurement strategies in high-impact HR organizations have evolved to ensure efficiency,
effectiveness and business alignment. Such strategies incorporate both operational measures by which
to manage the HR function and strategic people measures to support crucial business decisions.”

8. Developing internal HR skills (HR impact opportunity — 13%). From Bersin: “As they focus on
programs to develop employees company-wide, HR organizations often neglect the development of
their own team members. This is a mistake. The world of HR solutions is constantly changing. High-
impact HR organizations must invest the time and money needed to ensure team members’
competence grows in such disciplines as change management and relationship management. Efforts
must also focus on developing team members’ business acumen, industry knowledge and command of
current best practices in all areas of talent management, as well as the use of social networking tools
and other HR technology.”

9. Improving line manager capabilities (HR impact opportunity — 10%). From Bersin: “A common pitfall
for many HR functions is the attempt to meet the needs of every stakeholder directly, thereby spreading
limited HR resources very thinly. High-impact HR functions have prioritized the focus of their HR
resources on building the capabilities of their line managers. This decision allows them to work in
partnership with their line managers, versus trying to work around line managers who may be
incompetent or ill-prepared.

10. Outsourcing HR services strategically (HR impact opportunity — 10%). From Bersin: “High-impact HR
organizations use outsourcing to enable their internal teams to focus on things that cannot be outsourced,
such as building business relationships and developing custom solutions for business managers. These
organizations outsource areas that can be improved through economies of scale, or which require global
coordination and expertise. What an organization outsources often depends on its level of maturity.”
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