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Abstract 

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. Over the last 30 years HR operation model has 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’. The core of high-impact HR today is creating model with focus on business value drivers and see itself as a strategic 
partner.   
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1 Introduction  

HR operation model and way how managers are evaluating 
performance in HR can tell to us if HR is playing strategic 
role and able to be a business partner in company. Many of 
HR managers understand high strategic value of their 
department or at list people management function. But 
problem is that CEO and other managers don’t believe in 
high impact of HR unit in business success. The worse 
situation is that many of CEO’s really believe that people is 
the most valuable assets in business but they just can’t find 
out – how HR activity can turn this idea from statement to 
practical implementation. 

The main issue is that it is difficult to evaluate HR 
impact on business result. Indicators, which usually 
company use for evaluating HR function give information 
about quality of service – cost for hiring, time to fill up 
position, number of employees successfully went through 
evaluation process, turnover of employees, amount of cost 
for salary. But if we will think about characteristics, which 
are critical for successful implementing competitive strategy 
of the company maybe it would be – engaged and skilled 
employees, ability to learn and adjust to the market, impact 
of the HR in value drivers of the business, in other words be 
strategic partner. 

But to recognize this potential, HR managers should 
understand strategy of company and business operation 
model, recognize value drivers of the business. Such 
understanding will help them to realize the consequences for 
people management activity and priorities. HR managers 
should change their approach from “down to top” to the 
downward perspective. Also they need to have new system 
of evaluation, which help them to show their impact on the 
most important indicators for CEO’s, as profitability, 
market value of the company. 

It means that HR manager should change their paradigm 

about role of HR function and HR operation model, to be 
able to create and develop themselves as business partners.  

On the x-axis Figure 1 displayed level of agreement HR 
operating model with the principles of the highly efficient 
system of working. Company was evaluated from 0 (the 
lowest level of development HR model) to 100.  

 
FIGURE 1 HR as a source value creation [2]  

We can see that the return on investment in the HR 
model is not a linear function. Companies in this sample 
displayed by the three different situations as their HR model 
increasingly focused on efficiency. Companies that go from 
0 to 20 percentile, noted a significant increase in efficiency. 
At this point, the model is transformed from a barrier to the 
implementation of the strategy in an asset with a neutral 
influence. HR here is creating value just because it is not any 
more a problem. Very often HR managers and CEO’s are 
stopping on this stage, especially that further development 
doesn’t give valuable feedback. It mean that company never 
will become something more than average on the market. 

Finally, companies that have gone on, not only 
developed good practices of personnel management but also 
integrated HR model with business strategy. 
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2 Conclusions  

HR operating model can become competitive advantage and 
bring company on another level of achievement and 
development. Task of HR managers and CEO’s to change 
their paradigm of thinking about people management and on 

practice implement awareness of the crucial importance of 
people in business success. From the HR manager need not 
only the possession of human resource management 
technology but also expertise in the business environment. 
Ability to answer on question - how HR activity is driving 
company in implementing its strategy? 
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