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Leverage the Council’s HR Business Alignment Tool

Step 2: Assess HR Staff for Skill Gaps
Determine development needs using the Council’s HR Business Alignment Tool

Source:	 Corporate Leadership Council research.
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Strategic Partner
•	Create opportunities for your HRBPs to present new HR 

strategies to senior leaders in the organization
• Work with a line manager to identify and implement a new 

program that addresses a business-unit specific challenge

Council-Specific Resources Available
• “HR Management and Strategy” decision support center
• “Business unit HR Strategy Process Guide” on HRBP Portal

Business Skills
• Creating opportunities for your HRBPs to work on cross-

functional teams to broaden their business exposure
• Creating opportunities for your HRBPs to manage the 

relationships that you might have with existing vendors

Council-Specific Resources Available
• “Project Scope Template” on HRBP Portal
• “SCAMPER” on HRBP Portal

Step 3: Target HRBPs’ Greatest Skill Gaps
Access the Council’s HRBP portal to support HR Business Partner development

Council Resources Available to Sue Walker
In addition to the feedback provided within the report, HRBPs are  
encouraged to access additional development resources available  

to Council member organizations at www.clc.executiveboard.com.

Develop HRBPs with Council Support

Access the HRBP Portal for 
best-in-class tools and templates.

Participate in HRBP Discussion 
Forums to network with HRBPs 
on specific challenges.

Sign-up for Corporate 
Leadership Council Alerts on 
particular topics of interest.

Use the Council’s Decision 
Support Centers to upskill on 
particular topics.

Join Council Teleconferences 
on particular topics of interest.

Benchmark your organization 
against others in the industry.

Use graphics from the Council’s  
Graphics Database in internal 
presentations.

Leverage the Council’s  
Roadmaps to aid in 
implementation of new programs.

Use the Council’s 
Communication Tools for 
internal presentations on specific 
topics.

Driving Employee 
Performance and 
Retention Through 
Engagement

Source:	 Corporate Leadership Council research.
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The CLC HR Business Partner Portal
Providing implementation support fosters improved HR business partner performance

The HR Business Partner portal is available to all members of the Corporate Leadership Council. This rich set of online resources provides HR Business Partners (HRBPs) 
with proven tools, insights, and peer networks to improve HRBP effectiveness and accelerate the implementation of their most critical projects.

DERF 07-2244

Catalog # CLC181V8ZD

Title
Business Partner Effectiveness Audit brochure/
merchandiser

Source:	 Corporate Leadership Council’s HR–Line Support Effectiveness 
Survey; Corporate Leadership Council research.

Corporate Leadership Council

Search
HR Business Partner Portal
Improving HR Business Partner Effectiveness
and Organizational Impact

Home / Decision Support Centers / HR Business Partner Portal

Personal Productivity
Tools and Templates

Relationship Management
Strategies and Resources

Connect with
HRBP Peers

•	 Problem Diagnosis and 
Solution Design

•	 Business and Financial 
Analysis

•	 Business Case Development

•	 Communication Strategy

•	 Presentation Development

•	 Project Management and 
Implementation

•	 Partnering with Line 
Executives

•	 Partnering with Other Line-
Supporting Functions

•	 Partnering Within HR

HRBP Discussion Forum/Join 
Forum

Related HRBP
Support Resources

Topic-Specific Resource 
Centers

Industry-Specific Resource 
Centers

Geography-Specific Resource 
Centers

Business Insights Center

Function-Specific Resource 
Centers

HRBP Management Resources

Core Project Support

•	 HR Strategic Planning

•	 Workforce Planning

•	 Organizational Design

•	 Succession Management

•	 Mergers and Acquisitions

•	 Change Management

Decision Support 
Center Contents

Overview

Personal Productivity 
Tools and Templates

Relationship Management 
Strategies and Resources

Connect with HRBP 
Peers

Core Project Support

Related HRBP Support 
Resources

Decision Support 
Centers

•	 Aerospace/Defense 
Industry

•	 Attraction and 
Recruiting

•	 Automotive Industry
•	 Building/Construction 

Industry
•	 Chemical Industry
•	 Energy Industry
•	 European Showcase
•	 Executive 

Search

The HR Business Partner portal supports 
HRBPs in the key challenges of their role…

Key Sections of HRBP Portal

…through a robust set of best practice 
resources to improve HRBP performance

Sample HRBP Portal Resources

Business and Financial Analysis

Business Case Development

Relationship Management and Influence

Communication Strategy and 
Presentation Development

Problem Diagnosis and Solution Design

Project Management and Implementation

HR Strategic Plan Development

Online Discussion Groups

Communication and 
Presentation Templates

Sample Business Cases

Problem Solving and Analytical Frameworks

Financial Analysis Tools and Templates

Customizable PowerPoint  
Presentations and Graphics

Implementation Roadmaps

For more information on the HR Business Partner portal, please contact Sari Levine at slevine@executiveboard.com or +1-202-777-9583.
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Appendix
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Development Experiences
On-the-job training experiences are most important across all development activities

Maximum Impact of Development Experiences on Competencies 

Development Experiences

Competencies Development Experiences*

Business Acumen
•	 Work on cross-functional teams—7% 
•	 Analyze external market conditions—6% 

Innovation
•	 Identify business problem in business unit—14% 
•	 Work on projects that involve difficult trade-offs—14% 

Presentation 
•	 Lead the development of a new HR initiative—31% 
•	 Lead the implementation of a new line initiative—13% 

Recordkeeping
•	 Work on data-intensive line project—21% 
•	 Take formal coursework—13% 

Transactional Knowledge
•	 Work on change management initiative—7% 
•	 Communicate to line managers about new HR initiatives—7% 

Interpersonal Skills
•	 Manage competing personalities—5% 
•	 Resolve interpersonal conflicts—5% 

Leadership
•	 Identify human capital challenges in a business unit—17% 
•	 Propose alternative solutions to business unit problems—12% 

Metrics Use and Creation
•	 Analyze business unit data—13% 
•	 Track changing employee data—4% 

Workforce Management Knowledge
•	 Customize and deliver HR strategies for a business unit—6% 
•	 Work on a merge, acquisition, or divestiture—7% 

Conflict Resolution
•	 Meet with line managers on status of employees—30% 
•	 Learn how different parts of the business work together—24% 

Source:	 Corporate Leadership Council research.1	 The maximum total impact is calculated by comparing two statistical estimates: the predicted impact when an HRBP scores 
“high” on a driver and the predicted impact when an HRBP scores “low” on a driver. The effects of all drivers are modeled 
using a variety of multivariate regressions with appropriate control variables.
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Definition of Terms
Competencies

Knowledge

Business Acumen—Refers to the ability to use insight of the organization’s internal and the external 
business environment to improve the human capital outcomes that affect business unit performance

Transactional Knowledge—Refers to the ability to use knowledge about legal and HR processes 
to solve HR problems.

Workforce Diversity—Refers to the ability to use workforce diversity knowledge to help solve 
problems related to racial, ethnic, gender, religious, political, or other relevant divides between people

Workforce Management Knowledge—Refers to the ability to use HR knowledge on engagement, 
performance management, and attraction at the business unit level to provide strategic solutions 
to human capital problems

Skills

Interpersonal Skills—Refers to the ability to reconcile different interests to solve an HR problem

Conflict Resolution—Refers to the ability to resolve conflicts between employees

Innovation—Refers to the ability to customize or implement HR solutions to human capital problems 
in creative ways, or to craft new HR solutions

Leadership—Refers to the ability to persuade line managers of the need for new or existing HR 
programs by taking a leadership position

Metrics Use and Creation—Refers to the ability to develop and use metrics to make the business case 
for HR programs, to align HR strategy with corporate goals, and to assess and justify the performance 
of HR programs

Presentation—Refers to the ability to make presentations on HR programs and processes

Recordkeeping—Refers to the ability to keep accurate organizational and individual employee records

Line Interactions

Arguing for Specific Solutions—Refers to arguing on behalf of a specific solution for a specific 
problem

Articulating a Strong Point of View—Refers to taking a stand on an issue
Being Prompt—Refers to being prompt in all communications with managers
Being Responsive to Feedback—Refers to responding to feedback from line managers
Being Sensitive to Your Time Needs—Refers to taking time needs of managers into 

consideration when communicating HR programs and processes
Bringing Accurate Information—Refers to having the most accurate information at hand in 

meetings with line managers
Communicating Business-Relevant Information—Refers to ensuring information in HR 

communications that have business information that is relevant to the business
Communicating Organizational Standards—Refers to communicating standards around 

organizational policies and procedures
Completion of Predefined Objectives—Refers to completing objectives on HR projects defined 

in advance
Creating Business Cases—Refers to creating the business case for a specific program
Following up on Recommendations—Refers to following up on recommendations made to line 

managers
Getting to the Right Solution—Refers to finding not only a solution, but the one that is likely to 

lead to the right answer
Maintaining an Enterprise Viewpoint—Refers to maintaining an overall view of the organization 

when communicating with line managers
Maintaining Integrity—Refers to maintaining your belief in what is important in your 

communications with managers
Setting Expectations—Refers to setting expectations about HR programs
Setting Service Expectations—Refers to setting service delivery expectations around HR 

products and processes
Tailoring Solutions to Meet Business Needs—Refers to tailoring center-led initiatives to meet 

the specific needs of the business unit
Using Business Language—Refers to using business speak in your daily communications
Using Business Performance Data—Refers to using data in communicating the value of 

HR programs
Using Data-Driven HR–Business Insights—Refers to using data when making an argument 

about an insight related to HR and the business

Source:	 Corporate Leadership Council research.
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