Business Partner – HR (HRBP)

JOB DESCRIPTION/ROLE PROFILE
	Job Title:
	Human Resources – Business Partner (HRBP) 


	Grade:
	CB5

	Department:
	Human Resources
	Post no.:
	

	Directorate:
	Corporate Services 
	Location:
	Perceval House

	Role reports to:
	Head of HR Consultancy Team 

	Direct Reports
	HR Consultants, other members of the HR Consultancy Team

	Indirect Reports/Contacts:
	Corporate Director

Directorates’ Managers and Heads of Departments

Other managers and teams within the HR and OD Department; Project Teams; HR Shared Service Centre (SSC)

Other key contacts: Managers/Staff across the Council; as appropriate; External Bodies; Trade Union and Employee Representatives


	This role profile is non-contractual and provided for guidance. It will be updated and amended from time to time in accordance with the changing needs of the council and the requirements of the job.


	KEY ACCOUNTABILITIES:

Partnering

1. Establishing effective partnering arrangements with directorates, to ensure open and continuous dialogue that promotes understanding of their business needs and priorities in the context of the Council’s overall corporate and HR goals and strategies 
2. Providing leadership and guidance to directorates in HR matters so that their awareness of quality benchmarks and best practice informs their decisions to improve on their current performance against best practice standards

3. Working collaboratively with key stakeholders and HR consultants in particular to foster constructive relationships with directorates, departments, and schools to achieve solutions and ensure the core HR function adds value to the Council and the community it serves

4. Championing customer requirements within the HR and OD department and HR Shared Service Centre (SSC), ensuring these are represented in the development and implementation of the Councils HR strategy, and consistent with the equalities, health and safety, code of conduct and other HR policies

5. Building and maintaining effective relationships with managers, employees, trade union and employee representatives, and external parties and suppliers

6. Supporting change management within directorates using proven techniques and methodologies and advising on people management aspects

Business Value

1. Responsible for clarifying and defining the directorates’ HR and people management requirements in relation to the impact of HR practices on the directorates’ business goals  

2. Defining HR measures and performance indicators in alignment with directorates’ business measures and performance indicators, and ensuring that recommended and deployed initiatives are directed at optimising these performance areas

Change Orientation

1. Provides directorates with guidance required to understand the need for change, to identify their change requirements, and to encourage continuous improvement
2. Proposes ways for directorates to improve people management and will, if necessary, challenge the status quo to produce improvement
Setting Direction 
1. Liaising with external professional bodies and networks to ensure advice to directorates are current in all aspects of HR strategy and policy 

2. Advising directorates on their oversight of service level agreements (SLA) with external agencies and consultancies providing HR support 

3. Ensuring directorates are appraised of legislative and policy requirements concerning the full range of HR services including organisation design, executive performance appraisals, promotions, job-rotation, specialist appointments, occupational health and flexible working

Staff Wellness and Occupational Health

1. Collaborating with the Well-being Consultant to support the directorates’ commitment to staff wellness and occupational health and to implement wellness and effective return-to-work programmes that contribute proactively to reduced retirements due to illness, shortened lengths of staff absences, reduced accidents and illness incurred at work and improved resourcing levels   

2. Liaising with HR Service Ealing to ensure effective and timely transactional support for Occupational Health case management so that directorates have the best possibility of managing sick absence levels, return to work programmes, and workforce resourcing accordingly to the workforce plan

Project and Work Management

1. Collaborating with HR Consultants to design and implement the Directorates’ workforce strategy and plan, and other people management projects that align with the Directorates’ business priorities, operating environment and issues, and strategic goals

2. Contributing to the successful launch, progress and completion of projects in particular those initiated for customer directorates meeting agreed milestones and targets and accordingly to schedule
3. Representing the Head, HR Consultancy Team, where assigned, in meetings, at working groups and with stakeholders both internally and externally

4. Providing high quality advice and information to directorates on all areas of people management in a timely and consistent manner to support their effective delivery of business objectives

Working in Teams

1. Working in a matrix management arrangement with other staff within the HR Consultancy Team and HR and OD department

2. Contributing to other projects and tasks requiring a people management input and leading or contributing to inter-departmental projects and working groups as required

3. Attending and contributing to customer departments’ management team meetings as required

4. Contributing to a positive and constructive environment in the HR Consultancy Team and as part of the HR & OD Department

Professional and Career Development
1. Responsible for maintaining own continuous professional development (CPD) and knowledge of ‘best practice’ in the HR & OD field.  

2. Identifying CPD opportunities for and sharing best practice with others in the core HR function

3. Contributing to the practice of internal consulting and facilitation drawing on best practice and proven methods and techniques to ensure the Council’s directorates and schools have a competent and reliable consultancy service to meet their needs

Managing self

1. Continuously improving own knowledge of people management practice and strategy, benchmarking, knowledge management, and technology

2. Continuously developing understanding of the business operations of the directorates and schools, and the needs of all customer groups

3. Continuously strengthening effective interpersonal and leadership skills

Communication 

1. Running workshops/briefings on people management issues, new policies, and project progress as required

2. Producing regular briefings on all aspects of HR and people management for customer directorates, departments

3. Keeping the Head, HR Consultancy Team well informed of policy, standards and issues requiring solutions arising from the work with directorates and schools and corresponding interventions

4. Liaising with internal and external stakeholders as appropriate and conduct consultations with Trade Unions to support the business objectives of directorates/departments

5. Producing presentations and reports as per agreed terms of reference and schedule, and otherwise as required, and representing the Head, HR Consultancy Team in meetings and presentations to directorates, and to other parts of the Council as assigned

Customer Engagement & Employee Relations

1. Holding regular meetings with customers to review people management practices, and to communicate best practice, benchmarks, and HR policies and procedures

2. Encouraging the practice of knowledge sharing to improve and embed effective people management practices within customer directorates/departments and schools

3. Leading and contributing to solicitation of feedback from, and consultations with, customer directorates/departments and schools to increase understanding and commitment to solutions and best practice

4. Promoting effective employee relations by deploying appropriate employee engagement strategies and maintaining effective relationships with managers, employees, trade union and employee representatives

5. Representing the views of customer directorates/departments in the development and implementation of HR policies and practices

Core Requirements

1. Contribute to the development of HR Business and Service Plans, ensuring the plans are delivered and that performance indicators are met

2. Contribute to the successful delivery of the HR ‘Fit for Business’ Programme, including the transition to the HR service centre (HR SSC) and developments at the core HR function

3. Working collaboratively with HR and OD colleagues, ensure the core HR function makes a valuable contribution to the Council and the community it serves
Additional Requirements

4. Any other duties appropriate to the post and grade



	KEY PERFORMANCE INDICATORS:

· Effectiveness of partnering with, and delivery of consultancy support to, allocated customer department/directorate (measured by annual customer survey and indirect indicators such as achievement of improvement targets corresponding to areas supported)

· Effectiveness of specialist support (measured by customer satisfaction of people management issues addressed/problems solved using post-case management/problem resolution survey)

· Compliance with corporate standards in relation to people management issues (measured by recorded exceptions and BVPI people measures)

· Delivery of projects to time, cost, quality

· Satisfaction with recommended and deployed programmes and interventions (measured by volume/% participation and survey to determine satisfaction in ‘relevance’ and ‘benefit’)

· Staff Wellness and Occupation Health (measured by sick absence levels, returns to work rate, staff resourcing levels)

· Contribution to Team Climate and Effectiveness (HR Consultancy Team peer and team review)



	KEY RELATIONSHIPS (internal & external):

· Head, HR Consultancy Team

· HR Consultancy Team and HR and OD colleagues

· Colleagues in HR Service Ealing

· Support departments

· Line Managers/Staff in customer departments/directorates and schools

· HR Service Ealing Managers and Staff

· External providers/consultancies

· Local Government networks and employer bodies

· CIPD & PPMA (Public Sector People Manager’s Association - formerly SOCPO)

· Trade Union/Staff Representatives


	AUTHORITY LEVEL (people, policy, financial):

· Professional contribution to direction in the HR Consultancy team as directed by Head, HR Consultancy Team, and involved in people management on a 'matrix' management basis

· Contribution to corporate HR and OD strategy and corporate HR policy development

· Representing Head, HR Consultancy Team in dealings with directorate managers and stakeholders

· Interpreting and determining matters of HR policy and exercising discretion in determining often complex and sensitive matters outside of established policy framework

· Determining solutions to assigned directorate(s) complex people management matters



	PERSON SPECIFICATION:

Essential knowledge/skills:  
1. Knowledge and understanding of HR and relevant employment legislation including equality and diversity issues

2. Knowledge of HR standards, benchmarking and performance indicators

3. Knowledge of organisation and executive development methodologies 

4. High level of interpersonal, influencing and presentation skills

5. Strong business awareness/knowledge of operational management issues
6. IT and project management skills
Essential experience:

1. Significant HR management experience with a proven track record developing and implementing innovative people management solutions at an operational, tactical and strategic level within a complex environment

2. Experience of working within a ‘matrix’ environment

3. Experience of internal consultancy and business partnering

4. Track record of using people management solutions to deliver measurable improvements in service delivery and to meet business objectives

Preferred knowledge/skills/experience:

1. Knowledge of statistical reporting and research techniques

2. Experience of e-HR systems and knowledge management
3. Significant HR management experience with a proven track record developing and implementing innovative people management solutions at an operational, tactical and strategic level within a complex unionised environment



	ESSENTIAL QUALIFICATIONS:

1. Degree level or equivalent

2. MCIPD or equivalent

3. Evidence of continuous professional development

4. Formal management training/management development




	COMPETENCIES - (Level 1 - basic, through to, 4 - expert)
1:  Basic 

2:  Performing 

3:  Advanced 

4:  Role Model/Expert 

1. Role requires a generally low level of competence. It may only require an awareness of this competency, or may provide experience to operate at a higher level.

2. Role requires a moderate level of competence, the ability to cope with standard problems/common situations, and competence at day-to-day application.

3. Role requires a high level of competence, the ability to cope with unusual/non-standard problems and issues, and awareness of alternative options and approaches to situations. Requires ability to guide or advise others in this area and is able to look ahead and anticipate future needs.

4. Role requires an exceptional level of competence and advanced application. Requires ability to develop innovative approaches, stretch others’ thinking and challenge them to excel by setting exceptional standards.




	
	State Level
	
	
	State Level

	Leading in the Organisation

(For Managers Only)
	3
	
	Working in Teams


	3

	· Leads change and ensures effective implementation through programme and project delivery
· Provides direction for the organisation and individual departments
· Gains commitment from stakeholders to the vision, strategy and the resources required

	
	· Co-operates with others, by working together, supporting and influencing colleagues, and being a part of a range of teams as appropriate. 
· Shares information with colleagues and partners to enable them to carry out their role more effectively


	Managing People and Business (For Managers Only)
	3
	
	Managing Self
	3

	· Manages the performance and development of all staff who report to them in a way that supports the Ealing vision and values. 
· Encourages and supports staff and colleagues to develop to their full potential.  
· Demonstrates sound financial, business and resource management
	
	· Effectively organises self and projects as required, using Ealing systems, processes and policies. 

· Can describe own strengths, development needs, impact and approach. 

· Takes personal responsibility for own role and own development as a result

	Communication
	4
	
	Customer focus
	4

	· Uses clear language that can be understood by mixed audiences

· Communicates effectively (speaking, listening, in writing and when presenting) as required

	
	· Actively seeks to identify, understand and give priority to meeting customer requirements

· Acts to promote understanding and constructive relations between customers (external or internal), partners and Trade Union staff representatives

	Job expertise
	3
	
	Change orientation
	4

	· Has the necessary technical and professional knowledge and expertise, and uses it effectively

	
	· Looks for and proposes ways to improve service and will, if necessary, challenge the status quo to produce improvement 

· Shows initiative, and adapts to change requirements, by continually striving to improve processes, activities, and own performance



	Results focus
	4
	
	
	

	· Sets and delivers stretching targets, in line with the Corporate Plan & Priorities and with the Council’s standards and procedures

· Seeks and takes responsibility for enhancing performance

· Does what is necessary to achieve the required output, rather than just performing a set of tasks
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