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HR Model Overview

Vision and Goals

HRedefined Vision

To create and sustain a contemporary HR organization, committed to operational excellence,
fostering a customer-centric culture, prioritizing superior employee experiences to attract and
retain top talent, and ensuring transparent, accessible HR communications

Goals

Create a modern and efficient HR function to promote operational excellence
Foster a customer-centric culture throughout HR

Elevate the employee experience to better attract and retain top talent

Enhance communication to increase transparency, understanding, and access
to HR information
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HR Model Overview
Approach

In order to achieve the above goals, USC will:

Deploy experienced HR professionals to colleges, schools,
administrative units, and system institutions to enhance and elevate
the delivery of HR services and support consistency throughout the
system

Create a network of HR professionals that will provide formal and

informal opportunities for HR professionals to share their knowledge,
experience, skills, and best practices

Elevate the strategic nature of the central functions to provide a
higher levels of HR service through Expert Teams

Gain efficiencies and improved analytics through a focus on HR
infrastructure
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HR Model Overview
HR Business Partner Model

The HR Business Partner Model

e The HRBP model is a strategic approach to human resources management, where HR professionals work
closely with business leaders and key stakeholders to align HR practices with organizational goals and
objectives.

¢ |n this model, HRBPs are actively involved in shaping people decisions, driving organizational change, and
ensuring talent management is aligned with overall unit strategy.

The Role of an HR Business Partner

The HR Business Partner (HRBP) is responsible for the following:
¢ Aligning business objectives with employees and management in designated units

e Fostering and developing relationships across the HR function to deliver value-added service to
management and employees that reflects organizational objectives
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HR Model Overview
HR Business Partner Model

Key Benefits of the Model

Consistency. The model creates opportunities for greater evenness and consistency of HR service delivery
across the institution

Strategic Alignment. The model enables HRBPs to tailor HR practices in alignment with the unit’s goals
and challenges

Consultative Role. HRBPs serve as consultants and advisors to leaders on topics related to people, culture,
and performance

Proactive Problem Solving. HRBPs are able to proactively anticipate and address potential issues or
challenges

Empowerment. HRBPs are empowered to make decisions more quickly in alignment with clearly
communicated institution policies, practices, and guidelines.

Network of HR Practitioners. The HRBP model provides opportunities for HR practitioners across the
institution to regularly share information, best practices, and ensure alignment in institution-wide approaches
to promote consistent HR service and delivery

Professional Development and Growth. The HRBP model will provide clear career paths and
opportunities for growth within and across USC, allowing HR practitioners to learn, grow, and expand their
skills and knowledge
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HR Model Overview
HR Business Partner Model

How Will this Impact Current HR?

e The intention of this model is to elevate HR service delivery and support human resources as a profession at
USC

— The goal is not to eliminate jobs, but rather create consistency and develop HR career paths with clear
opportunities for growth and upward mobility

— Positions may look different as HR responsibilities are shifted and consolidated to full HR-focused roles
that are not split between non-HR functions

— Consistent expectations and accountabilities will be important; however, there is no one-size-fits-all
solution for every unit, and the need for some measure of flexibility is apparent

e Those interested in the HR Business Partner role will need to apply and go through an interview process,
consistent with USC and best practices

e The Division of HR will also be enhancing and elevating their services
— The formerly discussed “Centers of Excellence” will instead be referred to as “Expert Teams”
— The Expert Teams will be offering more strategic services and partnering with the HRBPs and HRBP Units

e Comprehensive institutions will have dedicated HRBPs that will benefit from greater connections across the
system; however, unique institution needs will still be met

Segal

7



HR Model Overview
Update

USC Human Resources

HR Infrastructure Expert Teams HR Business Partners
HR Administration i HR Business Partners
and Well-Being

Compensation
Strategy

E.;@ HR Service Center

HR Data Analytics and
Technology

Employee Relations

Talent, Culture, and
Organizational
Development

Talent Acquisition
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HR Model Overview

HR Business Partner Role vs. a Function vs. a Capability

An HR Business
Partner is an individual
responsible for all HR
activities within a
specific business
unit or division.

Source: https://www.aihr.com/blog/hr-business-partner-

model/#:~:text=The%20HR%20Business%20Partner%20model%20is%20a%20framework %20for%20organizing,the %20UlIrich%20(HR)%20model.

Business Partnering
as a capability

Business
Partnering as a
function

HRBP
as a role

This involves the entire
HR department
possessing the skills
and strategies needed
to effectively align HR
services with business
needs.

This refers to HR roles
that focus on translating
business challenges
into HR solutions at
various levels within
the organization.
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HR Model Overview
HRBP Groupings
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HR Model Overview
Phased Approach

These phases have continued to evolve based on new information and other factors.

v 9... v

Phase 1 . Phase 3
Group 1 — Sr. Leadership, et. al. Group 2 — Provost’s Office Group 6 — Athletics
Group 3 — Division of Admin & Group 4 — Division of Admin & Group 9 — Honors College, Social
Finance 1 Finance 2 - Work, Music, Libraries,
Group 5 — Student Affairs Group 11 — Schools of Medicine ~ Information and Communications
Group 7 — Business and HRSM Group 12 — Law and Engineering Group 10 — Education, Nursing
Group 8 — Pharmacy and Public Group 13 — Arts & Sciences Group 16 — Beaufort

Group 15 — Upstate - Union
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Implementation Planning Team Updates

In Progress

The implementation planning effort has involved six teams who meet every two weeks. These teams are
commissioned to develop detailed plans in the following areas:

Strategy and
Change Management
Providing overall strategic
oversight of the teams, including
discussion questions raised by
others. Developed
communications plan.

Facilities
Reviewing and identifying
space needs, challenges, and
potential costs.

People
Developing job descriptions
for HRBP (Columbia and System
Institutions), HRBP Leader, and
HRBP Unit positions.

Process and Policy
Identifying processes and
policies that are impacted by the
model.

Finance
Identifying and projecting
personnel and non-personnel

costs associated with the model.

Technology

Identifying opportunities to
leverage and/or expand
technology at USC to increase
efficiency of processes
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Implementation Planning Team Updates
Strateqy and Change Management

The Strategy and Change Management Team has continuously served as strategic
thought partners to other teams, providing input into important questions raised. Additionally,
the team has developed the following:

¢ Draft estimated timeline for phase 1 implementation

e Communication plan and approach

The Strategy and Change Management Team will continue to do the following:

e Provide input into questions and serve as thought leaders for implementation planning
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Implementation Planning Team Updates
People

The People Team has developed the following job description drafts:

e Columbia HR Business Partner job description: Intended to capture the role and responsibilities of the
HRBPs located on the Columbia campus

e System Institution HR Business Partner job description: Intended to capture the role and responsibilities of
the HRBPs located at system institutions outside of the Columbia campus, specifically benefits
administration

¢ HR Business Partner Leader job description: The job description for the person who will oversee the HRBPs
in Columbia and at the system institutions. This person will report to the Division of HR.

The People Team will next work on the following:

e Develop job descriptions for the HRBP Unit support staff (e.g., HR professionals who will support the HRBP)

e Develop recommended staffing plans in collaboration with leadership
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Finance

Implementation Planning Team Updates ?
iz

The Finance Team has accomplished the following:
e Discussed the funding model and its ability to support the implementation of the new model

¢ |dentified anticipated personnel and non-personnel costs over the next few fiscal years

The Finance Team will continue to work on the following:

e |dentify anticipated or potential costs related to technology and opportunities to capitalize on shared needs
throughout the system (e.g., exploring a comprehensive Learning Management System)
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Implementation Planning Team Updates
Facilities

The Facilities Team has accomplished the following:

» Reviewed and identified potential spaces for new HRBPs and HRBP Unit support staff (e.g., HR
professionals who will support the HRBP) to be located

« |dentified anticipated renovation costs for those spaces, depending on the need within specific spaces

The-Facilities Team will continue to work on the following:

« |dentify additional parking solutions and locations for training and onboarding new staff that will provide the
least disruption

« Develop short- and long-term facilities plans for HRBPs and HRBP support staff to be located temporarily
during training, permanently upon “go live” start dates, and swing spaces (as needed)
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Implementation Planning Team Updates
Technology

The Technology Team has accomplished the following:

¢ Reviewed and identified opportunities to leverage and expand technology at USC to increase process
efficiency

« |dentified necessary systems that will support specific duties and enable HRBP success

The Technology Team will continue to work on the following:

« |dentify anticipated or potential costs related to systems and technology, including hardware, software, and
systems needs

e |In collaboration with the Finance Team, identify opportunities to capitalize on shared needs throughout the
system (e.g., exploring a comprehensive Learning Management System, performance management
platform, and ticketing system)
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Implementation Planning Team Updates
Process and Policy

Reviewed and identified processes and policies impacted by the model

Identified efficient HR-specific transaction workflows within the model and pinpointed several HR
transactions to help shape the HRBP unit job description

Identify anticipated or potential impacts related to process and policy needs throughout the USC System,
including revisions to processes and policies (as needed)
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USC HRedefined Website

Resources and Engagement

e The HRedefined website provides resources
and information related to the transformation,
including FAQs

¢ An anonymous form allows you to ask
questions and provide your insights
— This form will be monitored

— FAQs will be updated based on the
questions submitted

Human Resources
Careers at USC

MNew Employee Guide
Benefits
Compensation

Training and Professional
Development

Employee Relations
Talent Management
International Services
Policies and Procedures
HR Toolbox

3 HRedefined

CATEWRYSFOR: STUDEMTS FACULTY B STAFF  ALLIMNI  PASENTS & FRMILES

SEARCH SC.EDU L

HRedefined

CANDAR MAP DEECTORY APRLY CHE

The University of South Carolina has committed itself to transforming service delivery and
promoting operational excellence as one of its key strategic priorities. To that end, the
university system is launching a new initiative called HRedefined that will realign the human

resources function to better support our valued faculty and staff.

HREDEFINED

‘We recognize and appreciate that people are our greatest strength. We also
understand that the workforce is evolving. and people’s needs are changing.
HRedefined’s geal is to transform human resources services and support
across the system, elevate the well-beingand experience of our employees,
and prepare USC for the future by upgrading HR systems, processes,
technolegy, and practices.

With the leadership of our stezring committee and working group, the
HRedefined teams will invelve stakeholders and collaborate closely with
our consulting partner to develop a medern and efficient HR model and
function that supports USC's unique needs.

Expand all

Objectives and Timeline

Working Group and Steering Committee

@@

Contact us

If you have questions or wantto
share your insights, complete this
form (2

Submissions are anonymous.
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Questions and Discussion
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