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Human Resource Transformation (HRT) focuses on maximizing the
efficiency and effectiveness of HR service delivery models and HR functions
through – reengineering processes, restructuring, implementing new systems
or a new HR service delivery model, outsourcing or insourcing with the
specific intent of enhancing HR’s contribution to the business strategy. Global
trends suggest that with the impending challenges and issues that
organizations are facing with HR Service Delivery, there is a need to redefine
how HR operates and delivers its services to the employees. In the Indian
scenario, HR Transformation is the current buzz word being used by HR and
business leadership striving to improve HR services and keep pace with the
developments in more mature markets. Keeping this in mind, Deloitte
Touché Tohmatsu India Pvt. Ltd (Deloitte India) has conducted a dip stick
survey to understand how companies are bringing HR into the 21st century
and to understand how HR functions and leaders are approaching
transformation in Indian context.
Key Findings
HRT is Top of the Mind – Overwhelming 83 percent
organizations across industry verticals have indicated
that they have initiated a HR Transformation initiative
in the last 5 years [Figure 1]. Interestingly, 65 percent
of these companies suggested that these initiatives are
being driven by the corporate or global leadership.

(in an area that accounts for less than 1 percent of
corporate revenue), towards determining how HR can
help support and align with business strategy.
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Figure 1: HR Transformation is Top of the mind
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HRT Focusing on Value Creation – Effectiveness of
HR services and HR Capability drive the case for HRT.
86 percent cite “service effectiveness” and 81 percent
cite “building HR capability” as a transformation driver
as compared to “Efficiency - HR Cost” - the traditional
hallmark of the HR function [Figure 2]. This clearly
shows a shift in focus of organizations from cost savings
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Empowered CHROs – CHROs are the key decision
makers and sponsors for these initiatives (60 percent)
[Figure 3]. This indicates that CEOs are empowering
CHROs to bring HR into the 21st century and take
responsibility for business – HR alignment. At the
same time over 58 percent of the respondents
conduct HRT as part of larger corporate efforts rather
than stand-alone initiatives
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Figure 13: What is the scope (key activities) of the HR Transformation initiatives?
Figure 5: The Key activities that form a part of HR Transformation initiatives

Figure 3: The Key Sponsors of HR Transformation
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Business events trigger HRT – Survey results indicate
that most transformation efforts are more likely to
be launched in response to specific business events,
rather than as part of a strategic plan. Two business
events trigger more than 60 percent of the initiatives to
transform HR [Figure 4]. A significant number of Indian
organizations (14 percent) also indicated Rapid Growth
as an impetus to initiate HRT interventions.
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Focus of HR Improvements – With a view to increase
service efficiency, organizations are focusing increasingly
on standardizing their HR processes (89 percent) and
implementing IT platforms (81 percent) to enhance
employees’
experience
[Figure 5].
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Process standardization is the key scope for HR
Transformation and for the organizations which chose
‘Standardize HR’ as their scope of HRT, Manage
Compensation (75percent), Manage Talent Acquisition
(75 percent) and Manage Performance (72 percent)
emerge as the top three processes.
Transformation and Shared Services – HR shared
services is a global trend which is gaining acceptance
in India as an enabler to move transactional and
administrative activities to a separate setup. This is
marked by the fact that 45 percent organizations in
the survey have stated that their HR service delivery is
managed by a shared services center.
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Out of the 43 percent of the respondents who indicated
that restructuring the HR organization was part of the
scope of activities for HRT interventions [Figure 5], the
majority of respondents (57 percent) indicated that
restructuring HR shared services was one of their main
areas of work [Figure 6].
Figure 21: HR Roles that are part of restructured HR organization
Figure 6: HR Roles that are part of restructured HR organization
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Transformation and Outsourcing – Human Resources
Business Process Outsourcing (HR BPO) offers
organizations multitude opportunities. However, HR
BPO is a complex business arrangement, and it is not
the solution for every HR business objective. As per the
Deloitte India survey, 54 percent of the respondents
have selectively or completely outsourced their HR
processes. The primary considerations for organizations
to outsource are: reducing operating costs, cost
avoidance, improving customer service, and refocusing
HR on more value-added activities directly supporting
business strategy.
A vast majority of respondents are outsourcing various
HR administrative/operational processes whereas
outsourcing of strategic HR activities is riskier and
less common which is visible from the survey findings
[Figure 7]. However, 41 percent of the organizations
who decided to outsource their processes to an external
partner did not transform their HR function before
outsourcing the processes. This is one of the main
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reasons why most of the outsourcing initiatives do not
reach the effectiveness and efficiency levels as broken
processes are shifted As – Is into the outsourced units.
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What the future may hold – A small but growing
number of respondents identified the key business issues
that they need to support in order to support business
strategy. We see this as an indication that business-HR
alignment is an emerging and important business issue
and that Business Driven HR may be the wave of the
future. In most cases, that will mean focusing on three
key areas: operational excellence, revenue growth, and
talent strategies. HR transformation in the future will
focus on aligning HR’s services and capabilities with the
strategic needs of the business to create business value.
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Figure 27. What processes are in scope for the outsourcing initiative?
Figure 7: Processes in scope for outsourcing
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Moving Forward – In our experience, HR
transformation is gaining momentum slowly in India,
while market forces are moving much more quickly.
A more complete perspective of transformation is
necessary for HR to assume the role forward-looking
C-suite executives want HR to play and act as a strategic
business “partner” within the company.
Here are some actions for HR leaders to move forward:
• Accelerate the transformation of core services
• Balance HR’s portfolio to address strategic people
issues
• Align HR’s portfolio with organizations strategic
objectives
Figure 9: Industry wise break up of respondents

Methodology and Demographics –
Deloitte India conducted a pan India survey companies
operating out of India and received participation
from 42 top companies. The objective of the research
was to understand how HR functions and leaders are
approaching transformation. The following industries
were represented in the survey results.
Figure 10: Industry wise break up of respondents
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This Report contains analyses that are intended to provide high-level information on the subject and are not an exhaustive treatment of the
subject hence should not be used directly in connection with matters related to Human Resource. The analyses in the Report are limited by
the study conducted, the time allocated, information collected by DTTIPL (including the observation of the people / organization whom DTTIPL
met in connection with the survey conducted during the study) and are heavily dependent upon the assumptions specified in this Report. It
should be noted that a different set of assumptions will lead to a different analyses. DTTIPL accepts no responsibility, liability or warranty to
any party in respect of this Report. The information obtained and collected from the various primary and secondary sources has been used on
an “as-is” basis without any independent verification by DTTIPL. This Report is not intended to be relied upon as a basis for any decision and
the reader should take decisions only after seeking professional advice and after carrying out their own due diligence procedures, detailed
analysis to ensure that they are making an informed decision. This Report is not and should not be construed in any recommendations by
DTTIPL to the reader or any other party. The reader shall be solely responsible for any and all decisions (including the implications thereof)
made by them on the basis of this Report.
Deloitte refers to one or more of Deloitte Touche Tohmatsu Limited, a UK private company limited by guarantee, and its network of member
firms, each of which is a legally separate and independent entity. Please see www.deloitte.com/about for a detailed description of the legal
structure of Deloitte Touche Tohmatsu Limited and its member firms.
This material and the information contained herein prepared by Deloitte Touche Tohmatsu India Private Limited (DTTIPL) is intended to provide
general information on a particular subject or subjects and is not an exhaustive treatment of such subject(s). None of DTTIPL, Deloitte Touche
Tohmatsu Limited, its member firms, or their related entities (collectively, the “Deloitte Network”) is, by means of this material, rendering
professional advice or services. The information is not intended to be relied upon as the sole basis for any decision which may affect you or
your business. Before making any decision or taking any action that might affect your personal finances or business, you should consult a
qualified professional adviser.
No entity in the Deloitte Network shall be responsible for any loss whatsoever sustained by any person who relies on this material.
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