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Bombardier
Overview

©
 B

om
ba

rd
ie

r 
In

c.
 o

r 
its

 s
ub

si
di

ar
ie

s.
 A

ll 
rig

ht
s 

re
se

rv
ed

.
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Corporate 
office based 
in Montréal, 
Canada

Listed on 
Toronto 
Stock 
Exchange 
(BBD)

Workforce 
of some 
66,700 
people 
worldwide 1

Revenues of 
$19.8 bn US 1

96% of 
revenues 
generated 
outside 
Canada

1 for fiscal year ended January 31, 2009
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Fields of activity

Aerospace Transportation
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Aerospace

F09 revenues: $10.0 billion
51% of total revenues
Backlog: $23.5 billion*
Employees: 32,500*
Headquarters in Montreal

Transportation

F09 revenues: $9.8 billion
49% of total revenues
Backlog: $24.7 billion*
Employees: 34,200*
Headquarters in Berlin

*As at January 31, 2009
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Bombardier Transportation
Facts & Figures

� Global leader in rail 
sector 

� Broadest product 
portfolio

� ECO4 technologies for 
more sustainable mobility
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PRIVATE AND CONFIDENTIAL5

more sustainable mobility

� Worldwide installed base 
of more than 100,000 
vehicles 

ECO4 is a trademark of Bombardier Inc. or its subsidiaries. 



©
 B

om
ba

rd
ie

r 
In

c.
 o

r 
its

 s
ub

si
di

ar
ie

s.
 A

ll 
rig

ht
s 

re
se

rv
ed

.

Our Products and Solutions
The Broadest Portfolio in the Rail Industry

� Fleet � Traction � Monorail � Portfolio to � Integrated � Train-based� Light rail 

Services Rail Control 
Solutions

Transit 
Security
Solutions

Transportation
Systems

Propulsion
& Controls

Rail Vehicles Bogies
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PRIVATE AND CONFIDENTIAL6

Fleet 
management

� Operations & 
maintenance

� Material 
solutions

� Vehicle 
refurbishment

� Component 
reengineering

Traction 
converters

� Auxiliary 
converters

� Traction 
drives

� Control and 
communi-
cation

Monorail
systems

� APM systems

� Light rail
systems 

� ART systems

� Metro systems

� Intercity 
systems

Portfolio to 
match entire 
range of rail 
vehicles

� Full scope of 
service over 
the lifetime of 
a bogie

Integrated 
control 
systems

� Automatic 
train 
protection and 
operation

� Interlocking 
systems

� Wayside 
equipment

� Services

Train-based
broadband 
network

� Sensor 
systems

� Security 
systems
recording

� Security 
system
viewing and 
event 
management

Light rail 
vehicles

� Metros

� Commuter 
trains 

� Regional 
trains

� Intercity trains

� High speed 
trains

� Locomotives
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Bombardier Transportation
Around the World
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Global Headquarters

Present in > 60 countries

56 production/engineering sites and 21 service cent res 

in 25 countries
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Why transforming HR (internal benchmark 2005)

A series of messages from our HR key stakeholders:

1. Focus groups with all levels of managers revealed a  mid to low 
level of overall satisfaction and the following per ceptions:
� HR is mostly an administrative function not displaying the skills and 

knowledge required to be a strategic business partner

� HR processes are heavy, inefficient and bureaucratic
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� HR processes are heavy, inefficient and bureaucratic

� HR decision making process is inconsistent and slow

2. HR focus on administrative tasks at more than 90% o f the 
workload - leaving very little time to be strategic business 
partners
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H
R

 E
ffe

ct
iv

en
es

s

High

WORLD
CLASS

����

3rd Quartile4th Quartile 2 nd Quartile 1 st Quartile

M
ed

ia
n Strategic Focus:

� Move to World Class step-by-step

� Improve both efficiency and 
effectiveness

The Hackett benchmark showed that Bombardier HR del ivers high 
effectiveness in a less efficient environment (exte rnal benchmark)

Focus!

Important but has
to drive efficiency
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H
R

 E
ffe

ct
iv

en
es

s

HR Efficiency
Low High

����
Median � Initial focus efficiency. Use 

effectiveness improvements to drive 
higher efficiency

� Aligned with company strategy: 
Better margins first
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HR Transformation – What does it mean for Bombardier  
Transportation?

� What is our strategy?
– Move to World Class step-by-step.

– Improve both efficiency and effectiveness.

– Align with company strategy.

� What do we want to be after the transformation? 
– We want to be an HR Organization of Business Partners ,
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PRIVATE AND CONFIDENTIAL11

– We want to be an HR Organization of Business Partners ,

– Center of Excellence and

– Shared Service

� What is the timeline?
– Our target is to become world class as “Visible, credible and added value 

Business Partners” by 2010.

– The program started in April 2006. 
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HR Vision

Visible, Credible and Added Value

Business Partners
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Business Partners



©
 B

om
ba

rd
ie

r 
In

c.
 o

r 
its

 s
ub

si
di

ar
ie

s.
 A

ll 
rig

ht
s 

re
se

rv
ed

.

Our ambition is to become a World Class HR function  by 
2010

R
an

ge
 o

f V
al

ue

Strategic Partner - People issues & HR practices 
integrated into business planning and operations 
management

Functional Expert - HR functional capabilities produce service effectiveness  
and efficiency through integrated technology and processes

Business Enabler - Complete range of HR products and
services contributes to achieving business results 

Organizational Leader - People 
positioned as critical resources, managed
by ‘World-class’ HR practices

Level II
Functional

Level III
Strategic

By 2008

By 2010
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R
an

ge
 o

f V
al

ue

HR Commitment & Investment Continuum

and efficiency through integrated technology and processes

Level I

Administrative
PAST

Bureaucracy - Fragmented HR assets, processes and systems produce inconsistent service levels, 
high costs and low value 

Administrator - Efficient HR processes and systems minimize operating costs and
deliver basic services

The target is both efficiency (cost) and effectiven ess (added value to the business)
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By 2010 we will have a much leaner structure with H R people 
spending more time on higher added value activities

Re-aligned 
HR Function

Traditional 
HR FunctionStrategicStrategicStrategicStrategic

SupportSupportSupportSupport

Administration

Shared Eliminated 

StrategicStrategicStrategicStrategic

SupportSupportSupportSupport

Admin.
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Shared
Service

Eliminated 
or automated

Levers for efficiency:
� Standardize and streamline processes (remove duplications)

� Automate processes

� Re-allocate work
More responsibility for line managers – “Managing people is the 
manager’s job”
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We are transforming our “back office”
HR Service Delivery model 2010

Shared Services CenterHR Business 
Partner

“HR solutions to a 
business problem”

Service provider in specific domain:
Transactions, Operations, Subject matter experts

Self Service
Contact 
Center

Center 
of Expertise

A
ll 

em
pl

oy
ee

s

P
ay

ro
ll 

se
rv

ic
es

CEO, Div. 
Presidents, 

Function 
Heads and/or 

Organization 
principle: Align with 

the Business

Organization principle:
Geography

Organization 
principle:
Expertise

Talent acquisition 
and Talent & 
Organization 
DevelopmentBP Americas Expert

Expert
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E
X

P
R

E
S

S
N

E
T

A
ll 

em
pl

oy
ee

s

A
ll 

H
R

P
ay

ro
ll 

se
rv

ic
es

Site General 
Manager 

and/or their 
Direct 

Reports

Heads and/or 
their Direct 

Reports

Development
Headhunters, e-

recruitment, sourcing 
(internal & external), HR 

marketing, graduate 
Recruitment,

OD, Leadership, 
Competencies, 

Learning, PMP, LSP

Comp & Ben and 
Transfers

Comp. & Ben., rewards, 
pensions, Transfers, 

Leavers

Team leads, 
supervisors, 

Direct 
Reports

BP

BP

BP

Americas

Europe

Asia

Employee Relations
Labor relations, Internal 
communication, CSR, 

Code of Ethics, 
employee welfare

Expert

Expert

Expert

Expert

Expert

Expert

Expert
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Business Partners, Centers of Expertise and Shared 
Service Organizations have complementary roles

� Consult business lines

� Ensure HR processes meet business objectives

� Support organizational development, business transformation and change 
management

� Support managers in people management & effectiveness

� Has limited contact to employees

HR Business
Partners

S
tr

at
eg

ic
 / 

O
pe

ra
tio

na
l

� Build world-class policies & processes within a specific area 

� Provide expert leadership and provide access to expert knowledge

� Partner with the Business to ensure that global processes & policies meet business 
requirements

Center of
Expertise
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A
dm

in
is

tr
at

iv
e 

/ 
Tr

an
sa

ct
io

na
l

� Investigate and resolve difficult cases escalated by the HR Shared Services Center

� Process Owner: Own processes and related policies, monitor compliance

� Be first contact point for HR customers with HR related requests, resolve majority and 
escalate complex requests

� Bundle administrative and transactional services to a single function

� Maximise organisational efficiency by leveraging standardised processes and HRIS

� Conduct transactions

Regional Business 
Services
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All stakeholders will benefit from HR Transformatio n

� Clear points of contact, fewer interfaces
� Faster and better HR service 
� Reduced costs
� A more strategic contribution from HR Business 

Partners
� Empowerment of Line Management regarding HR 

matters
� Clear accountabilities and performance measurement 

(Service Level Agreements)

BT Business
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PRIVATE AND CONFIDENTIAL1717

� Clear roles & responsibilities
� Efficient data management (data entering in one sys tem 

only)
� Double work eliminated
� Common processes to provide consistent HR Services
� Varied career opportunities in HR Business Partner,  HR 

Generalist and HR Specialist roles

� Cost reduction
� Increased productivity / effectiveness

HR Community

Shareholders
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We have defined World Class HR for BT via an online  survey and 
Stakeholder interviews 2009

World Class HR 
Business Partners

� Proactive, from 
diagnosis to action, 
“trusted advisor”, 

someone who 
challenges, drive 
leadership culture

Excellence in Talent 
processes

� Talent acquisition
� proactive for key talent (eg 

graduates, engineers), fast reaction 
to fill gaps

� Talent management
� pipelines for key positions, career 

development for individuals 

� Talent development
� leadership, management,  

technical and behavioural skills
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PRIVATE AND CONFIDENTIAL1818

A “ delivery engine” 
for all other HR 

processes
� Reliable, responsive, transparent, 
easy to access/ easy to use, cost 
effective, stable, meets the SLAs

technical and behavioural skills
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HR Business Partner

„To add continued value, HR must be more than a par tner; it must be 
a player. Players Contribute. They are engaged and add value. 
They are in the game, not just at the game. They do  things that 
make a difference, by acting as coach, architect, d esigner, 
facilitator and leader”.
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Dave Ulrich , Financial times
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Generic Role Profile for HR Business Partners

Key Role:
� Leading one culture 
� From business strategy to organisation & people 

strategy and plans
� Implementing organisation & people plans
� Working with business managers on operational 

organisation &  people needs 
� Collaborating with HR colleagues 
� Using and managing company-wide HR policies, 

processes, HR products, tools

Role:

Key Competencies:

Behavioural:
� Achievement Orientation

� Business Acumen

� Change Leadership

� Impact and Influence

� Organisational Awareness

� Organisational Commitment

� Teamwork and Cooperation

Mission:

Acts as advisor / consultant / coach / partner to t he Business – mainly to Management - in strategic and  operational 
HR matters, adhering to local business requirements  while aligning to global processes and policies
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PRIVATE AND CONFIDENTIAL21

Technical: General knowledge in
� Organizational Development

� Talent Management

� Performance Management

� Organization & People Strategy

� Partnering for HR Service Delivery

� Process Management

Key Performance Indicators (KPIs):

� Customer Satisfaction

� Business Results 

� Employee Engagement

� Properly implemented HR procedures 
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HRBPs’ Development Program aligned with Assessed Ne eds

HRBP

HR Foundation Program
(Overall development needs)

1. The HRBP New Role  *
– Clarifying new expectations & 

roles
– Playing an advisory 

role/impact & influence
– Coaching others/ Basic skills

HRBP

Optional 

4. Coaching Certification (5.5 days)
– 2 days of training
– 4 x .5 day of co-development
– 2 hours a week x 4 weeks of supervision
– 0.5 day for graduation

As needed/ À la carte 
(Individual development needs)

HRBP

Detailed
Program
13 Days

6 days
0.5 day

3.5 days

2 days

5 days

©
 B

om
ba

rd
ie

r 
In

c.
 o

r 
its

 s
ub

si
di

ar
ie

s.
 A

ll 
rig

ht
s 

re
se

rv
ed

.

PRIVATE AND CONFIDENTIAL22

– Coaching others/ Basic skills

2. The HRBP a  Strategic Partner * 
– Business & Financial Acumen
– Strategic Analysis & Thinking
– Organizational Development & 

Diagnostic

3. Behavioural Interview

(Individual development needs)

5. Enhancing Key HR Skills
– Interpersonal Communication (1 day)
– Facilitations Techniques (1 day)
– Performance Management (1 day)
– Negotiation skills (2 days)
– Planning & Project Management (2 days)

* Will be a « combination » of different development s trategies: classroom, real business case, individua l coaching 
(guidance & support), reading, learning partners, e tc.

5 days

2 days

1 day

2 days

2 days
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Focus of programme

Building a shared understanding of, and putting into practice the 
fundamentals of the HRBP role:

1. Developing organisation and people (O&P) plans that deliver 
business results:

•“From business strategy to O&P strategy & plans”

•“Implementing O&P plans”
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PRIVATE AND CONFIDENTIAL2323

2. Building credibility – pursuing O&P plans by engaging and coaching 
business and HR colleagues

3. Getting organised personally to deliver HR operational excellence 
(every aspect of the HRBP role)
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Be clear about your own strengths and interests

Be prepared to let go and manage endings

Develop your skills: business diagnosis, change 

The personal leadership challenge
What is key to success?
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PRIVATE AND CONFIDENTIAL24

Develop your skills: business diagnosis, change 
leadership, engagement, OD 
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Priorities for action & draft SLA

� Identify critical HR priorities for action

� Identify critical business leadership priorities fo r action

� Draft SLA
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Service Level Agreement 2009 between Business and H R BP
Area: Business Head: HR BP: Date:

Main Business
Objectives

Top HR Activities
(to support the Business Objectives)

Define clear measure-
ment categories (SMART)

From business strategy to O&P plans
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Business Head HR Business Partner VP HR PGR

Implementing organisation and people (O&P) plans
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� Awareness training about the HR processes

– What is possible and what is impossible?

� Main interest in one contact person for all personn el tasks

– HR Business Partner can�t be everywhere at the same time

Experience in the process of changes
-Division internal-
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� All three functions need to be world-class: Shared Service, CoE and 
HR Business Partner

� Changing mind-set on Business side (role acceptance )
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� The business acknowledges only one HR function
– The interfaces between the four HR organizations (Group, Division, Site, 

country) have to be secured too

� The “HR Business Partner” role is new and, thus, be ing met with 
a certain level of skepticism
– Planning of new HR organization/execution of restructuring is a reason for 

Experience in the process of changes
-HR internal-
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– Planning of new HR organization/execution of restructuring is a reason for 
uncertainty and skepticism towards all changes

– Even before organizational change, the roles and responsibilities are 
often unclear

– The new role is seen as competitor
– The business partner is being abused as universal remedy or dump

� Many HR processes need to be adapted
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� The HR Business Partner has to fill many roles. Thi s requirement 
has to be supported by application trainings.
– Business Partner � consultant of the business as a “Player” 

– Change Manager� pro-active leader of changes

– Coach/Mentor � expert in personnel development 

– HR Expert

Lessons Learned  
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– HR Expert

� What is better: regional, functional or task-relate d allocation of 
the business partner?
– Role can also be described as “HR project and process”
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Thank you for your attention!

Any Questions?


