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MINING AND METALS 
CHROs to lead with a 
new sense of purpose
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If “business as usual” ever existed in  
the mining and metals industry, those days  
are long gone. A whole range of factors,  
internal and external, are reshaping  
the sector forever. 

From volatile commodity prices,  
fast-changing international trade 
relations and new investments  
in renewables to disruptive 
technologies and compliance with 
new environmental and safety 
regulations, it’s an incredibly fast-
moving and challenging environment.

On top of all this, mining and  
metals companies are struggling  
to attract talent. Key reasons?  
The need for a greener future  
means new recruits expect employers  
to demonstrate a real sense of 
purpose and social responsibility. 
That’s not all. Fueled by digitization 
and changing workforce dynamics, 
there’s growing demand for new 
workplace experiences that, until now, 
the industry has not been geared  
up to provide.

Based on a survey of senior human resources leaders in major  
natural resources, oil & gas and utilities companies. 
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New role, new operating model
As a result, there’s a major emphasis on the role of human 
resources (HR). As well as playing a vital role in attracting new 
talent, mining and metals companies are more focused than 
ever on the quality of their HR processes: Both to seamlessly 
deliver transactional HR services—as efficiently and effectively 
as possible—and to enable the  future workforce.

Bottom line: During a particularly 
testing time for the industry, Chief 
Human Resources Officers (CHROs) 
are moving into a new role as strategic 
partners to the business. Increasingly, 
they’re having new conversations 
with leadership about the impact on 
the organization of socio-political 
changes, the economic outlook  
and overall employee value 
proposition (EVP).

Instead of their traditional focus on 
industrial relations and labor union 
liaison, it’s a major new remit for 
mining and metals industry CHROs. 
Along with evolving HR into a more 
strategic role, new priorities include 
designing seamless employee-centric 
workforce experiences, harnessing 
data and analytics to predict outcomes 
and decisions and adapting the 
workforce to a world where people  
are augmented by new technologies 
like artificial intelligence (AI)  
and automation.  

This isn’t the only big development  
for mining and metals industry 
CHROs to navigate. Driven by digital 
technologies (automation and 
analytics) and, to an extent, HR’s  
more strategic role, we’re also seeing 
some fundamental changes in the  
HR organization’s operating model. 

Advanced technologies are helping 
CHROs build their HR function in a 
different, customer-centric way— 
with the focus on business and 
workforce “customers.” 

As a result, CHROs are  
having to reimagine how 
HR operates, moving away 
from the old-school Ulrich 
model where expertise 
is concentrated in siloed 
centers of excellence and 
shared service centers.
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Organization Transformation
• Initial steps on enterprise-wide

strategic workforce planning
• Developing change management

capabilities to support business
transformation

• New ways of working and
organization models

Employee Services
• Significant automation acceleration
• Increase scope of shared services to high

value HR activities such as people analytics
• Pivoting shared services centers

to be experience led

Big changes ahead
The results make interesting reading. We found that over the next 
few years there’s going to be a real shift in where HR is investing. 

Today, the greatest proportion 
of HR spend goes into employee 
services. The goals? Simplifying and 
standardizing processes, digitizing for 
productivity and efficiency gains and 
improving HR service delivery. 

Two to three years out and it’s a very 
different picture. By then, CHROs told us 
they expect to be targeting most of their 
investment at workforce effectiveness 
and organization transformation  
(see graphic below). 

FIGURE 1: Distribution of HR Focus Areas
Q: Where is your HR function currently spending most of their resources today? Where do you think 
HR anticipates spending their time in the next 2-3 years?

HR Transformation
• Integrated talent management

and total workforce platform
• Technology enablers for improving 

employee services and experience
• Intelligent technologies for automation 

and decision support
• New-skilling the HR function in line 

with emerging roles

8%

21%

33%

38%

30%

40%

15%

15%

TODAY IN 2-3 YEARS

Organization Transformation
• Redesigning work
• Developing fluid organization models
• Building cross functional centers

of excellence for emerging and
cross-function agnostic skills

Workforce Effectiveness
• Predictive skill identification
• Rolling forecast and predictive strategic

workforce planning
• New-skilling on demand and

at scale, using technology (AR/VR)
• Reimagining talent practices and

framework in a multigenerational
and increasingly digital workplace

HR Transformation
• Initial changes to HR operating model
• Replacement of core HR system
• Digitization to improve efficiencies

and productivity
• Health and integrity of HR data capture

Workforce Effectiveness
• Identification of future skills

and capabilities
• Leadership and middle

management capability
• New skilling the workforce for the future

of work, especially digital workplaces

Employee Services
• Simplifying and standardizing processes
• Digitization for productivity

and efficiency gains
• Improved HR service delivery

Note: This chart represents analysis 
based on the studied sample
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Where workforce effectiveness is concerned, mining and metals 
company CHROs plan to boost investment into predictive skills 
identification and strategic workforce planning. 

They are using new technologies  
like augmented reality (AR) and virtual 
reality (VR) to new-skill—on-demand 
and at scale—and reimagining  
talent for a multigenerational,  
digital workplace. 

At the organizational level, initiatives 
will focus on redesigning how work 
gets done. That will mean developing 
more fluid organization models and 
building cross-functional centers of 
excellence to supply in-demand skills 
wherever they’re needed.
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Still a long way to go
However, while HR functions have started to develop more 
strategic capabilities and transition to agile HR models, there’s 
still a long way to go before we see truly transformed HR and 
talent organizations taking shape. The reality is that mining  
and metals companies’ HR transformation journeys still lag 
those of their counterparts in oil & gas and utilities. 

Far from reimagining the HR operating 
model and enabling intelligent talent 
and HR services, most are still working 
on their core HR platforms—focusing  
on becoming functionally fit and 
building strong foundational HR 
processes and services. 

At a time when their companies 
urgently need them to deliver more 
value to the business, CHROs should 
be planning now for more digital 
fluency within the HR function. 

By influencing talent  
to work in a low-touch, 
high-tech HR model, they’ll 
significantly accelerate their 
transformation to strategic  
HR capabilities.



7

So, where next? 
As the mining and metals industry transforms through digital 
and automation, there’s a clear imperative: Modernize the  
HR platform to enable better controls and quality of core  
HR processes and data—while reducing the cost-to-serve. 

This will help to shift effort and investment into designing the future of work, 
while supporting the workforce in its journey to the New. 

A few areas should be high priority for CHROs: 

Developing robust strategic workforce planning 
and defining must-have capabilities

Simplifying processes to improve the 
employee experience

Delivering effective and efficient HR services  
by harnessing HR software-as-a-service (SaaS) 
and automation

Preparing to new-skill the workforce at scale

To read the full  
report please visit: 
Reimagining HR in the 
Resources Industry
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