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INTRODUCTION 
Overall, there is a slight gap in terms of how HR professionals view their role as compared with the 

expectations they feel their CEO/business leaders hold, and widely acknowledged pressure to 

perform and manage an increasing workload exists among many.   A focus on culture and employee 

retention as well as leadership development dominate, and while many express some confidence in 

their organization’s effectiveness and market leadership around a strong culture and employer 

brand, and a firm understanding their workforce, there are recognized shortfalls in the ability to 

adapt quickly to changing workforce needs, and establishing strong programs for succession planning 

and leadership development.  

 
 
 

 

 

 

 CEO and CFO have slightly differing expectations of HR’s role – 31% think their CEO views the 
HR function as being more strategic rather than administrative/transactional (10%), although 
58% perceive it to be somewhat of a balance (3-5 on a 7-pt scale).  To a lesser extent, one-
quarter (24%) think their CFO views them as having a strategic/business partner role, while 14% 
think they see the HR role as administrative/ transactional; the perception of a somewhat 
balanced role expected by CFOs exists among 60%. 

 

 HR professionals are less likely to see their role as being purely administrative/transactional – 
A quarter (24%) of HR professionals see themselves as being more of a strategic/business 
partner compared with 8% who see their role as administrative/transactional, although a 
majority (68%) perceive it to be more of a balance (3-5 on a 7-pt scale). 

 

 

 

 

 

 Almost half (46%) view their company as an industry leader in cultivating a strong employer 
brand – Another 46% are not strong either way, and only 6% think their organization lags 
compared to others.  

While a somewhat balanced role is the predominant view, HR professionals see themselves as 
more of a strategic/business partner rather than purely administrative/ transactional – and think 
their CFOs share this perspective.  This contrasts with the sense that their CEOs/business leaders 
expect more of a strategic/business partnership of them as compared with their CFO and their 
own perceptions. 

 

 

 

 

 

HR professionals have more confidence in their organization’s industry leadership in cultivating 
a strong employer brand compared with leveraging workforce data and insights for strategic 
decision-making or focusing on people management strategy – both aspects for which only one-
third see their company as leaders in the market. 
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 35% see their organization as being a leader in leveraging workforce data and insights to 
make strategic decisions – 8% see their company lagging in this respect and just over half (56%) 
are not strong either way.  A similar 35% think of their organizations as market leaders in 
focusing on human capital or people management strategy, with only 5% viewing the 
company as laggards; a majority (60%) do not express strong views either way. 

 
 

 

 

 

 

 

 Handling an increasing workload, and less prepared to adapt quickly to changing workforce 
needs – A strong majority (72% strongly agree, Top 2 Box on 7-pt scale) see themselves faced 
with handling an increasing workload as HR professionals, while only a minute 2% strongly 
disagree (Bottom 2 Box).  At the same time, only approximately half of these professionals (38%) 
strongly agree that they are well-equipped to adapt quickly to the changing needs of the 
workforce (58% do not feel strongly either way). 

 

 Culture and workforce knowledge are relatively strong, along with insights to inform strategic 
decisions – Approximately half strongly agree that their organizations invest consistently in 
building their culture (50%; 9% strongly disagree) and have a deep understanding of their 
workforce and can benchmark against others (47%; a similar 48% are not strong either way; 4% 
strongly disagree).  Almost half (44%) also agree strongly that they have a strong insights-led 
culture upon which to base strategic decisions, although half (48%) do not have a strong view 
either way, and 5% strongly disagree.    
 

 Succession planning and leadership development is the area HR professionals are most likely to 
see a shortfall – only one-third (33%) strong agree their organization has a strong succession 
planning and leadership development program in place, and in fact, 22% strongly disagree that 
this is the case. 
 

 

 

 

 HR professionals want to focus first and foremost on culture and retention – Culture and 
Employee Retention (34%), followed by Leadership Development (26%), Strategic Planning 

An increasing workload weighs heavily on HR professionals as just over one-third strongly views their 
organization as being well-equipped to adapt quickly to the changing needs of the workforce.  There is 
strong conviction with their company’s consistent investment in building culture and having a deep 
understanding of their workforce to benchmark against others, and less conviction that their 
organization has a strong succession planning and leadership development program in place – in fact, 
almost a quarter strongly disagree that this is the case (22%).   

Culture & Employee Retention and Leadership Development are key priorities – both in terms of 
issues that are critical to their organization’s success, as well as the areas they want to be able to 
focus on over the next year – with Talent Management being the least critical for success and 
intended focus. 
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(23%), and Talent Management (17%) are cited as their intended key area of focus over the next 
12 months. 

 

 Culture and Employee Retention dominate as most critical to organizational success, while 
Talent Management is least critical – Culture and Employee Retention (58% top 2 spots) leads, 
followed by Leadership Development (51% top 2 spots) and Strategic Planning (50% top 2 spots), 
while Talent Management is least likely to be cited as a critical HR success factor (41% top 2 
spots).   

 
o MOST critical HR aspects for organizational success are divided – Culture and Employee 

Retention (27%) and Leadership Development (27%) are seen as the most critical for the 
success of their organization, following by Strategic Planning and Talent Management (23% 
each). 
 

o Culture and Employee Retention leads as next most critical (31%) followed by Strategic 
Planning (27%), Leadership Development (24%) and Talent Management (18%). 

RESEARCH BACKGROUND & METHODOLOGY 
The national survey was fielded by Environics Research Group over telephone from June 15-19, 2015 
among a sample of 100 HR decision-makers in Canadian companies with 50 and more total 
employees.  A representative range of sectors and company size were surveyed; a total sample of 
this size (n=100) yields results that are considered accurate to within +/- 9.8%, 19 times out of 20.   


