
WHAT ARE HR PROFESSIONALS 
DOING IN PRACTICE? 

  



According to the Society of Human Resource Management, improvements in the economy 

are reflected in the actions HR professionals are taking in response to trends with a focus on 

recruiting, retaining and developing employees. They are updating their approaches to 

recruiting, linking employee performance and its impact on the organization’s business 

goals, and putting more emphasis on succession planning and people readiness; many HR 

professionals also say they are hiring.  

Another theme to emerge in the actions HR professionals say they are taking is technology. 

HR professionals are using social networking sites for recruiting, employer branding and 

other purposes, updating technology use policies for employees, expanding the use of e-

learning, and expanding the use of technology-based employee and manager self-service 

applications. The importance of legal compliance continues to be a force influencing the 

actions HR professionals are taking, and many say they are changing organizational policy in 

response to regulations and changing employment practices to minimize risk.  

 

 

 

 

 

 

The top 10 actions HR professionals are taking in response to trends are shown below: 

For high-performance organizations to sustain market performance, they must: 



  

Leaders who are unwilling or unable to adapt to the changing needs of the workforce and markets they serve 

 
A mere 11% of low-performers indicate effectiveness in leadership development. 

The general lack of organizational agility that results from a combination of insufficient and/or ineffective 
longer-term planning 

 
Only 13% of low-performers indicate they are effective at strategic workforce planning, a figure that has not 

improved over last year. 

The pervasive lack of alignment (among strategy, goals, supply and demand of workforce talent, etc.) 

 
An abysmal 12% of low-performers indicate they are effective at strategy execution. Not surprisingly, only 8% of 

these lower-performers are effective at internal communications. 

Contrast this to the continuing struggle among lower-performing 
organizations, which continue to be paralyzed by inability to execute 

strategy—in large part the result of three major impediments: 

Fully understand what supports the organization's strategy and culture and then reward it 

 
Thirty-four percent of top companies are effective at measuring and rewarding results and only 25% are effective 
at doing the same with behaviors. The behaviors of executives and middle managers have a very high correlation 

to market performance. 

Improve leadership development skills with a focus on better interactions and communications 

 
Thirty-four percent of top companies indicate they are effective at developing leaders, and they are getting worse 
at it. The influx of Millennials as well as the move to flatter, more matrixed organizational structures dictates the 

need for improved skills in areas such as coaching and the use of technology tools to collaborate effectively. 

Build deeper and broader pools of highly targeted talent 

 
Only 27% of top companies have competent successors ready to fill executive-level roles and even fewer (18%) are 

prepared with successor candidates for mission-critical roles that extend beyond the executive level. 



 

 

  



   

 

  



 

  



  



  



 

 

To Do List 

No matter the state of your organization, the following recommendations will help you on 
your path to high-performance: 
 

Never lose sight of what your organization needs to grow and sustain success in the longer 
term. 
Know what market opportunities your organization plans to capitalize on over the next few 
years. Then, determine which roles, skills, and competencies are mission-critical to achieve 
that objective and sustain high-performance. Tight partnership with the business is essential 
for clarity on where the organization is heading. This will dictate the workforce planning and 
preparation that needs to work in parallel. 

 

Build strong pipelines of talent that target critical roles, skills, and competencies.  
If your organization's definition of bench strength is constrained to the executive suite, you 
are not looking at your business strategically. Know which roles are mission-critical both now 
and in the future. These roles vary by business, should include the C-suite, but also extend 
into areas such as product development, customer service, and project management. 
Integrate this knowledge into all other talent management initiatives, from recruitment, 
development, and succession. 

 

Ensure knowledge retention and sharing around those roles, skills, and competencies.  
Align programs, processes, and technology to encourage, capture, and utilize the 
information and insights that proliferate. While knowledge is powerful, what you don't want 
is for key institutional and experiential knowledge to go unknown or to leave your 
organization without a purposeful plan to maintain and build on it. 



 


