SURVEY REPORT
HR EXPECTATIONS FOR 2016
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INTRODUCTION:
Widespread media reports would have us believe that 2016 is a year of cautious optimism for
economic results. M&A is back on the agenda for many companies, along with a re-commitment to
invest in R&D and internal IT systems (always positive indicators). However these are being factored
against the continued lessening of growth rates within emerging market and developing economies,
the rebalancing of China’s economic activity, the decline of oil prices and falling prices for other
commodities, and a mixed bag for monetary policy across advanced economy central banks.

Many global companies continue to face widely varying pressures; ranging from structural changes
to account for the costs of operating in static vs emerging markets, a need to attract and attract great
and diverse talent, the impact of social media on company branding, disruptive competitors, and the
usual swathes of new legislation. With these and other challenges ahead, what do HR professionals
think about the 2016 prospects both for the businesses they work in and their own function?

EXECUTIVE SUMMARY OF FINDINGS
Compared to our findings in 2014 and 2015 there is a clear message of consolidation and change
coming through from these 2016 survey results. Predictions for reduced HR budget and reduced
business headcount are greater than in the previous 2 years, and more HR leaders are expressing
uncertainty for businesses being more successful this year than last. Despite all of this though, there
are key industry sectors where investment in the HR function is planned for 2016, be it hiring for
their own teams, or upgrading of HR information systems.

METHODOLOGY
The survey was sent to 9,677 individuals currently working in the HR profession in 94 countries.
These were a very select group within the entire Carter Morris international HR network, typically
with “Head of”, Director, VP or SVP job titles. The survey was emailed to participants who had to
respond on-line and in confidence. All responses were received over a three week period in January
& February 2016.
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SURVEY RESULTS IN DETAIL WITH NARRATIVE
1. The overall HR budget spend for 2016 is likely to….
Compared to our results for the past 2 years, it is
interesting to see that in 2016, there is a spike in
expectations that budgets will reduce. Already we
are seeing hard evidence of this, with an increase in
candidates seeking new roles this year specifically
because of cuts to their HR team sizes. However
with over 60% of respondents expecting that
budgets will remain the same or even increase; this
is a hopeful indicator of companies maintaining
their investment in the HR function generally.

2. Recruitment activity for my own HR team is likely to….
An intent to maintain headcount levels this year, is
significantly greater than the past two years. This
ties with our anecdotal evidence from discussions
with our HR leaders that in their priorities this year,
is the need to be smarter with how they allocate
resource for what seems to be an increasingly
higher number of priorities and projects on the
agenda!
A further analysis of anticipated specialist hiring needs is shown below, compared the predictions
made by our respondents last year. It is good to see a continued investment in L&D professionals,
given that functional area is too often the first to be reduced in times of economic difficulty.
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3. Overall business headcount is likely to….
Predictions for reductions in workforce or
maintaining the status quo are somewhat
higher than last year. It will be interesting to
analyse what impact if any will be seen on
official unemployment figures and on general
application numbers for advertised vacancies.

Further research will be needed to
understand
where
the
workforce
reductions/maintained levels are being driven
by a need to reduce staffing costs, or by the
outsourcing of salaried labour, or simply better
processes and automation that now allow greater productivity with less headcount.
A further analysis of prediction by respondent’s sector is shown below. This potentially provides
valuable insights to any HR leader contemplating a career move this year.
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4. I am confident that business activity in 2016 will be an improvement on 2015….

Significantly fewer respondents were positive for their company’s success this year. This is consistent
with other survey questions covering plans for HR spend, and overall workforce hiring plans.

5. Comments on critical external factors thought to affect businesses in 2016:

6. Do have any initiatives currently in place to promote Diversity & Inclusion in the workplace?

Looking across the international landscape for HR
conferences, webinars and networking meetings, D&I is
definitely topical for 2016. However 1/3 of the
multinational employers who hire our survey
respondents don’t actively promote a D&I agenda. We
intend to separately research why this is so, and
whether it has any effect on attraction & retention of
talent for those companies.
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7. What if any global HRIS do you have in place currently?
It is fascinating to see how Workday continues to be an increasingly popular choice amongst the
longer established “mainstream” HRIS brands. However a large number of multinational companies
continue to operate either without a formal HRIS, or with customised packages.

NON

OTHER

8. Do you plan to change this in 2016?
Anecdotally we hear from HR leaders on a daily basis, of their
frustrations with a lack of accurate data and reporting
functionality from their HRIS. Regardless of other economic
indicators though, it seems that some organisations are still
prepared to invest in their HR systems this year. Hiring leaders
should be mindful that specialists for HRIS systems selection,
testing and implementation have increased their salary levels
significantly over the last 4 years.

CONCLUSION
The sector being worked in this year seems to determine what kind of work challenges and job
security will exist. Hopefully companies will have strategies in place to retain their high performers
despite organisational changes, and hopefully HR functions are seen to add enough value in their
contributions to remain in strategic posts. Hiring for HR leaders is still definitely happening in all
markets of the world (our own firm’s workload is testament to this!) but this will once again be a
year where HR functions must operate on sound commercial principles, and find ways to be
viewed as essential partners rather than cost centres.
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