
Turning your human resources department 
into a business driver







HR departments were surprisingly well rated in the degree of perceived 
influence on company business results. HR is not perceived as important 
solely by HR directors, but also by management. The problem occurs 
when C-level management has to justify why they give such a high rank to 
the HR department. It’s like saying “we have the impression that HR 
should be important, but we do not know exactly why”. We dare say that 
the lack of argument in this case is not a mistake of C-level executives. As 
HRHR being useful for company’s business, it needs to create first a 
reputation as a company’s necessary part that not only “could” 
contribute, but that actually contributes to business development and 
growth. For that reason HR needs to work with specific arguments, 
evidence and data.

Research also reveals a “dilemma of the HR department”: HR typically 
tries to gain standing by delivering quality ad hoc services (filling a specific 
position, solving a particular problem regarding the Labour code etc.). 
However that does not improve the standing of the HR department as a 
strategic part of the company; it simply reinforces the perception by 
executives that it is simply a service part of the company without proper 
insight to business. “Maid’s work usually stays unnoticed.”  What a 
contrastcontrast HR directors do notice when the HR department is able to bring 
issues and engage in debate and decision on a strategic level. Further, it 
must hold this strategic position in the long-term.



The key to maximize the acceptance of HR solutions and recommendations is the ability to describe and explain them in 
business language. Business speaks the language of numbers. Research has shown that HR cannot work with numbers. HR 
does not attempt to measure the usefulness of HR projects in a systematic manner (ROI studies to name one.). Even if the 
effort is made, companies do not have metrics to measure the success of HR solutions.
WhenWhen we asked how HR directors and C-level management personally measure the efficiency of HR projects, the most 
commonly mentioned methods were: employee satisfaction or engagement survey, obtaining feedback (but not in a 
systematic manner), achieving goals and KPIs, fluctuation in the company.
Employee satisfaction or engagement surveys are used by one third of respondents as a tool for evaluating HR success. 
General satisfaction should not be confused with hard data when evaluating specific HR projects.

HR DIRECTORS C-LEVEL



As we have seen, there is consensus that HR plays a vital role in corporate 
success, but executives seem to be unable to quantify that role because 
HR is considered the “soft” part of the corporate structure.
What do we recommend be done to change this outlook and to make HR 
contribute directly to the well being of the bottom line of the company?  
We have three specific suggestions:

        Invite the HR executive to be a part of the long-term planning process 
of the company.  By doing this, HR can see the needs not only from the 
point of view of numbers of positions to be filled, but what specific abilities 
are needed.  Further, HR can see what personnel assets already exist 
within the company that can be repurposed to help meet future needs.
          Install such practices as the 360 degree program which, over time, allow 
for the quantifiable analysis of employee contribution to the well being of 
the company.
    Giving space and power for suggestions and establishing issues on their 
own, thus creating standing for HR as an active player.
    Create a regular reporting regime to show top management how 
employee performance is producing positive results and to signal the 
existence of potential problems.

We are prepared to help HR executives with the needed tools to identify 
the best possible candidates as well as to monitor their contributions to 
your corporate success story over a period of time. WWW.ASYSTEMS.AS


