
 

 

 
 

 
 
 
 
 

 
 
 

 
 
 

Changing	Role	|	Could	CHRO	Double	Up	As	The	CEO?	
	

  

he context within which Human Resources (HR) 

operates has changed, and is constantly 

changing. Businesses are now operating in an 

increasingly globalized and interconnected environment. 

New technologies are impacting work and productivity, 

demographic shifts are affecting workforce availability, and 

skills supply-demand dynamics are also evolving.	

 

These require HR to redefine its focus and skills to deliver 

tangible results for the business. According to Ritchie Bent, 

Executive Director of The Global Head Office, this 

‘awakening’ has imposed new demands upon senior HR 

leaders, ranging from having to manage rapidly changing 

labour laws, to the need to pay much more attention to the 

development of nationals.  
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New Challenges for HR leaders 

 

Multigenerational Workforce. We now have Millennials, Generation X, Generation Y, 

Generation Z – each with very different demographics. This potentially means that five 

generations in the workforce with different requirements, needs, ways of working and 

ways of doing things. Companies will be challenged with catering to the needs of all. 

 

Digitization. This vast shift to a digital world that impacts 

us both personally and professionally mean that 

everything is switched on 24/7. Companies are 

increasingly challenged by making sure that their 

employees are a step ahead in the digitization curve, and 

have the right skills to match its progress. 

 

Globalization. The workforce can be now located all over 

the world, not necessary in the same office. People can 

also be working across multiple time zones, in different 

cultures, with different skill sets and languages. This poses 

a whole new set of challenges for HR leaders, especially 

when it comes to people management. We are now so much more mobile and we can 

also easily apply for jobs in other countries. There is an ongoing fight for talent, so 

companies look for their best talent wherever they can get it - locally or overseas. 

 

Less Centralized, More Mobile and Flexible. Unless you have worked at a start-up or as a 

freelancer, you are less likely to have experienced this phenomenal. This will be 

accelerated by the increased use of mobile technology, economic volatility and the 

global war for top talent. But the workplace of the future is not just about connected 

devices. It is also about when and where we work, and how we get our best ideas. 

	
	

Evolving Role of A HR Leader 

 

HR has gone through many waves. The function has transformed from that of a 

transactional, administrative, back-office role, to a support function, then to outsourcing 

and offshoring and the creation of globally diverse workforces. Today, we are at what we 

would call – a business partnering role.  
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Vineet Gambhir, former Vice President Human Resources of Yahoo! Asia Pacific, argues 

that HR leaders must be a proactive partner, where the leader of the discussion and the 

business actually take their inspiration from you. Your insights, be it through sharing 

intelligence on where the best talent is available or where the cost would be optimum, 

help guide and influence business leaders to make more informed decisions and 

investments, based on a deeper knowledge of the people strategy. 

 

Zarina Piperdi, Senior Vice President Human 

Resources of SIA Engineering Company, also 

believes that the expectations on HR have 

definitely changed over the years - from an 

administrative role to a business partner role. 

Uncertainties and the effects of economic cycles 

on companies are more frequent these days, and 

thus restructuring, cost-reduction, productivity 

initiatives, reskilling, redeployment are becoming 

more the "order of the day". And all of these 

require heavy involvement of HR. 

 

Makarand Tare, Asia Pacific Chief Talent Officer of McCann Worldgroup, shares that 

within a large matrix organization, you tend to get push-and-pull in different paths, 

priorities and focuses. The plan that one can make in January for the strategy in the 

beginning of the year gets revamped by the mid of the year. The HR leader in such 

situation need to identify the life lines of the organization and ensure that they run 

efficiently, and are not impacted by the changing dynamics of the Group’s HQ changes.  

 

 

Moving Forward 

 

With the context of global developments that posed new challenges that effectively 

shaped the role of HR leaders, we believe the Chief Human Resources Officer (CHRO) 

should strive towards the following: 

 

Strategic Advisor 

CHRO is no longer internally focused. Rather CHRO is proactively advising the CEO and 

others in the C-Suite on how to achieve business goals through the company’s most 

important asset – its human capital.  
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Lelia Konyn, Head of HR & Corporate Affairs of Shun Shing Group, shares that this also 

amounts to a mindset change, not just a skill change i.e. HR leaders working as part of 

the management team to identify sources of competitive advantage. Oliver Grohmann, 

former Corporate Vice President Global Human Resources of LG Electronics, believes 

that while it is important for everyone in HR to understand the business, HR should first 

and foremost be experts in personnel matters. It is key for HR to guide the business to 

understand what the future trends and needs of people and the organization are.  

 

Board Advisor 

CHRO is increasingly offered a board seat and recognized for the critical role in 

mentoring and developing executive talent, succession planning, and building a 

workforce with the talent, diversity, drive, and motivation to achieve business goals.  

 

Ritchie Bent of The Global Head Office believes that one of the biggest challenges is an 

evolving change in the relationship between HR leaders and the board. The term 

“business partner” has become a cliché. Ask any HR leader in Asia whether they are 

business partners - they will emphatically reply “yes”. Ask them to explain what this 

means in terms of their relationship with the board, many will probably give you a blank 

stare. Others will start wittering on about managing talent, training people, and so on.  

 

While Bent acknowledges that these are all important activities, but it is no different from 

what was done 20 years ago. Businesses are now demanding much more from their 

senior HR leaders. The question is whether these leaders are really up to it? Conceivably, 

the acid test is whether or not the HR leader could double up as the CEO?  

 

Analytics Professional 

CHRO should be data-driven and utilizes analytics to create strategic recommendations 

including employee policies, compensation, incentives, training, and career 

opportunities.  

 

Gambhir, formerly Yahoo! Asia Pacific, believes that we are in an era of predictive 

analysis. To stay ahead of the curve, we need to predict the data before the data is 

needed. Data Analytics is no longer about analysing the past. It is about predicting the 

future, before it happens. Big Data, in this era, is no longer the biggest thing, one that we 

have wielded widely for tangible impact – to realign sales incentive plans, assess and 

reward critical talent, ensure strategic hiring and increase manager effectiveness, among 

other areas. 
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Human Capital Champion 

CHRO needs to understand exactly how to attract, communicate, and inspire the 

workforce, and proactively shares these insights with the managers mandated with 

leading them as key talents. CHRO also needs to build a culture that authentically reflect 

the values and differentiate the company brand.  

 

Konyn of Shun Shing Group, believes that the 

workforce and capital, two of the main inputs that 

fueled growth in the past 20 years, have become more 

expensive. Competition is more intense now. And 

companies are under increasing scrutiny for 

governance and value creation. As Asian talent gets 

increasing access to global learning and career 

options, the ability to attract and retain quality people 

may also be a challenge. 

 

 

he expectations for HR have certainly increased manifolds. Businesses that 

were reactive in the recessionary world, are constantly shifting gears to 

accommodate their current needs. HR that deals with heart and mind of the 

organization finds this short-term mentality challenging. This makes the advisory part to 

the business very critical.  

 

Tare of McCann Worldgroup, says that it is a tight walk of balancing financial pressure, 

maintain conducive work culture and make business keep long term focus. While it does 

affect how you lead, a good HR leader will have to trust his or her own instincts and self-

motivate, so that they are able to drive the agenda and act as a ‘paperweight’ during 

these turbulent times.  
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