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Over 13,300 respondents participated in the 
2022-2023 study, representing 25 key geographies and 15 industries. 

C-suite 
executives

HR leaders

Employees

13,384 
voices

Mercer 2023 Global HR Trends Survey Input 
Expresses the Voice of Employees
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Given the economic climate, where will you be investing in 2023? [Top ten results]

Delivering on ESG and DEI commitments Evolving our flexible working culture Implementing automation

Redesigning HR operations Developing human-centric decision making

North
America

Latin 
Global America Pacific MENA Europe Africa Asia

1. Improving the employee experience for key retention populations

2. Improving SWP to better inform build/buy/borrow strategies

3. Designing talent processes around skills

4. Rethinking our compensation philosophy and practices

5. Improving our Total Rewards strategies and practices

6. Investing in workforce upskilling/reskilling

7. Delivering on total well-being (mental, social, physical, financial)

8. Redesigning work to improve agility

9. Reimagining our employer brand

10. Ensuring diverse workforce groups are heard and included
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Global 2023 Priorities
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2023 will be a defining year as ambitious transformation plans and persistent challenges come face-to-face with new realities. 
HR will need to maintain energy and momentum to ready itself and the business for what lies ahead.

Less of a priority for HR in 2023: Building careers for older workers, updating employee contracts to outline new work 
patterns and expectations, and designing a relatable HR function.

1
2
3
4
5

Upholding diversity, equity and 
inclusion

Focusing on company culture 
development 

Impacting total well-being 
outcomes

Enabling new ways of working 
(remote, hybrid and gig) 

Enabling a skills-based 
organization

Geopolitical instability, 
economic headwinds, and 
tightening labor markets have 
had a profound impact on the 
People agenda. 

In Canada, the areas that 
have been most difficult to 
make progress on are: 
workforce fatigue, company 
culture development, new 
ways of working, and enabling 
a skills-based organization. 

Most Critical for Success in Canada 2023
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Reset
for relevance

Culture—Work in
partnership Deliver value

Total well-being— Skills—Build for 
employability

Flexibility—New 
ways of working

Build resilience by leading with 
values and an adaptive design

Create equitable, transparent 
and rewarding partnerships

Nurture a healthy workforce 
with benefits that matter

Meet future work needs with
a skills-based organization

Unlock potential with human-
centered work environments

Building a resilient, relatable and flexible organization will be even more critical this year  

How Are Companies in Canada Making Progress on the 
Talent Trends Identified in 2022 Which Link to 2023? 
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79% of companies in Canada say that they have a living wage strategy in place, yet only 
21% of organizations have adjusted compensation so all employees have a living wage1 

The WEF Good Work Alliance advocates for five Good Work objectives that, along with their
associated metrics, help to deliver a healthy, equitable, and human-centric future of work. With 
brand and reputation a key driver for retention this year, making progress on a wider range of 
success metrics that extend beyond profit and return will be critical to ensure a company’s 
multi-stakeholder relevance.

ESG activities that have made 
the most impact for companies 
in Canada

Tying ESG goals 
to our purpose

Building ESG goals 
into our wider 
transformation 
agenda

Embedding ESG 
metrics into 
executive 
scorecards

79

69

88

38

46

8

8

1

46

40

Promote wage & technological fairness

Provide flexibility & protection

Deliver on health & well-being

Drive diversity, equity & inclusion

Foster employability & learning culture

Have in place today Planned by 2030

88% deliver a minimum standard of healthcare for all employees in all locations,
but total well-being initiatives are less prevalent (72%)

69% offer flexible work options for all, but 75% have no plans 
to provide job security for gig workers

38% say they take action to ensure their workforce profile 
reflects the market(s) in which they operate

46% provide access to upskilling/reskilling opportunities to all employees

1Mercer’s Canadian Compensation Planning Survey – August 2022

Companies in Canada Are Resetting for Relevance to 
Build Resilience and Lead With Values Like DEIB
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74% have reset work partnerships in the past year. Yet how does this look in practice?

Training managers on 
how to build inclusive 
and equitable team 
arrangements

Ensuring responsibility for 
DEI at the individual/team 
level, not just at a business 
unit or enterprise level

Setting new work guidelines 
to improve collaboration 
effectiveness

Increasing transparency 
on which jobs suit 
different work/flex 
arrangements

Companies in Canada Are Working in 
Employer/Employee Partnerships to Foster 

New Cultures 
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94% are focusing on how their benefits offerings 
can better support employee attraction,
retention and engagement this year

A caring 
culture

Thoughtful communications
61% are investing more in 
digital platforms to support 

benefits admin and 
communications

18% are investing in new 
health & risk protection 

programs (e.g., adding new 
lines of coverage)

Meaningful flexibility
33% are better supporting 
the benefits needs of their

mobile workforce (e.g., 
expats, digital nomads, etc.)

Supportive leadership
68% are aligning their

benefits to company values, 
purpose and culture

Virtual healthcare
62% currently offer on-demand access 
to virtual mental health providers

Help finding and coordinating care

Practices to create a healthy and supportive environment
47% are redesigning work with well-being in mind (e.g., realistic workloads, no-meeting 
days, reduced complexity, positive work environment, culture of trust, etc.) 

Inclusive benefits for all
40% have plans this year to expand 
benefits to be more supportive of all 
segments of the workforce

Support with mental health, resilience and relationship issues
100% currently provide some support for employees’ mental health, but only 50% provide 
crisis management resources following a traumatic event

Varied
and valued

benefits

Affordable Healthcare

Companies in Canada Deliver On Total 
Well-Being by Focusing on Benefits That Matter 
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1M Job Openings—Better Be a Flexible Employer 
Supporting All Ways of Working

Top Priority for Employees
Behind pay, flexibility is the top item employees say will attract them to a 
new employer1

Tight Labor Market
With 1M job openings in Canada2, 36% of current employees are 
considering leaving their jobs1

High Value, Low Cost Benefit
Flexibility does not require significant resource investments—and may 
even yield savings over time due to potential real estate savings—an 
attractive feature in a softening economy

Despite the talent advantages of 
flexible work, many Executives 

remain skeptical:

72% Believe they have an 
apprenticeship culture where 
people earn working side-by-
side, not remotely 

68% Concerned about the ability of 
employees to build solid 
interpersonal relationships 
with colleagues / leadership

Worry that remote workers 
will become disenfranchised 
from the company, culture 
and team 

70%

Source: Mercer’s 2022 Global Talent Trends (CA Results)

Source: 12022 Mercer Inside Employees Minds Survey of 2,000 CA employees; 
2 Statistics Canada

Engagement Driver
Hybrid and remote workers are significantly more likely to say they can 
maintain work-life balance, and hybrid workers report higher satisfaction in 
compensation, benefits and career goals1
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Legend

Majority 
Practice 
(50%+)

Common Practice 
(20-50%)

Not Prevalent 
(<20%)

Source: Mercer CA Flexible Working Policies and Practices Survey October 2022

% OFFERINGPREVALENCETYPEDIMENSION
64%FT Remote working

WHERE
95%PT Remote Working (e.g., hybrid working)

74%Flextime

WHEN

12%Variable shift lengths (e.g., offering 4, 6 or 8 hour shifts)

13%Alternative shifts (e.g., working weekends or evenings)

4%Shift sharing (e.g., split shift with a colleague)

5%Shift swapping (e.g., trading shifts with colleagues)

5%Shift selection (e.g., input/choice into scheduling process)

40%Part-time

WHAT 5%Job sharing

15%Phased/Flexible retirement

6%Fluctuating workweek
HOW

23%Compressed workweek (e.g., 4, 10 hour workdays)

18%Contract/gig/freelancing
WHO

12%Internal talent marketplace

1
1

Flexible Work is Multi-Dimensional, 
But Pandemic Has Driven Focus On Remote Work
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Flexible Work is Multi-Dimensional; 
Post Pandemic Focus is on Remote Work
Flexibility for a new world at work

Address blind spots
Organizations who fail to address risks may face an 
inconsistent employee experience, tax and legal 
consequences, DE&I barriers and negative business 
outcomes

Move beyond remote work
For those with significant populations of front-line or hourly 
staff, explore new and different types of flexibility to create a 
talent advantage in a highly competitive labor market

Connect your flex and talent strategies
Assess what you need from your talent needs and develop 
a strategy for how you can achieve – which may require 
increasing flexibility

12
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1

Developing talent 
and providing 
reward/recognition 
for skill acquisition

PLANNING

Matching the right 
people to the right 
jobs/gigs at the 
right time

DEPLOYMENT

Understanding 
existing internal and 
external talent supply 
with a skills lens

ASSESSMENT

1

2

3

4

Bringing together 
business plans and 
strategic workforce 
plans to meet current 
and future needs

DEVELOPMENT

27% have business plans with enough detail to identify 
future skill needs
23% have strategic workforce plans that quantify 
skills gaps/needs in addition to headcount
37% differentiate which skills can be developed versus bought

6% use an AI-driven talent intelligence platform 
14% conduct robust assessments of technical skills 

26% use psychometric tools to measure potential

13% have an internal talent marketplace to facilitate talent sharing 
4% are part of an external talent consortium

25% include short-term projects, not only expat assignments, as part of talent mobility
18% make career and pay band information available to all

47% understand their talent development needs
11% have effective up/reskilling programs to prepare talent to move into new areas
72% nudge employees for learning opportunities based on their job/skill aspirations
24% have built learning pathways mapped to jobs/skills

49% are able to adjust internal pay based on the changing value of skills

Companies in Canada Are Building for Employability to 
Meet Current and Future Skill Needs

37% understand the workforce skills they have today
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72%

49%

34% 33% 32%

Building a culture
where people feel

comfortable bringing
their authentic self to

work

Investing in sufficient
training to enable
effective use of

collaboration tools

Redesigning work and
work processes with

well-being as an
outcome

Being transparent in
how we roll out new

technologies (including
AI/automation)

Helping individuals to
set boundaries and

manage their energy

Employee exhaustion is 
perceived as one of the 
biggest obstacles to 
transformation in 2023.
What else are HR leaders in 
Canada concerned about?
• Too many priorities that distract 

our people (57%)
• Lack of workforce capability 

and future skills (36%)
• An impoverished budget (27%)

86% of companies are taking steps to
maximize workforce energy this year

HR is critical to the 
success of the 
transformation agenda

Top 3 focus areas for HR functional transformation:
• Ensuring HR has a seat at the table for business strategy and decision making
• Accelerating programs and policies that focus on new ways of working
• Transforming the HR operating model to be more agile

Companies in Canada Harness Collective Energy to 
Drive Human-Centered Transformation
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Key Takeaways
• Increased turnover is a new normal:

– Adjust your expectations re. attraction and retention;
– Streamline your hiring processes to simplify and streamline;
– Provide the best possible employee experience; and 
– Redefine your culture to be highly flexible in: How you work, 

where you work, when you work, who works etc. 
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Key Takeaways
• Employee Experience and Value Proposition are key:

– An individual bundle of what an employee finds valuable to him/her;
– Includes the greatest flexibility of choices and options which are easily 

accessed and readily changeable—Key focus is on Comp. and Rewards, 
Flex. Work, and Culture;

– Be willing and able to change your offerings of compensation, rewards, 
benefits when you see that what you’re doing isn’t working 

– Get feedback—Not only turnover stats/exit interviews, but ongoing 
pulses AS LONG AS you plan to make changes if the employees are 
asking for it (don’t survey unless you will and can change)
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Your Feedback 
Is Important. 
Please Scan 

This QR Code.

Session Evaluation

Key Takeaways
• Culture is not fuzzy notion:

– It is the sum of the environment a company 
provides—Inflexible or flexible, reasonable or 
unreasonable, easygoing or a tough slog; you 
can’t say A and do B

– Try to keep up—There is a significant lag in 
organizational cultural evolution i.e., 15 years
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