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HR Survey Report 

 

Working alongside the HR function, we see first-hand the primary strategic role they 

contribute to an organisation. However, does management see this? HR has been locked in 

a long-term battle to achieve true recognition in the business structure. They are the bridge 

to workforce powered success. Yet our survey demonstrates there is still some ground to be 

covered.  

 

Employers need to identify the power that lies within their HR function. Whereas the 

employer has a specialised niche, the HR function operates on a wider playing field. 

Knowing where HR challenges and opportunities are coming from enables employers to 

recruit the best talent for their industry needs. It’s about using the information available to 

make the best decisions. This report delivers the insight in to the HR sector which you need 

to make profitable employment decisions.  
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Insights and Information 

Salary surveys often leave you with more questions than answers. We look beyond the 

figures to the understanding behind them. We bring you the interconnection between the 

diverse challenges facing the HR sector which will empower you to make the most informed 

hiring decisions. We’ve analysed both the wider HR industry, across all levels, to understand 

not just about basic salaries but about commitment, engagement, risk factors and more.  

 

The state of the HR sector 



 
 

 

2018 is a fascinating time for HR to say the least. The biggest impact we’re seeing on HR in 

terms of understanding salaries and long-term employee commitment is Brexit. Many 

sectors are being hit here, but HR has its own unique challenges off the back of it, notably 

the impact on migrant workers and skills shortages. HR specialists working in recruitment 

are also directly impacted by Brexit’s effect on financial services jobs.  

 

Then there is the legal and political framework within which HR operates. The introduction 

of the GDPR hits HR departments in a huge way. Gender pay gaps need addressing in every 

corner requiring a shake up for everyone. This is within the issues surrounding the ‘gig 

economy’ and the current nature of employees v. contractors.  

 

Achieving stability, consistency, and growth in the HR function in light of the above requires 

technology to step up to the plate. It is, in a big way this year. Technology is making 

different working protocols possible, facilitating everything from flexible working to GDPR 

friendly record keeping. Bots can be used to facilitate much of the mundane administrative 

function.  

 

The data collated in this HR salary survey 2017/18 needs to be understood within this wider 

HR landscape.  

 

Key findings 

 Training and Development for the future is inadequate. There is not enough focus 

on the need for training and development to be business-led. Furthermore, the onus 

isn’t being put on HR employees either. This opens up a weakness for future skills 

issues at a time when they need to be strongest.  

 There is still a lack of clarity over the strategic importance of the HR function. 

There remains a mismatch between the individual HR employee’s clear 

understanding of organisation goals and objectives and senior business leader’s 

knowledge of how to use HR strategically. This is downplaying HR value and short-

changing the business.  

 Salary expectations and reality don’t tally. Generally speaking too many HR 

employees are dissatisfied with their salaries. This could pose a problem for 

organisations in the near future. 



 
 

 

 Nonetheless, employee commitment is very high. Interestingly, despite the above 

HR employees are largely highly committed to their current role and their current 

organisation. This is likely reflecting the current uncertainty in the HR recruitment 

market due to Brexit. Additionally, work environments are increasingly positive and 

this will impact on employee commitment.  

 Specialist recruitment agencies are invaluable.  

 

Notes about this survey 

In this survey, there is a broad spectrum of roles analysed from HR Director through all 

levels, as well as over 30% being from specific HR roles not generally defined. This means 

the data gives a good general view of the industry. Additionally 28% of those surveyed are 

at middle management level. 

 

Again, this report looks at a broad spectrum of HR employees in terms of service length. 

Whilst the majority of respondents (66%) have been in their current role for less than three 

years, we see a strong minority having been with their current employer for the middle to 

long term. Generally speaking, the highest number of respondents have been in their role 

for 1-3 years.  

 

As would be expected in the HR sector, the vast majority (58%) of respondents work for 

larger employers (250+ employees). Nonetheless, it is encouraging to see 31% work in 

medium-sized organisations (50-250 employees), and even more so to see 8.5% work for 

very small organisations (less than 10 employees). Perhaps the tide is changing for seeing 

the strategic importance of the HR function.  

 

Training, Development and Career Progression 

Perhaps one of the most concerning outcomes of this salary survey is the poor focus of 

employers on the training, development and career progression of their HR staff. Nearly 

80% of HR staff have a clear understanding of their organisation’s visions and goals. 

Furthermore, again nearly 80% of HR staff can clearly see how they contribute towards 

these company goals. Yet well under 70% believe they have the necessary resources to do 

their job, even though they clearly have the skills.  



 
 

 

 

This picture becomes more concerning when we look specifically at training and 

development. Only just scraping 60% of employers are adequately equipping their HR staff 

with the right training. Given the current HR landscape this is woefully short-sighted.  

 

The worrying picture doesn’t stop there either. Generally speaking, HR employees are 

amongst those most likely to be self-driven in their knowledge and skill acquisition. Many 

have worked within, or closely to, the training function. They have had to be self-motivated 

to become CIPD qualified. However, employers generally aren’t taking advantage of this 

either to plug the gap in their own training interest. Instead, only just 60% are encouraging 

employees to take responsibility for their own training and development. 

 

Whilst cash is short, training is easy to neglect. However, the problem with this approach is 

that it simply stores up bigger problems for the future. At a time when things are changing 

radically in HR, you risk exposing the business to weakness if training and development isn’t 

up to par. For example, without adequately providing deep level training on GDPR you 

expose your business to hefty fines.  

 

Additionally, to weather the Brexit storm, HR employees need to be given the resources and 

the training opportunities to use the changing landscape to your strategic business 

advantage. At present only 60% report that their manager is interested in the development 

– it’s important this figure improves radical over the next year or two.  

 

Clarity of the HR Function 

HR has, since it’s ‘personnel’ days, struggled to deliver clarity regarding their function within 

the business organisation. This is particularly so regarding their strategic impact. It is 

somewhat discouraging that this lack of clarity still remains. For example, whilst on the face 

of it 73% of HR employees feeling their knowledge and skills are fully used seems ‘good’ it 

means that organisations are missing out on a fair chunk of strategic advantage residing in 

their HR function. When this is combined with the fact that 35% don’t feel they have 

adequate resources to do their job then it’s a concerning picture. Further compounding of 

this issue happens when we look at the figures for clear organisational structures and career 



 
 

 

pathways. Organisations are really falling short here with a staggering 47% not having clear 

structures and pathways.  

 

This lack of clarity and understanding is somewhat reflected in the fact that 31% of 

respondents feel that their own manager doesn’t have a good understanding of their role 

and their work. We would have expected a near 100% achievement here as the immediate 

manager should have a clear and insightful understanding of their immediate subordinates. 

This is then reflected in a failure to use the HR function adequately in decision making. 63% 

of our respondents are involved by their manager in decision making. This again is short-

sighted and missing out on strategic opportunity.  

 

HR is the bridge between organisation goals and business success for the vast majority of 

companies. Your power lies in your workforce. The HR function is largely responsible for 

ensuring you get the most out of your workforce in terms of productivity and growth, whilst 

also protecting you from unnecessary risk. Maximising the power of HR and their impact on 

organisational goals is therefore imperative. For this to happen HR needs to be viewed with 

the same importance as finance and operations.  

 

HR Salaries and Commitment 

In this HR salary survey one of the most interesting results regards perceptions of salaries 

themselves. Generally speaking HR employees view their salaries as having plenty of scope 

for improvement.  

 

65% feel they are fairly compensated for the work they do. 61% feel that their salary is 

competitive with the rest of the industry. Only 58% are satisfied with their salary. HR 

salaries are immensely diverse and this is no different between national average figures and 

our findings. National average HR salaries, for example, include: 

 HR Director: £94,479 

 HR Business Partner: £51,174 

 HR Manager: £47,587 

 HR Consultant: £43,456 

 Recruitment Specialist: £37,260 

 HR Advisor: £33,029 



 
 

 

 HR Assistant: £25,533 

We’ve seen slightly depressed figures against these national averages, but allowing for the 

broad spectrum of respondents there is nothing overly unusual. What is unusual is this 

mismatch between expectations and reality. When employee expectations are out of step 

with the market realities, and their organisational expectations, you tend to see 

dissatisfaction on a scale which impacts productivity. 

 

Nonetheless, our salary survey doesn’t bear testimony yet. Indeed, the level of engagement 

and commitment of our respondents is broadly high. 74% state they get a sense of personal 

accomplishment from their work, 74% enjoy coming to work and over 90% find their 

workplace comfortable.  

 

When we look at the results more clearly we can begin to understand why this is the case, 

despite the expectations regarding salaries. 87% report good working relationships with 

their colleagues. Expectations and reality matches over benefits in addition to salaries. HR 

employees do also, generally speaking, feel valued. 

 

Furthermore, there’s no imminent danger to employers of their HR staff moving on just yet. 

Almost 65% of HR staff are planning to stay with their current employer for over 12 months, 

and many of these are planning to stay even if their next career opportunity hasn’t 

presented itself within your organisation. Yet this doesn’t mean that everything is ok. Long-

term, only 59% intend to actively develop their career with their current employer. For the 

moment, individuals could be sitting tight to see how the dust settles before making career 

moves.  

 

Overall, employers need to be aware of this mismatch between expectations and reality as 

well as ‘now’ and ‘future’, as it could spell problems within the next few years. Open 

communication between business leaders and their HR staff regarding salaries will help to 

draw reality and expectations together. This should go hand in hand with improving the 

strategic importance and vision of HR within the wider business objectives, as well as 

crucially putting greater focus on training and development.  

 



 
 

 

A Word on Broader Salary Packages 

The issue seems to reside largely with the actual salaries offered to HR staff rather than 

their wider benefits packages. Employers are largely meeting benefits package expectations. 

When we look at our figures for salary satisfaction versus salary and benefits satisfaction, it 

is the benefits offered which pull up the overall results.  

 

Employees place relatively equal importance on a wide range of benefits with a slight 

preference for family-friendly benefits. This is reflected well in the benefits actually offered. 

For example, almost 70% are offered childcare vouchers.  

 

Nonetheless, 36% of employees don’t feel they are recognised for good performance. Again, 

this could signal problems which are brewing for further down the line when stability in HR 

is achieved and HR employees feel able to look elsewhere again. 

 

The Use of Specialist Recruitment Agencies 

HR, perhaps more than most, are on the face of it able to concentrate their recruitment in-

house. However, the vast majority of respondents report a positive experience of working 

with specialist recruiters like XXX. A staggering 70% would in fact choose to use a specialist 

recruitment company when they are next ready to find a new role. We believe that this is 

largely because specialist recruitment agencies are best placed to bridge some of the gap 

between the expectations of those in HR and business leaders.  

 

A Word of Warning to Employers 

Overall the status quo is reasonable stable for the time being but we’re seeing a bubbling 

problem for the medium-term future. Employers need to be aware of the additional 

pressures facing HR employees and strive to keep their talent on board. At the moment 

employers are being rewarded with high levels of commitment but this won’t last forever 

without beginning to view HR more comprehensively as a strategic partner.  

 

Additionally, you need to future-proof your HR function by investing in the training and 

development needed to navigate Brexit and beyond.  



 
 

 

 

Who are we? 

XXX take a different and dynamic approach to recruitment. We don’t simply aim to 

understand your vacancy, but instead wish to understand what skills and aptitudes are 

needed for success and growth. We deliver the highest calibre candidates who best meet 

your requirements, without requiring you to do the leg work. We recruit solely for the 

finance and HR sectors, honing our own talent to deliver yours. At XXX, employers benefit 

from our staggering 94% retention rate.  

 


