
Published at the start of this year, new salary and market 
insight guides for a range of industry sectors suggest HR 
departments will be kept busy over the next 12 months.

In contrast to previous years, over three quarters of the working  
population (81%) now feels either stable or very stable in their 
current organisation, and up to half of workers are now actively 
job seeking.

Within the HR community itself, more than four out of five  
of respondents (89%) said they feel stable in their current 
organisation and 75% said they are secure or very secure  
in their current role.

As a result, compared to previous years, maintaining talent 
levels has started to rise up the agenda. Just over half (56%) of  
respondents with recruitment responsibility for HR professionals  
said they are concerned about losing talented individuals from 
their organisation. This is an increase on the 51% who voiced 

the same view at the beginning of 2012, although still below 
the cross-sector average figure of 61% this year.

Whereas more stable working conditions will be welcomed  
by individuals where job security is their main priority, there  
is evidence that the lack of movement in the jobs markets is 
starting to have a less positive effect at an organisational level.

This is especially clear in the responses given to the question, 
“Are skills gaps having a negative impact on your organisation’s  
performance and growth potential?” For many, this is a much 
bigger issue now with two thirds (66%) agreeing they need to 
attract new talent – a 15% increase on the 51% who last year 
said skills gaps were having a negative impact.

With freezes on recruitment forcing many workers, including 
HR professionals, to sit tight so far, it will be interesting to see 
if the data supplied by these 1,500 employers and employees 
will accurately predict a thaw in the jobs markets this year.
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“The talent crisis is no longer a 
problem of the future. It is here and 
now and is threatening business 
growth and economic prosperity.”

This is how PwC starts its recent global report on the 
subject, before going on to explore how CEOs around  
the world are starting to take a more strategic view of 
their future workforces. 

No longer, it seems, can they assume tomorrow’s 
talent be as freely available to them as today.

“To be successful HR has to be a true partner to the 
CEO – helping to shape the priorities and plans of the  
business,” the report authors continue. “How HR leaders  
take up this challenge may well determine whether 
their organisation will sink or swim in these turbulent 
times.” Take a look at our edited reviews on pages  
4 and 5.

On page 6 we also touch upon further change within 
HR itself. Little more than a decade since one of the 
profession’s more senior roles – the Business Partner 
– surfaced, some of the latest thinking is that this 
position now needs to be replaced by that of HR 
Entrepreneur. Whether this is a formal job title or simply  
a way of being more ‘business savvy’ as the CIPD 
likes to call it, remains to be seen.

But it does call into question what HR leaders and 
their teams should prioritise in their Monday morning 
planning meeting.

A key priority right now for law firm, Eversheds, is its 
ongoing commitment to diversity in the workplace. 
See what Margot King, Head of Corporate Responsibility,  
Diversity and HR Projects has to say on page 7 and 
how the firm has recently won a National Business 
Award for its inclusive culture and work ethic.

Elsewhere, take a look at the results of our new Salary  
Survey over-leaf and catch up on the next round of 
HR conferences and new publishing on the horizon.

We hope there is plenty to interest you in this issue  
of insideHR.

Best wishes

Link, Like, Follow us.        @Reed_HR
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How social media culture promises to put  
‘community feedback’ into performance reviews.
michael Silverman

TeLL me now 
(ALL OF YOU!)

The annual Salary and Market 
Guides are popular for many 
reasons, not least because  
they illustrate the average  
pay packet in HR  

If your take-home pay is your key driver, it’s perhaps not 
surprising to learn you should head south. HR professionals  
in London are ahead of the pack by some margin, but those  
in the South East, the Midlands and the South West are 
not too far behind.

As a region, the North is also a lucrative location (thanks 
to the M62 corridor, stretching as far west as Liverpool). 
Salaries in Scotland are also starting to debunk the idea  
of a North / South divide.

Wales and Northern Ireland show the lowest start and end 
salary points, but with an average salary low of £18,000 
and high of £79,000, there is still scope to build meaningful 
career progression.

For new recruits entering the profession, HR Officers  
and Advisers can expect to earn between £18,000  
and £23,000 in the lowest paid areas. 

At the top end of a successful career in HR, candidates 
applying for directorship posts in London-based Financial 
& Professional Services firms can command between 
£82,000 and £164,000. 

Show you the money? As a profession, HR in the UK 
means you can multiply your starting salary x 10 (almost).

Do you find existing performance reviews to be a bit generic 
and sporadic? I know I do. 

This is despite the fact that most organisations have taken 
technological advancements on-board (by moving from the  
traditional paper-based performance appraisal to online 
performance reviews).

But the basic premise behind them has remained the same 
– and there are several issues associated with this.

Despite new technology, one of the big problems is that 
performance reviews still tend to ask the same questions  
or assess the same competencies. There is also a lack of 
regularity because they are typically conducted on an annual 
or six-monthly basis.

In my view, this is where human intelligence is more important 
than technology.

Just think about it. Even with all the applications, it’s still a  
big ask to expect one person to be an expert in reviewing  
performance, an excellent coach and a great communicator.  
Not only this, with the increasing emergence of agile and 
remote working – managers are spending far less time with 
their direct reports.

Where performance reviews are linked to reward, they can  
be particularly flawed by the simple fact that those in charge 
of the review (especially where the outcome is linked to bonus 
allocation) are only human and cannot be perfectly impartial. 
Traditional performance reviews are also ineffective in capturing 
employee behaviours that are difficult to quantify… such  
as teamwork, problem solving, creativity, self-discipline  
and initiative. 

What’s more, those organisations that have established 
themselves in social networking sites such as Twitter, LinkedIn 
or Yammer have still not explored the potential of these tools 
as a ‘new language of business.’ This is important because 
these collaborative approaches offer a means by which 

employees can regularly rate, comment and make suggestions 
about their colleagues’ performance.

Groups rating individuals?! I can see why managers would 
regard this as potentially chaotic and a risk too far, but the 
idea that individual performance shouldn’t be rated by the 
group is starting to look out of date.

In society in general, community collaboration is emerging  
as an effective approach to providing feedback and 
exchanging knowledge and information. Just look at the 
group reviews on TripAdvisor or Amazon.  

So what’s stopping HR from integrating social technologies 
(and culture) into performance reviews? 

Yes, there are only a handful of companies that have started 
to explore these opportunities. But what they are finding is 
that not only can collaborative performance reviews be more 
engaging (employees can give and receive feedback from 
everyone including their managers) feedback can also be 
delivered in real-time and not several months later. 

Essentially, the integration of feedback from social technologies  
into performance reviews can make them more objective and 
can effectively reduce the demands on the manager. 

What’s more, group feedback on individual performance  
can lead to better recognition of achievement on the ground. 

In other words, employees are asked to nominate colleagues 
for recognition awards: for showing initiative, exerting 
discretionary effort, etc. This is where your mass-performance 
evaluation culture exists. Not with the line manager, but with 
everyone sitting next to the person in question.

For me, introducing HR 2.0 like this feeds more into human  
instinct than technology. Continuous feedback in this way  
also creates a culture where people start to think about where 
they can add the most value to their organisation.

Michael Silverman is a director at Silverman Research 
www.silvermanresearch.com
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The REED salary and market  
insight guides show why organisations  
will need skilled HR professionals in 2013

JOIN THE

Q Engage with like-minded senior practitioners

Q Attend bi-monthly breakfast round-table sessions

Q Talk in a safe space to air issues and receive  
 impartial, expert guidance

Q Share new, strategic thinking and tactics to   
 maximise your HR effort

Q Gain access to a private online group that   
 includes subject matter experts

Q Get quick support and poll reaction to your   
 most important questions

For more information, 
contact Stuart Lindenfield 
on 020 7632 5782 and 
join our Linkedin group  
via the QR code.

NEW for ambitious, 

inquisitive and proactive 

HR professionals.
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