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HR engages every part of an organisation.  
From talent acquisition, to engaging staff, to 
leadership assessment and development, HR 
can play a vital role in the success and growth 
of an enterprise. 

The unique ‘everywhereness’ of HR is a key 
strength; few functions have such a complete 
view of an organisation or have such an ability 
to influence the right people at the right times.

But ‘everywhere’ can also be a weakness. It 
can spread you too thinly, or make you too 
focused on process rather than creating value. 

This year’s Harvey Nash HR Survey, now 
in its eighth year, reflects the views of over 
1100 HR professionals from across the world. 
It reflects the wide range of challenges and 
opportunities that the ‘everywhere’ HR is now 
dealing with, and how successful HR leaders 
are creating winning strategies.

From automation to employer brand, board 
priorities to performance management, you’ll 
find data and insights that will help in your 
business and career planning.

Welcome to the 2019 HR Survey.

The Everywhere HR
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What you 
need to know

How’s your 
brand?

Building an employer brand is 
very important for nearly two-
thirds of recruitment teams as 
they aim to attract staff directly

Diversity 
trailblazers and 

laggers
22% of HR professionals believe 

their organisation is playing 
catch-up when it comes to 
diversity – 6% of these are a 

long way behind

The end of the 
annual appraisal?

Only a third of HR departments 
carry out annual reviews of their 
staff, which is closely followed by 

those that assess performance 
on an ongoing basis – 23%

The future of 
recruitment

A quarter of organisations rely 
heavily on social media when it 

comes to recruitment, but many HR 
teams are finding success in new 
areas such as video interviews, 
automated CV assessments and 

chatbots

Help your staff 
to help themselves
Although internal leadership 

development programmes accounted 
for 68% of development opportunities 

for employees, e-learning came 
in second, with two-thirds of 

organisations offering this as a way 
for staff to learn in their own 

time

Boards 
are focused 
on growth

27% of HR professionals say their 
board wants them to focus on 

recruiting high-performing talent 
– the most important aspect of 

the role for the second year 
running
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A focus on growth 
Sometimes no change is good. 
And despite wider political and 
economic uncertainty, most HR 
leaders will be pleased to see the 
board hasn’t changed its priorities 
for the HR department. ‘Rewriting 
the HR strategy’ is one action most 
HR leaders will not have to contend 
with this year.

Recruitment is still the key concern 
for the board, suggesting that the 
focus remains on growth. Like 
last year, developing leadership 
capability and employee 
engagement come close in second 
and third places.

Automation, an increasing concern 
we have tracked in our other 
research such as the CIO Survey 
and Board Research, seems to be of 

little concern, with only 3% feeling 
their board wants HR to focus 
on it. In a way this makes sense: 
automated resource is the opposite 
of human resource! But all our 
research suggests that automation 
does have a human impact, 
either through replacing jobs, or 
augmenting them. Automation 
may be mostly a concern for the 
CIO, but HR has an important 
view too.

You also need to look a long way 
down the table to see gender pay 
as a concern. In some countries 
this requires regulatory reporting, 
typically something that brings it 
onto the radar of the board, so we’d 
expect it higher up the priorities. 
But again, this doesn’t seem a 
concern for the board.

What are the key business issues that your board is looking 
for HR to address? Please select your top three
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27%

Industrial relations (trade unions)

Gender pay gap

Artificial Intelligence
Multi-generational workforce

Downsizing

Flexible employment
Performance metrics

Automation

Inclusive culture

Succession
Diversity

Training & education programme

Management development
Capability & competence management

Organisational growth

Digital transformation
Business e�ciency

Culture development

Performance management
HR systems & processes

Change management

Talent management

Employee engagement
Employee retention & motivation

Leadership capability

Recruitment
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Robotic HR?
We took a deep dive into automation 
within the HR function itself. Without 
doubt, technology is having, and will 
continue to have, a major impact on how 
the function is run – three-quarters of HR 
leaders are reporting at least part of their 
function will be significantly affected by 
it. Perhaps unsurprisingly, automation 
is focused on the more tactical and 
operational aspects of HR – for instance 
payroll, gaining employee feedback 
through surveys, and recruitment. More 
complex areas, such as employment law 
and employee relations, remain relatively 
untouched.

HR is changing and, increasingly, HR 
experts will be expected to focus on 
the value-added aspects of their role, 
as well as becoming well versed in 
the technology that appears to be 
fundamentally changing their function.

In which HR processes do you expect automation to have a significant impact?

Data analysis

75% Payroll

74%
Employee

engagement surveys

65%
Recruitment

63%
Onboarding

57%Benefits

46%Pensions

33%
Organisational 

structure

17%
Employee 
relations

15% Employment law 

11%
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Coach-
ing and develop-

ing People Managers to 
empower them to reach their 

full potential in driving employee 
engagement

What’s your focus?
Given how many varied and complex 
responsibilities HR has, it’s perhaps a 
little unfair to ask what the single most 
important thing is. But that’s exactly 
what we did, and it made fascinating 
reading!

By far the most important focus was 
the management team and employee 
engagement. Over one-third of 
respondents highlighted how coaching 
and developing people is key to 
success – more important than directly 
implementing or operationalising the 
business strategy. There is a saying that 
‘culture eats strategy for breakfast’ and 
the data here seems to confirm that – 
get the ‘people’ bit right, and everything 
else will follow.

What is the most important thing HR should be focusing on in the future to succeed?

Coaching & 
developing people 

managers to empower 
them to reach their full 

potential in driving employee 
engagement

34%

Coach-
ing and develop-

ing People Managers to 
empower them to reach their 

full potential in driving employ-
ee engagement Coach-

ing and devel-
oping People Managers 

to empower them to reach 
their full potential in driving 
employee engagement

Coach-
ing and devel-

oping People Manag-
ers to empower them to 

reach their full potential in 
driving employee engage-
ment

Coach-
ing and 

developing People 
Managers to em-
power them to reach 
their full potential 

in driving em-
ployee 

Operationalising 
business strategy 

by performing 
organisational changes 

and development

23%
Driving the 

implementation of 
the business strategy

20%
Coaching 

& developing 
people managers to 

meet future demands 
of a new generation 

workforce

15%
Digitalising 

admin-related 
work to free 

up time

8%
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A flexible future?

Last year’s HR Survey revealed that HR leaders 
were committed to growing their non-
employed workforce, with 43% expecting more 
than one in ten of their workforce to be non-
employed by 2023.

This year suggests there is still a way to go – 
only 28% of enterprises have more than one 
in ten as non-employee labour, and this figure 
hasn’t moved much since last year.

This suggests that while flexible labour is seen 

as a key resourcing strategy, many HR leaders 
are struggling to get to grips with it. A growing, 
and more complex, body of legislation about 
what constitutes an employed person, as 
well as concerns about zero-hours and ‘gig’ 
contracts, may have made organisations more 
nervous about how they outsource work.

Last year we announced how flexible work has 
‘come of age’. While this is certainly true, this 
year suggests that there are also invisible brakes 
working on the sector. 

What proportion of your current workforce is non-employee labour (e.g. contract, consultancy, managed services, 
outsourced employment)?

By far the department that uses flexible labour the most is IT, with 
Operations as the second most popular. 

!"#$%&'(&('$)(*%(+%,(-'%.-''/*$%0('1+('./%)2%*(*3/4&5(,//%5#6(-'%7/898%.(*$'#.$:%.(*2-5$#*.,:%4#*#9/;%2/'<)./2:%(-$2(-'./;%/4&5(,4/*$=>

!"#$%&##'(')*+,&##$+%-.'/&*0$1&#2+%#3*"13$+%'('4%5$%&&*$%56$%-%1$-.'/&*0$1&#7+0&*%8&%3'(')"9.$1'/&13+*:&-.3;1-*& <-%",-13"*$%5=&3-$.'('>&$#"*&?&1;%+.+5@'('?&.&1+8#
?(*/ @AB CB DB @@B EB @FB GFB @AB
@3@FB HFB HHB H@B ACB HIB HGB HGB @HB
@@3GAB @GB @CB GIB GIB G@B G@B @AB @HB
GH3IFB CB EB IB FB FB GB JB JB
I@3AFB @B FB FB HB JB FB FB @B
A@BK IB GB IB GB JB IB FB GB

ABCD ABCE
?(*/ @@B @GB
@3@FB H@B ADB
@@3GAB @EB @EB
GH3IFB IB CB
I@3AFB GB GB
A@BK JB GB

11%

61%

19%

4% 2% 3%

12%

58%

19%

7%
2% 2%

None 1-10% 11-25% 26-40% 41-50% 51%+

2019

2018

!" #$%
&'()*+,-./ 0$%
&+1()23'4(*/(2/'(5,6789#%
:;''47<=*.;6*5+;),.> ?%
@,.*.5( $%
:*4(/ $%
AB C%
=*)D(+,.> C%

E1,512F('*)+G(.+2,/2;/,.>2+1(21,>1(/+2'()5(.+*>(2-62.-.H(G'4-7((2)(/-;)5(/I

3355%%

2255%%

1133%%
99%%

55%% 55%% 44%% 44%%

IT

Oper
at

io
ns

Oth
er

 (p
le

as
e 

sp
ec

ify
)

Su
pply/

M
an

ufa
ct

urin
g

Fin
an

ce
Sa

le
s

HR

M
ar

ke
tin

g

H A R V E Y  N A S H  H R  S U R V E Y  2 0 1 9 7



H A R V E Y  N A S H  H R  S U R V E Y  2 0 1 98



H A R V E Y  N A S H  H R  S U R V E Y  2 0 1 9 9



Recruitment 

Earlier in this report we highlighted how recruitment was the largest HR concern for the 
board. We delved further into this area and asked what aspects of recruitment are the 
most important.

Just like last year, building an employer brand holds the top slot. It’s not a surprise: HR 
leaders are telling us that if they get this aspect right, so many of their other priorities 
follow, such as attracting more diverse talent or reducing agency spend.

Building a brand remains a tough task though, and it’s getting tougher. Increasingly, 
potential recruits are looking at the culture and ethics of organisations, something that 
the #MeToo movement has served to intensify. And many organisations that have been 
traditionally held in high regard for their customer-facing products and services have 
been found lacking when they turned inwards looking at their cultural values. Gender 
pay gap reporting, corporate values statements and the increasing focus on who is on 
the board have all served to focus attention on these areas.

Direct hiring continues to grow, although its rate of increase seems to be slowing.

The growth of direct hiring has been driven by two factors. Firstly, online tools such as 
LinkedIn and web-based applicant tracking systems have empowered the HR team to 
do more for themselves. Secondly, tied with this, HR leaders have been driven to reduce 
agency costs. 

This year we see the growth of direct hiring level out, and the desire to reduce agency 
spend take a big drop in priorities (in fact, it experienced the biggest drop out of all 
recruitment priorities).

Has direct hiring reached its peak? It will take another year of data to see if this is a 
trend.

Please rate how important each of the following are 
for your recruitment team – very important

Approximately, what percentage of your recruitment is 
directly hired? (e.g. direct to the candidate, without using a 
recruitment organisation or other third party)? – 76–100% 
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Improving recruitment report ing
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Workforce planning

Attracting more diverse talent

Building a pipeline of talent

Building an employer brand
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Emerging recruitment 
technology
By far the most well-used digital 
tool for recruitment is social 
networking. This is perhaps not 
surprising, as the use of LinkedIn 
has been a game changer for 
many in-house recruitment 
teams, allowing them to do 
more themselves and reduce 
agency spend. But it’s not limited 
to LinkedIn; HR leaders tell us 
that social media also has a 
growing role in employer brand 
development. From Twitter 
through to Instagram and Flickr, 
organisations are cleverly using 
social media to showcase their 
cultures. For many, the emphasis 
is on creating an authentic view 
of their organisation, featuring 
photographs of real people and real 
situations.

Psychometric and technical testing 
are also favourites, and have been 
for some time. It is interesting 
to see the emergence of video 
interviewing – being used either 
moderately or significantly by 
almost three in ten organisations. 
While video has been talked about 
for decades, the advent of 4G / 5G 
networks and much more reliable 
software like Skype and Zoom, as 
well as dedicated video recruitment 
products, have made this a much 
more viable option. 

To what extent are you using the following digital 
tools as part of your recruitment process?
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0% 20% 40% 60% 80% 100%

Social networking

Psychometric testing

Technical testing

Video interviews

Implicit testing (big data / predictive analytics)

Automated CV assessment

Game-based assessments

Chatbots

Chart Title

Not at  all Slightly Moderately Significantly
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Measuring performance
Formal yearly assessments remain 
the most common timescale for 
performance assessment but, 
interestingly, almost one-quarter of 
organisations assess their workforce’s 
performance on an ongoing basis. 
The chart here does not follow a 
standard ‘bell curve’ of response 
distributions, suggesting that those 
organisations that perform assessments 
on an ongoing basis are in some way 
different from the others. 

How often do you assess the performance of employees?

We assess on an ongoing basis 23%
Quarterly 11%
Every six months 25%
Yearly 35%
Less often than yearly 3%
Other (please specify) 2%

How often do you assess the performance of employees?

23%

11%

25%

35%

3% 2%

We assess on an
ongoing basis

Quarterly Every six months Yearly Less often than
yearly

Other (please
specify)
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Who’s trailblazing in diversity?
In our Board Research and CIO Survey we often ask a question about ‘how you 
compare with your peers’ on certain factors. It always puts a smile on the analysis 
team’s collective face when 80% feel they are better than their peers. We love the 
positivity, but clearly it’s mathematically impossible!

It is therefore pleasing to see HR leaders taking a more measured, and perhaps more 
objective, view of where they stand, in this case with diversity.

Just over one in ten feel they are real trailblazers in diversity, with approximately two in 
ten feeling they are ahead of the curve and the remaining seven in ten lagging behind. 

Trailblazers = ‘we are recognised as being ahead of most’

Laggers = ‘we are similar to the average, or behind our competition’

The difference in what forms of diversity trailblazers and laggers are pursuing is quite 
stark. While both groups prioritise gender, their other priorities differ.

Trailblazers are twice as likely to be happy with how diversity is progressing compared 
with those lagging behind (86% versus 43%).

What best describes your organisation’s approach to 
diversity and inclusion in comparison with your peers?

6%

15%

45%

22%

12%

Behind the field 
we are far behind

Catching up 
we are lagging behind but making progress

Average 
we are similar to most

Fast follower 
we are in the upper quartile

Leaders
we are recognised as being ahead of most

Top three areas targeted for diversity

TRAILBLAZERS

Gender 

62% Culture

58%
Age

42%
LAGGERS

Gender 

61% Ethnicity

43%
Culture

39%
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Development
Given that employee engagement is 
such a priority for most HR leaders, 
it’s not surprising that employee 
development is too. Perhaps what’s 
more surprising is just how extensive 
development programmes appear 
to be. Two-thirds have leadership 
development and e-learning 
programmes in place, and six in ten 
have individual coaching.

Smaller enterprises (<500 people) were 
less likely to use the listed development 
options, with the exception of informal 
mentoring and team coaching where 
adoption rates were similar.

What sort of development opportunities do you 
offer your workforce (please tick all that apply)?

Other (please specify) 6%
Mentoring - formal programme 28%
Leadership development programme - external 38%
Team coaching 39%
Mentoring - informal 55%
Individual coaching 62%
E-learning 66%
Leadership development programme - internal 68%

What sort of development opportunities do you offer your workforce (please tick all that apply)?

6%

28%

38%

39%

55%

62%

66%

68%

Other (please specify)

Mentoring - formal programme

Leadership development programme - external

Team coaching

Mentoring - informal

Individual coaching

E-learning

Leadership development programme - internal
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