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Welcome to our 2014 HR Update 
The UK market has turned dramatically during the last 12 months and the outlook for 
growth across the country is very good. In line with this growth, the HR talent market 
has been gaining momentum throughout the year.

After years of prioritising job security over career development, 

candidates are increasingly discovering that more opportunities are 

available and are subsequently looking to see how they can further 

develop their careers. HR Directors in particular are becoming more 

confi dent and open to considering opportunities. 

As confi dence levels improve, however, candidate shortages become 

more widespread. Already, interim candidates are becoming less 

available as competition for the best people has been heightened. 

In some cases, day rates have risen from £200-£250 to £400-£500. 

Permanent salaries are also increasing, especially for HR Business 

Partners, with some roles earning up to £70,000 in the North East. 

The junior end of the market is still moving quickly with requirements 

for good all round generalists at competitive rates.

From a strategic perspective, the main focus seems to be on driving 

positive growth without increasing headcount. Practitioners are 

asking questions such as: Are our people in the right place at the right 

time? What are we doing with our talent? Do we have succession 

plans in place? Do we need to utilise executive coaching for our 

leadership team?

Other trends on the rise include HR transformation and OD, which 

are both currently high on the agenda. HR systems projects are 

also on the increase as investment from the business improves. 

Consequently, HR is busy streamlining processes to make future  

cost savings. 

Many of these issues and trends are discussed in this year’s HR 

update which includes interviews with three of the region’s top HR 

Directors, contributions from PWC and Bond Dickinson, as well as 

the results from our 2014 trends in HR survey. 

Thank you for your continued support and as ever, we welcome any 

feedback on any of the content.

NIGEL WRIGHT HR SALARY SURVEY 2014:

We are proud to announce that Cancer Research is our UK charity of choice for 2014/2015. 

Our fundraising target for this year is £15,000, a large part of which 

we actually raised during the Nigel Wright National Three Peaks 

Challenge, which took place in July. 

This involved walking the highest mountains in Scotland, England and 

Wales, all in the space of 24 hours. Seventeen members of staff from 

our UK and international offi ces signed up for this challenge, which is 

considered to be the toughest endurance event for non-professional 

athletes, and they all completed the course. 

In total, the team raised an extraordinary £12,467 for Cancer 

Research UK! Throughout the year, we will also be organising a 

number of other fundraising events such as sporting challenges, wine 

tastings, networking presentations, and cake/bake sales.

If you would like to contribute to any of our other 

fundraising initiatives, please visit our company’s 

JustGiving page at www.justgiving.com/company/NWC

ABOUT CANCER RESEARCH UK:

Cancer Research is the world’s leading charity dedicated to beating 

cancer through research. They have saved millions of lives by 

discovering new ways to prevent, diagnose and treat cancer, and 

survival has doubled over the past 40 years. Every day in the UK 

there are more than 400 people diagnosed with cancer who will 

survive the disease for more than 10 years thanks to research.

Nigel Wright’s charity of choice

JOB TITLE RANGE AVERAGE BASIC

HR Director £55,000 – £100,000+ £75,000

Head of HR £45,000 – £90,000 £57,000

HR Business Partner £30,000 – £50,000 £46,000

HR Manager £20,000 – £70,000 £41,000

HR Advisor £25,000 – £40,000 £29,500

HR Offi cer £20,000 – £50,000 £27,500

HR Assistant £18,000 – £30,000 £22,500

HR Administrator £18,000 – £40,000 £20,500
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To support our international growth, we have been working on developing our brand 
identity to more accurately refl ect our expanding business. As part of this process, in 
May, we launched our new Group website.

The website now encompasses the four divisional areas of the 

Nigel Wright Group: Consumer, Energy, Recruitment and Executive 

Search; each with its own unique website and brand identity.

If before, customers were directed to a website targeting the 

consumer sector exclusively, the new homepage now features a 

general Group landing page, where you can access the particular 

division most relevant to you. Once one of the four options is 

selected, you are taken to a full website entirely dedicated to the 

services and expertise offered by that division:

Consumer: This site is dedicated to our UK and International 

Consumer practice.

Energy: This is a new site which includes information specifi cally 

about the services and expertise offered by our Energy industry team. 

Executive Search: A new site which covers information about the 

services and expertise offered by the Executive Search teams and 

consultants operating across our business. 

Recruitment: A new site structured specifi cally around the  

services and expertise offered by our generalist recruitment practice 

in the UK.

We hope that the new structure will make us more accessible to you, 

and will help you source the information you need from us in a quick 

and straightforward way. 

Nigel Wright launches 
updated website

Do you have any comments on how we can improve your navigation experience? Please contact us at   

creative@nigelwright.com with your feedback and suggestions.
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Interview with 
Amanda Williams

Head of HR, Quorn Foods

When Amanda Williams joined Quorn Foods in 2013, the business was experiencing its 
best year yet in terms of growth and opportunities to expand its customer base. In this 
interview, she talks about Quorn’s talent retention and attraction strategy during a time of 
business reorganisation, the challenges of managing employee wellbeing overseas, and the 
satisfaction of working for a company with a dynamic culture.

You joined Quorn Foods almost 18 months ago. What is your overall 

remit as Head of HR? 

Primarily, my role is about making sure that the HR agenda is 

aligned to Quorn’s business strategy. Quorn is over 30 years old 

and many of its employees have been with the business since the 

beginning, which brings huge advantages in terms of knowledge and 

competency, but also some challenges around bringing fresh ideas 

and new ways of doing things into the business. The organisation is 

going through a period of change, associated with our ambition to be 

the fi rst ever $1bn meat alternative business. HR is central to these 

changes and my role is about fi nding a balance between utilising the 

experience that already exists here, and combining that with new 

people and new ways of doing things to help the business achieve its 

long term goals.

What was the biggest challenge you faced when you came in and 

how did you overcome it? What will dominate the HR agenda over 

the next 12 months? 

The biggest challenge was trying to understand the food 

manufacturing industry. Although I’m experienced in HR, I’ve 

never worked in food manufacturing before so I had to work hard 

to understand how it operates, what capability it needs and also 

where to get it from. I had to draw on internal and external resources 

for help. At the moment, my attention is focused on Quorn’s 

international agenda. The business opened an offi ce in the USA in 

January and we are currently in the process of setting up a small 

team in Germany. My team is helping to ensure that our overseas 

colleagues are embedded into the business quickly. We make sure 

that the necessary support is in place so that they can focus on 

developing the Quorn brand internationally, while at the same time, 

ensuring they are culturally aligned to our UK business.

You joined Quorn Foods amidst the horse meat scandal during which 

time the business experienced signifi cant growth as consumers 

sought alternatives to meat products. From an HR perspective, how 

did ‘horse gate’ affect you and your team? 

The growth wasn’t entirely attributable to horse meat, but rather 

due to the determination of the team to deliver the strategic plan 

that the business had developed since being sold by Premier Foods 

in 2011. HR had to make sure that the business had the capacity 

to meet that growth. Having the front line roles in place and the 

necessary management capability within the organisation was a key 

aspect of that. Managers need to be dynamic, with the ability to drive 

performance through motivating and developing people effectively. 

It was crucial that the business was able to balance the pressure of 

meeting the demand for Quorn, without allowing that pressure to 

negatively affect its employees. That continues to be a key challenge 

for HR. Quorn’s growth projections are still aggressive and we are 

working on a number of strategies to ensure our employees feel 

valued and supported. For example, we have a number of wellbeing 

interventions in place, including occupational health provision and an 

Employee Assistance Programme. We also have a quarterly employee 

recognition scheme to recognise employees who have made an 

exceptional contribution to our business.

North East HR Update 2014
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Amanda Williams

What challenges are there with regards to talent attraction? 

Quorn’s factories and offi ces are located in North Yorkshire and 

Norfolk, both of which are challenging geographical areas to recruit 

into. However, as our brand strength has grown, increasingly people 

want to work for us and geography is becoming less of an issue. 

In the production side of our business, we need engineering skills 

which are also sought outside of food manufacturing, particularly by 

companies operating in the oil and gas industry. Our plan to address 

these challenges is to focus on developing our own talent, which 

we hope will be an effective long term solution. This is especially 

important, as we also need to counteract the additional issue of an 

aging workforce. We’re developing apprenticeships and entry level 

roles in our engineering functions, so that young people can develop 

and have fulfi lling careers with us, at the same time as providing the 

business with the skills it needs for the future.

Is Quorn looking at fl exible and home working as part of its   

talent attraction? 

Yes, we do have to be fl exible around our working practices and our 

philosophy is about delivery rather than location. For example, our 

CEO lives in Manchester, and travels to London and other locations 

to meet the needs of the business. We also now have employees 

who live in London, Glasgow and Cambridgeshire. Clearly, some 

functions need people to be on site, but we try and be fl exible 

about where people work if it means that we get top quality talent. 

In functions that require intellectual delivery, being in a particular 

location is less important. This, however, requires strong leadership 

and management to ensure that delivery remains on track. We need 

to make sure that people working remotely have got appropriate 

technology so they can be effective and have a network of colleagues 

to draw upon for support; a network that makes them feel part of the 

Quorn culture. 

Why should people consider working for Quorn Foods? 

There are lots of reasons why people should consider us as a 

place to work. Quorn is on an ambitious growth trajectory and the 

opportunity to be part of a growing business is exciting. There is 

also the chance to be part of a global brand, as we develop our 

international footprint. On a local level, a successful business that 

Quorn is on a steep growth 
trajectory and the opportunity  
to be part of any business  
that is growing is obviously  
very attractive.

North East HR Update 2014
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contributes to the regional economy will be attractive to some. The 

type of people who tend to thrive here enjoy fast paced environments 

and are comfortable without a huge corporate infrastructure to 

support them. I believe the culture and values of the organisation 

play an integral role in supporting the company’s ability to achieve 

its goals. When employees relate to a company’s values and culture, 

their engagement with the business will be considerably stronger. 

Quorn’s culture is a dynamic and ‘un-political’ one, which in my view 

is partly due to our ambition and the commitment of our people to 

achieving it. The talent and expertise of our longer serving employees 

combined with that of our newer people is a powerful mix. All of 

these things combined make Quorn Foods a great place to work. 

You’ve spent almost two decades in HR. How has the role of the HR 

professional changed during that time? Are there any HR trends that 

you’re particularly interested in at the moment?

In the past, HR was far more transactional and widely considered to 

be an administrative function. In contrast, nowadays it is a challenging 

function that infl uences business delivery by ensuring that the 

organisation has the right capability to deliver its goals. The last fi ve 

or six years have been very tough for businesses, especially those 

having to deliver mass redundancy programmes. HR’s role in these 

interventions has helped to demonstrate how we can add value in 

delivering business change. However, as businesses have begun 

to recover from the recession, HR has started to focus on growing 

capability rather than shrinking it, which does demand a different 

mindset and skills. Current HR trends are about taking a more holistic 

view of people. For example, the ageing workforce means we have to 

be more creative about how we engage and manage older workers. 

Effective resource planning and performance management systems, 

alongside wellbeing strategies and fl exible working practices, will be 

high on the agenda, as tools to tackle this challenging question. On a 

personal level, I’m interested in how the balance between employee, 

shareholder and customer interest continually shifts. During the 

recession, people were just grateful to have a job. However, as the 

economy continues to improve, I think there will be an increased 

tension between shareholders who expect good returns on their 

investments, customers who want good value for money, and 

employees who want to secure decent levels of reward. It will be 

interesting to see how this all plays out over the next few years.

You have a USA offi ce now. Managing the wellbeing of employees 

overseas is a new dimension to your role; how much of a learning 

process has it been so far? 

Managing employee wellbeing and engagement overseas is 

challenging due to practical considerations such as time differences 

and infrastructure. The American employment legislative framework 

is different to ours, so we decided for these reasons to engage an 

outsourced HR provider to support us. Another important step 

that we took was to ensure that we provided a good induction 

programme. Our American team spent a period of time at our UK 

offi ce, learning about the business and meeting their UK colleagues. 

This was essential to support them in becoming effective and we will 

embark on a similar exercise with our German colleagues when they 

come on board in the near future. 

In terms of HR best practice what companies do you look to   

for inspiration? 

I think the work that Northumbrian Water does is exemplary. We 

should be proud in the North East of the work that it has done around 

employee wellbeing. In terms of employee engagement and general 

great HR practice, Northern Rock’s transformation to Virgin Money 

after the fi nancial crash is an excellent example of how a company 

engaged and transformed its workforce during a really tough time 

for the region. My other inspiration is the supermarket chain Iceland, 

which was one of the fi rst organisations I worked for. Its employee 

engagement practices, culture, and values are outstanding. 

What keeps you interested outside of work?

My family is really important to me. I’ve got a teenage daughter who 

is growing up quickly and time with her and my husband is very 

precious, so I try to make the most of it. I’m involved in my local 

running club and am training (not very successfully) to do a half-

marathon. I also do some coaching and mentoring in my spare time 

as well. I’m working with a couple of HR Directors in other businesses 

and I’ve also recently completed some mentoring with a group of 

teenage girls, who benefi tted from working with some strong female 

role models. I consider myself to have been very lucky and it’s my 

small way of giving a bit back.

North East HR Update 2014
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Turning chief execs’ problems 
into HR solutions: four ways to 
stay ahead of the game

There are opportunities to be had from virtually every piece of 

data – whether it’s good, worrying or simply interesting for global 

businesses. And the headline stats are, in general, extremely positive. 

Sort term confi dence among CEOs is up by 3% with 39% being ‘very 

confi dent’ about their business over the next 12 months, while 

medium term confi dence has remained the same with 46% ‘very 

confi dent’ over the next three years. That’s good news, but let’s look 

at some of the other headlines and see what action you, as HRDs,  

can consider to help make sure you’re one step ahead of your chief 

execs’ agenda:

1. REDUCING COSTS, BUT NOT LOSING HEADS

Globally, 64% of CEOs plan on cost reductions this year but in 

Western Europe this fi gure leaps to 86% - which is 3% higher than last 

year. In the UK the fi gure is 73% but apparently this doesn’t include 

headcount reduction and in fact the majority of CEOs globally are 

expecting headcount to increase. So how are those cost reductions 

going to be achieved? Are we talking a huge change in the employee 

mix? More reliance on contingent labour? Cutting 

third party spend? This could be a good time 

for you to review the value you’re getting 

from the different parts of your HR 

function and the employee resource 

base to identify where savings can 

be made.

2. MAKING SURE YOUR 

TALENT IS IN THE  

RIGHT PLACE

Almost a third of CEOs see 

increasing share in existing 

markets as their best opportunity 

for growth. Finding and retaining 

great talent is becoming a ticking 

time-bomb as we emerge 

from recession and job 

markets pick up. If 

increasing existing market share is a priority for growth, now   

is the time to consider how you make sure that your workforce in 

these markets is retained and your employee value proposition is 

refreshed to attract new talent and adapt to the more growth   

oriented environment.

3. REGULATION, REGULATION, REGULATION

Over-regulation is seen as the biggest economic/policy threat to UK 

CEOs (77%) and over 57% think it’s more diffi cult to attract a skilled 

workforce due to the regulatory environment. It is important for you 

to understand how different regulations affect your business and 

the potential knock-on effect this might have on, say, the way you 

pay your top talent. It’s important to comply, but you also need to 

consider ways to overcome the hurdles that regulation places on your 

recruitment prospects.

4. CREATING A SKILLED WORKFORCE

And then there’s the issue of skills in the workplace: 66% of UK 

CEOs think the Government should be focusing on creating a skilled 

workforce and don’t think the government is being particularly 

effective in this area, with only 7% saying they’ve done a good job 

(compared to 74% in Switzerland or 78% in Italy, for example).

To get this right there needs to be proper communication between 

business and government and it needs the right people to do the 

talking. There have been some interesting initiatives between 

government and business in the past, but I’d question whether they 

are all relevant and useful. Have you considered any programmes that 

might help develop skills in your industry? 

It’s the perfect time for HR teams to demonstrate that they are 

positioned to help CEOs meet their aspirations for the future. Only 

34% of global CEOs feel that their HR function is well prepared for the 

challenges ahead. But that means there’s a great opportunity to make 

a real difference by being one step ahead. 

For more information on PwC’s CEO survey, visit:

www.pwc.com/gx/en/ceo-survey/

Our 17th annual CEO survey was launched earlier this year and its fi ndings always make 
an interesting read. I’ve been having some great conversations about the results with 
the HRD community, discussing whether the results are what they are seeing in the 
local market, how the fi ndings aff ect them and their work, and how they can convert the 
fi ndings into meaningful strategies for their businesses.
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Susan Blair
Senior Manager, International 
Assignment Solutions at PwC
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For 15 years, Veryan Johnston has promoted organisational change at the North 
East’s leading Higher Education provider. This has involved introducing performance 
management, investing in leadership development, and leveraging the University’s 
reputation for world class research, teaching and learning to ensure it continues to 
attract and retain the best staff  and students. Here Veryan explains why her role 
continues to provide her with a complex, yet rewarding challenge.

You’ve spent almost two decades in the Higher Education (HE) sector. 

How has the role of the HR professional changed during that time?

When I joined Newcastle University in 1998, HR was seen as an 

administrative rather than a professional function and this was typical 

across the sector. Since then, HE has gone through a period of 

transformation which has seen universities become more business-

like in how they operate. As a consequence, the role of HR has also 

changed considerably. At Newcastle University, for example, HR is 

no longer perceived as being a central administrative function, but 

rather is considered an integral component of the ‘business’, working 

alongside academics and managers in the areas that are critical to 

them, just as it would within any modern company.

Were you brought into the role to affect those kinds of changes?

Yes, I was. In my previous roles at Northumbrian Water, culminating 

as Head of HR, I was used to a very progressive approach to HR 

management. Following a review, Newcastle University had outlined 

a number of operational changes it wanted to make and I was 

responsible for implementing the changes outlined in that review. 

What was the biggest challenge you faced when you came in? How 

did you overcome it?

Building trust with senior academics was a big challenge because 

there was a lack of understanding, at that time, of what an HR 

professional could do within a university. One of the biggest 

challenges for me personally was in the area of leadership 

development. If you were an academic manager you basically looked 

after your own development; so I had to work hard to demonstrate 

how my team could help them. I remember a head of faculty being 

shocked when I fi rst asked him ‘What is it you want to achieve?’ 

because he was expecting a ‘policeman’ style of HR. By working 

with them, I was able to build their trust and respect. Furthermore, 

by seeking out people who recognised the benefi t of what we were 

trying to achieve and using them as champions across the business,  

I was able persuade others of the value of HR. 

Fifteen years on, would you say this ‘cultural change’ has been a 

complete success?

The faculty pro-vice-chancellors all consider the HR Manager as a 

critical member of the faculty teams. They’re also much more inclined 

to seek advice from HR. Furthermore, I think leadership development 

and succession planning are an integral part of the University today, 

thanks to my team, as well as academic colleagues, championing 

that approach. The term ‘performance management’ is also widely 

understood now. So, there’s been a big shift, but there is always  

more to do.

What are the current challenges you’re facing? 

One of the big challenges across the HE sector is how to manage 

the changing expectations of students. Students expect more today 

and as a consequence our student services have had to take a more 

customer focussed approach. From an HR perspective we need to 

ensure we are supporting all our staff to achieve their objectives 

whatever their area of work. The University will never be a business 

in the same way as in the commercial sector, but becoming more 

focussed on service certainly needs to be part of how we work today. 

Executive Director of Human Resources, Newcastle University

Interview with
Veryan Johnston

North East HR Update 2014
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Is this change similar to what you experienced at Northumbrian Water 

when it was privatised in 1989? 

In some ways it is, yes. At the University there are people who are 

nervous about losing what is really good about higher education, 

because of the shift towards a more fl exible market. Similarly, there 

were employees at Northumbrian Water who were not entirely 

comfortable with the new commercial imperatives of the organisation, 

because the public service ethos was important to them. The 

University doesn’t have a profi t motive in the same way that the 

privatised water companies do - we don’t have to worry about the 

stock market - but we do have to be mindful of league tables and our 

reputation. In both instances, I think external drivers have acted as a 

catalyst for positive change, by facilitating a move towards a culture 

which is better for all stakeholders. 

Universities are investing in human resource management but is it 

having an impact on overall performance?

A few years ago the Higher Education Funding Council (HEFCE for 

England) set aside a signifi cant amount of grant money, across the 

HE sector, to be invested in HR strategy. We had to demonstrate 

to HEFCE that we were using our allocation to deliver tangible 

improvements across a variety of areas such as recruitment and 

selection, performance management and staff development and 

HEFCE were very satisfi ed with the outcomes. Since then the 

University’s KPIs have improved in terms of the quality of its research 

output, the number of students applying to the University, students 

getting jobs when they graduate, the quality of how students interact 

with the University and also some areas of employee satisfaction, 

which are addressed in our employee opinion surveys. From 

an HR perspective, we’re happy with our contribution to these 

improvements, but you can’t say one department in particular has had 

an impact on overall performance. 

In 2010, Newcastle University was one of the fi rst universities in the 

UK and Europe to receive the HR Excellence in Research award and it 

also recently retained it. How did applying for and winning the award, 

impact how you support researchers at the University? 

First of all, funding bodies, when assessing who gets funding, are 

no longer just considering the quality of research proposals, but are 

also now looking at the quality of the research culture at a university, 

including how good the HR support structure is in supporting 

those doing research. So, we recognised that if we were able to 

demonstrate how well we currently supported our researchers, then 

they would stand a better chance of successfully getting research 

funding in the future. A proportion of early career researchers 

seek employment outside academia, so it is really important that 

while they’re still working with the university, they get the kind of 

support that will benefi t them in their long term career choices. So, 

for example, we had to demonstrate that they were receiving good 

career advice and had access to a range of professional development 

opportunities. The award also challenged us to think how we could 

better support those researchers who want to stay in academia. In 

the past, the transition from being a student to becoming a research 

associate and thus, a member of staff, wasn’t managed well. We had 

to make adjustments to ensure that during this transition, researchers 

were fully supported so that making that step was easier for them. 

By not managing this process properly, you risk losing talented 

researchers to other universities. 

What will the HE sector look like in fi ve years time?

We could see huge changes but it’s diffi cult to predict precisely what 

they will be. We’ll certainly see an increase in competition from our 

current competitors and from the private sector, as well as universities 

outside the UK. Competition is increasingly a global challenge 

in terms of attracting and retaining students and staff. Because a 

university like Newcastle has been around for many years, it’s easy 

to think ‘if we’ve survived this long, why change?’ But unless you 

stay abreast of what’s happening externally, you’ll never keep up, 

never mind get ahead! We’ve got to keep focused on growing the 

University and at the same time continue to improve our research as 

well as the quality and relevance of the teaching and learning. 

Has growing the University’s international footprint made it easier to 

attract top talent into the organisation? 

We’ve always recruited successfully, internationally. The quality of 

our staff and the research they produce is important because having 

a good reputation in a particular academic discipline makes it easier to 

attract high-quality students and staff, as well as operate with a global 

reach. In Medical Sciences, for example, there are disciplines which 

have helped attract people to Newcastle University. Staying in contact 

with Alumni is also really important. We have a strong reputation in 

Singapore because many people who studied Marine Engineering 

at Newcastle University are now major international players in 

companies there. 

During your 15 years at Newcastle University, which   

recruitment campaigns have stood out as being the most interesting 

or challenging?

Being involved in academic appointments, particularly at 

professorial level, is always interesting. My role, besides being Veryan Johnston

North East HR Update 2014
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the HR professional in a panel and making sure that the process 

is appropriate and effective, is to ask questions around leadership 

qualities, interpersonal skills and other soft skills, to complement the 

academic assessment. Some of the most challenging campaigns are at 

the boundaries between academia and commerce or business, where 

you are looking for someone who has an understanding of academia, 

but also has worked outside academia in industry. These are rare 

individuals and diffi cult to fi nd. It’s a privilege, I think, to be involved 

in those appointments. 

What attracted you to Newcastle University and why should other 

people consider joining the organisation?

It brought several aspects of my career together. I had been an HR 

professional, I had lectured in Human Resource Management and 

had also recently been a student, studying towards an MBA. I think 

what’s kept me here beyond the two years that I planned to stay is 

the really interesting and dynamic culture as well as the challenge 

of being responsible for the wellbeing of 5,000 employees, with 

different interests. Our employees have a wide range of specialised 

skills from the clinical consultants to the farming staff and the 

gardeners to the technicians. We also have 20 apprentices working 

for us at the moment and we’re hoping to hire more soon. Not many 

organisations give you that sort of variety, especially when you add in 

the international diversity and different campuses and locations – in 

the UK and overseas – too. I think a lot of people fail to recognise that 

the University isn’t just an institution of education; when you employ 

5,000 staff it is important to be recognised as a forward thinking 

employer. That’s an attractive factor for any HR professional when 

deciding whether or not to join an organisation. 

What keeps you interested outside of work?

Last year, I was elected Chair of Universities HR (UHR), a network of 

HR professionals across the HE sector. UHR is all about promoting 

good practice in HR, raising the profi le of HR across the HE sector 

and promoting Continuous Professional Development for HE HR 

professionals. We also run an annual national conference and 

awards ceremony. We hope by pooling resources we are able to 

support professionals in the sector, give them a voice regionally and 

nationally and help improve their development and progression. 

From a personal perspective most of my family are also in the North 

East. I was brought up on a farm in Northumberland and I still have 

very strong connections here. Gardening is my other passion. I get 

an enormous amount of satisfaction from developing something and 

watching it grow. I fi nd it really therapeutic.

Where do you look to for inspiration?

At Newcastle University I was responsible for introducing an 

induction program for new professors, where they must give a brief 

presentation to each other on what their research and teaching plans 

are, as well as their aspirations. It’s always inspiring to hear what each 

new member of staff is trying to achieve and the impact they hope 

their research will have, or is having, on other human beings. If I had 

to choose one particular person at the University as being a constant 

source of inspiration, it would be Emeritus Professor John Goddard 

OBE. He’s very passionate about the ‘Civic University’ and what the 

University can contribute to the city and the region. He has also been 

very supportive of HR. You need people like that to rely on in such a 

big complex organisation.

The quality of our staff  and 
the research they produce is 
important because having a 
good reputation in a particular 
academic discipline makes it 
easier to attract high-quality 
students and staff , as well as 
operate with a global reach.
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North East of England  
CIPD HR&D Awards 2014

Over 400 delegates from across the North East gathered at the 

NewcastleGateshead Hilton hotel to celebrate the individuals and 

organisations leading the way in HR and development. Nigel Wright 

was an associate sponsor of the 2014 North East of England CIPD 

Awards, which rewarded the achievements of some of the region’s 

brightest and best employers including a car manufacturer, a fi re 

brigade and a call centre.

Among the employers recognised were LSL Property Services, Arriva 

North East, Technology Services Group, Waterstons Ltd, Parker 

Hannifi n Manufacturing Ltd, The Newcastle upon Tyne Hospitals NHS 

Foundation Trust and Virgin Money. Nigel Wright’s Sue O’Donovan 

said, “This year’s awards were bigger than ever with a record number 

of applications, even more support from existing and new sponsors 

and the quality of applications was superb, giving our judges a 

fantastic challenge deciding this year’s winners.”

Within the 400 plus crowd at the CIPD HR&D Awards in Gateshead 

were professionals who have proven they are exemplary in terms of 

HR and development in recent months, alongside colleagues and 

friends who were there to celebrate, network and enjoy the special 

atmosphere of the event.

The winners...
Innovation in Social Media or Technology Award
Sponsored by Nigel Wright Recruitment
Winner – LSL Property Services

Change Management Project of the Year Award
Sponsored by Cintra HR & Payroll Services
Winner – Arriva North East

Excellence in Developing People Award
Sponsored by CIPD North East of England Branch
Winner – Technology Services Group

SME Excellence in HR&D Award
Sponsored by The Chartered Institute of 
Management Accountants
Winner – Waterstons Ltd, Business & IT Consultancy

Engagement & Well-being Award
Sponsored by Northumbrian Water
Winner – Parker Hannifi n Manufacturing Ltd

Diversity & Inclusion in the Workplace Award
Sponsored by Home Group
Winner – The Newcastle upon Tyne Hospitals NHS 
Foundation Trust

HR&D Team of the Year Award
Sponsored by Clarke Mairs LLP
Winner – Virgin Money

Nigel Wright, associate sponsor at the 2014 North East of England CIPD HR&D Awards, 
helped to celebrate the region’s best HR and development practitioners and companies.
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Nigel Wright Recruitment Survey Results 

HR 2014:

14

We recently conducted a survey of HR decision makers at UK companies. The 
survey sought to analyse HR team structure and reporting lines, responsibilities 
and stakeholders, how HR performance is measured, as well HR infl uence within 
organisations today. In addition to the functional questions, we also asked 
practitioners what their key priorities were over the next 12 months and how they 
compare to the previous 12 months.

STAKEHOLDERS

Internal

Respondents were asked who their key stakeholders were. 

• Respondents told a clear picture here. 

• The key stakeholders for HR practitioners tend to be those at the 

top of organisations (86%) fi rst and foremost, with the level of 

importance or likelihood of the stakeholder being considered as 

‘key’, descending through the different levels of management. 

• External stakeholders were the least likely to be labelled as ‘key’ by 

HR practitioners. 

External

Respondents were asked whether or not their organisation 

recognised Trade Unions (TUs).

• Overall, the sample was divided equally between organisations 

that did and those that did not recognise TUs. 

• Typically, it was larger organisations that tended to have   

TU recognition. 

• In fact, none of the organisations with fewer than 50 employees 

recognised TUs, whereas 66% of those with over 250  

employees did. 

KEY STAKEHOLDERS %

Directors 86

Middle Managers 76

First Line Managers 62

Frontline staff 40

External 4

RECOGNISE 
TRADE UNIONS OVERALL % SMALL >50% MEDIUM >250% LARGE <250%

Yes 50 0 23 66

No 50 100 77 33
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• It was slightly more common that those organisations that did 

recognise TUs only recognised one in particular. Of the 53% 

of organisations that did recognise one TU, the majority (29%) 

indicated the TU to be Unite. 

• Overall, Unite (56%) was the most popular TU, followed by GMB 

(33%) and Unison (24%)

TEAM SIZE AND INFLUENCE 

Respondents were asked what the size of the HR team was at their 

organisations, who HR reported into and whether or not HR sat on 

the board. 

• 12% of respondents indicated that they were in fact the only HR 

practitioner in their organisation. 67% of these sole practitioners 

worked for organisations with less than 50 employees. 

• Team size tended to increase in line with company size, ranging 

between averages of one for businesses with less that 30 staff, to 

34 for businesses with over 5000 employees. 

• The majority (73%) of respondents indicated that HR reported 

directly into the CEO, having infl uence at the highest level of 

the business; 9% indicated HR reported into fi nance, 6% replied 

operations and 1% a commercial function. 

• 68% of those that indicated HR reports directly into the CEO   

also highlighted that the HR function sits on the board at   

their organisation.

• Overall, 65% of respondents indicated that HR sits on the board  

at their organisation.

SERVICE, RESPONSIBILITIES AND PERFORMANCE

Respondents were asked to defi ne the service – central, regional or 

divisional – the HR function provided at their organisation, indicate its 

core responsibilities and explain how HR performance is measured. 

• Overall, 52% of respondents indicated that HR provided a 

centralised service at their organisation; 28% selected regional and 

15% divisional. 

• The fi ve most common roles fulfi lled by HR were:

• Other responsibilities included Heath and Safety (25%), Generalist 

HR (25%) and Volunteering (24%). 

• The HR scorecard (44%) was the most common method used for 

measuring the performance of HR. This was followed by Employee 

Engagement Survey (37%) and Cost Savings (27%). 

TRENDS IN HR PRIORITIES 

Respondent were asked what their top three focus areas were during 

the last 12 months as well as what their top three priorities would be 

during the next 12 months. 

• During the last 12 months (August 2013 to August 2014) 

employee engagement initiatives (32%), recruitment (27%) and 

performance management (26%) were the most commonly 

selected HR priorities by respondents. 

• Employee engagement initiatives (35%) remained the most 

common number one HR priority for respondents during the next 

12 months; followed by performance management (32%) and 

culture (31%). 

• Culture (+9%), talent management (+8) and performance 

management (+5%) were the most increasing trends. 

• Recruitment (-8%), increasing headcount (-6%) and direct sourcing 

(-5%) were the trends most in decline, although recruitment was 

still a priority for 20% of respondents. 

• Across the different sectors, there were some differences   

in priority. 

• Although employee engagement was the number one HR priority 

for the majority of sectors, public sector respondents tended to 

place more importance on culture and performance management. 

WHICH TRADE UNIONS? %

Unite 56

GMB 33

Unison 24

PCS 9

UCU 6

ROLES FULFILLED BY HR %

Recruitment 95

Learning and Development 93

Apprenticeships 63

Payroll 51

Communications 47

HR MEASURED BY %

HR scorecard 44

Employee Engagement Survey 37

Cost savings 27

Recruitment costs 17

ETs 13

OVERALL LAST 12 NEXT 12 %

Culture 22 31 +9

Talent management 19 27 +8

Performance management 27 32 +5

NO. OF EMPLOYEES AVERAGE SIZE OF HR TEAM

>30 1

30-50 2

51-100 4

101-250 4

251-500 5

501-1000 10

1001-5000 26

5000+ 34
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ECONOMIC INDICATORS 

We asked responds if headcount and the number of contractors 

working in the business had increased, decreased or stayed the same 

during the last 12 months. Respondents also indicated how much 

salaries had increased (if at all) during that time. 

• 50% of respondents indicated that their company had increased 

headcount over the last 12 months; 22% said it had decreased. 

• Increases in headcount were most prominent in the industrial 

and manufacturing (60%), built environment (59%) and consumer 

sectors (55%). 

• Contractor level, in the main, had stayed the same (58%) during 

the last 12 months. Increases were most common in the business 

and professional services (38%) and industrial and manufacturing 

(29%) sectors. 

• Increases in salary averaged at 2.7%. Only10% of respondents 

indicated there had been no salary increases at their fi rm. 

• The biggest average salary increases were in the business and 

professional services (3.8%) and industrial and manufacturing 

(2.9%) sectors.

BACKGROUND OF RESPONDENTS 

• Over 130 HR decision makers at UK companies took part in   

the survey;

• Company sizes ranged from less than 30 employees to over 5,000;

• The sectors covered were industrial and manufacturing (37%), 

business and professional services (24%), public and third 

sector (24%), consumer (8%), digital and creative (4%) and built 

environment (4%).

If you have any questions about the fi ndings of this 

report, please contact sue.odonovan@nigelwright.com

PRIORITY OVER 
NEXT 12 MONTHS

EMPLOYEE 
ENGAGEMENT 

PERFORMANCE 
MANAGEMENT CULTURE

Consumer 1 3 2

Industrial & Manufacturing 1 2 3

Business & 
Professional Services

1 3 2

Public & Third Sector 3 2 1

Digital & Creative 1 2 3

Built Environment 2 1 3

Average 1.50 2.17 2.33

HEADCOUNT LAST 12 MONTHS INCREASED

Consumer 50%

Industrial & Manufacturing 60%

Business & Professional Services 59%

Public & Third Sector 55%

Digital & Creative 44%

Built Environment 40%

Average 36%

SALARY INCREASES AVERAGE

Consumer 2.7%

Industrial & Manufacturing 2.4%

Business & Professional Services 2.9%

Public & Third Sector 3.4%

Digital & Creative 1.6%

Built Environment 2.3%

Average 2.7%
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Beyond Responsibility:
The HR Director’s role in

promoting sustainable business

Sustainability is back on the business agenda. Bond Dickinson’s new “Beyond 
Responsibility” report brings together the views and experiences of more than 60 
leading professionals to assess how the growing emphasis on sustainable business 
practice presents opportunities and challenges for them. The report also contains some 
key messages for HR Directors.

Sustainability plays out in different areas for different organisations. 

For some, the focus may be on corporate governance, for others 

resource security in the supply chain, or ensuring a resilient, skilled 

and motivated workforce in the face of changing social norms. All 

of these endeavours have a signifi cant impact on the HR function. 

From providing ad-hoc advice on the implications of working with 

particular business partners, formalised programmes to support 

new and innovative recruitment programmes to board reporting 

responsibilities, the HR function has a key role in supporting the 

sustainable business agenda.

TRANSLATING THE STRATEGY 

The importance of sustainability in corporate culture is often little 

understood, whether because the corporate policy itself is unclear, 

or because the workforce has not been properly engaged. Some 

employees will mutter that sustainability is a luxury rather than a 

business necessity; our report demonstrates that the opposite is 

true. In the words of one of the lead participants in our study, Robert 

Ivens, Head of Legal at retail business Marks and Spencer “I am of 

the absolute conviction that sustainability is inextricably linked to 

business performance”. 

How do HR Directors help the business translate the sustainability 

agenda into improved business performance?

What is very clear is that to engage the workforce, sustainability 

must be linked to positive and tangible aims. Too often sustainability 

is linked to worthy, but intangible, values. If employees assume that 

sustainability is linked to carbon “trade-offs” and climate change 

targets that appear far removed from individual actions, employees 

won’t engage.

HR Directors can – and should – lead the engagement process, 

setting out a positive vision for what sustainability means for their 

business and all those who work within it. Instead of framing the 

debate by reference solely to slowing the change in weather systems, 

the discussion should be focussed on actions that impact positively 

on child-labour, food production, fl ood resistance and maternal 

health. Instead of referencing only global issues, there should be 

focus on sustainability that affects local people and communities. 

MORAL COMPASS

Our report exposed a recognition of the need to create and protect 

“moral capital” within organisations, as increasingly well-informed 

Claire-Jane Nicol
Partner
claire-jane.nicol@bonddickinson.com
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stakeholders expect businesses to not only do what is “legal” but 

what is “right”. “We are now dealing with morals and not the law 

and I think that it is going to become our stock in trade” (General 

Counsel from retail sector). The HR function has a clear role to play 

in promoting a culture which supports and promotes “doing the right 

thing”. If that can be instilled into every team, at every level, there 

will be positive outcomes to the business in terms of performance, 

engagement and pride at being associated with a business that is 

“doing the right thing”.

Internally, sustainability also presents an opportunity for 

strengthening corporate resilience. In light of changing social norms, 

values and demographics, HR policies, employment contracts and 

incentive schemes can be effective tools to infl uence the right 

behaviours, attract talent and retain skills.

RISK MANAGER

Often, sustainability can be approached fi rst and foremost as an 

organisational risk factor. This begins with the analysis of the risks, 

whether legal or fi nancial, with adopting new business practices. 

There are, however, risks in failing to adopt sustainable business 

practices: risks to brand and reputation. And risks, too, in failing  

to articulate the sustainable aims the business is seeking to   

meet appropriately.

“People want to make promises; they want the community to 

embrace the projects so they will tell [others] how wonderful the 

project is going to be. You need to be a bit careful there because if 

it doesn’t turn out to be that wonderful, exactly in the way you said, 

what level of commitment did you make in terms of PR, reputation 

or even legally?” (Senior legal counsel, renewable energy sector). It 

is incumbent upon HR Directors, who are responsible for employee 

performance and engagement, to ensure that the key messages 

around sustainability are delivered in a way that manages the risks 

of failing to deliver exactly what was envisioned at the outset. The 

journey towards achieving sustainable business practices is not 

straightforward and risk management should be carefully considered 

in terms of both setting the destination and communicating with staff 

and stakeholders.

LEADING THE FIELD

“Leaders need to be able to negotiate their way around multiple 

perspectives” (General Counsel, real estate sector) - HR Directors 

do this on a daily basis. A number of HR Directors are playing 

active leadership roles in the sustainability agenda, helping their 

organisations and stakeholders engage with it in a way that makes 

business sense, and which is accessible to the workforce. In so doing, 

they are truly leading the fi eld.

For more information or for a copy of the “Beyond 

Responsibility” report, contact: 

Claire-Jane Nicol, Partner

Tel: 0191 279 9752

Email: claire-jane.nicol@bonddickinson.com

Often, sustainability can 
be approached fi rst and 
foremost as an   
organisational risk factor. 
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Interview with
Lisa Charles Jones
Group HR Director at LSL Property Services Plc

It’s almost three years since we last caught up with Lisa Charles Jones, Group HR Director at 
LSL Property Services. In 2011, following a tough few years in the housing market, LSL was 
planning for investment in anticipation of future market growth. Today, Lisa talks about 
growing the company’s assets, motivating an experienced HR team, and focusing on hiring 
the person rather than the skill.

When we last spoke, LSL had a clear plan to invest accordingly in 

anticipation for the market improving again in 2013. Did that foresight 

pay off in the end? 

Yes it did. Within both estate agency and surveying we had 

previously stripped back the structures which enabled us to 

completely review the manpower models and evaluate what was 

needed to put more support back into our branches. In some cases, 

our branch managers were also valuers, so, we introduced an extra 

valuer into these branches to allow the branch managers to focus 

more of their time on people management. In other cases, we put 

fi nancial consultants or sales negotiators in at the lower level. It wasn’t 

just about recruiting more people; it was about understanding where 

these people needed to go, where we were going to fi nd them, how 

we were going to train them and what facilities we needed to support 

them. We did that across our estate agency businesses and executed 

a similar exercise across our surveying businesses. 

One of the big changes to occur since we last spoke is the 

appointment of Ian Crabb as CEO. What impact has his appointment 

had on the business and the board? 

The most important factor for us when Simon Embley left was to 

make sure the transition was as seamless as possible by identifying 

someone who would represent a natural evolution from Simon. 

We were looking for an individual with strong strategic capabilities, 

because strategy was Simon’s biggest strength. We also recognised 

that Simon had driven signifi cant value for LSL and therefore the 

new person had to acknowledge this and not approach the job with 

a revolutionary fever, but rather treat it as an opportunity to instil a 

sense of continuity by essentially following the plan that was  

already in place. That’s basically what Ian has done, and so far it’s 

worked well. 

What impact do you hope ‘Help to Buy’ will have on the already high 

performing housing market? 

In the housing market demand will always exceed supply, yet 

regardless of how high demand is, if people can’t get a mortgage, 

they can’t buy a house and therefore the market stalls. Government 

initiatives like ‘Help to Buy’ are crucial to solving this problem and 

will get the housing market moving again by making mortgages more 

affordable. The issue of affordability won’t go away entirely, however, 

and therefore I don’t think we’ll see the market boom that some 

people are anticipating. 

In 2011, LSL bought Marsh & Parsons, which is obviously a big 

investment in the London market, and you also recently increased 

your shareholding in Zoopla. Could you tell us a little bit about the 

motivation behind these two big investments and what plans you had 

to grow your assets?

The Your Move brand works very well in the North of England and 

Scotland but it has always struggled to compete with agencies 

operating in some of the prime locations in London. Instead of trying 

Adapting to the latest regulatory 
changes around auto-enrolment, 
implementing a new HR system 
and training have been major 
focuses for me and my team.
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to refresh the brand for the London market, buying Marsh & Parsons 

enabled LSL to gain a stronger foothold in London, allowing us to 

compete London. It’s important to note, however, that we’re not 

trying to turn Marsh & Parsons into Your Move. Marsh & Parsons is 

still managed as a separate brand and LSL is essentially perceived as 

its equity partner. Zoopla, on the other hand, is a strategic defensive 

proposition. There are a number of estate agents that invest in the 

service and in doing so, basically ensure that Rightmove doesn’t 

become a monopoly. 

Headcount in LSL agency has increased by over 500 since July last 

year. Do you have more plans to further increase hiring? Are there 

any skills, in particular, that are in demand?

Yes, absolutely. Although residential sales are very much back 

on the agenda for estate agents it’s actually important that we 

continue to adequately resource and develop our lettings business. 

We intend to achieve this by hiring more lettings specialists and 

reducing the amount of ‘multitasking’ that is happening within our 

branches. Furthermore, because residential sales are increasing, we 

also have a demand for surveyors and identifying and hiring good 

surveyors remains a focus for us. Within estate agency, we are more 

comfortable now with hiring the person and then training the skill. 

In the past, having an experienced estate agent was considered best 

practice but nowadays, if we fi nd good candidates from the retail 

or banking sector, for example, we are more confi dent that we can 

provide them with the necessary training to enable them to succeed 

as estate agents.

Would you agree that the surveying sector is a diffi cult market to 

recruit into? 

In some respects, yes. One of the big issues is that the sector has an 

ageing workforce and there currently aren’t enough new entrants 

entering the industry to adequately replenish the workforce when 

people retire. To tackle this issue, last year we introduced a graduate 

scheme aimed at people with property degrees. We have 47 

graduates currently on the scheme and we’re looking to add a further 

20 this year. Furthermore, instead of trying to poach surveyors from 

our competitors, we‘re trying to be creative around retaining our 

current employees by offering more lucrative benefi ts packages as 

well as attractive part-time options for potential retirees. 

Hiring has obviously been high on your agenda. What else has been 

driving HR strategy at LSL since we last spoke? 

Adapting to the latest regulatory changes around auto-enrolment, 

implementing a new HR system and training have been major 

focuses for me and my team. Because our business is so diverse, 

auto-enrolment has been a particularly complicated project, with 

each of our group of companies having different staging dates. 

On top of that, we’ve been upgrading our HR system to enable us 

to communicate more effectively with all of our employees. With 

regards to training, we’ve recently created a new centralised training 

team who are delivering a more consistent programme which has 

brought better focus to everyone’s roles.

How do you motivate and engage your experienced HR team? 

Motivation within the HR department at LSL is very much centered  

on the various opportunities there are for people to work together 

and feel like they’re making a difference. We’re not a big team and 

we also don’t have a particularly wide range of HR specialisms, 

therefore it’s easy for everyone in the department to get involved  

in a broad mix of HR. The result is that a lot of creative thinking takes 

place and people regularly enjoy executing new ideas as part of a 

team. This type of activity is defi nitely going to increase over the  

next couple of years as the market improves and we will   

be given even more opportunities to think outside of the box to 

deliver innovative solutions.

In terms of HR best practice what companies do you look to  

 for inspiration?

Retailers are defi nitely an inspiration because as a people business 

HR tends to take a leading role within those organisations and the 

interventions are very much customer led. Due to our geographic 

spread and customer focus, retail HR models tend to fi t very well with 

our own. I think diversity as an agenda item is strategically important 

with many business benefi ts being delivered through a diverse 

workforce. John Lewis are exceptional in this area and have become 

unconsciously competent. My ambition for LSL would be to see 

similar results in terms of career progression and cultural change to 

allow the very best to rise to the top without barriers or limits.
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Employer branding: 
More important today 
than ever before

In an increasingly competitive global marketplace, attracting and retaining the right kind 
of talent is central to a company’s ability to grow.

A strong employer brand can be a powerful business tool that can 

connect an organisation’s values, people strategy and HR policies 

to the corporate brand. If in previous years, employer brand 

development was synonymous with recruitment advertising, today 

over 59% of employers say that employer branding represents one of 

the key components of the organisation’s overall HR strategy. 

There are many defi nitions for employer branding but they all 

essentially seek to explain a company’s ability to differentiate itself 

from competitors through a unique Employee Value Proposition 

(EVP). A strong EVP will communicate the company values in a way 

that highlights what makes that workplace unique and attractive to 

individuals sharing the same values. As employer brands are based 

on intangible factors such as image, identity, and perception, being 

able to discover what it is about a brand that creates an emotional 

inclination and a sense of identifi cation with the company, can prove 

invaluable to employers. 

The best place to start exploring what motivates people to join a 

particular organisation, why they stay and why they leave is internal 

feedback. Existing data from employee feedback, employee 

engagement and culture surveys, focus groups, employee forums, 

new hire surveys or exit interviews can often paint a good picture of 

the prospective and existing employees’ experiences.

According to one industry report, the number of companies 

measuring, analysing and developing strategies based on ‘brand 

attractiveness’ is on the rise; as many as 39% of businesses are 

expected to increase investment in employment branding strategy 

this year. 

In 2008, Nigel Wright teamed up with researchers from Durham 

Business School to fi nd out what attracted talented managerial 

and professional employees to particular organisations, and what 

elements of an employer brand are important to them. To read the full 

report, please visit www.nigelwright.com/ukdownloads

CURRENT TRENDS AND BEST PRACTICE

Candidate equals customer

In order to attract the right people, employers today need to create 

a positive ‘customer’ experience for candidates throughout the 

recruitment process. If candidates are treated in a way that makes 

them feel valued, the employer will benefi t in a number of ways. For 

instance, candidates often spread the word about their experience to 

their peer group, and the quality of their experience and the opinion 

they form of an employer will determine whether or not they will 

recommend a company further. 

Building a talent community

Often, candidates who apply for certain roles and are unsuccessful 

might prove suitable for future positions, which is why it is crucial 

for employers to build and maintain a talent community. By creating 

a good impression and maintaining relationships following the 

recruitment process, businesses can keep a talent bench active, 

which can only constitute an advantage.

Social and visual revolution

Social media has had a profound effect on employer branding, 

revolutionising the way we search and apply for jobs, assess our 

prospective employers, and communicate in the workplace. 

If in the past, companies’ claims would rarely get publicly contested, 

social media now offers a platform for current and prospective 

employees to voice their own views and paint a more realistic picture 

of the workplace. Channels such as Facebook, Glassdoor and 

Payscale in particular are now useful tools for candidates to research 

and assess an employer’s offering, and organisations must therefore 

ensure that recruitment messages align with employee perceptions.

For employers, social media has made it possible to build and 

maintain a large talent pool faster than ever before. LinkedIn 

remains recruiters’ preferred social channel for fi nding, contacting 
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and keeping track of candidates (94%), while Facebook (65%) and 

Twitter (55%) are used by businesses to showcase the employer 

brand. However, platforms such as YouTube, Pinterest and 

Instagram are gaining increased popularity with employers, who 

now use them to share easily consumable video and infographics 

and create engagement with candidates. From global giants such 

as Apple, Google and Intel, to smaller companies such as Innocent 

and Hubspot, videos are becoming increasingly powerful tools for 

communicating companies’ organisational culture and the main 

things they look for in prospective employees. 

Furthermore, although social media also has the potential to facilitate 

internal brand communication, the emphasis on this aspect (building 

employee engagement, searching for brand ambassadors on social 

media) is still fairly limited amongst employers.

According to PiB and CRFi, almost a third of employers are now 

planning to work less with recruitment companies and focus more on 

social media recruitment. However, although it is important to build 

a strong digital presence, it is impossible to build an entire employer 

brand online as undoubtedly, the quality of individual relationships 

and the value of specialist industry knowledge are still key factors 

in attracting the best talent. To read our report on social media 

recruitment, please visit     

www.nigelwright.com/ukdownloads

Planning for change

Having an adaptable employer branding strategy is becoming 

increasingly important in today’s competitive landscape. Changing 

employment trends mean that companies need to stay agile and more 

aware of the social environment than ever before. As the number of 

temporary workers has increased dramatically over the past decade, 

HR teams face the challenge of building a common culture across 

companies, creating a sense of belonging for all employees.

Furthermore, rapidly evolving technology is constantly 

reinventing the world of recruitment. With 20% of all 

recruitment searches now made using a mobile device, 

investment in responsive design and mobile marketing 

has increased considerably.

HOW WE CAN HELP

When an assignment merits a creative search solution, our in house 

marketing and design team will manage the whole process for you. 

This includes developing campaigns and designing content, through 

to media planning and mailing out or placing advertisements. We also 

regularly create candidate packs and client microsites for our clients. 

These are intended to highlight career opportunities and provide 

greater insight into what it’s like working for our clients.

Advertising

To ensure that the candidate attraction process is effectively executed 

it’s really important that information concerning fi nancial packages, 

job specifi cations, pension arrangements and relocation requirements 

is communicated clearly. Our in-house team can ensure that this side 

of your recruitment project is taken care of through producing fi rst-

rate clear and concise messages, tailored to your needs. 

Candidate packs

Typically these contain detailed information about the company, 

its place in the market, its culture, the role, location, package and 

much more. These packs are tangible items which create a point of 

difference in the marketplace and have proved to be highly effective 

for large, high value recruitment assignments.

Client microsites

In addition to or to complement a candidate pack we also offer our 

clients a detailed microsite, hosted on our own website. This follows a 

proven template to ensure that potential candidates are able to get a 

full picture of the role and the company.

For more information about our marketing services 

contact the Nigel Wright marketing team at 

marketingdept@nigelwright.com
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About Nigel  Wright 
Recruitment
Nigel Wright’s recruitment division specialises in the appointment 
of Executive and NEDs, Sales, Marketing, Supply Chain, 
Manufacturing, Engineering, Finance, Information Technology 
and Human Resources professionals for local, national and 
international businesses operating in the North East.

OUR AREAS OF EXPERTISE

Over the last 25 years, our business in the region has 

developed partnerships with clients across a range of key 

industry sectors.

Today, we can offer expertise to companies from the Industrial, 

Manufacturing and Logistics, Consumer, Business and Professional 

Services, Scientific, Built Environment, Digital and Creative and Public 

and Third Sectors.

HUMAN RESOURCES 

Our specialist HR team bring together almost 30 years of combined 

recruitment experience and can offer an extensive local, national 

and international network of contacts, as well as in-depth knowledge 

of current HR talent trends. The team are renowned experts at 

identifying and attracting hard to fi nd people and offer clients 

traditional database interrogation or executive search as well as 

bespoke solutions to solve specifi c recruitment problems.

Consultants working in our specialist HR team recruit at all levels, 

from graduate to board level appointments, dealing with a range of 

companies from start-ups and SMEs to blue-chips, and are guaranteed 

to always have access to the best HR talent in the market. Signifi cantly, 

the HR team at Nigel Wright has long standing affi liations with relevant 

industry bodies and throughout the year organises a number of high 

profi le networking events including workshops, HR director suppers, 

sector focus lunches, breakfast forums and employment law updates.

Above all, our HR team offers a positive, passionate and enthusiastic 

service and each consultant works with a sense of self-worth and 

belief that they can make a difference. They are closely aligned with 

the leading organisations in the region, have strong relationships with 

key decision makers and as such are in a strong position to represent 

your interests. Clients and candidates can also benefi t from career 

development and talent mapping advice as well as other services such 

as market research, salary benchmarking and sector analysis.

www.nigelwright.com

NIGEL WRIGHT

Offi  ce network

HR2014
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