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Chapter 1: Why HR Leadership Matters

People are the single greatest asset and the single greatest risk in any business.
HR leadership ensures you attract, develop, and retain the talent needed to
deliver your business strategy.

Without strategic HR leadership, businesses commmonly experience:

L4

High staff turnover draining resources and institutional knowledge
Recruitment decisions based on urgency rather than strategic fit
Employment tribunal risks from poor processes and documentation
Inconsistent management practices causing engagement issues

No succession planning leaving the business vulnerable to key person
departures

¢ Leadership Tip: The cost of replacing an employee is typically 50-200% of their

annual salary. Prevention is always cheaper than cure.



Chapter 2: Recruitment and Talent
Acquisition

Recruitment is not about filling vacancies. It is about acquiring the talent that will
drive your business forward. A strategic approach to talent acquisition reduces
costs and improves quality of hire.

The Recruitment Framework

Stage Key Actions Common Mistakes

Planning Define role, competencies, | Copying old job
and success criteria descriptions without review

Sourcing Multi-channel approach: Over-reliance on a single
agencies, direct, referrals recruitment method

Selection Structured interviews with | Gut-feel decisions without
consistent scoring objective criteria

Offer Competitive package Lowballing and losing
aligned to market and preferred candidates
budget

Onboarding Structured 90-day plan Throwing people in at the
with clear milestones deep end

e Create detailed job profiles that include competencies, not just
responsibilities
Build an employer brand that attracts the right candidates proactively

e Use structured interviews with predetermined questions and scoring
criteria

e Implement pre-employment checks and reference processes consistently
Design onboarding programmes that accelerate time to full productivity

¢ Leadership Tip: The best hiring decision you make is the one you do not rush.
A bad hire costs far more than a delayed hire.



Chapter 3: Employee Engagement and

Retention

Engaged employees deliver more, stay longer, and advocate for your business.
Disengaged employees cost the UK economy billions annually in lost productivity.

The Engagement Framework

Retention Strategies That Work

Strategy

Regular One-to-Ones

Impact

High engagement and
early issue identification

Purpose: Do people understand why their work matters?
Autonomy: Do people have the freedom to do their best work?
Growth: Are there clear development and progression pathways?
Recognition: Are contributions acknowledged and valued?
Belonging: Do people feel included and connected to the team?

Investment

Time only

Career Development Plans

Increased loyalty and
internal progression

Low to Medium

retention

Flexible Working Improved work-life balance | Low
and attraction

Competitive Benefits Market-aligned total reward | Medium
package

Recognition Programmes Reinforced values and Low
motivated teams

Exit Interviews Insights to improve Time only

¢ Leadership Tip: People do not leave companies. They leave managers. Invest
in management development before you invest in retention perks.




Chapter 4: Performance Management

Performance management is not an annual appraisal. It is a continuous process
of setting expectations, providing feedback, and developing capability. Done well,
it transforms individual and team performance.

The Performance Cycle

Phase Activities Frequency

Goal Setting Align individual objectives Quarterly
to business strategy

Regular Check-ins Progress reviews, coaching, | Fortnightly
and support

Feedback Constructive feedback on Ongoing

performance and
behaviour

Development

Skills gaps addressed
through training and

Continuous

experience
Review Formal assessment of Quarterly or annually

achievement and
contribution

e Set SMART objectives that connect individual work to business outcomes

e Train managers in coaching and feedback skills

e Create a culture where feedback is normal, not feared

e Address underperformance early with documented support plans

e Celebrate and reward high performance visibly and consistently

¢ Leadership Tip: Annual appraisals that surprise people are a failure of
management, not a feature of HR process.




Chapter 5: Employment Law Essentials

Employment law compliance is not optional. Getting it wrong can result in costly
tribunal claims, reputational damage, and management distraction. Every
business leader needs to understand the fundamentals.

Key Compliance Areas

Area

Contracts

Requirement

Written terms within 2
months of start date

Risk of Non-Compliance

Tribunal claims and
compensation

Working Time

48-hour maximum week
and rest break
requirements

HSE enforcement and
claims

Discrimination

Protection across all
protected characteristics

Unlimited compensation at
tribunal

Dismissal

Fair reason and fair process
for all dismissals

Unfair dismissal claims

Data Protection

GDPR compliance for all
employee data

ICO fines up to 4% of
turnover

Health and Safety

Safe working environment
and risk assessments

Criminal prosecution and
fines

Ensure all employees have compliant contracts of employment
Maintain an up-to-date employee handbook covering key policies
Document all disciplinary and grievance processes thoroughly
Keep accurate records of working hours, holidays, and absences
Conduct regular policy reviews to reflect legislative changes

¢ Leadership Tip: Documentation is your best defence. If it is not written down, it

did not happen.



Chapter 6: Learning and Development

Investing in people development is not a nice-to-have. It is a business imperative.
Organisations that invest in learning outperform those that do not in every

measurable way.

The Development Framework

e 70% learning through experience: stretch assignments, projects, and
on-the-job challenges

e 20% learning through others: coaching, mentoring, and peer learning
10% learning through formal training: courses, workshops, and

qualifications

Development Area

Leadership Development

Methods

Coaching, mentoring,
action learning

Business Impact

Stronger management and
succession pipeline

Technical Skills

Training courses,
certifications, conferences

Improved capability and
productivity

Soft Skills

Workshops, role-play,
feedback

Better communication and
collaboration

Compliance Training

E-learning, workshops,
assessments

Reduced legal and
regulatory risk

Onboarding

Structured programmes,
buddy systems

Faster time to productivity

¢ Leadership Tip: The only thing worse than training people and having them
leave is not training them and having them stay.




Chapter 7: Culture and Values

Culture is not what you write on the wall. It is what happens when nobody is
watching. Building a strong, intentional culture is the foundation of every
high-performing organisation.

Building a High-Performance Culture

Define clear values that are specific, meaningful, and actionable

Hire for values fit as well as skills and experience

Ensure leaders model the values visibly and consistently

Embed values into performance reviews, recognition, and promotions
Address behaviour that contradicts the values quickly and fairly

¥ Leadership Tip: Culture is set by the worst behaviour a leader is willing to
tolerate.



Chapter 8: The Part-Time HR Director
Model

Many growing businesses need strategic HR leadership but cannot justify a
full-time HR Director. The part-time model provides senior people expertise on a
flexible, cost-effective basis.

What a Part-Time HR Director Delivers

People strategy aligned to business growth objectives
Recruitment and talent acquisition frameworks

Employee engagement and retention programmes
Performance management system design and implementation
Employment law compliance and risk management

Learning and development strategy

Organisational design and change management

Culture development and values embedding

Part-Time vs Full-Time Comparison

Factor

Full-Time HRD

Part-Time HRD

Annual Cost

70,000 to 120,000 plus
benefits

20,000 to 50,000

Availability 5 days per week 1-3 days per week or as
needed
Experience May be limited by salary Access to senior
budget CIPD-qualified
professionals
Flexibility Fixed overhead Scale with business needs

Perspective

Single company focus

Cross-sector best practice
and benchmarking

¥ Leadership Tip: A part-time HR Director brings the strategic people capability

that transforms a group of employees into a high-performing team.




Next Steps

Building a people-first business starts with honest assessment and commitment
to change. Begin with these actions:

e Audit your current HR practices: contracts, policies, and processes

e Measure employee engagement and identify the biggest improvement

opportunities

e Review your recruitment process: are you attracting and selecting the right
people?

e Assess management capability: can your managers coach, develop, and

lead effectively?
e Consider whether part-time HR leadership could accelerate your people

strategy

Leadership Services provides experienced part-time HR Directors to UK SMEs. Our
directors bring strategic people leadership to help you build the team and culture
needed for sustainable growth.

Book a free consultation at www.leadership-services.co.uk

Leadership Services - Experienced Part-Time Directors for Growing Businesses



