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5 Challenges HR Advisory Services Can Solve for Your 
Business 

HR advisory services are far more than a back-office function. The best advisory partners take a 
seat at the strategy table, helping you think through people strategies, identifying performance 
levers, and delivering measurable results. 

This isn’t about quick fixes. It’s about having a partner who understands your business goals, 
anticipates roadblocks related to hiring people, and designs solutions that actually move the 
process forward. 

This post will walk you through five high-value challenges HR advisory services are built to solve: 
talent, compliance, scaling, leadership, and people data. 
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What Are HR Advisory Services? 
HR advisory services provide organizations with professional guidance and support in managing 
human resources, enabling them to optimize HR operations, address workforce challenges, and 
align people strategies with business objectives. 
 
HR advisory services are strategic in nature. While typical HR services handle the “what” and 
“how” of HR operations, HR advisory guides the “why” and “where next,” ensuring that every HR 
decision is informed, intentional, and future-focused. 
 
Think of HR as running the engine, while HR advisory services tune and optimize it for better 
performance. 



 

Professional HR Consultancy vs. HR Advisory Services  

While both strategic HR consulting and HR advisory aim to improve how organizations manage 
people, processes, and compliance, they differ in scope, depth, and the nature of their 
engagement.   

1. Nature of Engagement 

 

HR Advisory is typically ongoing and 
relationship-based. It functions much like 
having an external HR department or a 
retained HR partner, offering continual 
guidance to keep your HR function aligned 
with best practices and legal requirements 
over time.​
 

HR Consulting is often project-based, 
focusing on specific challenges or 
transformation initiatives. A consulting 
engagement might redesign your entire 
performance management framework or 
overhaul your talent acquisition strategy. 
Once the project ends, the consultant’s role 
typically concludes. 

 

2. Focus and Depth 

Advisory tends to be broad but not overly 
deep in one single area at a time. It’s about 
being a reliable, ongoing source of expert 
knowledge across multiple HR 
domains—helping leadership make informed 
decisions in real time.​
 

Consulting is more specialized and intensive. 
Consultants dive deeply into a defined 
problem, conduct detailed research or 
analysis, and deliver a tailored solution, often 
involving complex change initiatives. 

 

3. Strategic vs. Operational Balance 

Advisory balances strategic insight with 
operational support. It might help refine 
workforce planning while also advising on 
the best way to handle a sudden disciplinary 
issue.​
 

Consulting is more strategic and 
transformational, often reshaping structures, 
systems, or culture to achieve long-term 
organizational goals. 

 



5 Challenges that HR Advisory Services Can Solve 

1.​ Talent Acquisition Bottlenecks 

The challenge that most companies face right now is the expenses incurred when it comes to 
hiring. Not to mention that it’s slow and often misaligned with business outcomes. 

Candidates expect faster, better experiences and clearer value propositions. 

What HR advisory services actually do to bypass these issues is: 

●​ Build a long-term talent acquisition strategy tied to business cycles. 

●​ Redesign the employer brand and candidate experience. 

●​ Implement competency frameworks, internal mobility paths, and targeted sourcing. 

●​ Optimize selection and interview design to cut time-to-hire and raise quality-of-hire. 

Why does this matter, you wonder? The average cost to hire a new employee in the U.S. has been 
estimated at roughly $4,700.​
​
 

In addition, the cost rises materially for skilled or senior roles. That’s recruitment ads, recruiter fees, 
assessments, onboarding, and lost productivity while the role is vacant. Hiring smarter reduces 
waste and improves retention. 

With the right HR advisory partner, businesses can slash time-to-hire for key roles, create clearer 
offer acceptance strategies, and build a real internal pipeline so hiring becomes predictable. 

2.​Compliance and Regulatory Complexity 

When it comes to payroll, benefits, worker classification, and cross-border rules, the challenge is 
that they’re constantly changing. And even a single error can trigger fines, back-pay demands, or 
audits. 

HR advisory services mitigate these risks by: 

●​ Conducting regulatory audits and closing compliance gaps. 

●​ Providing full labor law compliance support. 

●​ Building payroll governance and benefits policies for multi-jurisdiction operations. 

●​ Creating contractor vs. employee classification frameworks. 

https://www.investopedia.com/financial-edge/0711/the-cost-of-hiring-a-new-employee.aspx


●​ Training managers on record-keeping and local labour-law red flags. 

Why does it matter? HR leaders consistently cite compliance as a top risk area in today’s economy. 
When legal exposure increases, advisory support reduces the chance of expensive surprises and 
helps you document defensible processes. 

3.​Scaling Without HR Infrastructure 

Fast growth can easily and quickly break ad-hoc processes. Everyone might “know” how things are 
done, but nothing is documented or consistent. 

What HR advisory services do: 

●​ Build scalable employee handbooks, onboarding blueprints, and role libraries. 

●​ Implement performance management systems, career ladders, and clear promotion 
pathways. 

●​ Run HR process optimization, automations, and manager toolkits. 

●​ Embed employee experience consulting into early employee journeys so new hires 
become advocates, not churn statistics. 

4.​Leadership Gaps and Organisational Misalignment 

Fast growth often leads to fuzzy responsibilities, underdeveloped succession plans, and thin middle 
management, all of which can drag down execution. 

What HR advisory services do: 

●​ Run leadership assessments and build succession pipelines. 

●​ Design leadership development consulting programs and targeted coaching. 

●​ Redefine team structures, reporting lines, and accountability. 

●​ Facilitate alignment sessions so strategy and org design speak the same language. 

Strong leadership delivers tangible returns, and the numbers prove it. The 2023 ROI of Leadership 
Development study found that every $1 invested in leadership development returns between $3 
and $11, with an average return of $7. 

Gallup’s research explains that managers also account for up to 70% of the variance in employee 
engagement. This shows that leadership quality has a direct and significant impact on how 
engaged or disengaged teams feel. 

https://www.shrm.org/content/dam/en/shrm/research/2023-2024-State-of-the-Workplace-Report.pdf?utm_source=chatgpt.com
https://21464110.fs1.hubspotusercontent-na1.net/hubfs/21464110/NLW%20-%20ROI%20Files/nlw-roi-of-leadership-development-study-2023-full-report-1.pdf?utm_source=chatgpt.com
https://21464110.fs1.hubspotusercontent-na1.net/hubfs/21464110/NLW%20-%20ROI%20Files/nlw-roi-of-leadership-development-study-2023-full-report-1.pdf?utm_source=chatgpt.com
https://www.gallup.com/workplace/236570/employees-lot-managers.aspx


This engagement pays off in measurable ways. Gallup’s research found that highly engaged teams 
achieve 23% higher profitability, 14% higher productivity, and report 70% higher well-being 
compared to their less engaged counterparts ​
​
 

5.​Lack of People Data for Strategic Decisions 

Decisions based on gut instinct can cost you a fortune. Without clear dashboards for attrition, 
engagement, and capacity, leaders are essentially guessing and often reacting too late. HR advisory 
teams help close this gap through: 

●​ Implementing people analytics platforms and KPIs. 

●​ Building dashboards for attrition forecasting, skills gaps, and hiring velocity. 

●​ Training HR and business leaders in data literacy and action planning. 

●​ Piloting predictive models that flag flight risk and cost-to-replace hot spots. 

Real-world results back this up. Gore Mutual’s move from spreadsheets to a Visier 
people-analytics platform produced an 8% increase in engagement in six months and a 25% 
improvement in retention after implementing employee personas and analytics-driven 
interventions.  

People analytics also strengthens workforce planning. When you understand who’s likely to leave 
and why, you can hire proactively rather than scrambling to backfill. 

Effective analytics turns HR from a reporting function into a forecasting engine, thus enabling better 
hiring decisions, stronger retention, and a workforce that’s ready for the future. 

HR Strategy Is Business Strategy 

HR advisory services are a catalyst for growth, risk reduction, and organisational agility. The right 
partner can strengthen leadership, optimise people processes, and embed data-driven 
decision-making into the heart of your business. 

Whether you need an outsourced HR advisory to plug immediate gaps or a partner to run an HR 
transformation strategy, the right partner will deliver measurable outcomes and the playbooks you 
can run internally. 

Want help? Book a free consultation with Jadeer to audit your current HR maturity level. You’ll get a 
short diagnostic and a prioritized plan. 

Also, don’t forget to review internal AI training and upskilling, which often multiplies the impact of 
advisory work. 

https://www.gallup.com/q12-employee-engagement-survey/?utm_source=chatgpt.com
https://www.hrreporter.com/focus-areas/hr-technology/from-spreadsheets-to-people-analytics-gore-mutual-tackles-turnover-with-employee-personas/387399?utm_source=chatgpt.com
https://www.hrreporter.com/focus-areas/hr-technology/from-spreadsheets-to-people-analytics-gore-mutual-tackles-turnover-with-employee-personas/387399?utm_source=chatgpt.com
https://jadeer.ai/recruitment-solutions/


FAQs 

What do HR advisory services actually provide? 

They provide strategic talent planning, compliance support and labour-law frameworks, HR 
process design, leadership development, people analytics and implementation roadmaps. 

When should a business consider HR advisory services? 

If growth is outpacing HR capacity, compliance risk is rising, leadership gaps appear, or people 
data is absent, bring them in. 

Are HR advisory services only for large companies? 

No. Small and mid-size organisations often get the biggest leverage: expert frameworks without 
the overhead of additional full-time hires. 

How do HR advisors support leadership development? 

Through assessments, custom coaching, tailored programs, succession planning, and embedding 
performance management systems into day-to-day workflows. 
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