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Behind every great company is a great group of 
people. Savvy businesses know that their success 
is the result of the people behind the scenes –  
from the receptionist to the finance director, 
the project manager to the network engineer. 
And as the job market continues to heat up, 
with demand for highly skilled professionals 
outweighing supply, identifying, recruiting and 
retaining the best talent may be the difference 
between good results and great ones. 

With hiring returning to pre-recessionary levels, 
businesses are realising that the available talent 
pool is shrinking, with the best candidates 
receiving multiple offers and counteroffers. It 
is, therefore, crucial that the remuneration you 
offer is competitive with other businesses in 
your industry and region. 

The Robert Half 2015 Salary Guide can help you secure and retain the industry’s top 
talent. It includes the most up-to-date information and advice on remuneration, benefits, 
workplace issues and the current hiring outlook, as well as a forecast for the year ahead. 
We have combined our previous four guides into one, giving you information on hiring 
within accounting and finance, financial services, technology and administrative fields 
in one trusted source. We have also included information on two pressing issues that 
companies tell us challenge their recruitment efforts, and we offer guidance on these  
topics on pages 40 and 41. 

For more remuneration and recruitment insights, visit our salary centre at  
roberthalf.co.uk/salary-centre. 

Regards,

Phil Sheridan 
Managing Director United Kingdom

From the Managing Director

http://www.roberthalf.co.uk/salary-centre
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The Robert Half 2015 Salary Guide provides unique insights into today’s recruitment 
market for accounting and finance, financial services, technology and administrative 
professionals. It includes the most up-to-date information available on salary data,  
hiring trends and emerging issues affecting these professions. 
 
The guide includes salary ranges for more than 275 permanent positions. You can use it 
to develop accurate budgets, establish salary benchmarks and remuneration packages, 
formulate recruitment criteria and stay abreast of current trends in the UK’s rapidly 
changing employment market.

The salary range listed for each position reflects starting pay only. Bonuses and other forms 
of reward, such as pension scheme and long-term incentive plans, are not taken into 
account. While the ranges represent UK averages, you can adjust them for your specific 
market by using the regional variance index immediately following each set of salary 
tables. We recognise that salary ranges may vary by industry and are influenced by other 
factors such as hard-to-find skill sets. Please speak with one of our consultants to discuss 
specific factors affecting your sector.

Using the salary guide

Our information sources include:
• Market observations from Robert Half consultants working with senior executives, 

hiring managers and candidates, giving our consultants unique insights into 
remuneration trends

• Independent research we conduct regularly among human resources directors, chief 
financial officers, senior financial services executives and chief technology officers

• Information from HM Revenue & Customs and the Office for National Statistics
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The hiring climate
The UK employment market continues 
to improve and demand for specialist 
occupations far outweighs supply, 
resulting in talent shortages in niche 
areas. Businesses have stepped up 
hiring efforts, creating new roles 
to capitalise on growth initiatives 
as well as adding headcount to 
stretched teams. Companies are 
hiring strategically, looking at current 
and future needs, and bringing in 
professionals who can add value 
immediately as well as over the 
course of several years. 

Speed to hire is essential. The most 
in-demand talent have options, and 
businesses that prolong the hiring 
process are often losing their preferred 
candidate to competing offers. While 
many businesses took their time 
during the recession, being selective 
about applicants meeting every hiring 
criteria and subjecting candidates 
to numerous interview rounds, this 
process is no longer proving effective. 

Having decision-makers involved in 
the recruitment process from the first 
interview has yielded the best results.

Key trends  
affecting hiring
Confidence has returned to 
the market, prompting firms 
previously apprehensive about 
making additional hires to invest 
in infrastructure, growth initiatives 
and headcount. Eight in 10 (79%) 
HR directors surveyed are confident 
in the economic prospects facing 
the UK, and 84% are confident in 
their companies’ prospects. This 
positivism is reflected throughout the 
workplace, with companies hiring 
additional permanent, temporary 
and interim staff to manage key 
initiatives and expanding workloads.

And this optimism is being felt across 
the UK. While large companies 
were the first to ramp up their hiring 
efforts, this momentum has spilled 
over to small and medium-sized 

enterprises (SMEs), which are taking 
the opportunity to hire additional 
staff to undergo product or initiative 
launches or development, market 
penetration and domestic and 
international expansion. 

Further investment in technology has 
also changed the workplace, from 
improving infrastructure performance 
and efficiency to harnessing data for 
strategic decision making. Businesses 
are turning to new methods of 
communicating with their customers, 
prompting additional demand for 
talent across multiple disciplines. 

Technology is also changing the 
way workplaces work, providing the 
tools needed for flexible working. 
More businesses are looking at 
ways to manage remote teams, 
changing policies and mindsets to 
not only comply with new government 
legislation but also to improve their 
recruitment and retention efforts as 
well as their employer brands.

 

Overview

Source: Robert Half survey of 200 UK HR directors, multiple responses permitted

73% 50%59% 38%48%
Part-time 
working 

Flexi-timePaternity leave Home/remote 
working

Job sharing

Working models currently on offer 
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A focus on retention
To retain top performers with sought-
after skills, employers are offering 
more meaningful pay rises and 
other stay incentives. Increasingly, 
companies realise they have to 
bring remuneration in line with the 
current market or risk losing their best 
people. The true cost of replacing 
a solid employee extends beyond 
the monetary outlay. Employers 
recognise that retaining key staff who 
have enterprise knowledge and are 
successful in the workplace culture 
must be a priority.

But retaining valued staff isn’t getting 
any easier. Professionals with sought-
after skills have grown more confident 
in their employment prospects. Those 
who feel undervalued or unchallenged 
in their current roles are more 
receptive to the idea of changing jobs. 

This confidence is also affecting 
candidates’ salary demands 
when pursuing new opportunities. 
According to a survey of UK HR 
directors, four in 10 (40%) indicate 

that candidates’ remuneration 
expectations exceed local market 
rates, including financial and 
non-financial compensation. Many 
companies are therefore reassessing 
their recruitment priorities – 
increasing compensation to secure 
the skills and experience needed or 
adjusting the role requirements to 
meet budgetary constraints. 

Many businesses are also bringing 
in skilled interim professionals to 
help manage critical initiatives as 
well as offer day-to-day support for 
existing teams. Contingent workers 
are available at all experience levels 
and can supplement a company’s 
core team. Employers recognise that 
bringing in talent on a short-term 
basis can facilitate and speed up 
change without the need to disrupt 
business as usual or to invest in 
permanent headcount.

Fewer barriers to entry
The job market for entry-level 
professionals is improving, signalling 

relief for new entrants but also 
for the wider economy due to the 
potential residual impact of a lost 
generation of skills in the workplace. 
Many companies are again turning 
their attention to school leaver and 
graduate recruitment, allowing them 
to nurture talent from its foundation 
and to focus on the future needs  
of the business. This strategic 
approach to talent development is  
a significant shift from the last five 
years, when recruitment focused 
mainly on critical hires. 

Many businesses are also turning  
to temporary professionals to fill  
entry-level roles, often the result of 
promoting existing employees and 
filling gaps before a permanent 
hire can be made. It also provides 
companies the opportunity to assess 
potential recruits’ work and to gauge 
their team and cultural fit. This is a 
transition from what was previously 
a need for temporary employees 
to hit the ground running, and it 
demonstrates a more long-term, 
strategic approach to hiring. 

Source: Robert Half survey of 200 UK CFOs, multiple responses permitted

Higher bonus 
than on offer

Higher base 
salary than on 

offer

Additional 
annual leave 

More 
comprehensive 

benefits

Equity and/or 
profit sharing 

Candidates’ expectations for remuneration

21%46% 45% 26%31%

http://www.roberthalf.co.uk/retaining-star-employees
http://www.roberthalf.co.uk/hiring-interim-executives
http://www.roberthalf.co.uk/temp-to-perm-workforce
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The hiring climate
The UK employment market continues to improve and demand for specialist occupations far outweighs supply, resulting 
in talent shortages in niche areas. Businesses have stepped up hiring efforts, creating new roles to capitalise on growth 
initiatives as well as adding headcount to stretched teams. Companies are hiring strategically, looking at current and future 
needs, and bringing in professionals who can add value immediately as well as over the course of several years. 

Scotland:  
Financial services, 
FMCG, business services, 
property/construction

North:  
Retail, e-commerce, business 
services, technology

Midlands:  
Retail, financial services, 
business services, 
manufacturing, property

Wales:  
Manufacturing, property, business 
services, financial services

South/South West:  
FMCG, financial services, 
business services, charity

South East:  
Pharmaceuticals, property, technology, financial services

London:  
Professional services, 
retail, FMCG, oil and gas, 
property, technology

East of England:  
Construction, retail,  
financial services

roberthalf.co.uk 5    Robert Half  •  2015 Salary Guide
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Accounting and finance hiring

The hiring climate
Accounting and finance recruitment 
is returning to pre-recessionary 
levels, with companies expanding 
existing teams as well as investing 
in new initiatives, including systems 
implementations, commercial 
accounting and business partnering, 
while staying focused on their 
risk and compliance activities. 
Companies have loosened the purse 
strings and are again turning to 
finance to help provide direction as 
part of their growth plans. 

Finance continues its journey as  
a strategic partner to the business, 
shedding its reputation as a cost 
centre to one where it partners 
with multiple stakeholders and 
departments to deliver efficiency 
and commercial value. Companies 
seek finance professionals skilled 
in budgeting, forecasting, margin 
analysis and bids, as well as 
individuals adept at delivering  
cost efficiency. 

Finance continues 
its journey as a 
strategic partner 
to the business, 
shedding its 
reputation as 
a cost centre

With a focus on growth, confidence 
among finance leaders is high, with 
nine in 10 (88%) UK CFOs giving 
credence to the British economy 
and the same percentage confident 
in their companies’ prospects. This 
has prompted what was previously 
stalled investment into systems 
upgrades, with many businesses 
moving to SAP or Oracle and 
looking for finance staff to manage 
conversion projects. 

Shortages re-emerge
Demand for skilled accounting and 
finance staff has intensified with 
most finance directors indicating 
that competition for skilled finance 
professionals has increased, 
particularly as specialist occupations 
outpace generalist jobs. Challenges 
identifying and recruiting finance 
professionals continue, with the 
majority (92%) of executives citing 
skills shortages. According to 

survey respondents, specific areas 
where demand outweighs supply 
include business/financial analysis, 
general accounting and financial 
management/control.

Employee retention remains a 
priority. With 90% of finance 
directors concerned about losing 
top financial performers, companies 
are stepping up efforts to provide 
career advancement opportunities 
as well as reviewing remuneration 
schemes to avoid losing valued staff. 
Many businesses are bringing in 
temporary support to fill operational 
and day-to-day accounting tasks, 
allowing tenured staff to focus on 
more strategic initiatives.  

http://www.roberthalf.co.uk/business-partnering
http://www.roberthalf.co.uk/demand-for-finance-professionals
http://www.roberthalf.co.uk/temp-to-perm-workforce
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Key trends affecting 
financial hiring
Finance’s evolution from 
scorekeeper to strategic business 
partner started with the desire for 
finance professionals to demonstrate 
a sense of commerciality as a skill 
set and has since evolved into its 
own role. In 2014 it was the most 
sought-after financial profile by 
companies, with the scope and 
seniority of the position extending 
to a more senior level. It also 
prompted the need to derive better 
insights from financial data. And 
as discussed in our Finance with 
Foresight report, finance leaders 
expressed the need for their teams 
to extract more insights from 
financial data to improve business 
process and efficiency as well as to 
drive corporate strategy. Finance 
business partners and commercial 
accountants will therefore 
continue to be sought after for the 
foreseeable future.

This expectation for finance 
professionals to exhibit strong 
communication and analytical 
skills, problem solving and business 
savvy has not come at the expense 
of sound technical competency. 
Businesses are looking for the 
finance professional who has it 
all, demonstrating a commitment 
to lifelong learning as well as a 
mastery of soft skills. 

Corporate governance remains a 
priority for businesses, and finance 
leaders are given the arduous 
task of balancing business growth 
opportunities with mitigating risk. 
Many medium-sized and large 
firms are bringing in integrated 
governance, risk and compliance 

(GRC) teams, centralising what 
were once often stand-alone 
functions into one cohesive unit. 
Smaller companies, in contrast, are 
slower to react, a result of a lack of 
perceived risk as well as resourcing 
issues. To manage governance 
initiatives, businesses are turning to 
senior-level interim professionals to 
bridge the skills and workload gaps, 
often setting up programmes and 
transferring knowledge and projects 
to permanent teams. Skills shortages 
are acute, with many businesses 
turning to interim specialists in 
treasury and IT audit, compliance 
and regulatory development as well 

as for the ongoing maintenance of 
risk and control frameworks. 

The transition to FRS 101/102 has 
been demanding for businesses 
affected by the regulation, with many 
firms bringing in temporary and 
interim professionals knowledgeable 
in IFRS and UK GAAP and who 
have experience in project and 
change management. While most 
companies will have completed the 
transition in time for the 2014 fiscal 
year end, those who have delayed 
will find themselves challenged to 
meet the 2015 deadline. 

Source: Robert Half survey of 200 UK CFOs

London and South East

South West and Wales 

Midlands 

North

Scotland 

85%

100%

90%

93%

93%

Percentage of CFOs challenged in 
finding skilled finance professionals

Accounting and finance hiring

http://www.roberthalf.co.uk/finance-with-foresight
http://www.roberthalf.co.uk/finance-with-foresight
http://www.roberthalf.co.uk/hiring-in-the-regulatory-age
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Trends driving demand

Education is key, with most businesses 
prioritising the recruitment of qualified 
accountants (ACA, ACCA, CIMA). 
Reduced graduate recruitment 
during the downturn has resulted in a 
shortage of newly qualified ACAs, and 
businesses are raising salaries in order 
to attract talent. 

Part-qualified accountants are also 
in short supply. Many are choosing 
to stay with their current employer, 
especially if the company is providing 
an education and/or annual 
leave study allowance. There is a 
precipitous departure of accountants 
immediately post-qualification, so  
retention efforts are being enhanced 
in attempts to keep them on board. 
 
Accounting professionals with less 
than three years of experience are 
also in demand to fill assistant 
accountant, purchase ledger clerk 
and credit controller roles, and 
companies are showing a preference 
for candidates committed to lifelong 
learning, including enrolment in the 
AAT programme. 

Skills and attributes  
in demand
• ACA, ACCA, CIMA-qualified

• Strong technical accounting  
and software knowledge

• Effective problem-solving  
and analytical skills

• Commercial and business savvy 

Positions in demand

Management 
accountants

Commercial/finance 
business partners

Finance managers, 
finance controllers

PERMANENT TEMPORARY/INTERIM

Financial planning 
and analysis 
professionals

Systems and 
transformation  
finance experts

Financial/business 
analysts

Business/management  
information specialists

Accounts assistants, 
credit controllers, 

purchase ledger clerks

Accounting and finance hiring
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2 in 3 CFOs

are more willing  
to offer sign-on 
bonuses

Interim solutions

With further investment in finance 
transformation, demand for senior-
level professionals on a project or 
interim basis is nearing all-time highs. 
Many businesses are in need of the 
niche, technical skill sets that contract 
professionals can provide yet value 
the flexibility and cost effectiveness 
that interim engagements afford. 
According to a survey of UK CFOs, 
96% would consider a career 
in consulting as they approach 
retirement. This presents enormous 
opportunity for British firms in the 
coming years as many baby boomers 
plan to stay in the workforce. 

Remuneration trends 
Businesses are divided on their 
remuneration strategies, with many 
recognising that increased levels are 
required to attract and retain the 
requisite talent and others slower to 
react to changing market conditions 
and the resulting talent shortage. 

According to UK CFOs, 51% plan 
to increase finance team salaries by 
an average of 7% and 35% will be 
increasing bonuses.

Many large firms continue to rely 
on their brands, leaving SMEs to 
procure top talent by providing 
attractive benefits and working 
environments as well as exposure to 
a wide array of tasks. 

Bonus schemes are becoming 
more widely available with more 
non-managerial employees having 
access to company and personal 
performance compensation. Many 
businesses are offering retention 
bonuses to try to secure temporary  
and interim professionals through  
the course of a project. 

Top 5 project initiatives 
requiring interim managers 

Financial regulation

Risk 

Financial reporting

Business systems 

Compliance and corporate governance

Source: Robert Half survey of 200 UK CFOs

42%

33%

27%

27%

27%

Accounting and finance hiring
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Job title Company size 2014 UK 2015 UK % change

COMMERCE AND INDUSTRY

Chief Financial Officer/  
Group Finance Director

SME £82,750 - £102,250 £85,500 - £105,250 3.1%

Large company £86,250 - £135,500 £90,250 - £140,000 3.8%

Finance Director SME £60,750 - £98,500 £62,250 - £102,250 3.3%

Large company £70,000 - £123,500 £75,750 - £125,500 4.0%

Senior Financial Controller SME £59,250 - £72,000 £61,500 - £74,250 3.4%

Large company £63,500 - £83,250 £63,750 - £88,500 3.7%

Financial Controller SME £47,250 - £60,000 £47,250 - £63,250 3.0%

Large company £55,000 - £64,250 £57,000 - £65,750 2.9%

Company Accountant SME £33,000 - £49,000 £31,750 - £52,000 2.1%

Group Accountant Large company £43,250 - £69,750 £45,500 - £70,250 2.4%
Senior Qualified Management/  
Financial Accountant

SME £45,000 - £54,500 £46,250 - £55,750 2.5%

Large company £53,500 - £64,750 £54,000 - £67,500 2.7%
Qualified Management/ 
Financial Accountant

SME £34,000 - £43,250 £34,750 - £45,250 3.6%

Large company £42,500 - £55,000 £44,000 - £56,750 3.3%

Finance Systems Manager SME £55,250 - £62,750 £56,500 - £64,250 2.3%

Large company £60,500 - £73,500 £61,000 - £75,750 2.1%

Systems Accountant SME £37,500 - £49,250 £37,500 - £51,250 2.3%

Large company £47,500 - £56,750 £48,250 - £58,250 2.2%

Senior Finance Manager SME £47,250 - £56,250 £48,250 - £57,500 2.2%

Large company £51,750 - £60,250 £52,250 - £62,500 2.5%

Finance Manager SME £38,750 - £47,750 £40,250 - £48,500 2.6%

Large company £42,250 - £52,500 £43,750 - £53,750 2.9%

Financial Planning and Analysis Manager SME £60,750 - £66,750 £61,750 - £68,250 2.0%

Large company £62,250 - £69,500 £63,500 - £71,000 2.1%

Associate Financial Planning and Analysis SME £54,250 - £60,000 £54,750 - £61,750 2.0%

Large company £53,750 - £63,250 £54,000 - £65,500 2.1%

Financial Analyst SME £36,250 - £43,750 £37,250 - £44,500 2.2%

Large company £38,250 - £48,750 £39,000 - £49,750 2.0%

Commercial Finance Controller SME £67,500 - £78,750 £70,000 - £82,250 4.1%

Large company £70,500 - £84,250 £74,750 - £86,500 4.2%

Commercial Finance Manager SME £54,250 - £62,500 £57,500 - £63,750 3.9%

Large company £55,500 - £68,250 £58,000 - £70,750 4.0%

Financial Business Partner SME £42,500 - £52,500 £45,250 - £53,750 4.2%

Large company £44,750 - £54,250 £47,250 - £55,750 4.0%

Accounting and finance salaries (national averages)

Accounting and finance hiring



roberthalf.co.uk 11    Robert Half  •  2015 Salary Guide

COMMERCE AND INDUSTRY

Assistant Business Partner SME £31,750 - £40,750 £32,250 - £42,250 2.8%

Large company £34,500 - £43,750 £36,250 - £44,250 2.9%

Project Manager SME £68,250 - £83,500 £70,000 - £85,250 2.3%

Large company £82,500 - £103,750 £84,500 - £105,500 2.0%

Project Accountant SME £40,750 - £68,250 £41,500 - £69,750 2.1%

Large company £48,250 - £71,500 £49,750 - £72,750 2.3%

Director of Audit and Risk SME £73,750 - £100,250 £74,000 - £103,750 2.2%

Large company £99,750 - £139,500 £104,500 - £140,250 2.3%

Compliance Manager SME £52,750 - £62,250 £54,750 - £63,750 3.0%

Large company £58,500 - £65,000 £59,250 - £68,500 3.4%

Compliance Associate SME £42,750 - £51,250 £43,750 - £53,250 3.2%

Large company £48,250 - £57,750 £49,500 - £59,750 3.1%

Risk Manager SME £57,250 - £66,000 £58,250 - £68,750 3.0%

Large company £59,500 - £67,750 £61,750 - £69,750 3.3%

Risk Associate SME £43,000 - £50,500 £43,250 - £53,250 3.2%

Large company £44,250 - £52,250 £45,250 - £53,750 2.6%

Internal Audit Manager SME £44,500 - £63,250 £43,500 - £66,500 2.1%

Large company £52,750 - £73,750 £53,000 - £77,250 3.0%

Senior Internal Auditor SME £44,250 - £51,250 £45,250 - £52,750 2.6%

Large company £46,750 - £57,000 £47,500 - £58,500 2.2%

Internal Auditor SME £32,000 - £41,250 £32,500 - £42,500 2.4%

Large company £36,000 - £47,250 £37,750 - £47,750 2.7%

Senior Treasury Analyst SME £51,250 - £81,500 £52,500 - £83,750 2.6%

Large company £62,500 - £92,250 £63,250 - £94,750 2.1%

Treasury Analyst SME £34,250 - £53,750 £34,750 - £55,500 2.6%

Large company £35,000 - £66,250 £35,500 - £67,750 2.0%

Tax Manager SME £52,000 - £74,500 £52,750 - £75,250 1.2%

Large company £57,000 - £82,500 £57,000 - £84,500 1.4%

International Tax Manager Large company £75,750 - £107,500 £75,250 - £110,750 1.5%

Tax Specialist SME £36,250 - £56,250 £36,500 - £57,000 1.1%

Large company £41,000 - £61,500 £41,250 - £62,500 1.2%

Cost Accountant SME £38,000 - £42,750 £38,250 - £43,500 1.2%

Large company £40,750 - £47,500 £41,250 - £48,500 1.7%

Credit Manager SME £28,000 - £38,000 £28,500 - £38,750 1.9%

Large company £30,500 - £49,000 £31,250 - £49,750 1.9%

Job title Company size 2014 UK 2015 UK % change

Accounting and finance hiring

Accounting and finance salaries (national averages)



COMMERCE AND INDUSTRY continued

Credit Supervisor SME £23,750 - £31,500 £23,500 - £32,500 1.4%

Large company £28,750 - £33,000 £29,500 - £33,250 1.6%

Credit Controller SME £17,250 - £24,500 £16,750 - £25,750 1.8%

Large company £19,000 - £28,250 £19,750 - £28,500 2.1%

Assistant Accountant SME £17,250 - £27,000 £17,750 - £27,500 2.3%

Large company £22,250 - £31,250 £23,000 - £32,000 2.8%
Assistant Management/ 
Financial Accountant

SME £17,750 - £25,250 £18,250 - £25,750 2.3%

Large company £19,250 - £29,500 £19,750 - £30,250 2.6%

Ledger Manager SME £23,000 - £33,750 £23,250 - £34,750 2.2%

Large company £31,500 - £41,250 £32,750 - £41,500 2.1%

Ledger Supervisor SME £21,250 - £26,500 £21,500 - £27,250 2.1%

Large company £25,000 - £35,250 £25,500 - £35,750 1.7%

Purchase/Sales Ledger Clerk SME £15,500 - £24,000 £16,500 - £24,500 3.8%

Large company £20,500 - £26,500 £20,750 - £27,000 1.6%

Payroll Manager/Supervisor SME £24,000 - £33,250 £24,500 - £33,750 1.7%

Large company £29,250 - £40,000 £29,500 - £41,250 2.2%

Payroll Administrator/Clerk SME £18,000 - £21,250 £18,000 - £22,250 2.5%

 Large company £20,000 - £24,250 £20,250 - £25,250 2.8%

PUBLIC PRACTICE

Partner SME £100,000+ £100,000+ 0.0%

 Large company £107,500 - £440,000+ £107,750 - £445,000+ 1.0%

Director SME £60,500 - £71,250 £61,250 - £72,250 1.3%

 Large company £79,250 - £175,000 £78,500 - £180,500 1.9%

Senior Manager SME £42,500 - £54,000 £42,250 - £55,750 1.6%

 Large company £58,500 - £96,500 £59,250 - £97,500 1.1%

Manager SME £32,250 - £44,000 £32,500 - £45,750 2.6%

 Large company   £43,000 - £63,750 £43,250 - £65,750 2.1%

Senior  SME £29,500 - £40,250 £29,750 - £41,750 2.5%

 Large company £35,250 - £50,500 £36,250 - £51,250 2.0%

Supervisor SME £26,000 - £35,750 £26,250 - £36,500 1.6%

 Large company £28,750 - £36,250 £28,500 - £37,750 1.9%

Trainee SME £17,250 - £22,000 £17,500 - £22,500 1.9%

 Large company £18,250 - £26,000 £18,500 - £26,250 1.1%

Job title Company size 2014 UK 2015 UK % change

Job title Company size 2014 UK 2015 UK % change
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Customising salaries for local markets
This section is supported by data from HM Revenue & Customs, the Office for 
National Statistics, our local offices and ongoing surveys of senior executives. 
National starting salaries can be localised to your market using the variance 
index numbers below. The average salary index for all 11 regions is 100. 

The index figures serve as a guide to determining average starting salaries. 
Factors such as company size, employee benefits, the candidate’s skills and 
current market conditions can affect actual starting salaries. For trends affecting 
your local area, please speak with your consultant.

Follow the steps below to calculate the approximate salary range for a role in 
your area. 

Example: Finance Manager at an SME in Scotland

1. Find the position and national salary range for a Finance Manager at an  
SME on page 10. The salary range is £40,250 to £48,500.

2. Find your region’s index number in the panel on the right. The index number for 
Scotland is 98.4%.

3. Multiply the low end of the national salary range by the index number as a 
percentage: £40,250 x 98.4% = £39,606.

4. Repeat using the high end of the salary range: £48,500 x 98.4% = 
£47,724.

5. The approximate starting salary range for a Finance Manager for an SME 
in Scotland is £39,606 to £47,724.

 
Regional variances

UK ..............................100.0%

Scotland ........................98.4%

North East England ........90.0%

North West England .......92.9%

Yorkshire .......................91.9%

East Midlands ................91.8%

West Midlands ...............92.8%

East of England .............97.9%

London .......................129.0%

South East England ......106.0%

South West England .......92.3%

Wales ............................89.5%

Accounting and finance hiring
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The hiring climate
Financial services hiring has gained 
strong momentum, with new roles 
being created as well as greater 
market fluidity, as employees – armed 
with renewed confidence – start 
looking for new roles. Companies 
are looking for both permanent and 
temporary staff, with many businesses 
bringing in temporary resources to 
manage rising workloads while they 
assess longer term volume levels. 
Confidence has returned, with 
nine in 10 (89%) financial services 
leaders positive about the state of 
the British economy and the majority 
(93%) confident in their companies’ 
prospects. 

This confidence extends to the 
investor community, which is again 
increasing investment, but at the 
same time looking for greater 
transparency, control, process and 
reporting. Compliance and regulatory 
initiatives are therefore driving hiring 
efforts; however, this is coupled with 

Financial services hiring

Competition for 
skilled candidates 
continues to 
intensify, with 
nearly all leaders 
citing challenges 
sourcing skilled 
financial services 
professionals

more discretionary growth hiring as 
companies look to capitalise on 
the upswing. This is mirrored in the 
fact that eight in 10 (80%) financial 
services leaders have indicated that 
the drive for profitability has increased 
over the past two years. Meanwhile, 
nine in 10 (91%) executives indicate 
that the regulatory environment has 
affected the growth agenda. Balancing 
compliance with growth will be a key 
opportunity for financial services leaders 
looking to expand their businesses in the 
year ahead. 

Competition for skilled candidates to 
drive initiatives continues to intensify, 
with nearly all (97%) leaders citing 
challenges sourcing skilled financial 
services professionals. At the same 
time, candidates are becoming more 
selective, with three in four (77%) 
executives indicating that they’ve 
seen an increase in the number of 
potential recruits turning down job 
offers compared with three years 
ago. Remuneration for in-demand, 
niche professionals continues to rise 

as businesses struggle to recruit. Not 
surprisingly, companies are trying to 
hold on to their best people, with nine 
in 10 (92%) leaders concerned about 
losing top performers.

Key trends affecting 
financial services hiring
Many financial services businesses 
have focused on cost reduction, 
looking at ways to improve already 
lean efficiencies and laying the 
foundation for further growth. Business 
process improvement and systems 
implementation have been primary 
areas of focus, prompting additional 
hires and preparing firms to focus on 
initiatives that will drive revenue and 
strategic growth. 

Regulatory reform and compliance 
initiatives have become an accepted 
daily routine across multiple 
departments, and most candidates 
are expected to have at least some 
exposure and knowledge to how it 
affects their area of specialisation. 

http://www.roberthalf.co.uk/financial-services-insights
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More than eight in 10 (84%) financial 
services executives say the current 
regulatory regime has done enough to 
create a viable risk culture, and nearly 
the same number (81%) will go as far 
as saying that it has impeded economic 
growth. Chief regulatory challenges 
include sourcing talent, rising costs 
and staying current with evolving 
regulations. As a result, more than half 
(56%) of financial services businesses 
plan to expand their permanent teams 
by hiring regulatory specialists. 

Cybersecurity is capturing the 
industry’s attention, and 70% of 
banking and capital markets CEOs 
consider it a threat to growth1. 
Cybersecurity was also the number 
one area where CFOs plan to 
increase spending, ahead of data 
analytics and mining, IT investment to 
enable growth and digital initiatives. 
Nearly four in 10 (39%) plan to hire 
additional permanent staff to manage 
security projects, and three in ten 
(29%) plan to hire interim staff.  

  1   www.pwc.com/gx/en/ceo-survey/2014/industry/
banking-capital-markets.jhtml

Businesses are evaluating their 
offshoring strategies and are weighing 
the economic benefit of the practice 
against the challenges faced with 
unfavourable time zones, customer 
service impediments and process 
management. With the cost of 
offshoring increasing, many firms are 
choosing to relocate some middle- 
and back-office functions back to the 
UK and are establishing shared service 
centres outside London to minimise 
property and compensation costs. 

Remuneration trends 
Remuneration within the industry 
remains varied, with investment 
banks continuing to pay a premium 
for talent and most businesses across 
the sector increasing salaries to 
attract and retain staff. 

According to financial services 
executives, 56% plan to increase 
salaries by an average of 8%, and 
36% will be increasing bonuses. The 
prevalence of deferred, staggered and 

contingent convertible bonus payments 
as well as increased base salaries 
has had the triple effect of offsetting 
risk and providing capital relief to 
institutions while also decreasing 
employee turnover.

The industry knows that it is competing 
with other sectors in the war for talent. 
The attractiveness of the technology 
industry and other start-ups is forcing 
financial services businesses to look 
at their individual employer brands, 
making adjustments to ensure their 
companies and the industry at large 
remain an attractive option for new 
entrants into the market. 

Businesses hiring permanent staff to manage initiatives

Source: Robert Half survey of 100 financial services CFOs and COOs, multiple responses permitted

56% 37%39% 35%35%
Regulatory 

reform
Cybersecurity Digital 

initiatives
Product 

development 
IT  

investment 

33%
Data analytics  
and mining

Financial services hiring

http://www.roberthalf.co.uk/id/NE-02748/financial-services-global-report
http://www.roberthalf.co.uk/cio-insights
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Accounting and finance recruitment 
within the financial services 
industry has shifted from what 
was predominantly regulatory and 
compliance hiring to a focus on 
financial controller and director-
level roles. Businesses are adding 
senior-level professionals to manage 
the balance sheet and oversee 
daily accounting operations as well 
as investing in business process 
improvement, often backfilling  
roles when tenured employees  
are seconded to help with  
special projects. 

Accounting and finance overview 

FPO

Companies are bringing in senior 
interim professionals to manage 
key projects and are prepared to 
remunerate competitively to secure 
the most skilled and experienced 
professional. Reporting standards 
are prompting businesses to hire 
reporting specialists on an interim 
basis to help manage implementation 
and train internal teams. Temporary 
accountants are in demand, and 
companies are looking towards their 
long-term needs. 

Financial services CFOs cite 
challenges sourcing the requisite 
talent. Many companies that previously 
only looked for ACA accountants from 
a Big Four environment are expanding 
their criteria to not only access a larger 
pool of talent, but to harness a more 
diverse background and skill set. 

Entry-level hiring has returned to  
the industry, with businesses looking 
for entrants who have a first-class  
or 2:1 degree, with preference  
given to those with internship or 
placement experience. 

Financial 
services CFOs 
cite challenges 
sourcing the 
requisite talent

of CFOs are challenged  
in hiring skilled financial  
services professionals86%

Financial services hiring
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Investment 
management
Following 18 months of cautious 
investment, investment management 
firms are actively raising funds, 
leading to increased hiring of fund 
and management accountants to 
handle the increased workflow. Real 
estate investment is expanding, 
creating a knock-on effect in other 
investment classes and leading 
to further product expansion 
to capitalise on the upswing. 
Companies are seeking accountants 
with strong technical and 
commercial acumen, particularly 
in smaller firms where cost and 
efficiency make it essential for staff 
to get involved in multiple projects 
and initiatives. 

Investment banking/
brokerage
Increased confidence, investment 
and resulting workloads have 
prompted additional finance hiring in 
investment banking and brokerage. 
Business growth and restructuring 
are leading to more senior-level 
appointments, with companies 
looking to augment the technical, 
commercial and strategic know-how 
on their teams. Managing growth 
initiatives while remaining compliant 
with emerging regulations has 
become an interminable task for 
finance leaders. Changes to Financial 
Conduct Authority (FCA) regulations 
around capital and liquidity reporting 
are increasingly requiring senior-level 
insight. Professionals knowledgeable 
in Basel III and ICAAP are highly 
sought after. 

Skills and attributes  
in demand
• IFRS, SOX and UK GAAP

• Financial planning and  
analysis skills

• Business partnering and 
commercial awareness

• Strong IT skills, including Excel  
to VBA level 

• Exposure to Basel II/III,  
Solvency II, Pillar 3 (P3) and  
Internal Capital Adequacy 
Assessment Process (ICAAP)

Positions in demand

Financial directors/
controllers

Senior finance/
management 
accountants

Business 
partners

Internal audit 
professionals

Financial services hiring
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Accounting and finance salaries

Job title 2014 London 2015 London % change

LEADERSHIP
CFO £130,000 - £225,000 £137,750 - £236,250 5.4%

Finance Director £100,000 - £157,750 £105,500 - £162,500 4.0%

Financial Controller £72,250 - £97,250 £74,250 - £100,000 2.8%

Group Accountant £62,250 - £93,750 £62,250 - £97,500 2.4%

TECHNICAL ACCOUNTING

Manager £82,500 - £99,250 £83,500 - £100,000 1.0%

Accountant (4–7 years’ PQE) £68,750 - £94,250 £70,500 - £95,250 1.7%

Accountant (NQ – 3 years’ PQE) £52,000 - £74,500 £55,000 - £75,000 2.8%

FINANCIAL ACCOUNTING
Manager £67,750 - £84,750 £71,250 - £88,250 4.6%

Accountant (4–7 years’ PQE) £62,250 - £73,250 £63,250 - £77,750 4.1%

Accountant (NQ – 3 years’ PQE) £46,500 - £62,000 £46,750 - £64,750 2.8%

REGULATORY ACCOUNTING
Manager £79,500 - £112,250 £83,250 - £119,750 5.9%

Accountant (4–7 years’ PQE) £66,250 - £88,500 £65,500 - £93,250 2.6%

Accountant (NQ – 3 years’ PQE) £50,250 - £78,500 £54,000 - £78,750 3.1%

MANAGEMENT ACCOUNTING/FINANCIAL PLANNING AND ANALYSIS
Manager £75,500 - £98,250 £79,750 - £104,000 5.8%

Accountant (4–7 years’ PQE) £60,250 - £82,250 £62,000 - £85,250 3.3%

Accountant (NQ – 3 years’ PQE) £45,750 - £68,500 £47,500 - £69,250 2.2%

PRODUCT CONTROL

Manager £84,250 - £140,250 £85,750 - £142,250 1.6%

Accountant (4–7 years’ PQE) £64,500 - £97,500 £65,250 - £98,500 1.1%

Accountant (NQ – 3 years’ PQE) £51,500 - £67,500 £51,500 - £69,500 1.7%

Financial services hiring
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Job title 2014 London 2015 London % change

FUND ACCOUNTING

Manager £85,000 - £94,250 £85,000 - £100,250 3.3%

Accountant (4–7 years’ PQE) £62,500 - £77,500 £64,000 - £82,250 4.5%

Accountant (NQ – 3 years’ PQE) £50,000 - £61,500 £50,000 - £63,250 1.6%

INTERNAL AUDIT

Manager £77,500 - £100,000 £78,500 - £101,250 1.3%

Accountant (4–7 years’ PQE) £64,250 - £78,250 £65,250 - £80,750 2.5%

Accountant (NQ – 3 years’) £51,500 - £66,000 £52,250 - £67,500 1.9%

ACCOUNTING OPERATIONS

AP/AR Clerk £22,500 - £32,500 £23,000 - £33,250 2.3%

Graduate Accounts Assistant £24,750 - £27,750 £25,250 - £28,500 2.4%

Assistant Management Accountant (up to PQ) £27,750 - £33,750 £28,250 - £34,750 2.4%

Assistant Management Accountant (PQ to finalist) £33,500 - £44,500 £34,250 - £45,500 2.2%

Assistant Financial Accountant (up to PQ) £27,750 - £34,250 £28,500 - £34,750 2.0%

Assistant Financial Accountant (PQ to finalist) £34,000 - £44,250 £34,500 - £45,250 1.9%

Assistant Regulatory Accountant (up to PQ) £29,750 - £36,000 £30,750 - £36,750 2.7%

Assistant Regulatory Accountant (PQ to finalist) £39,250 - £45,750 £40,250 - £46,500 2.1%

Assistant Fund Accountant (up to PQ) £30,250 - £35,500 £30,750 - £36,000 1.5%

Assistant Fund Accountant (PQ to finalist) £39,750 - £45,750 £40,500 - £46,750 2.0%

To customise salaries for UK centres outside of London, see page 27.

PQE = Post Qualified Experience

NQ = Newly Qualified

PQ = Part Qualified

Financial services hiring

Financial services – accounting and finance salaries
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Hiring within banking operations is 
trending upward, with hedge funds 
and asset managers outpacing the 
rest of the market. Confidence has 
lifted, and companies previously 
reserving hiring for compliance-
related and critical roles are now 
looking to more traditional operations 
hiring. 

Systems advancements across the 
industry have fuelled an increase in 
operations hiring but with the long-
term view that processes will be 

automated. Businesses are investing in 
upgrades and candidates with proven 
systems expertise will see increased 
opportunities in the coming year.

Investment 
management
The recent reduction in market 
volatility has prompted investment 
management firms to look towards 
alternative ways to deploy capital. 
Smaller firms as well as hedge funds 
have benefited from the UK Treasury 

scheme, aimed at promoting more 
lending to SMEs through direct 
lending. This additional government 
investment has prompted further 
hiring across hedge funds.

Overall, investment in start-up funds 
has decreased, and investors are 
turning to more established funds to 
mitigate losses. This combined with 
investor expectations for operational 
due diligence and clarity on strategy 
as well as leadership appointments 
and reporting has resulted in a hiring 
shift to larger investment managers. 

Banking operations overview 

FPO

Hiring within 
banking operations 
is trending 
upward, with 
hedge funds and 
asset managers 
outpacing the rest 
of the market

Confidence has lifted, and companies are now looking to more traditional 
operations hiring

Financial services hiring
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Investment banking/
brokerage
Investment banks and brokerage 
firms are increasing headcount 
levels, looking to expand their 
regulatory and control functions 
as well as supporting new product 
approvals for complex derivative 
products. As professionals continue 
to gain confidence in the market and 
candidate movement accelerates, 
recruitment within investment 
banking will continue to accelerate.

Skills and attributes  
in demand
• Exposure to European Market 

Infrastructure Regulation (EMIR), 
Dodd-Frank and Alternative 
Investment Fund Managers 
Directive (AIFMD)

• Anti-Money Laundering (AML)/
Know Your Customer

• Strong (multi-) product knowledge

• Derivative product knowledge, 
particularly credit

• Client service/relationship focused

Positions in demand

Trade support 
professionals

Client reporting 
analysts

Investment 
operations

Loan 
operations

Reconciliations  
and control

96%

of COOs are 
challenged in 
hiring skilled 
operations 
professionals

Financial services hiring
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Banking operations salaries

Job title 2014 London 2015 London % change

LEADERSHIP
COO £103,000 - £200,750 £103,750 - £205,500 1.8%

Director/Head of Operations £70,750 - £131,500 £71,500 - £134,250 1.7%

Operations Manager £69,000 - £106,250 £69,750 - £107,750 1.3%

TRADE SUPPORT (EQUITY, FIXED INCOME, FX, ETD/OTC, FX OPTIONS)

Manager £71,750 - £91,500 £72,250 - £93,500 1.5%

4–7 years’ experience £49,750 - £70,750 £50,000 - £72,750 1.9%
≤ 3 years’ experience £25,500 - £50,500 £25,750 - £51,250 1.3%

TRADE SUPPORT (HEDGE FUND/INVESTMENT MANAGEMENT)
4–7 years’ experience £51,000 - £76,750 £51,750 - £79,750 2.9%
≤ 3 years’ experience £25,500 - £52,000 £25,750 - £54,250 3.2%

SETTLEMENTS (EQUITY, FIXED INCOME, FX, OTC DERIVATIVES)
Manager £42,500 - £62,750 £42,750 - £64,500 1.9%

4–7 years’ experience £38,000 - £57,000 £38,250 - £57,750 1.1%
≤ 3 years’ experience £25,750 - £35,250 £26,000 - £35,750 1.2%

FUTURES CLEARING/BROKER RECONCILIATIONS
Manager £61,000 - £94,250 £61,500 - £96,000 1.4%

4–7 years’ experience £41,250 - £60,000 £42,250 - £61,500 2.5%
≤ 3 years’ experience £24,500 - £39,250 £25,000 - £39,750 1.6%

CLIENT SERVICES
Manager £61,000 - £92,250 £61,500 - £93,500 1.1%

4–7 years’ experience £42,500 - £66,000 £43,250 - £66,750 1.4%
≤ 3 years’ experience £25,000 - £40,000 £25,750 - £40,250 1.5%

COLLATERAL MANAGEMENT
Manager £67,500 - £96,000 £68,500 - £96,750 1.1%

4–7 years’ experience £42,000 - £61,500 £42,750 - £62,750 1.9%
≤ 3 years’ experience £30,750 - £40,750 £31,000 - £41,500 1.4%

CASH MANAGEMENT
Manager £45,250 - £60,750 £45,750 - £61,750 1.4%

4–7 years’ experience £40,000 - £50,000 £40,500 - £51,500 2.2%
≤ 3 years’ experience £25,000 - £39,500 £25,500 - £40,500 2.3%

Financial services hiring
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Job title 2014 London 2015 London % change

OPERATIONS CONTROL/RECONCILIATIONS
Manager £50,500 - £70,500 £51,500 - £73,750 3.5%

4–7 years’ experience £36,500 - £51,500 £37,000 - £53,500 2.8%
≤ 3 years’ experience £21,500 - £35,000 £21,750 - £36,500 3.1%

PAYMENTS
Manager £39,250 - £50,750 £40,250 - £52,250 2.8%

4–7 years’ experience £28,750 - £40,000 £29,500 - £41,500 3.3%
≤ 3 years’ experience £18,750 - £29,500 £18,750 - £31,000 3.1%

STATIC DATA
Manager £47,250 - £65,000 £47,750 - £66,000 1.3%

4–7 years’ experience £38,250 - £47,750 £38,750 - £48,750 1.7%
≤ 3 years’ experience £21,750 - £38,000 £22,000 - £39,000 2.1%

ASSET SERVICING
Manager £46,000 - £56,250 £46,250 - £57,750 1.7%

4–7 years’ experience £38,500 - £47,000 £39,500 - £47,750 2.0%
≤ 3 years’ experience £26,000 - £39,000 £26,750 - £39,750 2.3%

LOANS ADMINISTRATION
Manager £46,750 - £62,250 £47,000 - £63,500 1.4%

4–7 years’ experience £36,500 - £48,000 £37,250 - £48,750 1.8%
≤ 3 years’s experience £22,250 - £37,500 £22,500 - £38,250 1.7%

FUND ADMINISTRATION
Manager £53,500 - £63,500 £54,500 - £65,750 2.8%

4–7 years’ experience £38,500 - £55,500 £39,750 - £57,250 3.2%
≤ 3 years’ experience £22,750 - £38,750 £23,250 - £40,250 3.3%

ANALYST (VALUATIONS, CLIENT REPORTING, PRICING, PERFORMANCE)
Manager £49,500 - £65,000 £50,500 - £67,750 3.3%

4–7 years’ experience £41,000 - £51,500 £41,500 - £54,500 3.8%
≤ 3 years’ experience £21,000 - £40,250 £21,750 - £42,000 4.1%

To customise salaries for UK centres outside of London, see page 27.

Financial services hiring

Banking operations salaries
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The demand for compliance 
professionals shows no sign of 
subsiding, and new legislation 
and ever-increasing regulatory 
requirements like the European Market 
Infrastructure Regulation (EMIR), the 
Dodd-Frank Act and the Foreign 
Account Tax Compliance Act (FATCA) 
are necessitating additional hiring on 
both a permanent and a temporary 
basis in these areas. The Organisation 
for Economic Co-operation and 
Development’s introduction of 
Automatic Exchange of Information 
(AEOI), providing a new standard of 
exchange of tax information between 
Crown dependencies, will create 
additional workload for compliance 
teams in the year ahead. While 
many businesses have upped their 

permanent recruitment activities, 
others struggle with finding skilled 
talent and therefore turn to interim 
professionals to access the skills they 
need, when they need them. 

One such area is within the AML and 
sanctions space, where candidate 
market values are increasing 
rapidly and firms struggle to 
remain competitive in a skill-short 
marketplace. Eight in 10 (84%) 
financial leaders say that AML/
financial crime compliance has 
had an impact on their business 
operations and practices, with nearly 
four in 10 (36%) indicating it had 
a significant impact. To manage, 
58% of businesses will be bringing 
in additional interim employees and 

another 55% will be hiring permanent 
compliance professionals. Candidates 
skilled in anti-bribery and corruption 
(ABC), AML and sanctions will find 
themselves in high demand for the 
foreseeable future. 

Conduct risk is also keeping 
executives awake at night. Three 
in 10 (31%) financial leaders 
surveyed would rate conduct risk as 
having a significant impact on their 
businesses. Nearly six in 10 (59%) 
companies will be engaging interim 
professionals to manage obligations, 
and another 51% will be hiring 
permanent employees to manage key 
initiatives and transfer knowledge to 
existing staff.

Risk and compliance overview

FPO

The demand 
for compliance 
professionals 
shows no sign 
of subsiding

Candidates skilled in anti-bribery and corruption (ABC), AML and sanctions  
will find themselves in high demand for the foreseeable future 

Financial services hiring
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Positions in demand

Compliance managers 
(mid–senior level)

AML analysts Risk managers

Resourcing initiatives to 
manage AML/financial crime 

Interim hiring

Permanent hiring 

Source: Robert Half survey of 100 financial services 
CFOs and COOs

58%

55%

Resourcing initiatives to 
manage conduct risk 

Interim hiring

Permanent hiring 

Source: Robert Half survey of 100 financial services 
CFOs and COOs

59%

51%

Skills and attributes  
in demand 
• Compliance exposure to Anti-

Money Laundering (AML), 
sanctions, Anti-bribery and 
Corruption (ABC) 

• Regulatory exposure to Dodd-
Frank, FATCA, European 
Market Infrastructure Regulation 
(EMIR), Automatic Exchange of 
Information (AEOI)

• Strong ability to analyse and 
interpret new legislation to  
write policy

• Excel to VBA level  

90%

of executives are 
challenged to 
hire compliance 
professionals

Financial services hiring
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Risk and compliance salaries

Job title 2014 London 2015 London % change

COMPLIANCE
Head of Compliance £88,250 - £202,500 £92,250 - £209,000 3.6%

Compliance Manager £64,500 - £93,250 £65,500 - £100,000 4.9%

Compliance Officer £36,750 - £63,500 £39,750 - £65,500 5.0%

Compliance Assistant £20,750 - £31,750 £21,500 - £33,250 4.3%

AML/KYC
Head of AML £93,250 - £191,000 £95,500 - £195,500 2.4%

Manager £64,250 - £117,500 £65,250 - £120,000 1.9%

AML Analyst £39,500 - £58,750 £40,000 - £60,500 2.3%

KYC/Onboarding £35,250 - £58,750 £35,500 - £60,500 2.1%

CREDIT RISK
Head of Credit Risk Management £94,750 - £185,500 £95,500 - £200,000 5.4%

Senior Credit Risk Manager £74,250 - £118,000 £75,250 - £120,250 1.7%

Credit Risk Manager £45,250 - £83,250 £50,000 - £84,750 4.9%

Junior Credit Risk £29,750 - £43,500 £30,750 - £45,250 3.8%

OPERATIONAL RISK
Head of Operational Risk Management £88,500 - £160,750 £90,250 - £170,750 4.7%

Senior Operational Risk Manager £67,250 - £103,500 £70,000 - £105,500 2.8%

Operational Risk Manager £49,750 - £84,750 £50,500 - £85,750 1.3%

Junior Operational Risk £29,750 - £53,250 £31,000 - £55,000 3.6%

MARKET RISK
Head of Market Risk Management £106,000 - £182,250 £110,250 - £185,750 2.7%

Senior Market Risk Manager £74,250 - £105,250 £75,750 - £110,000 3.5%

Market Risk Manager £56,750 - £107,500 £60,000 - £110,000 3.5%

Junior Market Risk £35,500 - £53,500 £36,000 - £55,000 2.2%

To customise salaries for UK centres outside of London, see page 27.

Financial services hiring
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Customising salaries for other centres
The salary ranges listed represent starting salaries within the banking and 
capital markets sector in London. They can be customised with the local 
variances listed in the panel on the right for each of four financial services 
centres. The index figures are a guide for determining average starting salaries. 

Factors including company size, bonus, candidate skill sets and current trends 
may affect actual remuneration.

The information is supported by data from HM Revenue & Customs, the Office 
for National Statistics, our local recruitment consultants, research of UK C-suite 
executives and placements across our London City office and UK branch network. 

The London salary index is 100, and other locations are represented by a 
percentage of this.  
 
Follow the steps below to calculate the approximate salary range for a specific 
position in your area. 

Example: Regulatory Accounting Manager in Edinburgh

1. Find the position and London salary range for a Regulatory Accounting 
Manager on page 18. The salary range is £83,250 to £119,750.

2. Find the index number on the right. The index number for Edinburgh is 80.2%.

3. Multiply the low end of the national salary range by the index number as a 
percentage: £83,250 x 80.2% = £66,767.

4. Repeat using the high end of the salary range: £119,750 x 80.2% = £96,040.

5. The approximate starting salary range for a Regulatory Accounting 
Manager in Edinburgh is £66,767 to £96,040.

 
Regional variances

London .......................100.0%

Edinburgh .....................80.2%

Manchester ...................75.9%

Birmingham ..................75.8%

Bristol ...........................75.4%

Financial services hiring
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The hiring climate
Technology hiring continues its 
upward climb, with employment 
within the industry forecast to grow 
at 2.19%2 a year, nearly five times 
faster than the UK average. Heavy 
investment in tech businesses and 
start-ups has brought exponential 
hiring growth, and further initiatives 
and IT investment in non-technology 
businesses have compounded talent 
shortages. According to e-skills UK, 
the technology industry body, nine 
in 10 firms suffering IT-related skills 

Technology hiring

  2    www.e-skills.com/research/research-themes/employment-and-recruitment/
  3    www.pwc.com/gx/en/ceo-survey/2014/industry/technology.jhtml

Employment within 
the industry is 
forecast to grow 
at 2.19% a year, 
nearly five times 
faster than the 
UK average

shortages are experiencing delays  
in the development of new products 
or services. 

Technology advancements coupled 
with years of underinvestment are 
driving business change, delivering 
growth and innovation across multiple 
sectors and prompting the need for 
additional IT talent. According to UK 
CIOs, the top reasons for increasing 
permanent headcount include new 
projects/initiatives, product/service 
expansion, IT risk and security and 
domestic expansion. IT leaders are 

tasked with using technology to 
enable growth, yet they are concerned 
about the speed of technological 
change, with companies struggling 
to start or complete innovation 
projects. According to a PwC survey3 
of technology CEOs, the largest 
business threats to growth include the 
availability of key skills, the rising cost 
of labour in growth markets and the 
speed of technological change. This is 
ahead of cyber threats and protecting 
intellectual property. 

of CIOs are challenged in hiring  
skilled IT professionals90%

http://www.roberthalf.co.uk/the-value-of-IT-professionals
http://www.roberthalf.co.uk/cio-insights
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As a result, technology professionals 
are in strong demand and short 
supply. Candidates with niche 
skills are finding themselves with 
multiple offers and counteroffers, 
with businesses increasing salaries to 
attract the industry’s top talent. Some 
businesses that are slow or unwilling 
to react to the changing market are 
finding themselves sacrificing on key 
requirements to fill vacancies. Others 
are looking to contract professionals 
to help keep key initiatives on track 
while they source a permanent hire. 

Key trends affecting 
technology hiring
Businesses are increasing investment, 
with IT upgrades the most common 
initiative prompting increased 
headcount levels on both a contract 
and a permanent basis. Businesses 
planning systems upgrades are looking 
for programme and project managers 
who are strong communicators and 

One-fifth of IT budgets are being allocated to security

who can deliver large technology 
initiatives on time and within budget. 
With nine in 10 (91%) IT leaders 
planning to increase technology 
investment, new projects include 
business intelligence, mobile 
solutions, application development, 
information risk and security and 
virtualisation initiatives. 

The resulting data from improved 
systems is allowing cross-functional 
departments to develop more 
strategic, data-driven initiatives, with 
commercial growth targets now often 
a benchmark for the IT department  
as well as business development 
teams. Still, nearly all (96%) CIOs 
have found it challenging to 
implement data analytics initiatives. 
With a wide range of possible 
solutions to choose from in different 
vendor products and outsourcing 
companies, selecting the right tools 
and approach while looking at cost, 
implementation time and meaningful 
output is a growing difficulty. As a 

result, six in 10 (58%) CIOs cite 
increased workloads of at least 10% 
or more as a result of data initiatives. 

Whereas a few years ago cloud 
adoption was a hot topic as an 
emerging technology, it has since 
passed its tipping point, with more 
than eight in 10 (82%) IT leaders 
indicating that the economic benefit 
outweighs the potential risk. To 
manage workloads associated with 
cloud technology, many businesses 
have upskilled their existing staff, 
allowing them to expand their current 
roles, which has aided in succession 
and retention planning strategies. 
Others have been hiring contractors 
to manage initiatives, with many 
transferring knowledge to permanent 
teams throughout the course of the 
project engagement. 

The potential security concern 
surrounding cloud technology and 
ongoing regulatory initiatives are 
prompting many businesses to 
scrutinise their managed service 
providers to minimise vendor risk. IT 
security on the whole has become an 
increasing priority across the wider 
business and leadership team, with the 
majority (93%) of CIOs indicating that 
the number of security threats detected 
by their firms have either increased or 
stayed the same in the past year. As a 
result, an average of nearly one-fifth 
(18.56%) of a company’s IT budget 
is being allocated to security. Much of 
this expenditure is going towards hiring 
permanent and contract professionals, 
with a significant contribution to 
external risk consultancies. As a result, 
these third-party consultancies are also 
stepping up hiring efforts. 

Technology hiring



roberthalf.co.uk 30    Robert Half  •  2015 Salary Guide

Regional hiring climate
While London’s Silicon Roundabout 
is attracting investment into the 
technology industry, with hiring for 
small and medium-sized firms adding 
to existing skills shortages, in-house 
IT requirements across all industries 
and sectors are keeping recruitment 
levels high throughout the regions. 

Investment into infrastructure, with 
budgets expanding to enable systems 
implementations, network upgrades 
and security initiatives, is creating 
demand across the UK’s SMEs 
and large businesses, while further 
nearshoring or reshoring initiatives, 
bringing IT functions back to 
Europe or even the UK, is creating 
additional opportunity. 

London and South East

South West and Wales 

Midlands 

North

Scotland 

Source: Robert Half survey of 100 UK CIOs

96%

85%

90%

95%

85%

Percentage of CIOs  
challenged in finding  
skilled IT professionals

According to CIOs, 30% plan to increase salaries, with the average salary 
increase around 4%

Technology hiring
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Remuneration trends
Technology salaries vary, with some 
businesses paying competitively 
to attract, recruit and retain the 
top talent the industry has on 
offer. Others remain more price 
conscious, often losing out on their 
top candidate choices to competing 
organisations that act more decisively. 

According to CIOs, 30% plan to 
increase salaries, with the average 
salary increase around 4%.

Many permanent employees 
are being lured by the potential 
reward that other companies and/
or consulting arrangements afford, 
and many businesses are providing 
additional remuneration and benefits 
to try to keep their best on board. 

Skills and attributes  
in demand 
• Virtualisation

• Business intelligence/reporting 
services

• Network administration/ 
engineering

• Database management

• Commercial acumen, business 
awareness and influencing skills

• Strong communication skills 
and ability to convey technical 
information to non-IT audiences  

Top 5 areas most 
challenging to find skilled  
IT professionals 

Software development

Security 

Networking

Applications development  

Data/database management

Source: Robert Half survey of 100 UK CIOs, multiple 
responses permitted

40%

32%

32%

24%

24%

Positions in demand

Business analysts 
(functional and technical)

IT security leads IT business 
partners

Heads of IT

Technology hiring
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Technology salaries

Job title 2014 UK 2015 UK % change

LEADERSHIP
Chief Information Officer (CIO) £120,500 - £230,000 £124,750 - £239,750 4.0%
Chief Technology Officer (CTO) £79,750 - £150,250 £82,250 - £156,500 3.8%
Chief Information Security Officer (CSO) £95,250 - £134,500 £97,500 - £145,250 5.7%
Chief Architect £116,250 - £143,500 £119,250 - £149,750 3.6%
IT Director £89,250 - £120,750 £91,500 - £125,750 3.5%
IT Manager/Head of IT £77,000 - £108,500 £79,750 - £112,000 3.4%

ARCHITECTURE AND DEVELOPMENT
Enterprise Architect £59,000 - £87,750 £60,750 - £91,250 3.6%
Technical Architect £89,750 - £96,750 £92,000 - £99,500 2.7%
Infrastructure Architect £55,750 - £69,000 £56,750 - £73,500 4.4%
Data Architect £57,750 - £70,500 £58,500 - £76,750 5.5%
Solution Architect £56,750 - £73,500 £57,250 - £78,500 4.2%
Development Manager £54,250 - £91,500 £53,000 - £99,250 4.5%
Lead Developer £48,500 - £75,500 £48,500 - £80,750 4.2%
Software Developer £31,500 - £66,500 £31,250 - £72,000 5.4%
Database/Business Intelligence Developer £40,000 - £63,500 £40,500 - £67,750 4.6%

BUSINESS ANALYSIS, PROJECT MANAGEMENT AND TESTING
Programme Manager £59,500 - £94,250 £60,500 - £97,500 2.8%
Project Manager £37,750 - £64,250 £38,500 - £65,750 2.2%
Project Management Office (PMO) Head £72,750 - £96,750 £75,750 - £97,500 2.2%
Project Management Office (PMO) Manager £30,000 - £42,000 £31,000 - £42,500 2.1%
Project Management Office (PMO) Analyst £16,750 - £36,750 £17,000 - £37,250 1.4%
Senior Business Analyst £43,500 - £52,500 £44,750 - £54,250 3.1%
Business Analyst £32,500 - £48,750 £33,750 - £50,500 3.7%
Test Programme Manager £65,000 - £68,000 £66,250 - £69,750 2.3%
QA/Testing Manager £48,750 - £69,250 £49,500 - £70,500 1.7%
QA/Testing Analyst £37,000 - £51,000 £37,750 - £51,750 1.7%

Technology hiring
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Job title 2014 UK 2015 UK % change

INFRASTRUCTURE AND ENGINEERING
Infrastructure Manager £53,750 - £76,000 £54,750 - £77,750 2.1%
Database Administrator £47,500 - £64,750 £48,500 - £65,750 1.8%
Data Analyst £31,250 - £41,750 £32,250 - £43,250 3.4%
Business Intelligence Analyst £45,250 - £56,500 £46,500 - £59,500 4.2%
Network Architect £45,250 - £68,500 £46,750 - £71,500 4.0%
Network Manager £36,500 - £53,500 £37,750 - £55,000 3.1%
Network Engineer £34,000 - £48,750 £35,250 - £50,250 3.3%
Network Administrator £30,750 - £42,500 £31,500 - £44,250 3.4%
Telecommunications Manager £49,250 - £69,500 £50,750 - £70,750 2.3%
Telecommunications Specialist £45,500 - £66,000 £46,500 - £67,500 2.2%
UNIX Manager £48,250 - £63,750 £48,750 - £65,000 1.6%
UNIX Administrator £31,750 - £53,750 £32,500 - £54,250 1.5%

IT SUPPORT AND OPERATIONS
Support Manager £38,000 - £48,500 £39,250 - £50,500 3.8%
Systems/Virtualization Engineer £36,500 - £48,500 £38,750 - £49,000 3.2%
Systems Administrator £37,000 - £42,750 £38,250 - £43,250 2.2%
Desktop, First/Second Line Support £21,500 - £27,250 £22,500 - £27,750 3.1%
Applications/Production Support Manager £74,750 - £87,750 £75,750 - £89,500 1.7%
Senior Applications/Production Support £43,000 - £59,500 £43,250 - £59,750 0.5%
Applications/Production Support Analyst £36,000 - £53,250 £37,250 - £54,000 2.2%

COMPLIANCE, AUDIT, RISK AND SECURITY
Information Security Manager £70,500 - £90,500 £72,500 - £95,750 4.5%
Information Security Officer £54,750 - £65,500 £57,750 - £67,250 4.0%
Security Network Engineer £30,250 - £47,750 £32,500 - £48,750 4.2%
Security Network Administrator £31,000 - £47,750 £32,500 - £48,750 3.2%
Security Systems Administrator £30,750 - £47,750 £32,500 - £48,750 3.5%
Senior IT Auditor £53,750 - £70,250 £54,250 - £73,750 3.2%
IT Auditor £45,000 - £62,000 £46,500 - £63,750 3.0%

DIGITAL, E-COMMERCE AND MOBILE
Mobile Applications Developer £33,500 - £62,500 £34,250 - £63,250 1.6%
Senior Web Developer £49,250 - £62,500 £50,000 - £63,750 1.8%
Web Developer £36,000 - £52,500 £36,750 - £53,250 1.7%
Web Administrator £22,000 - £35,250 £22,750 - £35,500 1.7%
Web Designer £38,500 - £52,500 £38,750 - £53,500 1.4%

Add 10–15% for roles within the financial services industry.

Technology hiring

Technology salaries
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Customising salaries for local markets
This section is supported by data from HM Revenue & Customs, the Office for 
National Statistics, our local offices and ongoing surveys of senior executives. 
National starting salaries can be localised to your market using the variance index 
numbers in the panel on the right. The average salary index for all 11 regions is 100. 

The index figures serve as a guide to determining average starting salaries. Factors 
such as company size, employee benefits, the candidate’s skills and current market 
conditions can affect actual starting salaries. For trends affecting your local area, 
please speak with your consultant.

Calculating the local salary
Example: Lead Developer in South West England

1. Find the position and national salary range for a Lead Developer on page 32. 
The salary range is £48,500 to £80,750.

2. Find your region’s index number below. The index number for South West 
England is 92.3%.

3. Multiply the low end of the national salary range by the index number as a 
percentage: £48,500 x 92.3% = £44,766.

4. Repeat using the high end of the salary range: £80,750 x 92.3% = £74,532.

5. The approximate starting salary range for a Lead Developer in South West 
England is £44,766 to £74,532.

 
Regional variances

UK ..............................100.0%

Scotland ........................98.4%

North East England ........90.0%

North West England .......92.9%

Yorkshire .......................91.9%

East Midlands ................91.8%

West Midlands ...............92.8%

East of England .............97.9%

London .......................129.0%

South East England ......106.0%

South West England .......92.3%

Wales ............................89.5%

Technology hiring
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The hiring climate
Demand for skilled administrative 
professionals continues to rise. 
Companies throughout the UK 
are recruiting candidates whose 
contributions can make an immediate 
impact in helping to support business 
growth. Yet good talent is proving  
hard to find.

As more job options become 
available for skilled candidates, 
companies may lose out on top 
applicants if they don’t move 
fast. Employers with clear hiring 
criteria and streamlined evaluation 
processes are at an advantage.

Key trends affecting 
administrative hiring
There is proving to be no typical 
administrative role. Companies 
are looking for unique skills and 
experience that match their own 
business goals and working 
environments. For the first time  
in many years, companies are  
looking for entry-level professionals 
with little or no experience, but who 
are driven and business oriented, 
allowing companies to train to their 
own specifications.

Administrative and office  
support hiring

Recruitment challenges 
facing HR directors 

Lack of niche technical experts

General demand outweighs supply 

Slowed hiring during recession  
resulting in skills shortage

Lack of commercial/business skills

Source: Robert Half survey of 200 UK HR directors

34%

33%

20%

14%

Companies 
throughout the 
UK are recruiting 
candidates whose 
contributions can 
make an immediate 
impact in helping 
to support 
business growth

of HR directors are challenged in  
hiring administrative professionals93%
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Permanent hiring is buoyant, with 
companies adding roles to support 
key business initiatives as well as 
replacing departing employees. 
Contract roles, including maternity 
leave cover, are becoming more 
prevalent, where companies see 
the value and necessity to cover 
employee leave instead of relying on 
permanent employees to plug gaps 
as they have done over the past 
several years. Businesses unsure of 
their long-term recruitment needs are 
bringing in temporary professionals 
to cover their immediate personnel 
needs. If these individuals are a 

London and South East

South West and Wales 

Midlands 

North

Scotland 

Source: Robert Half survey of 200 UK HR directors

93%

88%

93%

97%

93%

Percentage of HR directors  
challenged in finding  
skilled professionals

good fit for the job and corporate 
culture, they may be transitioned into 
permanent roles. 

Specialist administrative roles are 
gaining traction. Expansion in overall 
headcount levels is fuelling a need 
for more human resources support, 
and sales and marketing assistants 
are required to help with business 
growth initiatives. Candidates skilled 
in social media and communications 
and who have a commercial 
outlook and awareness are finding 
opportunities as companies expand 
their teams. 

Retention has become a key focus 
for employers that rely on the skills 
and experience of their tenured 
workforce to lead new initiatives, 
oversee expanding workloads and 
train new employees. Eight in 10 
(83%) HR directors are concerned 
about losing top performers to 
other job opportunities in the next 
year, and many are looking at their 
remuneration and benefits schemes 
with the aim of retaining their most 
valued employees. 

Regional hiring climate
Companies are increasing their 
administrative headcount throughout 
the regions, looking for professionals 
of all skills levels and backgrounds to 
help manage key growth initiatives. 
Demand by sector is consistent. 
Companies from all industries and 
with a focus on both domestic and 
international markets are bringing in 
additional headcount. 

83% of HR directors are concerned about retention

Administrative and office support hiring
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Positions in demand

Customer service 
professionals

Marketing, 
communications and  

digital assistants

Project 
administrators

Office managers 
and senior 

administrators

Personal and 
executive assistants

Skills and attributes  
in demand 
• MS Office, including advanced 

Outlook, Word and PowerPoint, 
intermediate Excel

• Mac OS for creative industries

• Social media savvy (Facebook, 
Twitter, LinkedIn, Google+)

• Project administrative skills

• Written, verbal and interpersonal 
communication skills

• Strong initiative and desire  
to learn

• CIPD qualifications  

Top 5 areas most 
challenging to find skilled 
administrative professionals  

HR assistance

Office management 

Logistics support

Project administrative support  

Executive/personal assistance

Source: Robert Half survey of 200 UK HR directors, 
multiple responses permitted

30%

27%

25%

22%

22%

Remuneration trends
Employers are pulling out all the 
stops to secure and retain the 
best professionals, and many are 
increasing salaries and benefits. 

According to HR directors, 44% plan 
to increase salaries across general 
office functions by an average of 5%. 

Businesses are trying to stand out by 
offering perks like flexible working, 
subsidised training and additional 
annual leave. Where bonuses 
were often limited for support staff, 
companies are now extending 
these for senior administrative 
professionals in an effort to retain 
their best people. 

Administrative and office support hiring
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Job title 2014 UK 2015 UK % change

SENIOR SUPPORT
Senior Executive Assistant £33,000 - £44,250 £33,000 - £47,250 3.9%
Executive Assistant £27,750 - £35,750 £28,500 - £37,750 4.3%
Personal Assistant £19,500 - £32,750 £21,000 - £32,750 2.9%
Office Manager £21,500 - £33,500 £21,700 - £34,750 2.6%

OFFICE SUPPORT
Senior Administrative Assistant £20,250 - £27,500 £20,500 - £28,750 3.1%
Administrative Assistant £16,000 - £21,750 £15,500 - £23,250 2.6%
Receptionist £15,000 - £21,500 £15,250 - £21,750 1.4%
Entry-level Administrative Assistant £13,750 - £17,000 £14,000 - £17,250 1.6%

SECRETARIAL
Secretary £17,500 - £25,500 £17,000 - £27,000 2.3%
Legal Secretary £19,500 - £29,500 £19,500 - £30,250 1.5%
Paralegal £18,250 - £28,250 £18,500 - £28,500 1.1%
Medical Secretary £17,750 - £23,500 £18,000 - £23,750 1.2%
Audio Typist £16,250 - £20,500 £16,500 - £20,750 1.4%

HUMAN RESOURCES
HR Officer £23,500 - £32,500 £22,750 - £34,750 2.7%
HR Administrator £17,750 - £25,250 £18,500 - £25,750 2.9%

MARKETING AND BUSINESS DEVELOPMENT
Marketing Assistant £17,500 - £25,500 £18,000 - £26,500 3.5%
Sales Assistant £16,500 - £23,750 £17,000 - £24,000 1.9%
Telemarketer/Telesales £16,000 - £21,500 £16,250 - £21,750 1.3%
Digital/Online Assistant £20,750 - £29,250 £22,000 - £29,750 3.5%

CUSTOMER SERVICES
Customer Services Supervisor £19,000 - £27,000 £19,500 - £27,250 1.6%
Customer Services Administrator £16,250 - £20,750 £16,500 - £21,000 1.4%
Customer Help Desk £17,500 - £20,250 £17,750 - £20,500 1.3%

Administrative and office support salaries (national averages)

Administrative and office support hiring
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Customising salaries for local markets
This section is supported by data from HM Revenue & Customs, the Office for 
National Statistics, our local offices and ongoing surveys of senior executives. 
National starting salaries can be localised to your market using the variance index 
numbers in the panel on the right. The average salary index for all 11 regions is 100. 

The index figures serve as a guide to determining average starting salaries. Factors 
such as company size, employee benefits, the candidate’s skills and current market 
conditions can affect actual starting salaries. For trends affecting your local area, 
please speak with your consultant.

Calculating the local salary
Example: Personal Assistant in Yorkshire

1. Find the position and national salary range for a Personal Assistant on page 
38. The salary range is £21,000 to £32,750.

2. Find your region’s index number on the right. The index number for Yorkshire  
is 91.9%.

3. Multiply the low end of the national salary range by the index number as a 
percentage: £21,000 x 91.9% = £19,299.

4. Repeat using the high end of the salary range: £32,750 x 91.9% = £30,097.

5. The approximate starting salary range for a Personal Assistant in Yorkshire is 
£19,299 to £30,097.

 
Regional variances

UK ..............................100.0%

Scotland ........................98.4%

North East England ........90.0%

North West England .......92.9%

Yorkshire .......................91.9%

East Midlands ................91.8%

West Midlands ...............92.8%

East of England .............97.9%

London .......................129.0%

South East England ......106.0%

South West England .......92.3%

Wales ............................89.5%

Administrative and office support hiring
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Pension contribution 

Flexible work hours or telecommuting 

Additional bonuses or pay 

Subsidised training/education 

Mobile/tablet/laptop 

Loyalty leave/sabbaticals 

Charity-giving programmes/volunteering 

64% 6%

8%42%

14%29%

12%31%

Mentoring programmes 
10%26%

Health care 
11%31%

Car allowance/company car
9%26%

12%31%

12%19%

9%17%

Rewards and benefits to attract and retain 

CURRENTLY OFFER

PLAN TO OFFER

A generational shift in the workplace 
coupled with advancements in 
technology and the ability to work 
remotely has affected the way 
employees wish to be remunerated. 
While base pay and bonus are still 
important, the desire for a better 
work–life balance and working that fits 
one’s personal preferences and needs 
is becoming increasingly important for 
employees in today’s market.

Part-time working, flexi-time and job 
sharing have become the norm for 
UK businesses. Gone are the days of 
the traditional 9-to-5 job for 40 years, 
so companies looking to attract and 
retain talent are looking for ways to 
make their employer brands appealing 
to potential recruits. Many businesses 
are also implementing salary sacrifice 
schemes, allowing employees to buy 
additional annual leave if desired.

Additional remuneration trends

Companies  
looking to attract 
and retain talent 
are looking for 
ways to make 
their employer 
brands appealing

Source: Robert Half survey of 200 UK HR directors
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Employers rarely enjoy receiving 
resignation letters. On learning a 
top performer plans to accept a 
job with another company, many 
managers reflexively begin preparing 
a counteroffer. But it’s important to 
think long and hard before trying to 
beat or match a competing firm’s 
remuneration package.

Here are five reasons to 
resist the temptation to 
counteroffer:

1. It’s not a long-term solution 
Providing a competitive salary, 
excellent benefits, frequent 
recognition and clear career 
paths are effective employee 
retention strategies. Offering a 
counteroffer, on the other hand, 
is often just a costly way to delay 
the inevitable. Many employees 
who accept counteroffers end up 
leaving their companies sooner 
than later anyway.

2. You set a bad precedent 
Think ahead. Can you afford 
to adjust the pay of every staff 
member who considers leaving? 
What happens when word 
spreads that you sweetened 
the pot for one employee? It’s 
likely other team members will 
expect similar treatment in the 
future. Knowing they, too, might 
receive a counteroffer might 
even prompt some employees 
to explore the job market as a 
renegotiation tool.

3. Morale can suffer  
Fair or not, extending a 
counteroffer can lead to claims of 
favouritism. In addition, tension 
and resentment could arise if 
team members become jealous 
of the employee whom you bent 
over backwards to keep. Your 
employees might also interpret 
your actions as a sign that it 
takes a resignation threat – not 
dedication and hard work – to get 
your attention and to, ultimately, 
get ahead.

4. It can be difficult to 
re-establish trust  
If an increase in salary persuades 
the employee to stay with your 
company, your first reaction might 
be one of relief. But once you 
move beyond the initial crisis, 
doubts about the employee’s 
loyalty will likely surface. In 
addition, your efforts might not 
be fully appreciated. As far as 
the employee is concerned, your 
show of generosity could be 
viewed as long overdue. 

5. The employee’s 
performance won’t likely 
improve  
Paying a person more won’t 
necessarily yield better work.  
If particular employees come  
to believe that they are now 
deemed ‘indispensable’, there’s 
little incentive to step up their 
game. In fact, performance  
could decline. 

MANAGERS’ TOOLBOX: 
counteroffers return

65% of CFOs say 
that counteroffers 
have increased

http://www.roberthalf.co.uk/retaining-star-employees
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The benefits of a flexible  
recruitment structure
Change – and lots of it – is the only constant today. As a result, the companies most 
poised for success are those that remain agile in responding to an ever-evolving business 
environment. This is especially true in the way they staff their operations. 

The perennial job of adjusting employee headcount to match business opportunities 
is best handled with a flexible recruitment plan. Creating a dynamic mix of permanent 
employees and highly skilled temporary professionals enables businesses of all sizes to 
nimbly staff up or down based on workload demands. 

While this recruitment approach has been popular for decades, more companies began 
embracing flexible recruitment structures during the Great Recession, and the lessons they 
learnt have been lasting ones. This cost-effective approach to managing headcount has 
become ‘the new normal’ – a permanent part of many companies’ human resources plans. 

The number of professionals at all levels choosing to work on a temporary or project 
basis is also rising. The result? Employers can use the wealth of experience and 
knowledge these skilled workers possess without taking on the fixed costs of a permanent 
hire for every personnel need.

Here are some additional benefits of a flexible 
recruitment structure:
• You can quickly and easily adjust recruitment levels, keeping overhead costs under 

control year-round

• You can ease the burden on core employees who are spread too thin 

• You can access a deep talent pool of professionals who have specialised skills that 
aren’t available in-house – when and for as long as you need them

• You can avoid the damaging cycle of overstaffing followed by redundancies. As a 
result, you can increase the job stability and morale of your permanent employees

• You can reduce recruiting time (and the associated costs) if you identify a longer  
term need
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About Robert Half 
Robert Half is the world’s leading specialised recruitment consultancy. Through our 
Robert Half Finance & Accounting, Robert Half Management Resources, Robert Half 
Financial Services, Robert Half Technology and OfficeTeam divisions, we place the 
market’s most highly skilled professionals on a temporary, permanent and senior-level 
project and interim basis. We also offer a full spectrum of consulting services through 
our Protiviti subsidiary, a global consulting firm that helps companies solve problems in 
finance, technology, operations, governance, risk and internal audit.

Key benefits we offer your business include: 
The right talent, right on time – our recruitment consultants excel at making the 
right match from our extensive network of top job candidates. We make sure that they’re 
ready from day one to help keep your business running at full speed.

Recruitment, from beginning to end – we handle all aspects of the hiring process 
for you: our recruitment consultants conduct face-to-face interviews, technical skills 
evaluations, select reference checks and soft skills assessments with our candidates. We 
evaluate their fit with your work environment to ensure we’re making the right placement 
the first time.

A personal touch – technology is no replacement for personal service. We use 
the latest technology tools and our professional networks to quickly find you the best 
candidates, but we also tailor our services to your needs. In other words, we don’t rely 
solely on e-solutions.

Options to fit your needs – whether you require a temporary professional during 
peak workloads, a permanent employee or a team of interim consultants to help with a 
special project, our recruitment consultants can provide you with a range of options based 
on your criteria.

Experience and reputation – we’ve been in the recruitment business for more than 
65 years. In that time, we’ve learnt how to read the job market in all economic climates, 
and we’ve developed a reputation for offering sound advice and top-notch candidates, 
no matter the current conditions.

http://www.roberthalf.co.uk/about-us


© 2014 Robert Half. An Equal Opportunity Employer. RH-0814-GBR-ENG

08705 329 635

roberthalf.co.uk

http://www.roberthalf.co.uk
http://www.roberthalf.co.uk
http://www.facebook.com/pages/Robert-Half-UK/124533900925676
http://www.linkedin.com/companies/robert-half-international
http://twitter.com/RobertHalfUK
https://plus.google.com/115691123131747412079/about
http://www.youtube.com/user/roberthalfuk

	Button 11: 
	Button 7: 
	Page 2: Off
	Page 31: Off
	Page 42: Off
	Page 53: Off
	Page 64: Off
	Page 75: Off
	Page 86: Off
	Page 97: Off
	Page 108: Off
	Page 119: Off
	Page 1210: Off
	Page 1311: Off
	Page 1412: Off
	Page 1513: Off
	Page 1614: Off
	Page 1715: Off
	Page 1816: Off
	Page 1917: Off
	Page 2018: Off
	Page 2119: Off
	Page 2220: Off
	Page 2321: Off
	Page 2422: Off
	Page 2523: Off
	Page 2624: Off
	Page 2725: Off
	Page 2826: Off
	Page 2927: Off
	Page 3028: Off
	Page 3129: Off
	Page 3230: Off
	Page 3331: Off
	Page 3432: Off
	Page 3533: Off
	Page 3634: Off
	Page 3735: Off
	Page 3836: Off
	Page 3937: Off
	Page 4038: Off
	Page 4139: Off
	Page 4240: Off
	Page 4341: Off
	Page 4442: Off
	Page 4543: Off

	Button 8: 
	Page 2: Off
	Page 31: Off
	Page 42: Off
	Page 53: Off
	Page 64: Off
	Page 75: Off
	Page 86: Off
	Page 97: Off
	Page 108: Off
	Page 119: Off
	Page 1210: Off
	Page 1311: Off
	Page 1412: Off
	Page 1513: Off
	Page 1614: Off
	Page 1715: Off
	Page 1816: Off
	Page 1917: Off
	Page 2018: Off
	Page 2119: Off
	Page 2220: Off
	Page 2321: Off
	Page 2422: Off
	Page 2523: Off
	Page 2624: Off
	Page 2725: Off
	Page 2826: Off
	Page 2927: Off
	Page 3028: Off
	Page 3129: Off
	Page 3230: Off
	Page 3331: Off
	Page 3432: Off
	Page 3533: Off
	Page 3634: Off
	Page 3735: Off
	Page 3836: Off
	Page 3937: Off
	Page 4038: Off
	Page 4139: Off
	Page 4240: Off
	Page 4341: Off
	Page 4442: Off
	Page 4543: Off

	Button 9: 
	Button 10: 


