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Accounting & Finance, Banking  Permanent Market , London
TIER 1 BULGE BRACKET | PERMANENT  LONDON

Basic Salary (£ Per Annum)

Role PartQualified NewlyQualified AVP/24 Years VP/59 Years Director/10+ Years

Business Management / COO * * 60,00075,000 75,000110,000 110,000175,000

Regulatory Policy * * 70,00075,000 75,000110,000 110,000175,000

Valuation Control 40,00045,000 50,00055,000 60,00075,000 75,000110,000 110,000175,000

Product Control 35,00045,000 50,00055,000 60,00075,000 75,000110,000 110,000175,000

Financial Reporting 35,00045,000 50,00055,000 60,00075,000 75,000110,000 110,000175,000

Management Reporting 35,00045,000 45,00055,000 60,00075,000 75,000110,000 110,000175,000

Treasury Finance 35,00045,000 45,00060,000 60,00075,000 75,000110,000 110,000175,000

Regulatory Reporting 30,00045,000 50,00058,000 60,00075,000 75,000110,000 110,000175,000

*Typically, these roles do not exist at this level

https://www.morganmckinley.co.uk/


 

SMES, BOUTIQUES & BROKERAGE | PERMANENT  LONDON

Basic Salary (£ Per Annum)

Role PartQualified NewlyQualified AVP/24 Years VP/59 Years Director/10+ Years

Chief Financial Officer * * * * 125,000250,000

Finance Director * * * 90,000150,000 125,000175,000

Financial Controller * * * 75,000100,000 100,000130,000

Business Management / COO * * * 75,000100,000 100,000175,000

Management Reporting 35,00045,000 50,00060,000 60,00075,000 75,000100,000 100,000175,000

Financial Reporting 35,00045,000 50,00060,000 60,00075,000 75,000100,000 100,000175,000

Regulatory Reporting 35,00045,000 45,00060,000 60,00075,000 75,000100,000 100,000175,000

Treasury Finance 30,00045,000 45,00050,000 55,00070,000 75,000100,000 100,000175,000

Product Control 35,00045,000 45,00055,000 60,00075,000 75,000100,000 100,000175,000

Valuation Control 35,00045,000 45,00060,000 60,00075,000 75,000100,000 100,000175,000

*Typically, these roles do not exist at this level

COMMODITY TRADING | PERMANENT  LONDON

Basic Salaries (£ Per Annum)

Role PartQualified NewlyQualified AVP/24 Years VP/59 Years Director/10+ Years

Chief Financial Officer * * * * 100,000250,000

Finance Director * * * 90,000150,000 150,000200,000

Financial Controller * * * 75,000110,000 110,000150,000

Business Management / COO * * * 75,000100,000 100,000125,000

Management Reporting 35,00045,000 45,00055,000 60,00075,000 75,000100,000 100,000125,000

Financial Reporting 35,00045,000 45,00055,000 60,00075,000 75,000100,000 100,000125,000

Regulatory Reporting 35,00045,000 45,00055,000 60,00075,000 75,000100,000 100,000125,000

Treasury Finance 35,00045,000 45,00055,000 60,00075,000 75,000100,000 100,000125,000

Product Control 35,00045,000 45,00055,000 60,00075,000 75,000100,000 100,000125,000

*Typically, these roles do not exist at this level

https://www.morganmckinley.co.uk/


 

INSURANCE | PERMANENT  LONDON

Basic Salary (£ Per Annum)

Role PartQualified NewlyQualified AVP/24 Years VP/59 Years Director/10+ Years

Chief Financial Officer * * * * 100,000250,000

Finance Director * * * 90,000150,000 150,000200,000

Financial Controller * * * 75,000110,000 110,000150,000

Business Management / COO * * * 75,000100,000 100,000125,000

Management Reporting 35,00045,000 45,00052,000 60,00075,000 75,000100,000 100,000125,000

Financial Reporting 35,00045,000 45,00052,000 60,00075,000 75,000100,000 100,000125,000

Treasury Finance 35,00045,000 45,00052,000 60,00075,000 75,000100,000 100,000125,000

Syndicate Accounting 35,00045,000 50,00055,000 60,00075,000 75,000100,000 100,000125,000

*Typically, these roles do not exist at this level

COMMENTARY ON ACCOUNTING & FINANCE  PERMANENT BANKING ROLES

OVERVIEW

There was a noticeable rise in the number of regulatory and policy focused roles during the course of 2016, and we expect this to continue throughout this year. This has been coupled
with a strong demand for commercially astute candidates taking up positions within smaller banks and financial services institutions. Interestingly, these opportunities are not only limited
to those with financial services experience, rather the focus has been on attitude and mindset of this individual, and willingness to adapt to new industries.

POSITIVE & NEGATIVE NEWS

There was strong demand across the board throughout the year for newlyqualified accountants, and specifically auditors making their first move into industry. Hiring these individuals
allow firms the utmost flexibility in training their staff, whilst still bringing on individuals with the right fundamental skillset. Typically, it is up to these individuals to show their willingness
to adapt and get involved with multiple areas of the finance function to secure the most lucrative roles.

We also saw an increase in the number of senior positions (CFO, FD, FC) available in H2 of 2016, although with market conditions being tough, and firms increasingly risk averse,
individuals securing these roles have had to show awareness of the risk and regulation specific to the firm, and how they plan to adopt these mechanisms into their role. We expect this to
continue throughout 2017, and whilst this trend has been set by larger institutions, we anticipate this percolating down the small and midtier firms in 2017.

QUALITIES & SKILLS IN DEMAND

It is imperative that ambitious accountants, who will be future candidates for senior positions, continue to gain exposure to a multitude of different disciplines within a finance function.
Having some form of regulatory experience is becoming a fundamental skill to possess, and it is important that candidates are up to date with the latest regulatory requirements that
constrain prospective organisations. Furthermore, an indepth understanding of the product offering, the ability to think strategically on how this can be improved and refined will also
aide interviewees in convincing potential employers on their credibility to undertake senior roles,  where the ability to work autonomously is not only offered, but fully expected.

OUTSIDE OF WORK

It is important for accountants within banking and financial services to have a wellrespected qualification behind them, and would strongly recommend that to achieve the highest
salaries available in the sector, candidates should have achieved or be working towards an ACA, ACCA or CIMA qualification, ideally obtaining firsttime passes. It is also important for
individuals to be continuously updating themselves on the latest Accounting and Regulatory policies within the industry, and developing their network by speaking to experts in their
respective disciplines to continue to develop their knowledgebase. 

NOTABLE TRENDS

Across major financial markets, 2016 was a year driven by numerous major shock factors (e.g. the EU Referendum, Trump, the Chinese Slowdown) but low daytoday volatility. This
carried across into the recruitment market, and led to 2016 being a year that broke numerous hiring trends. Whilst Brexit was the key shock factor that affected hiring dramatically in the
UK market, it created a shortterm bubble through the summer months that were the most fruitful in terms of new hires. This owed itself to delayed hiring from Q1 that was deferred
until the referendum result was known. However, continued uncertainty has created a riskaverse culture amongst all firms that, whilst not necessarily reducing the number of new hires,
has created a tougher job market where the onus is firmly on the candidate that they can add value to the role, whilst limiting the risk exposure to their new employer.

https://www.morganmckinley.co.uk/


 

Accounting & Finance, Banking   Temporary Market, London
SMES, BOUTIQUES & BROKERAGE | TEMPORARY  LONDON

Rate (£ Per Day)

Role PartQualified NewlyQualified AVP/24 Years VP/59 Years Director/10+ Years

Chief Financial Officer * * * * 1,3002,000

Finance Director * * * 600900 9001,500

Financial Controller * * * 500800 8001,200

Business Management / COO * * * 450750 7501,000

Management Reporting 175250 300350 350450 450750 7501,000

Financial Reporting 175250 300350 350450 450750 7501,000

Regulatory Reporting 175250 300350 350450 450750 7501,000

Treasury Finance 175250 300350 350450 450750 7501,000

Product Control 175250 300350 350450 450750 7501,000

Valuation Control 175250 300350 350450 450750 7501,000

*Typically, these roles do not exist at this level

COMMENTARY ON ACCOUNTING & FINANCE  TEMPORARY BANKING ROLES

OVERVIEW

2016 was an interesting year, displaying growth versus 2015, which, whilst modest was welcome albeit unexpected given the political events that we faced. Despite there being fewer
vacancies across the board the quality of roles was higher, with more specialist and niche roles that direct hirers had less capacity to source for, resulting in more success.

A number of the larger banks kept low volumes of hiring, due to criticalhireonly policies, but the small to mid tier institutions have maintained a steady flow. 

POSITIVE & NEGATIVE NEWS

Towards the back end of 2016 we saw a large increase in transactional roles within the investment and retail banks, such as accounts payable and credit controller. This was due to larger
volumes of invoices being processed by the banks, and in some cases, a desire to bring the function back into London.

We also observed a consistent demand for finance business partners throughout the year, particularly post EU referendum vote, as firms looked to focus on strategy around moving
forward, and we anticipate that this will remain the same as we move through 2017.

Financial accountants are always in high demand, due to month end, year end etc. We typically see the newly qualified accountants moving into these roles to start their careers, within
banks, asset management, and so on. Product control has remained quiet largely due to most of these functions moving offshore. There was still a little hiring in the change aspect of this
to facilitate with the process, but overall the BAU roles in this space on the contract side have been quiet. 

Regulation will always drive demand within the financial services world, but specifically looking at the finance & accounting space, we have seen an increase in the need for accountants
who can assist with IFRS changes and implementation, namely IFRS9. 

QUALITIES & SKILLS IN DEMAND

Within contracting there are opportunities right across the board from junior entry roles through to senior interim opportunities for ‘Heads of. To progress you need to become either;

a technical expert where your subject matter expertise will enable to you specialise in fields such as accounting policy  £650+ per day
or regulatory policy  £650+ per day. Whist there are not huge volumes of these roles if you ensure you know the policies intimately
you will put yourself in a strong position when opportunities arise, or

a strong manager with a track record of hiring, training & developing and retaining talent and a proven track record in creating
infrastructure below you. When hiring for these type of roles organisations are still looking for the technical expertise but often
combined with the ability to influence people and change. 

As such you need to be clear on the path you would like to pursue and then you can plan they type of skills and competencies you need to develop. 

OUTSIDE OF WORK

In today’s market organisations are looking to hire contractors who can add value from day one. As such the majority of opportunities are ‘like for like’, offering contractors little in the
way of formal training (other than new systems, processes or methodologies) and opportunities to progress. Rates have remained relatively static due to simple ‘supply and demand’ as
there have been more contractors available than there have been opportunities so organisations have been in a position of strength.

https://www.morganmckinley.co.uk/


That said, once organisations secure competent contractors there is a preference to retain that talent than go through, what can become, a lengthy hiring process. As such, once you have
proven yourself, have added tangible value or taken on more responsibility there is an opportunity to discuss a rate review at your contract renewal date.

For organisations that wish to retain contractor talent it is all about offering the contractor opportunities to gain new technical skills, offer new challenges perhaps in projects or areas of
responsibility and ensure you are open to offering incentives at the outset for successful completion of deliverables. 

NOTABLE TRENDS

Diversity remains a hot topic for many organisations and there is much discussion about promoting for female talent, especially within the world of finance and accountancy and also
STEM, to the Csuite . However within the contracting market it is rarely a point of focus or concern as organisations continue to hire the best technical talent as quickly as possible,
irrespective of background. 

There is still a strong appetite to hire Tier 5 contractors into finance positions as there remains a steady source of well trained and often highly motivated talent with little desire to leave
for permanent opportunities. Provided the current visa regulations remain we expect this to continue.

https://www.morganmckinley.co.uk/
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Accounting & Finance, Commerce and Industry Permanent Market, London
TRANSACTIONAL FINANCE | PERMANENT  LONDON

Basic Salary (£ Per Annum)

Role 02 Years 34 Years 5+ Years

Ledger Manager * * 35,000+

Credit Control 20,00025,000 22,00030,000 28,000+

Accounts Payable 18,00025,000 22,00030,000 28,000+

Accounts Receivable 18,00025,000 22,00030,000 28,000+

Accounts Assistant 18,00025,000 22,00030,000 28,000+

*Typically, these roles do not exist at this level

https://www.morganmckinley.co.uk/


SME | PERMANENT  LONDON

Basic Salary (£ Per Annum)

Role PartQualified NewlyQualified 24 Years 57 Years 8+ Years

Chief Financial Officer * * * * 100,000+

Finance Director * * * * 80,000+

Financial Controller * 45,00050,000 55,00070,000 55,00070,000 70,000+

Finance Manager * 45,00050,000 50,00060,000 50,00065,000 60,000+

FP&A/FP & A Manager 22,00038,000 45,00050,000 55,00065,000 65,00075,000 70,000+

Management Accountant 22,00038,000 45,00050,000 50,00060,000 55,00065,000 60,000+

Financial Accountant 22,00038,000 45,00050,000 50,00060,000 55,00065,000 60,000+

*Typically, these roles do not exist at this level

LARGE CORPORATE | PERMANENT  LONDON

Basic Salary (£ Per Annum)

Role PartQualified NewlyQualified 24 Years 57 Years 8+ Years

Chief Financial Officer * * * * 120,000+

Finance Director * * * * 90,000+

Financial Controller * * * 65,00085,000 85,000+

Finance Manager * 45,00055,000 55,00065,000 60,00075,000 75,000+

FP&A/FP & A Manager 25,00040,000 45,00055,000 60,00075,000 65,00085,000 85,000+

Management Accountant 25,00040,000 45,00055,000 55,00065,000 65,00085,000 85,000+

Financial Accountant 25,00040,000 45,00055,000 55,00065,000 65,00085,000 85,000+

*Typically, these roles do not exist at this level

LONDON PERMANENT COMMENTARY

OVERVIEW

Instability in the global markets earlier in the year pre the EU referendum caused a reduction in the number of permanent hires coming to the market, and whilst after the referendum there was
something of a recovery, anxiety around the US political position instigated another slump from which the market is still to recover. Predicting the future has become increasingly more challenging
and is likely to remain this way well into this year.

POSITIVE & NEGATIVE NEWS

There were few areas of high demand in 2016, an exception being reporting or advisory focused profiles with respect to the new revenue recognition, IFRS15 reporting standards that are being
brought into place. 
  
Commercial finance roles that have previously been deemed a luxury  have depleted in the market and been replaced by finance business partnering roles, simply a modernisation, and the
requirement for the traditional commercial role to become more business facing creating a perception of increased “added value”.

Linking back to the increasing demand on business requirements to comply to changing regulations, candidates with a confidence, depth in experience and all round technical understanding of IFRS
are becoming increasingly popular. Job seekers with IFRS15 IFRS16 experience can potentially gain a premium over their peers.

QUALITIES & SKILLS IN DEMAND

At the most senior level in finance those looking to excel or make a move into a leadership role within a larger scale premier employer are being asked to demonstrate more and more commercial
and operational understanding of the businesses they work within. Examples of this are being seen by some candidates taking sideways steps into other areas of the business (away from a finance
role) in order to come back to finance in a more senior capacity. For ecample, leaning on the retail sector in particular, a role within supply chain, logistics etc before stepping into the FD role.

OUTSIDE OF WORK

Away from on the job experience, qualifications and education are king. In the ever changing world of reporting regulations, tax efficiencies and overall standards around accounting policy and value,
the best way to retain and engage is to provide the employee with the opportunity to maintain or exceed their current knowledge state with additional training, external courses etc.

However, to what extent such opportunities are taken up remains, related to what genuine opportunity is given to participate without negative consequences  is key, for example giving time to
attend such courses within the working day, and some flexibility around delivering normal workload.

NOTABLE TRENDS

https://www.morganmckinley.co.uk/


Specialism pays: we are seeing premium salaries of 2535% over the norm being paid for candidates with niche skillsets.

The candidate remains king: despite indifferent market conditions, jobseekers remain confident in negotiating decent pay raises when moving to
a new post. 

 

Accounting & Finance, Commerce and Industry Temporary Market, London
TRANSACTIONAL FINANCE | TEMPORARY  LONDON

Rate (£ Per Hour)

Role 02 Years 34 Years 5+ Years

Ledger Manager * 1520 20+

Credit Control 1214 1417 17+

Accounts Payable 1012 1215 15+

Accounts Receivable 1012 1215 15+

Accounts Assistant 1012 1215 15+

*Typically, these roles do not exist at this level

SME | CONTRACT  LONDON

Rate (£ Per Day)

Role PartQualified NewlyQualified 24 Years 57 Years 8+ Years

Chief Financial Officer * * * * 550+

Interim Management * * * 450600 600+

Finance Director * * * 450550 500+

Financial Controller * * 250350 300450 400+

Finance Manager N/A 200275 250325 300400 350+

FP&A/FP & A Manager 150200 200250 250325 300400 350+

Management Accountant 150200 200250 250300 300350 350+

Financial Accountant 150200 200250 250300 300350 350+

*Typically, these roles do not exist at this level

https://www.morganmckinley.co.uk/


LARGE CORPORATE | CONTRACT  LONDON

Rate (£ Per Day)

Role PartQualified NewlyQualified 24 Years 57 Years 8+ Years

Chief Financial Officer * * * * 600+

Interim Management * * * 500650 650+

Finance Director * * * 450550 550+

Financial Controller * * 300350 350450 450+

Finance Manager * 275300 275325 325450 375+

FP&A/FP & A Manager 150225 225275 275325 325450 375+

Management Accountant 150225 225275 275325 325375 375+

Financial Accountant 150225 225275 275325 325375 375+

*Typically, these roles do not exist at this level

LONDON TEMPORARY COMMENTARY

OVERVIEW

Due to a number of economic and political factors, pay scales for short term contractors didn't increased dramatically over the course of 2016. Most notably, the UK’s decision to exit from Europe
and the surprise outcome of US presidential elections have contributed to uncertainty which has impacted recruitment budgets. That being said, whilst rates have largely remained flat, job flow has
increased for temporary and interim hires as employers are reluctant to hire staff on a permanent basis in the current climate.

POSITIVE & NEGATIVE NEWS

Our senior appointments division saw an increase in the number of available roles throughout the last half of last year, observing a quarter on quarter growth in roles north of £500 per day. We are
cautiously optimistic that this trend will continue as there are no signs of a slowdown in recruitment at this level throughout 2017.

Our interim and qualified contract divisions received a broad selection of roles, with analytical and commercial finance support roles dominating their mandate in 2016. In line with the imminent
changes to a number of financial reporting standards, recruitment of financial control roles was strong throughout the year, as businesses sought to implement new accounting standards and firm up
their internal controls.

From a part qualified and transactional accounting perspective, accounts payable roles continue to be the most popular for this cohort, with credit control jobs coming in a close second.

QUALITIES & SKILLS IN DEMAND

Employers consistently rank strong experience and diverse professional backgrounds as the most sought after attributes for temporary senior hires. As the contractors hired to these roles are often
expected to start immediately, without notice and limited handovers, industry experience often ranks as the most essential criteria, ahead of technical knowledge.

We have also noticed that employers are requesting a broader range of skills from their temporary hires, meaning that contractors with a diversified skillset are increasingly requested ahead of
specialists for many roles.

OUTSIDE OF WORK

Higher rates of pay are directly linked to the contractor's level of qualification and experience, and the complexity of the role will also be reflected in the rate. Candidates with accountancy
qualifications will typically secure higher rates than those without. Additional qualifications such as PRINCE II will only impact the rate if they are explicitly requested by the employer for the role. 

With the new IFRS 15 standards coming into effect next year, we envisage that technical accounting implementation roles will be amongst the most popular in 2017.

NOTABLE TRENDS

On the whole, the finance world has a fairly balanced candidate landscape, with an equal mix of female and male job seekers. Although as is the case in many other industries, the more senior roles
tend to skew in the favour of male candidates. Improving diversity is a significant focus area for many of the large corporate employers that we work with and forms a crucial part of the service level
agreements that we have in place with these organisations. We haven’t seen the same emphasis on diversity from SMEs, but we are expecting a renewed focus in this area from the business
community as a whole over the course of 2017.

In line with previous years, we expect to see a large proportion of candidates currently based in Australia and New Zealand coming to the UK over 2017. The most popular time of year for returning
candidates is post Christmas and the summer months, tailing off towards the end of the year. We also noticed a sharp increase in candidates relocating from the US and Canada. Economic
uncertainty in North America coupled with an increasingly mobile workflow has contributed to this increase.

We don’t tend to see international based temporary contract roles advertised in the UK, as employers tend to focus recruitment activity for these within the local market, a trend that we anticipate
will continue into the foreseeable future.

 

https://www.morganmckinley.co.uk/


Accounting & Finance, Commerce and Industry Market, Home Counties
SME | PERMANENT  HOME COUNTIES

Basic Salary (£ Per Annum)

Role PartQualified NewlyQualified 24 Years 57 Years 8+ Years

Financial Controller * 45,00050,000 45,00070,000 50,000100,000 65,000110,000

Group Accountant 28,00038,000 42,00048,000 45,00055,000 45,00060,000 45,00065,000

Sales and Marketing Finance 28,00038,000 42,00048,000 45,00055,000 45,00055,000 45,00060,000

Business/Finance Analyst 28,00038,000 42,00048,000 45,00055,000 45,00055,000 45,00055,000

FP&A 28,00038,000 42,00048,000 45,00055,000 45,00055,000 45,00055,000

Management Accountant 28,00038,000 42,00048,000 45,00055,000 45,00055,000 45,00055,000

Financial Accountant 28,00038,000 42,00048,000 45,00055,000 45,00055,000 45,00055,000

*Typically, these roles do not exist at this level

LARGE CORPORATE | PERMANENT  HOME COUNTIES

Basic Salary (£ Per Annum)

Role PartQualified NewlyQualified 24 Years 57 Years 8+ Years

M&A 32,00038,000 48,00055,000 55,00085,000 60,000100,000 90,000140,000

Financial Controller * * 60,00070,000 60,000100,000 85,000120,000

Group Accountant 28,00038,000 42,00048,000 53,00065,000 60,00070,000 70,00090,000

Sales and Marketing Finance 28,00038,000 42,00052,000 50,00070,000 55,00080,000 70,00090,000

FP&A 28,00038,000 42,00048,000 45,00065,000 50,00070,000 50,00080,000

Financial Accountant 28,00038,000 42,00048,000 53,00065,000 60,00070,000 60,00070,000

Business/Finance Analyst 28,00038,000 42,00048,000 47,00055,000 50,00055,000 50,00055,000

Management Accountant 28,00038,000 42,00048,000 47,00055,000 50,00055,000 50,00055,000

*Typically, these roles do not exist at this level

TEMPORARY  HOME COUNTIES

Rate (£ Per Day)

Role PartQualified NewlyQualified 24 Years 57 Years 8+ Years

Financial Director * * * 650950 900+

M&A * 300350 350400 400700 700+

Financial Controller * * 350500 400800 650+

Sales and Marketing Finance 250275 300350 375425 500+ 500+

FP&A 250275 300350 375425 500+ 500+

Business/Finance Analyst 250275 300350 375425 350500 500+

Management Accountant 250275 300350 300400 350+ 350+

Financial Accountant * 300350 300400 350+ 350+

*Typically, these roles do not exist at this level

https://www.morganmckinley.co.uk/


*Typically, these roles do not exist at this level

HOME COUNTIES COMMENTARY

OVERVIEW

Within the Home Counties, recruitment was buoyant for much of 2016.    Despite concerns over Brexit, most sectors continued to grow throughout the year. The recent   trend of moving roles
offshore also slowed down during the year, with fewer roles offshored compared to 2015, resulting in more vacancies here in the UK. The FMCG market has moved from strength to strength and has
continued to be the strongest recruiting sector for the 4th year running.   

POSITIVE & NEGATIVE NEWS

Demand for newly qualified ACA candidates is at an eight year high. The number of vacancies for candidates coming out of practice hasn’t been this high since the financial crash. In particular,
candidates with big 4 experience are sought after by the majority of FTSE 100 employers, for roles as diverse as financial reporting, business analysis and project accounting. 

At the other end of the scale, there has been a fall in demand for mid level finance candidates with a largely commercial background. This is especially true at the £80,000 to £100,000 level, where
there is an imbalance between the high supply of talent and low availability of job opportunities.

QUALITIES & SKILLS IN DEMAND

For those aspiring to move into CFO or finance director roles, the key experience being demanded is relevant sector experience, as organisations seek to appoint seasoned specialists to their senior
leadership vacancies. We advise that candidates gain experience in at least two sectors to keep their options open and to gain a breadth of experience.  

Given the volatility of the economy over the last decade, clients are looking for individuals who can lead a business through any unforeseen challenges. Ensuring you gain experience in all aspects of
finance; technical, commercial, FP&A, reporting, systems, transformation, operations, M&A, bids, procurement and refinancing create a well rounded CV with an understanding of all aspects of the
business.

OUTSIDE OF WORK

If you are looking for a salary increase, it is important to discuss this with your employer. Employers should ensure that they have set clear objectives and targets that can lead to pay rises, this is
particularly important with more millennials moving into the workforce.

The candidates that received the biggest salary increases in 2016 were those with strong academic backgrounds and a track record of internal promotions. Often, these candidates were passively
looking for a new role, meaning that they were in a position to wait for the right role and more likely to negotiate a better deal. 

For genuine talent, hiring managers are prepared to offer competitive incentives to sway passive candidates to jump ship, offering higher rates and bonuses. Comparatively, candidates actively
seeking a new role found it far more difficult to negotiate significant increases.

NOTABLE TRENDS

We have been surprised with how buoyant the market for permanent roles has been, especially when considering the subdued nature of  temporary roles on offer. Traditional trends would point to a
higher volume of interim vacancies in such economically uncertain times, but this hasn’t been the case outside of London. We believe this is due to many businesses rebalancing the workforce  after
becoming overly dependent on interim staff in recent years as well as Brexit making employers more cost conscious. 

There has also been a significant trend in business looking to create more gender balance at the most senior level; with employers proactively seeking women in senior positions to join team or even
requesting balanced shortlists. However, this has proved challenge and highlighted the lack of gender diversity and in some cases diversity in general at the most senior level.

https://www.morganmckinley.co.uk/


Accounting & Finance, Commerce and Industry Market, South West
PERMANENT  SOUTH WEST

Basic Salary (£ Per Annum)

Role PartQualified NewlyQualified 24 Years 57 Years 8+ Years

Finance Director * * * 60,00080,000 80,000+

Financial Controller * * 40,00060,000 50,00070,000 65,000+

FP&A * 36,00048,000 38,00055,000 52,00070,000 60,000+

Business/Finance Analyst 25,00033,000 36,00048,000 38,00055,000 52,00070,000 60,000+

Internal Auditor 25,00030,000 42,00055,000 50,00065,000 55,00070,000 65,000+

Management Accountant 28,00035,000 36,00048,000 45,00060,000 52,00070,000 60,000+

Financial Accountant 28,00035,000 36,00048,000 45,00060,000 52,00070,000 60,000+

*Typically, these roles do not exist at this level

TEMPORARY  SOUTH WEST

Rate (£ Per Day)

Role PartQualified NewlyQualified 24 Years 57 Years 8+ Years

Finance Director * * * 450+ 550+

Financial Controller * * 350+ 400+ 450+

FP&A 160+ 200+ 250+ 350+ 400+

Business/Finance Analyst 150200 180+ 250+ 350+ 400+

Internal Auditor 120+ 180+ 225+ 350+ 400+

Management Accountant 150200 180+ 250+ 350+ 400+

Financial Accountant 150200 180+ 250+ 350+ 400+

*Typically, these roles do not exist at this level

SOUTH WEST COMMENTARY

OVERVIEW

The financial services market has been relatively stagnant, with cost cutting measures and post EU referendum uncertainty over free market rules impacting heavily on permanent hiring.  This has
also affected the interim market where we saw a significant slowdown in hiring across H2.

In contrast the C&I market showed a marked improvement from H1 to H2.  The exact cause for this is unknown although we have certainly seen an increase in business as usual hiring.   A significant
part of this improvement has come in the SME sector.  Within the blue chip space, hiring activity has been most positive within the telecoms and utilities sectors.

 

POSITIVE & NEGATIVE NEWS

As was the case in 2015, demand for commercial finance candidates continued throughout 2016.  

There has also been a marked increase in the demand for first movers from practice. There appears to be a relative shortage of candidates within this space, possibly a reflection of reduced intake
over the past 5 or so years.  As a result of this, professional services firms are doing more to try and retain their newly and recently qualified talent. The net result is that those candidates who have
recently qualified have numerous options.

Within Financial Services, candidates with an insurance and investments background remain in demand although this has declined noticeably vs 2015 where hiring levels were particularly strong.

QUALITIES & SKILLS IN DEMAND

In terms of skills, the market remains strong for candidates who can demonstrate real commercial acumen as well as data mining and analysis skills.  As technology improves and processes become
more automated demand will increase for those candidates who are able to extract meaningful information and then articulate the story behind the figures.  

OUTSIDE OF WORK

With the war on talent becoming ever more challenging organisations should focus on attrition rates and start / continue to invest in employee engagement and for smaller companies, be very clear
on their proposition. Candidates are increasingly looking beyond the traditional salary and remuneration package, with more weight placed on things like flexible working hours and office culture.

For candidates, it is imperative that they invest time in improving their system skills as well as developing their softer skill set (e.g. stakeholder management, and presentation skills).

NOTABLE TRENDS

https://www.morganmckinley.co.uk/


2017 Accounting & Finance  Investment Management Salary Survey Guide
2017 Salary guide for the Investment Management division of Accountancy and Finance, covering London, South West
England and the Home Counties.
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INVESTMENT MANAGEMENT | PERMANENT LONDON

Basic Salary (£ Per Annum)

Role PartQualified NewlyQualified 24 Years 59 Years 10+ Years

Chief Financial Officer * * * 100,000120,000 120,000150,000

Finance Director * * * 90,000110,000 110,000130,000

Financial Controller * * 65,00080,000 80,000100,000 80,000110,000

Finance Business Partner * 50,00060,000 65,00080,000 80,000100,000 80,000100,000

Finance Manager * 50,00060,000 65,00080,000 60,00080,000 60,00080,000

Financial Accountant 35,00045,000 50,00060,000 65,00080,000 60,00080,000 60,00080,000

Management Accountant 35,00045,000 50,00060,000 65,00080,000 60,00080,000 60,00080,000

Fund Accountant 35,00045,000 50,00060,000 65,00080,000 60,00080,000 60,00080,000

Regulatory Accountant 35,00045,000 50,00060,000 65,00080,000 60,00080,000 60,00080,000

*Typically, these roles do not exist at this level

https://www.morganmckinley.co.uk/


INVESTMENT MANAGEMENT | TEMPORARY LONDON

Rate (£ Per Day)

Role PartQualified NewlyQualified 24 Years 59 Years 10+ Years

Chief Financial Officer * * * * 1,0001,200

Finance Director * * * 500600 6001,000

Financial Controller * * 400450 450500 500550

Finance Business Partner * * 400450 450500 500550

Finance Manager * 250300 350400 400450 450500

Financial Accountant 150250 250300 350400 400425 425450

Management Accountant 150250 250300 350400 400425 425450

Fund Accountant 150250 250300 350400 400425 425450

Regulatory Accountant 200300 300350 350450 450550 450550

*Typically, these roles do not exist at this level

FRONT OFFICE | PERMANENT LONDON

Basic Salary (£ Per Annum)

Role 24 Years 59 Years 10+ Years

CIO * * 150,000250,000

Head of ESG * * 100,000150,000

Investment Director * 75,00095,000 95,000130,000

Fund Manager * 70,00090,000 90,000150,000

Investment Manager 55,00065,000 65,00095,000 95,000130,000

Investment Analyst 55,00065,000 65,00095,001 95,000130,000

Equity Research Analyst 45,00060,000 55,00080,000 80,000120,000

ESG Investment Manager/ Analyst 35,00055,000 55,00075,000 75,000100,000

*Typically, these roles do not exist at this level

COMMENTARY ON ACCOUNTING & FINANCE  INVESTMENT MANAGEMENT ROLES AND REMUNERATION IN UK FOR 2017

OVERVIEW

Finance recruitment within investment management continues to grow as CFOs continue to strengthen various areas with the view of implementing tighter controls, meaning that hiring in 2016 was
buoyant across both permanent and fixed term positions. 

POSITIVE & NEGATIVE NEWS

In 2016 we saw an increased demand at the senior level for finance & accountancy positions within the investment management space. We consistently worked with clients to fill roles at the FD,
CFO and European CFO level, particularly during the second half of 2016. We also saw increased demand for newly qualified ACA accountants, with most of our clients looking for the individuals to
have worked for a Big 4 firm.

We saw a 24% increase compared to 2015 in FP&A positions as businesses continue to invest this area, seeking clarity on the long term projections and possible threats in asset management.

Last year also saw a continued focus on the investments into pan European property funds from both real estate specialist and multi asset investment managers. This in turn has meant an increase in
the availability of property fund controller and fund accountant positions, focusing on candidates who have strong background working in real estate and relevant funds exposure. 

Real estate, particularly in some European countries, is seen as a safe asset to invest in. This is particularly true considering the volatile market which we saw at the start of last year, following the
crash of the Chinese markets. The FCA and regulators seems to have moved their attention to brokerage houses after focusing on the banks and AMs over the last few years, which in turn has
resulted in lower demand for regulatory candidates. 

The regulatory state of the asset management world seems to have calmed somewhat compared to the last 3 years, with a lot of firms now sufficiently staffed with the specialists to cope with the
various regulatory demands they are now under. As a result, there was a steep decrease in the amount of interim regulatory positions across the board.

Many P.E houses and boutique asset managers are specially looking for accountants from smaller practices with hands on accounts preparation experience as opposed to a typical big 4 candidate you
would expect from a permanent hire.

OUTSIDE OF WORK

https://www.morganmckinley.co.uk/


OUTSIDE OF WORK

To achieve a positive change in salary, finance professionals should strictly evaluate their current skillset to identify areas in which their experience may be lacking. The majority of the senior roles
that we recruit request an ‘all round finance professional’ who has experience in all parts of finance.

From an organisational point of view, asset management firms are increasingly realising that a work / life balance is becoming a more dominant factor when candidates are choosing to accept or
decline a potential job offer. A popular incentive used to attract (and retain) staff is flexible working conditions. This can include working from home on certain week days or being able to arrive/leave
the office flexibly.

NOTABLE TRENDS

In the past 12 months we have seen various fund managers implement new submission requirements to promote and achieve a higher ratio of female employees within their finance teams. For
example, many FTSE 250 firms have stipulated that every finance submission shortlist must contain female candidates. Despite the submission requirements not applying to interim hires, we have
generally seen an increase in female finance professionals in investment management. 

Generally the majority of contract roles will be filled with UK based candidates, however those who have qualified in the Big 4 or Top Ten from practices in Australia, New Zealand and Canada have
started to take a greater share of newly qualified contract roles in comparison to an ACCA qualified individual who has on hands on UK experience.

https://www.morganmckinley.co.uk/


2017 Audit (Practice & Internal) Salary Guide
Big recruitment drives are expected in 2017 as firms look to recruit talent in lacking areas, with diversity and worklife
balance being the main focus.
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AUDIT INTO PRACTICE | PERMANENT  LONDON

Basic Salary (£ Per Annum)

  Big 4 Top 20 Mid Tier

Partner 100,000+ 80,000+ 80,000+

Director 100,000+ 80,000+ 80,000+

Senior Manager 70,00080,000 65,00075,000 65,00075,000

Manager 60,00065,000 60,00065,000 58,00062,000

Assistant Manager 48,00052,000 48,00052,000 46,00050,000

Senior 45,00048,000 42,00046,000 4200045000

Semi Senior 30,00035,000 30,00035,000 27,00033,000

https://www.morganmckinley.co.uk/


AUDIT INTO PRACTICE | PERMANENT  HOME COUNTIES

Basic Salary (£ Per Annum)

  Big 4 Top 20 Mid Tier

Partner 80,000+ 70,000+ 70,000+

Director 80,000+ 70,000+ 70,000+

Senior Manager 57,00062,000 57,00062,000 54,00060,000

Manager 49,00054,000 49,00054,000 47,00052,000

Assistant Manager 44,00048,000 42,00045,000 40,00042,000

Senior 40,00043,000 34,00038,000 34,00038,000

Semi Senior 27,00032,000 23,00027000 20,00025,000

AUDIT INTO PRACTICE COMMENTARY 

OVERVIEW

The EU referendum undoubtedly had an impact on auditing jobs within the financial services sector during the latter part of 2016, with uncertainty causing a significant slowdown in recruitment
within the banking community. This in turn trickled down through to the professional services practice, in particular the Big 4.

Jobs remain readily available in other areas of practice, although this is mostly owing to a severe candidate shortage, with a lot of companies looking for the same sort of profile  typically individuals
from a similar background, who are not only technically competent, but able to communicate with stakeholders at all levels.

Throughout 2017, we expect the top 10 practices to embark on strong recruitment drives, with firms looking abroad to attract talent in those areas where skills are lacking in the UK candidate pool.

POSITIVE & NEGATIVE NEWS

With the increase in audit thresholds, a lot of the smaller businesses are no longer conducting audits, which has both positive and negative repercussions for financial service professionals and job
seekers.

Many companies that have traditionally required an audit no longer do so, so long as their turnover is under £10.2 million. This will mean a loss in revenue to medium sized auditing practices. This is
turn, will lead to fewer jobs being created by these employers. 

On the positive side, it has meant that midtier financial service practices have had to work hard at introducing new areas to supplement their revenue streams, which will lead to new roles being
created. In particular, we expect a larger volume of outsourcing and accounting roles to be on offer from these firms moving forward.

We also anticipate that smaller practices will join forces and merge over the course of the coming year. ‘Strength in numbers’ could definitely be the prevailing philosophy for 2017, especially with
revenue streams being squeezed.

QUALITIES & SKILLS IN DEMAND

As professional services practices continue to diversify we also expect new hires to embrace these changes. Business development will be key, as decision makers will be looking for individuals that
are capable of selling different facets of the business. This includes accounting, and outsourcing services, which are becoming more prevalent as practices look at new ways to supplement their
income. 

This is why soft skills will be just as important for the technically strong auditor who is increasingly expected to upsell and recognise opportunities for new revenue streams outside of traditional
auditing.

OUTSIDE OF WORK

From a job seeker's point of view, the ability and willingness to work across a number of different services lines will be crucial, as firms will look to get more value for money from new hires.

From an employer’s point of view, recruiting is becoming much more competitive as candidates with the appropriate skill sets are becoming increasingly rare. This means that talented candidates will
receive multiple offers, and the firms that offer the most attractive packages will, more than likely, win the race. Auditors work long hours during the busy season, so we expect  benefits such as TOIL
(time off in lieu) and overtime to be common place in competitive job offers next year. 

NOTABLE TRENDS

Diversity will be key in 2017, with a number of the employers that we work with stressing the continued importance placed on improving this area; accountancy has always been associated with
being a male dominated industry, albeit big efforts made to try and change this.

In a bid to improve work/life balance for employees, professional services firms are increasingly offering flexibility in the workplace.  Examples of this can be reduced working hours or the ability to
work from home, which is particularly beneficial to professionals with certain disabilities, as well as those with complicated child care arrangements.

In 2016, 95% of candidates we recruited were based in the UK, although we would expect the amount of international candidates to increase next year, as firms struggle to meet their recruitment
requirements. A number of firms that we have spoken to are applying for licences that will give them the ability to sponsor overseas candidates. 

Whilst the process of sponsorship is time consuming and costly, it is increasingly necessary for firms that want to ensure that staffing levels are at acceptable levels in the new year.

https://www.morganmckinley.co.uk/


 

INTERNAL AUDIT | PERMANENT  LONDON

Basic Salary (£ Per Annum)

  Investment Banking Retail / Commercial banking SME Banking IT Audit

MD 150,000+ 130,000+ 150,000+ 150,000+

Director 110,000160,000 100,000150,000 110,000160,000 110,000140,000

VP 80,000130,000 75,000110,000 80,000135,000 75,000110,000

AVP 55,00080,000 45,000 75,000 55,00085,000 55,00075,000

Analyst 40,00055,000 35,00050,000 45,00055,000 40,00055,000

COMMERCE AND INDUSTRY | PERMANENT

Basic Salary (£ Per Annum)

  London Home Counties IT Audit

Head of Audit 120,000+ 100,000+ 120,000+

Director 85,000120,000 75,000100,000 85,000120,000

Senior Audit Manager 70,00085,000 65,00080,000 70,00085,000

Audit Manager 55,00070,000 55,00065,000 55,00070,000

Senior Auditor 50,00060,000 48,00058,000 50,00060,000

Auditor 48,00052,000 45,00048,000 45,00052,000

INTERNAL AUDIT COMMENTARY

OVERVIEW

As with the previous couple of years, the demand for internal auditors remained high across all sectors  most notably within the big banks. Despite the political uncertainty of 2016, it was very much
business as usual.

There remain some challenges in attracting recently qualified accountants into the discipline, but more experienced internal auditors now see it as a wise career choice. The skills associated with
these roles are internationally transferable, so we are seeing more candidates arriving from abroad to address local shortfalls in talent, often without an ACA (or equivalent) but instead qualified by
experience.

POSITIVE & NEGATIVE NEWS

Within commerce and industry, recruitment has been heavily geared towards newly qualified candidates, with continued demand for candidates who want to travel and can speak a second/third
language. Industries such as media, property/construction, engineering and the charity sector have been particularly active with their recruitment activities.

The bulk of the hiring within the banks has been AVP level positions  primarily within the various CIB audit teams. Whilst many teams are happy to consider audit candidates direct from practice,
there is now a preference for those with a year or two within banking, coupled with strong product knowledge.

SME roles within the risk and regulatory audit space continue to be in high supply, with models and market risk teams the busiest. These departments are looking for candidates with very specific
exposure (risk models and front office market risk). Owing to the scarcity of highcalibre SME auditors in these areas, department heads are often willing to explore candidates who do not have prior
audit experience.

Regulatory audit roles such as conduct risk audit, compliance audit and financial crime audit have been in fairly constant demand at all levels.

Within IT audit recruitment, cyber and data analytics remain the key growth areas. The option for nonaudit professionals to move into the world of IT audit is still an avenue that many companies
are pursuing, especially at the senior levels.

QUALITIES & SKILLS IN DEMAND

In recent times, internal audit roles have afforded a lot of opportunity to candidates wanting to move into other areas of the business. With the controls awareness and analytical mindsets they
possess, auditors are able to provide huge commercial value to the wider business. Internal audit remains an excellent training ground for future business leaders. As such, our clients are now looking
for candidates who are more forwardthinking and hungry to both progress and add value.

OUTSIDE OF WORK

Whilst money will always be a determining factor, opportunities for progression rank high on the list of factors that job seekers consider when assessing potential employers. Candidates want to
know that they can continue to learn, develop and ultimately move onto better things. Employers that want to attract the best talent should, therefore, clearly demonstrate potential career
pathways for new starters, providing tangible examples of routes that other employees have taken.

Likewise, continued training and investment in professional qualifications is important. For overseas candidates, the opportunity to study for the ACA/ACCA is a big draw and businesses should be
willing to invest in this.

Within IT audit, the most important qualification remains CISA. It shows employers that the job seeker has a fundamental understanding of IT risk and controls. However, for more technical SME
roles (like infrastructure and cyber) greater value is attributed to candidates that hold CISSP, CRISC and CISM qualifications.

https://www.morganmckinley.co.uk/


For change management audit positions, a PRINCE2 practitioner qualification alongside project management experience demonstrates that the job seeker has an excellent understanding of the
change management cycle.

A relevant masters degree can also go a long way to showing deeper experience and understanding of a particular area.

NOTABLE TRENDS

Diversity still remains a hot topic across internal audit with businesses trying to address the gender imbalance. This is perhaps most notable within IT audit – historically a very male dominated
profession. The past couple of years have seen the gender split improve from circa 80:20 to 60:40. Indeed, there are now a number of high profile women in senior leadership roles within technology
audit across the banking sector. 

Unsurprisingly, the number of international candidates applying to roles in London has noticeably diminished since the EU Referendum. Whilst the need for candidates with additional European
language skills remains high, particularly amongst commerce and industry firms, the uncertainty over Britain’s political and economic future is certainly having an impact. That said, very few firms are
actually showing any signs of relocating their audit functions.

https://www.morganmckinley.co.uk/


2017 Compliance Salary Survey Guide
Key recruiter information within the compliance sector, covering salaries,contract rates and trends across London. Including
developments in key areas such as Regulatory Compliance, Surveillance and Financial Crime.
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COMPLIANCE | PERMANENT  LONDON

Basic Salary (£ Per Annum)

Role
Analyst 
02 Years

AVP 
34 Years

VP 
57 Years

Director 
810 Years

MD 
10+ Years

Financial Crime / AML 40,00050,000 50,00075,000 £75,000 £120,000 125,000170,000 170,000+

Compliance Advisory 
(Front Office)

40,00050,000 50,00085,000 85,000130,000 130,000170,000 170,000+

Monitoring & Surveillance 40,00060,000 60,000 85,000 85,000 120,000 120,000150,000 150,000+

Control Room 40,00050,000 50,00075,000 75,000110,000 110,000150,000 150,000+

Asset Management 30,00045,000 45,00070,000 70,000100,000 100,000150,000 150,000+

Central Compliance 30,00050,000 55,000 70,000 70,000 110,000 110,000 140,000 140,000+

KYC / Onboarding Analyst 30,00050,000 50,00060,000 60,00080,000 80,000100,000 100,000+

COMPLIANCE PERM COMMENTARY 

OVERVIEW

The volume of compliance vacancies decreased from 2015, though there has been a consistent flow of recruitment activity. Regulatory change has driven a lot of the recruitment that we saw over
the year. For example, with MAR in July, many firms invested heavily in bolstering their surveillance teams. Throughout the second half of the year we have seen firms hiring MiFID 11 specialists with
an eye on January 2018, when the legislation comes into play. With banks making a healthy profit from fixed income sales and trading, compliance professionals who regulate this activity are in high
demand. Other areas of compliance such as AML and monitoring have seen a steady flow of opportunities too. Salary increases are healthy, but not at the lofty levels that we saw in 2015, where
professionals could expect anything upward of 20%.

POSITIVE & NEGATIVE NEWS

Across compliance roles, skills and experience that have been in demand come within the regulatory and trade surveillance/monitoring space. Large investment banks are consistently under pressure
to meet new demands from the regulator and improve efforts around transparency, we have seen this reflected in their  hiring, with job descriptions requesting strong skillsets in this area. A number
of new regulations have come out over 2016 with SMR in March and MAR coming into effect across the EU in July. MIFID II was postponed until this year. The multitude of regulations impacting
compliance teams has seen employers requesting specialist knowledge of these regulations from new hires, we expect this area to continue to grow in 2017.

The implementation of MAR caused a spike in recruitment during the first half of 2016, with large investment banks signing off a number of new roles. Our banking clients were looking for individuals
with excellent product knowledge, especially in equities, fixed income, money markets and FX businesses. This directive put pressure on surveillance systems implemented prior to the change, driving
a spate of recruitment activity aimed at enhancing existing systems. With trade surveillance departments growing, institutions were open to considering candidates with ‘front office trading’
backgrounds. This trend will continue to grow throughout 2017. 

https://www.morganmckinley.co.uk/


  
The demand for candidates with a generalist background decreased throughout 2016. We expect this trend to continue in 2017, as specialist knowledge is increasingly required in areas such as
monitoring and policy. More generalist roles tend to be asset managers within small teams.

QUALITIES & SKILLS IN DEMAND

Most senior roles within compliance require an extremely high level of technical competence within their chosen sub discipline. That is the one key element that distinguishes the top level of talent
from the rest. However there are a number of soft skills that separate the top candidates from the rest, particularly communication skills.  Strong communication skills coupled with impeccable
technical expertise stand out for employers, as the post holder is often expected to disseminate technical information across all functions of the business. Due to their very nature, compliance roles
can often expose the post holder to hostility from other areas of the business, meaning the ability to build strong internal relationships, in pursuit of solution driven dialogue, becomes crucial.

OUTSIDE OF WORK

Job seekers can undertake a multitude of different activities to achieve a positive change in salary. When searching for new roles, compliance candidates should also be undertaking further training
and gaining additional qualifications within their specific field. For candidates looking for roles in financial crime, completing the ACAMS, ICA (Diploma in Financial Crime) and CISI (Combating
Financial Crime) qualifications will significantly enhance their chances of gaining a positive change in salary. This will make a CV stand out from the crowd and increase the chances of getting a new
position. Training is also an important aspect for organisations to upskill their current employees. This results in employees becoming valued within a team which will therefore increase retention
levels for a firm. When looking for new roles, a job seeker can also utilise their own networks from previous employment and compliance networking events.

NOTABLE TRENDS

Throughout 2016, there has been a large push within compliance on increasing diversity, with a specific focus on the gender balance within teams. Significant efforts have been made towards
increasing the numbers of females in the workplace, with many organisations acknowledging that their male/female ratios are not even. In some cases, employers have asked recruitment consultants
to forward the profile’s of all strong female candidates that they come across, in the anticipation that they could create a role for them. In many of our service level agreements, employers have
stipulated that we provide equally balanced shortlists for the vacancies that we recruit, ensuring at least a 50/50 gender mix of candidates for any given role..

We tend to find that the majority of candidates that we place are based in the UK. Although we did work with some candidates based abroad, international recruitment was minimal over 2016, down
from previous years.  
  
We have found that there is an even split across permanent and temporary contract hiring throughout 2016 and we expect that this will continue in the new year. Some of the firms that we work
with have voiced a preference for replacing contract staff with permanent staff, however this could be easier said than done due to the scarcity of compliance professionals in the market.

COMPLIANCE | TEMPORARY  LONDON

Rate (£ Per Day)

Role
Analyst 
02 Years

AVP 
34 Years

VP 
57 Years

Director 
810 Years

MD 
10+ Years

Financial Crime / AML 150250 250350 350500 500700 7001,300

Compliance Advisory 
(Front Office)

200300 300450 450650 650800 8001,200

Central Compliance 150225 225300 300500 500650 650+

Monitoring & Surveillance 150200 200350 350500 500650 650+

Control Room 150200 200300 300450 450600 600+

KYC / Onboarding Analyst 150200 200350 350450 450600 600+

COMPLIANCE TEMP COMMENTARY

OVERVIEW

Contractor vacancies within compliance were somewhat sporadic throughout 2016. The lead up to the EU referendum  and the uncertainty surrounding the vote led to a lack of confidence in
recruiting new staff as many projects stalled. Interestingly, the market had a boom immediately after the leave vote with Morgan McKinley recording its busiest job volume quarter of the year in Q3,
which was up 150% compared to Q2.

POSITIVE & NEGATIVE NEWS

There was a significant demand for subject matter experts (SMEs) in regulatory development over the course of 2016, as many companies looked to interpret and implement large scale legislation,
ensuring compliance both locally and globally. Highlights include MiFID II and MAR. Project and programme manager roles in this area also recorded high growth levels in 2016. We anticipate that
hiring in will continue in this vein  as projects go through to completion.

With GDPR coming into effect on the 25th May 2018, we have seen a number of firms within financial services hire in this space. They are predominantly looking at two types of people: (1) Project
managers, who have experience of working on implementing privacy policies (2) Privacy SMEs, these individuals are mainly coming from a legal background with recent experience in privacy. Due to
the competitive nature of this area, employers are considering candidates with privacy experience from different industries. 

The need for compliance training professionals is also high, as companies look to develop elearning platforms and syllabuses as a more dynamic way of keeping their staff up to date with essential
legislation and regulations. Due to the mixed skillsets of HR and compliance knowledge these roles prove challenging to resource for.

KYC has also been extremely busy as many companies, predominantly large investment banks, continue to strive to keep up to date with BAU onboarding as well as working through specific
remediation projects with their existing clients. In some instances, companies have been prevented from onboarding clients, which is having a significant impact on revenues. As such KYC is being
treated with the utmost importance as opposed to a BAU task. As entity types and jurisdictions become ever more exotic and complex, risk assessment and high level investigative skills have become
a paramount requirement from an EDD perspective.

QUALITIES & SKILLS IN DEMAND

Qualities and skills currently in demand include the ability to translate and disseminate complex legal requirements into working internal policy. This is particularly important in the regulatory
development and change sector. 

Within AML and financial crime, journalists or ex government agency professionals such as the NCA or SOCA are highly sought after as the have the necessary investigative skills to produce high
quality written risk assessment reports. Because of this, there has been a move away from businesses considering traditional KYC analysts as with previous years.

https://www.morganmckinley.co.uk/


Language skills are also a strong factor when recruiting for certain firms. Those with a footprint in emerging markets, such as APAC & South America, find local language skills are essential to
facilitate communication between staff members, as well as clients. 

OUTSIDE OF WORK

External qualifications can help when looking to gain promotion or attract a higher rate or salary. Sought after qualifications include ICA diplomas, CISI and ACAMS. Degrees such as law,
mathematics, business and finance are usually preferred over those relating to the arts. Employers looking to attract the best talent can gain an advantage by funding these whilst the employee is
with them. Investment in staff also proves to be a strong method of retention for businesses.

Networking is also key. The market is a smaller than one would think and many senior professionals are likely to know one another. Keeping networks fresh and up to date, as well as utilising social
media such as LinkedIn, can make job searches easier.

NOTABLE TRENDS

One notable trend we observed over 2016, particularly in banking, was cost cutting. The increasing need for contractors has put a financial strain on companies, as compliance teams grow across the
board. 

There has also been a focus on either ‘nearshoring’ or ‘offshoring’ certain transactional work from London to locations such as Manchester, Birmingham, Leeds and Edinburgh. Some firms have
outsourced further afield, with Poland, India and Ireland all proving to be popular destinations, particularly in monitoring, central compliance, surveillance, KYC and transaction monitoring. For more
high level positions, such as advisory roles, we have noticed a more focused attitude by firms attempting to convert short term contractors to permanent members of staff.

Compulsory furloughs and rate cuts for contract workers also  increased compared to 2015, with cuts of 10%  15% recorded in 2016.
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ASSET/WEALTH MANAGEMENT & PRIVATE BANKING | PERMANENT  LONDON

Rate (£ Per Annum)

Role
Analyst 
02 Years

AVP 
34 Years

VP 
57 Years

Director 
810 Years

MD 
10+ Years

Business Manager 40,00050,000 50,00065,000 65,00090,000 80,000110,000 120,000+

Transitions Manager 40,00045,000 40,00050,000 50,00065,000 60,00080,000 70,000100,000

Valuations & Pricing 30,00035,000 35,00045,000 45,000 55,000 55,00070,000 70,000100,000

Performance Analyst 35,00045,000 45,00055,000 55,00080,000 80,00095,000 95,000+

Fund Administrator 25,00030,000 35,00045,000 45,00065,000 65,00090,000 90,000+

Relationship Manager 25,00035,000 35,00055,000 55,00070,000 65,00085,000 80,000+

Fund Manager Assistant 30,00040,000 40,00050,000 45,00065,000 60,00070,000 65,00080,000

Portfolio Control & Cash Manager 30,00035,000 32,00040,000 40,00050,000 50,00065,000 65,00080,000

Data Manager 30,00035,000 32,00040,000 40,00055,000 50,00080,000 70,000+

Client Reporting 30,00032,000 30,00035,000 35,00040,000 40,00045,000 50,00080,000

Client Services 25,00030,000 28,00037,000 35,00045,000 45,00065,000 65,000+ 
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COMMODITIES | PERMANENT  LONDON

Basic Salary (£ Per Annum) 

Role Junior Level Mid Level Senior Level

Head of Operations * * 90,000+

Project Manager * 60,00075,000 90,000+

Physical Energy Trade Support 35,00055,000 55,00075,000 75,000110,000

Shipping / Scheduling 40,00050,000 50,00070,000 70,000100,000

Commodity Derivatives Trade Support 30,00045,000 45,00065,000 65,00090,000

Collateral 30,00045,000 45,00065,000 65,00090,000

Business Analyst 30,00040,000 40,00055,000 65,00090,000

Clearing 30,00040,000 40,00060,000 60,00090,000

Settlements Physical 25,00045,000 45,00060,000 60,00090,000

Trade Finance 30,00032,000 45,00050,000 65,00070,000

Contracts 30,00045,000 45,00060,000 60,00080,000

Client Services 35,00045,000 45,00060,000 60,00080,000

Documentation (Derivatives) 30,00040,000 45,00055,000 55,00075,000

Settlements Derivatives 25,00040,000 40,00055,000 55,00070,000

Vault Operations 25,00028,000 35,00045,000 55,00065,000

MIS / Controls 30,00040,000 40,00050,000 50,00070,000

Static Data 25,00035,000 35,00045,000 45,00060,000

*Typically, these roles do not exist at this level

INVESTMENT BANKING & BROKERAGE HOUSES | PERMANENT  LONDON

Basic Salary (£ Per Annum)

Role
Analyst 
02 Years

AVP 
34 Years

VP 
57 Years

Director 
810 Years

MD 
10+ Years

Middle Office Control / 
Regulatory Control & Reporting

35,00045,000 45,00060,000 65,00080,000 80,000120,000 120,000+

Clearing 
(+£10,000 for OTC Clearing)

35,00045,000 45,00060,000 60,00085,000 85,000120,000 120,000+

Trade or Sales Support / DeskAssistants 
(+up to £10,000 for Exotic Products)

35,00045,000 45,00060,000 60,00075,000 75,000110,000 110,000+

Collateral / Margin Management 30,00045,000 45,00065,000 65,00085,000 90,000+ 100,000+

Client Services 
(+£5,000 10,000 for languages)

30,00045,000 45,00060,000 60,00075,000 75,00095,000 100,000+

Asset Servicing 30,00040,000 40,00060,000 60,00075,000 75,00090,000 100,000+

Documentation / Reconciliations / 
Settlements

30,00040,000 40,00055,000 55,00065,000 65,00070,000 70,000+
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FINANCIAL SERVICES OPERATIONS PERMANENT COMMENTARY  

OVERVIEW

Core operations is still an area of the business that continues to fall victim to ‘offshoring & nearshoring’ but that doesn't mean that operations in a quiet area for recruitment. The type of mandates
may have changed over the years and the skill sets required are more diverse. We are now seeing a demand for client services, performance analysis, operations analysis and trade support.

POSITIVE & NEGATIVE NEWS

Specialised product knowledge, particularly around fixed income or equities, was in high demand across many of the ‘buyside’ job descriptions that we recruited for in 2016. Well rounded experience
with systems such as Factset and Statpro was also highly requested. Senior level ‘buyside’ roles were pitched at £60,000, requiring candidates with 3+ years of experience. Junior to mid level roles
were pitched around the £45,000 mark. 
  
Client reporters are generally always needed in order to keep investors updated on the performance of their investments. The more general roles required only generic buyside knowledge, whilst the
rare senior level vacancies that became available requested candidates from a fixed income and LDI background. Junior roles in client reporting generally started at around £35,000 with senior level
vacancies paying anywhere between £50,000 and £70,000. 
  
The year also saw a strong requirement for management level roles, namely within treasury, collateral and middle office management. The size of teams tend to range  from 2 FTEs to 11 FTEs.
Experience within those disciplines is of course desired, but as these roles are notoriously difficult to fill, the requirements were opened up to credible managers with operations experience. Salaries
ranged from £65,000 to £85,000, the deciding factor being the size and level of the investment bank that was hiring.

QUALITIES & SKILLS IN DEMAND

Employers increasingly seek operations candidates with strong negotiation skills, as well as and excellent knowledge of regulatory and compliance environment. The demand is for partnering skills, so
as to be able to work closely with the business to provide guidelines and support with overall strategy. 

OUTSIDE OF WORK

Additional qualifications that are relevant to the role and industry are always a good addition to the CV. For many employers, IMC, CFA, CAIA & CISI qualifications are the most relevant, however
there are a host of other industry specific certifications available. There is an ever increasing pool of employers that will sponsor further studies to upskill their staff and increase the likelihood of
retaining them in the long term. Internal training, particularly with Excel, is always valued.

NOTABLE TRENDS

Some of our clients have held seminars on the importance of promoting a diverse environment within the workplace. There are return to work schemes coming into place where candidates who have
recently been on maternity leave are encouraged to enrol, leading to a permanent offer.

We have also seen existing employees transfer internationally within the organisation with the vacancy in the UK not being back filled. 

INVESTMENT BANKING & BROKERAGE HOUSES | TEMPORARY  LONDON

rate (£ Per Hour)

Role
Analyst 
02 Years

AVP 
34 Years

VP 
57 Years

Director 
7+ Years

Loans 1620 2030 3040 40+

Collateral 1620 2030 3035 40+

OTC Trade Support 1620 2030 3040 40+

Commodities Trade Support 1620 2030 3040 40+

ETD Trade Support 1620 2030 3040 40+

Client Services 1620 2028 2835 35+

Asset Servicing 1620 2028 2835 35+

Equity / Fixed Income Trade Support 1620 2028 2835 35+

Reconciliations 1518 1825/ 2530 30+

FX / MM Trade Support 1518 1825 2530 30+

Settlements 1518 1825 2530 30+
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ASSET/WEALTH MANAGEMENT & PRIVATE BANKING | TEMPORARY  LONDON

Rate (£ Per Hour)

Role
Analyst 
02 Years

AVP 
34 Years

VP 
57 Years

Director 
7+ Years

Performance Analyst 1620 2030 3040 40+

Fund Analyst 1520 2025 2530 30+

Fund Administrator 1518 1824 2430 30+

Data Management 1518 1825 2530 30+

Trade Support 1520 2025 2530 30+

Cash Management 1518 1825 1530 30+

Client Services 1518 1823 2328 28+

Client Reporting 1518 1823 2328 28+

Valuations and Pricing 1518 1823 2328 28+

Reconciliations 1518 1823 2828 28+

Settlements 1518 1823 2328 28+

FINANCIAL SERVICES OPERATIONS TEMP COMMENTARY  

OVERVIEW

The job market for operations based roles was relatively quiet in 2016 compared to previous years – as a result, remuneration remained flat. On reflection, the first half of the year outperformed the
second in terms of job numbers, with well known political events taking their toll on hiring confidence in H2.

Predictably, low job volumes saw an increase in the number of job seekers looking for their next position. However, this made the job market extremely competitive for operations roles, particularly
when faced with limited vacancies to apply for. Whilst most persevered through tough conditions, others decided to pursue careers in other disciplines or even other industries altogether.  

POSITIVE & NEGATIVE NEWS

Across both asset management and investment banking operations we saw an appetite for experienced hires where institutions were able to utilise their previous experience from day one. This
differed slightly from previous years where employers had favoured junior hires which they could mould, suggesting hiring managers are even more constrained by regulatory requirements and need
new hires to hit the ground running.

Job seekers with detailed product knowledge, full trade lifecycle awareness and detailed regulatory experience were in high demand particularly with the large investment banks. People ticking all
three of these boxes have seen high levels of interest from multiple organisations. 
  
In the asset management space our business saw client reporting and performance teams continue to grow due to the increase in data from new client onboarding. Historically the client reporting
positions were skewed towards the junior end of the recruitment market, meaning that roles in this space generally provide on the job training. However, in 2016 teams looking to add performance
attribution analysts focused largely on hiring experienced hires with existing expertise in reporting standards. 
  
Additionally, we saw employers looking for applicants that could demonstrate greater job awareness. For example, how their roles impacted the wider business and what value their roles would have
on the organisation over the short and medium term.

QUALITIES & SKILLS IN DEMAND

Most of the senior managerial positions that reach the market tend to be of a permanent nature and as a result the numbers of contract and interim positions at this level during 2016 was on the low
side. What we have seen is that due to factors such as an immediate start, maternity cover or a recent restructure, candidates need the necessary experience to hit the ground running.

During the last few years we have seen a continuation of roles with oversight skills experience being offshored. This trend continued in 2016, creating a vacuum of positions that needed to be back
filled locally. Alongside this candidates with experience of projects and process improvements were in demand, especially for  departments that were restructuring or relocating for costsaving
purposes. As a result of this, candidates with UAT skills will continue to be in demand for BAU and projectfocused positions. 

OUTSIDE OF WORK

Aside from onthejob experience, candidates can build up their knowledge by completing qualifications such as IOC, IMC or the CFA. These courses will advance their knowledge of the market and
could also prompt their current employer to increase duties and responsibilities. This should also reflect positively on their salary band.

Obtaining these further education qualifications would demonstrate that the individual is willing to develop and grow beyond their current role, ultimately opening up opportunities for significant
career progression. For example, successful completion of the CFA would enable a middle office professional to make that step to the front line, across a variety of roles which are recognised within
the buy and sell side. 
  
Our clients often outline a preference for candidates to develop their excel skills to macro level for analytical roles such as data, strategic reporting and performance. Advanced excel skills are
becoming increasingly common in job descriptions, as is a preference for knowledge of SQL / Python, which means that some roles within operations have become hybrid in nature.

NOTABLE TRENDS

In general, the candidate demographic for operations roles is largely similar to previous years. We are yet to see any large impact on applications from overseas candidates – something which may
well change in the future depending on the outcome of the UK’s negotiations around leaving the EU.
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LONDON

London Permanent Basic Salary (£ Per Annum) Temporary Rate (£ Per Day)

HR Generalist    

Head of HR / HR Director 90,000180,000 600800

Senior HR Business Partner/ HR Manager 75,000120,000 450600

HR Business Partner / HR Manager 65,00090,000 300400

HR Advisor 40,00050,000 200275

HR Officer 35,00045,000 180200

HR Administrator 25,00035,000 120150

Learning & Development    

Head of Learning & Development 90,000140,000 500800

Learning & Development Manager 55,00080,000 250450

Learning & Development Advisor 35,00050,000 180250

Learning & Development Coordinator 25,00035,000 120150

Reward    

Head of Compensation & Benefits / Reward 90,000140,000 500800

Compensation & Benefits / Reward Manager 60,00085,000 300500

Compensation & Benefits / Reward Analyst 40,00055,000 180250
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London Permanent Basic Salary (£ Per Annum) Temporary Rate (£ Per Day)

Compensation & Benefits / Reward Administrator 25,00035,000 150180

Employment Relations    

Employee Relations Specialist / Manager 60,00090,000 300450

Recruitment    

Head of Recruitment 90,000140,000 500800

Recruitment Manager 55,00080,000 300500

Experienced Hire / Graduate Recruiter 40,00060,000 200400

Recruitment Coordinator 25,00035,000 120180

Projects    

Organisational Design Specialist 90,000140,000 500800

HR Project Manager 50,00085,000 400600

HR Project Analyst 40,00055,000 250350

HR Project Support 35,00045,000 150200

LONDON HR COMMENTARY

OVERVIEW

Even though recruitment in general slowed down after the EU referendum, with the greatest impact felt within the banking industry, there was continued demand for HR specialists in London
throughout commerce, industry and professional services. 

Whilst there was less demand for generalists there was an increased need for specialist skills sets, ranging from employee relations to payroll, compensation and benefits specialists. Demand for
specialist recruiters, within areas such as technology, was noticeably higher as companies looked to grow their IT divisions within projects, development and cyber security.

POSITIVE & NEGATIVE NEWS

The year started with a number of key projects across a number of financial services organisations including global HR transformations, mergers and organisational change programmes. External
hiring for these projects ceased as the uncertainty around Brexit increased.

The second half of 2016 saw demand for recruitment specialists within London’s technology sector. With many of the key players in this sector announcing extensive growth plans for 2017, the hiring
for technical recruitment specialists started early as companies looked to get ahead of their competitors to grow teams in line with strategic ambitions. So in demand was this skill set that the key
hirers took the unusual step of looking at recruiters without inhouse experience and considered agency recruiters with the specialist knowledge.   

As is common place in tougher business conditions there was little demand in learning and development in the second half of 2016. Organisations were simply not in a position to invest extra
headcount into training and development, belts were tightened and investment was focused on critical hires only.

QUALITIES & SKILLS IN DEMAND

The size of the organisation will determine where your focus should be. For smaller to medium size businesses, across all sectors, you need to have strong generalist knowledge and be able to offer
advice and business partner across all areas, from recruitment to policies, employee relations to training. 

As companies grow there are increased opportunities for subject matter experts and you can become the head of your SME or make the transition to projects, which continues to be a lucrative
option for professional contractors. 

CIPD continues to be the preferred qualification but within the world of contracting it is considered a nice to have rather than essential, rather it is specific skills and knowledge that make the
difference. At entry level, a degree in human resources will make you standout and assist with securing your first position, however, as you progress practical experience becomes preferential.

OUTSIDE OF WORK

Within contracting the key to increasing rates correlates to increasing specialist skills and knowledge, as well as developing expertise within areas that in demand e.g. digital and technology are
currently on trend. Gaining exposure to transformation projects and any skills outside BAU is often helpful, they differentiate and make applicants stand out from others operating at their level. 

In terms of organisations wishing to retain contracting talent it is about offering opportunities they might not gain elsewhere, inviting employees to be part of key initiatives, enabling them to
improve their skills sets and offering incentives on successful completion of deliverables. Remaining competitive with contractor rates and being open to rate reviews, due to changing demands of
skillsets and therefore more opportunities for contractors, is key to attracting and retaining top contracting talent. However, this is rarely the only motivator and any additional training to support
their professional development that a company can offer is usually highly valued.

NOTABLE TRENDS

HR is known for being a largely female dominated field, however with diversity hot on the agenda for a number of our key clients, there is an emphasis on improving the male to female ratio within
HR. We are finding that our clients are looking at the male/female split for all applications received and in some instances requesting that a 50/50 mix must be adhered to. Entry level continues to
largely consist of female applications, however the more senior or technical the opportunity, we often see the male/female ratio even out. 

In addition another key diversity and inclusiveness initiative for 2017 is disability in the workplace and how employers can attract and support applicants within this group.

Within recruitment we have found that our clients are becoming a lot more open to looking at agency recruiters as opposed to just experienced inhouse recruiters. Often, agency recruiters have
specialist knowledge within a particular field, e.g cyber security or data architects and have large networks to utilise.
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HOME COUNTIES

Home Counties Permanent Basic Salary (£ Per Annum) Temporary Rate (£ Per Day)

HR Generalist    

Head of HR / HR Director 75,000150,000 500700

Senior HR Business Partner/ HR Manager 60,00085,000 350500

HR Business Partner / HR Manager 45,00065,000 200350

HR Advisor 28,00040,000 130180

HR Officer 25,00035,000 120150

HR Administrator 18,00025,000 100130

Learning & Development    

Head of Learning & Development 70,000100,000 350500

Learning & Development Manager 50,00070,000 200300

Learning & Development Advisor 30,00045,000 150200

Learning & Development Coordinator 22,00030,000 100150

Reward    

Head of Compensation & Benefits / Reward 70,00095,000 400750

Compensation & Benefits / Reward Manager 50,00070,000 300400

Compensation & Benefits / Reward Analyst 35,00045,000 150250

Compensation & Benefits / Reward Administrator 22,00035,000 100150

Employment Relations    

Employee Relations Specialist / Manager 45,00080,000 200400

Recruitment    

Head of Recruitment 75,000100,000 400650

Recruitment Manager 50,00070,000 250450

Experienced Hire / Graduate Recruiter 35,00050,000 150300

Recruitment Coordinator 25,00035,000 100150

Projects    

Organisational Design Specialist 70,00095,000 450750

HR Project Manager 45,00065,000 250400

HR Project Analyst 35,00045,000 150250

HR Project Support 30,00040,000 120170

HOME COUNTIES HR COMMENTARY

OVERVIEW

We anticipate that confidence will return to HR recruitment in 2017, once strategic decisions have been finalised. With organisations eager to safeguard their talent pool against a widely speculated
postBrexit brain drain, it is generally agreed that engagement and retention will be a key challenge for HR departments. We expect that professionals with strong experience of leading effective
talent management and talent acquisition strategies will be highly sought after.

POSITIVE & NEGATIVE NEWS

https://www.morganmckinley.co.uk/


POSITIVE & NEGATIVE NEWS

Whilst the senior HR market was quieter in 2016 than the previous year, we still saw a steady stream of midlevel HR business partner roles becoming available in the Home Counties.  

Specialist roles were in higher demand across 2016, compensation and benefits professionals  in particular were highly sought after. With the ever increasing need to interpret and model
sophisticated technical data, pivotal to understanding trends and supporting effective decision making, the demand for HR MI / data analytics specialists was strong throughout the year. 
  
With what could be a highly challenging business environment looming, businesses will look to adapt their organisation’s design in order to compete. Accordingly, we expect that transformation and
change skills will be in high demand in 2017, particularly HR professionals with organisational design expertise.

QUALITIES & SKILLS IN DEMAND

There are many qualities and skills that make for a strong HR leader and each business varies slightly in what they recruit for, however fundamentally they are looking for someone who understands
their business and can deliver an HR strategy that will support the aims and goals of the organisation.

For those looking to step up into a senior role, the ability to operate as a commercial business partner is key. Strategic thinking, being able to understand the details but never lose sight of the bigger
picture, is also important. 
  
The ability to coach and develop others with a view to building capacity within organisations is highly important for aspiring HR professionals. A clear understanding of engagement techniques, as
well as effective communication and strong change agent skills, are all sought after skills. 
  
Underpinning all of the above will be the aptitude to act as an organisational role model – live the values and walk the talk!

OUTSIDE OF WORK

Whether or not employers always see the value of the CIPD qualification and view it as a prerequisite is widely debated in the HR community. However, if you’re in the early stages of your HR career
it can be perceived as enhancing your knowledge and giving you the credibility that will support your advancement.

Further qualifications such as psychometric testing or a coaching qualification are hugely beneficial – both to the individual in developing their skill set and demonstrating their expertise and to their
employer. 
  
Breadth of experience and specialist industry knowledge will frequently outweigh the importance of the qualification, so seeking out opportunities to work on projects that will provide different
experiences and exposure to business leaders is critically important. We advise generalists to ensure that they step outside of their comfort zone from time to time and consider a secondment in a
specialist area.

NOTABLE TRENDS

Given the uncertainty in HR recruitment over the course of 2016, with businesses cautious of committing to new hires, candidates therefore experienced lengthier application and interview
processes. At times, these lengthy processes resulted in very little feedback, leaving candidates feeling disengaged and undervalued. Going forward, both consultancy and inhouse recruitment teams
will need to ensure a positive candidate experience to restore faith, ensuring every single touch point with the applicant is a positive and informative one. With a renewed focus on engagement going
into 2017, attracting the best talent with creative talent acquisition strategies, whilst delivering a positive candidate experience will be paramount.
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LONDON | PERMANENT

Basic Salary (£ Per Annum)

 

Senior Appointments Industry Low Mid High

Programme Manager
Banking & Financial Services 80,000 90,000 120,000

Commerce & Industry 70,000 80,000 90,000

Project Manager
Banking & Financial Services 55,000 70,000 90,000

Commerce & Industry 45,000 60,000 75,000

Business Analyst
Banking & Financial Services 50,000 65,000 80,000

Commerce & Industry 40,000 50,000 60,000

IT Director / Head of IT
Banking & Financial Services 70,000 85,000 110,000

Commerce & Industry 65,000 80,000 100,000

Enterprise Architect
Banking & Financial Services 80,000 95,000 120,000

Commerce & Industry 80,000 95,000 110,000

Solutions Architect
Banking & Financial Services 70,000 85,000 95,000

Commerce & Industry 60,000 75,000 85,000

https://www.morganmckinley.co.uk/


 

Technical Architect
Banking & Financial Services 60,000 75,000 90,000

Commerce & Industry 50,000 60,000 70,000

Development Industry Low Mid High

Java Developer
Banking & Financial Services 45,000 65,000 90,000

Commerce & Industry 35,000 50,000 75,000

.NET Developer
Banking & Financial Services 45,000 65,000 85,000

Commerce & Industry 35,000 50,000 75,000

Frontend Developer
Banking & Financial Services 35,000 55,000 75,000

Commerce & Industry 25,000 45,000 65,000

Mobile Developer
Banking & Financial Services 38,000 57,500 70,000

Commerce & Industry 28,000 45,000 65,000

C++ Developer
Banking & Financial Services 50,000 70,000 85,000

Commerce & Industry 45,000 55,000 80,000

Test Manager
Banking & Financial Services 58,000 65,000 75,000

Commerce & Industry 45,000 55,000 65,000

Test Analyst
Banking & Financial Services 35,000 45,000 55,000

Commerce & Industry 28,000 33,000 40,000

Data & Advanced Analytics Industry Low Mid High

Head of Data Science
Banking & Financial Services 80,000 100,000 120,000

Commerce & Industry 70,000 90,000 100,000

Analytics Manager
Banking & Financial Services 55,000 65,000 75,000

Commerce & Industry 50,000 60,000 70,000

Data Scientist
Banking & Financial Services 45,000 65,000 90,000

Commerce & Industry 35,000 50,000 80,000

Data Engineer
Banking & Financial Services 50,000 60,000 70,000

Commerce & Industry 40,000 50,000 70,000

Data Architect
Banking & Financial Services 55,000 75,000 120,000

Commerce & Industry 50,000 65,000 90,000

Data Visualization Developer
Banking & Financial Services 50,000 65,000 80,000

Commerce & Industry 40,000 55,000 65,000

Machine Learning Engineer
Banking & Financial Services 50,000 65,000 85,000

Commerce & Industry 45,000 60,000 70,000
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SQL Developer
Banking & Financial Services 42,000 60,000 80,000

Commerce & Industry 38,000 42,500 50,000

Business Intelligence Developer
Banking & Financial Services 45,000 60,000 80,000

Commerce & Industry 40,000 50,000 60,000

Oracle DBA
Banking & Financial Services 40,000 52,500 75,000

Commerce & Industry 35,000 45,000 50,000

IT Governance and Security Industry Low Mid High

Chief Information Security Officer
Banking & Financial Services 110,000 140,000 160,000

Commerce & Industry 90,000 120,000 140,000

Head of Technology Risk
Banking & Financial Services 110,000 125,000 140,000

Commerce & Industry 90,000 110,000 140,000

Technology Risk Manager
Banking & Financial Services 75,000 90,000 110,000

Commerce & Industry 65,000 80,000 100,000

Technology Risk Consultant
Banking & Financial Services 55,,000 65,000 75,000

Commerce & Industry 45,000 55,000 70,000

Information Risk Manager
Banking & Financial Services 75,000 85,000 90,000

Commerce & Industry 55,000 65,000 75,000

Information Risk Consultant
Banking & Financial Services 55,,000 65,000 75,000

Commerce & Industry 50,000 60,000 70,000

Information Security Analyst
Banking & Financial Services 45,000 60,000 90,000

Commerce & Industry 40,000 55,000 75,000

Information Security Manager
Banking & Financial Services 60,000 80,000 110,000

Commerce & Industry 55,000 75,000 90,000

Information Security Consultant
Banking & Financial Services 55,000 85,000 110,000

Commerce & Industry 45,000 65,000 90,000

Information Security Architect
Banking & Financial Services 60,000 90,000 120,000

Commerce & Industry 50,000 80,000 100,000

Security Project Manager
Banking & Financial Services 60,000 90,000 120,000

Commerce & Industry 55,000 75,000 100,000

Network Security Analyst
Banking & Financial Services 40,000 60,000 85,000

Commerce & Industry 35,000 50,000 70,000

Network Security Manager Banking & Financial Services 55,000 75,000 95,000
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Commerce & Industry 50,000 60,000 85,000

Infrastructure and Support Industry Low Mid High

Infrastructure Manager
Banking & Financial Services 50,000 65,000 90,000

Commerce & Industry 40,000 57,500 75,000

Infrastructure Engineer
Banking & Financial Services 40,000 55,000 70,000

Commerce & Industry 35,000 45,000 60,000

Third Line Support
Banking & Financial Services 34,000 48,000 55,000

Commerce & Industry 32,000 35,000 42,500

Second Line Support
Banking & Financial Services 30,000 36,000 40,000

Commerce & Industry 25,000 32,000 35,000

First Line Support
Banking & Financial Services 25,000 30,000 35,000

Commerce & Industry 22,000 25,000 28,000

Network Architect
Banking & Financial Services 67,500 75,000 85,000

Commerce & Industry 55,000 65,000 75,000

Network Engineer
Banking & Financial Services 45,000 55,000 70,000

Commerce & Industry 35,000 50,000 60,000

Applications Support Analyst
Banking & Financial Services 38,000 50,000 75,000

Commerce & Industry 30,000 40,000 50,000

LONDON IT COMMENTARY

OVERVIEW

With continued venture capital investment and interest, there is optimism for jobs in the UK technology sector, as more funds continue to be created. With reports of yet another VC
looking to set up in London in 2017, this can only mean good news as numerous jobs across the spectrum will be created. The technology market got off to a great start in 2016 with the
release of new products, services and software which created a vibrant and buoyant environment for hiring. However, the referendum result seemed to dampen this environment, with an
8% decrease in available jobs recorded in the final quarter of the year.

POSITIVE & NEGATIVE NEWS

There was a consistent demand for DevOps roles over the course of the past 12 months and we expect this trend to continue throughout 2017. This has been driven by startups and
corporate clients, in particular those with a consumer user base who expect frequent web and app releases. Key skills and technologies being requested by employers centred around
virtualisation, automation (Chef, Puppet) and cloud experience such as Google, Amazon AWS or Microsoft Azure.

Machine learning and artificial intelligence hiring is at an all time high. This has been most prominent within the HealthTech sector, where firms have achieved notable success in
harnessing the capability of ML & AI. Applicants with a masters degree or PhD in artificial intelligence, deep learning, machine learning or computer science are high in demand for Data
Science, Machine Learning and Artificial Intelligence roles.

Data engineers, data analysts and data scientists are a staple part of the diet across all facets of the industry, with strong skills in Hadoop, R, Python, SAS, SQL/NoSQL, Scala and Spark are
consistently requested by employers. Fullstack and Frontend developers are in constant demand, particularly those with commercial experience of RubyonRails, AngularJS and React.

The UK’s digital economy is growing 32% faster than the wider economy and is creating jobs 2.8 times faster. Technology continues to shake things up across all industries, with Fintech,
AdTech and HealthTech leading the way. 

The financial services sector was heavily impacted by a wide range of factors across 2016, such as the record low interest rates set by the Bank of England, leaving savers and retail
investors to consider their options when it comes to personal savings and investments. The resulting pressure has driven the industry to revolutionise its outlook on how it interacts with
customers, leading to the creation of many startups and notably innovation hubs and acceleration labs within major banks and the corporate client base. 

QUALITIES & SKILLS IN DEMAND

Experience of rolespecific technical skills are of course an important factor when employers are considering candidates for senior roles. However, at the most senior levels, firms tend to
look for a strategic and transformational view of technology, with a broader level exposure to accommodate for the diverse remits associated with these positions. Those who progress
into leadership will have a knack of translating business challenges to technical teams and vice versa.  Those who progress the quickest or most likely to become CTO are often able to win
the hearts and minds of a wider audience through highly engaging communication style, and a deep appreciation of what makes their users, staff and employer tick. 

OUTSIDE OF WORK
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The learning and development landscape has changed significantly in recent years, as often there isn’t a recognised accreditation or industry body associated with the plethora of
technologies now being utilised across industry. Whilst some independent organisations and training firms have been established, for example General Assembly and Coursera, often the
case is that clients have a greater interest in applicants with commercial experience with the latest technologies. 

Therefore professionals who are experimenting in their spare time, or gaining a breadth of experience in their current role, will gain a significant advantage in the hiring process. In
particular, candidates that attend specialist meetups and are active on community sites such as Stackoverflow and Github tend to be well received by recruiters and hiring managers. This
evolving practice in hiring works well for startups and tech firms, but can be a major headache for corporate employers who are more used to hard skills and qualifications when it comes
to hiring and internal governance. The need for industry accreditations play a more prominent role in fields such as cyber security and technology risk, with most firms insisting on
applicants with CISSP, CISA, CISM, CGEIT or CRISC. 

NOTABLE TRENDS

Diversity is an area of focus for most corporate employers, with many finding it challenging to achieve targets. Comparatively, startups are streets ahead and are far more successful on all
fronts when it comes to attracting STEM talent. This can be partially attributed to the current generation of talent coming through choosing the startup route over a career climbing the
corporate ladder. 

Technology, in particular software engineering and data teams, rely heavily on overseas talent. One paper recently estimated that 42% of all London technology startups have a founder
who was educated outside the UK and over 40% of all European technology workers live and work outside their home nation. Whilst we haven’t seen an exodus of European talent since
the referendum result, we have certainly observed a reduced interest in UK opportunities from overseas applicants. It is our hope that with recent moves to London by well known west
coast VC’s, and more recently the high profile move by Snapchat to make London their hub for Europe, overseas applicants can be confident that London is very most open for business
when it comes to attracting highly skilled tech talent in 2017.
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HOME COUNTIES | PERMANENT

Rate (£ Per Annum)

IT Governance and Security Low Mid High

Chief Information Security Officer 90,000 120,000 140,000

Head of Technology Risk 90,000 110,000 140,000

Technology Risk Manager 65,000 80,000 100,000

Technology Risk Consultant 45,000 55,000 70,000

Information Risk Manager 55,000 65,000 75,000

Information Risk Consultant 50,000 60,000 70,000

Information Security Analyst 40,000 55,000 75,000

Information Security Manager 55,000 75,000 90,000+

Information Security Consultant 45,000 65,000 90,000+

Information Security Architect 50,000 80,000 100,000

Security Project Manager 55,000 75,000 100,000

Network Security Analyst 35,000 50,000 70,000

Network Security Manager 50,000 60,000 85,000

Penetration Tester 45,000 55,000 65,000

SOC Analyst 30,000 40,000 50,000

SOC Manager 40,000 50,000 60,000

Senior Security Engineer 55,000 65,000 75,000+

Security Engineer 30,000 40,000 50,000
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HOME COUNTIES | TEMPORARY

Rate (£ Per Day)

IT Governance and Security Low Mid High

Chief Information Security Officer 700 900 1,200+

Head of Technology Risk 700 900 1,200+

Technology Risk Manager 350 450 600+

Technology Risk Consultant 350 450 600+

Information Risk Manager 350 550 600+

Information Risk Consultant 250 300 350

Information Security Analyst 250 300 400

Information Security Manager 300 400 500+

Information Security Consultant 300 400 500+

Information Security Architect 250 400 550

Security Project Manager 275 325 550

Network Security Analyst 170 250 350

Network Security Manager 250 300 425

Penetration Tester 300 350 400

HOME COUNTIES IT COMMENTARY

OVERVIEW

We saw a genuine growth in jobs across the cyber security in the Home Counties throughout 2016. This was driven by large projects such as smart metering and GDPR as well as
numerous high profile breaches. At the start of the year, consultancies operating in this space forecasted strong growth figures, which lead to a real push for talent in the market.
However, the increasing costs associated with outsourcing has led to an increasing number of businesses opting to create inhouse cyber teams rather than relying on external
consultancies. This shifting trend has rippled across the job market, creating an increased demand for permanent hires, limiting the short term opportunities available to professionals. 

POSITIVE & NEGATIVE NEWS

With demand for Cyber Security and Information Security professional increasing, defining job titles has been tough, with some organisation upgrasing analyst roles to manager to
increase salaries on offer. Having said this, roles requiring Technical competence have increased as well as Cyber Security/Information Security Manager roles where interaction with the
business is required.

The growth in IOT (Internet of Things) has lead to an increase in demand across many businesses as they start to consider vulnerability of products and their own infrastructure. High
profile security breaches such as the Department of Homeland Security, SnapChat, Linked In, Yahoo and Tesco Bank just to name few has lead to organisations deciding to take action and
prevent breaches in the future.

Technical competencies, particularly in relations to web applications, will be highly sought after throughout 2017. As IOT grows and capability is increasingly moved online, cyber and
information security teams are routinely being asked to protect against online attacks. Therefore development of communication and problem solving skills are also highly sought after.
Whilst technical proficiency is clearly a prerequisite for these roles, employers are looking for individuals who have the ability to engage with non IT internal stakeholders and find ways to
deliver solutions. 

QUALITIES & SKILLS IN DEMAND

Anyone looking to step up to a CISO role needs to have a breadth of experience across all areas of cyber and information security, including: risk & governance, operations, project and
technical skills. Qualifications are also important as employers increasingly look for CISM or CISSP qualified professionals. On the softer skills, employers are looking for business aware
and business focused CISO, strongly favouring candidates that can demonstrate an ability to ‘make the complex easy’. 

OUTSIDE OF WORK

Professionals looking to increase their salary should ensure that they are working towards becoming CISSP or CISSM qualified. Expanding exposure to other areas of the organisation is
also key for those seeking promotion. With business and consumer practices increasingly move online, becoming an expert on web application security will provide access to working with
sales, development, finance and customer focused teams.

NOTABLE TRENDS

The strong need for cybersecurity professionals coupled with a sparse local talent pool means that organisations are increasingly looking abroad for new talent. Employers are increasingly
looking at candidates from mainland Europe to fulfil their requirements. In countries such as Portugal and Spain, where the economic climate is tougher, candidates are more than happy
to relocate. 
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2017 Marketing Salary Survey Guide
As Marketing evolves alongside new technologies, we expect an increased demand for creative candidates in Digital
Marketing, Communications & RFP writing.
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FINANCIAL SERVICES | PERMANENT  LONDON

Rate (£ Per Annum)

Role 02 Years 34 Years 56 Years 710 Years 10+ Years

Marketing Generalist 27,00038,000 38,00050,000 50,00065,000 55,00085,000 85,000160,000

PR / 
Corporate Communications

28,00035,000 33,00050,000 50,00070,000 60,00085,000 85,000130,000

Events 27,00035,000 35,00045,000 40,00055,000 50,00070,000 75,000120,000

Internal Communications 25,00035,000 30,00040,000 40,00055,000 55,00075,000 70,000130,000

Digital Marketing 28,00040,000 35,00045,000 45,00055,000 55,00085,000 85,000160,000

Digital Analytics 25,00035,000 35,00045,000 40,00050,000 45,00065,000 *

RFPs 32,00045,000 40,00065,000 55,00075,000 65,00080,000 70,000120,000

Investment Writer 30,00035,000 35,00055,000 55,00075,000 65,00095,000 70,000120,000

DTP / 
Presentations

27,00032,000 33,00042,000 42,00050,000 45,00065,000 65,00085,000

Sales Support 30,00040,000 40,00050,000 47,00060,000 55,00070,000 *

Graphic Designer 27,00035,000 35,00045,000 45,00055,000 50,00060,000 *

*Typically, these roles do not exist at this level
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FINANCIAL SERVICES | TEMPORARY  LONDON

Rate (£ Per Day)

Role 02 Years 34 Years 56 Years 710 Years 10+ Years

Marketing Generalist 150200 200250 250400 400500 5001,000

PR / Corporate Communications 180200 200250 250350 400600 6001,000

Events 150200 200250 250350 400500 *

Internal Communications 180200 200250 250350 400600 600850

Digital Marketing 150200 200250 250350 400600 600750

RFPs 180220 220280 280350 350500 500650

Investment Writer 150200 200250 250350 400500 500650

DTP / Presentations 120200 200220 220270 270400 *

Sales Support 150200 200250 250350 400500 *

Graphic Designer 120200 200220 220270 270400 *

*Typically, these roles do not exist at this level

COMMERCE & INDUSTRY | PERMANENT  LONDON

Rate (£ Per Annum)

Role 02 Years 34 Years 56 Years 710 Years 10+ Years

Marketing Generalist 21,00035,000 30,00045,000 40,00060,000 50,00070,000 70,000160,000

Product Management 21,00035,000 35,00050,000 45,00070,000 60,00080,000 80,000150,000

Project/ 
Campaign Management

25,00035,000 35,00050,000 45,00065,000 65,00075,000 75,000150,000

Insights Analysis 25,00040,000 35,00060,000 50,00070,000 65,00090,000 90,000140,000

Internal Communications 23,00035,000 28,00040,000 40,00055,000 55,00070,000 70,000130,000

PR / 
Communications

21,00030,000 25,00040,000 40,00050,000 50,00070,000 70,000130,000

Brand Management 21,00030,000 28,00040,000 40,00055,000 55,00065,000 65,000130,000

Trade Marketing 21,00028,000 25,00035,000 35,00055,000 45,00065,000 65,000110,000

Digital Marketing 25,00040,000 40,00060,000 55,00070,000 60,00090,000 90,000160,000

Digital Analytics 21,00035,000 35,00055,000 55,00070,000 60,00090,000 90,000140,000

CRM 21,00030,000 25,00045,000 50,00065,000 55,00080,000 80,000130,000
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COMMERCE & INDUSTRY | TEMPORARY  LONDON

Rate (£ Per day)

Role 02 Years 34 Years 56 Years 710 Years 10+ Years

Product Management 100120 120150 150300 300400 500700

Project/Campaign Management 150225 225275 275350 400500 500650

Brand Management 150175 175225 175350 400500 500650

PR / Communications 110150 150200 200300 300400 450600

Marketing Generalist 100150 150200 200300 300400 450600

Digital Marketing 100130 130180 180280 300400 500700

CRM 110120 120150 150200 250350 400650

COMMENTARY ON MARKETING ROLES AND REMUNERATION IN UK FOR 2017

OVERVIEW

To the surprise of both clients and jobseekers, 2016 was a fantastic year of growth and opportunity for marketing professionals across financial services, technology and retail industries. Marketing is
becoming a higherpriority on Csuite executives’ growth plans, with team sizes increasing up to 50% and budgets becoming healthier. This stands in stark contrast with previous years and moves
away from the trend of costcutting and redundancies. 
  
Looking forward to 2017, it will be interesting to see where these new investments in marketing take companies, and how much of an impact marketing will have on business strategies. Digital
marketing enables stronger and more tangible analysis of return on investment and, with the ability to further justify the impact of marketing, we anticipate another strong wave of recruitment
across the year. 
  
There is always an element of seasonality to marketing recruitment, with permanent hires being more prevalent in Q2 and Q3 following bonus season as well as in the lead up to appraisals and salary
reviews in Q4, and contract hiring being busier in the first few months of the year, Q2 and Q3. In 2016, due to a lack of predictability in the economic climate there was an element of
unpredictability in marketing recruitment trends, with August being the busiest it’s been in a while. This being said, we expect 2017 to be more settled, with continued growth and exciting job
prospects as both marketing and communications teams return to business as usual.

POSITIVE & NEGATIVE NEWS

Whilst traditional marketing, branding and event management have perhaps been slower areas of recruitment in London this year, the most significant areas of growth have been in content
marketing and external communications. In an informationdriven society,  content and communications have been at the forefront of marketing strategy and we’ve noted a significant rise in
demand for skilled writers and communicators to lead organisations both digitally and offline in their marketing communications strategies. 
  
Content writing has undergone its own rebrand, having always been an integral part of a traditional marketer’s responsibilities, it is now often seen as one job in its own right. In a similar way, more
technical product writers, such as investment writers, are needed to work alongside content teams on more targeted, productspecific white papers and market outlooks. 
  
PR and communications hiring managers are looking for professionals with years of experience and a portfolio of media contacts, both in trade and national press, to bring forward. Having industry
knowledge of the UK landscape and other geographies, particularly in Europe, make media relations professionals extremely attractive to potential employers. In tandem with this trend, internal
communications in larger organisations has seen a slight rise in demand, to reflect the increased activity in media relations. 
  
There has been a continued demand for digital marketers, with an emphasis on specialists in SEO, social media and HTML. This is due to the daily unveiling of new apps, website relaunches and
development of social media pages. Therefore, the most employable digital professionals are those who are constantly seeking to advance their skill set, attend courses to further develop, and
outside of work have a passion for technology. Firms have been most successful in hiring when they’ve looked outside of their industry, and opened up applications to other markets where
individuals might bring a fresh outlook on digital strategies. 
  
There has been a steady and continued requirement for skilled bid proposal or RFP writers in London, particularly in investment management and real estate where replacement hires, as well as
expansion due to growing demands from sales teams, means that there are good options for progression. This is particularly true for technical writers with advanced product knowledge. Proposal
writing is an excellent way for less experienced professionals to get into a company and get first hand exposure as to how the business works.

QUALITIES & SKILLS IN DEMAND

For individuals looking to progress into management or senior leadership positions, it is essential to demonstrate previous evidence of people management as well as contributions to planning a
marketing strategy. Moreover, strategic marketers in the contract market are able to move more fluently between industries as employers look to make significant creative changes to marketing
plans. 
  
To take the next step in your career, jobseekers should look to get involved in projects outside of their day job, ensuring where possible that they mentor and guide more junior members of staff and
demonstrate strategic thinking.

OUTSIDE OF WORK

The most common reasons cited for looking to find new roles are linked to progression potential, salary increases and quite simply, needing a change after a number of loyal years to a company.
Employees seeking pay rises internally should prepare for frank and honest conversations with their line managers, bringing with them tangible examples of their work and justification for where they
have gone above and beyond the expected.

Employers should look to provide progression opportunities not only in promotion and title changes, but also in personal development such as sending individuals on marketing courses, sponsoring
the Chartered Institute of Marketing (CIM) Qualification and offering further training to help the employee develop. 

Moreover, to increase retention, marketing teams should have incentives and reward schemes, using ROI statistics and sales growth to further show appreciation for staff’s efforts. Where possible,
delegating further responsibility, be it mentoring junior team members or giving ownership over an interesting project, will help individuals feel appreciated and motivated.  

NOTABLE TRENDS

Diversity is high on HR agendas and marketing appears to have a 40:60 male to female ratio, making it one of the more diverse and equal areas of a business. There is a growing trend amongst
employers to offer flexible working, particularly for parents with young families, in order to secure top talent. This is often negotiable and based on trust, but line managers should be prepared to
offer such flexibility, where possible, from the outset. 
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There is an increasing demand for fluency in foreign languages, namely German, French, Italian, Arabic or Mandarin. This is always on the condition that they have the right to work in the UK, as
hardly any marketing teams offer sponsorship. Internationallysourced professionals have been quite firm with their requirements in facilitating a move to the UK, namely due to uncertainty around
job stability following Brexit. Therefore, employers need to be empathetic and factor these concerns into their hiring processes. 
  
The balance between contract and permanent headcounts has shifted somewhat from previous years. There has been a clear decrease in contractor headcounts as firms appear to be opting to hire
one permanent generalist over a couple of specialist marketing contractors. Particularly in the second half of the 2016, it was clear that projectrelated contract roles were scarce, with a number of
marketing activities being outsourced to agencies.
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2017 Office Support & Secretarial Salary Survey Guide
Brexit made it a tough year for Office Support with Admin, Customer Service, PA, EA and Assistant roles virtually non
existent, however, 2017 looks bright.
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FINANCIAL SERVICES | LONDON

Role
Permanent Basic Salary 
(£ Per Annum)

Temporary Rate 
(£ Per Hour)

Office Manager 39,00050,000 2024

Executive Assistant 38,00045,000 1922

Personal Assistant 36,00042,000 1821

Trading Floor Secretary 36,00042,000 1821

Senior Administrator / Business Assistant 35,00040,000 1821

Bilingual Secretary 34,00040,000 1720

Research Assistant 35,00037,000 1719

Float Secretary 32,00037,000 1619

Team Secretary 31,00037,000 1619

Reception Manager 30,00035,000 1518

Administrator 27,00033,000 1417

Receptionist / Switchboard 25,00030,000 1315

Junior Administrator 25,00029,000 1214
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COMMERCE AND INDUSTRY / PROFESSIONAL SERVICES | LONDON

Role
Permanent Basic Salary 
(£ Per Annum)

Temporary Rate 
(£ Per Hour)

Executive Assistant 35,00045,000 1620

Business Assistant 30,00040,000 1418

Personal Assistant 30,00040,000 1417

Bilingual Secretary 30,00040,000 1417

Office Manager 30,00035,000 1416

Reception Manager 26,00032,000 1316

Team Secretary 25,00035,000 1216

Senior Administrator 25,00030,000 1214

Receptionist / Switchboard 20,00025,000 1013

Administrator 20,00024,000 1012

Junior Administrator 18,00020,000 910

LONDON OFFICE SUPPORT & SECRETARIAL ROLES COMMENTARY

OVERVIEW

Whether it was concerns over Brexit or the uncertainly at top banks, financial services clients were hesitant when it came to hiring during 2016. Vacancies for office support and secretarial positions
within the financial services sector were virtually nonexistent towards the beginning of the year, with many of the larger banks undergoing hiring freezes or increased scrutiny when seeking sign off
for positions. 
  
Redundancies within this senior bracket were widespread and likely to be in correlation with banks looking to cut costs. Morgan McKinley saw an influx of Senior EA candidates taking up temporary
contracts after falling victim to volatile economic conditions, as permanent office support roles have become harder to come by. 

Across the world of industry and commerce, recruitment for office support and secretarial positions was relatively steady at all levels throughout 2016, with no real change from the year that
preceded it. The most significant activity in this space was associated with midrange positions, specifically receptionist and administrator roles. Hiring managers are increasingly outlining their
preference for sector specific experience, ahead of cumulative role experience, veering towards candidates with 45 years experience within one organisation. 

POSITIVE & NEGATIVE NEWS

The lead up to the EU referendum saw a noticeable increase in short term contracts for office support staff in the financial services sector, allowing for flexibility and budget control, should economic
conditions change. Postreferendum, there was a noticeable decrease in roles. Both candidates and clients seemed reluctant to commit, to either move roles or hire, until they had a better
understanding of the impact this decision would have on the market. 

Having seen an increase in PA roles within industry and commerce, salaries have remained flatter than expected which has caused challenges in securing top talent. With the uncertainty surrounding
Brexit, banks were reluctant to hire in a permanent capacity. Due to the short term nature of the hiring activity, recruitment efficiency improved. Many hiring managers that we worked with placed a
renewed importance on swift recruitment processes, as a quick turnaround was essential when trying to secure the best talent. 

QUALITIES & SKILLS IN DEMAND

Generally speaking, employers tend to favour junior office support candidates that can grow with the business. Candidates at this level are more likely to be happy to jump into different projects
from administration to traditional support. Big firms are putting their faith in first and second jobbers, which is a tremendously positive move forward; considering the challenging job market where
opportunities for growth and development tend to be scarce. 

Bilingual candidates were in great demand across 2016, particularly those who could speak French, German or Italian. This will continue into 2017, along with permanent contracts for team
assistants, particularly those with two or three years of sector specific experience. 

OUTSIDE OF WORK

Aside from the core day to day responsibilities, one way of increasing your value and therefore pay,  is to consider the management of an individual or team. We have found that managing someone
can increase a salary by up to 20% or more. 

Having a structured approach to performance is also critical. If your company doesn’t have a formal process for review, speak with your manager about setting targets that you can keep track of for
working towards your next pay rise. Many employees leave their posts when they feel that they are stagnating in their jobs or not being paid what they consider to be market rate for their level of
performance. Organisations that recognise strong job performance and work towards high retention targets, tend to have regular dialogue with staff to set / reset expectations and continually
 question motivations and overall career goals.

NOTABLE TRENDS

Business support roles are constantly changing, the once rigidly defined role of administrative assistant is turning into an umbrella term for ‘anything and everything’. Employees working in this space
are required to be ever more adaptable to changing business needs, as such a flexible approach is ever more important. The role of a PA is no longer limited to a onetoone relationship and now
more likely to support a handful of Csuite stakeholders. Typically, these roles are dominated by females, although we have seen a trickle of male candidates move into these positions.    
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HOME COUNTIES SALARY GUIDE

Role
Permanent Basic Salary 
(£ Per Annum)

Temporary Rate 
(£ Per Hour)

Executive Assistant 35,00048,000 1525

Office Manager 30,00040,000 1520

Personal Assistant 30,00040,000 1420

Senior Administrator 25,00032,000 1216

Team Secretary 24,00035,000 1218

Administrator 21,00026,000 1013

Marketing Assistant 20,00032,000 1016

HR Administrator 20,00028,000 1014

Sales Support 20,00028,000 1014

Customer Services 18,00032,000 916

Receptionist 18,00026,000 913

Facilities Assistant / Post Room 18,00022,000 911

Junior Administrator 18,00021,000 911

HOME COUNTIES OFFICE SUPPORT & SECRETARIAL ROLES COMMENTARY

OVERVIEW

Office support recruitment was steady across the Home Counties in 2016, with job levels for both permanent and temporary roles remaining fairly consistent as the year progressed  albeit with a
positive spike towards the end of the year. December has historically been a quieter month, however we saw an increase in both temporary and permanent positions which was a positive sign going
into 2017.

POSITIVE & NEGATIVE NEWS

As it is increasingly the norm for organisations to have some form of customer facing function, we have seen a significant increase in the number of regionally based customer service and sales
support roles regionally. Experience in order processing tends to be the most requested attribute on job descriptions. Whilst roles veer towards the more junior end of the spectrum, they form an
important part of organisational activity due to their direct interaction with consumers. The employers at the top of the scale place significant value in candidates that clearly demonstrate an
enthusiasm for their business  as they anticipate that this will translate to a positive experience for customers when interacting with the individual. 

Across 2016, we received a much diminished demand for PA/EA recruitment. Much of this can be chalked up to an unwillingness from professionals to seek a move, with most job seekers in this
space being unemployed at the time of application. Remuneration does not improve significantly enough to risk the disruption of starting with a new employer. 

QUALITIES & SKILLS IN DEMAND

The career path for office based jobs is not as clear as other roles, however they can and do lead to higher positions.  In order for this to happen, professionals need to ensure that they take on as
many opportunities as they can from their current employer to experience other facets of the business. These opportunities present themselves in a variety of ways  one off projects like an office
move, office committees or even offering to cover critical workloads  and can act as a catalyst towards developing skills in a more specialised area. Plus the willingness to take on these additional
tasks will not go unnoticed by management. Capability with Microsoft office, especially an ability to use Excel at a high level, is increasingly important in the office environment.

OUTSIDE OF WORK

The obvious suggestion to a salary increase would be to take on extra responsibility whether it be asking for additional duties or moving into a role where you have responsibility for others such as a
team leader / supervisory role. However, taking on additional duties does not lead to a guaranteed raise in pay, so this should be supplemented with obtaining qualifications that are relevant to your
long term career goals. For example, if you want to move into a HR role then study for the CIPD or if you are looking to move into Marketing then perhaps consider a CIM qualification.  

Organisations should really look at having some formal mentoring process which could really help engaging individuals who are wanting to progress by building relationships with more senior people
within the business to provide career guidance. Companies should also look at offering both internal or external recognised training courses that will enhance the employee skillset. Ultimately, the
employee is engaged as they feel their company is investing in their career and the employer gets an employee with a broad skill set. We appreciate that not all companies have the luxury of a
Learning & Development function, however there are now many elearning sites available.

NOTABLE TRENDS

Throughout the year the more junior roles have been in readily available with candidates having a selection of positions to chose from. Candidates are not just taking into consideration the salaries
on offer but also work/life balance and benefits provided.  Flexible working is on the increase and candidates are putting an emphasis on having the opportunity of working from home where possible.
Holiday entitlement also seems to be an area where candidates are expecting not just the minimum of 20 days plus bank holidays, this is no longer seen as a benefit!

Throughout 2016 companies seemed to have been slightly more cautious when recruiting for permanent positions and we have seen an increase in employers favouring the temp to perm option.  
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SOUTH WEST SALARY GUIDE

Role
Permanent Basic Salary 
(£ Per Annum)

Temporary Rate 
(£ Per Hour)

Executive Assistant 28,00032,000 1417

Office Manager 30,00035,000 1518

Personal Assistant 24,00028,000 1214

Senior Administrator 22,00024,000 1112

Team Secretary 22,00025,000 1113

Administrator 18,00020,000 910

Marketing Assistant 18,00024,000 812

HR Administrator 22,00025,000 1113

Sales Support 20,00028,000 1014

Customer Services 16,00020,000 810

Receptionist 15,00018,000 89

Facilities Assistant / Post Room 15,00018,000 89

Junior Administrator 16,00018,000 89

SOUTH WEST OFFICE SUPPORT & SECRETARIAL ROLES COMMENTARY

OVERVIEW

Bristol is continuing to attract businesses that are looking to expand. During 2016 many companies within the professional services and creative sectors opened offices in Bristol or announced their
intention to increase their presence in the city.

In general we have seen a significant increase in demand within the core disciplines of HR & legal. For example, with over 1,000 legal positions available in Bristol, from a recruitment perspective, we
have seen a rise in the number of firms looking for legal advisors, paralegals & newly qualified solicitors.

POSITIVE & NEGATIVE NEWS

HR advisors and legal advisor roles are indemand as companies continue to restructure their help desk and HR functions to span nationally. Another trend that has emerged is the increased need for
HR pension specialists and legal advisors with pension knowledge, as opposed to HR generalists.    

QUALITIES & SKILLS IN DEMAND

Candidates who hold the CIPD qualification with a focus on employee benefits will be a hot commodity. Many of the larger companies are offering study support assistance for the right candidates
who are looking to improve their knowledge. Therefore demonstrating a thirst for personal development, upskilling your knowledge and being open to future training will be critical to ensuring you
secure your dream position. Those who can also demonstrate leadership and management experience can expect an increase in salary of up to 20%.  

OUTSIDE OF WORK

Individuals can stand out by improving their personal brand via social media e.g. improving your biography and quality of contacts. Employers are interested in what makes you tick so making sure
your personal profile is relevant and up to date is critical.

Employers need to promote training opportunities and study support if relevant. Are there options for secondments to alternative departments to enable employees to grow?  Offering a good work
life balance and flexibility is as important to employees as salary. Employers should also focus on employee recognition. Offering a structured approach to recognising good performance, such as
consistent reviews, 360 feedback etc., will help combat staff retention challenges and improve overall engagement and performance.

NOTABLE TRENDS

Uncertainty around Brexit has resulted in cautious recruitment, which in turn has led to a rise in contract positions compared to permanent. Surprisingly, these roles are just as prestigious as
permanent roles with the quality of candidates applying to contract roles increasing. Bristol attracts a high percentage of locally sourced talent with many graduates choosing to remain or return to
the city. One statistic we are delighted to see is the the increase in female candidates applying for senior roles as the market adopts a flexible working approach, while also making the workplace a
more equal environment.  
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2017 Projects & Change Management Salary Survey Guide
With changes around MiFID II & compliance, we expect recruitment activity for project managers, business analysts and
PMOs to remain steady in 2017.

Contents:

Salaries: Banking Permanent | Banking Temporary | Commerce and Industry Permanent | Commerce and Industry Temporary
Commentary

BANKING | PERMANENT  LONDON

Basic Salary (£ Per Annum)

Role 02 Years 35 Years 69 Years 10+ Years

Programme Manager * * 90,000120,000 120,000180,000+

Business Architect * 65,00075,000 75,000120,000 120,000180,000

Project Manager * 60,00070,000 70,000120,000 120,000180,000

SME * 50,00070,000 70,000120,000 *

PMO 40,00050,000 50,00070,000 70,000120,000 *

Lean Consultant 40,00050,000 50,00070,000 70,000120,000 *

Business Analyst 40,00050,000 50,00070,000 70,000100,000 *

*Typically, these roles do not exist at this level

BANKING | TEMPORARY  LONDON

Basic Salary (£ Per Day)

Role Low Average High

Programme Manager 700 850 1,000

Business Architect 600 800 1,000

Project Manager 600 700 850

SME 500 600 700

PMO 300 450 600

Lean Consultant 450 600 750

Business Analyst 400 550 700
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COMMERCE AND INDUSTRY | PERMANENT  LONDON

Basic Salary (£ Per Annum)

Role 02 Years 35 Years 69 Years 10+ Years

Programme Manager * * 90,000120,000 110,000150,000+

Business Architect * 60,00070,000 75,000120,000 110,000150,000

Project Manager * 55,00065,000 70,000120,000 110,000150,000

SME * 45,00065,000 70,000120,000 *

PMO 45,00050,000 45,00065,000 70,000120,000 *

Lean Consultant 35,00045,000 45,00065,000 70,000120,000 *

Business Analyst 35,00045,000 45,00065,000 70,000100,000 *

*Typically, these roles do not exist at this level

COMMERCE AND INDUSTRY | TEMPORARY  LONDON

Basic Salary (£ Per Day)

Role Low Average High

Programme Manager 600 700 800

Business Architect 500 600 700

Project Manager 450 550 650

SME 400 500 600

PMO 200 350 500

Lean Consultant 350 500 650

Business Analyst 350 450 550

COMMENTARY ON PROJECTS & CHANGE MANAGEMENT ROLES AND REMUNERATION IN UK FOR 2017

OVERVIEW

The main areas hiring in the banking and asset management world in 2016 were within the well funded regulatory change initiatives, mainly around MiFID II and compliance. The majority of available
roles during the year were at the business analyst level, with a handful of project manager and PMO roles coming through. This trend will continue in 2017 as many banks are currently behind the
curve on some of these regulations. Ring fencing is also playing a huge part in some of the banks hiring strategies as they look to beat the 2019 deadline. We have seen some organisations start to
recruit for the blockchain programme which we expect to be an extremely buoyant area in 2017.

POSITIVE & NEGATIVE NEWS

There remains a huge demand for project professionals with a regulatory change and compliance background. This is driven by the continuation of several mandatory initiatives and their impending
deadlines. Consultants with MiFID II experience are highly sought after and can command rates of up to £700 per day. KYC/client onboarding candidates are also in high demand from several of the
large banks, but they are paid between £450650 for a similar level. IFRS9 and FRTB knowledge are also becoming key skills that hiring managers are looking for during 2017.

QUALITIES & SKILLS IN DEMAND

For the most senior positions, employers tend to look for an ability to communicate with senior stakeholders and who can challenge the business when needed. Professionals that are able to
negotiate and deliver change in environments where there is little appetite to do so are also in high demand. To move up, senior candidates should look to take on greater responsibility, more
workstreams, larger budgets and teams and engage more senior stakeholders in order to progress their career.

OUTSIDE OF WORK

Within the project world, qualifications like PRINCE2 can assist a consultant in making the step up from business analyst to project manager. We are also seeing an increase in demand for people
with strong process change experience, especially process modelling and mapping.  Therefore, being trained in Lean Six Sigma can also help professionals in this area climb the career ladder and
command an increase in salary.

NOTABLE TRENDS

The financial services projects and change arenas tend to be male dominated. Our clients are are becoming more diversity aware when it comes to hiring and looking to balance the male:female
ratio. This is more apparent at large corporate companies as they appreciate the benefits of a more diverse working population. 

A number of the banks have now established operations in low cost international hubs, but they have also set up offices outside of London such as Glasgow, Edinburgh, Bristol, Birmingham and
Manchester to name a few. 
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A surprising event in 2016 was the Williams and Glynn programme terminating early and so an unexpected volume of candidates entered the market. This was beneficial for employers as it moved
the dial on supply versus demand and in some cases opened up a pool of candidates that hadn’t previously been available to some of the smaller financial services institutions. They have been
recruiting heavily for their regulatory programmes and we have seen a higher % increase in vacancies in smaller banks compared to the larger banks.
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2017 Risk Management Salary Survey Guide
We anticipate an increase in recruitment in the quantitative risk space, mainly around the model validation, operational risk
and methodology areas.

Contents:

Salaries: Permanent | Temporary
Commentary: Permanent | Temporary

PERMANENT SALARY GUIDE  LONDON

Basic Salary (£ Per Annum)

Role
Analyst 
02 Years

AVP 
34 Years

VP 
57 Years

Director 
810 Years

MD 
10+ Years

Quantitative Risk Analysis 45,000 60,000 60,000 85,000 90,000130,000 135,000 180,000 180,000+

Market Risk Management 40,00055,000 55,000 75,000 80,000130,000 130,000 150,000 175,000+

Market Risk Control 40,00050,000 55,000 70,000 75,000110,000 120,000 145,000 150,000+

Investment / Portfolio Risk 40,00050,000 55,000 70,000 75,00090,000 100,000 130,000 150,000+

Credit Analysis 40,00050,000 55,000 75,000 80,000125,000 130,000 150,000 175,000+

Credit Risk Control 40,00050,000 55,000 65,000 70,000100,000 110,000 125,000 130,000+

Operational Risk Management 40,00055,000 55,000 75,000 80,000120,000 125,000 150,000 165,000+

RISK MANAGEMENT LONDON PERMANENT COMMENTARY

OVERVIEW

Recruitment levels for permanent roles specialising in risk were sporadic across 2016. This was due to factors outside of normal economical control such as the EU referendum and the unexpected
result from the US Presidential elections. The lack of trading volume and bank to bank lending has also contributed significantly. 

Having said that, the year saw an increase in hiring in the quantitative risk space, mainly around the model validation and methodology areas. We have also seen good levels of recruitment in the
operational risk space, namely around 2nd line of defence projects. We anticipate that 2017 will largely mirror these trends, with quantitative risk again expected to be the main area of hiring,
particularly with incoming regulatory changes.  

POSITIVE & NEGATIVE NEWS

Demand for credit risk control and market risk analysts looking at asset classes has been low, with very few of these roles being advertised by our clients. Due to an increase in regulatory pressure the
demand for quantitative analysts has been high. This is compounded by the stress tests that the Bank of England carried out, where some banks failed and others hit below par performance. The year
also saw many organisations embark on widespread cost cutting measures, which in turn has impacted the availability of risk based roles, as many have been moved offshore to sites in Europe. 

FRTB led the market risk hiring space with both BAU and change roles, with this experience dominating the start of 2016 hiring. Basel compliance deadlines have been pushed back and are again at
risk of falling further behind, nonetheless junior individuals with this knowledge are creating competition between institutions and pushing up salary brackets significantly. Reacting to these deadline
delays, banking groups are now making business critical hires in nontraded market risk with a specific need for detailed experience of IRRBB & CSRBB. A need for candidates with direct banking
experience in a combination of both IRRBB and ALM has been met with a shortage, resulting in a spike of Big 4 consultants being hired.

QUALITIES & SKILLS IN DEMAND

A common theme for roles that we have worked on within fintech and startup companies is that employers are not just looking for someone who ticks the boxes in terms of accountability and
responsibilities. Employers are looking for someone who is capable of taking a step back and looking at the bigger picture. Being naturally curious and proactively looking to examine systems,
procedures and policies that are already in place in a new light is very much welcomed. 
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Strong financial analysis skills are in demand but candidates need to look beyond the figures and accounts  be vigilant and pick out the risks, trends and forecast performance along with capital and
impairment needs.  

Having experience in SAS and being comfortable with manipulating data sets is also desirable. Given that most of our clients have international exposure or an FX function with international clients,
having language skills (e.g. fluency in English and German, French, Czech or Polish) is an advantage.

The challenges we have found is that employers are not just looking for seasoned risk professionals who can carry out the BAU tasks, but candidates who possess a knack for building strong personal
and professional relationships with their key stakeholders with the ability to be convincing of this quality during interview. Another hurdle we have come across when managing the latter stages of
an interview process is preparing candidates to be assertive in their answers. Hiring managers are becoming ever more demanding and focusing on the softer skills of candidates and may ultimately
overlook their technical capability of the role over this requirement alone. 

OUTSIDE OF WORK

We have noticed that candidates with international secondments have a better prospect of moving up the corporate ladder. The CFA is still a very desirable qualification and clients tend to leans
towards candidates with such profiles. But one of the key pillars of getting promoted in the current market conditions has been very much internal networking. Getting promoted because of what
your peer group thinks of you is a very powerful tool and more and more individuals are using this to their advantage to help them move their way up. 

NOTABLE TRENDS

Even following on from the EU referendum vote, we saw a sharp rise in EU candidates and we have actually seen an increase in the demand of clients wanting to see candidates from the Eurozone. 

TEMPORARY SALARY GUIDE  LONDON

Basic Salary (£ Per Day)

Role
Analyst 
02 Years

AVP 
34 Years

VP 
57 Years

Director 
810 Years

MD 
10+ Years

Quantitative Risk Analysis 200400 350450 450600 600800 8001,000

Market Risk Management 200250 250400 400550 550750 750900

Operational Risk Management 200250 250400 400550 550750 750900

Credit Analysis 200250 250300 300400 400500 500700

Market Risk Control 150200 200300 300450 450550 550650

Investment / Portfolio Risk 200250 250400 400550 550750 750900

Credit Risk Control 150200 200300 300450 450550 550650

RISK MANAGEMENT LONDON TEMPORARY COMMENTARY

OVERVIEW

The contractor market has witnessed a challenging job flow throughout 2016 based on many macro economic factors such as low oil prices, the EU referendum, US elections and the pushing back of
large regulatory driven projects such as FRTB. We are hoping to see this change throughout 2017 as deadlines are going to be staggered and these deadlines must be met.

POSITIVE & NEGATIVE NEWS

We anticipate that we will see an increase in model validation across pricing models as the regulators prefer these models to be documented to SR117 standards. We have seen some recruitment
across these areas in 2016, however this was sporadic.
  
We have also seen a slight increase in recruitment for operational risk across all three lines of defence with a specific focus on 1st line, where candidates need strong indepth knowledge of the
functions for which they are undertaking RCSAs. The most noticeable change has been the move away from modelling operational risk capital requirements relating to the very difficult AMA
approach and a shift towards a standardised approach. 
  
Market risk and counterparty credit risk remained quiet during 2016, but we are expecting this to change going into the latter half of 2017 as banks attempt to implement their FRTB programs.

QUALITIES & SKILLS IN DEMAND

From a change perspective, we are seeing a greater requirement for senior business analysts across datacentric projects around FDSF and BCBS239. We have also received significant volumes for
project managers and programme manager positions within these same programs. We may see a similar level of contract roles for ring fencing projects and also for stress testing (EBA, CCAR, PRA
and ICAAP) as capital requirements are always important considering modern day regulation.

NOTABLE TRENDS

There is more of a drive for equality within many risk teams. Credit analysis seems to attract women more than men whereas quantitative finance, market risk and counterparty credit risk appeal
more to men. This is causing an issue with diversity where teams are looking for an equal mix. Further to this some teams are made up of people from one nationality and this can also cause a lack of
cultural diversity. Realistically many larger firms are putting equality and diversity high up on their list of priorities.
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2017 Sales Salary Survey Guide
We expect 2017 to be steady, with continued growth and exciting job opportunities in Business Development, Account
Management, IT Sales & Customer Service.

PERMANENT  LONDON

Basic Salary (£ Per Annum)

Role 02 Years 34 Years 56 Years 7+ Years Head of

Sales Management * 40,00050,000 50,00070,000 70,000150,000 80,000150,000

Business Development Field Sales 25,00030,000 30,00045,000 45,00065,000 50,000120,000 70,000130,000

Account Management 25,00030,000 30,00045,000 40,00055,000 55,000100,000 70,000130,000

Key Account Management * 35,00045,000 45,00070,000 70,00095,000 *

Channel Management 25,00030,000 30,00045,000 45,00070,000 60,00080,000 75,00090,000

PreSales * 30,00040,000 45,00060,000 55,00070,000 75,00095,000

Business Development Internal 20,00025,000 25,00035,000 35,00045,000 * *

*Typically, these roles do not exist at this level

COMMENTARY ON SALES ROLES AND REMUNERATION IN UK FOR 2017

OVERVIEW

Demand for sales professionals in technology in London and the regions has remained robust with little to no negative impact reported from clients since the referendum result. Salaries remained
steady throughout 2016. Overall it was a strong year for growth across technology, fintech, payments, cloud and information providers. Many sales and business leaders will be conscious that 2017
could be a challenging year, therefore ramping teams on both new business and account management for growth and retention of existing revenues streams will be firmly on their agenda. 

The highest activity in terms of active job seekers and open vacancies was in Q2 and Q3, whilst we expect Q1 in 2017 to provide plenty of opportunity for those ready to change roles.

POSITIVE & NEGATIVE NEWS

The majority of growth in 2016 was for business development professionals within cloud and SaaS (software as a service) providers within software, fintech and payments. We also registered a need
for talent within the data and information space particularly those with subscription based sales experience most in demand. 

QUALITIES & SKILLS IN DEMAND

Talented individuals who have a stable work history and can show sales success year on year will of course be in high demand. For those looking to progress into leadership positions, you will have
adopted methodologies and sales training from recognised institutions and are able to pass on best practices to your team members through peer to peer coaching and development. It is essential
that you train for the role of a leader of people before assuming the position, as often many don’t and find themselves in a precarious position managing strong personalities or friends/colleagues. If
your company has a mentoring program, get involved and show senior management that you are able to develop others. We have also seen an increase in roles having both a UK and European sales
focus, in particular those who can speak European languages, mainly French, Spanish and German.

OUTSIDE OF WORK

In the enterprise applications and solution sales space the classic SPIN, Miller Heiman and Holden training courses and methodologies are still popular. Our recommendation for those seeking to step
into sales management is to find a mentor who can develop, coach and challenge your plans and thought processes. Top sales talent who are able to articulate their success, for more junior members
of the business to model, should be given the challenge of a more leadership role.

We found that the most common reasons for looking to find new roles were due to progression potential, new sales challenges, salary and OTE increases. If your senior sales professionals have put
certain sales methodologies into practice with success, they should be given the chance to pass on that knowledge on and take a step up if desired. Another core driver is the need to sell new,
innovative technology that captures the target audience attention. In the startup world most sales directors are looking for flexible sales allrounders with excellent knowledge of the market.

NOTABLE TRENDS
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NOTABLE TRENDS

Whilst demand in 2016 was not necessarily down following the EU referendum, employers were still acting with caution and spending more time identifying the perfect candidate. We have seen an
increasing demand for flexible working, particularly for fieldbased sales roles and employers have shown more flexibility on employees locations for certain sales territories. Business leaders and
sales directors are increasingly  prepared to offer such flexibility from the outset as this has been seen as positive to prospective employees. With the current cost of living/housing in the south
presenting a challenge for individuals, we have found more candidates looking to move out of London and target companies that offer home working or field opportunities. Also we have seen more
startup businesses using hotdesking space rather than a traditional office and allowing their sales teams to spend more time in the field.
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2017 Tax Salary Survey Guide
Offshoring has increased demand for candidates in all areas of tax from global mobility, employment tax, VAT, corporate tax
and personal tax to name a few.

Contents:

Salaries: Permanent | Temporary
Commentary

PERMANENT  LONDON

Basic Salary (£ Per Annum)

Role
Part Qualified 02
Years

Newly Qualified 34
Years

Manager 57
Years

Senior Manager 810
Years

Director/Partner 10+
Years

Corporate Tax 26,00034,000 40,00055,000 55,00070,000 70,000110,000 120,000+

Operations Tax 28,00035,000 35,00048,000 50,00067,000 70,000100,000 120,000+

VAT 25,00034,000 35,00048,000 50,00065,000 70,000105,000 115,000+

Transfer Pricing 26,00035,000 35,00048,000 50,00064,000 70,000100,000 115,000+

Personal Tax 24,00034,000 35,00046,000 50,00064,000 70,000100,000 115,000+

Human Capital
Tax

28,00034,000 35,00050,000 52,00065,000 70,000105,000 110,000+

TEMPORARY  LONDON

Basic Salary (£ Per Day)

Role
Part Qualified 02
Years

Newly Qualified 34
Years

Manager 57
Years

Senior Manager 810
Years

Director/Partner 10+
Years

Corporate Tax 120250 250350 350500 450650 650+

Operations Tax 120200 200300 350450 450550 550+

VAT 120250 250350 350500 450600 600+

Transfer Pricing 120250 250350 350500 450600 550+

Personal Tax 120200 200300 350450 450550 550+

Human Capital
Tax

120200 200300 350450 450550 550+
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COMMENTARY ON TAX ROLES AND REMUNERATION IN UK FOR 2017

OVERVIEW

Tax continues to be a key part of operational strategy for all organisations, particularly those with an international profile, and there remains healthy competition for top talent. However, the
increasing trend towards outsourcing, offshoring and automation models has allowed tax departments to streamline in spite of new legislation and regulation. With routine and processorientated
work often outsourced, the existing teams have been allowed to focus on more valueadded work, and there have only been a handful of instances where departments have noticeably grown in size.

As a whole salaries have remained flat and senior level candidates have had to be particularly flexible  those out of work often having to accept a drop on their previous package  due to lower job
flow and increased competition. Generally, candidates will expect to receive a 10% increase upon changing roles. In some instances, however, there have been notable salary hikes driven by niche
skill sets and candidate shortages at certain levels of experience. For example, we saw a corporate tax assistant manager from a mid tier firm secure a 30% salary increase upon joining a
multinational bank. 

POSITIVE & NEGATIVE NEWS

The market within the Big 4 had started to slow down well in advance of Brexit, with the referendum result putting a number of live vacancies under greater scrutiny. In the months following the
decision to leave the European Union, a number of roles were pulled or put on hold. The final weeks of 2016 also saw one of the Big 4 make a number of redundancies and another offer several
hundred staff, across all service lines, voluntary severance packages. Similarly, some of the larger banks opted to outsource tax compliance to the Big 4 and have subsequently reduced numbers in
their existing tax functions.

Whilst the Big 4 firms tax offerings have struggled this year, the polar opposite can be said for the midtier market which has continued to go from strength to strength. It is fair to say that the
majority of firms outside of the Big 4 have been growing and bolstering their tax teams, with this trend looking set to continue well into 2017. 
  
The challenging environment that the Big 4 has faced this year is of course, in part, down to market conditions. However, it is also to do with the speed at which the tax landscape is changing and the
way compliance is executed.  This looks to continue into 2017 as more and more work is offshored and we move towards the full automation of tax returns.

QUALITIES & SKILLS IN DEMAND

Specialist and niche skill sets are still in demand as companies look for new revenue streams. Candidates with analytics experience and/or strong technology skills have been required throughout
2016. The rise in tax technologists looks set to continue and candidates looking to diversify or futureproof their careers should take every opportunity that they can to get involved with their tax
teams technology offerings, particularly if they do not enjoy or have a natural ability to business develop.

Unsurprisingly, due to the continued rise of offshoring process work, inhouse tax teams have mirrored the Big 4 this year in terms of becoming leaner and more focused on what consulting value
they can add to the business. This has therefore, led to a greater focus on hiring candidates who can effectively partner with the business and manage numerous stakeholders. The inhouse market
has seen growth this year mainly outside of the more established tax functions, where companies have sought to bring tax inhouse for the first time or, in the notable case of one large multinational
company, take advantage of market conditions to set up a global centre of excellence in the UK.  

OUTSIDE OF WORK

The ACA and CTA generally remain the most ubiquitous and recognised qualifications in tax. Those candidates working in niche / specialist areas may want to consider specific qualifications such as
the ADIT, Enrolled Agent (EA) or STEP. In a competitive market, furthering your qualifications is never going to harm your promotion or pay rise prospects. Additionally, candidates need to upskill
themselves in the latest tax technologies as this will continue to grow in importance as processes are increasingly automated.

NOTABLE TRENDS

Diversity is increasingly taking centre stage in recruitment and strategy for many businesses across the UK. This is not merely lip service; for many of our clients this is the single, most important
focus in their hiring strategy going into 2017 with many setting targets for the diversity of their workforce and leadership teams to be achieved by 2020.

Newly qualified candidates remain simultaneously the most elusive and the most in demand. We have seen the Big 4 hire candidates with profiles they may not have even considered for interview as
recently as a few years ago, and we have seen multiple examples of large corporations hiring candidates for permanent positions on the (twoyear) Tier 5 Visa having exhausted their options (or
patience) in searching for a UK trained equivalent.

The fact that so many companies are showing willingness to pursue this option demonstrates the shortage of UK trained candidates emerging from training contracts. Employers are changing their
methods and overall ability to invest in the training of bright and capable nonUK trained candidates and perhaps these are the first signs of a shifting perception in what constitutes a reasonable
period of time for a permanent Generation Y hire to stay in a role.
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