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About Career Legal

“

As the largest
independent multidisciplined legal
recruiter in the UK,
Career Legal are
here to assist your
recruitment strategy
for 2019.

“
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Introduction
Market overview

2018 was a year of two halves. The optimism

salaries and training and development

of the early part of the year was replaced

became increasing drivers in the candidate’s

by a ‘wait and see’ attitude towards the

psyche, in the search for a new position.

latter half, with firms increasing the

If last year was the year that the legal

including Legal Project Managers, Innovation

length of contracts on offer instead of

market considered change, then 2018 was

Managers, Continuous Improvement

permanent positions.

the year that they certainly embraced it.

Specialists and Legal Technologists.

Technological transformation was the theme
that dominated law firms this year across
the United Kingdom, which allowed firms to
centralise their processes, often away from
the traditional London power base.
The year continued where the previous one
left off, confidence in the market grew as
the amount of vacancies outweighed the
active candidates in the market. The trend
of a move towards regional hubs started to
burgeon by 2018, yet despite figures showing
39% of law firms experiencing double digit
growth, paradoxically nearly a third of firms
reported lower profits. The weakness of the
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So what does this mean for recruitment?

pound plus the previous year’s investment
into the regional hubs, being cited as
significant factors.
Change was felt in every department.
Systems were embraced, with the rise of
Artificial Intelligence, Business Intelligence,
Data Analytics and advancements in
technology all making their presences felt.
Fixed pricing models grew in popularity
and reflected a change in Finance away
from the traditional hourly rate, as firms
grew conscious of their improvements
with regards to offering services to Clients.
Specialists were employed throughout
the larger firms with top 50 firms now
having newly created positions in place,

Whatever the indecision, hires across the
board increased. Whether permanent
contracts in the early part of the year or

Firms continue to grow despite this caution

temporary or long-term contracts towards

The main areas of growth within law firms

but with a shrinking talent pool to choose

the end, the amount of vacancies registered

were reported as Risk and Compliance, IT,

from, this means that candidates have

was at record levels. A reduction in

Business Change, Human Resources and

even more choice. Proven and experienced

permanent roles was replaced by a short-

Finance. This continued the trend of the

candidates were few and far between, as

term stop gap in contracts.

previous year.

law firms undoubtedly face a huge talent

US firms continued to thrive on this side of

shortage across every discipline.

The past 24 months has seen the trend for
firms to invest into in-house Resource teams

the Atlantic. UK firms were regularly out-

Aware of their market worth, many

to attract their own talent, which proved

performed by their American counterparts

candidates have chosen to look for positions

successful in certain areas but struggled in

with an average Profit per Equity Partner

that offer more flexibility; work/life balance,

niche specialist areas.

showing an improvement of 41% over

flexible working, part time hours, increased

those from these shores. Net profit was also
reflected in these figures which showed
the stateside firms offering an 8% growth

What’s happening to salaries

compared to 6.1% of UK lawyers. As a result,

Financial reward is a key factor with

with their recruitment within these areas

candidates moving to a rival firm as they

and counter offers were prevalent.

American firms continued to invest heavily.
As the shadow of Brexit loomed over
the country, the uncertainty remained a
challenge for the United Kingdom’s law
firms. Many firms had Brexit committees in
place to deal with the impending changes

leverage an increase in salary of up to 30% in
certain areas; an extraordinary rise compared
to the average 3% offered as an increase to
staying in their current position. In certain
positions, albeit not all, moving can provide

and 85% of all firms throughout the country

substantially increased remuneration.

identified our severance from the European

The growth areas mentioned previously such

Union as one of the biggest hurdles that
they are currently facing. This reflected in
recruitment, especially towards the close of
the year, as apprehension of the type of deal
that marked our economic divorce, made
firms cautious.

as Risk and Compliance, saw seismic upward
shifts in reward, as candidates became
increasingly hard to find. Firms struggled

Even salaries at a lower level were increased
as the battle for the cream of the graduate
market replicated that of their more senior
counterparts. At the senior end of the
market, whilst salaries didn’t spiral out of
control, significant hikes were common in
the hiring of staff to court new talent.
US firms continued to usurp their UK rivals
with regards to salaries at all levels of staff.

What will 2019 bring?
With our divorce from the European Union
dominating the headlines politically,
economically and professionally, the opening
months of 2019 will be a key indicator as to
how law firms progress.

demands of the continued growth of Clients.
As the largest independent multi-disciplined
legal recruiter in the UK, Career Legal are
here to assist your recruitment strategy
for 2019. We hope that you find this

Despite this, we undoubtedly face a talent

survey informative and influential for the

shortage whether in a permanent or

year ahead.

contractual capacity and it is becoming
increasingly challenging to meet the
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Business Change,
Transformation
and Technology
Market overview
6

Moving forward into 2019

2018 was an extremely busy year for Change

Technology is continuing to evolve. Investing

Recruitment of strategic hires within

Engagement) Continuous improvement/

and Technology recruitment and this year is

in new technologies, embedding them into

Project, Change and Technology as well

Operational effectiveness (Lean/Six

shaping up to be even busier.

firms and continually innovating to enhance

as significant growth within Legal Project

Sigma)

the customer experience is key. Robotics,

Management, Innovation and Continuous

Artificial Intelligence and Data Management

Improvement teams will be the key focus

will all play a huge part in shaping a law

for firms in 2019.

Legal Project Management (LPM) will remain
a key recruitment focus for all law firms due
to growing Client demand and interest in
the discipline. Most mid-large sized firms
have an LPM function already in place with
smaller firms now following suit. As this is
a candidate short market, firms are now
looking outside of private practice to attain

firm’s future. Law firms will be able to have
command over their unstructured data
and this will enable them to develop a
meaningful understanding of their Client’s
businesses and their legal risks.

talent. In-house legal functions, Management

Recruiting outside of industry is more

Consultants and Associates seeking a change

accepted than ever before. Bringing in strong

are all successful options.

change talent with the right skills from other

Enhancing service excellence for customers
is another top priority for firms. Innovation

industries has worked really well to create

Over the past four years, many law firms

Traditionally firms have preferred to hire

drive market modernisation by reviewing

permanent and fixed-term contractors

existing processes, introducing new legal

but are now seeing the value in hiring

technology, re-inventing product offering

specialist interim contractors to help deliver

and delivering new strategic change

strategic initiatives. Often these candidates

initiatives. Firms are looking to sectors

have worked on these programmes within

such as Banking, Insurance, Accounting

other sectors.

•

Information and Cyber Security (both
internal and external)

•

Strategy lead initiatives (i.e. TOM)

of building internal transformation teams

•

System Implementation (Document

and how strategic initiatives can assist in

Management, Practice Management

delivering better customer value.
Some of the key programmes that will
dominate the change agenda for 2019 are;
•

Technology Transformation (Artificial
Intelligence, Analytics, Robotics,
Automation and Machine Learning)

•

Improving internal processes (HR,
Finance, IT, Operations and
Marketing/BD)

•

Legal Project Management

•

Driving behavioural and cultural change
(do you have the right skills internally to

and Consultancies to find expert Lean

deliver change successful?)

Six Sigma, Operational Excellence and
Innovation specialists.

Regulatory Change

have come to acknowledge the importance

more diverse teams.

and Continuous Improvement functions will

•

•

Innovation (driving Service Excellence,
Product Development and Client

and Case Management systems).
•

Successful management of
financials, (budgeting, forecasting,
financial reporting).

DVF, our Project, Change and Technology
recruitment specialists, partner with Clients
to help them define, shape, deliver and
embed successful change by providing them
with the very best business and IT change
talent.
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Contract

Permanent
High

Low

High

C-Suite

£150,000

£300,000

£1,500

£2,500

Director

£125,000

£175,000

£1,200

£1,500

Head of

£100,000

£150,000

£800

£1,200

Programme Manager

£80,000

£100,000

£700

£1,000

Legal Project Manager

£60,000

£75,000

£450

£650

£75,000

£90,000

£600

£750

Project Manager

£50,000

£80,000

£500

£600

Legal Project Support

£40,000

£55,000

£250

£350

Change Manager

£60,000

£90,000

£400

£550

Business Analyst

£40,000

£70,000

£400

£550

PMO

£40,000

£60,000

£350

£500

Operations Manager

£60,000

£80,000

£500

£600

Operations Analyst

£45,000

£55,000

£400

£450

£50,000

£70,000

£450

£550

£40,000

£60,000

£350

£450

£60,000

£90,000

£500

£600

£60,000

£90,000

£550

£650

£70,000

£90,000

£450

£600

£50,000

£70,000

£450

£550

£60,000

£90,000

£550

£700

£50,000

£70,000

£400

£550

£40,000

£65,000

£250

£350

Test Manager

£60,000

£75,000

£450

£600

Test Analyst

£45,000

£60,000

£300

£450

Application Support

£35,000

£55,000

£300

£450

£40,000

£70,000

£400

£500

£40,000

£60,000

£300

£450

£65,000

£85,000

£500

£650

£50,000

£65,000

£350

£500

Manager

Operations

Business Process
Consultant
Process Analyst
Continuous Improvement
Manager
Innovation Manager
Lean/Six Sigma
Consultant
Service Manager
Technical/Solutions
Architect
Developer
Systems/Infrastructure

Technology

Analyst or Engineer

Business Intelligence
Analyst
Data Analyst
Information Security
Manager
Information Security
Analyst

Contact our team - dvf@careerlegal.co.uk

“

2018 was an
extremely busy year
for hiring Change
and Technology
professionals
and this year is
shaping up to be
even busier.

“

Low

Senior Legal Project

8

(per day rate)
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Document
Review
Market overview

Salary guide

2018 was another busy year for Document

lawyers for Legal Process Outsourcing (LPO)

Review, with a steady increase in

companies in Europe and the Middle East,

requirements for both paralegal and

from Paris, Berlin and Dubai. In fact, we

qualified Document Review Lawyers.

saw a general increase in LPO activity in

The requirement for Document Reviewers
with language skills continued to be a very
large percentage of the market share of the
work. Requirements included Dutch, Greek,
Mandarin, Cantonese, Spanish, Japanese,
Portuguese, French and German. We have
also supplied multilingual Document Review

UK firms

the UK and Europe, with a number of US
based LPO’s making enquiries into the UK

US firms

market and establishing themselves here. In
addition, with an increasing number of law
firms opening regional offices, LPO’s offer

Project Managers

a cost-effective way to manage document
review assignments in London.

Document Review
(language skills required)

Salaries
10

Low, per hour

High, per hour

Qualified Lawyers

£31

£40

Paralegals

£14

£24

Qualified Lawyers

£30

£45

Paralegals

£15

£27

Temporary

£30

£50

Permanent (per annum)

£50,000

£100,000

Arabic

£25

£40

Cantonese

£25

£35

Czech

£25

£35

£30

£40

Hourly rates for Document Review Paralegals

from other sectors who recruit Document

remained the same, while rates for Qualified

Reviewers directly, especially the ‘Big 4’

Danish

Lawyers stabilised across most of the

consultancies and large investment banks,

Dutch

£30

£40

market. Candidates within the Document

who are offering competitive rates of pay

Review market are a close-knit community,

and, more importantly, longer more stable

French

£20

£35

therefore they will often hear about rates

assignments. As with previous years, firms

German

£25

£45

people are being offered elsewhere. With

will generally pay a premium for in-demand

Greek

£20

£30

that in mind, firms that have sought to

language skills with instances of paralegals

reduce their hourly rates, have struggle

being offered considerably higher rates to

Hungarian

£30

£40

with retention with candidates lured away

fend off offers from a consultancy.

Italian

£20

£30

as higher paying opportunities arise. Law

Japanese

£35

£55

firms and LPO’s are still facing competition

Mandarin

£25

£35

Norwegian

£30

£40

Portuguese

£20

£30

Russian

£25

£45

Spanish

£20

£30

Swedish

£30

£40

Thai

£30

£40

Ukrainian

£25

£45

Moving forward into 2019
Moving forward into 2019, we expect the

using this as their main source of income

Document Review market to continue with

rather than a pit-stop between jobs, we have

a similar level of activity as the previous year

noticed an increase in them wanting to use

and for the shift to LPO hosted document

their own LTD co rather than PAYE and we

review to continue. We also anticipate

would encourage clients to facilitate this

banking reviews and language requirements

method of payment.

to remain in demand. With an increasing
number of candidates who are seeking
employment as Document Reviewers and

Contact our team - paralegal@careerlegal.co.uk
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Facilities and
Front of House
Market overview

12

Salaries

2018 was a steadier year in the Facilities and

from varying sectors and professions with

Salaries within the Front-of-House and

Temporary rates have seen a slight increase

Front of House market with the demand for

relevant transferable skills. A shift to offering

Facilities sector have remained steady whilst

in 2018 but not necessarily in line with

temporary, permanent and contract staff

a more flexible working environment

benefits packages and bonus pools have

candidate expectations. This has led to a

remaining strong and steady throughout

including longer office opening hours as well

increased. We have not seen a dramatic

demand for candidates at the junior end as

the year.

as digital integrations has also meant that

rise in permanent salaries at any level, but

well as less experience or profile flexibility

there is a wider variety of roles within the

benefits and overall packages continue

from Clients in order to recruit in line with

business support space. This has generated

to be a leading factor for candidates

recruitment needs and budget allowances.

a buzz and new found respect for the

accepting roles.

We noticed a further rise in temporary to
permanent recruitment as a result of a
general cautiousness within the City with
Brexit looming. Candidates seem to have

business area.

With the cost of London living soaring ever

noticed this change in the market too,

Culture, flexibility and company benefits

higher, candidates are now seeking the

with many outside of the industry being

have remained a large factor for candidates

highest wage possible but benefits such as

more open to longer term contracts and

when considering potential employers

season ticket loans, childcare vouchers and

temporary positions than in previous years.

throughout 2018, with many larger firms

enhanced pension schemes continue to be a

offering many further and enhanced

deciding factor.

Outsourcing of Facilities and Front-of-House
functions continues to be a popular choice
for many larger firms in turn offering a
steady cycle of candidates looking, after
time, to move in-house in the hope of
stability and benefits.
There has been a noticeable shift to
recruiting at the more junior level, with
Clients continuing to consider candidates

incentives to entice the correct candidates
including flexible working hours and
subsidised travel. Where flexible working
hours are not viable within Front of House
and Facilities, Clients are offering higher
salaries to compensate.

Moving forward into 2019
We predict that 2019 will remain stable and

to continue our recruitment within the

steady as the economy performs cautiously

regions, confidently supporting our Clients

in the light of Brexit. Front-of-House and

in key cities including Manchester, Bristol

Facilities sector are business necessary

and Glasgow.

areas and often see a delayed impact to
any political backdrop. We are excited
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Salary guide

Salary guide
Low

Client Services

Print Room

14

Mail Room

Archives

AV/Maintenance

Facilities

Facilities
Management

High

Low

High

Receptionist

£25,000

£30,000

Facilities Manager

£45,000

£70,000

Welcome Host

£25,000

£30,000

Head of Client Services

£50,000

£80,000

Reception Team Leader/Supervisor

£27,000

£32,000

Head of Business Continuity

£65,000

£95,000

Reception Manager

£28,000

£35,000

Head of Property/Real Estate

£60,000

£100,000

Client Services Manager

£35,000

£40,000

Head of Administration

£60,000

£120,000

Switchboard Operator

£25,000

£30,000

Head of Facilities

£60,000

£100,000

Switchboard Supervisor

£27,000

£32,000

Director of Administration

£90,000

£175,000

Hospitality Assistant

£23,000

£26,000

Director of Facilities

£80,000

£150,000

Concierge/Floor Host

£25,000

£32,000

Operator Days

£24,000

£28,000

Operator Evenings

£26,000

£30,000

Operator Nights

£28,000

£32,000

Team Leader

£27,000

£35,000

Manager

£32,000

£45,000

Assistant

£20,000

£26,000

Team Leader

£24,000

£30,000

Manager

£28,000

£35,000

Assistant

£20,000

£26,000

Supervisor

£24,000

£30,000

Manager

£28,000

£35,000

AV Technician

£25,000

£30,000

Maintenance Assistant

£26,000

£32,000

Maintenance Engineer

£28,000

£35,000

Assistant

£23,000

£26,000

Administrator

£23,000

£26,000

Coordinator

£24,000

£30,000

Help Desk/Service Desk

£26,000

£32,000

Assistant Facilities Manager

£35,000

£42,000

Space/Moves Manager

£37,000

£49,000

Projects Manager

£45,000

£95,000

Health and Safety Manager

£45,000

£85,000

Client Services Manager

£40,000

£60,000

Property Building Manager

£42,000

£60,000

Office Manager

£45,000

£60,000

Contact our team - fmteam@careerlegal.co.uk

15

Human
Resources
Market overview

16

Salaries

2018 has been an especially interesting

Following on from this, more and more

Salaries have remained steady in most

Mid-level candidates can expect a further

year for HR professionals in the midst of

firms are beginning to adopt the Resource

areas, except at management level and

increase in salaries across roles, again due to

Brexit, Gender Pay Gap reports and further

Management model which has caused an

senior recruitment roles where we have

an upsurge in opportunities at this grade.

developments in technology. We have seen

influx of roles in this area. This has been

seen a rise. Due to the high demand

an increase in contract positions across

looming for years, following suit from the Big

in recruitment, firms have often been

the board for HR and nearly a 50:50 split

Four and is now becoming commonplace

competing over candidates and looking

of fixed‑term contract roles to permanent

in even small and medium sized legal

for more experienced specialists in return

positions. This, we believe has been to

businesses. Again, this seems to be reflective

demanding higher salaries. Alongside this,

mitigate risk to businesses in anticipation

of internal reviews around business strategy

the rise in fixed-term contracts has shifted

of the Brexit plan. In terms of level, there

and how best to optimize employees and

salary levels to compete with permanent

has been an influx in mid-level positions

resources in a cost-effective way, creating

roles. Candidates are more often opting for

which has been positive, reflecting business

further demand on candidates who tend

a higher salary to complete a longer fixed

decisions to invest in talent for the future.

to move from recruitment into resource

-term contract (and potentially become

March was our busiest month for vacancies,

management roles.

permanent following this) over the stability

with August following closely behind,
reflective of hiring decisions following on

We’ve also seen an increase in HR systems
focused roles, following on from GDPR

Benefits, bonus and agile working elements
have become more and more competitive,
as an additional way to lure passive
candidates into new roles. Candidates are
becoming more savvy at querying this
before submitting applications, meaning
those firms with a strong marketing
approach around these areas are often most
in favour.
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of a permanent role at a lower salary.

legislation and new technologies. Firms are

Regional HR

There has been a surge of lateral recruitment

often combining Management Information

roles coming through, with smaller and

(MI) and systems and many of the larger,

With Brexit looming and general economic

service functions outside of London to tap

medium sized firms establishing new

international firms have seen some

uncertainty, we have witnessed a lot of

into finance, marketing and HR experts

in-house recruitment teams, and larger

movement within this area. In turn, the

businesses move teams out of the City in

nationally at a lower cost and to access a far

firms expanding their current recruitment

larger firms have increased their headcount

2018. The regional HR market has been

less saturated pool of talent.

teams to focus on direct sourcing. Due

for these teams due to implementation

to an increase in this area, employers

of new and improved systems, as well as

are having to be more open in terms of

system add-ons, migration and development

considering candidates coming from

of current systems already in place. This

recruitment backgrounds with no in-

area remains candidate led, due to the

house experience. Whilst the in-house

niche nature of the roles and continuously

recruitment market increases, firms are still

evolving technologies.

from popular holiday periods.

looking for recruitment support from their
specialist preferred agencies due to supply
and demand.

subject to significant developments and
consequently by expanding teams outside
of London, law firms are able to experiment
with new working practices, talent pools,
expertise and offer agile working in a more
structured way. It is evident that many
businesses have already moved their shared

The structure of the HR function in law
firms appears to be evolving and we’re
seeing firms hiring more junior/mid-level
HR Generalist and Recruitment roles in the
regional offices. Possibly with the intention
of building and shaping a more changereceptive workforce outside of London.

Moving forward into 2019
With a busy end to the year and a

in benefits such as agile working to help

continuous flow of vacancies, we expect

support a better work-life balance, as well

to see a continued rise of opportunities

as delivering on Diversity and Inclusion/

throughout 2019. This is envisaged at the

Corporate Social Responsibility strategies.

more senior end of the market, given the

These will continue to be a contender as

increase in positions at mid-level and growth

to why people might join or partner with a

in HR teams across the board.

business and in turn create further growth in

Further challenges for recruitment and
retention will follow on from investment

these areas.

Salary guide

Salary guide continued
Low

Generalist

18
Graduate Recruitment/
Development

Learning and
Development/Talent

Reward and Systems

High

£85,000

£120,000

Senior Manager

£80,000

£95,000

Manager

£60,000

£80,000

Senior Advisor

£46,000

£55,000

Advisor/Officer

£40,000

£50,000

Coordinator

£32,000

£38,000

£48,000

Assistant

£28,000

£32,000

£28,000

£32,000

Administrator

£26,000

£30,000

Administrator

£25,000

£30,000

Director

£85,000

£120,000

Director

£85,000

£120,000

Senior Manager

£80,000

£95,000

Senior Manager

£80,000

£95,000

Manager

£60,000

£80,000

Manager

£60,000

£80,000

Advisor/Officer

£40,000

£50,000

Senior Advisor

£46,000

£55,000

Assistant

£28,000

£32,000

Administrator

£26,000

£30,000

Advisor/Officer

£40,000

£50,000

Coordinator

£32,000

£38,000

Assistant

£28,000

£32,000

Administrator

£26,000

£30,000

Manager

£60,000

£80,000

Senior Advisor

£46,000

Advisor/Officer

£95,000

£120,000

Head of HR

£80,000

£100,000

Business Partner/Manager

£65,000

£90,000

£45,000

£60,000

HR Advisor/Officer

£36,000

Assistant

Senior HR Advisor

Resourcing

Low
Director

HR Director

Junior Business Partner/

Lateral Recruitment/

High

Diversity/Corporate
Social Responsibility

Regional salary guide

19
Low

Generalist HR

High

Head of

£60,000

£80,000

£55,000

Business Partner

£45,000

£56,000

£40,000

£48,000

Manager

£44,000

£55,000

Coordinator

£30,000

£38,000

Senior Advisor

£30,000

£42,000

Assistant

£28,000

£32,000

HR Officer/Advisor

£26,000

£32,000

Administrator

£26,000

£28,000

£20,000

£25,000

Director

£85,000

£120,000

Head of

£55,000

£70,000

Senior Manager

£80,000

£95,000

Manager

£45,000

£55,000

Manager

£60,000

£80,000

Senior Advisor

£35,000

£45,000

Senior Advisor

£46,000

£55,000

Advisor/Officer

£40,000

£50,000

Officer/Advisor

£28,000

£34,000

Coordinator

£32,000

£38,000

£21,000

£26,000

Assistant

£28,000

£32,000

Administrator

£26,000

£30,000

Head of

£55,000

£70,000

Business Partner/Manager

£40,000

£50,000

Officer/Advisor

£28,000

£35,000

£20,000

£28,000

Assistant/Administrator/
Coordinator

Learning and
Development/Talent

Assistant/Administrator
/Coordinator
Recruitment /
Resourcing

Assistant/Administrator
/Coordinator

Contact our team - hr@careerlegal.co.uk

Legal Finance
and Accounting
Market overview
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2018 saw a continued demand for applicants

2018 saw law firms move towards more of a

Many applicants, aware of their market

prevalent throughout the year, with firms

across many areas of Legal Finance, despite

systems-based approach. The roles that were

worth chose to move in 2018. With firms

aware of the lack of suitable applicants.

the trend for a number of London law firms

in demand corresponded to this approach

offering pay rises at a lower rate than those

Areas such as Qualified Accountants,

to relocate their transactional roles to the

by our Clients with Finance Systems

who chose to move firms, many candidates

Systems, Ebilling, Revenue and Pricing saw

regions or abroad. A host of major firms have

candidates at all levels being sparse. Whilst

took this route as a way to leverage their

the largest hikes in salary.

moved their Billing, Cashiering or Accounts

on the systems theme, Pricing and Ebilling

remuneration. The counter offer was

Payable teams to the UK regions over recent

also saw a dearth of applicants as law firms

years but we have still continued to see a

moved to a more analytical approach to

huge demand for staff within these areas.

billing, as opposed to the historical forms

The year saw London’s legal practices take

of revenue.

an increasingly flexible approach to the

The final months of the year saw firms take a

recruitment of staff. Previous years strategies

more reserved approach to the recruitment

have shown firms fishing from an ever-

of staff. Brexit, continued mergers and the

decreasing pool with regards to potential

outsourcing of finance to the regions or

hires, many of whom have a trusted

abroad, meant that contracts became a

relationship with the stakeholders within

measure of balancing the firms short term

their current firm. Counter offers have led to

needs against the long-term uncertainty.

lengthy periods of ‘live positions’ for certain

Despite this, candidate demand remained

roles but this year saw a trend towards

just as strong.

firms looking at qualified staff from other
industries, often adding commercial value to
a LLP. This flexible approach, along with the
speed of turnaround, has been the difference
in Clients being successful in recruiting ‘in
demand’ individuals.
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Moving forward into 2019
The severance from Europe dominated UK

part of the year. Contracts and temporary

politics with firms as uncertain as the rest of

assignments increased as a result and we

us with regards to Brexit. Firms responded to

fully expect to see this continue towards the

the government’s vacillation with a hesitant

early part of 2019.

approach to recruitment towards the latter

Salary guide
Accounts Payable

Legal Cashier/
Accounting

Billing

Ebilling
Revenue Control

22
Credit Control

Accountants

Assistant

£22,000

£25,000

Clerk

£27,500

£35000

Supervisor

£36,000

£45,000

Manager

£45,000

£60,000

Assistant

£22,000

£28,000

Clerk

£30,000

£38,000

Supervisor

£40,000

£48,000

Manager/Head of

£48,000

£65,000

Assistant

£23,000

£28,000

Clerk/Coordinator

£28,000

£40,000

Supervisor

£38,000

£48,000

Manager

£48,000

£60,000

Ebillling Coordinator

£35,000

£50,000

Senior Ebilling

£40,000

£58,000

Assistant

£23,000

£33,000

Controller

£32,000

£45,000

Supervisor

£45,000

£55,000

Manager

£50,000

£80,000

Assistant

£22,000

£26,000

Controller

£30,000

£38,000

Supervisor

£40,000

£45,000

Manager

£45,000

£70,000

Part Qualified

£28,000

£45,000

£38,000

£45,000

£45,000

£85,000

Business Analyst

£47,000

£68,000

Partnership Accountant
(PQ)
Partnership Accountant
(Qual)

Finance Systems

Executive Management

High

Financial Accountant

£46,000

£70000

Management Accountant

£47,000

£70,000

Manager

£62,000

£90,000

Analyst

£45,000

£70,000

Accountant

£47,000

£75,000

Manager

£75,000

£120,000

Finance Manager

£65,000

£90,000

Finance Controller

£77,000

£110,000

Finance Director

£100,000

£250,000

Contact our team - legal_accounts@careerlegal.co.uk

“

2018 saw a
continued demand
for applicants
across many areas
of Legal Finance,
despite the trend
for a number of
London law firms
to relocate their
transactional roles
to the regions.

“

Low
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Legal PA
Market overview
2018 has again seen changes in the Legal PA

distributed amongst the team based on

Overall salaries have risen by approx. 3-5%

best performing candidates with under

support role. Many firms have continued to

their availability, whilst this can create some

this year with the very top performers

18 months experience have seen rises in

develop and change their PA structure and

efficiencies, feedback form workers engaged

being able to command salaries of £50k

the region of 5-7%.

new working practices have been adopted

in these areas is often not positive, due to

more frequently. Another `hot spot` is the

which have had mixed results.

the lack of interaction with fee earning staff,

more junior end of the market where the

With the continued development of the
Legal PA, firms are involving PAs in more
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Salaries

project based work, business development,
Client interaction, research as well as
typical PA tasks, this has resulted in a
desire to hire higher calibre PAs which
has created inflation in salaries with firms
competing even more for the best talent

a feeling of being `remote` and also a lack
of opportunity for the workers to develop
enhanced PA skills, makes these roles
less appealing for job seekers and is often
cited as an increasingly common reason
for candidates wishing to move from their
firms to roles that provide more Client/fee
earner interaction.

in market conditions where there are far

On the other hand firms who have

more opportunities available than qualified

introduced a `hub` or similar system have

candidates. This has created tough market

found the benefit of cost efficiencies with

conditions for firms seeking to improve

less `down` time for the sec/pa population

standards where the quality candidate pool

and being able to hire more junior level

is limited and the demand for the higher

candidates to undertake the more routine

achieving legal PAs/EAs is very high.

work in these hubs has kept the salary levels

There has been some confusion caused by
the increasing number of new job titles. As
well as legal secretary, Legal PA, Legal EA,
Legal Assistant, Legal Team Assistants there

slightly lower, the consequence however is
that firms who have adopted hub systems
have experience a higher than usual turnover
of staff

are also firms using job titles such as Practice

Job seekers are increasingly seeking a work

Assistant, Practice Executive, Team Executive

life balance with perhaps the opportunity to

etc., many of these job titles actually involve

have `agile` working, with perhaps one day

similar or the same tasks and can cause

per week working from home, firms offering

some confusion to candidates.

this either immediately or after a qualifying

More firms are using `hubs` or `secretarial
pools` either regionally or London based
with no fee earner allocation and work being

period are finding it easier to attract and
retain staff within budget.

Moving forward into 2019
The `traditional` secretarial role is

does open up new opportunities for support

disappearing. Firms are managing their PA

staff who can embrace this change and who

staff better, offering more flexibility such

have the desire and intellectual capacity

as agile working, better training and more

to develop.

engagement with the day to day work of
the fee earning staff and their Clients. This
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UK firms

High

Typical

Entry level/college leaver

£18,000

£24,000

£22,000

6-18 months

£22,000

£32,000

£26,000

18-36 months

£27,000

£40,000

£34,000

Float

£38,000

£44,000

£40,000

3-5 years

£37,000

£46,000

£42,000

Senior level PA

£40,000

£52,000

£44,000

EA to MP/HOD

£44,000

£65,000

£50,000

Coordinator/Team Leader

£44,000

£55,000

£48,000

PA Manager

£52,000

£95,000

£70,000

Doc Production Op

£37,000

£42,000

£40,000

High

Typical

US firms

Low
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Entry level/college leaver

£20,000

£24,000

£22,000

6-18 months

£24,000

£34,000

£28,000

18-36 months

£28,000

£44,000

£38,000

Float

£40,000

£46,000

£42,000

3-5 years

£40,000

£48,000

£43,000

Senior level PA

£42,000

£60,000

£46,000

EA to MP/HOD

£48,000

£70,000

£54,000

Coordinator/Team Leader

£46,000

£60,000

£52,000

PA Manager

£55,000

£85,000

£75,000

Doc Production Op

£40,000

£46,000

£42,000

Contact our team - legalpa@careerlegal.co.uk

“

Job seekers are
increasingly
seeking a work
life balance
with perhaps
the opportunity
to have `agile`
working.

“

Low
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Marketing and
Business Development
Market overview
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Salaries

Over the past twelve months Marketing and

using the impending GDPR deadline as a

For the 2018 market, we noticed that salaries

move from current positions. This large uplift

Business Development in Legal has seen

way of reaching out to existing or target

have remained very similar to previous years.

can be seen as a result of increasing junior

significant growth. As well as the continued

clients. As many firms had GDPR on their

However, there has been a shift in the firms

salaries. We have also noticed candidates

demand for recruitment of Assistants to

agenda, over the past year and a half this

opting to invest in talent at the higher end

receiving significant bonuses across all levels.

Head of level recruitment over 2018, we have

deadline saw candidates creating proactive

of the salary bandings. This can be perceived

In turn, this can now be seen as a persuasive

experienced a higher increase in demand

marketing campaigns including thought

as an effort to compete and protect from

element of the offer stage. Candidates

outside of London. With international firms

leadership on the subject in turn creating

counter offers by current employers, as well

are now more proactively asking around

relocating business services to lower cost

new roles to support this.

as, remain competitive with other firms in

firm’s bonus schemes and take it into great

the market.

consideration when considering a move to

centres, we experienced a high demand for
recruitment projects in cities such as Bristol
to Newcastle and beyond to Glasgow. The
decision to create alternative delivery hubs
has naturally created increased opportunities
in Marketing and Business Development in
regional cities with a wider choice of roles
from heavy weight US firms to niche tech
specialists. However, the obvious effect
of this migration is the reduction of roles
in London where teams have been made
redundant. 2018 though, has seen such a
buoyant market therefore the majority of
those made redundant have been snapped
up by the competition.
From May 2018, the new GDPR regulations
have come into force, making firms review
their internal data processes. For many firms
this was seen as a new business opportunity,

We have also seen an increase of roles
within innovation and project management,

On the junior level we can see candidates

which in some instances have been filled

expecting large uplifts to be persuaded to

another firm.

with Marketing and Business Development
candidates. This new space has provided an
interesting option for those candidates and

Moving forward into 2019

shows the legal sector is making innovation

With a busy end to the year, the market

This transition into flexible working and

shows no signs of slowing as we head into

increased flexibility by firms we predict

2019. We are hopeful that there will be a

will show an increase in part-time roles

lot of activity across all levels and a range of

in 2019. This year we have already noticed

approaches, we have found that it has not

firms looking to secure top talent.

an increase in part-time candidates and

had as large an impact on firms’ recruitment

As a candidate, 2019 would be a great

a priority that we predict will follow through
to 2019.
As the overarching cloud of Brexit

as we thought. We did however see that
there has been a handful of firms only
recruiting fixed-term contracts which might
increase in 2019.

time to consider a move as law firms are
slowly realising the importance of investing
in candidates, from not only a salary
perspective but also flexible working, CSR
initiatives and training. There has been a
significant shift, now it is no longer just the
larger firms who can provide the added
perks. This shift by the smaller firms will give
them a greater opportunity of securing top
talent for 2019.

roles on the market. This increase in fourday working week and job share roles has
provided a breadth of opportunity for firm
and candidate alike. Subsequently, this will
effectively widen the talent pool for firms.
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Salary guide
Low

Bids and Proposals
Specialists

Business Development

High

£50,000

£75,000

CRM Database Executive

£30,000

£40,000

£25,000

£30,000

£70,000

£120,000

£55,000

£70,000

Social Media Executive

£30,000

£40,000

£140,000

Digital Executive

£30,000

£40,000

£70,000

£90,000

Digital Assistant

£25,000

£30,000

£55,000

£70,000

Head of Events

£60,000

£90,000

£40,000

£50,000

Events Manager

£45,000

£60,000

Events Senior Executive

£35,000

£45,000

£30,000

£35,000

£25,000

£30,000

£120,000

Senior Bid Manager

£70,000

£90,000

CRM Database Administrator/

Bid Manager

£50,000

£75,000

Executive

Senior Bid Executive

£40,000

£50,000

Bid Executive

£30,000

£40,000

Digital Manager/

Bid Assistant

£25,000

£30,000

Online Manager

BD Director

£150,000

Head of BD

£90,000

Senior BD Manager
BD Manager

Events

Head of Online/Digital

BD Executive/Coordinator

£32,000

£40,000

BD Assistant

£25,000

£30,000

Events Assistant

BD Administrator

£22,000

£25,000

Head of Client Relationships

£95,000

£130,000

£75,000

£90,000

£55,000

£75,000

£40,000

£50,000

£30,000

£40,000

£95,000

£130,000

£70,000

£85,000

£50,000

£70,000

£50,000

£65,000

£50,000

£65,000

£38,000

£45,000

£30,000

£40,000

£30,000

£40,000

£22,000

£30,000

Client Relationship
Account Management
Manager
Client Relationship Manager
Senior Client Relationship
Executive
Client Relationship Executive
Communications

Digital/Online/Web

Events Executive

Senior Client Relationship

Head of Communications/
PR (Global Remit)
Senior Communications
Manager
Communications/PR Manager
Internal Communications
Manager
Content Manager/Editor
Senior Communications/PR
Executive / Advisor
Internal Communications
Executive
Communications/
PR Executive/Advisor
Communications/PR Assistant

High

CRM Database Manager

£80,000

Senior BD Executive/
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CRM Database

Head of Bids

Coordinator/Specialist

Management/Key

Low

Marketing

Head of Marketing/Marketing
Director

£90,000

Senior Marketing Manager

£70,000

£85,000

Marketing Manager

£50,000

£65,000

Senior Marketing Executive

£40,000

£45,000

£30,000

£40,000

Marketing Assistant

£24,000

£30,000

Marketing Administrator

£21,000

£25,000

Marketing Executive/
Coordinator

Contact our team - BD&M@careerlegal.co.uk
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Paralegal
Market overview
The Paralegal market remained busy and

a rise in firms requiring Paralegals to have

exciting in 2018, with a continued demand

expertise in more niche areas such as

for permanent Paralegals and a reduction

Gaming, Betting, Technology and Media.

in the amount of short-term and temporary
roles from firms and organisations.
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Despite the upcoming demand for these
practice areas, the traditional sectors

Although we continue to receive a high

such as Banking and Finance, Real Estate

demand for candidates who have secured

and Litigation continue to demand our

a training contract, we have also noticed

transactional Paralegals.

Low
UK Firms
General Entry Level

0-6 months

£27,000

£30,000

£35,000

£65,000

0-6 months

£27,000

£30,000

6-12 months

£28,000

£32,000

1 year plus

£30,000

£35,000

0-6 months

£27,000

£30,000

6-12 months

£28,000

£31,000

1 year plus

£30,000

£38,000

0-6 months

£27,000

£32,000

Paralegal Coordinator/
Manager
Litigation

Corporate

Salaries

High

We have seen entry level Paralegal salaries

candidates with lower salaries. However, for

start in the region of £25,000 for permanent

other areas of law, although salary is often a

roles and £16 per hour for temporary roles.

deciding factor for, candidates tend to take

6-12 months

£28,000

£34,000

On average we see Paralegal salaries at

into consideration their career progression

£28,000 - £32,000 with US law firms and

and learning opportunities available and

1 year plus

£30,000

£38,000

in-house roles often paying in excess of that.

therefore will sometimes consider a lower

0-6 months

£27,000

£30,000

The areas that are perceived to be more

rate of pay. Language specific roles tend to

6-12 months

£28,000

£32,000

exciting by candidates, such as Intellectual

pay slightly higher, and paralegals can earn

1 year plus

£32,000

£45,000

Property and Media, can attract the top

up to £30 per hour.

Moving forward into 2019

Banking/Finance

Real Estate

IP

0-6 months

£25,000

£30,000

6-12 months

£28,000

£30,000

1 year plus

£30,000

£34,000

0-12 months

£30,000

£34,000

1-3 years

£34,000

£39,000

3 years plus

£37,000

£45,000

US Firms

We expect the Paralegal market to see

In 2019 we believe there may be a decrease

some significant changes in the next

in the number of candidates deciding to

two years. With the Solicitor Regulation

take the LPC, as they know the route to

Authority putting in to motion the Solicitors

qualifying as a solicitor is changing. Law

Qualification Exam, they are eliminating the

firms and organisations who have the LPC

traditional routes to qualifying, meaning

as a requirement as route to entry may see

both agencies and law firms will have to

a reduction in their candidate pool, and

adapt the way in which we recruit.

therefore may need to explore alternative
ways of qualifying candidates.

General

Contact our team - paralegal@careerlegal.co.uk
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Patent and
Trade Mark
Market overview

Moving forward into 2019

2018 has followed an even keel in

effect of technology enables the ratios

Whilst we still ponder the economic

Trade Marks advice within the specialisms of;

recruitment terms with steady demand on

to increase, mirroring law firms, where

ramifications in Europe we anticipate another

HR, Marketing, Finance, IT, Facilities or Front

Patent and Trade Mark support. Established

secretaries are supporting up to seven

successful year in IP. We see 2019 continuing

of house as well as dedicated experienced

firms have continued to be progressive

attorneys. Naturally this also reflects the

to progress in technology and processes

Patent and Trade Mark support we have 65

in their pursuit of market share in

autonomy of the modern fee earner, we

where support staff are invested in, to provide

staff with the ability to support your business

accommodating continued Client business.

therefore wonder is the modern Patent

a continuing specialist support that better

with industry specific salary information.

Secretary in decline or is the role just

serves the Client. Career Legal enjoys a unique

morphing into a Formalities Paralegal who

perspective in Patents and Trade Marks. If

support the Client alongside fee earners and

you require advice specific to Patents and

The ongoing development of Patent and
Trade Mark support continues to evolve
where progressive firms invest to develop
systems that enhances productivity and
facilitates the role of all support staff. The

manage the Patent administration from
‘cradle to grave’?

Salaries
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In developing the ability to provide an ever

Our experience of Records Formalities and

improved attorney support, the expectation

Renewals has been really interesting this

for salaries has again risen this year whereby

year – Renewals are in high demand but low

for an experienced Patent support may be

turnover of clerks suggest that salaries are

courted by Partners who appreciate the

high. Records and Formalities clerks have also

investment of professional support, a salary

been in demand but the pool of candidate’s

of £40,000 is becoming the norm. A salary

perceived as the right calibre is a narrow

up to £50,000 is not that extra ordinary.

selection. What we have experienced is the

Noticeably this year is the continuation of

preference for a higher level of experience

loyalty of 2- 4-year experienced staff who

where the candidate has a clear vision of their

have been invested in and firms have taken

ambition for the role and is not driven by a

a more holistic view in creating a culture to

pay rise, more progression and fulfilment.

retain staff investing in training (ITMA – CIPA)
benefits, flexi time and well- being initiatives.
Paradoxically other firms have taken a
different path and re defined the support
culture altogether preferring to tap into
the graduate market and train candidates
from scratch thereby reducing the wage
cost but more importantly not be beholden
to an arguably ever decreasing pool of
quality talent.

Qualified ITMA Trade Mark paralegals remain
in demand commanding salaries up to
£50,000 – these candidates have a wealth of
experience, are charging out their own work
and many are taking their own destiny in
their hands by self- funding the MSc IP and
Nottingham law school in order to qualify.
Firms are receptive to this as individuals
are confident and skilled in the Trade Mark
administration from the ground up.
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Patent and Trade
Mark Support staff

Trainee

High

Typical

£19,000

£23,000

£22,000

1-2 years

£24,000

£29,000

£25,500

3-4 years

£28,000

£39,000

£36,500

5 years plus

£29,000

£46,000

£39,000

£34,000

£42,000

£38,000

1-2 years

£24,500

£28,000

£27,500

3-4 years

£29,000

£40,500

£36,000

5 years plus

£36,000

£48,000

£41,000

1-2 years

£24,000

£29,000

£27,500

3-4 years

£28,000

£39,000

£37,500

5 years plus

£34,000

£48,000

£41,000

1-2 Years

£24,000

£28,000

£26,000

3-4 years

£29,000

£38,000

£36,000

5 years plus

£36,000

£43,000

£41,000

£46,000

£62,000

£52,000

£52,000

£105,000

£76,000

1-2 years

£24,500

£28,000

£26,000

3-4 years

£29,000

£37,000

£35,000

5 years plus

£33,000

£44,000

£38,500

1-2 years

£24,500

£27,000

£26,000

3-4 years

£27,000

£37,000

£34,000

5 years plus

£32,000

£44,500

£36,000

1-2 years

£24,000

£26,000

£25,000

3-4 years

£29,000

£38,000

£32,000

5 years plus

£32,000

£41,000

£36,000

£48,000

£80,000

£72,000

1-2 years

£26,000

£28,000

£27,000

3-5 years

£32,000

£44,000

£36,000

Patent Secretary

Patent Paralegal
Patent Records Clerk

Patent Formalities
Clerk

Patent/Trade Mark
Renewals Clerk
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Formalities Records
Supervisor
Head of Records
Formalities
Trade Mark Secretary

Trade Mark
Formalities

Trade Mark Records

Trade Mark
Administration
Manager
Trade Mark Paralegal

Contact our team - joeneilson@careerlegal.co.uk

“

Whilst we
still ponder
the economic
ramifications
in Europe we
anticipate
another
successful year
in IP.

“

Low
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Risk and
Compliance
Salary guide

Market overview
Risk and Compliance continued to boom

•

in 2018 on the back of a buoyant 2017.

aspects of clearing conflicts and

We anticipate 2019 will follow similar

undertaking CDD out of London with

tends including:

firms taking advantage of their own

•

real estate in places such as Leeds,

The remaining large firms who have not

Manchester, Glasgow, Sheffield,

upgraded their IT systems are now doing

and Belfast.

so and this continues to drive change in
this space as functions adapt to more
efficient processes.
•

Regional and national firms continue to
invest in compliance.
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Firms continue to move more basic

•

US firms continue to invest in high end
London talent for senior positions in
their UK risk functions – some significant
hires at senior level on the AML side is of
particular note.

Low
Administrator/Assistant

£23,000

£30,000

Compliance Officer/Analyst

£28,000

£45,000

Senior Compliance Officer/Analyst

£40,000

£60,000

Entry Level Lawyer

£50,000

£75,000

Senior Risk and Compliance Lawyer

£60,000

£120,000

Compliance manager

£65,000

£140,000

Head of Department/Risk Partner/General Counsel

£100,000

£400,000

Salaries
The best salaries on offer have continued to

Some firms have struggled to retain strong

rise whilst at the same time many firms have

junior talent leading to quick attrition. This

not moved their salary ranges in a number

in turn focuses the roles of junior risk and

of years, therefore the range of salaries on

compliance professionals more tightly on

offer is increasing in breadth. LPC graduates

business acceptance related work. In firms

can at times command starting salaries of

where they have traded on the breadth of

£35,000-45,000 whilst there are still firms

the roles available to juniors this pressure has

paying closer to £25,000 and looking for some

created a circular issue that can lead to a loss

experience at junior level. We are also seeing

of morale and staff leaving in order to escape

many firms having to reconsider their entire

the BAU focussed work and increasingly

risk functions salary banding in order to hire

longer hours. Those firms that have managed

new talent without disturbing the internal

to deal with this issue seem to have done so

balance; external hires are often looking at

through clear communication with their staff,

salaries far above what a firm may currently

an openness about the situation and through

be paying equivalent staff.

quickly getting more hands on deck.

Moving forward into 2019
We expect 2019 to be a busy year as many

to have to take a more flexible approach

professionals look to take their careers to the

to obtain the talent they need, embracing

next level. As risk and compliance functions

flexible and remote working.

spread away from London we expect firms

High

Contact our team - compliance@careerlegal.co.uk
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Salary guide

Our niche specialist sector, Creative Services,

The requirements for multiple packages

has seen a surge in growth throughout

remain strong as we see more requests for

2018. This has resulted in an upturn in

candidates with exceptional graphics skills in

candidate range and offering. Competition

both MS Office and Adobe Suite. 2018 also

for highly-skilled creatives has intensified

saw a marked increase in the request for

as the economic conditions have improved,

creatives with knowledge and skills in digital

resulting in increased vacancies across all

learning development. As businesses focus

creative specialisms. The team experienced

on upskilling and training their workforces

a continued demand for Presentations

to combat the skill shortage, those with

Specialists during 2018 and the requirement

experience in this area are a necessity.

for these candidates to also possess expertise

Recruitment across the digital sectors

in graphic design was particularly key

remains steady with Clients branching

to Clients. We continued to experience

out and working on digital platforms with

an increase in our Clients producing

online presence.

documents, proposals, contracts, tenders,
graphics and marketing materials in-house,
as opposed to these being contracted
out to creative design agencies in the UK
or overseas.

Salaries
Salaries in this market have seen steady

looking for more competitive rates. Clients

increases and candidates are seeking higher

are reacting, offering flexibility and enhanced

salaries and elevated total package value in

salaries and rates to attract top talent to

order to make a move and leap into a new

their business.

Low
Presentation Operator

Day

£38,000

£42,000

Evening

£45,000

£50,000

Night

£55,000

£60,000

Day

£40,000

£45,000

Evening

£45,000

£50,000

Night

£55,000

£60,000

Junior Designer

Day

£26,000

£30,000

Middleweight Designer

Day

£38,000

£43,000

Senior Designer

Day

£45,000

£50,000

Design Manager

Day

£50,000

£55,000

Web Designer

Day

£48,000

£52,000

Art Worker

Day

£34,000

£38,000

Editor

Day

£48,000

£52,000

Workflow Coordinator

Day

£38,000

£42,000

Evening

£45,000

£50,000

Night

£55,000

£58,000

Day

£34,000

£38,000

DTP Operator

role. Likewise, Freelancers and Contractors are

Moving forward into 2019

Proof Reader

The Creative Services market continues to

creative services market and with the ever-

be an exciting career path, attracting high

increasing need for developers in areas

quality Candidates. These professionals are

such as user experience, virtual reality and

progressing quickly on the creative career

mobile technology we only see exciting and

path and moving into senior and influential

innovative times ahead.

positions within the field. We foresee
2019 being a huge growth area within the

High

Contact our team - creativeservices@careerlegal.co.uk
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Salary guide

The Secretarial market in both the financial

substitute for companies struggling to find

and the commercial space demonstrated

the right candidates for their vacancies.

a year of two halves during 2018. The

The recent trend of available positions

confidence of the early part of the year

outweighing the demand for quality

was replaced by uncertainty towards the

candidates continued, as we saw those who

latter months. The looming Brexit reflected

were in the market place had a sense of

indecision with a wide array of companies,

their worth along with a plethora of options.

as they hedged their bets recruitment wise

Location and Flexitime ranked far higher

in 2018. Contracts and temporary contracts

on the ‘wish list’ of job seekers in 2018 as

increased as a result as our Clients decided

candidates, irrespective of the demographic,

on a ‘wait and see’ approach. A lack of

chose to seek a work/life balance.

candidates for jobs also meant that the
temporary option provided a short-term

Salaries
There was a marked change in salaries in

those who chose to stay in their current

2018 as candidates became aware of their

positions where firms offered rises of 2-3% on

self-worth. Many candidates engineered

average to keep in line with inflation.

a huge hike in salaries in certain areas by
moving companies. These far outweighed

Moving forward into 2019
The uncertainty of Brexit has played a

the New Year. The Property Management

major part in the confidence factor of the

and Construction industries show no signs

job market, especially in the Financial

of slowing down and we are working

sector, although this has led to a demand

on recruitment to supply staff to some

of temporary or contractual workers. The

large projects.

increase in long-term temporary bookings
is expected to continue as we move into

Low

High

Customer Service

£18,000

£24,000

Administrator

£18,000

£24,000

Project Assistant

£22,000

£26,000

Site Secretary

£26,000

£32,000

Team Assistant

£28,000

£32,000

Document Controller

£28,000

£35,000

Personal Assistant

£30,000

£40,000

Executive Assistant

£40,000

£50,000

Contact our team - richardwalton@careerlegal.co.uk
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Career Legal has supported the legal community in London and
throughout the UK for nearly 30 years. Starting with a team of just
three, the company has grown into an award-winning organisation
of 65 dedicated consultants covering every legal professional and
business support role.
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From the Magic Circle and the Big Four, to boutique and private
practices, our in-depth knowledge of every specialism has made
us the first port of call for all their recruitment needs. Our unique
expertise has helped 27,000 people find new roles and filled over
400,000 temporary positions.
We’ve always believed that our teams shouldn’t have targets or KPIs
because we’d rather build relationships that last a lifetime. Nothing
is more rewarding than empowering our candidates to reach their
potential. Whether we’re nurturing graduates to become partners
or trainees to become executives, we love to share in their success.

“

We’d rather build
relationships that
last a lifetime.
Nothing is more
rewarding than
empowering our
candidates to reach
their potential.

“

About
Career Legal
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Front of House and Facilities Human Resources

Business Change and IT

Zosia McCaffrey
Director
020 7382 4208
zosiamccaffrey@hyf.co.uk

Sam Stafford
Director
020 7382 4211
samstafford@careerlegal.co.uk

Denis Simpson
Director
020 7382 4232
denissimpson@careerlegal.com

Anthony Webster
Director
020 7382 4228
anthonywebster@careerlegal.co.uk

Sarah Fagan
Account Manager
020 7382 4229
sarahfagan@careerlegal.co.uk

Michelle Church
Manager
020 7382 4285
michellechurch@careerlegal.co.uk

Aimee Baker
Consultant
aimeebaker@careerlegal.co.uk

Dominique Pitt
Practice Lead – Insurance
020 7382 4201
dominiquepitt@careerlegal.co.uk

Simon Vialls
Senior Consultant
020 7382 4246
simonvialls@careerlegal.co.uk

Jessamie Dinler
Recruitment Consultant
020 7382 4237
jessaminedinler@careerlegal.co.uk

Lois Branton
Senior Consutlant
020 7382 4252
loisbranton@careerlegal.co.uk
Jack Lambert
Candidate Resourcer
020 7382 4209
jacklambert@careerlegal.co.uk
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Legal PA

Cat Goble
Candidate Resourcer
020 7382 4212
catgoble@careerlegal.co.uk

Paralegal and Document
Review
Ria Cuming
Senior Consultant
020 7382 4238
riacuming@careerlegal.co.uk
Ruth Witter
Consultant
020 7382 4233
ruthwitter@careerlegal.co.uk
Jaydee Ward
Associate
020 7382 4218
jaydeeward@careerlegal.co.uk

Secretarial Support
Richard Walton
Director
020 7382 4217
richardwalton@hyf.co.uk

Jessica Beswick
Resourcer
020 7382 4202
jessicabeswick@careerlegal.co.uk

Marketing and Business
Development
Scarlette Bagan
Director
020 7382 4225
scarlettebagan@careerlegal.co.uk
Christine Sleigh
Senior Consultant
020 7382 4219
christinesleigh@careerlegal.co.uk
Lisa Brock
Senior Consultant
020 7382 4245
lisabrock@careerlegal.co.uk
Callum O’Connor-Cox
Resourcer
020 7382 4231
callumoconnorcox@careerlegal.co.uk

Risk and Compliance
Adam Spencer
Senior Manager
020 7382 4211
compliance@careerlegal.co.uk

Matthew Boland
Recruitment Consultant
020 7382 4267
matthewboland@careerlegal.co.uk
Vicki Scott
Senior Recruitment Consultant
020 7382 4214
vickiscott@careerlegal.co.uk
Phoebe Heffer
Associate Consultant
020 7382 4288
phoebeheffer@careerlegal.co.uk
Michelle Gager (mat. leave)
Manager
020 7382 4235
michellegager@careerlegal.co.uk

Legal Finance
Zowie Melville
Senior Consultant
020 7382 4212
zowiemelville@careerlegal.co.uk
Dan Whiting
Senior Consultant
020 7382 4249
danwhiting@careerlegal.co.uk
Reece Chubb
Administrator
020 7382 4255
reecechubb@careerlegal.co.uk

Patents and Trademarks
Joe Neilson
Director
020 7382 4291
joeneilson@careerlegal.co.uk

Hayley Charles
Practice Lead – Legal
020 7382 4266
hayleycharles@careerlegal.co.uk
Aj Belaid
Associate Consultant
020 7382 4234
arjunbenbelaid@careerlegal.co.uk
Diego Baynes
Consultant – Technology
020 7382 4206
diegobaynes@careerlegal.co.uk
Abby Nisbet
Senior Consultant – Fintech
020 7382 4204
abbynisbet@careerlegal.co.uk
Roxanne Oloman
Consultant – Fintech
020 7382 4216
roxanneoloman@careerlegal.co.uk

Creative Services
Gemma Grima-Brown
Director
020 7382 4273
gemmagrima-brown@hyf.co.uk
Becci Copeland
Executive Recruitment Assistant
020 7382 4222
beccicopeland@hyf.co.uk
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CAMOMILE COURT
23 CAMOMILE STREET - LONDON, EC3A 7LL
TEL: 020 7628 7117

|

careerlegal.co.uk

  

