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MARKET OVERVIEW

The year by no means got off to a smooth start, 
following the capitulation of King & Wood Mallesons 
there was certainly an air of uncertainty around how 
the market would react to a post-Brexit landscape. 
However, firms grasped this opportunity to evolve, and 
if there was one key trend we can take out of the past 
year, it is that firms are now in a state of progression and 
unafraid to take risks to stand out from the crowd. 

We’ve observed this progression manifest itself in a 
range of strategic hires and growth of functions.

Firms have invested in projects and change 
infrastructure, as well as senior level hires across IT, Risk, 
Marketing and BD and even in some cases, Innovation. 
Notwithstanding this firms have also acknowledged the 
changing roles that support teams play, with many firms 
relocating support functions such as PA and secretarial 
en-masse to low cost centres both across the UK and 
further afield internationally.  

The good news surrounding legal innovation is that 
we certainly seem to be a part of a reliant post-Brexit 
landscape, and change is being driven from a need to 
meet the evolving demands of legal services rather than 
a mandatory cost saving exercise. 

For several firms in the City, change has meant 
new service and product offerings as the industry 
braces itself for the rise of Artificial Intelligence and 
technological advancement alongside alternative client 

service initiatives, consulting services and fixed pricing 
models. US firms have made a huge amount of headway 
in lateral hires, with Skadden, Lathams, Paul Weiss and 
Gibson Dunn to name a few continuing an aggressive 
trend of market absorption in the London Market. This 
trend in the American firms has also been replicated 
across their business support functions, investing in 
senior level headcount for support functions more so 
than their UK counterparts. 

SO WHAT DOES THIS 
MEAN FOR RECRUITMENT?
Firms are hiring! The recruitment market is busier than 
ever across the legal space, and firms are reacting through 
flexible approaches to talent attraction, whether that is 
the ability to support a more flexible workforce or base 
roles outside of London. We have also placed a record 
number of part-time roles across 2017 showcasing the 
continually growing importance of adapting to the talent 
community and thinking outside of the box. 81% of our 
survey responses indicated that they have a strong work-life 
balance, with  more than 1/3 of responses noting that they 
had access to flexible working arrangements. 

We’ve also noticed that firms have invested in their 
own talent pipelines more than ever over the past year, 
realising the potential for growth and development 
within internal functions. Roles have diversified, and 
layers have been added to enable people to develop 

2017 will certainly be viewed as a year of change across the legal 
landscape, with firms diversifying their business strategy in terms 
of innovation, structure and client service. As one Magic Circle 
firm demonstrated with their first ever lateral hire in the City, 
this year shows that the most established of firms are willing to 
embrace change. 
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within their remits, securing long term and sustainable 
growth of teams through training, development and 
added responsibility as an alternative to retention 
through financial reward. 

Hiring was boosted in 2017 and bucked a trend of other 
sectors gearing up for a seismic shift in how London 
reacts to a post-Brexit world. However, we saw that 
confidence in job security was the opposite from a 
candidate’s viewpoint, with a massive 65% of people 
saying that they didn’t feel secure in their job. This was 
interesting and clearly highlights a key issue in relation 
to retention of staff in the legal sector; that positive and 
honest communication is integral to achieving long-
term confidence and happiness.

WHAT’S HAPPENING 
TO SALARIES?
Again, wages have risen over the past year on average, 
however at a slower rate than previous years, with a cap 
forming in terms of pay towards the senior end of the 
market; reflected by 30% of our survey demographic saying 
that they hadn’t in fact had a pay rise, and out of those that 
had almost half said it was less than 3%. 

Firms have taken a stalwart approach to making sure that 
salaries at the top end haven’t spiralled out of control 
across business services. That said, salaries at the lower 
end continually edge up, driven by raising expectations 

at a graduate level and the fact that we’re still in a talent 
short market. As for benefits, with 49% indicating that 
they received no bonus, firms are clearly leaning on 
softer benefits to reward and develop their internal talent 
communities. 

WHAT WILL 2018 BRING?
As we look ahead into 2018; we undoubtedly still face 
a talent shortage across the legal sector with proven 
and experienced individuals few and far between. 
With salary and career progression still acting as the 
main drivers for candidates, it’s becoming increasingly 
challenging to meet the demands of clients and laterally 
move talent across at the same level.

However, as salaries start to stagnate we think that 
we’ll certainly see this drive more people to market, 
alongside large scale organisational changes, 
candidates are seeking greater stability and confidence 
in their own development and progression. 

As expert recruiters in the legal sector Career Legal 
are here to discuss how this will affect your recruitment 
strategy across 2018, and how we can help identify the 
best possible talent for your firm. We hope you find 
our survey insight informative and influential for the 
year ahead. 
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LAWYERS

The legal market in London has undergone some significant 
changes in the last year. We are already starting to see 
some of the anticipated effects of Brexit as the appetite 
for transactional work appears to be diminishing and this 
has been reflected in general demand among the relevant 
teams. There has, however, been a marked increase in 
activity in the M&A sector with a growing trend for private 
equity-backed takeovers resulting from the Brexit vote and 
foreign investors capitalising on the cheaper exchange 
rate. Immigration, competition and litigation have all seen 
increased activity as well.

Although the upper and lower limits on salaries have 
remained relatively static, many City firms have found 
themselves having to up their NQ and junior associate 
salaries to compete with the runaway ‘Money Law’ culture 
of some of the US firms that have established themselves 
as the market leaders in pay over recent years. A lot of the 
Magic Circle firms and smaller US firms have increased their 
NQ rates by anything from 5% to as much as 25% to keep 
up with the competition and many of the top 20 law firms 
have increased salaries across the board so, as a result, the 
top junior lawyers in the City are earning more on average 
compared with previous years and there is slightly less of a 
discrepancy between the highest paying firms and the rest 
of the international City firms in London.

Many of the US firms leading the way on salaries have also 
taken steps to address an imbalance between US and UK-
based associates, brought about in part by the toll Brexit 
has taken on the exchange rate. There are also now a higher 
number of US firms forming the elite group at the top, 
offering staggering NQ salaries approaching £125,000, than 
ever before.

The legal landscape in 2018 will be a very interesting one 
to watch with much depending on the outcome of the 
negotiations with the EU. It remains to be seen how many 
law firms’ large corporate clients will move the operations 
of their businesses and how that will affect business and 
salaries for law firms but the last few years certainly suggest 
we will continue to see a bidding war between the top US 
and Magic Circle firms to secure the top junior talent.

We will continue 
to see a bidding 
war between US 
and Magic Circle firms 
to secure 
top junior talent 
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SALARY GUIDE

LOW £ HIGH £

Top tier City firm NQ 70,000 85,000

1 year PQE 75,000 95,000

2 years PQE 80,000 110,000

3 years PQE 85,000 120,000

Medium-sized firms NQ 58,000 70,000

1 year PQE 65,000 75,000

2 years PQE 70,000 80,000

3 years PQE 75,000 85,000

West End firms NQ 40,000 55,000

1 year PQE 45,000 60,000

2 years PQE 50,000 65,000

3 years PQE 55,000 70,000

Small/Boutique firms NQ 40,000 55,000

1 year PQE 42,000 60,000

2 years PQE 45,000 70,000

3 years PQE 50,000 80,000

In-house 0 to 2 years PQE 45,000 70,000

2 to 5 years PQE 50,000 100,000

5 to 10 years PQE 70,000 150,000

10 years plus PQE + 90,000 

US FIRMS

NQ 70,000 125,000

1 year PQE 78,000 135,000

2 years PQE 85,000 145,000

3 years PQE 95,000 150,000
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DOCUMENT 
REVIEW

MARKET OVERVIEW
It has been another busy year for Document Review, 
with a steady increase in requirements for both 
paralegal and qualified document review lawyers.

The requirement for Document Reviewers with 
language skills has continued to be a very large 
percentage of the market share in this space.

Requirements have included Danish, Greek, Mandarin, 
Cantonese, Icelandic, Japanese, Hebrew, French and 
German. We have also supplied multilingual Document 
Review lawyers for Legal Process Outsourcing (LPO) 
companies in Europe and the Middle East, from Paris, 
Berlin and Dubai. In fact, we have seen a general 
increase in LPO activity in the UK and Europe, with a 
number of US based LPOs making enquiries into the 
UK market and establishing themselves here. In 
addition, with an increasing number of law firms 
opening regional offices, LPOs offer a cost-effective 
way to manage Document Review assignments 
in London.

SALARIES
Hourly rates for Document Review paralegals have 
remained the same, at £17 per hour, and rates for 
lawyers have stabilised across most of the market at 
£30-35 per hour. Firms that have sought to reduce these 
now offer standard hourly rates and have struggled 
with retention when candidates are lured away as 
higher-paying opportunities arise. Law firms and LPOs 
are still facing competition from other sectors who are 
recruiting Document Reviewers directly, particularly the 
‘Big 4’ and large investment banks, who are offering 
competitive rates of pay and, importantly, longer, more 
stable assignments. As with previous years, firms have 
paid a premium for in-demand language skills with 
instances of paralegals being offered £40 per hour to 
fend off offers from a consultancy.

MOVING FORWARD
Going forward we expect the Document Review market 
to continue with a similar level of activity in 2018, and for 
the shift to LPO-hosted Document Review to continue 
with more US LPOs setting up in the UK and expanding 
into Europe. The largest banking reviews have scaled 
down, but new requirements are often still banking-
related, along with a number of fraud, competition and 
data protection matters. We anticipate languages will 
continue to be as in demand as ever!

With an increasing number of candidates who are 
seeking employment as Document Reviewers, it is 
becoming increasingly common for clients to foster 
relationships with experienced reviewers and to request 
them by name for future projects. 

Document Reviewers 
with language skills 
have continued to 
represent a very 
large percentage 
of the market share
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SALARY GUIDE

LOW £ph HIGH £ph

UK FIRMS

Qualified Lawyers 31 40

Paralegals 14 24

US FIRMS 

Qualified Lawyers 30 45

Paralegals 17 27

PROJECT MANAGERS 

Temporary 30 50

Permanent 40,000pa 90,000pa

LANGUAGES
(The lower figures relate to paralegals, the higher to lawyers)

LOW £ph HIGH £ph

Arabic 25 35

Cantonese 25 35

Czech 25 35

Danish 30 40

Dutch 30 40

French 20 30

German 25 45

Greek 20 30

Hungarian 30 40

Italian 20 30

Japanese 35 55

Mandarin 25 35

Norwegian 30 40

Portuguese 20 30

Russian 25 45

Spanish 20 30

Swedish 30 40

Thai 30 40

Ukrainian 25 45
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Candidates will 
often find that 
one year of 
experience will 
open up significant 
opportunities

RISK AND 
COMPLIANCE

MARKET OVERVIEW
Risk and Compliance continued to boom in 2017 
with a number of notable trends:

• Regional and national firms continue to invest in 
compliance, making significant numbers of first 
time hires at senior levels and/or replacing senior 
home grown risk. Professionals with more seasoned 
compliance professionals who have spent time at 
multiple other firms.

• Larger firms continue to invest in new software, 
almost without exception looking to Intapp when 
upgrading. Implementation of this software appears 
to have taken significantly longer than expected in 
many cases.

• Partly on the back of new software, as well as due 
to general growth, risk functions are increasingly 
moving more basic aspects of clearing conflicts and 
undertaking CDD out of London with firms taking 
advantage of their own real estate in places such as 
Leeds, Manchester, Glasgow, Sheffield, Belfast.

• Recently a number of firms have been looking overseas 
to expand their functions in place such as Warsaw. 

• US firms continue to invest in high end London talent 
for senior positions in their UK risk functions - there 
is notably more interest in AML & Sanctions skillsets 
from these firms who historically have had less of an 
interest in this due to the lack of ML regulation for law 
firms in the US. 

• There have been a number of notable senior 
appointments of non-lawyers at top firms, including 
Magic Circle firms, demonstrating an appreciation of 
the deep understanding of risk and compliance that 
sits in a pool of candidates largely unqualified but in 
no way less able to deal with the difficult dynamics 
of partnerships. 

SALARIES
The best salaries on offer have continued to rise 
whilst at the same time many firms have not moved 
their salary ranges in a number of years, therefore the 
range of salaries on offer is increasing in breadth. LPC 
graduates can at times command starting salaries of 
£35,000-40,000 whilst there are still firms paying closer 
to £25,000 and looking for some experience at junior 
level. At the top end we have seen firms making very 
significant counter offers to retain senior talent that 
has secured offers elsewhere. We are also seeing many 
firms having to reconsider their entire risk function’s 
salary banding in order to hire new talent without 
disturbing the internal balance; external hires are often 
looking at salaries far above what a firm may currently 
be paying equivalent staff. Those firms that have 
been slow to adjust their salary bandings are seeing a 
huge loss of talent as this market continues to provide 
the ability for candidates to move at an early stage. 
Candidates will often find that one year of experience 
within a new role will open up a variety of significant 
opportunities elsewhere and firms are struggling 
to hold on to candidates where they are not able to 
progress them internally. It should be noted that there 
continues to be no unity of title or structure across 
firms and therefore comparisons of salary based on title 
alone can be incredibly misleading. 

MOVING FORWARD 
2018 will be an interesting year. We predict candidates 
will be more selective around the roles that they 
consider. At the same time, as a number of well-
established risk functions at larger firms have had 
recent significant promotions we expect seasoned risk 
professionals who have lost out to colleagues to be 
looking more actively for very senior opportunities, 
especially where there is the possibility to broaden 
their role.
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SALARY GUIDE
LOW £ HIGH £

Administrator/Assistant 23,000 30,000

Compliance Officer/Analyst 28,000 45,000

Senior Compliance Officer/Analyst  40,000 60,000

Entry Level Lawyer 35,000 55,000

Senior Risk & Compliance Lawyer 50,000 75,000

Compliance Manager 65,000 140,000

Head of Department/Risk Partner/General Counsel 130,000 400,000
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MARKET OVERVIEW
The paralegal market remained busy and exciting 
in 2017, with a continued demand for both 
temporary and permanent paralegals from firms 
and organisations of all sizes.

Litigation was once again the busiest area, but 
we also saw a number of transactional roles on 
the temporary side, which tended to be longer 
in duration than the litigation roles.

On the permanent side, we saw an increase in roles 
that were permanent in favour of rolling contracts, 
especially on the transactional side. With an 
increasing amount of LPC graduates in the market, 
clients have become even more in favour of hiring 
candidates who have already secured training 
contracts for 1-2 years’ time. 

The demand for languages continued, Spanish 
speakers in particular have been a constant 
requirement throughout the year. We also saw an 
increase in the need for Japanese, Danish, Russian, 
Icelandic, Dutch, Hebrew and Korean speakers. 
These tended to be for document review projects 
(please see page 6 for further information on 
Document Review).

SALARIES
Entry level salaries remained similar to 2016 at £25k and 
the temporary rate remained steady at £17 per hour for 
UK firms but rose to £20 per hour for US firms. The areas 
that are perceived to be more exciting by candidates, 
such as IP and media, can attract the top candidates 
with lower salaries, but for other areas, although 
candidates do weigh up a number of factors, salary 
is still a major factor for most. Language-specific roles 
tend to pay slightly more, and paralegals can earn up 
to £30 per hour. 

MOVING FORWARD
We expect the permanent paralegal market to remain 
constant, with leavers being replaced and increases 
in headcount during busy periods. In terms of the 
temporary market we expect to see further increases, 
particularly for languages, as new projects with 
an international aspect find their way to London.

We are beginning to see an increase in paralegal 
managers to combat the challenge that firms face 
in the retention and management of large paralegal 
pools. A paralegal manager can help centralise and 
allocate temprorary, contract and permanent paralegal 
resources fairly and evenly throughout the firm when 
requirements arise.

PARALEGAL

International 
projects with 
languages are on the 
increase in London
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SALARY GUIDE
LOW £ HIGH £

General entry level 0 to 6 months 28,000 30,000

Paralegal Coordinator/Manager 35,000 65,000

Litigation 0 to 6 months 27,000 30,000

6 to 12 months 28,000 32,000

1 year plus 30,000 35,000

Corporate 0 to 6 months 27,000 30,000

6 to 12 months 28,000 31,000

1 year plus 30,000 35,000 

Banking/Finance 0 to 6 months 27,000 32,000

6 to 12 months 28,000 34,000

1 year plus 30,000 34,000

Real Estate 0 to 6 months 27,000 30,000

6 to 12 months 28,000 32,000

1 year plus 32,000 45,000

IP 0 to 6 months 25,000 30,000

6 to 12 months 28,000 30,000

1 year plus 30,000 34,000

US FIRMS 

General 0 to 12 months 30,000 34,000

1 to 3 years 34,000  39,000

3 years plus 37,000 45,000
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PATENT AND 
TRADE MARK

MARKET OVERVIEW
2017 panic, what panic, business is booming! With 
on-going political influence on all business, how 
pleasantly surprising that 2017 proved such an 
excellent year. Our experience in the Patent and Trade 
Mark support arena this past year has seen our clients 
recruiting to address increased business and therefore 
growth. Whilst not all firms have been proactively 
developing, the majority of established firms have 
been more progressive in their pursuit of market share 
and accommodating their client needs. 

We have witnessed the continuing development of 
Patent and Trade Mark support roles, particularly in 
the secretarial and paralegal roles. Private practices 
continue to evolve the secretarial support with more 
enlightened firms embracing the opportunity to evolve 
the secretary into a more paralegal support, directly 
supporting the clients on behalf of fee earners in all 
related administration and costings thereby offering, 
in essence, a paralegal support. 

SALARIES 
In developing the ability to provide an ever-improved 
attorney support, the expectation for salaries has risen 
whereby an experienced candidate in Patent support 
will be demanding salaries of £40,000 and above. This 
has an impact on more junior candidates who aspire 
to the higher salaries, but without the experience are 
appreciating it’s better to stay and train, a benefit of 
which is staff retention.

Qualified ITMA Trade Mark paralegals are certainly 
in demand, commanding up to £50,000 – these 
candidates have a wealth of experience, are charging 
out their own work and, at this level, will be undertaking 
Msc IP and Nottingham Law School in order to qualify. 
Our experience of Records Formalities and Renewals 
has been steady in terms of salary although the 
experienced individual who proves to be a ‘must have’ 
employee will attract a significant raise in salary to get 
them across the line. 

MOVING FORWARD
Whilst we remain in unchartered waters in Europe 
we have seen IP practices future-proof themselves in 
continuing to develop their European offices. We have 
also seen continued activity in law firms offering full 
360 degree IP services and, similarly, Patent & Trade 
Mark practices developing their litigation offerings 
to complement Patent & Trade Mark practice. 

We therefore anticipate a continued mood of 
confidence into 2018 with clients seeking to improve 
their productivity of support staff and at the same 
time develop their working experience through 
enhanced wellbeing and work/life balance, ultimately 
retaining employees for longer and enriching the 
employment experience.

In 2018 we 
anticipate continued 
confidence in the IP 
sector
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PATENT AND TRADE MARK 
ATTORNEY SALARY GUIDE

LOW £ HIGH £

Trainee Patent Attorney 0 to 6 months 27,500 36,000

Part-Qualified Patent Attorney 
(Post-Foundation QMW)

36,000 43,000

Finalist Level Patent Attorney 46,000 58,000

Newly Qualified Patent 
Attorney (CPA/EPA)

1 to 2 years’ PQE 70,000 79,000

3 to 4 years’ PQE 80,000 90,000

5 years’ plus PQE + 90,000 

Trainee Trade Mark Attorney 25,000 33,000

Part-Qualified Trade Mark Attorney 34,500 42,000

Newly-Qualified Trade Mark Attorney 45,000 54,000

1 to 2 years’ PQE 56,000 72,000

3 to 4 years’ PQE 73,000 80,000

5 years’ PQE + 80,000

PATENT AND TRADE MARK 
SUPPORT SALARY GUIDE

LOW £ HIGH £ Typical £

Patent 
Secretary

1 to 2 years 23,000 29,000 25,000

3 to 4 years 28,000 38,000 36,000

5 years plus 29,000 45,000 38,000
Patent
Paralegal

34,000 42,000 38,000

Patent 
Records 
Clerk

1 to 2 years 24,000 28,000 26,000

3 to 4 years 29,000 39,000 35,000

5 years plus 36,000 48,000 37,000

Patent 
Formalities

1 to 2 years 22,000 29,000 26,000

3 to 4 years 28,000 38,000 36,000

5 years plus 34,000 46,000 38,000

Patent 
Renewals 
Clerk

1 to 2 years 24,000 28,000 26,000

3 to 4 years 29,000 38,000 36,000

5 years plus 36,000 43,000 41,000

Formalities 
Records 
Supervisor

46,000 62,000 52,000

Head of
Records 
Formalities

52,000 105,000 72,000

LOW £ HIGH £ Typical £

Trade Mark 
Secretary

1 to 2 years 23,000 28,000 25,000

3 to 4 years 28,000 37,000 34,000

5 years plus 32,000 42,000 37,000

Trade Mark 
Formalities

1 to 2 years 23,000 28,000 25,000

3 to 4 years 28,000 37,000 34,000

5 years plus 32,000 42,000 37,000

Trade Mark 
Records

1 to 2 years 22,000 26,000 25,000

3 to 4 years 29,000 38,000 32,000

5 years plus 32,000 41,000 36,000

Trade Mark 
Renewals

1 to 2 years 23,000 28,000 25,000

3 to 4 years 30,000 38,000 35,000

5 years plus 32,000 43,000 37,000

Trade Mark 
Administration 
Manager

45,000 78,000 68,000

Trade Mark 
Paralegal

1 to 2 years 22,000 26,000 24,000

3 to 4 years 28,000 40,000 34,000

5 years plus 38,000 52,000 42,000
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LEGAL PA

MARKET OVERVIEW 
2017 has continued in a similar vein as 2016, with a 
steady increase in demand for experienced legal PAs.

The main factor affecting the market has been the high 
number of restructuring projects major City law firms 
have undertaken. These projects have redefined the role 
of the legal PA and what a firm requires from their PA 
function. As a result of these restructures, a large amount 
of PAs have taken redundancy as their skill sets and softer 
skills are no longer aligned to the new PA model. 

This has also created a significant demand for firms to 
then hire more highly-qualified, commercially-aware PAs 
to fill the new roles; this has led to a spike in demand 
and consequently salary inflation, particularly for the 
very best performers and high achievers.

As firms recognise that much of the routine 
administrative work can be handled by more junior 
administrative assistants, these restructuring projects 
have normally resulted in additional redundancies. 
Employing administrative assistants to carry out more 
menial tasks is not only cost effective, but it also allows 
PAs to focus on the more challenging organisational 
tasks. This has reduced the headcount and costs for 
legal PAs in some firms quite significantly.

In addition to this, firms are increasingly utilising 
technology to enable more document-based work to be 
outsourced or sent to regional hubs. With a growth of 
firms developing these lower cost regional hubs to offer 
competitive pricing, this has inevitably affected the 
volume of vacancies seen in the London legal PA market 
with a steady drift to the regions of work particularly the 
more routine work.

The effect of Brexit was not as we expected. Other than 
a very small pause in early summer, recruitment levels 
so far have continued with little effect. Whether this will 
continue remains to be seen.

From the candidate’s perspective, in previous years 
when there have been widely reported redundancies 
in the market, candidates tend to approach new 
opportunities with caution and are often reluctant to 
move, however with the high volumes of newly created 
PA roles generated, we have seen a fairly optimistic 
mood in the legal PA population, resulting in candidates 
taking a more positive approach to new opportunities.

SALARIES
Overall salaries have been fairly constant; however, we 
have seen spikes for the most highly-skilled with salary 
offers increasing above inflation with offers regularly 
being made in the £44,000-48,000 bracket and even 
for the most senior PAs to just under £65,000. As there 
is a greater demand at the junior end caused by firms 
reallocating more routine tasks from experienced PAs 
it has led to a slightly higher than expected increase 
in salaries.

MOVING FORWARD 
The `traditional` secretarial role is disappearing. Firms 
are managing their secretarial staff better, with better 
training, mentoring and incentives. The role of the legal 
PA is rapidly developing, offering more engagement 
with business development, client interaction, projects 
and PAs need to be far more commercially aware than 
before. This opens up exciting new opportunities for 
the new breed of Legal PA but on the other hand, 
traditional legal secretaries who are either unable or 
reluctant to adapt will find themselves in a position 
where their skillset is not in great demand and 
opportunities are limited. 

The role of the Legal 
PA continues to 
evolve
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SALARY GUIDE
LOW £ HIGH £ Typical £

UK FIRMS

Legal PA Entry level 18,000 24,000 22,000

6 to 18 months 22,000 34,000 26,000

18 to 36 months 28,000 36,000 32,000

Float 37,000 42,000 40,000

Partner Level 37,000 44,000 40,000

Senior Partner/HOD  40,000 60,000 44,000

COO/Managing Partner 46,000 63,000 50,000

Coordinator/Team Leader 42,000 50,000 46,000

Group/Department Manager 48,000 70,000 52,000

PA Manager 50,000 85,000 65,000

US FIRMS

Legal PA Entry level 20,000 25,000 23,000

6 to 18 months 23,000 36,000 28,000

18 to 36 months 28,000 38,000 34,000

Float 38,000 46,000 42,000

Partner Level 38,000 48,000 42,000

Senior Partner/HOD 42,000 60,000 48,000

COO/Managing Partner  48,000 68,000 52,000

Coordinator/Team Leader 44,000 52,000 48,000

Group/Department Manager 48,000 65,000 55,000

PA Manager 52,000 90,000 70,000
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ACCOUNTING AND 
LEGAL FINANCE

MARKET OVERVIEW
2017 saw the Legal Finance area grow from strength to 
strength despite political uncertainty dominating the 
UK government and Europe. Firms of all sizes continued 
to invest in finance-related positions with candidates 
from an eBilling, Billing, Pricing, Revenue, Cashiering 
and PQ/Qualified background being in ubiquitous 
demand across London firms throughout the year. 

The dearth of applicants in areas such as eBilling has 
seen a hike in pay rises of up to 30% by candidates 
moving from firm to rival firm, whilst areas such 
as Finance Systems have seen many form a rapid 
promotion from an analyst to a managerial role. 
‘Counter offers’ are prevalent amongst staff and firms 
within this arena, with good candidates being at a 
premium, often hindering the growth that firms are 
looking for, with the finance department being the 
driving force that streamlines their business model. 

Partnership Accounting is another area in huge demand 
with legal clients looking to source candidates from 
outside of law, looking to accounting practices for their 
talent. Systems based roles also seem to be taking an 
upward trend with updates and conversions happening 
with Elite 3E and Aderant. The fusion between IT and 
Finance gets closer every year.

Overall it has been another busy year with the recent 
trend of vacancies outstripping the demand for good 
candidates. Speed of turnaround from our clients’ 
recruitment teams has often been the difference 
between securing the best candidates for the roles, 
with those who are faster in the process from ‘cradle to 
grave’ recruitment, usurping their rivals.

2017 saw a number of the larger firms are moving or 
have moved their Business Services areas away from 
London to the provinces. Cost saving and a shortage 
of applicants in the capital has made cities such as 

Manchester or Bristol more attractive to staff. This has 
opened up an increase in regional opportunities as 
candidates look to other areas and question their work 
life balance ratios.

SALARIES
Compared to the previous years of salary hikes of 5-6%, 
2017 saw a slowdown in line with the economy in certain 
roles with the Finance area, whereas others saw even 
larger leaps. A drought in applicants has fuelled this, 
with many candidates aware of their ‘market worth’ and 
using this as leverage to negotiate their remuneration. 
An increase in the ‘counter offer’ saw many receive 
salary increases, especially those in highly-skilled 
roles, although a significantly high proportion of those 
receiving such an offer, often returned to the market 
within a remarkably short timeframe.

2017 also saw many law firms invest in other areas of 
their staff. As well as generous salaries, firms offered 
the usual benefits along with an increased emphasis on 
areas such as wellbeing and financial wellbeing. A trend 
towards pastoral care seems to be the theme amongst 
Human Resources departments towards staff.

MOVING FORWARD
Uncertainty seems to be the theme word whenever we 
look at the media and 2017 even saw experts such as 
political polls get the forward thinking trends wrong. 
2018 should paint a similar portrait to 2017 with eBillers 
and systems-based finance professionals being in 
demand. Mergers and acquisitions will continue to 
see Business Services groups move away from London 
but this still shouldn’t detract from a booming market. 
The ability of firms to react quickly and with a flexible 
Human Resource process will be crucial to retaining an 
advantage in a candidate-driven market. The future still 
looks extremely robust.

EBillers and systems 
based finance 
professionals remain 
in demand 
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SALARY GUIDE
 LOW £ HIGH £

Accounts 
Payable 

Assistant 20,000 25,000

Clerk 26,000 33,000

Supervisor 40,000 50,000

Manager 45,000 60,000 

Legal Cashier/
Accounting

Assistant 20,000 28,000

Clerk 30,000 35,000

Supervisor 38,000 45,000

Manager/Head of 45,000 65,000

Billing Assistant 23,000 28,000

Clerk/Coordinator 28,000 36,000

Supervisor 36,000 44,000

Manager 45,000 60,000

eBilling eBillling Coordinator 35,000 45,000

Senior eBilling 35,000 45,000

Revenue Control Assistant 23,000 33,000

Controller 32,000 45,000

Supervisor 45,000 55,000

Manager 50,000 80,000

Credit Control  Assistant 22,000 26,000

Controller 30,000 38,000

Supervisor 40,000 45,000

Manager 45,000 70,000

 LOW £ HIGH £

Accountants Part Qualified 28,000 45,000

Partnership 
Accountant (PQ)

38,000 45,000

Partnership 
Accountant (Qual)

45,000 65,000

Business Analyst 47,000 68,000

Financial Accountant 46,000 62,000

Management 
Accountant

47,000 61,000

Manager 62,000 78,000

Finance 
Systems

Analyst 45,000 65,000

Accountant 47,000 70,000

Manager 75,000 120,000

Executive 
Management 

 

Finance Manager 65,000 82,000

Finance Controller 77,000 110,000

Finance Director 100,000 250,000
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HUMAN 
RESOURCES

MARKET OVERVIEW
2017 saw an increased demand for HR professionals across 
permanent and interim hires when compared to 2016. 
We have seen a slight decrease in contract roles in 2017 
which may be indicative of firms increased confidence in 
the market post-Brexit and general growth in the sector, 
resulting in an eagerness to secure staff into permanent 
positions. Contracts for maternity cover have, however, 
remained fluid in the market. Overall, September and 
October were our busiest months, and we also saw an 
increase in vacancies in February and May.

We have seen substantial recruitment in both Learning & 
Development and Graduate Recruitment & Development 
departments, particularly at the senior end. Firms are 
continuing to acknowledge the importance of training and 
development for their staff, investing in strategies to attract 
the best talent at the graduate level. Firms are also setting 
up new in-house recruitment teams or expanding those 
already existing, resulting in an increase in Resourcing 
& Lateral Recruitment roles, in both business services 
and fee-earning areas, particularly at the advisory level. 
We continue to work alongside these in-house teams in 
partnership to deliver the best talent. We have also seen 
an increase in HR recruitment with international firms with 
headquarters in the US.

Employees continue to look for roles that offer agile and 
flexible working arrangements which firms continue to 
encourage and support. The market remains driven by 
candidates and as a result we have seen counter offers and 
internal promotions alongside progression plans as firms 
attempt to retain their top talent.

Position title with regards to  function and required 
capability differ from firm to firm, highlighting the 
importance of understanding client needs in terms of team 
structure and role requirements. Providing a consultative 
approach to our recruitment process has remained 
paramount. At the more senior levels many firms seem 
to be recognising the importance of finding the right 
candidate for their team, identifying how they can develop 
roles to leverage the experience of top talent.

SALARIES
We have seen an increase in salaries across most areas 
of HR and at all levels. Salaries have elevated slightly 
within both generalist and recruitment-focused roles, 
whilst we’ve seen a significant increase within Learning 
& Development, particularly at advisory, senior advisory 
and manager levels. This increase in salaries seems 
to be driven by candidates available in the market 
at the time.

Reward/Compensation/Benefits and Systems roles have 
remained steady across recruitment over the year and 
this has been reflected in minimal changes to these 
salaries. This is also the case for Diversity and CSR 
based roles.

MOVING FORWARD
As the HR market remains buoyant, we expect to see a 
wide variety of roles throughout the year. 2018 is already 
looking to be busy with a number of roles across both 
generalist and specialist areas.

Firms appear to be focusing more on wellbeing, both 
health and financial, and we expect this to result in an 
increase in vacancies within the Diversity and Inclusion 
space. The focus around attracting and retaining talent 
will see firms directing their recruitment around this 
and firms will continue to promote and backfill roles 
internally where possible. 

GDPR is a key subject and with new legislation being 
implemented we will see firms investing and focusing 
in this area, possibly seeking consultants and systems 
specialists to support and meet regulations.

2018 will see an increase in firms looking at candidates 
within professional services and financial services, 
providing opportunity to broaden the experience within 
the HR functions. We will also continue to see firms 
recruiting candidates outside of the legal profession, 
adding diversity to their teams.

Key focus for HR in 2018 
will be attraction and 
retention
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SALARY GUIDE
LOW £ HIGH £

Generalist Administrator 25,000 30,000

Assistant 28,000 32,000

Advisor/Officer 35,000 48,000

Senior Advisor/
Assistant 
Manager

45,000 52,000

Manager 55,000 70,000

Business Partner 65,000 90,000

Head of HR 75,000 90,000

HR Director 80,000 140,000

Recruitment/
Resourcing/
Graduate 

Administrator 26,000 30,000

Assistant 28,000 32,000

Coordinator 30,000 34,000

Advisor/Officer 35,000 50,000

Manager 50,000 70,000

Director 75,000 95,000

Learning & 
Development/
Talent 

Administrator 26,000 30,000

Assistant 28,000 32,000

Coordinator 30,000 34,000

Advisor 35,000 45,000

Manager 50,000 90,000

Director 85,000 110,000

LOW £ HIGH £

Reward/
Compensation/
Benefits/Systems

Administrator 26,000 30,000

Assistant 28,000 32,000

Advisor 35,000 45,000

Manager 55,000 70,000

Senior Manager 70,000 80,000

Director 80,000 120,000

Diversity/CSR Administrator 26,000 30,000

Assistant 28,000 32,000

Advisor 35,000 45,000

Manager 55,000 70,000

Senior Manager 70,000 80,000

Director 80,000 120,000
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MARKETING AND 
BUSINESS DEVELOPMENT

MARKET OVERVIEW 
As ever Marketing and Business Development continue 
to be key growth sectors within law firms. This year we 
have started to see a clear pattern emerging behind 
firms’ goals to create a more client-focussed and sector-
specialist infrastructure at manager level and above, 
supported by strong practice-led support at executive 
level and below. Large firms continue to invest in client 
development and account-led functions, in some cases 
firms are still establishing new teams, with the volume of 
roles still emanating out of the mid-market. 

2017 has seen a lot of recruitment across key practice areas 
such as litigation and corporate. Unexpectedly, finance 
and regulatory have been less prevalent. Sector roles have 
been dominated by areas such as energy infrastructure 
and supporting practices such as project finance. 

The second half of the year has seen a noticeable uplift 
in senior level roles; more firms are investing in senior 
manager level roles with a continued noticeable trend 
towards client-facing remits. 

We have also seen a late surge in the final quarter of the 
year at the entry level point in the market, with volume 
of assistant to coordinator roles certainly picking up, 
subsequently countering the attrition of candidates 
moving into the ever-competitive executive level; and 
equally being hired as new headcount. The temprorary 
market is still much smaller than that at a permanent level 
however firms are more open to flexibility and part time 
roles when recruiting interim positions. 

The biggest growth we have seen in terms of specialisms 
falls within marketing, content and thought leadership, 
with the industry going from strength to strength in 
terms of adding insight and lead generation marketing 
specialists to the ranks of leading law firm, especially 
as firms still vie for their respective industry expert 
positions. These roles now tend to outweigh other 
areas such as PR, communications and bids in terms 
of strategic importance. 

SALARIES
Whilst salary bandings haven’t significantly increased 
this year, compared to previous years of unprecedented 

growth, we have noticed that firms are much more 
willing to invest in talent at the top of their bandings, 
with offers coming in above expectations to protect 
from competing and/or counter offers. 

The biggest uplifts are still being driven at a junior 
manager level, as firms are much happier bridging the 
gap to manager level roles by investing in executives 
to take that step up, navigating the need for a senior 
executive level role. In this case we have seen uplifts in 
the region of 40% become commonplace across both 
UK and US firms. Equally the expectation of candidates 
entering the market at a junior level is moving North, 
and this pressure on the executive banding is what 
ultimately drives a lot of candidates to market  

MOVING FORWARD 
With a busy end to the year, the market shows no signs 
of slowing as we head into 2018. As marketing and BD 
functions grow we certainly see less of a cyclical pattern 
to when roles come up with firms being much more 
proactive around business needs and less reactive to 
annual plans and budgets. 

Interestingly we have noticed the continuation of 
a movement away from London as a defined base 
for marketing and BD hubs. Firms have increasingly 
developed a central service in low cost centres 
internationally, and small to large firms are using 
regional UK offices to hire both new and replacement 
roles. Areas such as Manchester and Bristol are seeing 
the most growth in this regard and we see this as a key 
developing trend for 2018. 

As candidates still show a degree of reluctance and 
hesitancy around moving for new opportunities across 
legal marketing and BD, we think we’ll certainly see a 
continued rise in counter offers across 2018, equally 
with firms investing more heavily in talent retention 
with rewards and benefits, increased pay, training and 
development and more structured progression. 

Finally, with the importance of GDPR regulations 
coming in we will certainly see CRM grow in importance 
with a GDPR focus become more prevalent, as we have 
already started to see firms invest in this area heavily 
towards the end of this year.
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SALARY GUIDE

LOW £ HIGH £

Business 
Development

Assistant 24,000 32,000

Executive 28,000 45,000

Senior Executive 37,000 50,000

Manager 50,000 75,000

Senior Manager 70,000 100,000

Head of 80,000 150,000

Director 100,000 250,000

Marketing Assistant 22,000 28,000

Executive 28,000 38,000

Senior Executive 36,000 45,000

Manager 45,000 70,000

Head of 70,000 80,000

Director 85,000 150,000

PR/
Communications/
Internal 
Communications

Assistant 22,000 28,000

Executive 28,000 36,000

Senior Executive 36,000 45,000

Manager 45,000 65,000

Head of 70,000 80,000

Director 85,000 85,000

LOW £ HIGH £

Events Assistant 22,000 26,000

Executive 26,000 35,000

Senior Executive 32,000 40,000

Manager 40,000 60,000

Database/CRM Assistant 22,000 26,000

Executive 26,000 40,000

Manager 40,000 60,000

Bids Executive 26,000 40,000

Senior Executive 35,000 48,000

Manager 45,000 70,000

Senior Manager 70,000 90,000

Head of 80,000 120,000

Thought 
Leadership/
Content

Executive 35,000 45,000

Manager 45,000 70,000

Research 
and Insight

Executive 35,000 45,000

Manager 45,000 70,000

Client 
Relationship 
Management

Coordinator 30,000 35,000

Executive 30,000 50,000

Senior Executive 40,000 50,000

Manager 60,000 85,000

Head of/Senior 
Manager

80,000 120,000
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FRONT OF HOUSE 
AND FACILITIES

MARKET OVERVIEW
2017 was an extremely buoyant year in the Front of 
House  and Facilities market with the demand for 
temporary, permanent and contract staff remaining 
strong throughout the year. 

We saw a demand for candidates at all levels, with 
clients increasingly considering candidates from other 
sectors and professions with relevant, transferable skills.

We noticed a further rise in temporary to permanent 
recruitment following on from the uncertainty of 
2016, with a lot of firms preferring to offer fixed-term 
contracts to candidates with the view to go permanent 
further down the line. Candidates seemed to have 
noticed this change in the market, with many now being 
more open to longer-term contracts and temporary 
positions than in previous years.

Culture, flexibility and company benefits remained a 
large factor for candidates when considering potential 
employers throughout 2017, with many larger firms 
offering many further and enhanced incentives to entice 
the correct candidates including flexible working hours 
and subsidised travel.

SALARIES
Salaries within the Front of House and Facilities sectors 
remained steady throughout 2017. We did not see a 
dramatic rise in permanent salaries at any level, but 
benefits and overall packages continued to be a leading 
factor for candidates accepting roles.

With the cost of London living soaring ever higher, 
candidates are now seeking the highest wage possible 
but benefits such as season ticket loans, childcare 
vouchers and enhanced pension schemes are 
persuading and allowing candidates to accept positions 
when taking into account the overall package on offer.

Temporary rates saw a slight increase in 2017, with 
many candidates now being more open to the idea 
of temporary and contract work. 

Due to the saturation of the temporary market with 
strong and relevant candidates, temporary pay rates 
increased to stay in line with current expectations 
and keep top talent interested and engaged within 
their roles.

MOVING FORWARD
2018 is looking to be another busy year in the Front 
of House and Facilities sector with an expected surge 
in the early part of the year as economic uncertainty 
stabilises, contract candidates from 2017 come to an 
end and the UK economy grows.

As the market begins to grow steadily, we predict a 
rise in salaries across all levels in Front of House and 
Facilities as firms compete to remain competitive in the 
market and attract and retain the best talent available.

2018 is set to be an exciting year in the world of Facilities 
recruitment and we are ready for the challenge.

2018 is set to be an 
buoyant year in the 
world of Front of 
House and Facilities
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SALARY GUIDE
LOW £ HIGH £

Client 
Services

Receptionist 25,000 30,000

Welcome Host 25,000 30,000

Reception Team Leader/
Supervisor

27,000 32,000

Reception Manager 28,000 35,000

Client Services Manager 35,000 40,000

Switchboard Operator 25,000 30,000

Switchboard Supervisor 27,000 32,000

Hospitality Assistant 20,000 26,000

Concierge/Floor Host 25,000 32,000

Print Room Operator Days 24,000 28,000

Evenings 26,000 30,000

Nights 28,000 32,000

Team Leader 27,000 35,000

Manager 32,000 45,000

Mail Room Assistant 20,000 26,000

Team Leader 24,000 30,000

Manager 28,000 35,000

Archives Assistant 20,000 26,000

Supervisor 24,000 30,000

Manager 28,000 35,000

AV/
Maintenance

AV Technician 25,000 30,000

Maintenance Assistant 26,000 32,000

Maintenance Engineer 28,000 35,000

LOW £ HIGH £

Facilities Assistant 20,000 26,000

Administrator 22,000 26,000

Coordinator 24,000 30,000

Help Desk/Service Desk 26,000 32,000

FACILITIES MANAGEMENT

Assistant Facilities Manager 35,000 42,000

Space/Moves Manager 37,000 49,000

Space/Moves Manager 38,000 55,000

Projects Manager 45,000 95,000

Health & 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

Facilities Manager 45,000 70,000

Head of Client Services 50,000 80,000

Head of Business Continuity 65,000 95,000

Head of Property/Real Estate 60,000 100,000

Head of Administration 60,000 120,000

Head of Facilities 60,000 100,000

Director of Administration 90,000 175,000
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COMMERCIAL 
SECRETARIAL 
AND SUPPORT

MARKET OVERVIEW
HYF Secretarial and Support enjoys a pre-eminent 
reputation supporting banking, finance, construction 
and media businesses with our primary focus in 
the South East recruiting for EAs, Team Assistants, 
Administration and Customer Service. 

2017 saw a surprisingly fluid year, given external 
influences, however, we experienced clients adjusting 
their focus and whilst experiencing excellent growth, 
companies have ring fenced themselves against risk by 
expanding with contractors and temporary staff rather 
than investing in full time appointments. 

The construction industry’s expansion is visible to 
everyone with huge ongoing projects in London and 
the demand for experienced staff being competitive. 
This rise, particularly in the square mile where demand 
for hires has risen dramatically, has created a highly 
competitive candidate pool. Although paradoxically, 
the need for tight project budgets mean that salaries in 
this space were static.  

Similarly in the financial/banking sector where excellent 
performance was the norm in the last year, in an 
uncertain political landscape, banks and financial 
institutions are not investing in permanent support, 
preferring to increase headcount with fixed-term 
contractors and temporary staff. Naturally with banks 
considering relocation, this created another uncertainty 
in the candidate pool. 

Our experience in the media space has been similar 
a story whereby companies have looked to relocate 
non-critical support i.e customer service and therefore 
recruitment in London has been for more technical 
appointments; with on-going development in this area, 
London is increasingly demanding of staff in this space. 

SALARIES
In 2018 we are expecting a similar path to 2017, 
although at a higher volume. With all areas expecting 
growth there is a sense of caution and need for sound 
housekeeping. We are confidently anticipating an 
upshift in critical hires where demand will drive the 
experienced employee to a higher salary. We see 2018 
optimistically albeit with a sense of still being in the eye 
of the storm. 

MOVING FORWARD
Whilst pressure on salaries was an obstacle in 2017, 
particularly at the lower end of the scale in the 
construction field, we see a tipping point in 2018 
whereby, with a reduced candidate pool, productivity 
is affected and therefore an adjustment will happen to 
address the shortfall of talent acquisition. In banking 
and finance we see a continuation of a fluid recruitment 
market whereby firms can weatherproof for the next 18 
months but will not want to make long-term investment 
in permanent appointments unless critical. We are 
therefore experiencing higher temprorary/contractor 
volumes in this space already.  Confident optimism is 
our watch word in the commercial space for 2018.
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SALARY GUIDE
LOW £ HIGH £

Customer Service 18,000 24,000

Administrator 18,000 24,000

Project Assistant 22,000 28,000

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
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CREATIVE 
SERVICES

MARKET OVERVIEW
The niche specialist sector of the Creative Services 
team has seen a surge in growth throughout 2017, this 
has also resulted in a new upturn in candidate range. 
Competition for highly-skilled creatives is intensified 
as the economic conditions have improved resulting 
in increased vacancies across all creative specialisms. 
The division experienced a continued demand 
for presentations specialists during 2017 and the 
requirement for these to also have expertise in graphic 
design is key for our clients. We are continuing to see an 
increase in our clients producing 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. 

Requirements for knowledge of multiple packages 
remain strong as we see more and more requests for 
candidates with exceptional graphics skills in both 
MS Office and Adobe Suite. 2017 also saw a marked 
increase in the request for creatives with knowledge 
and skills in digital learning development. As businesses 
focus on upskilling and training their workforces to 
combat the skill shortage, those with experience in 
this area are a necessity. Recruitment across the digital 
sectors remains steady with clients branching out and 
working on digital platforms with online presence.  

SALARIES
Salaries in this market have seen steady upward 
movement and candidates are seeking higher salaries 
and increased total package value in order to make 
a move and leap into a new role. Likewise freelancers 
and contractors are looking for more competitive rates. 
Clients are reacting, offering flexibility and enhanced 
salaries and rates to attract top talent to their business.

MOVING FORWARD
The Creative Services market continues to be a desirable 
career path, attracting high quality candidates. These 
professionals are progressing quickly on the creative career 
path and moving into senior and influential positions 
within the field. We foresee this year being a huge growth 
area within the creative services market and with the 
ever-increasing need for developers in areas such as user 
experience, virtual reality and mobile technology we only 
see exciting 
and innovative times ahead.

Freelance rates 
have seen a 
steady increase
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SALARY GUIDE
LOW £ HIGH £

Presentation Operators Day 37,000 42,000

Evening 44,000 48,000

Night 52,000 56,000

DTP Operator Day 38,000 45,000

Evening 43,000 47,000

Night 49,000 52,000

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

Proof Readers Day 34,000 38,000
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CHANGE AND 
TRANSFORMATION

MARKET OVERVIEW
One key question is more pressing even than identifying the 
right strategic response: can your firm deliver the significant 
change that is needed?

Technology is shaping the future…. Investing in new 
technologies, embedding them into firm and continually 
innovating both internally and externally enhancing the 
customer experience is key. Robotics, Artificial Intelligence 
and Data Management will all play a huge part in shaping 
a law 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. 

Another big challenge for law firms is globalisation and 
identifying what the global strategy is and operationally 
having the right operating model in place to deliver change 
successfully. 

We are seeing regulatory change (GDPR), skyrocketing 
operating costs, M&A activity and a major rise in 
competition. All these trends have created huge pressure for 
law firm leaders – who must change the way they operate in 
order to remain at the top.

People and workforce needs are changing too, the new 
way of delivering legal services will depend on a range 
of professionals, not only lawyers and so having multi-
disciplinary teams will be key in the future. Law firms will 
need to develop rewarding career paths for these people 
in order to attract and retain them. Agile/Virtual working 
is becoming ever so popular across the industry and 
candidates are attracted to organisations that are in support 
of this.

MOVING FORWARD
2018 has already kicked off to be a busy year in legal 
recruitment with a variety of strategic hires within the 
Project, Change and Technology space as well as significant 
growth within Legal Project Management functions. 

Over the past 3 years, many legal professionals have come 
to acknowledge the importance of project management of 
their commercial framework. Working closely with senior 
partners and their teams, LPMOs are managing large, 
complex legal operations including:

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

• Continuous improvement/Operational effectiveness 
(Lean/Six Sigma)

• Regulatory Change (GDPR effecting every law firm)

• Office moves (onshore/offshore model) and workforce 
relocation 

• Technology Transformation – Data (Business Intelligence 
and Management Information), Analytics, Robotics 

• Strategy lead initiatives (i.e TOM)

• Finance/HR Transformation  

• Resourcing /Team coordination

• Client communications

• Logistics 

Here at DVF, our Project, Change and Technology 
recruitment specialist brand, we 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.

Transformation 
programmes are 
shaping the future of 
law firms
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SALARY GUIDE

 Permanent Contract

LOW £ pa HIGH £ pa LOW £ p/d HIGH £p/d

 CSuite 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 90,000 450 650

Project Manager 50,000 80,000 450 650

Change Manager 60,000 90,000 500 700

Business Analyst 40,000 70,000 400 550

PMO 40,000 60,000 350 500

Operations Operations Manager 60,000 80,000 500 650

Operations Analyst 45,000 55,000 400 450

Business Process 
Consultant 

50,000 70,000 450 550

Process Analyst 40,000 60,000 350 450

Continuous 
Improvement Manager

60,000 90,000 500 600

Lean/Six Sigma 
Consultant

70,000 90,000 550 650

Service Manager 50,000 70,000 400 550

Technology Architect 60,000 90,000 450 700

Developer 50,000 70,000 450 600

Systems Analyst/
Engineer

40,000 65,000 400 550

Test Manager 60,000 75,000 450 600

Test Analyst 45,000 60,000 350 450

Application Support 35,000 55,000 300 450

Business Intelligence 
Analyst

40,000 70,000 400 550

Data Analyst 40,000 60,000 400 500

Information Security 
Manager

65,000 85,000 500 650

Information Security 
Analyst 

50,000 65,000 400 500
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HUMAN RESOURCES
Sam Stafford
Director
020 7382 4211
samstafford@ 
careerlegal.co.uk

Michelle Church
Senior Consultant 
020 7382 4285
michellechurch@ 
careerlegal.co.uk

Jo Innes
Associate Consultant
020 7382 4202
joinnes@careerlegal.co.uk

Amy Matthews
Associate Consultant
020 7382 4243
amymatthews@ 
careerlegal.co.uk

ACCOUNTING AND LEGAL FINANCE
Zowie Melville 
Senior Consultant 
020 7382 4212
zowiemelville@ 
careerlegal.co.uk

Danielle Miller
Senior Consultant
020 7382 4207
daniellemiller@ 
careerlegal.co.uk

Dan Whiting
Senior Consultant
020 7382 4249
danwhiting@ 
careerlegal.co.uk
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MARKETING AND 
BUSINESS DEVELOPMENT

Scarlette Bagan
Associate Director
020 7382 4225
scarlettebagan@
careerlegal.co.uk

David Price
Senior Consultant
020 7382 4245
davidprice@ 
careerlegal.co.uk

Christine Sleigh
Consultant
020 7382 4219
christinesleigh@ 
careerlegal.co.uk

RISK 
AND COMPLIANCE

Adam Spencer
Senior Manager
020 7382 4277
adamspencer@ 
careerlegal.co.uk

PARALEGAL AND 
DOCUMENT REVIEW

Craig Worrall
Senior Consultant
020 7382 4227
craigworrall@ 
careerlegal.co.uk

Ria Cuming
Senior Consultant
020 7382 4238
riacuming@ 
careerlegal.co.uk 

Takis Anatolitis
Senior Consultant
020 7382 4252
takisanatolitis@ 
careerlegal.co.uk

PATENTS AND TRADE MARKS
Joe Neilson
Director
020 7382 4291
joeneilson@ 
careerlegal.co.uk

CHANGE AND TRANSFORMATION
Anthony Webster
Director
020 7382 4228
anthonywebster@
dvfrecruitment.com

Hayley Charles
Senior Consultant
020 7382 4266
hayleycharles@
dvfrecruitment.com

Dominique Pitt
Senior Consultant
020 7382 4201
dominiquepitt@ 
careerlegal.co.uk

COMMERCIAL SECRETERIAL AND 
SUPPORT

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

Corinne Brown
Executive Recruitment 
Assistant
020 7382 4213
corinnebrown@hyf.co.uk 

LEGAL PA
Denis Simpson
Director
020 7382 4232
denissimpson@ 
careerlegal.co.uk

Michelle Gager
Manager
020 7382 4235
michellegager@ 
careerlegal.co.uk

Aimee Baker
Senior Consultant
020 7382 4226
aimeebaker@ 
careerlegal.co.uk

Jo Benson
Senior Consultant
020 7382 4267
jobenson@careerlegal.co.uk

Matthew Boland
Consultant
020 7382 4267
matthewboland@
careerlegal.co.uk

35

CONTAC TS


