
2021 Salary Surveys

The Leasing and Asset Finance recruitment market was quieter 
throughout 2020 compared to previous years but certainly still 
busier than other verticals within Financial Services. 

When we did our market summary and projections at the end of 
2019, nobody could have imagined the global COVID-19 
pandemic! However, the projections that we made 12 months 
ago because ago because of the political and economic uncertainty were 
actually very accurate – “…if the recruitment market follows a 
similar pattern to the 2008 recession, these pieces of 
recruitment may be replaced with businesses tightening the 
‘back end’ of the process by recruiting in Credit Control/
Collections/Asset Management/Litigation.” (LMA Recruitment – 
Asset Finance Salary survey 2019/2020)

WWe had a blistering start to 2020 with a very strong Q1, making a 
number of Senior Credit Underwriter placements as well as 
Sales Managers and Business Development Managers as the 
market remained buoyant following a busy recruitment market 
in 2019.

With COVID-19 battering all business from Q2, we found a huge 
demand for Collections and Recoveries professionals and much 
less in Cless in Credit and Sales. Companies adjusted to the “new 
normal”, embracing 100% remote working and utilising tools such 
as MS Teams and Zoom. We utilised our experience of going 
through the 2008 recession by realigning our strategy to focus 
on these busier areas.

By Q3, Collections and Recoveries vacancies remained very busy 
and salaries had noticeably increased. A Collections Officer 
vvacancy within Asset Finance that may have paid a basic of 
£27,000 in 2019 was now paying circa £35,000.  

Some of the more entrepreneurial Brokerages started recruiting 
BDMs in Q4, trying to capitalise on Talent that had perhaps been 
displaced during the pandemic. We also successfully filled a 
number of Sales Support/Pay-outs vacancies as businesses 
required additional support for their customers and because of 
nnew government payment guidelines.

We successfully made it through 2020 but 2021 will be a difficult 
year to predict. When the furlough scheme comes to an end, 
many companies will need to reduce their workforce, therefore 
causing unemployment to rise. With the current political and 
economic uncertainty the recruitment landscape in the Asset 
Finance industry could change in 2021. Whilst many 
oorganisations will be focusing on their bad debt recovery, others
will want to employ good sales people to bring in their new 
business.

Permanent | Asset Finance & Leasing 

Ultimately, we believe that the Asset 
Finance/Leasing recruitment market is in a 
fairly stable position and we look forward to 
continuing to build on our established 
working relationships as well as servicing 
new Clients, whether they be Tier 1/Tier 2/
TieTier 3 Funders or prestigious Brokerages as 
we grow our portfolio in 2021.

 

Adam Sommeville, 
Manager
adam.sommerville@lmarecruitment.com 
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“Despite market uncertainty due to the global pandemic and 
Brexit, companies still remain positive with the majority expecting
business activity to increase or stay the same in the year ahead.” 

Due to the unprecedented circumstances of the global 
pandemic occurring at the end of Q1 this year, where the 
economic climate and current market conditions are still 
ununcertain, we have seen extraordinary changes in the 
recruitment industry which have evidently resulted in an 
employer led market which has been the first time since the 
previous “great recession” of 2007-09. 

In addition to the global pandemic, many questions will still yet 
to be answered concerning Brexit which will be the key 
determinant factor of hiring market conditions in 2021, especially 
ffor the financial services sector. 

Despite the upturn of more candidates being widely available on 
the market as a result of these adverse economic conditions, the 
challenges finding the right candidates persist, as over 80% of 
employers say that they have experienced skills shortages within
the past year. Salaries have remained stable despite the market 
conditions to address skills gaps, but this is not enough to retain 
ststaff. 

Over 90% of organisations have had to adapt to a “remote 
working” model due to the lockdown restrictions and many 
business and executive support positions have effectively moved 
to a Virtual Assistant model where also over 80% of candidates 
interviewed had never previously experienced working under 
these conditions.  Not only has it been a challenge for employers 
tto trust and empower their support staff but over 75% of business 
support professionals have cited that whilst their duties in 
scheduling international travel arrangements have decreased 
many other responsibilities have increased and the need to 
adapt to using online communication portals such as Zoom and 
MS teams in particular, have increased overall efficiency and 
time management to their executives.  

CandidCandidates applying for Executive Assistant positions still require 
international exposure and there is still an ever increasing 
demand for European languages. The top echelon of candidates 
are required to demonstrate proven experience of working at 
C-Suite and can expect to receive remuneration of around 
£55-70k for positions based in London. Within Financial Services, 
there continues to be a strong requirement for Team Assistants 
on a permaneon a permanent basis. 

Salaries have remained stable for Team Assistants and Executive 
Assistants and this is due to the fact that they are now supporting
larger teams due to the remote working model and/or 
supporting more senior level professionals.  Latest statistics 
show there has been an increase in broadening the role of an 
Executive Assistant, especially within C-suite Executive Assistant 
positions,positions, where they are now more involved with the business 
and there has been a slight uplift in salaries to reflect this 
change. We have naturally seen a decline in Front of House and 
Office Manager positions due to the pandemic but salary levels 
have remain unchanged.

Permanent | Business Support 

In summary 2021 will definitely be an 
employer led driven market, with 
candidates having to be more flexible with 
their search, harnessing their skills and 
experience to achieve their objectives in 
securing permanent employment in highly 
vvolatile and competitive market conditions. 
Please do feel free to speak with any of our 
qualified and experienced consultants in 
the Business Support team for further 
advice. We look forward to working with 
you in 2021. 

 

Alex Levy, Manager
alex.levy@lmarecruitment.com 
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2020 has certainly been a year like no other.

For Commerce & Industry (C&I) Finance we have found varied 
responses in terms of sector; some businesses have been forced 
to reduce hiring and many companies continue to outsource 
their transactional finance teams to serviced centres across the 
globe, due to the pandemic. 

SecSectors that have bucked the general trend continue to hire, 
namely we have seen an increased demand across the finance 
function within Healthcare, Technology & Insurance to name a 
few. Even in these growth areas, companies are starting to 
cautiously expand through recruitment going into Q4 of 2020, as 
opposed to purely replacing headcount if employees leave. 
New roles and Projects continue to drive growth for these 
oorganisations, where demand is understandably high, given the 
nature of the times we are in and the business sectors in which 
they operate.

There is an abundance of highly skilled Finance talent in the 
market due to individuals finding themselves in the unfortunate 
position of being made redundant, understandably through no 
fault of their own. Sectors that have been particularly challenged 
include tinclude travel, retail and hospitality. 

For organisations who find themselves in the fortunate position 
of looking to hire, now is a fantastic opportunity to secure the 
services of some very talented people who ordinarily might not 
have considered a career change a few short months ago. 
Cross-sector talent and considering aligned industries is where 
real headway can be made for Senior decision makers in Finance 
aat present; this comes with a caveat - salary levels should be 
considered and organisations who look to reap rewards through 
below-market rate salaries in the short term could become 
unstuck when the market changes to show some return to 
‘normality’ and should consider long-term staff retention in line 
with salary levels now and during the preceding 12 months.

Another anomaly we have witnessed due to lockdown is 
candidcandidates being readily available for an interview over a video 
call from home. We have found this has speeded up the 
recruitment process for those clients who have continued to hire 
during 2020 and hope that this is a trend that continues to 
positively impact time-to-hire into 2021.

Salaries have remained stable across the C&I sector in 
organisations who have been able to ‘weather the storm’ over 
the past 12 mothe past 12 months, with very little movement. Understandably, 
challenged sectors have seen a large reduction in headcount 
although salary levels within the core finance functions remain 
unchanged, with no discernible increase or decrease in 
expectations from employers. Candidates in the open market 
looking for work are open to considering lower level positions, 
which in effect can be viewed as a reduction in salary, however, 
the job title linthe job title linked salaries remain consistent. Aside from salaries, 
a good work life balance including flexible working is 
understandably now one of the most important factors to the 
majority of finance professionals when considering a new role. 
Home/remote working is the most sort after flexible working 
option, in line with this the most appealing benefits to job 
seekers include generous holiday allowance and good bonus 
ppotential. 

Many of our network of Senior Finance leaders are expecting 
their headcount to remain the same, if not increase, during 2021. 
Some Finance functions have discovered that remote working

Permanent | Commerce & Industry 
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has positively impacted their Finance function, with deliverables 
at an all-time high, taking into account reduced commute times 
and office distractions – remote working has been embraced by 
most.

Overall, many recruitment companies in the UK will be looking 
forward to 2021 in the hope it will bring a more positive, buoyant 
marmarket across the board – there will be challenges with 
impending post-furlough fall-out, but also lots of opportunities 
cross-sector.

Feel free to get in touch if we can support your hiring needs, or if 
you are personally looking for a new opportunity in 2021.

Continued 
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2020 has certainly been a year that nobody will ever forget, to 
say the least. 

From a recruitment perspective we saw an incredibly busy start 
to 2020 (Record breaking Q1 placement numbers and an equally 
buoyant Q2), with Senior Finance placements in Financial Control
and Reporting proving particularly bountiful. This was followed 
bby a rapid decline in vacancies across the sector, as a result of 
organisations reacting and adapting to the first COVID-related 
lockdown restrictions imposed by the Government. Remote 
working becoming commonplace and workplaces in general 
were closed, many expecting the work from home model to 
remain in place until sometime in Q1 2021. 

Q3 saw existing processes close out successfully, followed by 
positions going on hold and hiring fpositions going on hold and hiring freezes as well as a distinct 
lack of new requirements towards the end of the quarter. 
Investment Banks, Brokerage firms, and FS businesses in general
took a pause in recruitment to take stock of what the pandemic 
means for them and how they would respond moving forward. 
Many organisations simply paused their hiring to deal with more 
imminent issues, such as the implementation\uptake of various 
GGovernment schemes, e.g. furlough and business rates relief etc. 
For some external hiring freezes have remained in place since 
the initial lockdown and will continue to do so for the remainder
 of 2020, with reviews due at the beginning of Q1, 2021 to discuss 
allocated budgets and how the pandemic is effecting global 
markets. Hiring for many organisations has been for ‘business 
critical hires only’. 

TheThere have been exceptions to the general rule and firms who 
have made great headway due to the volatility in global equity 
markets have continued to hire, all be it in a more cautious 
fashion than in normal times. In this area, Brokerage clients and 
US Investment Banks have bucked the trend and many have 
seen record-breaking profits this year.

One thing is for certain there has been a lack of movement in the
laboulabour market – people have been less likely to move from a 
long-term, secure role to take up a new position, preferring 
stability over a new challenge or career advancement in most 
cases. The few exceptions to this trend are where we have found 
the opportunity has been. Entrepreneurial individuals 
understanding that the time to springboard is now and take 
advantage of a lack of jobs and lack of movement in their favour. 
Some hSome have managed to secure a role to drive the next stage of 
their career growth. In general, salary levels have remained 
stagnant this year, with no discernible change in basic salary 
levels. The main change we have witnessed is instances of skilled
and experienced individuals willing to be more flexible in what 
they would accept in salary, given the number of people in the 
market who were made redundant. The labour pool is definitely 
biggebigger, however, employers understand that the best people in 
the market are unlikely to accept anything less than their worth 
and quite rightly so. Bonuses are another matter, however, with 
most bonuses being non-existent this year, or at best minimal, 
outside of the well-performing businesses mentioned earlier.

2020 was a period of aligning business strategy for a downturn – 
becoming more agile, reducing overheads and focusing on 
ccore-business that drives revenue and ultimately protecting the 
bottom line as much as possible. During this period the FS 
industry on average displayed 55% less vacancies (compared to 
last year), during the months of July, August and September. Our 
Financial Services teams continued to remain steadfast in 
delivering fewer, yet a steady number of successful placements

Permanent | Financial Services 

The year ahead will continue to prove 
challenging, however, businesses will rely 
on core functions to survive, with accurate 
reporting and financial control being at the 
heart of business decision making and 
therefore an area in demand. Business 
PPartnering and non-critical roles will 
continue to be few in number, with the 
exception being those at a strategic/C-suite 
level, where strategic change is required to 
impact bottom line profitability. 

Below is our salary guide for Financial 
Services/Banking/Investment Banking 
andand we look forward to discussing them 
with our existing business partners as well 
as new prospective clients in the future.

 

Dal Heer, Manager
dal.heer@lmarecruitment.com 
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through leveraging the client relationships that have been 
developed over the 21 years that LMA have been operating, 
particularly in specialist/difficult to fill positions and executive 
search processes. 

Some tough decisions have been made and some are still in the
process of being decided. Q4, 2020 so far, has shown us that 
oorganisations are beginning to rely on Interim measures to allow 
them flexibility around headcount, evident from the lack of 
permanent positions within normally higher-volume positions. 
The forecast for the rest of this quarter and the beginning of Q1 
(Jan/Feb 2021) is a further reduction in headcount from a 
permanent perspective following the end of the furlough 
scheme and further inevitable redundancies as a result of this. 
With the GWith the Government changing and extending the scheme as 
deadlines approach, much will depend on their reaction to 
employment figures and monetary\fiscal policy. 

Looking ahead to 2021 we predict that the end of Q1 will bring 
sign-off for new hiring budgets and planning for the year ahead – 
with business critical roles taking precedent and factoring in 
replacements that are still likely to happen post bonus pay-out 
periods.periods. We expect Q2 2021 to be when the figures in the labour 
market begin displaying some form of return to normality in 
volumes of roles and new hires being made. It is important to 
bear in mind that like-for-like hires can not be made into 
positions that were made redundant, creating major project work 
for many of our colleagues and clients in the Human Resources 
space. 

 

Continued 
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2020 has been a year like no other! 

Then the first ‘lockdown’ hit mid-March and everything changed. 
Many companies were ill-prepared for such a radical change in 
the working environment and recruitment almost stopped 
overnight. HR professionals were immediately asked to assist 
management teams re-evaluate their working strategies, and to 
help manage emplhelp manage employee well-being as a priority. Working from 
home (WFH) became the new normal and inevitably cost cutting 
exercises which included furlough schemes and redundancies 
were discussed, planned and executed. HR obviously playing a 
vital role.‘Business critical’ vacancies continued to be briefed but 
the volumes of vacancies dropped to an all- time low. Most 
employees preferring to ‘sit tight’ in their current employment 
((for security & stability,) as opposed to looking for that next 
challenge and creating movement.  

It is difficult to predict what 2021 will hold, but with the news of 
vaccines becoming available soon, companies and candidates 
will feel much more optimistic for a return to normality. 

However, we have seen positive changes as a consequence to 
the pandemic; more agile working packages being offered, 
bbetter trust & smarter management styles being implemented, 
virtual meetings/interviews being utilised, positive team building 
exercises being applied and most importantly digital technology 
playing a massive part in how we work and really coming into its 
own. 

Salaries on the whole, will remain the same as 2020 and talent is 
being mapped and retained more efficiently.   

HR & Reward | 
Basic Salary (£ per annum) 
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At the start of the year, the mid to senior HR 
market was extremely buoyant with 
movement in Reward, D&I, Global Mobility 
and HR Generalists across all business 
sectors; Financial Services, FMCG, 
Commerce & Industry and Professional 
ServiServices. They all had budgets for hiring, 
processes were mostly quick (in terms of 
job briefing to hire) and many candidates 
were open to exploring new opportunities.

 

Justin Shum, Senior 
Recruitment Consultant
justin.shum@lmarecruitment.com 
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Q1 this year did indeed bring with it ongoing discussions around 
IR35 but also an increase in hiring by a lot of our buy-side clients. 
With growing clarity on how firms approached the regulation, 
alongside a higher degree of certainty around Brexit, we initially 
saw a good flow of permanent hires across a wide spectrum of 
Investment Management clients. This hiring followed a trend set 
in 2019, in thin 2019, in that firms continued to be more stringent in their 
recruitment processes. Most firms are only willing to bring in new 
talent if they have certainty the candidate will add value to the 
business by bringing a niche skillset or standing out in their field. 
This effect was furthered by the outbreak of COVID-19 at the end 
of Q1, which brought significant changes to our daily routines 
towards the beginning of March and resulted in recruitment 
slslowing down during the second half of the quarter.

When looking at recruitment on a permanent basis, the job 
market at the start of Q1 is usually fairly slow in the Finance 
world. With year-end processes taking priority, the main bulk of 
permanent hires start of the quarter tend to be ongoing 
processes which re-gain momentum after the Christmas break 
or critical hires deemed necessary. This was no different at the 
start start of Q1 2020. The remainder of the quarter however, albeit 
somewhat interrupted, saw a continued increase in demand for 
1-3 years post qualified candidates with very specific relevant 
skillsets and industry experience. The demand for this type of 
profile was seen across our Hedge Fund, Private Equity, Asset 
Management and Wealth Management clients who were looking 
to fill gaps in Financial Accounting/Control, Fund 
AAccounting/Control and Fund Finance vacancies.

As COVID-19 took its place in the world’s landscape in Q2, 
Investment firms, by and large, have reacted incredibly well to 
the remote working environment. A number of firms have built 
the operational infrastructure over the past few years to 
seamlessly move to remote working. As expected, Executive 
Search activity dropped during this period, however, business 
criticacritical hires remained ongoing, and if anything, these roles have 
become ‘more critical’ given the current market dynamics. We 
proved to be very active in Finance searches in Q2 and Q3 with 
Debt, Credit and Alternative Investment houses. In contrast to 
this, Mid-level and junior hiring experienced the biggest drop in 
demand, and in the most part we expect these hires to be moved
to 2021, with existing teams taking up the slack.

AA number of candidates are questioning whether this is the right 
time to move. We have noticed candidates become concerned 
about being ‘last in first out’ if they are joining a new firm at this 
time. If candidates/clients are considering moves at this stage, 
our advice is not to rush into anything, to make sure full due 
diligence is done on both sides and there is clear and open 
dialogue so both parties know what to expect in the 
shortshort/medium term. Our clients have adjusted their on boarding 
to virtual platforms, where new employees may not meet their 
colleagues until Q2 2021. Most Investment Managers we have 
spoken with this year over Q3 and Q4 respectively do not expect \
to be back at their desks until June, but in a sense the world 
climate we have been submerged in has left candidates and 
clients adjusting, and feeling acclimatised to the new working 
cconditions, and therefore, feeling better equipped to re-engage 
with recruitment activity in 2021.

The situation has shown that firms/individuals really can work 
remotely and do not need to be sat at a fixed terminal in an office 
day in, day out. We believe this situation will lead to more flexible
working arrangements going forward that firms and 
commentators have paid lip service to for many years, but have

Permanent | Investment Management 

We expected the focus of our 2020 market 
commentary to be around increased job 
flow and the positive response of the 
market following more clarity around Brexit, 
as well as about the ongoing discussions 
around IR35 and how this will continue to 
shape theshape the way Investment Management, 
and more broadly, the way Financial 
Services firms look to hire and retain their 
flexible workforce. Although this prediction 
has had to change as a result of the 
ongoing COVID-19 pandemic, we believe 
that here are reasons to be optimistic and 
thus,thus, will be exploring current and future 
trends.

 

Carlos Roberts, 
Recruitment Consultant
carlos.roberts@lmarecruitment.com 
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not always delivered on. A crisis such as this forces people to 
stop in their tracks and think about their career. Am I in the right 
job, do I want to remain in this industry, do I want a better 
work/life balance? This has been amplified with people having 
more time being in lockdown at home. Given certain jobs (and 
firms) may not exist in a year’s time, people may end up in very 
didifferent situations that they thought at the start of the year and 
throughout 2021. Finance within Investment Management will 
hope to see a bounce back, but as we have experienced this 
year, the world is unpredictable, and the best we can be as a 
community is agile and compassionate.

Continued 
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Although often an out-dated sector in terms of marketing, we 
are noticing that most of our Professional and Financial services 
clients have started to see the importance of digital and online 
marketing, and of course there is a huge rise in the number of 
Fintech and challenger/disruptor brands in this space.  With 
video communications and virtual events becoming a way of life 
almost almost overnight, PS/FS marketing professionals have been 
given an exciting opportunity to be more creative and forward 
thinking than in the past.  

The financial and professional services sectors are historically 
the highest paying in the marketing field, with the best bonuses, 
benefits and pension contributions, but in this ‘new normal’ world 
we are starting to see that employee’s priorities are shifting and 
non-monnon-monetary benefits like work-life balance, cultural diversity in
the workplace and variety of projects mean that cash in the bank 
is no longer the biggest driver when looking for a role.  

Lockdown and social distancing measures have had a huge 
impact on out-of-home advertising and events for brands and as 
a result a lot of companies rapidly dialled down or paused their 
marketing plans, but what has become clear is that this was not 
nenecessarily the best route.  Marketing and communications 
professionals have really come into their own over the last year 
and with regards to crisis and change management around 
Brexit, Covid-19 and the US elections, proving that even in the 
most conservative and conventional of sectors, they are 
adaptable, flexible and agile. 

Permanent | Marketing 

2020 has been a tough year for the 
Marketing sector - marketing departments 
are often one of the first parts of a business 
to lose funding in the face of a crisis, and 
budgets had already been cut due to Brexit 
before the Coronavirus pandemic hit. 
SSaying that, the Professional and Financial 
Services sector has proven to be relatively 
stable and is making a rapid comeback in 
terms of hiring within Communications, 
Marketing, PR and Digital. 

As we enter this post-Pandemic period, it 
really is their time to shine, but what has 
bebecome clear is that this was not 
necessarily the best route and we are 
finding that our clients are urgently 
beginning to rehire where they are now 
finding gaps in their teams and marketing 
offering, to keep them in line with 
competitors.  

 

Danielle Lavin, Senior 
Recruitment Consultant
danielle.lavin@lmarecruitment.com 
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The financial services recruitment market has been through a lot 
of turmoil over the last couple of years - First Brexit and now 
COVID-19, it feels like there has been a constant flow of 
uncertainty in the market for a very long time. When I wrote this 
piece last year I predicted we would be in a much busier market 
around about now and had hoped the long drawn out 
negnegotiation of a deal with the European Union would be long 
behind us, unfortunately things didn’t work out as planned! 

COVID has brought an unpredictability that has meant banks and
financial services have had another year of cautious hiring and 
growth. Most organisations choosing only to replace business 
critical backfills. There were exceptions though, professionals in 
the Loans space have found themselves highly sought after, 
particularparticularly in Loans Administration and Distressed Loans. 
Having said that this doesn’t mean we have seen an increase in 
their salaries. Businesses choosing to take advantage of the 
candidate rich market and not having to offer the larger salaries. 

A continued focus of mine is to promote the Trade Finance space
 to the younger generation. There is a huge candidate shortage 
in junior Trade Finance professionals and I am constantly advising 
businesses businesses to be flexible and consider hiring professionals with 
transferable skills. Companies should think about taking on 
candidates who are ambitious and fast learners, even if they are 
not an exact fit for the job description. 

We continue to see work/life balance be of huge importance 
and even more so due to COVID and the lockdown. Candidates 
often asking about the work from home policy as well as the 
benbenefits package before the salary. Learning and development 
opportunities are also key. Firms who offer cross training, 
self-development and internal moves are seeing higher interest 
in their vacancies and significant retention rates.

There is still a push to move Operations roles to lower cost 
locations either near-shoring within the UK or off-shoring. This 
has had different success rates due to a lack of talent in those 
loclocations especially when looking for experienced individuals.

Permanent | Operations 

I expect the market to continue to be 
candidate rich through 2021 as the 
impending date of IR35 draws ever nearer 
and more interim candidates look to go 
perm. My advice to candidates who find 
themselves seeking a new position would 
be be to embrace digitalisation and innovation. 
With so many fin techs popping up and the 
larger firm investing massively in tech this 
will ensure they remain current and 
relevant.

 

Daniel Baker, Senior 
Recruitment Consultant
daniel.baker@lmarecruitment.com 
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I expect the market to continue to be 
candidate rich through 2021 as the 
impending date of IR35 draws ever nearer 
and more interim candidates look to go 
perm. My advice to candidates who find 
themselves seeking a new position would 
be be to embrace digitalisation and innovation. 
With so many fin techs popping up and the 
larger firm investing massively in tech this 
will ensure they remain current and 
relevant.

 

Daniel Baker, Senior 
Recruitment Consultant
daniel.baker@lmarecruitment.com 
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I expect the market to continue to be 
candidate rich through 2021 as the 
impending date of IR35 draws ever nearer 
and more interim candidates look to go 
perm. My advice to candidates who find 
themselves seeking a new position would 
be be to embrace digitalisation and innovation. 
With so many fin techs popping up and the 
larger firm investing massively in tech this 
will ensure they remain current and 
relevant.

 

Daniel Baker, Senior 
Recruitment Consultant
daniel.baker@lmarecruitment.com 
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I expect the market to continue to be 
candidate rich through 2021 as the 
impending date of IR35 draws ever nearer 
and more interim candidates look to go 
perm. My advice to candidates who find 
themselves seeking a new position would 
be be to embrace digitalisation and innovation. 
With so many fin techs popping up and the 
larger firm investing massively in tech this 
will ensure they remain current and 
relevant.

 

Daniel Baker, Senior 
Recruitment Consultant
daniel.baker@lmarecruitment.com 
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Whilst there was much optimism towards the end of 2019, with 
markets improving and the hope that there would imminently be 
a conclusion to Brexit, no one could’ve envisaged 2020 being the
year it was. What is usually a fluid and job rich market, pretty 
much ground to a halt by April time and that would be the case 
for the following months. Firms tried to figure out what impact 
CCovid would have on their work and resources and a number of 
very difficult decisions had to be made – staff put on furlough, 
pay cuts and unfortunately redundancies. 

For job seekers within the practice space, this has proved to be
the toughest year in memory. What is normally a candidate led
market saw very few vacancies with some excellent candidates
still available on the market. We also saw a number of job offers
being being retracted which left many candidates in a horrible
situation as they had resigned from stable positions and now
didn’t have a job to go to.

The year actually started off very well, particularly in outsourcing 
and cloud accounting with audit and tax remaining steady. After 
the national lockdown was announced in March, with the 
exception of the odd vacancy the market pretty much stood still 
in Q2. in Q2. Momentum started to pick up in the third quarter with a lot 
more confidence to kick-start hiring processes and by Q4 we saw
good levels of job numbers again, although candidates in 
employment were now airing on the side of caution as there was 
still the element of the unknown and they were content to stay in 
a job they knew was secure.

The Big 4 slowed down their recruitment drive across all service 
lineslines whilst the smaller independent firms, generally speaking 
seem to be in a more stable position - with very minimal job 
losses, and not placing anyone on furlough, certainly not any fee 
earning staff and continuing with business as normal. What was 
apparent however was that pay rises were either frozen or not as 
generous as previous years and given the significant increases in 
2019, this wasn’t a huge surprise given what was going on in the 
wworld.

Permanent | Practice 

Whilst it would be very difficult to know for 
sure what is going to happen in 2021 as we 
find ourselves in completely unique and 
unchartered territory, if I was pressed to 
make a prediction I would air on the side of 
optimism. I feel that most firms have made 
the difficult decisions ththe difficult decisions that needed to be 
made and if the end of 2020 is anything to 
go by then I can see this year being a very 
busy year of hiring.

 

Nicholas Nicou, Manager
nicholas.nicou@lmarecruitment.com 
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Audit, General Practice & Outsourcing | 
Basic Salary (£ per annum) 

Tax (Trusts, Personal, Employment, 
Global Mobility, Corporate & VAT) | 
Basic Salary (£ per annum) 
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2020 has been a year like no other with COVID-19, Brexit and the 
US elections providing a lot of uncertainty and big lows as well 
as some highs providing an extremely challenging time for most 
industries and companies. Banks have struggled to make 
profitable numbers and the focus has been on cost 
cutting/saving as well as regrouping to determine the best 
didirection. Fintech and Buy-Side firms have used the market to 
come up with new ideas and instead grow their presence in 
London, as they are more agile, less regulated and have the 
ability to capitalise faster on opportunities.

We have seen that Fraud, Anti Money Laundering as well as KYC 
has proven to be a large growth area during 2020 and expect 
this continue throughout 2021! With people working mainly at 
home this has phome this has provided fraudulent companies and fraudster’s an 
easier way to defraud companies as well as consumers. As such 
the financial institutions have had to respond with stronger teams 
as well as better technology in these areas ensuring faster and 
more stringent checks. 

Regulatory compliance has also remained high on the agenda 
for all Buy and Sell-Side firms, where the primary focus of the 
ComplianCompliance function has been to define the rules and 
frameworks for organisations in order to achieve compliance with
relevant laws and regulations. As well as being able to interpret 
the law the Compliance function also needs to have the skills to:

   Translate the rules into practical guidance for the 
   organisation. 
   Effectively communicate with colleagues. 
      Work cross functionally to embed the Compliance function’s 
   vision, strategy and principles into the organisation’s culture 
   and day to day operations.
   Develop and embed effective compliance training strategies.

While this will remain at the core of the Compliance function’s 
remit, we expect to see an increasing emphasis on ethics, 
culture and principles, with progression gearing towards being 
momore of a ‘trusted advisor’ to the business while simultaneously 
delivering a more competitive advantage.

Organisations are facing increasing scrutiny from external 
stakeholders, as well as regulators of their business practices. 
Those without a strong culture and questionable business 
practices can soon find themselves in the middle of a media 
storm, facing potential business and reputational damage. 
OOrganisations with strong cultures within which people 
understand the organisations stance and principles will be 
better prepared to deal with unforeseen compliance risks. Many 
organisations are however struggling to effectively measure and 
assess their culture, and are therefore missing opportunities to 
influence and shape the culture of the business. Other more 
global trends have been a push away from Hong Kong due to 
the challenging politicathe challenging political situation with a relocation to Singapore 
as well as Switzerland due to the low tax regime.

Aggregating the market data we acquired during 2020, we saw 
salaries and compensation staying pretty flat from the previous 
year. This is not really unsurprising as due to COVID many 
companies have struggled and as such have not been largely in 
a position to increase compensation. 

RRegulators and risk managers have made great strides in 
controlling the forces that sparked the financial crisis more than 
a decade ago. But their success in fighting the last war could be 
feeding a false sense of security now as new threats appear on 

Permanent | Risk & Compliance 

The recruitment market within London is an
ever-evolving one, and 2020 has had a lot 
of challenges with COVID-19 as well as 
financial uncertainty surrounding Brexit. 
Risk teams have had to evolve due to 
remote working and this has bought a lot 
oof challenges. As different risks evolve 
companies have to react quickly and 
effectively to avoid issues. 2021 will 
hopefully see a return to some normality 
however there are some major challenges 
to overcome!

 

Nikolai Balzer, Head of
Governance & Operations 
nikolai.balzer@lmarecruitment.com 
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the horizon. The softening economy is only one potential storm 
banks face today. In an era of rapid technological innovation, 
new threats are emerging almost daily in cybersecurity, artificial 
intelligence, blockchain, and other areas.

The trouble is some financial institutions are so preoccupied with 
financial risks as well as regulations around RWA’s, FRTB and 
IBOR thIBOR that they are missing the bigger picture. This is what is 
known as enterprise risk management. As its name implies, 
enterprise risk management seeks to control the broadest 
possible set of risks, from purely financial ones such as market 
and credit risk to nonfinancial threats such as reputation risk. 

While banks have a sophisticated understanding of financial risk, 
some are less experienced with non-traditional threats such as 
ccyber risk, strategic risk, operational risk, regulatory risk and legal
risk. Such threats have real impacts on financial performance 
across the enterprise. 

While a high-risk loan, for example, can result in a specific 
financial, an embarrassing customer service blunder can harm 
revenues across the enterprise. Ten years ago, enterprise risk 
management was little more than a backwater at many firms. 
The action alThe action all took place in the individual risk silos. Banks that 
embrace enterprise risk management today will be positioned to 
respond quickly to unforeseen troubles tomorrow. Those that do 
not run the risk of making a new set of mistakes during the next 
crisis that could cost shareholders and employees — and, 
perhaps, weaken the banking system itself.

Credit Risk has seen a resurgence this year and will do so for the 
fforeseeable future. COVID-19 has impacted many corporates and 
as such the credit risk teams have been busy re-assessing 
customer’s lending, ability to repay loans as well as other 
financial commitments. This has put a lot of strain on the Credit 
Risk teams and as such they have had to evolve and grow these 
teams at the mid-level.

There has been a lot less movement at the senior end i.e. MD and
CRO lCRO level however this can be attributed to the COVID-19 crisis 
where senior individuals are less likely to look for a new 
challenge due to the unknown!

Market Risk in 2020 has remained relatively flat due to much 
lower trading levels during the pandemic and as such the teams 
have been less active and therefore have required less 
interventions. The areas that have however seen growth are the 
dedebt markets where activity has gone sky rocketing!

On the quantitative side the focus in hiring has been on hiring 
Python coding professionals as Python continues to be the 
dominant coding language for quantitative professionals. 2021 
will bring a host of new challenges as we expect a return to the 
office and some kind of new normal. IBOR transition and FRTB 
are still the main challenges that the Banks are facing in the 
rregulatory landscape. This will continue to drive hiring as well as 
use of the Consultancies such as Deloitte, EY and PWC.

Continued 
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Hedge Funds & Investment Managers | 
Basic Salary (£ per annum) 

Banking, Asset & Wealth Management 
& Brokers | Basic Salary (£ per annum) 

Compliance | Basic Salary (£ per annum) 
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