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at a glance

feature recruitment

✤ Staff are increasingly confident 
about making a career move. One 
fifth (20%) of respondents have 
changed jobs in the past 12 months
✤ While more confidence in their job 
prospects, many would rather look 
for another job than ask for a rise 
✤ Incentives and bonuses are 
playing a more important part in 
securing and retaining top talent

as Sammons Pension Recruitment publishes its 14th annual salary survey, 
Joanne Whittington goes through the key trends

candidate availability continues to 
decline as demand for talent rises

Sammons Pensions 
Recruitment has recently 
published its 14th annual 
salary survey, based on 

research of the pensions industry, 
trends and opinions across sala-
ries, bonuses, benefit packages and 
recruitment issues.

The Markit/REC Report on Jobs 
(April 2016) reported the number 
of people placed in permanent 
jobs continued to increase during 
March. The strongest rate of growth 
was for executive/professional 
workers. While the rate of growth 
eased to a six-month low, candidate 
availability remains tight, particu-
larly for permanent staff with 
further marked pay growth.

For the second month running, 
the top three areas of anticipated 
skills shortages among both 
permanent and agency workers are 
the same (see Chart 1). 

This indicates a genuine short-
fall in resource availability in key 
client-facing and internal skills 
capabilities critical to UK plc’s 
restoration and growth. 
•	 89%	of	hirers	plan	to	hold	or	
increase permanent headcount 
over	the	next	quarter,	96%	in	the	
medium term, suggesting that the 
majority of employers affected by 
raised costs (National Living Wage, 
April 2016) will find other means of 
accommodating them;

•	 Between	62%-71%	of	businesses	
of all sizes are intent on hiring over 
the next quarter, employers will 
need to compete for available skills;
•	 91%	of	employers	use	agency	
workers to provide short-term 
access to key strategic skills;
•	 97%	of	employers	plan	to	main-
tain or increase temporary agency 
worker head-count in the short 
term,	95%	plan	to	do	the	same	in	
the next 4-12 months;
•	 For	employers,	a	recruitment	
agency’s scale (i.e. depth of 
sourcing capability within key skill 
sets and/or geographical areas) 
is becoming just as important as 
quality of service and price/cost.
Jobs Outlook March 2016 

issues encountered when 
seeking new employment 
There is much increased activity, 
with record levels of employment 
and falling inflation. Employees 

are growing in confidence 
about making a career move. 
One	fifth	(20%)	of	respondents	
have changed jobs in the past 12 
months, with salary cited as the 
main driver, followed by career 
progression and new challenge. 
More	than	a	third	(35%)	of	
respondents feel their salary is 
not in line with the market, and a 
key trend for the past three years 
has been a desire for increased 
flexibility. 

main issues encountered 
when recruiting 
As a specialist recruiter to the 
pensions industry we are seeing 
increasing demand for skilled 
pension professionals, at all levels, 
across the UK. Employers need 
to ensure recruitment procedures 

chart 1: Proportion of 
employers who anticipate 
skills shortage, rolling 
three-month average
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Comments made included:
✤ Better targeting of high-quality candidates; 
✤ We have not compromised on the quality of staff we have sought 
– if the right people are not there we do not take anyone on;
✤ treat every job application with the same enthusiasm as the 
first, and never lose hope;
✤ Waiting until the exact right person comes along. 

2011: 15.2% of respondents had changed jobs in the past 12 
months
2012: 12.5% 
2013: saw a positive increase to 18.7% 
2014: 23.05% 
2015: 19.67%, reflecting increasing confidence/market buoyancy.
Comments made included:
✤ Salary;
✤ career progression;
✤ Seeking improvement in work/home life balance
With the increasing level of opportunities in the industry, 
candidates are able to consider typically more than one 
opportunity to ensure that they move for the right career move.

Key recruitment challenges

Staff turnover data
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 recruitment feature

offer	women	3%	less	than	men	for	
the	same	roles,	and	69%	of	the	time	
men receive higher salary offers 
than women for the same job title 
at the same company. 

The majority of employers do not 

are robust, efficient and nimble as 
competition increases at all stages 
of the recruitment process.

main strategies applied to 
overcome these issues
•	 Internal	re-organisation:	18%;
•	 Offering	part-time	and/or	job	
share	opportunities:	8.5%;
•	 Offering	flexi-time/negotiating	
on	hours:	7.7%;
•	 Recruiting	on	potential	and	
investing	in	training:	47.9%;
•	 Increasing	salary	offers:	16.2%.

Growth in productivity needed 
to sustain salary increases
The typical payrise reported has 
been static for the past four years 
at	2-2.9%.	While	employees	have	
more confidence in their job pros-
pects, for many they would rather 
look for another job than ask for  
a payrise. 

In	a	recent	study	on	gender	bias	
in the workforce by Hired, it was 
found that, on average, companies 

share salary information internally 
or externally but the benefits of a 
greater level of transparency could 
include increased trust between 
employer and employee, more 
accurate benchmarking when 
reviewing salaries, and a reduction 
in the gender pay gap.

Boosting	productivity	has	never	
been	so	important.	Incentives	and	
bonuses are playing a more impor-
tant part in securing and retaining 
top talent with increasingly 
aggressive competition from both 
prospective and existing employer 
counter-offers. 

The pensions industry continues 
to face much challenge and change 
but companies must focus on 
raising productivity. Employers 
need to look at investment, inno-
vation, management quality, skills 
and responsibilities of employees to 
ensure they are as competitive and 
productive as possible. 

Their recruitment and reten-
tion methods have never been 
more important as a key driver of 
commercial and organisational 
success.	Investment	in	training	and	
development is crucial, supporting 
individuals at all stages of their 
careers, whether creating more 
opportunities for those entering the 
world of employment or retraining 
those staying in employment longer 
than previously expected. 

Joanne Whittington is a director of 
Sammons Pensions Recruitment

Respondent’s comments included:
✤ So much change! Speed and breadth of change.
changes brought about by government. constant 
changes to rules and regulations undermine confi-
dence in pensions. the reduction in pension value to 
£1m is a major disincentive to put all savings into a 
pension. Property seen as a more reliable investment; 
✤ legislation complexity and ability to communicate 
simply to members; 
✤ Uncertainty, pension taxation, tax reform, re-en-
rolment, wind-up of final salary pension schemes. 
constant tax changes. Reduced annual allowance 
and lifetime allowances likely to erode senior man-
agement support for pensions even further;
✤ gMP reconciliation; 
✤ lack of pension provision by the younger 

generation with so many other competing demands 
(in particular, paying off university fees and saving a 
deposit to get on the housing ladder); 
✤ Demise of defined benefit (DB), pension increase 
exchanges and similar. longevity. Management of DB 
liabilities/risk. addressing shortfalls of Dc provision; 
✤ lack of expertise following previous cost cutting 
leading to redundancies and loss of experienced peo-
ple to the industry. Supply v demand for good quality 
candidates. lack of talent. Outsourcing/off-shoring 
of admin services to cut costs is diluting the quality 
of staff in the main consultancies/administrators; 
✤ Moving from a sales culture to a service culture. 
the industry not having sufficient time to adapt to 
Freedom and choice/DWP changes. Squeeze on 
resources through commission being removed. 

challenges facing the industry

Potential salary ranges

In-House London South East Midlands &  
South West

North &  
Scotland

Junior pensions administrator £14-26k £16-25k £12-23k £15-23k

Pensions administrator £18-41k £20-35k £18-35k £15-30k

Senior pensions administrator £25-47k £25-45k £25-40k £20-40k

Team leader £31-45k £25-48k £28-45k £25-42k

Administration/operations 
manager/director

£40-110k £35-110k £35-90k £32-90k

Assistant pensions manager £35-70k £35-65k £30-60k £27-60K

Pensions manager £41-100k £50-90k £38-105k £45-110k

Group pensions manager £80-125k £60-140k £65-160k £66-145k

Pensions director (UK-wide) £88-300k+ 

Consultancy/Third Party London South East Midlands &  
South West

North &  
Scotland

Junior pensions administrator £17-23.5k £17-23.5k £15-23k £15-19k

Pensions administrator £18-30k £18-36k £19-27k £17-26k

Senior pensions administrator £24-35k £24-35k £22-35k £21-35k

Team leader £32-47k £30-45k £28-40k £25-40k

Administration/operations 
manager/director

£40-90k £30-110k £40-85k £30-120k

Trainee/assistant consultant £24-40k £25-40k £25-40k £22-35K

Consultant £40-70k £33-65k £35-65k £28-60k

Senior/lead consultant/partner £60-185k £55-140k £50-135k £32-140k

Client manager/director £40-100k £30-90k £35-80k £36-80K

New business consultant £30-100k  
OTE £100K+ 

£30-80k  
OTE £100K+

£30-95k  
OTE £80k+ 

£30-80k 

OTE £80k+ 

To read the latest  
pensions news, visit:  

www.professionalpensions.com
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