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INTRODUCTION

The source data has been taken from a review of compensation 
packages across a diverse range of organisations in the region, 
from SMEs to FTSE100 companies, and a variety of industry 
sectors including FMGC, manufacturing, retail, communications, 
public practice and financial services. The detail is supplemented 
with our own perception of the market now that the UK is 
out of recession and how the demand for labour will affect 
remuneration in 2011.

In this survey we have also explored the impact of an economic 
recession on reward practice in South East and how organisations 
plan to use strategic reward to attract and retain key talent.

Walker Dendle’s salary survey is 
an authoritative overview and 
guide to salaries in the Finance 
and Accounting Sector across 
the South East, including Surrey, 
South West London and some 
Middlesex regions. The report 
presents informative and detailed 
information on remuneration 
packages on offer to accountancy 
and finance professionals in the 
regional marketplace.
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Surprisingly, perhaps, permanent salaries 
in the South East remained reasonably 
static in 2010 and, as the UK moves out 
of decline, we are witnessing a marginal 
improvement on average regular pay 
in the second half of 2010. As in 
previous years, organisations continue 
to recognise the value of employee 
retention and many have invested in 
attractive bonus and training schemes 
whilst others offer highly flexible benefits 
packages, tailored to suit individual needs. 
As attention inevitably revisits recruitment 
and talent acquisition we would anticipate 
further improvement in cash allowances to 
complement total reward.

Similarly, interim rates rallied in 2010 as demand 
for flexible workers rose by 17% in Q3 – up 40% 
on the same period the previous year. We predict 
that, with clear evidence of the war for talent becoming 
a feature in 2011, contractor remuneration will continue 
to increase in line with demand as 18% of employers cited 
finance & accountancy vacancies as being  
the hardest to fill.



MARKET EvAlUATION

We reported that, by the end of 2009, the number of high 
calibre finance professionals coming to the market was also 
in decline as candidate confidence in the job market faltered. 
We predicted an acute skills shortage would emerge in 2010 
and that the war for talent would be as aggressive as ever 
translating into an upward swing in compensation packages. 
There was indeed a marked improvement in the local market 
by Q4 and we are pleased to report that, with confidence in 
the UK economy returning, the employment market rallied. 
Year on year figures show an increase of 15% on permanent 
placements with temporary, interim and contract assignments 
showing an increase of 30% (Source: APSCo Index  
September 2010).

There was still evidence of major corporate restructures well 
into 2010, although widespread redeployment of suitably 
skilled candidates in the accountancy and finance space was 
also evident as other organisations sought to build centres 
of (financial) excellence. In 2009 candidates who lost their 
jobs were  often forced to consider pay cuts of up to 25% to 
get back into work, whilst in 2010 these highly qualified and 
experienced individuals were able to claw back some, if not 
all, of the differential. 

A recent survey confirmed that 
investment for growth is firmly 
back on the agenda for businesses 
in Surrey for 2011 and this can 
only be good news for the region. 
52% of those questioned were 
prepared to reinvest at least 6% 
of their turnover in areas such as 
recruitment spend and 42% saw 
a direct link between staffing and 
the drive for commercial growth.

Source: Clydesdale Bank Business Survey
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According to a recent CIPD survey, 50% of employers 
are predicting a boost in overall salary spend in 2011 

as headcount is increased and 35% believe they 
will need to increase individual pay scales. The 

same survey supports our view that recruitment 
and retention is set to be more of an issue than 
ever before and that the highly competitive 
compensation deals on offer are in response 
to the growing need to attract and keep key 
talent to take full advantage of economic 
growth. In the private sector particularly 
there is evidence of a pay differential 
between normal and high performers and 
we believe that this is set to continue for the 

foreseeable future.

By September 2010, the number of vacancies 
available for part and fully qualified accountants 

in Surrey and the South East specifically increased 
by almost 40% on the previous year. The demand 

for candidates with relevant sector and commercial 
experience continued well into 2010 and shows no sign of 

abating in 2011, particularly in the FMCG and hi-tech sectors.
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REMUNERATION RANgEs

sENIOR FINANCE ROlEs

Position Permanent basic salary range per annum (£)

Finance Director (including Group & Divisional Levels & Internal Audit) 80,000 – 125,000

Financial Controller (including Group & Divisional Levels & Head of Finance) 55,000 – 90,000

Financial Planning & Analysis Manager (including Commercial Manager 
& Business Controller)

50,000 – 80,000

Finance Manager 50,000 – 65,000

Senior Accountant (including Group roles & Internal Audit 45,000 – 65,000

QUAlIFIED FINANCE ROlEs

Level Permanent basic salary range per annum (£)

ACA/CIMA/ACCA Qualified with 3–5 years PQE 50,000 – 65,000

ACA/CIMA/ACCA Qualified with 1–3 years PQE 45,000 – 60,000

ACA/CIMA/ACCA Newly Qualified/Passed Finalist 42,000 – 45,000

PART QUAlIFIED ACCA

Level Permanent basic salary range per annum (£)

Professional Level 32,000 – 42,000

Fundamentals Level 25,000 – 32,000
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PART QUAlIFIED CIMA

Level Permanent basic salary range per annum (£)

Professional Competence Level 38,000 – 42,000

Strategic Level 34,000 – 38,000

Managerial Level 28,000 – 34,000

Operational Level 25,000 – 28,000

Certificate Level To 25,000

sENIOR INTERIM & CONTRACT

Position Interim rate range per day (£) PAYE

Finance Director 400 – 600+

Financial Controller 250 – 400

Financial Planning & Analysis 250 – 400

Finance Manager 200 – 300

Senior Accountant 200 – 250

Part Qualified 112 – 135

Accounts /Assistant /Transactional Processing 60 – 112



BENEFITs & AllOWANCEs

Benefits remain an important 
constituent of the remuneration 
package historically being offered 
for both business and moral reasons. 
Over the past two decades astute 
organisations have adopted a more 
holistic approach to rewards which 
are now aligned to the needs of 
business and its employees.

In recognising that pay is not a solitary motivator and offering 
‘total reward’ – a powerful combination of tangible and 
intangible rewards – employers are able to drive forward 
performance improvement. Last year a third of employers 
boasted a reward strategy with a similar number adopting  
a total reward approach. Most encouragingly, 20% of 
businesses felt that this was an area they intended to explore 
and develop in the future.

Bonuses and other cash incentives have become more 
widespread in the last few years, with 48% of businesses 
aiming to review existing bonus schemes in the next  
12 months. The most common types are individual or business 
results-based schemes or possibly a combination of the two.  
In response to the longest and deepest recession in recent 
times, the number of employers that recognise the need to 
offer strategic rewards that are market competitive, but also 
cost efficient, has increased by up to 24%.
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Voluntary Benefits, or ‘affinity benefits’, are 
available for purchase at a discount through 
the employer by employees from taxable 
income or via a salary sacrifice and fall into 
three main categories: health, financial 
and leisure/lifestyle.

Flexible Benefits, or ‘flex plans’, are 
now more commonplace amongst 
major employers, with a further 12% 
planning to adopt this approach in the 
next twelve months. Flexible benefits are 
formalised plans that allow employees 
to bespoke their remuneration through 
salary adjustment and which are very much 
aligned to total reward as they can offer 
greater flexibility in, for instance, annual leave 
entitlement or pension contributions.
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BENEFITs & AllOWANCEs

Overall there has been little change in recent years to the 
suite of benefits offered to employees, which typically 
include:

•	Bonus	Scheme	–	based	on	personal	and/or	company	
performance

•	Company	Car/Car	Allowance
•	Financial	Benefits	–	Occupational	Pension/Discounted	

Household & Holiday Insurance
•	Share	Options
•	Health	Benefits	–	Private	Dental/Eye	Care/Private	Medical	

Insurance/Life Assurance
•	Study	Support
•	Enhanced	Maternity/Paternity	Leave
•	Flexible	Working	Hours
•	Subsidised	Restaurant/Café
•	Leisure/Lifestyle	Benefits	–	Gym	Membership/Childcare	

Vouchers/On site Crèche/Discounted Shopping/Increased 
Holiday Entitlement

•	Season	Ticket	Loan
•	Cycle2Work	Scheme
•	Give	As	You	Earn
•	Social/Team	Building	Events 
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sUMMARy OF KEy FINDINgs IN UK REWARD MANAgEMENT

Benefits provided to all employees Percentage of respondents

Strategic	Reward 33

Total	Reward	Approach 33

Employee	Recognition	Scheme 40

Cash Incentive 71

Non Cash Incentive 30

Individual Based Incentive Plan 58

Business	Results	Driven	Incentive	Plan 47

Combined Incentive Plan 44

Team Based Incentive Plan 21

Ad Hoc/Project Based Incentive Plan 11

Long term benefits/incentives provided Percentage of respondents 2010 Percentage of respondents 2009

Pension Plan 95 95

Executive Share Option Scheme 40 36

Share Incentive Plan 27 29

Company Share Option Plan 23 26

Save As You Earn 17 26

Executive	Restricted/Performance	Share	Plan 35 22

Source:	CIPD	Annual	Reward	Management	Survey	Report	2010	



www.walkerdendle.co.ukwww.walkerdendle.co.uk

Walker Dendle Financial Recruitment
Swan House, 51 High Street, Kingston, Surrey KT1 1LQ   T 020 8408 9999   F 020 8408 0032   E info@walkerdendle.co.uk 




