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we can identify where the market is
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COVID-19, we had certain expectations

under huge pressure to facilitate

and we look forward to exploring and
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pivoting to the ‘new normal’. This

Against

the

backdrop

that

to

were
with

survival

previously
Information

for

businesses

makes the already diﬃcult challenge to
We have a close connection to the

attract, recruit and manage suitable

people we work with and have reached

‘Talent’ even more pressing.

out

to

our

base

of

associates
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I hope that you enjoy the survey

which we believe makes these results

and I’d like to thank everyone who

an interesting insight into the market.

participated in this research and the

These insights have been validated and

creation of this report.
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industry
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business case studies to support our
initial ﬁndings.
Our intention is to conduct the survey
bi-annually so that we provide a clear
view of the market on a regular basis,
taking

into

consideration

the

unprecedented times we are living
through.

ben.wilson@grovelands.co.uk

These will provide a comparative view
of current market conditions and will
allow ﬁrms and candidates to assess
their

place

Ben Wilson, CEO

in
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market

and

determine how attractive their skills
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Executive Summary
Our participants are reﬂective of the people and organisations we collaborate with
though we have aimed to make our pool of respondents as representative as possible.
The ﬁndings have been validated and augmented with additional external research. As
much as possible, we have encouraged respondents to provide their own thoughts and
opinions on the market and working life.
There were some optional questions which did not require an answer, but the majority
of questions were answered by all.
Industry wise our sample mainly covers Financial Services (including Banking), the Life
Sciences and Software & IT Services.

Our research
industries included:
Other

Energy & Mining

Hospital & Health Care

28%

2%
2%
2%

Medical Devices
Biotechnology

Software & IT Services

15%

Computer & Network Security

3%

5%

17%

Pharmaceuticals

13%

Banking
13%

Financial Services

The majority of our respondents were working for large enterprises of over 1000
employees with small enterprises represented by 11% of our respondents.

Head Count
1 - 50 employees

11%

51 - 250 employees

14%

251 - 500 employee

5%

501 - 1000 employees

11%

1001 - 5000 employees

24%

5001+ employees

35%

Our respondents represent a wide range of roles with perhaps a tendency towards
more senior appointments, a conclusion supported by the age proﬁle of our sample,
with two-thirds being over 40 and can reasonably assumed to be more advanced in
their careers.

Roles
Developer

16%

Programme Manager

14%

IT Project Manager

14%

IT PMO

9%

Technical Business Analyst

8%

IT Director / IS Director

5%

IT Consultant

3%

CTO

2%

CIO

2%

IT Manager / IS Manager

2%

IT Compliance / CSV

2%

Enterprise Architect

2%

Solutions Architect

2%

IT Business Partner

2%

IT Change Manager

2%

Engineer

2%

Other

Under 30

5%
Over 50

28%

31-35

10%

17%

36-40

16%
46-50

24%
41-45

13%

The Market is Resilient
In our survey we didn’t pick up any concern about individuals’ uneasiness about the
current economic gloom which again may point to the sectors we address. A recent
ASINTA survey of ﬁrms highlighted “large swathes of employees nervous about their
own ﬁnancial troubles as well as the company that they work for”.

The Chancellor, Rishi Sunak, has extended the furlough scheme through until the end of
April 2021 (at the time of writing) to give people some hope and security but after an
initial temporary slow-down in recruitment due to COVID-19 we can see that highly
skilled tech talent remains in demand. We do not see the same ‘talent saturation’
experienced by other sectors – something which has driven down salaries and
remuneration packages. IT remains a ‘seller’s market’ with top talent in high demand, and
businesses continuing to invest in recruitment across the salary scales, roles and
responsibilities.
We are seeing an increased need for data curation and expertise in life science
companies; from research and development, to clinical trials, sales, marketing and
manufacturing – given the regulated nature of these companies, transparent and
detailed data is absolutely crucial.
By understanding the marketplace, we seek to empower UK tech talent with insights that
will help clients better understand current hiring trends. This will enable us and them to
take steps to retain talent, and vitally, it will help our associates realise their market
worth.
The Managing Director of a UK life science provider qualiﬁes Grovelands’ expertise; “As a
small, rapidly expanding business, we have to be careful with our staﬀ resourcing. Our
need is for contractors who are technically proﬁcient, but of greater importance is the
cultural ﬁt and having the drive and ambition to grow with us as a business. In our
experience, Grovelands understands our market and our needs, and have provided us
with the right people at the right time. That helps to take the stress out of recruitment”.

Working Practices are in a State of Flux
The ﬁrst lockdowns imposed in response to COVID-19 accelerated digital adoption and
therefore new working practices at a rate that would have seemed unimaginable just a
few weeks’ before. Those ‘temporary’ measures have now been in place for nine months
and many businesses have committed to them through until Spring / Summer 2021. In
this time many new routines established, processes implemented and preferences
fostered.
Whilst it is clear the majority of people would choose to have some in-person interaction
with colleagues in an oﬃce environment quite how often that is likely to be, to do what
and with whom is diﬃcult to establish. An all oﬃce-based workforce and an all remote
workforce are likelier easier to communicate with and coordinate than a blended workforce. The challenge for ﬁrms is not just one of technology and infrastructure but leadership ability, trust and culture.
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Salaries

A wide range of salaries are reported across the survey, spanning diﬀerent job titles and
sectors. To place the survey in context, the Oﬃce for National Statistics (ONS) calculates
the median annual pay for full time employees in the UK is £31,461 (year ending 5 April,
2020), which is up 3.6% on the previous year.
The ﬁndings of our survey suggest that IT is still a high salary, growth market. We also
found that Grovelands-placed IT professionals typically command salaries towards the
top end of the earning brackets for each role.

£160,0000

£140,000

£120,000

£100,000

£80,000

£60,000

£40,000

£20,000

0
CIO

CTO

Developer

Engineer

Enterprise
Architect

Average Salary

IT Business
Partner

IT Change IT Compliance
IT
IT Director/
Manager
/ CSV
Consultant IS Director

Target Salary (low)

IT Manager/
IS Manager

IT PMO

IT Project
Manager

Programme
Manager

Solutions
Architect

Technical
Business
Analyst

Target Salary (high)

Under £45k
£125k+

Would you like to review your

19%

10%

current salary against the salary
data obtained in this survey and
available market research data?

£116,001 - £125k

£45,001 - £55k

5%

14%

10%

£55,001 - £65k

Contact us to ensure that your
role is in line with current
trends, or if you would like to
explore a new role :
contactme@Grovelands.co.uk

£105,001 - £116k

6%

11%
£65,001 - £75k

10%
£95,001 - £105k

10%
£85,001 - £95k

5%
£75,001 - £85k

Section 3

Beneﬁts

Our research identiﬁed that 60% of those earning below £75,000 per annum reported
receiving a bonus, vs 36% receiving a bonus where the base salary was in excess of
£75,000. The majority of bonuses were low, below £10,000 per annum (61%).
Aviva research showed that “annual leave still matters the most, with 44% of those
surveyed identifying it as one of the workplace beneﬁts of greatest interest to them.
The top three is completed by a company pension (41%) and ﬂexible work (39%).”

Bonus
60% of those with a base salary below £75,000
reported receiving a bonus vs. 36% earning
above £75,000.

60% 36%
5k

5k

£7

£7

Our survey respondents were asked to prioritise
the top three beneﬁts they receive in order of
importance to them. Working from home was
number one, followed closely by ﬂexible working
hours and in third place was a ‘good pension
scheme’. Bonuses, annual leave in excess of 20 days
and private healthcare were also ranked highly.
The importance of ‘additional beneﬁts’ is supported
by Harvard Business Review, who found that 80% of
employees would choose additional beneﬁts over a
pay raise.

Bonus Payments,
of the 41% Who do
Receive a Bonus

The 2019 WTW indentied that only 1 in 6 (of 2.1m)
employees would “recommend their employer
based on the company beneﬁts”, and only half of

£50k +

5%

£20k - 49,999

15%

those actually understand their company beneﬁts
scheme. Interestingly only 12% have deployed a
digital platform and most rely on email or HR to
inform.

More encouragingly, the AON survey

19%
£10k - 19,999

61%
Less than
£10k

identiﬁed 59% of companies “have or would like
to deploy some form of Health and Wellness
programme”. Of course the devil’s in the detail
and where this is merely aspirational or central to
a company mandate, you would need to ask each
individual ﬁrm. We think, on balance, at least
talking about it is a start.
To support our research we have reviewed some relevant external surveys. Two of the
biggest are ‘Willis Towers Watson’ and ‘AON’.
1 HBR
https://hbr.org/2017/02/the-most-desirable-employee-beneﬁts

‘Is the Bonus Here to Stay?’

“

We’re quite fortunate at Grovelands

£5k” or “I do not receive a bonus” being

that we track a lot of data relating to pay,

the most popular response. Maybe

beneﬁts and bonuses. Some of the ‘intel’

“popular” is the wrong word. We also

we get is formal but a lot is informal,

measured bonus levels against the sector

almost gossip and harder to draw

the respondents work in; Banking which

consistent, meaningful conclusions from

is traditionally generous with bonuses

but it is not without merit.

has seen a shift in 2020 with very few IT
professionals receiving a bonus at all,

We recently received the results of our

retail banking appearing to be hardest

sector-wide

IT

hit. That said salaries were higher than

professionals. The results conﬁrmed

pay

review

for

other sectors, so maybe a step change is

many of the anecdotes and observations

happening. We will report on that again

we have of the market but they also

in 2021.

presented a few surprises.
As you’ll know we focus on delivering IT
Back to bonuses…. Historically these

Specialists

have been highly emotive and probably

including Life Sciences, Pharma, Biotech,

the most contentious element of rewards

Hospital and Healthcare. These sectors

after salary. How they get calculated, how

reported average bonuses of circa 10% of

they are recognised and how they are

basic

distributed.

respondents. Only single numbers of

The

annual

spate

of

into

salary

for

regulated

around

reported

markets

15%

bonus

of

resignations after the bonus round is

respondents

levels

something you could set your watch

above 10% of basic salary at any level of

against. Our survey showed a shift in

seniority. One observation is that a

both the attitude to and the expectation

number of organisations are PE backed

of bonuses in 2020.

and there may be an equity for bonus
trade-oﬀ but that is Grovelands guess

So let’s get on with it… as Les Dennis used
to say… “Our survey said….”

The ﬁrst

take-away

40%

is

that

only

work rather than hard facts.

of

Are the days of bonuses numbered?

respondents across all roles in IT/IS and

There is deﬁnitely a shift happening

Data attract a bonus at all. At C-suite

particularly as companies want less

bonuses become the norm and at a

variables (like bonus) on their operating

wide-range of 30% to 100% of basic

expenditure

and

more

salary. At this level, some respondents

expenditure

like

salaries.

have traded some aspect of bonus for a

reserves are depleted, rewards like

higher basic salary even if it means they

equity are ways to retain staﬀ that do not

may be out of pocket on the deal. Two

cost ﬁrms in the short to mid-term.

CIOs do not receive any bonus, although
it is worth stating this is far from the
norm.

predictable
As

cash

“

Below C-suite, bonus levels across all
functions

from

developers

up

to

ITD/Head of IT range from 5% to 30% of
basic salary with a few outliers above
this. The picture becomes a bit muddled
at mid-management level with more than
half of respondents reporting “less than

David Leen, Co-Founder, Grovelands
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The Talent Market
In the light of the COVID-19 pandemic it is encouraging that a third of the businesses
represented in our sample have either continued to recruit or increased their hiring.
although 50% have either suspended or reduced their recruitment.

Has Covid-19 Affected Your Hiring Plans?
Our plans are unaﬀected

30%

Hiring has been reduced

30%

Hiring has been suspended

20%

Hiring has increased

Unsure

3%

17%

Firms across the spectrum have suspended or reduced their recruitment plans though
there is some indication the smallest ﬁrms have been a little more resilient.

Have Your Recruitment Plans Been
Suspended Or Reduced Due To Covid-19,
By Size Of Organisation?

43%

78%

67%

86%

53%

55%

1 - 50
employees

51 - 250
employees

251 - 500
employees

501 - 1000
employees

1001 - 5000
employees

5001 +
employees

Moving On
Looking at things from a Candidates perspective the reasons for moving were,
unsurprisingly, career progression (21%) and a better salary/package (27%). 15% have
faced redundancy and 10% were seeking “better leadership / management’ - it’s well
established that people ‘join companies and leave managers’. Good management
‘creates a positive work environment, which will make people want to stay and
contribute. It’ll keep them from walking out the door.’ (Forbes)

Are You Open To New Opportunities?
No, I am happy
where I am

22%

43%

Yes, I am
actively
looking

35%
Possibly, if the
right role is available

This is particularly important now that managers are often out of their comfort zone or
direct experience when it comes to managing people remotely. Finding the right way to
engage, motivate and mobilise your team without that face-to-face, oﬃce-based
structure can be diﬃcult and challenging. It’s vital that teams feel connected during these
times to stop them seeking new opportunities.

Better salary /
package

27%

Career
progression

21%
15%

Redundancy
Better leadership /
management

10%
8%

COVID-19
International job
opportunities

4%

To work close
to home

3%

More ﬂexible
working arrangements

3%

Start Up / High
Growth environment

2%

Apathy in
current role

2%

A product or service
that you believe in

2%

Potential for
share ownership

2%

Relocation

1%

“

One of the ﬁndings of our research

That leaves 40% who are hunkering down

we were keen to see in our survey was

and 5% who would rather not say. Our

around ‘sentiment’ about a new role.

team found this surprising particularly

Often in tough economic situations

with

people tend to less interested in looking

Covid-19 and economically. However,

externally. We found that 25% of our

when you look at the markets we focus on

sample were actively looking for a new

at Grovelands; regulated, life sciences and

role and a further 30% would move for

tech, we know these are buoyant sectors

"the right role"; over half of respondees

which are desperate to ﬁnd the right

would be open to a discussion about new

talent. This must give those individuals

pastures.

who responded conﬁdence.

David Leen, Grovelands Co-Founder

the

general

uncertainty

both

“
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Working Practices
Understandably, many people are currently working from home every day; and our
research ﬁndings reﬂect the national working practices caused by COVID-19. We will
continue to monitor working practices moving forward to establish more meaningful
trends, however, with working from home being high on the list of employee beneﬁts
most valued – and the intentions highlighted in this survey – we anticipate that a more
ﬂexible approach to working practices will continue after the pandemic.
On the matter of post-COVID-19 work

How many days per
week would you like
to be in the office?

environments, 41% of those surveyed like
the idea of “a mix; a few days in the oﬃce”,
whilst 25% would prefer to continue
working from home, and 3% always have,
but importantly, a small but signiﬁcant
proportion of people cannot work from
home and actually need to be in the oﬃce.
We have also found, through discussions
with clients and associates, the following
working practices:

78%
None

0%
1 day
per week

8%
2 day
per week

6%

0%

8%

3 day
per week

4 day
per week

5 day
per week

The Way we Work Lockdown Observations
Punctual

Meetings overload

People are on time for meetings (which

Now that it is easy to have meetings,

was not necessarily the case pre-lock-

there are too many meetings! Many

down); there is very little hanging around

people say they have no time to work,

at the start of meetings; it is rare that

they want to reduce how many meetings

anyone is more than 2 minutes late.

they have.

Excellent attendance

Change of working hours

People are going to work every day, staﬀ

People report dropping children at

attrition is very low – sometimes zero –

nursery,

and a few people have mentioned they

mid-day, eating lunch with family, or

see NO sick days during COVID-19.

taking

Video call overload

achieve this they report starting work

One client has installed 8 video call

early, and being ﬂexible during the day.

popping
exercise

to

the

shops

mid-afternoon

–

systems on his laptop; Zoom, Teams,
Google Hangouts, Google Meet, WebEx –
to name just a few.

Mark Davies, Grovelands Co-Founder

at
to

Where We Work
Clients are working from dining rooms, the man or woman cave, holiday
homes, children’s bedrooms, whilst some clients have set up small oﬃces 5
mins away from their home.

Back To The Office
One client had a “jokey” conversation about his employer subsidising a larger
ﬂat so he does not have to work from his bedroom. So thinking longer-term,
what are your thoughts on returning to an oﬃce working environment?

Single Select

Completed Results

"I like the idea of a mix, a few days in the oﬃce"

41%

"I prefer working from home"

25%

"I'll wait until I feel safe to do so"

5%

"I'm easy, I'll do whatever my employer wants"

5%

"I can't wait to get back full time"

5%

"I've always worked remotely"

3%

"I'm worried about having to return"

0%

Oﬃce furniture
A number of client’s ﬁrms have encouraged them to take a chair from an
oﬃce, bought extra screens, or a decent oﬃce desk. One client reported a £60
oﬃce chair being rejected as an expense.
Popping to the oﬃce
Firms are generally setting a 25% occupancy limit on their traditional oﬃce,
this allows people who need to be in an oﬃce to go in, allows a little
socialisation, and some people are going back into the oﬃce 2 days a week.
Lunch
Where permitted, clients have started to meet for lunch, although not many
and not often.

Client Case Study
We identiﬁed the need to be more

home and ﬂexible hours, this has

ﬂexible to how we manage our

placed us in today’s position where

workforce many years ago, from

our staﬀ and leadership team work

listening to our staﬀ, observing the

naturally

industry trends, and competing for

lockdown – it’s in how we do things.

well

together

during

talent. We engage and reward our
staﬀ in various ways but we needed

Supporting

to create an attractive package to

utmost importance, and managing

signpost our business to highly-

our communication and productivity

skilled recruits that diﬀerentiated us

with

more

something

positively

from

our

a

staﬀ

remotely

dispersed
we’ve

is

of

workforce

is

very-much

competition. It’s not enough to oﬀer

mastered. For companies facing this

competitive salaries. People make

for the ﬁrst time it can be slow and

their choices based on more than

frustrating as the culture is often

this.

built around the in-person team.

We did this in several ways. Firstly, an

We are pleased that we addressed

“above industry average” package of

this through choice rather than

beneﬁts including private health

necessity, and genuinely feel it has

care, generous maternity / paternity

helped our business enormously

policies, annual leave and 'bonus'

through these challenging times.

days focused on volunteering or life

We’ve been able to stay focused on

events such as moving house or

the output, not on how to do it.

getting married, season ticket loans
etc.

Costs and Beneﬁts - Global
Workplace Analytics

We also created a ﬂexible working

https://globalworkplaceanalytics.co

pattern that included working from

m/resources/costs-beneﬁts
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What’s Next? Key Take-Aways
How many of the following lockdown changes have you seen? Do you think these are
factors for employers and employees moving forward? Or will these lifestyle changes just
fall away (with increased demand for dog walking services!) after the pandemic?

New puppy
A number of clients have been getting
new dogs (always dogs!), they have seized
the opportunity to introduce a puppy,
and many want the occupation and
attention a puppy needs (worth a note;
the cost of dogs is phenomenal – from
£1,500 to £6,000)

New ﬁtness regime
People love the extra time they have in their
day; most talk about an extra 2 or 3 hours a
day of leisure time. Those hours have been
taken up with assistant football coaching,
spinning at the gym, running up to 11k,
riding a Peloton bike. Two separate clients
report losing two stone in weight through
running and swimming.

New/renewed hobby
The odd weekend away in a gorgeous VW
camper van; taking up jigsaw puzzles;
rediscovering

a

passion

for

musical

instruments – even buying a piano in one
instance.

Social Capital Implications
for a Dispersed Workforce
Perhaps the greatest challenge is engaging the workforce remotely, but long-term
success depends more on leadership than it does location.
A study by VitalSmarts – a leader in employee learning and development – shows “leaders
who have ignored the potential impacts of WFH have put their organizations at
substantial risk”.
On the other hand, according to PR News Wire, commitment, engagement, and teamwork
are stronger than ever in organizations where leaders are proactively engaging
employees in spite of WFH.

Artiﬁcial Intelligence
Having worked with a number of ﬁnancial service clients over the past 5 or more years,
it has been really interesting to see how the use of data has evolved; from being a source
of information to react to in real time, to current trends where data is seen as a proactive
tool to forecast, manage risk and reduce costs.
Using data and algorithms to predict an outcome and reduce both time and cost is now
more commonly referred to as Artiﬁcial Intelligence (AI).
We’re increasingly seeing the adoption of AI and data science across the pharmaceutical
and life science sectors. It is an area that will really beneﬁt from the use of AI due to its
wide range of applications in areas such as drug design and patient selection in clinical
trials, experimental modelling, manufacturing improvements and also operational areas
(including sales and marketing).
According to a study published by the Massachusetts Institute of Technology (MIT), only
13.8% of drugs successfully pass clinical trials and gain regulatory approval. A successful
drug can cost between $161 million and $2 billion, so the stakes are high. Pharma
businesses are turning to AI to boost the success rates of new drugs whilst decreasing
operational costs.

The challenge that we see is ﬁnding the right level of technical skills to seamlessly
combine in-house coding, commercial AI software and to deliver meaningful
customisations. With COVID-19 there have been a number of highly skilled AI and data
SMEs from the ﬁnancial service sector that have been released due to the slowdown of
projects. With years of data analysis and AI experience, how transferable is their skill set
from ﬁnancial services into pharma? In our experience, this is a perfect ﬁt.
Martin Simpson, Groveland Relationship Manager explains “we are currently having lots
of really interesting conversations with our contacts in life sciences to help them build
data and AI teams with domain knowledge… but also to explore the experience from
other sectors, including the ﬁnancial services. It would be great to speak to anyone that’s
looking to grow their data or AI capabilities… or even if you just want to ﬁnd out what
other companies within life sciences are doing, then I would be happy to organise a virtual
coﬀee!”

Thank
You.
We'd like to say a big thank you to everyone who participated in our survey,
thank you also to the companies who contributed case studies to this report.

Grovelands provide smart business guidance and support from our team of
trusted advisors. Our access to ﬂexible resourcing and deeper insights allow for
sustainable and impactful recruitment solutions. We understand that industry
lines are blurred. Our experts think outside the box to seek the right
opportunities for your organisation. To ﬁnd out more about how we can help
your organisation, please get in touch:

Get in touch
Ben Wilson, CEO
Ben.Wilson@Grovelands.co.uk
+44(0) 1273 651 500
Media Enquiries
marketing@Grovelands.co.uk

Follow us
www.Grovelands.co.uk
Facebook @GrovelandsLtd
Twitter @Grovelands
LinkedIn https://www.linkedin.com/company/Grovelands

