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Insights from the 2019 Candidate Survey
The publishing of the
gender pay gap is
intended to hold a mirror
up to industrialised
sexism, but can it really
help change things for
the better?

“

...who’s the
fairest of them
all?”

Risky business
Half of people at work are being asked to
do more for the same and without career
progression...
That’s according to candidates in
the 2019 blueskies survey. This sits
uncomfortably next to our statistics
from 2018 when candidates told
us that the biggest reason for
leaving their jobs was lack of career
opportunity, challenge and salary.
It’s a risk for businesses who clearly
want more from their top talent, but
may be passing over the best ways to
retain them long term.
Turnover is expensive. According to
LinkedIn research losing an entry
level employee costs employers 50%
of that person’s annual salary, losing
a technical or senior level employee
can costs employers up to 250% of
their annual salary.
CIPD research tells us that
recruitment and retention continue
to be pivotal challenges within a tight
labour market, with 43% saying it has
become tougher to fill vacancies
over the past 12 months and 32% are
finding it hard to retain staff.
We’ve seen salary levels remain
static for a while now and
increasingly employees are opting
for lifestyle benefits, like flexible

The latest blueskies survey, consulting
candidates across the Midlands, has
shown that although a third of women
are still experiencing inequality in
career progression, only 6% of people
see the pay gap publication as having
having impacted them.
Whether the UK’s gender pay gap is
slowly narrowing or not, is something
of a mystery. Over the past two years
businesses above 250 employees
have been asked to report on their
gender pay gap. However, the results
have generated some controversy. The
accuracy of the data being questioned
and the lack of action plans being
blamed for slow progress.
Separately, and since the 1970’s, the
gender pay gap has been calculated
by the Office for National Statistics
(ONS), with results published in the
Annual Survey of Hours and Earnings.
The 2018 report told us the median
pay gap, including all employee types,
was 17.9% in the UK (8.6% full time
only). This means women earn 82p
for every £1 earned by men. That has
improved, very slowly, since records
began.

want more training
want a higher salary

The good news is that evidence is
available which shows gender pay gap
reporting annually by businesses has
had an impact elsewhere in Europe
where it has been in place for longer.
We know the publication has helped
to close the pay gap by encouraging
organisations to hire more women and
support their promotion. It has also
slowed the wage growth of men, and
so had the impact of levelling pay.
Company action plans should:

• make career progression open
to all

• create inclusive and fair
recruitment processes

32% of women surveyed
feel that their career
progression had been
impacted by their gender

If annual review conversations are
reduced to simply setting objectives
for increased productivity, that’s
when the recuiter gets a call from
the employee to talk about their next
career move.

lack incentives

The pay gap is close to zero for full
time workers aged 18-39 years (using
the ONS data). But with all employee
types in the mix we see the gap widen
after the age of 30 years, coinciding
with increases in part time working as
people start families.

• encourage shared parental
leave

But career progression can
sometimes be ignored by
employers, particularly if limited by
size and hierarchy. To keep career
development a live conversation,
and get results from it, takes intent
on the part of both employee and
manager.

40%
35%
30%

The point of this, of course, is equal
opportunity - fair treatment. In other
words we are looking to enable
women, just as much as men, to reach
their full potential at work. Crucially, to
give a practical example, this means
taking into account the lives people
lead beyond the workplace, and in this
regard pay gap data is useful.

• stop careers stalling when
women become mothers

working, when deciding where to
stay long-term. More organisations
are considering the impact of
lifestyle pressures, at work and at
home, on their employees.

More from the 2019 survey:

Whilst progress is happening, it’s slow,
and it is very much still the case that
a gap remains, one that cannot be
wholly explained by factors such as
age, education etc, and one that does
indicate a bias towards men.

30% of men say worklife
balance doesn’t meet
their needs
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Employees keen to get a head start in their new career
can find that drawn-out processes and bad interview
experiences actually damage work relationships before they
begin.

Getting recruitment right is not
straightforward and blueskies
candidate feedback has found that
poor processes are increasingly
eroding trust in organisations right
from the start of the relationship.
As a line manager, it’s a heavy
responsibility to recruit the right
person for the job. But getting it right
means a boost for your effectiveness
as a manager, for your team and
for the company. It’s also good for
the person you hire, and is the first
powerful step towards retaining top
talent.
A bad advert, a slow and convoluted
process, poor communication and
delayed decisions are all examples
drawn from the 2019 survey, that are
damaging recruitment success rates.
It means candidates draw their own
conclusions as to what is happening
behind the scenes, affecting their
confidence in the process and

respect for hiring managers. This
doesn’t just impact whether you
find the right person, because most
candidates share their experiences, it
impacts your brand’s reputation.

Regardless of whether they get a job
offer, applicants who are satisfied
with their experience are more than
twice as likely to recommend that
company to others, than those who
are not. (IBM: The far-reaching impact
of candidate experience)
The early stages of the process are
just as important as the final decision.
Candidates especially get frustrated
with poor communication, feeling
their effort isn’t appreciated.

.

“Every application
should receive a
proper response. I
cannot get over the
silence…”

“Companies waiting
2-3 weeks before
giving a decision or
not getting back to
you at all.”

The CIPD blames high turnover
on “poor recruitment and selection
decisions, both on the part of the
employee and employer” and so
there is a lot of pressure to get
recruitment right first time.
Employers are increasingly afraid
of making the wrong choice,
which ironically leads to the drawn
out processes, changing briefs,
crowded interview rooms etc that
can put off the best talent.

38% of candidates are more likely

to accept a job offer when they’ve
enjoyed the process. (IBM)

58% of candidates who had a
negative experience would not
apply again in the future.
(IBM)

Isn’t it time we erased the stigma about
flexible working, once and for all?

For years now study
after study has shown
flexible working
increases employee
productivity and
retention. This is a good
thing, right?

Our survey also shows that with this
comes a feeling of stifled career
progression and incentive prospects
which don’t meet candidates
needs. For example 30% of the men
responding to the survey told us they
felt unable to create work-life balance,
and had experienced inequality when
trying to access different ways of
working that help them be present at
home and productive at work.

Specifically, working from home
can make a worker substantially
more productive. The still often cited
Stanford Study of 2013 showed a
whopping 13% uplift in productivity,
and a huge 50% reduction in attrition.

Flexible working takes effort on
all sides and is strongly subject
to the policies put in place by the
employer. Many have these of course,
some promote them in recruitment
advertisements and employer brand
marketing.

That isn’t a guarantee, of course. But
it’s safe to say that as long as the job
is one that can be performed flexibly,
most people can be just as, or more,
productive when doing so.
And yet the 2019 blueskies survey
has shown that year on year increases
to people’s workload, and their
responsibilities, are not being met with
working practices liberating personal
efficiency and productivity.

From a culture point of view
employees sometimes don’t help the
situation either. There’s still a majority
of people either conforming to an
‘ideal’ of being an always-on 24/7
worker, or they’re pretending to be, and
hide responsibilities derived from their
private life from view.
“To be ideal workers, people must
choose, again and again, to prioritize
their jobs ahead of other parts of their
lives: their role as parents (actual or
anticipated), their personal needs, and
even their health. This reality is difficult to
talk about, let alone challenge, because
despite the well-documented personal

But once checked back into the
Sharepoint site, they can sit awkwardly
alongside the forms for opting out
of the maximum 48hr work week
directive - which, unlike the flexible
working policy, is the one issued out
with the contract packs.

“Lip service”

one respondent
told the blueskies team, “that’s what’s
still happening.”

Creating a high performing team: the blueskies candidate perspective
FINDING TOP TALENT

BEING FLEXIBLE

• NAIL THE BRIEF

With a razor sharp, crystal clear and engaging job
description. Publish a timeline for the process up front.

• QUALITY NOT QUANTITY

Use modern tools, networks and referrals to find the
very best people.

• PRIORITISE THE CANDIDATES’ EXPERIENCE
First impressions count and communication matters.

• PROMOTE YOUR EMPLOYER BRAND

What makes the company a great place to be, what are
your values?

• SEEK OUT AND EMBRACE DIVERSITY

Fuel your team with new ideas and perspectives.
Use methods which avoid bias or inconsistency like
scorecards, blind auditions etc.

• GET ONBOARDING RIGHT

CAREER DEVELOPMENT
• KIT THEM OUT

• COMMUNICATE

Whatever flex you try out, this is a top priority. It
builds trust and keeps everyone in touch. You are still
a team.

• EASE INTO IT

There are many ways to create a flexible work
schedule. It’s not one size fits all, so give it a trial first,
then evaluate.

• BE ORGANISED

Use SMART objectives, and expect the same from your
team. Celebrate successes and manage performance.

• GET THE TECH

You cant be flexible without it. Use teleconferencing,
instant messengers, cloud storage etc.

Retaining top talent starts with providing them the right
tools for the job. Modern, up to date, fit for purpose.

• UP-SKILLING

Drive continuous learning across your team through
training courses, knowledge sharing, and in-house
work experience programmes.

• GUARD TEAM CAPACITY

If your team are over-worked productivity stops and
people leave.

• MAKE IT PERSONAL

Get to know the ambitions of each of your
colleagues, and give them constructive feedback on
how they’re doing along the way.

• FLEX

Encourage flexibility on how people work, from
where and when.

You’ve sold the company well, now plan for a flying start.

“Simplifying processes is essential to
attract talent…so is genuinely recognising
work/life balance”

“I really appreciate working for a company that
values work/life balance and actively encourages its
employees to work dynamically.”

“Motivate people to be more efficient;
cut hours, provide tools, training and
incentivise.”

and physical costs of these choices, an
overwhelming number of people believe
that achieving success requires them and
those around them to conform to this ideal.”
(Harvard Business Review)
To achieve the year-on-year performance
increases businesses are looking for, the
conversation on smarter, flexible and
more efficient working practices must
be elevated, and the stigma of creating
balance in life eradicated.

Marketing Salaries

Agency Salaries (cont)

MIN

MAX

DAY RATE

60,000
40,000
28,000

90,000
55,000
35,000

300-350
200-400
120-150

60,000
50,000
35,000
25,000
20,000

100,000
70,000
45,000
30,000
23,000

380-700
250-500
180-350
100-180
60-100

50,000
35,000
25,000

70,000
45,000
30,000

350-500
250-400
120-150

50,000
35,000
28,000

70,000
50,000
35,000

300-500
180-400
120-150

MIN

MAX

DAY RATE

60,000
55,000
52,000
42,000
35,000
28,000
22,000
18,000
17,000

85,000
70,000
67,000
58,000
45,000
38,000
26,000
22,000
19,000

450
400
350
300
240
200
160
125

55,000
50,000
45,000
35,000
30,000
26,000
23,000
18,000
17,000

80,000
70,000
60,000
50,000
38,000
32,000
25,000
22,000
19,000

350
320
280-300
250-280
200-250
180-200
150-175
120

35,000

50,000
38,000
30,000
25,000
22,000t

250-280
200-250
180-200
150-175
120

DIGITAL

BRAND
Head of Brand
Brand Manager
Brand Executive

MARKETING GENERAL
Marketing Director
Head of Marketing
Marketing Manager
Marketing Executive
Marketing Assistant

COMMUNICATIONS
Head of Communications
Communications Manager
Communications Executive

PRODUCT MANAGER
Head of Product
Product Marketing Manager
Assistant Product Manager

DIRECT MARKETING

Direct Marketing Manager
Direct Marketing Executive

50,000
35,000

150-350
120-150

60,000

90,000

400,650

40,000

55,000

200-400

25,000

35,000

120-200

40,000
25,000

CRM/MARKET RESEARCH / INSIGHT & DATA
Head of CRM / Market Research
/ Insight & Data
CRM / Market Research / Insight
& Data Manager
CRM / Market Research / Insight
& Data Executive
CRM / Market Research / Insight
& Data Analyst

PR
PR Director / Associate Director
Head of PR Division
PR Senior Account Director
PR Account Director
PR Senior Account Manager
PR Account Manager
PR Senior Account Executive
PR Account Executive
PR Junior Account Executive

SOCIAL MEDIA

DIGITAL / E-COMMERCE MARKETING
Head of Digital/E-Commerce
Digital/E-Commerce Marketing
Manager
Digital / E-Commerce
Marketing Executive

Digital Client Services Director
Digital Group Account Director
Digital Senior Account Director
Digital Account Director
Digital Senior Account Manager
Digital Account Manager
Digital Senior Account Executive
Digital Account Executive
Digital Junior Account Executive

65,000

90,000

300-600

45,000

60,000

200-500

30,000

35,000

100-250

40,000

50,000

100-250

Social Media Account Director
Social Media Senior Ac. Manager
Social Media Ac. Manager
Social Media Senior Ac. Executive
Social Media Ac. Executive

30,000
25,000
23,000
18,000

Creative Salaries
Executive Creative Director
Creative Director
Senior Art Director
Midweight Art Director
Junior Art Director
Senior Copywriter
Midweight Copywriter
Junior Copywriter

MIN

MAX

DAY RATE

80,000
50,000
38,000
25,000
20,000
38,000
25,000
22,000

120,000
80,000
50,000
35,000
24,000
55,000
35,000
25,000

500+
350-500
250-300
200-250
180
250-380
200-250
150-180

38,000
25,000
20,000

50,000
35,000
24,000

350+
250-300
150-200

50,000
32,000
25,000
20,000

65,000
50,000
32,000
25,000

300-400
250-300
180-220
120-150

40,000
30,000
30,000
25,000
32,000

55,000
45,000
45,000
45,000
45,000
35,000

300+
300
220+
200+
200+
150-220+

35,000
26,000
22,000
35,000
26,000
40,000
22,000
32,000
30,000
30,000

50,000
32,000
25,000
50,000
32,000
50,000
25,000
45,000
52,000
52,000

250-350
250-300
180-250
300-400
250-300
350+
180-200
200-250+
300+
250+

35,000
30,000
25,000
20,000
25,000
28,000
55,000
26,000

50,000
36,000
28,000
25,000
40,000
50,000
65,000
45,000

250-300
200-250
180-220
160-180
250-320
280-320
£400
250-300

CREATIVE TEAM
PUBLIC / MEDIA RELATIONS
PR Director
Head of Public Relations
PR Manager
PR Executive

70,000
55,000
35,000
28,000

90,000
70,000
50,000
35,000

250-500
250-450
150-300
90-150

55,000
40,000
28,000

70,000
50,000
35,000

300-400
180-250
120-150

CAMPAIGN MARKETING
Head of Campaign Marketing
Campaign Marketing Manager
Campaign Executive

SOCIAL MEDIA / COMMUNITY MANAGEMENT
Head of Social Media
Social Media Manager
Social Media Executive
Social Media Assistant

55,000
40,000
28,000
23,000

70,000
50,000
35,000
25,000

300-700
250-500
120-250
100-150

Head of SEO/PPC
SEO/PPC Manager
SEO/PPC Executive
SEO/PPC Assistant

55,000
40,000
28,000
23,000

70,000
55,000
35,000
25,000

250-500
150-300
100-150

MIN

MAX

60,000
55,000
50,000
38,000
35,000
25,000
22,000
18,000
17,000
40,000
25,000
18,000
28,000

80,000
70,000
62,000
55,000
42,000
35,000
25,000
22,000
19,000
65,000
50,000
24,000
38,000

Agency Salaries
DAY RATE

CLIENT SERVICES
Client Services Director
Group Account Director
Senior Account Director
Account Director
Senior Account Manager
Account Manager
Senior Account Executive
Account Executive
Junior Account Executive
Business Development Director
Business Development Manager
Business Development Executive
Event Manager

Art & Design by crowconut.com

350
320
280
220-250
180-200
160-180
125-150
100
250-300
200-250

Creative Team Senior
Creative Team Midweight
Creative Team Junior

DESIGN
Design Director
Senior Designer
Midweight Designer
Junior Designer

CREATIVE SERVICES
Creative Services Director
Creative Services Manager
Production Manager
Project Manager
Traffic Manager
Proofreader

DIGITAL AND DEVELOPMENT
Senior Digital Designer
Midweight Digital Designer
Junior Digital Designer
Senior Web Developer
Midweight Web Developer
FE/Full stack Developer
Junior Developer
Digital Project Manager
UX Designer
UI Designer

STUDIO
Studio Manager
Senior Creative Artworker
Midweight Creative Artworker
Junior Creative Artworker
Retoucher/Illustrator
3D Designer
Head of Copy
Motion Graphics/Animator

www.blueskiescareers.co.uk
01789 293 893

