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From the Senior
Managing Director
The speed of change sweeping across the
region is having a profound impact on
businesses. The economy is moving faster,
business is pushing ahead and companies
need the right people now – or even yesterday
– to capitalise on this momentum. This
speed is mirrored in the job market. Good
candidates are in strong demand and short
supply, and those with the most sought-after
skills and experience are being snapped up at
record pace.
With hiring having returned to, or even
exceeded pre-recessionary levels, businesses
are realising that the available talent pool
is shrinking, with the best candidates in
high demand and receiving job offers from
competing organisations. It is, therefore, crucial that the remuneration you offer is
competitive with other businesses in your industry and region.
The Robert Half 2015 Salary Guide can help you secure and retain the industry’s top
talent. It includes the most up-to-date information and advice on remuneration,
benefits, workplace issues and the current hiring outlook, as well as a forecast for the
year ahead. We provide you with five guides in one, giving you information on hiring
within accounting and finance, financial services, technology, human resources and
administration and legal fields in one trusted source. We have also included information
on counteroffers, a pressing issue that companies tell us challenges their recruitment
efforts, and offer guidance on this topic on page 28.
For more remuneration and recruitment insights, visit our salary centre at
roberthalf.ae/salary-centre.
Regards,

Ian Graves
Senior Managing Director, Continental Europe and Middle East

roberthalf.ae
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Using the salary guide
The Robert Half 2015 Salary Guide provides unique insights into today’s recruitment
market for accounting and finance, financial services, technology, human resources
and administration, and legal professionals. It includes the most up-to-date
information available on salary data, hiring trends and emerging issues affecting these
professions.
The guide includes salary ranges for nearly 200 permanent positions. You can use
it to develop accurate budgets, establish salary benchmarks and remuneration
packages, formulate recruitment criteria and stay abreast of current trends in the
Middle East’s rapidly changing employment market.
The salary range listed for each position reflects starting pay only. Bonuses and other
forms of reward, such as benefits plans, are not taken into account. We recognise
that salary ranges may vary by industry and are influenced by other factors such as
hard-to-find skill sets. Please speak with one of our consultants to discuss specific
factors affecting your sector.

Our information sources include:
•

Permanent placements made each year by our recruitment consultants across
the region

•

Market observations from Robert Half consultants working with senior executives,
hiring managers and candidates, giving our consultants unique insights into
remuneration trends

•

Independent research we conduct regularly among human resources directors, chief
financial officers and senior financial services executives

•

Comprehensive analysis of current and future hiring trends

roberthalf.ae
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Overview
The hiring climate
The Middle East employment
market is robust, with expansion
efforts in both domestic and
international markets fuelling
additional recruitment activity. More
infrastructure projects are creating a
ripple effect across multiple industries
as numerous planned projects come
to fruition and companies struggle to
keep pace with hiring demands.
The majority (89%) of HR directors
cite challenges finding skilled
professionals, and talent shortages
are abundant. Businesses have
stepped up hiring efforts, creating
new roles to capitalise on growth
initiatives as well as adding
headcount to stretched teams.
Companies are hiring strategically,
looking at current and future needs,
yet are specific in their hiring
criteria, looking for candidates with
precise skill sets who can grow with
the business.
Speed to hire is essential. The most
in-demand professionals have

options, and businesses that
prolong the hiring process are often
losing their preferred candidate
to rival businesses. The war for
talent is pronounced, with many
candidates receiving multiple offers
and counteroffers, putting upward
pressure on salaries to secure the
requisite talent.

Key trends
affecting hiring
Economic confidence is high.
According to HR directors surveyed,
more than eight in 10 (83%) are
confident in the UAE’s growth
prospects, and an equal number
express high expectations in their
own company’s outlook. Stronger
financial markets and increased
international investment are cited as
the top two factors affecting hiring
over the coming year. As businesses
react by moving forward with
investment, many companies are
finding that their inability to source
the requisite talent is delaying or
preventing growth initiatives.

Reasons it is challenging to
find skilled professionals
43%
Lack of niche technical experts

29%
General demand outweighs supply

15%
Slowed hiring during recession resulting
in lack of candidates with right skills

12%
Lack of commercial/business skills

1%
Other
Source: UAE survey of HR directors

The awarding of Expo 2020
has resulted in some businesses
reviewing their hiring strategies in the
lead-up to the event, and while only
one in three (31%) companies plan
to recruit as a direct result of the
exposition, it has created additional
momentum across the business
community. For those who do plan to
hire, most report that they will do so
over the next two years.

Greatest factors affecting hiring

25%
Stronger
financial markets

25%
Increased
international
investment

23%
Lack of skilled
talent

19%
Expanding
economy

5%
Rapid urban
development

3%
Expo 2020

Source: UAE survey of HR directors
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While the Middle East has faced
talent shortages in niche areas
over the past few years, this is
expected to intensify, with more
than two-thirds (68%) of executives
indicating that the dearth of skilled
professionals will negatively affect
the country’s economic growth
prospects. Another 57% believe that
the shortfall will negatively affect
the UAE’s ability to compete on an
international scale.
While Emiratisation efforts are
under way, progress is gradual
and companies continue to turn to
foreign markets to secure the most
highly skilled talent. This is proving
challenging as global economies
improve and many of the European
talent that were attracted to the
Middle East during the downturn are
finding appealing opportunities
at home.
Many firms are conducting remote
interviews and accommodating
relocation efforts. Others are
benefiting from talent that arrives to
the region, with many making offers

Challenges hiring
expatriate talent

within weeks of the expatriate’s
landing. As businesses vie for the
most sought-after professionals,
they are hindered by high
expectations for remuneration,
resulting from business competition
as well as the high cost of living
and property costs.

43%

Competing for the best talent/
paying competitively

28%
Rising property prices/cost of living

Further investment in technology
has also changed the workplace,
from improving infrastructure
performance and efficiency to
harnessing data for strategic
decision-making. Businesses
are turning to new methods of
communicating with their customers,
prompting additional demand for
talent across multiple disciplines.
Technology is also changing the
way workplaces work, providing the
tools needed for flexible working.
More businesses are looking at
ways to manage remote teams,
changing policies and mindsets
to improve their recruitment and
retention efforts as well as their
employer brands.

17%
Securing requisite working documents/visas

11%

Culture shock

1%
Other
Source: UAE survey of HR directors

A focus on retention
Companies are not only facing
challenges in recruiting skilled
professionals. As the job market
continues to tighten, much of the
discussion turns to retention efforts
as eight in 10 (80%) HR directors
indicate concern over losing
top performers.

Working models currently on offer

75%

56%

Part-time
working

Flexitime

41%
Paternity leave

29%

28%

Home/remote
working

Job sharing

Source: UAE survey of HR directors. Multiple responses permitted

roberthalf.ae
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Top 10 benefits to attract and retain
48%

9%

Health care/life benefits
44%

5%

Pension contribution

41%

13%

Additional bonuses or pay

37%

8%

Flexible working hours

35%

7%

Mobile/tablet/laptop

32%

8%

Subsidised transportation

32%

17%

Subsidised training/education

31%

8%

Car allowance/company car

31%

7%

Meal or lunch vouchers

16%

13%

Overseas opportunities

16%

CURRENTLY OFFER
PLAN TO OFFER

8%

Loyalty leave/sabbaticals

Source: UAE survey of HR directors. Multiple responses permitted

To retain valued employees,
businesses are offering more
meaningful pay rises and other
stay incentives. Increasingly,
companies realise they have to
bring remuneration in line with the
current market or risk losing their best
people. The true cost of replacing a
solid employee extends beyond the
monetary outlay. Employers recognise
that retaining valued staff who
have enterprise knowledge and are
successful in the workplace culture
must be a priority.

roberthalf.ae

But retaining valued staff isn’t getting
any easier. Professionals with soughtafter skills have grown more confident
in their employment prospects.
Those who feel undervalued or
unchallenged in their current roles
are more receptive to the idea of
changing jobs.
This confidence is also affecting
candidates’ salary demands
when pursuing new opportunities.
According to a survey of UAE HR
directors, four in 10 (40%) indicate
that candidates’ remuneration

expectations exceed local market
rates, including financial and
non-financial compensation. Many
companies are therefore reassessing
their recruitment priorities – changing
the way they remunerate to secure
the skills and experience needed or
adjusting the role requirements to
meet budgetary constraints.
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Remuneration
Higher living costs are having a
profound impact on employee
remuneration and are affecting
retention as professionals look
to move employer to secure
higher compensation. Economic
confidence has also affected the
candidate market, as professionals
look for career progression and the
associated salary rise this generally
brings. While many companies are
slow to react, those that are nimble
in their remuneration structures are
at an advantage.

increasing bonuses and another
37% maintaining their current
levels. In attempts to attract and
secure talent, more companies
are offering sign-on bonuses.
Total compensation still lags
behind pre-recessionary levels
as many of the once automatic
expatriate benefits, including
schooling allowance, have either
been eliminated or not kept pace
with rising costs. This will impede
recruiting efforts as more senior
professionals with families are
unable to secure a place in their
preferred school.

Willingness to offer
a sign-on bonus
Much more willing

33%

23%

Somewhat more willing

No change

32%

11%

Somewhat less willing

1%

Much less willing
Source: UAE survey of HR directors

For many, bonuses are on the rise
with a third (33%) of companies

Candidates’ expectations for remuneration

47%

43%

37%

23%

20%

More
comprehensive
benefits package
than on offer

Higher base
salary than on
offer

Higher bonus
than on offer

Equity and/or profit
sharing

Additional
holiday/annual
leave

Source: UAE survey of HR directors. Multiple responses permitted
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Accounting and finance hiring
Companies are
again turning
to finance to
help provide
strategic
direction as
part of their
growth plans

The hiring climate

Shortages intensify

Accounting and finance recruitment
is returning to pre-recessionary
levels, with companies expanding
existing teams as well as investing
in new initiatives, including systems
implementations and commercial/
business partnering, while
staying focused on their risk and
compliance activities. Companies
have loosened the purse strings and
are again turning to finance to help
provide strategic direction as part
of their growth plans.

Demand for skilled accounting
and finance staff has extended
with most finance directors
indicating that competition for
skilled finance professionals has
increased, particularly as specialist
occupations outpace generalist
jobs. Challenges identifying and
recruiting finance professionals
continue, with the majority (83%)
of executives citing skills shortages,
particularly in general accounting,
financial management/control and
business/financial analysis.

Finance continues its journey as a
strategic partner to the business,
shedding its reputation as a cost
centre to one where it partners
with multiple stakeholders and
departments to deliver efficiency
and commercial value. Companies
seek finance professionals skilled
in budgeting, forecasting, margin
analysis and bids, as well as
individuals adept at delivering
cost efficiency.

roberthalf.ae

Employee retention remains a
priority. With three in four (76%)
finance directors concerned about
losing top financial performers,
companies are stepping up efforts
to provide career advancement
opportunities as well as reviewing
remuneration schemes to avoid
losing valued staff. Demonstrating
to employees that opportunities

exist to grow their careers will prove
to be a sound retention strategy in
the coming year.

Key trends affecting
financial hiring
Finance’s evolution from
scorekeeper to strategic business
partner has resulted in the
need for finance professionals
to demonstrate a strong sense
of commerciality in addition to
technical accounting skills. This has
also prompted the need for finance
professionals to review, analyse
and provide recommendations
from the vast amounts of data
being produced. Nearly a third
(31%) of UAE finance directors say
they have an established function
where financial data is used in most
business decision-making, and
another 36% have an established
financial data function, yet struggle
to use it across the organisation.

Robert Half • 2015 Salary Guide

8

Accounting and finance hiring
Finance professionals who can act
as business partners, influencing
decision-making across multiple
business lines and functions, will be
well placed to succeed in the near
and long term.
This expectation for finance
professionals to exhibit strong
communication and analytical
skills, problem solving and business
savvy has not come at the expense
of sound technical competency.
Businesses are looking for the
finance professional who has it
all, demonstrating a commitment
to lifelong learning as well as a
mastery of soft skills.

Corporate governance remains a
priority for businesses, and finance
leaders are given the arduous
task of balancing business growth
opportunities with managing
regulation and mitigating risk.
Many medium-sized and large
firms are bringing in integrated
governance, risk and compliance
teams, centralising what were once
often stand-alone functions into one
cohesive unit. Smaller companies,
in contrast, are slower to react, a
result of a lack of perceived risk as
well as resourcing issues.

Skills and attributes
in demand
• Corporate governance/SOX
• Systems savvy (Oracle, SAP)
• Advanced Excel
• Commercial/analytical
• Communication skills, including

a proficiency in Arabic

Positions in demand

Financial/business
analysts

Commercial finance
managers

Heads of finance/
financial controllers

Management/financial
accountants

Compliance
professionals

Project
accountants

roberthalf.ae
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Accounting and finance hiring

Skills in demand
Education is vital, with most
businesses prioritising the
recruitment of qualified accountants
(ACA, ACCA, CIMA) as well
as additional internationallyrecognised qualifications as a base
standard, making it more difficult
for non-qualified professionals to
be shortlisted for roles. Finance
professionals with three to five years
of post-qualification experience are
in demand, although more senior
professionals are being increasingly
sought after as companies look to
improve the finance function and
manage growth, as well as replace
some of the natural turnover from
staff leaving and/or returning to their
home countries.
As companies analyse data to
provide strategic decision-making,
CFA-qualified analysts with three
or more years of experience will
see additional job opportunities.

Companies expect candidates to
be systems savvy, with advanced
knowledge of Excel and large
ERP systems.

Remuneration trends
Businesses are divided on their
remuneration strategies, with
many recognising that increased
salary levels are required to attract
and retain the requisite talent,
and others reticent or unable to
increase compensation levels.
Many businesses have increased
their candidate expectations,
looking for specific niche skill sets
to add to their teams, but have
not increased salaries. This poses
recruiting challenges for businesses
as demand outweighs supply.

3 in 4 CFOs
are concerned
about losing
top performers

Bonus schemes are becoming
more widely available with more
non-managerial employees having
access to company and personal
performance compensation.

Regarding finance team
remuneration, CFOs plan to:

43%

55%

3%

Increase
salaries

Freeze
salaries

Decrease
salaries

Source: UAE survey of CFOs. Survey does not equal 100 due to rounding
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Accounting and finance hiring

Accounting and finance salaries
Job title
title
CFO
Finance Director
Financial Controller
Assistant Financial Controller
Chief Accountant

Company size
Company
size

Assistant Treasurer
Finance Manager

Tax Director
Tax Manager
Senior Tax Associate
Senior Financial Analyst
Financial Analyst
Compliance Director

$220,000 - $490,000

0.7%

Large company

$235,000 - $560,000

$240,000 - $600,000

5.7%

SME

$172,000 - $325,000

$180,000 - $330,000

2.6%

Large company

$208,000 - $350,000

$210,000 - $360,000

2.2%

SME

$105,000 - $198,500

$110,000 - $210,000

5.4%

Large company

$105,000 - $212,500

$110,000 - $220,000

3.9%

SME

$82,750 - $128,750

$85,000 - $130,000

1.7%

Large company

$95,250 - $130,250

$100,000 - $135,000

4.2%

SME

$94,500 - $142,000

$95,000 - $145,000

1.5%

$98,250 - $152,500

$100,000 - $160,500

3.9%

SME

$118,250 - $164,750

$120,000 - $170,250

2.6%

Large company

$130,500 - $245,000

$133,000 - $249,000

1.7%

SME

$102,250 - $125,250

$105,000 - $130,000

3.3%

Large company

$106,500 - $131,000

$109,000 - $135,000

2.7%

$98,500 - $160,250

$100,000 - $163,000

1.6%

$110,750 - $180,000

$118,500 - $191,250

6.5%

SME

$75,000 - $96,250

$77,500 - $98,000

2.5%

Large company

$78,250 - $110,000

$80,000 - $110,000

0.9%

SME

$105,750 - $163,500

$109,750 - $169,500

3.7%

Large company

$123,750 - $182,500

$125,000 - $191,750

3.4%

SME

$74,750 - $109,500

$80,000 - $114,500

5.6%

Large company

$81,750 - $130,250

$82,000 - $131,000

0.5%

SME

$53,750 - $71,250

$54,000 - $72,000

0.8%

Large company

$55,000 - $91,750

$56,500 - $94,000

2.6%

SME

$72,750 - $102,500

$74,750 - $103,000

1.4%

Large company

$76,500 - $109,750

$78,500 - $110,000

1.2%

SME

$62,500 - $91,750

$64,250 - $92,000

1.3%

Large company

$66,000 - $95,750

$67,000 - $97,750

1.9%

SME

SME

$97,250 - $126,250

$103,500 - $131,500

5.1%

$122,250 - $165,500

$127,500 - $179,750

6.8%

SME

$79,750 - $112,500

$81,750 - $115,000

2.3%

Large company

$82,500 - $130,750

$81,500 - $140,000

3.9%

SME

$60,750 - $80,000

$61,000 - $81,750

1.4%

Large company

$66,750 - $82,750

$71,500 - $85,250

4.8%

SME

$127,750 - $189,500

$130,000 - $205,500

5.8%

Large company

$127,250 - $218,500

$132,250 - $237,500

6.9%

SME

$76,750 - $124,250

$96,250 - $128,000

3.5%

Large company

$80,500 - $140,500

$84,500 - $141,000

2.0%

SME

$54,750 - $70,000

$55,000 - $72,500

2.2%

Large company

$58,000 - $74,250

$60,000 - $75,000

2.1%

Large company
Compliance Manager
Compliance Officer
Audit Manager
Senior Internal Auditor
Internal Auditor

roberthalf.ae

% change
% change

$215,000 - $490,000

Large company
Senior Finance Associate

2015(USD)
(USD)
2015

SME

Large company
Treasurer

2014
(USD)
2014
(USD)
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Accounting and finance hiring

Accounting and finance salaries
Job title
Management Accountant > 5 years

Company size

2014 (USD)

2015 (USD)

% change

SME

$78,750 - $120,250

$80,000 - $121,000

1.0%

Large company

$82,500 - $126,500

$83,500 - $127,250

0.8%

Management Accountant < 5 years

SME

$67,000 - $102,250

$70,250 - $103,000

2.4%

Large company

$69,250 - $108,750

$70,000 - $109,000

0.6%

Payroll Manager

SME

$72,500 - $99,750

$73,000 - $100,000

0.4%

Large company

$80,500 - $110,750

$83,500 - $111,000

1.7%

Payroll Supervisor

SME

$69,750 - $95,500

$70,000 - $96,250

0.6%

Large company

$74,250 - $104,750

$77,000 - $105,000

1.7%

Credit Manager

SME

$78,250 - $106,750

$80,000 - $107,750

1.5%

Large company

$80,500 - $110,000

$84,500 - $111,750

3.0%

Assistant Credit Manager
Credit Controller
Assistant Credit Controller
General Ledger Accountant > 5
years

SME

$70,750 - $77,500

$73,250 - $78,000

2.0%

Large company

$70,000 - $82,500

$71,000 - $83,250

1.1%

SME

$48,250 - $65,750

$50,000 - $66,000

1.8%

Large company

$55,250 - $72,500

$58,750 - $74,750

4.5%

SME

$34,750 - $48,750

$35,000 - $50,250

2.1%

Large company

$39,250 - $55,000

$41,000 - $59,250

6.4%

SME

$77,500 - $117,250

$86,500 - $118,750

5.4%

Large company

$80,250 - $120,500

$82,500 - $121,000

1.4%

General Ledger Accountant < 5
years

SME

$65,000 - $94,750

$67,500 - $97,500

3.3%

Large company

$66,250 - $101,500

$68,000 - $102,000

1.3%

AP/AR Manager

SME

$71,750 - $113,750

$72,000 - $115,000

0.8%

Large company

$74,250 - $118,000

$77,500 - $120,000

2.7%

AP/AR Accountant

SME

$44,750 - $71,250

$47,250 - $72,500

3.2%

Large company

$46,750 - $74,250

$48,000 - $75,000

1.7%

Assistant Accountant

SME
Large company

$35,250 - $63,500
$40,750 - $66,500

$36,750 - $64,500
$42,500 - $69,500

2.5%
4.4%

roberthalf.ae
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Financial services hiring
Businesses are
focusing on
strategic and
replacement
hires, looking
to increase
their skills and
experience
levels to remain
competitive
The hiring climate
Financial services hiring has
levelled in the past year, following
previous aggressive recruitment
activity resulting from departmental
expansion and creation as well
as new entrants into the market.
With increased headcount levels,
businesses are now focusing on
strategic and replacement hires,
looking to increase their skills
and experience levels to remain
competitive.
Skills shortages persist across the
industry, with nearly half (45%)
of financial services executives
saying that competition for skilled
professionals has increased, while
another four in 10 (37%) indicating
that it has remained consistent
with what was already an emulous
marketplace. As a result, nearly all
(95%) executives surveyed indicate
that it is challenging to find skilled
professionals today, and another
84% are concerned about losing
top performers.

roberthalf.ae

Companies are hiring across
business development functions,
bringing in additional sales roles in
both cash and trade for corporate
and transaction banking. Similarly,
asset management firms are
increasing talent resources across
placement, origination and business
development. Hiring for middleand back-office functions is stable
but more modest in contrast, with
reduced hiring across traditional
accounting functions offset with
stronger prospects across compliance
functions, particularly in the Dubai
International Financial Centre.
New small and medium-sized
enterprise (SME) entrants to
the market, particularly within
insurance, have been hiring
aggressively, looking to establish
new teams and functions, as well
as source executive leadership,
including director- and managing
director-level professionals.

95%
of executives
are challenged
in finding skilled
financial services
professionals
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Financial services hiring

Expatriate recruitment
To manage the supply–demand
shortfall, companies continue to
look towards more mature markets
to secure the talent they need. When
asked which financial market they
primarily looked at to source talent
from, Singapore was most cited,
by nearly one-quarter (23%) of
respondents, followed by London
and New York, both with 21% of
the responses. Hong Kong was the
fourth-cited location with 16% of
financial services executives looking
to recruit there. The most important
factors cited when hiring expatriate
talent include specific regulatory
knowledge, Western experience,
Dubai Financial Services Authority
exposure and Western education.

Key trends affecting
financial services hiring
Many financial services businesses
have focused on cost reduction,
looking at ways to improve already
lean efficiencies and laying the
foundation for further growth. Business
process improvement and systems
implementation have been primary
areas of focus, preparing firms to
concentrate on initiatives that will drive
revenue and strategic growth.
Financial services executives are
therefore challenged to balance
investment between initiatives that will
enable growth and those related to
corporate governance that are cost and
labour intensive. When asked where
they plan to increase spending, more
than half (53%) of C-suite executives
plan to enhance their digital presence,
improving their website and online
banking experience.

Financial services
executives are
hiring to support the
following areas (% hiring):
44%
Regulatory reform

32%
Digital initiatives

32%
IT investment to enable growth

31%
Data analytics and mining

29%
Cybersecurity

24%
Product development
Source: UAE survey of financial services executives.
Multiple responses permitted

Financial markets targeted for recruitment

23%

21%

21%

16%

Singapore

London

New York

Hong Kong

Source: UAE survey of financial services executives

roberthalf.ae
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Financial services hiring

This is followed by data analytics
and mining (47%) as businesses look
to capture customer and financial
insights to provide strategic decisionmaking. Balance this, however, with
the need to address cybersecurity
(47%), regulatory requirements (33%)
and product development (20%).
Cybersecurity has captured the
industry’s attention, and according to
a PwC study1, 39% of UAE financial
sector respondents said that their
companies had been victims of
cybercrime, compared with 17% in
other industries. As the sector grapples
with this reality and growing threat,
nearly three in 10 (29%) executives
plan to hire additional permanent staff
to manage security projects.

Regulatory reform and compliance
initiatives have become an accepted
daily routine across multiple
departments, and most candidates
are expected to have at least some
exposure and knowledge to how it
affects their area of specialisation.
Nearly nine in 10 (89%) financial
services executives say the current
regulatory regime has done enough
to create a viable risk culture, and
an even higher percentage (92%) go
as far as saying that it has impeded
economic growth. Chief regulatory
challenges include sourcing talent,
rising costs and staying current with
evolving regulations. As a result,
more than four in 10 (44%) financial
services businesses plan to expand
their permanent teams by hiring
regulatory specialists.

59%
of executives
say candidates’
remuneration
expectations
have increased

Remuneration trends
Regarding remuneration, financial
services executives plan to:

41%

57%

1%

Increase
salaries

Freeze
salaries

Decrease
salaries

Remuneration within the industry
remains varied, with most candidates
in business development and middle
office roles commanding a 10%
uplift when moving jobs. Risk and
compliance remain niche areas
and are also experiencing strong
gains. Traditional accounting roles,
in comparison, are more modest,
with increases more in line with
inflation. Despite this, candidates’
expectations for remuneration are
on the rise with nearly six in 10
(59%) financial services executives
citing increased salary and benefits
demands from applicants.

Source: UAE survey of financial services executives. Survey does not equal 100 due to rounding

1

w ww.pwc.com/gx/en/economic-crime-survey/
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Financial services hiring

Skills and attributes
in demand

Spotlight on insurance
The insurance sector has gained strong momentum, with additional job
creation resulting from product and regional expansion outpacing the
available supply of candidates. Most hiring lies with the major and mediumsized multinational companies, looking for local candidates who can come
in and make an immediate impact. Heavy workloads and resulting business
pressures make expatriate recruitment ineffective, because companies need
talent immediately and businesses also value candidates with established
contacts and books of business that expats don’t yet have.

• Compliance and regulatory

Dubai’s mandatory health insurance law has had a profound impact on
the industry as many regional and multinational companies enhance their
business development efforts in a bid to win major corporate clients. This
has led to the rise of front office sales roles for insurers and third-party
administrators in the health insurance sector as well as a knock-on effect
within the operational side of such businesses. Employee benefits specialists
are in demand.

• CFA qualification

experience
• Local experience twinned with

developed market exposure
• Senior-level director experience
• Strong IT skills, including

accounting software, Oracle, SAP
• ACII (insurance) qualification

Positions in demand

Compliance specialists
(private banking,
investment banking
and AML)

roberthalf.ae

Cash and product
management
professionals

Trade sales
professionals
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Financial services hiring

Financial services salaries
Job
Job title
title

2014 (USD)
(USD)

2015 (USD)
(USD)

change
%%change

RISK
Chief Risk Officer

$260,000 - $523,000

$263,750 - $535,500

2.1%

Head of Risk Management

$164,750 - $261,500

$167,250 - $265,750

1.6%

Head of Credit Risk

$169,750 - $325,000

$172,250 - $329,750

1.5%

Credit Risk Manager

$93,750 - $162,500

$95,000 - $164,750

1.4%

Senior Credit Risk Analyst

$80,250 - $98,750

$81,500 - $100,250

1.5%

Credit Risk Analyst

$56,250 - $81,500

$57,000 - $83,250

1.8%

$108,250 - $160,750

$109,750 - $164,000

1.8%

$74,500 - $107,250

$75,500 - $109,250

1.7%

Market Risk Manager
Senior Market Risk Analyst
Market Risk Analyst

$43,250 - $75,750

$43,750 - $77,750

2.1%

Operational Risk Manager

$98,500 - $136,500

$97,750 - $138,500

1.4%

Operational Risk Analyst

$60,500 - $101,500

$61,500 - $103,250

1.7%

Credit Analysis Manager

$93,500 - $128,750

$94,750 - $130,500

1.3%

Senior Credit Analyst

$56,750 - $92,750

$57,500 - $94,000

1.3%

Credit Analyst

$39,000 - $53,750

$39,500 - $54,750

1.6%

FRONT OFFICE, MERGERS & ACQUISITIONS
Managing Director

$269,500 - $400,000

$274,000 - $407,000

1.7%

Director

$244,750 - $320,000

$249,000 - $325,500

1.7%

Vice President

$167,500 - $232,500

$170,250 - $236,000

1.6%

Associate

$115,000 - $178,500

$117,000 - $182,250

2.0%

Senior Analyst

$97,250 - $120,000

$98,750 - $122,500

1.8%

Analyst

$70,500 - $102,250

$71,750 - $104,000

1.7%

COMPLIANCE
Head of Compliance

$145,000 - $320,000

$147,500 - $327,000

2.0%

Compliance/AML Manager

$92,500 - $145,000

$94,000 - $147,250

1.6%

Compliance/AML Officer

$56,750 - $87,750

$57,750 - $89,250

1.7%

Head of Wholesale Banking (GM)

$486,500 - $552,000

$490,500 - $560,000

1.2%

Head of Corporate Banking (GM)

$320,000 - $512,250

$325,000 - $520,250

1.6%

Senior Corporate (RM)

$108,250 - $162,500

$110,000 - $164,750

1.5%

$49,250 - $113,250

$50,250 - $115,500

2.0%

$210,000 - $457,750

$213,750 - $463,250

1.4%

WHOLESALE BANKING

Corporate (RM)
Head of Transaction Banking (MD)
GM = General Manager

roberthalf.ae

MD = Managing Director ED = Executive Director RM = Regional Manager
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Financial services hiring

Financial services salaries
Job title

2014 (USD)

2015 (USD)

% change

WHOLESALE BANKING (CONTINUED)
Head of Trade Sales (ED)

$217,750 - $290,500

$220,500 - $295,250

1.5%

Trade Sales Director

$144,750 - $211,750

$147,000 - $215,000

1.5%

Trade Sales Manager

$77,750 - $142,500

$81,000 - $145,000

2.6%

Head of Cash Management (ED)

$216,250 - $290,000

$220,000 - $295,750

1.9%

Cash Management Director

$144,500 - $211,250

$147,000 - $215,000

1.8%

Cash Management Manager

$80,000 - $142,250

$81,250 - $145,500

2.0%

Head of Product Management (ED)

$241,250 - $256,500

$245,000 - $260,000

1.5%

Trade Product Manager

$147,750 - $208,250

$150,000 - $212,000

1.7%

Cash Product Manager

$147,750 - $208,250

$149,750 - $211,500

1.5%

Head of Client Services (ED)

$221,500 - $256,250

$225,750 - $260,000

1.7%

Client Services Director

$123,250 - $147,750

$125,500 - $150,000

1.7%

Client Services Manager

$79,000 - $123,000

$80,000 - $125,250

1.6%

Product Control

$105,250 - $187,750

$106,000 - $191,250

1.5%

Fund Accountant

$103,750 - $191,000

$105,250 - $194,500

1.7%

$57,750 - $79,750

$58,250 - $81,500

1.6%

$79,750 - $157,500

$81,250 - $160,000

1.7%

$143,500 - $253,250

$145,750 - $259,250

2.1%

FINANCE & ACCOUNTING

INSURANCE
Assistant Underwriter
Senior Underwriter
Head of Line
Account Manager

$57,250 - $79,250

$58,250 - $81,000

2.0%

Business Development Manager

$63,500 - $111,500

$64,750 - $113,500

1.9%

Head of Business Development

$159,750 - $223,250

$162,000 - $226,750

1.5%

$79,750 - $142,000

$81,000 - $145,750

2.3%

Reinsurance Broker
GM = General Manager

roberthalf.ae
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Technology hiring
Investment in
tech businesses
has brought
hiring growth,
and IT investment
in non-technology
businesses has
compounded
talent shortages

The hiring climate
Companies continue to invest in
technology hiring, with 2014 the
most buoyant the industry has
seen in several years. Investment
in tech businesses and start-ups
has brought hiring growth, and
further initiatives and IT investment
in non-technology businesses have
compounded talent shortages.
Economic confidence coupled
with a greater understanding of
the importance of technology
across the business has prompted
businesses to increase
IT spending, with many projects
that were previously put on hold
moving forward.

Technology advancements coupled
with years of underinvestment are
driving business change, delivering
growth and innovation across multiple
sectors and prompting the need for
additional IT talent. Businesses are
increasing permanent headcount
to manage new projects/initiatives,
product/service expansion, IT risk
and security initiatives. IT leaders
are tasked with using technology to
enable growth, yet they are concerned
about the speed of technological
change, with companies struggling
to start or complete innovation
projects. According to a PwC,2 survey
of technology CEOs, the largest
business threats to growth include
the availability of key skills, the rising

cost of labour in growth markets and
the speed of technological change.
This is ahead of cyber threats and
protecting intellectual property.
As a result, technology professionals
are in strong demand and short
supply. Candidates with niche skills
are finding themselves with multiple
offers and counteroffers, with
businesses increasing salaries to
attract the industry’s top talent. Some
businesses that are slow or unwilling
to react to the changing market are
finding themselves sacrificing on key
requirements to fill vacancies. With
much of the work project driven,
businesses are looking to fixed-term
contracts on a six- to 12-month basis
to help manage costs.

Threats to growth include the availability of key skills, the rising cost of
labour in growth markets and the speed of technological change
2

w ww.pwc.com/gx/en/ceo-survey/2014/industry/technology.jhtml
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Technology hiring

Key trends affecting
technology hiring
The frozen budgets of the downturn
have thawed, and businesses are
increasing investment, with network
and software upgrades prompting
increased hiring. Businesses that
are planning systems upgrades
are looking for programme and
project managers who are strong
communicators and who can deliver
large technology initiatives on time
and within budget.
The resulting data from improved
systems is allowing cross-functional
departments to develop more
strategic, data-driven initiatives, with
commercial growth targets now often
a benchmark for the IT department
as well as for business development
teams. With a wide range of possible
solutions to choose from in different
vendor products and outsourcing
companies, selecting the right tools
and approach while looking at cost,
implementation time and meaningful
output is a growing difficulty.
Cloud adoption is still on the rise,
particularly among SMEs that value
its economic benefit yet are still

concerned about the potential risks.
Security concerns, increased legal and
data privacy concerns, implications
for cross-border data transfers and
the potential increased cost due to
user ineffectiveness/time wastage
are all considerations for businesses
relying on cloud technologies, making
infrastructure professionals with three
or more years of experience highly
sought after in both SME and large,
multinational businesses.
The potential security concern
surrounding cloud technology and
ongoing regulatory initiatives are
prompting many businesses to
scrutinise their managed service
providers to minimise vendor risk.
IT security on the whole has become
an increasing priority across the wider
business and leadership team, with
businesses increasing their security
budgets to hire additional staff to
help manage.
Continuing enhancements to
businesses’ e-commerce and digital
offerings, particularly online banking
within the financial services space,
is prompting additional demand for
web developers, security professionals
and project managers.

Remuneration trends
Technology salaries have remained
stable for the past couple of years,
and this is expected to continue
throughout 2015. Industries seeing
the strongest gains include financial
services, aviation and construction,
where companies are paying
competitively to attract, recruit and
retain the top talent the industry has
on offer.

Skills and attributes
in demand
• Project management
• Commercial/business acumen
• Strong communication skills
• ERP systems experience (including

SAP and Oracle)
• Developed market exposure
• Degree educated paired with

relevant qualification (PMP, ITIL,
LEAN qualifications, CCIE,
CCNP etc.)

Positions in demand

Project
managers

roberthalf.ae

Change management
professionals

IT security
professionals
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Technology hiring

Technology salaries
Job title

2014 (USD)

2015 (USD)

% change

LEADERSHIP
Chief Information Officer (CIO)
Chief Technology Officer (CTO)
Chief Security Officer (CSO)
Chief Architect
Director of Information Technology
Information Technology Manager > 10 years
Information Technology Manager < 10 years

$310,000 - $430,000
$280,000 - $370,500
$150,250 - $240,500
$150,000 - $225,000
$175,500 - $290,250
$100,000 - $170,000
$67,750 - $125,000

$314,000 - $439,000
$284,250 - $375,500
$152,500 - $243,500
$152,250 - $228,250
$178,000 - $295,000
$101,500 - $172,250
$68,000 - $127,500

1.8%
1.4%
1.3%
1.5%
1.6%
1.4%
1.4%

$100,000 - $170,000
$79,750 - $110,000

$102,000 - $173,000
$81,000 - $113,500

1.9%
2.5%

$65,000 - $80,250

$65,750 - $83,000

2.4%

$160,000 - $200,000
$120,500 - $180,000
$75,000 - $120,000

$162,000 - $203,000
$121,750 - $183,000
$76,250 - $122,000

1.4%
1.4%
1.7%

$143,000 - $202,000
$90,500 - $140,000
$59,750 - $120,500
$135,250 - $220,000
$119,500 - $170,500
$85,000 - $120,500
$170,000 - $250,000
$120,000 - $180,000
$127,500 - $183,000
$100,000 - $175,000

$150,000 - $210,000
$91,750 - $142,750
$61,000 - $123,250
$137,250 - $224,500
$122,500 - $172,500
$86,250 - $123,750
$172,500 - $253,750
$121,750 - $182,750
$130,000 - $195,000
$102,500 - $180,250

4.3%
1.7%
2.2%
1.8%
1.7%
2.2%
1.5%
1.5%
4.7%
2.8%

$80,000 - $125,000
$60,000 - $85,000
$35,000 - $70,000

$81,000 - $126,750
$60,750 - $86,750
$35,500 - $71,250

1.3%
1.7%
1.7%

IT SECURITY
Security Engineer
Security Analyst
Security Administrator

APPLICATIONS
Development Manager
Product Manager
Applications Developer

BUSINESS ANALYSIS AND PROJECT
MANAGEMENT
Business Systems Manager
Senior Business Systems Analyst
Business Systems Analyst
Business Intelligence Manager
Senior Business Intelligence Specialist
Business Intelligence Specialist
Project Management Officer (PMO) Head
Project Management Officer (PMO) Analyst
Senior Project/Programme Manager
Project/Programme Manager

SYSTEMS ADMINISTRATION
Senior Systems Analyst
Systems Analyst
Systems Administrator

roberthalf.ae
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Technology hiring

Technology salaries
Job title

2014 (USD)

2015 (USD)

% change

ARCHITECTURE
Enterprise Architect (16+ years’ experience)
Enterprise Architect (10–15 years’ experience)
Enterprise Architect (6–9 years’ experience)
Solutions Architect (16+ years’ experience)
Solutions Architect (10–15 years’ experience)
Solutions Architect (6–9 years’ experience)

$180,000 - $250,000
$125,000 - $180,000
$90,500 - $125,000
$179,250 - $240,000
$124,750 - $180,500
$89,500 - $125,000

$182,750 - $254,250
$127,250 - $182,750
$91,750 - $126,750
$182,500 - $243,500
$127,000 - $182,750
$91,500 - $127,500

1.6%
1.6%
1.4%
1.6%
1.5%
2.1%

$100,500 - $220,000
$100,000 - $150,250
$65,750 - $100,000
$59,500 - $90,250

$101,500 - $223,500
$101,500 - $152,250
$67,250 - $101,500
$60,750 - $91,750

1.4%
1.4%
1.8%
1.8%

$100,000 - $180,000
$60,250 - $100,000

$101,500 - $182,750
$61,250 - $101,500

1.5%
1.6%

$60,250 - $90,750
$60,250 - $80,500

$61,250 - $92,500
$61,250 - $81,750

1.8%
1.6%

NETWORKING
Network Architect
Network Manager
Network Engineer
Network Administrator

DATA/DATABASE ADMINISTRATION
Database Developer
Database Administrator

TECHNICAL SERVICES
Senior Technical Support Specialist
Technical Support Specialist

roberthalf.ae
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Human resources and
administration hiring
Strong economic
growth across
the region has
created additional
human resourcing
priorities

The hiring climate
Strong economic growth across
the region has created additional
human resourcing priorities as
HR departments are not only
tasked with making strategic
and growth hires but also with
enhancing employee skills and
talent development, organisational
culture and employee relations as
they expand their operations. With
heavy competition for top talent, HR
professionals will also play a pivotal
role in reviewing and providing
guidance on compensation and
benefits programmes to balance
headcount costs with efficiency and
business growth.

Key trends affecting
HR hiring
Many businesses are still looking to
maximise their cost effectiveness,
whether through centralising or
decentralising HR functions in
countries with lower living costs.
While many businesses have moved
their HR functions from largely
European-based, EMEA-facing
functions into more regionalised
strategies, HR departments will be
tested as expectations from the
business accelerate.
Businesses seek HR professionals with
experience and education in mature
markets who can bring the process
and efficiency of more established
firms to the region. This is particularly
the case for senior-level candidates

with niche specialisms in compensation
and benefits, learning and
development as well as organisational
culture. Candidates with 5–8 years
and 15-plus years of experience are in
most demand, as are those who have
shown more than four years of tenure
in their most recent roles.

Remuneration trends
Employers are increasing
compensation to secure and retain
the best professionals, and many are
increasing salaries and benefits. More
than four in 10 (43%) HR directors
indicate that they will be increasing
salaries for existing staff. As well,
businesses are trying to stand out by
offering perks like flexible working,
subsidised training and additional
annual leave.

Employers are increasing compensation to secure and retain the
best professionals
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Human resource and administrative hiring

Spotlight on administrative hiring
Demand for skilled administrative professionals continues to rise.
Companies throughout the region are recruiting candidates whose
contributions can make an immediate impact in helping to support
business growth. Yet good talent is proving hard to find. According to
HR directors surveyed, nine in 10 (89%) find it challenging to find
skilled professionals.
Specialist administrative roles are gaining traction as are senior-level
executive and personal assistants as well as office management functions.
Expansion in overall headcount levels is fuelling a need for more human
resources support, and sales and marketing assistants are required to
help with business growth initiatives.

Skills and attributes
in demand
• Performance management,

organisational design and talent
management.
• Strong technically (SAP and

Oracle)
• International/multinational

exposure
• Manufacturing and FMCG

experience (Dubai)
• Banking and finance experience

(Abu Dhabi)
• CIPD, SHRM and MA, HR

management-qualified

Positions in demand

Regional
HR managers

roberthalf.ae

HR managers
with specific
industry
experience

Executive/
personal
assistants

Senior
compensation and
benefits specialists
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Human resource and administrative hiring

Human resources and administration salaries
Job title

2014 (USD)

2015 (USD)

% change

HUMAN RESOURCES
HR Director/Head of HR
Regional HR Manager

$164,000 - $250,500
$111,000 - $183,000

$164,500 - $255,000
$112,000 - $193,000

1.2%
3.7%

HR Manager/Human Resources Business
Partner

$79,250 - $135,500

$80,750 - $144,250

4.8%

HR Generalist
HR Officer

$58,250 - $81,000
$49,000 - $63,000

$58,500 - $81,250
$49,000 - $65,500

0.4%
2.2%

$114,750 - $168,750
$78,750 - $126,250
$45,500 - $80,750

$115,250 - $170,500
$81,000 - $129,750
$48,500 - $81,000

0.8%
2.8%
2.6%

$114,000 - $163,500

$114,000 - $170,000

2.3%

$47,250 - $95,500

$48,500 - $97,250

2.1%

$114,000 - $163,500

$104,250 - $178,500

1.9%

$56,250 - $113,000

$58,250 - $114,000

1.8%

$112,500 - $167,750

$113,000 - $170,500

1.2%

$78,250 - $127,750
$62,250 - $90,500
$47,750 - $70,500
$71,250 - $110,000

$80,250 - $129,750
$64,500 - $91,250
$48,500 - $71,250
$71,750 - $113,000

1.9%
2.0%
1.3%
1.9%

RECRUITMENT
Head of Recruitment
Recruitment Manager
Recruitment Specialist

LEARNING AND DEVELOPMENT
Head of Learning and Development
Learning and Development Manager/
Specialist

COMPENSATION AND BENEFITS
HUMAN RESOURCES
Head of Compensation and Benefits
Compensation and Benefits Manager/
Specialist

HEAD OF HR AND ADMINISTRATION
Head of Talent/Organisational
Development
Operations/Payroll Manager
Executive Assistant
Personal Assistant
Office Manager
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Legal hiring
Businesses are
expanding their
teams looking
to cut the cost
of external
counsels and
bring functions
in-house

The hiring climate
Further economic and business
expansion across the region has
increased workloads for in-house
legal departments, and businesses
are expanding their teams, yet
remaining cautious, looking to cut
the cost of external counsels and
bring functions in-house.

Expectations are high, and many
businesses are conducting multiple
recruitment rounds in attempts to
find the ‘perfect’ candidate, looking
for lawyers who can bring added
value, niche skills and the ideal fit
with the team. With a legal skills
shortage across the region, however,
many businesses are finding that by
delaying hiring, they are losing their
top selections to competing offers.

Businesses continue to look for the
legal professional who has trained
abroad and/or worked in a mature
market yet who also has local
exposure and fluent Arabic. At the
paralegal level, businesses prefer
candidates who can help the legal
team in reviewing documents in
both Arabic and English.

Positions in demand

Paralegals

roberthalf.ae

Construction litigators
(construction and real
estate dispute lawyers)

Corporate/
commercial lawyers

Banking and
finance lawyers
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Legal hiring

Key trends affecting
legal hiring
Strong business optimism has
affected hiring across the legal
profession, and with additional
commercial and financial services
activity, there is increased demand
for corporate and commercial
lawyers as well as banking and
finance lawyers to manage large
transactions.
The construction and property boom
across the region has resulted in
increased hiring for construction
litigators, and as infrastructure
follows suit, lawyers experienced in
the resources sectors will be well
positioned and in demand.
Technology, media and
telecommunications law is seeing
strong momentum as businesses

look to build out their e-commerce,
internet and mobile offerings, while
also ensuring they observe data
protection and fraud prevention
requirements. Companies are hiring
in-house lawyers to partner with risk,
compliance and IT departments to
ensure their corporate governance
objectives are met.

Skills and attributes
in demand

Remuneration trends

• Regional exposure, Arabic

Legal salaries can vary widely, and
candidates commanding premium
compensation will have a unique
and deep combination of attributes.
Employers are reserving top salaries
for lawyers who are UK/US qualified
from an international law firm, but
who also have regional and UAE
experience. The ability to draft in
Arabic is highly sought after.

• Specialist industry experience

• Corporate/commercial skills plus

specialist knowledge
• Mid-level (5–10 years’ PQE)

lawyers
• Western qualified

speaking
(real estate, finance etc.)

Employers are reserving top salaries for lawyers who are UK/US
qualified from an international law firm, but who also have regional
and UAE experience
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Legal hiring

Legal salaries
Job title

2014 (USD)

2015 (USD)

% change

IN-HOUSE
Chief Legal Officer/Head of Legal/
General Counsel
Regional Legal Counsel

$265,000 - $400,000

$268,750 - $406,000

1.5%

$199,500 - $249,250

$202,500 - $252,750

1.4%

Legal Manager

$150,250 - $199,500

$152,500 - $202,250

1.4%

Legal Counsel (6–9 years’ experience)

$166,250 - $216,000

$168,500 - $219,750

1.6%

Legal Counsel (3–5 years’ experience)

$93,000 - $160,000

$94,000 - $162,500

1.4%

Legal Counsel (0–2 years’ experience)

$59,750 - $93,000

$60,250 - $94,500

1.3%

Paralegal (6–9 years’ experience)

$94,500 - $129,750

$95,750 - $131,500

1.3%

Paralegal (3–5 years’ experience)

$67,250 - $103,250

$68,250 - $104,750

1.5%

Paralegal (0–2 years’ experience)

$34,000 - $67,250

$34,250 - $68,750

1.7%

Legal Secretary

$67,250 - $104,500

$68,250 - $106,250

1.6%

Legal Assistant

$33,500 - $68,250

$34,000 - $69,250

1.5%

$271,500 - $382,000
$204,500 - $287,750
$153,000 - $208,750
$119,000 - $172,250
$68,250 - $120,000
$102,750 - $144,500
$86,000 - $103,750
$51,250 - $88,250

$275,500 - $387,750
$207,250 - $292,750
$155,000 - $212,000
$120,500 - $174,500
$69,250 - $121,500
$104,270 - $146,500
$87,000 - $105,750
$52,000 - $89,750

1.5%
1.6%
1.5%
1.3%
1.3%
1.4%
1.6%
1.6%

PRIVATE PRACTICE
Senior Partner
Partner
Senior Associate
Mid-level Associate
Junior Associate
Senior Paralegal
Mid-level Paralegal
Paralegal

The above reflects starting salaries across regional and multinational businesses. The top third percentile of the ranges is typically reserved for candidates who possess the
following: UK/US qualification, top international law firm experience, regional/UAE exposure and Arabic speaking.
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MANAGERS’ TOOLBOX:
counteroffers return
Employers rarely enjoy receiving
resignation letters. On learning a
top performer plans to accept a
job with another company, many
managers reflexively begin preparing
a counteroffer. But it’s important to
think long and hard before trying to
beat or match a competing firm’s
remuneration package.

Here are five reasons to
resist the temptation to
counteroffer:
1. It’s not a long-term
solution
Providing a competitive salary,
excellent benefits, frequent
recognition and clear career
paths are effective employee
retention strategies. Offering a
counteroffer, on the other hand,
is often just a costly way to delay
the inevitable. Many employees
who accept counteroffers end up
leaving their companies sooner
than later anyway.
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2. You set a bad precedent
Think ahead. Can you afford
to adjust the pay of every staff
member who considers leaving?
What happens when word
spreads that you sweetened the
pot for one employee? It’s likely
other team members will expect
similar treatment in the future.
Knowing they, too, might receive
a counteroffer might even prompt
some employees to explore the job
market as a renegotiation tool.
3. Morale can suffer
Fair or not, extending a
counteroffer can lead to claims
of favouritism. In addition, tension
and resentment could arise if
team members become jealous
of the employee whom you bent
over backwards to keep. Your
employees might also interpret
your actions as a sign that it
takes a resignation threat – not
dedication and hard work – to get
your attention and to, ultimately,
get ahead.

33% of HR
directors say
counteroffers
have increased
4. It can be difficult to
re-establish trust
If an increase in salary
persuades the employee to stay
with your company, your first
reaction might be one of relief.
But once you move beyond the
initial crisis, doubts about the
employee’s loyalty will likely
surface. In addition, your efforts
might not be fully appreciated.
As far as the employee is
concerned, your show of
generosity could be viewed as
long overdue.
5. The employee’s
performance won’t likely
improve
Paying a person more won’t
necessarily yield better work.
If particular employees come
to believe that they are now
deemed ‘indispensable’, there’s
little incentive to step up their
game. In fact, performance
could decline.
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The benefits of working
with a recruiter
Most companies that request the assistance of a specialised recruiter are dealing with one of two situations: they
don’t have the time or expertise to recruit effectively on their own or their recruiting efforts haven’t yet led them to
the right employee.
Either circumstance would be reason enough. But there are other, less obvious benefits of working with a recruitment
consultancy. A good recruiter can:
• Provide a quick solution to a staffing shortfall. The best recruiters don’t need to go out and search for

people who might be a good match for your job opening. They already have access to a large pool of
candidates and can swiftly pull together a set of candidates for you to choose from, expediting the hiring
process.
• Handle the time-consuming elements of hiring. Recruitment consultancies will place job postings, sort

through CVs and perform initial interviews and skills evaluations for you. With those kinds of cumbersome
tasks out of the way, you can focus on the day-to-day operation of the organisation, rather than the timeconsuming business of recruiting.
• Leverage global networks. Recruitment consultancies with international operations can access a deep

pool of candidates with specific skills and experience gleaned from more mature markets. With companies
looking to expatriate recruitment to fill the supply–demand shortfall, having a recruitment partner with global
networks can be a sound resourcing strategy.

About Robert Half
Robert Half is the world’s leading specialised recruitment consultancy. Through our Robert Half Finance &
Accounting, Robert Half Financial Services, Robert Half Technology, Robert Half Human Resources and Robert
Half Legal divisions, we place the market’s most highly skilled professionals with leading organisations.

Key benefits we offer your business include:
The right talent, right on time – our recruitment consultants excel at making the right match from our
extensive network of top job candidates. We make sure that they’re ready from day one to help keep your business
running at full speed.
Recruitment, from beginning to end – we handle all aspects of the hiring process for you: our recruitment
consultants conduct face-to-face interviews, technical skills evaluations, select reference checks and soft skills
assessments with our candidates. We evaluate their fit with your work environment to ensure we’re making the right
placement the first time.
A personal touch – technology is no replacement for personal service. We use the latest technology tools and
our professional networks to quickly find you the best candidates, but we also tailor our services to your needs. In
other words, we don’t rely solely on e-solutions.
Experience and reputation – we’ve been in the recruitment business for more than 65 years. In that time,
we’ve learnt how to read the job market in all economic climates, and we’ve developed a reputation for
offering sound advice and top-notch candidates, no matter the current conditions.
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