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If you are one of the many companies in 2014 looking to expand your business and grow your existing workforce, you 
may be wondering how to attract and hire the right talent for your team. We’ve put together this recruitment guide 
specifically for small business owners so that you can discover the best recruitment practices for 2014. From using 
social media for the headhunting phase, to the benefits of hiring graduates, apprentices or trainees, to vital interviewing 
tips; this is an essential guide for the small business owner.

You will also discover some of the various options available for improving staff retention and overall morale - after all, 
you want to ensure that your best employees as well as any new recruits feel motivated and encouraged to stay. 

Finally, you’ll learn about some of the challenges facing small businesses such as yours in 2014, as well as what to take 
into consideration, including the latest increase in the minimum wage and how to decipher whether you are paying your 
employees the right salary.

In essence, The Recruitment Guide for Small Business Owners covers a range of topics so that you’re informed and 
armed with the knowledge to assist your recruitment efforts in 2014.
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The UK job market has improved substantially since the recession 
took hold in 2008. In fact a recent JobsOutlook survey from 
the Recruitment & Employment Confederation (REC) revealed 
that employers were feeling optimistic about 2014 with 65% of 
employers stating that they planned to hire more permanent staff in 
the first quarter of 20141.

A key consideration for small business owners should be finding 
the right candidates. With this in mind, we’ve dedicated an entire 
chapter to providing tips and advice to help you discover the best 
methods and techniques for hiring staff in 2014. 

Headhunting through social media 
You only have to look across the range of social media sites such 
as Facebook, Twitter and LinkedIn to discover just how many 
brands and companies are utilising social media to showcase 
their business. Aside from the obvious advantages of driving 
business and engaging both new and existing customers, such 
sites are increasingly used in the recruitment process. Research 
by StepStone Solutions2 found that 75% of employers using 
social media regard employer branding as key, whereas 61% of 
employers are making use of social media to actively search for 
new employees.  

“61%
of employers use social 

media to actively search for 
new employees

“

“65%
of employers planned  

to hire more staff  
in Q1 2014

“

Recruiting Staff in 2014
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Whether you want to target people with specific skills or 
interests, or if you want to reach a larger pool of applicants, 
head hunting via social media has numerous advantages. As 
a professional network, LinkedIn is the obvious place to start, 
and with the ‘Post a Job’ function, you can gain access to 250 
million professionals worldwide, take advantage of automated 
job matching designed to help you find the most suitable 
candidates and much more. However, it’s important to consider 
utilising other social media sites including Facebook and Twitter 
for seeking candidates. 

Take Facebook as a prime example - this social networking site 
is celebrating its tenth birthday this year and has over 31 million 
users in the UK3. 

As a result employers have a fantastic opportunity to network 
and reach talented or skilled individuals that could help grow or 
improve their workforce; individuals that they might not be able 
to target via the more traditional and costly modes of advertising 
and recruitment agencies. 

Whether your company is new to social media or not, it’s 
important that you spend time building up your company profile 
and outlining a marketing strategy that will help to cultivate a 
positive company image, ideally you will strike a chord between 
being approachable, knowledgeable and professional. One 
of the simplest and most effective ways to achieve this is by 
posting regular news, updates and insights about your company, 
products or services, and by commenting or reporting on 
industry trends and events. In addition, it can be worthwhile 
offering discounts and promotions to increase engagement, 
while responding to any comments (both good and bad) will help 
to give your brand a voice.

Facebook

LinkedIn

5
Top 5 Tips for Recruiting on LinkedIn

•  Update your company profile with links to 
jobs you are currently recruiting for

• Encourage staff to share jobs with their 
connections

• Outreach jobs to candidates by sending 
them a private message (this helps make 
people feel in demand)

• Add insight to the position you wish to fill 
rather than just adding a link to your profile

• Search LinkedIn for aspiring candidates

5
Top 5 Tips for Recruiting on Facebook

• Show users a personality rather than a
 faceless brand  
• Reveal the people behind the company, 
 so that potential candidates can see who 
 they will be working with
• Encourage people to write to you whether 
 there is currently a job available or not
• Use apps within your company page to 
 link to your careers page on your website 
 (or contact information)
• Encourage your employees to share 

available jobs on their own profiles
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Having defined your company’s approach to social media, you should 
be in a healthier position to raise brand awareness. Many companies 
utilise their social platforms to post about new job opportunities and it 
can be worthwhile encouraging your current employees to share these 
posts to extend their audience reach. You should also encourage staff 
to ‘like’ or link to your company page. 

It’s not just time and money that can be saved through social 
media recruiting; according to a report by Salesforce.com, 76% 
of graduates would be more attracted to an employer if they 
were an active user of social networks4. For this reason alone 
it is even more prevalent that small businesses utilise these 
networks, especially if they want to hire the best talent. Perhaps 
unsurprisingly, job seekers are increasingly using social media to 
perform job searches.

“76%
of graduates are more 
attracted to employers 

active on social networks

“

5

5
Top 5 Tips for Recruiting on Twitter

• Tag keywords related to the job within 
the post

• Don’t just post about jobs - use this as a 
wider company communications channel

• Participate in industry related topics to 
show you are experts

• Reply to posts you are tagged in, even 
if it is a thank you - this shows you are 
engaged with the audience

• Share links to video and visual content 
that exists on your website 

Twitter



Recruiting apprentices,  
graduates and trainees 
For many small businesses, the benefits of hiring a graduate or 
apprentice can be vast. According to Acas (Advisory, Conciliation 
and Arbitration Service) there are around 230,000 graduates keen 
to join the UK’s labour force each year5. Graduates are known for 
bringing renewed enthusiasm and innovation to the workforce 
and are already equipped with strong written, communication 
and analytical skills. As a result, graduates can bring a new 
perspective to your business practices, while still being more 
affordable than a candidate with solid work experience. In fact, 
The Graduate Market in 2014 reported that over a quarter of 
employers have increased their graduate recruitment budgets for 
the 2013-2014 recruitment round6.

Graduates are also familiar with working under pressure and keeping 
to deadlines, and will no doubt have experience of working as part of 
a team as well as problem solving, all of which ensures they should 
integrate seamlessly into the workforce. Often regarded as a ‘blank 
canvas’, graduates have the potential to learn and think on their 
feet, and depending on their degree, they may possess up-to-date 
specialist knowledge which can benefit businesses. 

Essentially, apprenticeships enable those that are not in full-time 
education to earn while they learn in a range of industries. According 
to the National Apprenticeship Service (NAS), over 100,000 
employers in over 160,000 workplaces7 use apprenticeships to 
benefit their business. A new initiative has also been launched in 
conjunction with NAS and the Small Firms Enterprise Development 
Initiative (SFEDI), named Apprenticemakers which aims to support 
small business owners with apprenticeships. It provides an online 
peer to peer mentoring community, so that businesses can ask 
questions and network with other apprentice employers across the 
country. 

It’s been good news for apprenticeships recently, as according to 
a new study of 600 businesses conducted by Market Research 
company ICM, 20% of SME’s8 plan to take on one or more 
apprentices in the next 12 months.9 

In addition, 43% of employers agreed that they would be more likely 
to offer an apprenticeship now compared with two years ago, with 
38% of employers stating that this was because the talent pool had 
widened as apprenticeships had gained in popularity, and 33% of 
employers stating that it had become easier to employ apprentices. 

“230,000
graduates keen to join 
UK’s labour workforce 

every year

“
“96%

of employers reported 
benefits to their business 
taking on an apprentice

“
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Interestingly, 41% of employers also agreed that apprentices tend 
to stay in the business longer than other recruits. 

Taking between one and four years to complete, an apprenticeship 
is delivered through a college or training provider and according 
to the NAS in 2013 96% of employers reported benefits to 
their business simply by taking on an apprentice, while 76% of 
businesses also reported improved productivity - with the average 
apprentice increasing productivity by an impressive £214 a week.10 

Traineeships on the other hand have been designed to provide 
young people with the key skills and experience that they need 
in order to be both successful and employable in the workplace. 
Traineeships can last from six weeks to six months and for an 
employer there are a number of benefits. For example, employers 
can design a traineeship programme which is advantageous for 
both their business needs and that of the trainee; it also provides an 
opportunity to bring in fresh young talent and as an added benefit, 
all training costs are paid for by the government. It’s important to 
point out that at the end of the traineeship businesses are required to 
give the trainee a job interview, should a position become available, 
otherwise the company will need to provide them with an exit 
interview and reference.

“Traineeships
offer key skills and 

experience to make 
young people more 

employable

“
All 

Traineeships

“
are paid for by the 

government

“
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Key Factors Apprentices Graduates Traineeships

Salary The national 
minimum wage for 
apprentices aged 
19 and under is 
£2.68ph

This is dependent 
on the job role and 
sector, but the 
average starting 
salary ranges from 
£18,000 - £24,000

Employers are not 
required to pay 
trainees but are 
advised to support 
them with travel or 
meal costs

Length of 
Service

1 – 4 years No time limit Up to six months

Education Apprentices will 
gain a nationally 
recognised 
vocational 
qualification

Graduates 
could undertake 
other industry 
qualifications, 
however they are 
already educated to 
degree level

Through the 
scheme trainees 
are able to develop 
their personal and 
vocational skills

Experience Apprentices gain 
valuable workplace 
experience

Graduates are able 
to enhance the skills 
and knowledge 
learnt from their 
degree

The programme is 
designed to prepare 
trainees for the 
workplace

Key benefits 76% of businesses 
report improved 
productivity 
from taking on 
apprentices

Graduates boast 
specialist/innovative 
knowledge, as 
well as strong 
communication and 
written skills

Design a flexible 
programme suited 
to your business 
needs



Hiring people with the potential to be trained
You only have to look at some of the global brands to realise that it’s 
becoming common practice to hire talented individuals with unrelated 
experience to help bring fresh perspectives to their business.

Traditionally many businesses have dismissed candidates who lack 
relevant experience in their industry, however by doing so they could 
be restricting their search and therefore more likely to accumulate a 
workforce with very similar backgrounds and attributes. Depending 
on the needs of the business, hiring a talented individual who 
has the potential for training, but lacks relevant experience, could 
provide a great business opportunity, resulting in raw talent that 
might otherwise be missed. Such candidates might also make more 
sense financially, since they may be more likely to accept a lower 
salary range than other equally talented individuals who have the 
exact knowledge and experience required. 

These individuals also tend to be highly motivated, while their 
lack of preconceived ideas or sector knowledge can be an added 
advantage since they should be easier to train or mould.

Whilst it is important to be open to change and innovation, there 
are some instances when hiring someone with more experience 
may be more valuable. This could include the cost and effort 
required to train an individual, or the fact that certain job roles will 
require particular technical expertise which will possibly be better 
filled by someone with previous educational and work experience.

Talent Acquisition

 Benefits Pitfalls

 Fresh ideas and perspectives Need to factor in training costs

 Uninfluenced from previous experience Some job roles require specialist
 - more adaptable to change and learning knowledge or technical expertise which
  are not easily taught

 Creates a diverse workplace Other employees may feel sceptical 
  or resentful

 Potential to pay a lower salary while the Potential for disruption to the workflow
 employee is being trained up or overall productivity of the business

 Highly motivated to succeed and prove Whilst the economy is recovering, many
 their capabilities businesses are understandably reluctant
  to take risks

“Hiring
a talented individual 

who has the potential 
for training might result 
in raw talent that could 
otherwise be missed

“
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Hiring skilled workers who can hit the 
ground running
Despite the promising outlook for recruitment in 2014, companies 
are understandably cautious when it comes to adding to their 
current workforce. For this reason alone, it can often be more 
preferable for a company to hire a skilled worker with previous 
sector experience. These individuals usually require less, if any, 
training and therefore a business will experience less downtime, 
since they will soon be up to speed and ready to start making a 
difference to the company or current workload.

Since experienced workers already have the knowledge and 
training required, their transition into the new role will be much 
smoother; and once they are fully versed with your particular 
business processes and working practices, there should be limited 
disturbance in terms of company productivity. Another benefit is 
that they may have prior experience of dealing with any problems 
or challenges within your industry, again resulting in less disruption, 
which will benefit both the company and their fellow colleagues. 

“ A business
will experience less 
downtime by taking 
on skilled workers 

with previous sector 
experience

“
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For job seekers the interviewing process can be a daunting 
prospect, but employers need to be equally prepared in 
order to find the most suitable candidates and showcase 
their company in the best possible light.11

 It may sound obvious but make sure you know exactly 
who you are about to interview - this includes addressing 
them by their (correct) name and being armed with a few 
details about their previous education and background.  
A useful tip is to highlight any interesting points on their 
CV; by doing this you can base some of the questions 
around their particular experience or work history. 

 Remember to introduce yourself or the panel and try to 
outline the format of the interview before you begin, which 
will help to keep you focused throughout and will put the 
interviewee at ease as they will know what to expect. 

 Try to hold the interview in a comfortable, quiet space 
away from distractions. You need to remain friendly and 
professional - but remember there is a fine line between 
being overly formal and too informal. You want to leave all 
potential candidates with a good lasting impression about 
your company, and don’t forget to try and plug the benefits 
of the job too.

Interviewing Tips – the do’s and don’ts

1.

2.

3.
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 Do Don’t

 Make sure you know exactly who you’re Forget to introduce yourself and the
 going to be interviewing panel of interviewers

 Highlight sections of interest within the Hold the interview in a loud and
 interviewee’s CV for conversation inappropriate space
 and question cues

 Be fully aware of the types of questions Forget to take notes throughout the
 you should ask interview

 It’s good practice to let all interviewees Come across too formal or informal
 know when you’ll be making a decision to the candidate

 If the interviewee says something that raises doubts or 
alarm bells try to steer them back to the topic so that you 
can delve deeper. The interview is also designed to help 
unravel any concerns, so remember to ask for more detail 
or ask them to elaborate. 

 

 Remember to take notes throughout the interview - 
it’s all too easy (especially if you’re interviewing lots of 
candidates in one day) to forget what was said, who you 
had a good feeling about and so on. You should also try 
to keep the CV’s in order, so that you know who you have 
seen and in which order, this will help you to make sense 
of any rushed notes.

 

 You should also be fully aware of the types of questions 
that you can and can’t ask during the interviewing process. 
As a general rule, direct personal questions such as family 
commitments, the interviewee’s marital status as well 
as religious or age, are all questions that should not be 
broached, otherwise your company could be the subject of 
a complaint.

 

 It’s good practice to let all interviewees know when you 
will be making a decision on the recruitment outcome; so 
make sure you weave this into the end of the interview.

4.

5.

6.

7.
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Employment Law

There are a number of changes to employment law12 which will be 
enforced in 2014, and to make it easier we have provided a roundup 
of the key changes, so that you know what to expect in terms of your 
rights as an employer as well as the rights of your current or future 
employees.

Workplace pension schemes: 
All employers will have to provide workers with a workplace  
pension scheme by law over the next few years. The biggest 
employers started doing this in October 2012. This is called ‘automatic 
enrolment’. When your business must start doing this (called a ‘staging 
date’) depends on how many people you have on your payroll. Check 
your business’ staging date with The Pensions Regulator. If you don’t 
already offer workers a workplace pension scheme, you must set one 
up before your business’ staging date.

From 1st April 2014 the time period that employers will be able 
to automatically enrol eligible jobholders into a qualifying pension 
scheme will be increased from one month to six weeks. This means 
that employers now have 6 weeks to make arrangements for a worker 
to join the pension scheme after the company automatic enrolment 
date rather than 4.

Early Conciliation:
Acas (Advisory, Conciliation and Arbitration Service) aims to improve 
organisations and working life through better employment relations. 
Acas Early Conciliation is a service launching on 6th April 2014 and 
means potential claimants will firstly be able to lodge details of their 
proposed employment tribunal claim with Acas, in addition Acas 
will offer the parties the chance to engage in conciliation with a 
conciliation officer.

Financial penalties:
The Enterprise and Regulatory Reform Act 2013 (ERRA), includes  
a provision that means from the 6th April, employment tribunals will 
be able to impose an additional financial penalty of up to £5,000 on 
employers who lose tribunal claims if the employers are found to be in 
breach of employment law. This penalty is additional to any financial 
award to the employee. An example of breach of employment law 
could be deliberate, malicious or negligent behaviour by the employer.
 

12



Employment Law

Discrimination questionnaire:
The ERRA, which will come into effect from 6th April 2014, has 
revoked the procedure enabling an individual to obtain information 
from an employer regarding discrimination, which can then be used 
as evidence in tribunal proceedings. As a result the discrimination 
questionnaires provisions will be removed from the Equality Act 2010.

Flexible Working:
From 30th June 2014 the right to request flexible 
working (hours/working patterns which an 
employee deems more suitable to their personal 
circumstances) will be extended to all employees. 
Previously this only applied to those who have 
children under the age of 17 (18 if a child is disabled) 
or to those who are carers.

Statutory rates:
Statutory rates including statutory sick pay, maternity allowance, 
statutory maternity pay, statutory paternity pay and statutory 
adoption pay which will increase as of  
6th April 2014. For more information on these please visit  
http://www.hmrc.gov.uk/payerti/forms-updates/rates-thresholds.htm. 

Sickness Absence:
The new Health and Work Service is proposed to be introduced 
in spring 2014. Under the scheme, employers or GPs will be 
able to refer employees for a work-focused occupational health 
assessment, for example ensuring employees are fit to work or 
perhaps, where reasonable physical adjustments to the workplace 
could be made to support employees. It will also include an 
independent assessment of employees who have been off sick for 
4 weeks and the employer requires a professional opinion.

13

“
right to request

30th June 2014 all 
employees will have the “

flexible working
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As a small business owner, it goes without saying that you will 
have a smaller budget, fewer resources and a completely different 
culture and structure compared with larger businesses. Still, this 
shouldn’t make you any less attractive as a prospective employer. 
Whether you are a growing company looking to hire a few recruits, 
or a retailer looking for a supervisor or a new retail assistant, there 
are a number of incentives and extras that you can offer, all of 
which can help entice employees and keep them for the long-term. 

This chapter will explore the various schemes and benefits that 
should be considered if you are looking to improve staff retention 
and boost morale.

Employee benefits 
As an employer it is important to understand what benefits you 
can offer to help make staff feel recognised and valued. These can 
include pensions, although as mentioned on page 12 it’s worth 
pointing out that by law all employers (including SMEs) will soon be 
required to offer their staff a workplace pension scheme.13 

Other benefits can include share schemes whereby employees can 
gain a stake in the company; life assurance, income protection, 
gym membership and private health insurance. In addition, 
company cars or cash allowances can be offered, as well as 
childcare vouchers, work from home opportunities, sabbaticals 
(which can be taken after a certain length of service) and company 
discounts or vouchers.

The twelfth annual Reward Management 2013 survey14 revealed 
that over half of organisations operate one or more performance-
related reward, incentive or recognition scheme. 

Interestingly the survey found that the most popular and highly 
regarded benefits from the employee’s perspective included 
pension schemes, as well as healthcare and medical insurance. 
Nonetheless, the importance of work-life balance is obviously 
still of great importance amongst respondents as they cited 
flexible working hours, enhanced leave and childcare vouchers 
as other key employee benefits. The survey also highlighted that 
career development and training was virtually unmentioned by 
respondents, therefore suggesting that other monetary or work-life 
benefits will be of more interest and value to employees.

How to Keep Good Employees

“ Incentives
help motivate employees 
and keep them for 
the long-term

“
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Praise and reward  
Even the simplest rewards can make employees feel appreciated 
for all their hard work and efforts, whilst good, honest praise 
can have a substantial effect on an employee’s self-esteem, 
it will remind them that their work has not gone unnoticed. As 
an employer with a talented workforce, it’s important that you 
constantly strive to make workers feel valued so that they remain 
content, and therefore less likely to look elsewhere.

According to research from talent and career management 
specialist Right Management, the HR challenge for UK businesses 
in 2013 was low employee engagement and lagging productivity.15 

It’s therefore important to create a varied and stimulating work 
environment whereby employees feel that they can be actively 
involved in any decision-making processes, and that all ideas 
or suggestions are recognised and encouraged by senior 
management. Fair treatment, valuing and actively seeking their 
expertise, as well as ongoing recognition of hard work, whether this 
is presented as a verbal compliment or as a non-cash incentive, 
will help to entice workers to continue performing at a high level 
and to develop professionally. While it might often be overlooked, 
praise can be one of your most powerful tools as an employer.

Remember to explain exactly what each employee did well, and if 
possible, try announcing their success or contribution publically, 
as this can also help to boost morale and encourage others to 
follow suit.

It’s important to remember that non-monetary rewards can be just 
as valuable as cash-based incentives, and from the employer’s 
perspective they cost significantly less; so whether it’s an extra day 
off in lieu, a gift or voucher or a handwritten thank you note, you’ll 
find that such measures can work extremely well for fostering a 
satisfied and harmonious workforce. 
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Flexible working hours  
With the announcement that the right to request flexible working 
will be extended to all employees as of June 201416, it’s important 
that employers first understand how such working patterns can 
benefit or hinder their business from an operational level.

Flexible working can be a great tool for retaining employees, and 
can cover a whole range of different working arrangements, from 
part-time, job sharing, flexitime, working from home, term-time 
working, through to zero hours contracts (however it’s important 
to note that this is not an exhaustive list). Such arrangements can 
have a positive effect on both businesses and employees, and are 
often regarded as a perk for employees. 

Interestingly, the Chartered Institute of Personnel and Development 
(CIPD) survey Flexible working: provisions and uptake (May 2012) 
revealed that employees of micro and small businesses are more 
likely to have a flexible working arrangement than those in medium-
sized or large organisations.17

In addition, the survey revealed that almost three quarters of 
employers felt that flexible working had a positive impact on staff 
retention, with 73% of employers reporting that it had impacted 
positively in terms of employee motivation.

Aside from enabling employees to achieve a better work-life 
balance, about a fifth of employees surveyed admitted that flexible 
working minimised the amount of time they were off work sick.

With the change in employment law, and the obvious benefits for 
workers, it’s important to seek further advice when considering 
offering flexible working to your employees. 

When it comes to the disadvantages however, the employers 
surveyed cited that some of the main barriers to flexible working 
included maintaining customer service requirements as well as the 
ability of line managers to manage flexible workers effectively. 

“3/4
of employers felt flexible 
working has a positive 

impact on staff retention

“
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“June 2014
all employees have the 
right to request flexible 
working hours

“



In this chapter we will discuss some of the other challenges facing SMEs 
from a HR perspective, from how to decipher what is the correct salary 
to offer new recruits, to the importance of training unskilled workers 
which can be initially time-consuming and resource intensive.

While the recovering economy is great news for the industry, research 
from Investors in People (IIP) reveals that a quarter of British workers 
describe themselves as unhappy in their job18. This could spell disaster 
for employers whose workers feel undervalued; particularly since this 
renewed confidence could inspire such individuals to search for other 
jobs and move elsewhere. The same research also highlighted that 63% 
of respondents stated greater job satisfaction was their main priority for 
moving, above pay (48%). 

Other challenges that might be faced by SME’s this year concern the 
rising shortage of skilled workers. According to the REC/KPMG Report 
on Jobs19 there were 14 areas of skill shortages at the beginning of 2013 
- a year later this has increased to 47. As a result there needs to be a 
focused strategy in place in order to attract and retain the best talent.

In addition, in the research report published by Josh Bersin of Deloitte, 
Predictions for 2014, 40% of companies surveyed outlined that 
one of their biggest challenges is the problem of the “overwhelmed 
employee.”20, therefore processes need to be simplified whenever 
possible, to ensure that staff have the tools, support and understanding 
in order to perform their jobs well. 

Increases in the national minimum wage  
In October 2013 the national minimum wage rates increased21 and 
there is further talk that they will increase again in October 2014. 
Currently the minimum wage for adults is £6.31 per hour; £5.03 per 
hour for 18-20 year olds and £3.72 per hour for 16–17 year olds. The 
apprentice rate has also risen by 3p to £2.68 per hour. 

As an employer it is illegal to pay less than the minimum wage and as 
of 1st October 2013 any employers who break the national minimum 
wage law will be publicly named and shamed. In addition, changes 
made to the national minimum wage financial penalty came into effect 
on 7th March 2014. It’s also important to point out that these rates are 
applicable to all sized businesses from SMEs to global corporations.

Challenges for a SME

“1/4
of British workers 

describe themselves as 
unhappy in their job

“

“Why
is it important to 
pay your employees 
the right salary?

“
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The only exemptions in terms of those who will not be entitled to 
these rates are the self-employed, company directors, volunteers 
and voluntary workers. 

With this increase, it is important that companies factor these new 
rates into their budgets, especially if they are considering recruiting 
more staff.  

The importance of paying the right salary 
There are of course a range of reasons as to why it is important to 
pay the right salary to your employees; after all, distribution of pay 
can have a substantial influence on the productivity and morale of 
your staff members. What’s more, it’s essential that an employee’s 
pay is fair and reflects the level of work that they perform. 

It can also help your recruitment initiatives too. While potential 
candidates are likely to review the entire benefits package on offer 
when considering a job offer, it goes without saying that they will 
be more likely to accept a position with a higher salary bracket, 
therefore if you want to attract better quality and skilled applicants, 
it’s important that you offer the right salary. 

Interestingly, according to the Hudson Accounting & Finance Salary 
& Employment Insights for 2013 one of the reasons cited by 22% 
of respondents for giving employees a pay rise at present is due to 
the fact that salaries for similar roles had increased22. It’s therefore 
important to bear in mind that you are paying the right salary for 
the role that you are looking to fill. 

The research also highlighted that 85% of employees rated a 
better salary as one of their top five reasons for being attracted to 
a job opportunity. This was followed by work/life balance (74%), 
convenient location (61%) and extra benefits (37%). In order to 
attract and retain good employees it is important that you offer a 
salary that is on or above the market level and it can be useful to 
check what your competitors are currently offering.

Research from Premierline Direct on graduate salaries23 reveals 
that 31.6% of business owners expect to pay between £13,000 
and £15,000 as a starting salary for graduates, followed by 23.9% 
of business owners who expect to pay over £30,000. However 
in terms of graduate expectations, 41% of graduates expect to 
begin employment on a salary of between £13,000 - £15,000, 
while 27.3% of graduates expect to be paid more than £30,000. 
However there was a clear difference between male and female 
expectations, with male graduates having slightly higher salary 
expectations than their female counterparts.

“85%
of employees rate better salary 
as 1 of the top 5 reasons for 

being attracted to a job

“
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The importance of training 
It is highly beneficial for businesses to develop an effective 
strategy for ensuring all employees possess the relevant skills and 
knowledge so that they can perform their job to the best of their 
capabilities. In the long-term this can save a company time and 
money and increase productivity and overall company efficiency. 

While it may take additional time and resources at the start, a 
proper induction will enable all new recruits to settle in quickly 
and will give them time to know exactly what is expected of them. 
Normally an induction will take place over a number of days 
or weeks and it’s important to reiterate that investing time and 
resources at the beginning of an employee’s induction will help to 
reduce mistakes, minimise costs, improve customer satisfaction, 
boost motivation and could also help to make you more 
competitive in comparison to your rivals.  

Conclusion
If you are recruiting in 2014 it’s essential that you keep in mind the 
best practices which have been outlined in this recruitment guide 
for attracting and retaining valued members of staff. We have seen 
that social media can be extremely effective during the recruitment 
process, and that depending on your business needs, there are 
benefits to offering employment or workplace opportunities to 
apprentices, trainees and graduates. 

Yet as a small business owner, it’s not just a case of hiring suitable 
candidates – you also need to be aware of any recent changes in 
employment law. One of the biggest changes this year is the fact 
that as of April, all employees will have the right to request flexible 
working; while there is also an increase in the national minimum 
wage and statutory rates. There are also various other challenges 
facing business owners this year, including skill shortages and 
ensuring workers feel valued and content within their job roles, to 
ensure that they do not move to new pastures, particularly as the 
economy improves.

It’s vital that you carefully consider the salary that you will be 
paying your employees, as well as any incentives and benefits.  
As surveys have shown, employees consistently cite work/life 
balance as an important consideration, as well as pension plans, 
enhanced leave and other benefits. 
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