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1. Introduction — Current Job Market Trends & Data

“86% OF CEOS BELIEVE RECESSION  
WILL HIT OVER THE NEXT 12 MONTHS”

We appear to be at a crossroads in the global job market. Post 
pandemic, the job market has boomed with an explosion in the 
number of vacancies across all sectors and geographies. Many 
companies have struggled to fill all their open positions and, in 
some cases, resorted to advertising multiple vacancies in the 
hope of filling just one. A seemingly finite supply of potential 
candidates in the battle for talent has fuelled wage inflation. 
Some companies have deviated from their benchmarked pay 
bands to finally fill a long-standing vacancy whilst others are 
still looking to hire. 

To assess the current and near-future state of the international 
job market we have drawn on a variety of sources including 
the KPMG 2022 CEO Outlook report, APSCo Quarterly Report, 
and REC Labour Market Tracker.

Advertised vacancies for technology positions in the UK are 
up 30% year on year. However, there is a cautionary note 
that over 40% of these adverts were posted by Technology 
businesses, many of which were start-ups with funding. A 
number of these businesses have struggled over the past few 
months which resulted in redundancies. It would appear that 
the heat in tech start-up recruitment has cooled recently. 

Looking more broadly, a buildup of negative factors, specifically 
the war in Ukraine, supply chain disruption, increasing inflation 
and rising borrowing costs have begun to take their toll on the 
employment market. 86% of CEOs believe recession will hit over 
the next 12 months. The impact on hiring is already happening 
with 39% of CEOs having implemented a hiring freeze and 46% 
considering downsizing their workforce during the next six 
months. Naturally, this will shift the balance of power away 
from the job seeker as their options dwindle and their salary-
negotiating power is eroded. 

However, we need to look a little further into the future 
to complete the picture. Whilst the vast majority of CEOs 
are expecting a downturn, over half believe it will be short 
and mild. Over two-thirds still have hiring and retaining top 
talent as a priority in their three-year plan and expect their 
headcount to increase over that time horizon.

Interestingly, the ability to hire talent into a business is 
becoming increasingly related to a company’s ESG objectives 
with new and potential employees demanding more 
transparency. Yet, the near-term objective of navigating a 
way out of recession is causing 34% of CEOs to pause their 
ESG efforts. The conflicting objectives between short- and 
medium-term objectives are clear.

In summary, after a huge expansion in hiring over the past 
18 months, it’s reasonable to expect a significant cooling in 
the job market, albeit for a relatively short period of time. 
This is evidenced by the number of job postings which are at 
their lowest point this year and have been steadily declining 
since July. For those businesses that are still growing this 
may represent a window of opportunity where the odds in the 
battle for talent fall briefly in their favour.

“WE APPEAR TO BE AT A CROSSROADS 
IN THE GLOBAL JOB MARKET. POST 
PANDEMIC, THE JOB MARKET HAS 
BOOMED WITH AN EXPLOSION IN THE 
NUMBER OF VACANCIES ACROSS ALL 
SECTORS AND GEOGRAPHIES.”
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2. Digital Procurement & Supply Chain Solution Providers 

“THE COMBINATION OF THE SKILLS SHORTAGE AND THE ASSOCIATED  
SALARY GROWTH IS MAKING IT VERY DIFFICULT FOR MANY  

COMPANIES TO HIRE THE EXPERTISE THEY NEED”

As we mentioned in Chapter 1, post-Covid hiring market trends 
have been remarkably buoyant across a number of niche 
markets, few more so than digital procurement and supply 
chain, and this has continued through the second and third 
quarters of this year.

Regular readers of this report will recollect that we have 
seen significant growth in demand from a wide range of fast-
growing software companies in the sector since the final 
quarter of 2020 when we saw the first signs of the post-Covid 
recovery in job markets. Much of this growth has been driven 
by the impressive amount of investment in start-ups and 
scale-ups from private equity firms.

Salaries and overall earnings have also been increasing at a 
remarkable rate since the second quarter of 2021, so much so 
that it led us to publish a dedicated report on salary trends in 
the sector earlier this year. 

The cause of the salary growth is largely due to the skills 
shortage in the sector. We all read and hear a lot about that 
skills shortage but wonder what the root cause of it might be. 
Not “the great resignation,” which we believe is a myth when 
it comes to this particular niche market.

Much of the headcount increase in the sector since late 2020 
has come from classic “growth” roles, i.e., those in client-
facing, revenue-influencing functions like sales, presales, 
customer success, growth marketing and the like. This new 
headcount from expanding companies, both established 
players and scale-ups, drives the growth in the overall number 
of people employed in the sector.

It is important to note that whatever the business area, most 
business leaders and their hiring managers have a strong 
preference for recruiting people with previous experience 
in the sector. For example, many customer success leaders 
typically favour people with procurement experience and can 
therefore truly understand a customer’s problems, having 
encountered them before. Similarly, sales leaders tend to 
favour those who can articulate a strong value proposition to 
procurement and supply chain leaders because they have that 
experience and hence are credible in front of that audience.

“SALARIES AND OVERALL 
EARNINGS HAVE ALSO BEEN 
INCREASING AT A REMARKABLE 
RATE SINCE THE SECOND 
QUARTER OF 2021”

This common theme of a strong preference for domain 
expertise creates a merry-go-round effect as people move 
from one vendor to another. It’s also a key component of what 
has been driving the salary growth we refer to as demand 
clearly outweighs supply (i.e., the existing talent pool) and 
simple economics comes into play. 

As the newly created “growth” roles get filled they usually 
create vacancies elsewhere, which also need to be filled. So 
the need for “replacement headcount” sustains the buoyancy 
in the market created by the additional headcount.

Certain organisations have tried to solve this problem by 
recruiting from outside the sector, preferring to focus on 
transferable skills and backing their new hires to learn the 
domain expertise quickly. Some have had a degree of success, 
but there is currently limited appetite in many organisations 
for that route. Furthermore, this is not necessarily an easy-to-
adopt solution, owing to the trends in other tech job markets. 
Why?

Well, if you consider that this preference for domain expertise 
is typically replicated in many other niche tech sectors, 
Security, AI, Data Science, HCM, FinTech etc., the list goes on, 
then you start to see why they have similar market conditions 
which drive the acute skills shortage in tech generally. In fact, 
many tech firms have been growing their headcount rapidly 
throughout this year and the tech sector remains the fastest-
growing sector overall, ahead of banking and finance. 

The combination of the skills shortage and the associated 
salary growth is making it very difficult for many companies 
to hire the expertise they need. There are numerous open 
roles in the sector, even with established vendors with strong 
brands, some of which have been available for months.

So, who in procurement tech has been successful in hiring to 
support their growth ambitions in the past two quarters? A 
look at the sales, account management and customer success 
teams of established providers like Jaggaer, Coupa, Ivalua and 
Icertis demonstrate that they have actively been hiring across 
Europe and North America. We’ve also seen SAP Ariba come 
back into the hiring market with more vigour in recent months 
and, of course, scale-ups like Scoutbee and TealBook have also 
been busy strengthening key areas of their business.

CONT...
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2. Digital Procurement & Supply Chain Solution Providers CONT...

“THE GROWTH IN SALARIES HAS SIMPLY TAKEN THE SKILLS  
THEY WANT TO HIRE OUT OF THEIR FINANCIAL REACH” 

Recent notable moves in the sector include:

• Will Goodall, previously RVP of Sales at Coupa, has left to 
join Treasury Management specialists Kyriba.

• Jenny Draper, previously at Spend Matters, has moved into 
a Global Tech Alliances Director role with Jaggaer.

• Mohammed Janjooa, formerly of Deloitte and Coupa 
and most recently of Globality, has joined former Coupa 
colleague Martin Hayles who himself has been promoted 
into a global alliances leadership role at Jaggaer. He’s also 
made several new hires into his American team.

• Steve Hand is the new VP of Sales for UK&I at Basware. 

• Alexis Hartman, formerly of Coupa, has also joined Basware 
in the equivalent role for France. 

• He replaces Nicolas Gudin du Pavillon who has joined 
Simon Thompson, Fabrizio Fassone and Paul Rutten in the 
impressive European sales management team at Jaggaer 
led by Justin Sadler-Smith.

• Jaggaer has also strengthened its marketing leadership 
with the addition of Jessica Warren who joins as Global 
Head of Product Marketing. Jess has previously worked for 
Coupa and Ivalua.

• Roman Howe has joined Icertis as VP of Customer Advocacy 
from Salesforce but brings experience in the sector from 
his time at IBM.

• Arthur Dobma, formerly at SAP Ariba, has left his regional 
leadership role at GEP and the sector altogether to join 
Salesforce.

• Karen Merrill has also left GEP to join KPMG (more on that later). 

• Roger Blumberg, formerly of Coupa, Jaggaer and Synertrade 
is taking his vast amount of industry expertise to the 
Senior VP of Marketing role at Soutbee where he is joined 
by former colleague Claire Sexton who will lead sales in 
North America.

At the recent Digital Procurement World (DPW) conference 
in Amsterdam, our leadership team met with many 
organisations, particularly start-ups, that have found the 
current market conditions particularly challenging and a 
potential restraint on their growth ambitions. 

Why are these companies struggling to hire? 

There is a combination of reasons that are common 
across such organisations, including:

• They are losing out on prime candidates to other 
companies with stronger talent branding

• They are losing out to companies with quicker, better 
and more agile recruitment processes

• They have been unable to identify suitable candidates in 
the first place

• Affordability — the growth in salaries has simply taken 
the skills they want to hire out of their financial reach

CONT...

“CURRENT MARKET CONDITIONS 
PARTICULARLY CHALLENGING  
AND A POTENTIAL RESTRAINT  
ON THEIR GROWTH AMBITIONS”

Edbury Daley 9
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2. Digital Procurement & Supply Chain Solution Providers CONT...

“OUR EXPECTATION IS THAT THE RECENT BUOYANCY IN THE HIRING  
MARKET IS LIKELY TO SOFTEN TOWARDS THE END OF 2022”

What Next?

So, what of the economic threats to the current hiring 
market trends outlined in our introduction? Do they present 
an opportunity for these organisations to take advantage of 
what could be a shift in the dynamics of the battle for talent? 
Following are some considerations:

• The Procurement & Supply Chain job market has historically 
been more robust than many other professional job markets 
because of the need for these professions to make a larger 
contribution to the business under more challenging 
economic circumstances.

• With the opportunities for technology to enable the 
profession to make a bigger, more meaningful contribution 
in times of acute supply chain disruption — through the use 
of tools that enable better sourcing, supplier management, 
use of data, risk management and the like — logic suggests 
that this should by association be one of the more robust 
tech job markets. 

• Despite negative economic influences having been apparent 
for a while, the digital procurement and supply chain job 
market remains strong at the time of writing.

• North America continues to see a lot of hiring activity whilst 
the skills shortage in the sector remains particularly acute 
in major European economies like France and Germany.

• Even the UK market with its recent economic and political 
difficulties remains remarkably active.

How will candidates behave?

Many people have moved jobs during the past two years and 
will want to make their mark in their new roles. Others who 
were considering a move during that period, but who have yet 
to make that move, may think again and favour long-term job 
security over the perceived increased risk of a move in the 
current economic climate. 

To counter that, companies that have yet to achieve their 
growth objectives may start to feel less secure in a tightening 
economy, leading people to move because of a perceived lack 
of job security.

There are clearly conflicting factors here that will be interesting 
to observe, and you can rely on Edbury Daley to analyse those 
in our next report in 2023. Our expectation is that the recent 
buoyancy in the hiring market is likely to soften towards 
the end of 2022 and this will slow the remarkable growth in 
salaries we’ve seen by the first quarter of 2023.

For those who have found these conditions so challenging, 
it could be a great opportunity to hire the people you need, 
provided, of course, you are in a strong position with your 
finances, solutions, go-to-market proposition, leadership and 
backing from your ownership.

“DESPITE NEGATIVE ECONOMIC 
INFLUENCES HAVING BEEN 
APPARENT FOR A WHILE, THE DIGITAL 
PROCUREMENT AND SUPPLY CHAIN 
JOB MARKET REMAINS STRONG  
AT THE TIME OF WRITING.

Edbury Daley 11
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“EXTERNALLY, COMPANIES OPERATING IN THE MAJOR WORLD ECONOMIES 
WILL BE SUBJECT TO CARBON DISCLOSURE REGULATION  

WITHIN THE NEXT 24 MONTHS”

Environmental, Social and Governance (ESG) is becoming 
increasingly central in the operational and growth plans of 
major companies. According to the KPMG CEO survey, pressure 
from stakeholders, including potential new hires and investors, 
has pushed ESG up the corporate agenda, with 45% of CEOs 
agreeing that ESG programmes improve financial performance. 
Over 60% of CEOs from the same survey are investing at least 
6% of revenues in sustainability and 72% expect pressure to 
increase on driving ESG programmes.

Externally, companies operating in the major world economies 
will be subject to carbon disclosure regulation within the 
next 24 months creating a real challenge to measure and then 
reduce their Scope 3 emissions. 

But according to a recent IBM and Oxford Economics survey 
many businesses are struggling to meet their ESG intentions 
with actions. Their findings state that only 35% of companies 
have acted on their sustainability strategy and only one-
third have embedded sustainability metrics into business 
processes. In short, major corporations need help in stepping up. 

All of these factors have created a breeding ground for ESG 
tech start-ups which connect the relationship between 
procurement and sustainability. Many are carbon-accounting 
applications designed to take away the corporate headache 
of calculating the embodied carbon in goods produced or 
services. 

The profile of ESG SaaS applications has increased significantly 
as evidenced by the presence of multiple players such as 
Carbmee, EcoVadis and IntegrityNext at the recent Digital 
Procurement World in Amsterdam. 

Whilst these businesses are capitalising on the shift from ‘nice 
to have’ to ‘essential to have’ in the eyes of the corporate world 
their traction could be threatened by broader economic challenges. 
According to the KPMG study, 50% of CEOs are currently downgrading 
their ESG efforts by pausing or reconsidering their commitments 
over the next six months to focus on the effects of a recession. 

However, there is no doubt that corporate leadership is looking 
deeper into the corners of their supply chain through better 
analytics and real-time data to get visibility on risk, carbon footprint 
and social impact as investors and customers increasingly hold 
them to account on these issues.

What this means for recruitment 

Many ESG SaaS businesses are actively recruiting and are hiring 
a blend of skills from other SaaS businesses, consultants and 
transformation practitioners from industry. Katrin Ostheimer, 
formerly of Synertrade, has joined IntegrityNext as Head of Partner 
Management and Luke O’Brien has left Deloitte to become Director 
for Financial Services for Persefoni. Vizibl has hired Justin Clark 
from Gartner to be Sales Director.

We have seen some evidence of ESG companies relying on a 
heightened sense of purpose as a key tool to attract talent when 
their salary is a little off market rate. Whilst there is no doubt that 
many potential employees place a value on the non-commercial 
goals of the company, how much salary are they willing to sacrifice 
to be part of that? For now, that remains a very difficult question 
to answer with so little data to work with. We suspect the answer 
will vary hugely from one job candidate to another, but in a world 
of rising costs not everyone will have the luxury of making that 
choice. Ultimately, ESG tech businesses may have to dig a little 
deeper on salary to meet their staffing needs as this market grows.

3. SUSTAINABILITY & ESG 

“45% OF CEOS AGREE THAT 
ESG PROGRAMMES IMPROVE 
FINANCIAL PERFORMANCE”

Edbury Daley 13
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“WHEREAS ESG WAS A MAJOR DRIVER FOR MANY CONSULTANCIES  
LAST YEAR, THIS HAS NOW TAKEN A SECONDARY SPOT”

4. DIGITAL TRANSFORMATION CONSULTING  

The consulting sector is in generally good health. Many firms 
saw significant growth last year, but the sector has been 
relatively quiet in terms of big moves or mergers and acquisitions

Both consulting and digital transformation have enjoyed strong 
but not spectacular growth as the number of ‘big deals’ post 
Covid has slowed down, particularly on the Technology side 
with fewer major transformation projects. 

Interestingly, whereas ESG was a major driver for many 
consultancies last year, this has now taken a secondary spot as 
the war in Ukraine has shifted the focus onto Supply Chain 
disruption. Clients need help to solve the major challenges they 
have been facing and to manage the risks and uncertainties 
going forward. 

The major acquisition of the year so far was that of Proxima by 
Bain & Company, which was quite a significant move. It saw 
Matthew Eatough and Guy Strafford both leave the business 
with Gareth Evans remaining as CEO and subsequently Clare 
Harris promoted to the board. This is the only significant move 
since Kearney acquired Nordic procurement consulting firm 
Prokura in December last year.

In terms of notable news, there has been another 
procurement tech focused promotion to Partner at KPMG 
where Matt Rose joins Paul Desrosiers and Eniko Fulop, 
both of whom reached that level in the past 18 months.

There have also been some major moves involving KPMG’s 
Powered Procurement Team with Andrew Smith joining as 
a Director from IBM and Karen Merrill, formerly of GEP, also 
joining in an alliances-focused role. 

However, Lisa Harris left KPMG to join Baringa as a Partner 
whilst Mark Boswell has joined Bearing Point from 4C to 
lead its Procurement Team. We see this as evidence of more 
consulting companies looking to increase their focus on 
digital transformation in what is seen as a very attractive 
market. BDO has made a similar investment by hiring 
Madeleine Joubert from Deloitte to enhance its capability in 
digital transformation.

Following that theme, another really interesting development 
comes from Lance Younger’s ProcureTech, which brings a 
different approach to Technology Advisory and Consulting. He 
has made some impressive hires including his old colleague 
from Deloitte Michael Rooney and Mackenzie Grant from KPMG. 
Lance told us “ProcureTech catalyses digital procurement 
transformation through our proprietary platform of digital 
procurement solutions, intelligence, approaches and experts. 
We shift procurement performance through the design and 
implementation of digital procurement blueprints, ProcureTech 
stacks and road maps, that incorporate the dynamic, data-
driven insights from thousands of digital procurement 
solutions. Our approach includes the ProcureTech StrategyLAB, 
ACCELERATOR and SCOUT solutions, which create strategy and 
then match leading corporates with innovative digital 
procurement solutions to co-create and deliver smarter 
successful digital partnerships.”

CONT...

“THE CONSULTING SECTOR IS 
IN GENERALLY GOOD HEALTH. 
MANY FIRMS SAW SIGNIFICANT 
GROWTH LAST YEAR”

Edbury Daley 15
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“TECHNOLOGY IS DEVELOPING FASTER  
THAN PEOPLE’S SKILLS TO EMPLOY IT”

 
4. DIGITAL TRANSFORMATION CONSULTING CONT...

One trend that has become increasingly apparent this year 
involves the growth in alliances as both Consultancies and 
Tech vendors give it increasing priority, recognising that good 
partners who refer or can give extra solutions to clients are 
one way to really supercharge further sales. This has meant 
more demand for Alliances and Partner roles at senior levels 
than we have seen before, from both the consultancies and 
solution vendors. Typically, these people need to know the 
Procurement Technology or Consulting markets, and their 
relative strengths and weaknesses, inside-out. These skills 
and the networks needed to support them are not something 
that can be learnt overnight, and in fact take many years to 
acquire. So, recruiting these individuals can be difficult, as the 
talent pool is small and they tend to be well remunerated.

What we’ve observed

Despite the negative signs in the economy there is still a 
shortage of good consulting people active in the market right 
now, so vacancies remain high due to typically long lead times 
on hiring. The situation is not as severe as in the software 
market and isn’t causing quite the same issues, partly because 
the growth isn’t quite as rapid. However, the niche technology 
skills are still difficult to source and attract right now and 
pressure on consulting salaries remains.

Considering the need for integrated end-to-end transformation 
in Procurement we were surprised there were not as many 
consulting firms at DPW as we expected. The exceptions were 
Accenture/Xoomworks and Deloitte with Kearney’s Elouise 
Epstein speaking at quite a few presentations. An interesting 
theme, we observed, from one of her talks was that technology 
is developing faster than people’s skills to employ it. How are 
organisations going to hire, upskill or develop people to meet 
this challenge is a question we have been asking for a while, 
and this was a key part of many conversations at the DPW 
conference. 

“DESPITE THE NEGATIVE 
SIGNS IN THE ECONOMY 
THERE IS STILL A SHORTAGE 
OF GOOD CONSULTING 
PEOPLE ACTIVE IN THE 
MARKET RIGHT NOW”

Edbury Daley 17
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“IT APPEARS THAT WHEN IT COMES TO THE ADOPTION AND EFFECTIVE  
USE OF DIGITAL TECHNOLOGIES, THE GAP BETWEEN THESE ELITE  
FUNCTIONS AND THOSE LESS ADVANCED REMAINS SIGNIFICANT.”

 
5. THE CORPORATE MARKET 

There are two key areas to consider in the job market for in-house 
roles that focus on the use of digital solutions. The most high-profile, 
senior roles are those that are responsible for creating, implementing 
and leading the transformation strategy that enables the adoption of 
new solutions that enhance the capability of the function as a whole.   

Then there are those roles that should theoretically follow that 
transformation and focus on the use of those tools, usually requiring 
what many consider to be the new generation of procurement skills. 
The most common examples to date focus on the use of data-driven 
solutions with a select group of elite procurement functions 
employing specialist data scientists or people with experience that 
can be applied in the advanced use of spend analytics tools.

It’s clear from recent market activity that demand in both areas has 
yet to really grow at a pace that would reflect the investment in the 
new generation of digital procurement and supply chain solutions.

The aforementioned leadership roles remain something that most 
CPOs and equivalents would like to have at some point, rather than 
making them a priority, despite the evidence that the presence of 
that experience in a team can have a significant positive impact on 
the benefits derived from technology. There are exceptions, most 
notably AP Moller-Maersk hiring Adam Brown, previously the 
architect of BT’s Digital Garage, whilst Deutsche Bank has 
Christopher Parsons as its VP of Procurement Transformation, who 
worked with Adam at BT. Boeing has hired Antonio Alcaraz as its Digital 
Transformation Lead and Dean Ward has joined innovative FinTech 
Revolut in a role that will build on his experience at Arrival and BCG.

However, these roles are currently the exception rather than the 
rule with many other organisations turning to consultancies or 
experienced interim specialists to guide them through the 
implementation and adoption process.

There are some excellent examples, mainly from elite European 
procurement functions, to equip their people with the next generation 
of procurement skills through training and development. The big 
winner at the World Procurement Congress Awards in June, Bayer, is a 
great example of this, as are several other pharmaceutical businesses. 

Matthias Gutzman, founder of DPW, has launched an important 
initiative to identify the Top 100 professionals under the age of 30 
from across the Procurement Ecosystem. Several of them joined 
the digital procurement community at what was an excellent 

conference in Amsterdam in September. As part of that  programme, 
these emerging leaders and outstanding talents for the future can 
benefit from increased exposure to that environment which 
includes so many exciting start-ups; this experience will surely 
enhance their credentials for career progression in the future. 

In our opinion, the sector needs more of this sort of investment, 
and we know it’s a view shared by several senior leaders from the 
software vendors and the consultancies that partner with them 
across the digital procurement ecosystem.

The future talent is just one example of where DPW is showing real 
innovation in the events and associated community sector which 
made it such a success this year. Whilst we enjoyed the Procurement 
Leaders awards in June and the overall World Procurement Congress 
as an event, it will be interesting to observe if they respond to the 
new standard in the sector set by DPW, particularly in terms of the 
narrative from senior procurement professionals.

So if you are hiring in this market, it’s worth noting the following:
• There are some outstanding candidates for senior leadership 

positions focusing on digital transformation that are frustrated at 
the lack of opportunities for their next big career challenge. This 
is undoubtedly an opportunity for CPOs to bring in great expertise, 
and whilst the talent pool is still relatively small, it’s not as 
competitive an area to recruit for because of the lack of 
opportunities. You just need to know where the best people are and 
who is looking for that next challenge. We can help with that obviously!

• Hiring less experienced people who have the next generation of 
procurement skills is harder. The talent pool is small and isn’t 
growing at any great pace because of the lack of investment.

• Furthermore, focusing on transferable skills, particularly around 
data, is a very competitive area with a real skills shortage because 
procurement isn’t the only function to be part of the data revolution.

• Employing experienced interim specialists is a more popular route, 
particularly when companies reach the actual implementation 
stage. But it appears few organisations are prioritising hiring 
someone to create the vision and associated strategy earlier in 
the process as several of the elite functions have done in the 
recent past. Demand for the interim specialists fluctuates 
depending on the number of major transformation programmes 
going on at a given time, but it’s noticeable that in the past six 
months that this report covers, many have been engaged on 
projects leaving very little spare capacity in the market at present.

“EXPERIENCE IN A TEAM 
CAN HAVE A SIGNIFICANT 
POSITIVE IMPACT ON THE 
BENEFITS DERIVED FROM 
TECHNOLOGY”

Edbury Daley 19
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“IT HAS UNDOUBTEDLY PRESENTED REAL BUDGETARY CHALLENGES  
FOR ORGANISATIONS OF ALL SIZES ACROSS THE SECTOR”

 
6. THE SALARY PROBLEM

We’ve already highlighted the salary trends that we’ve observed in 
the sector since things started to change significantly in the 
second quarter of 2021. We’ve also explained the reasons behind 
the growth and outlined some of the factors that will impact it over 
the next two quarters, which is a very important period given the 
typical timing of end-of-year pay reviews.

The fact remains that it’s been great for the individuals who in 
many cases have seen their earnings increase, but it has 
undoubtedly presented real budgetary challenges for organisations 
of all sizes across the sector, even those that have been able to flex 
their budgets to bring in the skills they need.

The report we published in April featured data on market rate 
salaries for the most common roles across the digital procurement 
ecosystem. Despite the time that has passed in the interim, these 
figures are still relevant. This is because we factor what it costs to 
hire the skills in the open job market into our calculations on the 
current market rate, inevitably that has to take account of job 
offers typically being made at a higher rate than the current salary.

That report is still available to download for free on our website: 
The Digital Procurement & Supply Chain Salary Trends Report.  It’s 
interesting to note that of the total downloads so far, 63% have 
come from individuals who are happy to share their current 
compensation to support our ongoing research, whilst only 37% are 
from people acting on behalf of their organisations.

We would encourage more organisations to check this data to 
compare it with current budgets. Hiring people is tough in the 
market conditions outlined in this report, so it would help to retain 
your best people by ensuring they are suitably compensated. 
Enough people are checking our reports and no doubt sharing 
them with their colleagues, so the information is out there!

We will produce an updated salary data report early in 2023 which 
will reflect any changes due to end-of-calendar-year pay reviews 
and we welcome your contributions to our research, which can be 
made when registering for the report as an individual rather than 
a company. Just follow this link to download the report. 

“THE FACT REMAINS THAT IT’S BEEN 
GREAT FOR THE INDIVIDUALS WHO 
IN MANY CASES HAVE SEEN THEIR 
EARNINGS INCREASE”

If any of the issues in this report resonate with you for personal reasons or with your own organisation in 
mind, please do not hesitate to contact us to find out more about how we can help, whether that be a 

discrete informal chat or to help you formally plan your next career move or major hire.

Edbury Daley 21

https://edburydaley.com/the-digital-procurement-and-supply-chain-salary-trends-report/
https://edburydaley.com/the-digital-procurement-and-supply-chain-salary-trends-report


ABOUT THE AUTHORS

Market Update Autumn 202222

Edbury Daley are Expert Recruiters in Digital Procurement 
& Supply Chain

Our people, our knowledge and our networks are outstanding 
and we are constantly challenging our clients and ourselves 
to recruit more effectively. We know our market and we are 
passionate about sharing that knowledge.

Andrew is the leader of the 
Digital Procurement & Supply 
Chain practice. He is vastly 
experienced in a range 
recruitment projects across the 
digital procurement ecosystem 
with a particular specialism in 
senior leadership appointments 
and client facing, revenue 
generating roles like sales, 
presales, account management, 
customer success and 
transformation consulting.

His clients include the leading 
solution providers and emerging 
best of breed tools, their corporate 
customers and the consultancies 
who specialise in the associated 
digital procurement 
transformation projects.

Andrew’s career in Executive 
Recruitment started when he joined 
The PSD Group in 1995. In 1998 he 
created and led their new 
Purchasing & Supply Chain division 

and has specialised in procurement 
ever since. He was one of the 
founders of Edbury Daley in 2005.

Andrew was educated at William 
Hulme’s Grammar School in 
Manchester before graduating 
from the University of Sheffield 
with an honours degree in 
Economics in 1993.

Outside of work he is dedicated 
to his family, reducing his golf 
handicap and going to the gym. 

A graduate of London University, 
Simon has been in the recruitment 
industry since 1996 when he 
joined PSD. After six years, he 
joined Ajilon Executive to help 
start a new executive 
recruitment team. 

Following a successful career 
with corporate recruiters, 2005 
saw Simon and Andrew establish 
Edbury Daley which provides a 
highly specialist senior level 
recruitment service to the 
procurement and supply chain 
technology ecosystem. Simon has 
a passion for the ESG solutions 
now becoming an integral part 
of procurement decision making. 

Simon is renowned for his 
professional, reliable, direct 
approach to both clients and 
candidates. His no nonsense 
approach combined with deep 
industry knowledge has earned 
him an outstanding reputation.

Outside of work he enjoys family 
life, playing golf and following 
the NFL.

Peter specialises in procurement 
following five years leading 
recruitment at Proxima. His 
in-house recruitment background 
gives him a unique approach to 
talent attraction, blending 
expertise in best practice 
recruitment techniques and 
methodologies with a full 
understanding of the latest 
practices in talent identification 
and sourcing.

He has more than 18 years’ 
experience spanning a number 
of sectors including aerospace 

engineering, manufacturing, 
professional services and 
corporate functions such as 
HR, finance and procurement. 
He began his recruitment career 
in MRI / Humana, a niche executive 
search specialist, in 1996. In 
2000 he moved in-house to  
head-hunt a new management 
team for Manpower, and then 
led a complete transformation 
of the recruitment process at 
Rolls-Royce plc. He then joined 
BDO Stoy Hayward to head up 
its Resourcing team, before 
moving to Proxima in 2009.

Peter is a Fellow of the 
Chartered Institute of Personnel 
and Development and has a 
Master’s degree in Human 
Resource Management, as well 
as a degree in Geography. 
Outside of work he has two 
teenage sons, is a long-suffering 
Newcastle United supporter and 
is a keen walker.

Nancy is an editor, writer and 
researcher with vast experience 
in procurement and supply 
chain; she is currently Editor of 
Spend Matters LLC. After receiving 
her BA (Hons) degree in Languages 
and Linguistics, Nancy spent two 
years as editor of the magazine 
of the Institute of Quality Assurance, 
which promotes quality standards 
throughout British industry and 
advises those aiming to achieve 
ISO 9000/BS 5750. 

Nancy was also the editor of  
the monthly magazine of their 
affiliate body, The British Quality 
Association. She was also 
Managing Editor at Dataquest 
Europe Ltd, then part of the Dun 
& Bradstreet Group, and later 
became Gartner’s Head of 
Publishing EMEA. 

Nancy’s love for writing started 
back when she was a teenager, 
having written a music review 
for Billy Bragg when he was in a 
band called 1926. Billy sent her a 
personal thank you card which 
she still has to this day.  

Our reputation is founded on providing consistency, 
professionalism and honesty in every single assignment, 
regardless of size. Our procurement recruitment knowledge is 
unrivalled and we will continue to set industry standards. Edbury 
Daley is the recruitment company that others aspire to.

More info at www.edburydaley.com

ANDREW DALEY 
Managing Director,  
Digital Procurement  
& Supply Chain 
Edbury Daley

SIMON EDBURY
Executive Director 
Edbury Daley

PETER BROPHY
VP Digital Procurement & 
Supply Chain 
Edbury Daley

Nancy Clinton
Head of Publishing,  
Spend Matters 
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07711 715258 
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