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MONEY MATTERS

INSIGHT



Money matters, but it’s not always easy to talk about. 
Especially in the workplace. So we’ve partnered with Kohlrabi 
Consulting to conduct an annual salary survey to gain insight 
into actual wages paid across the creative industry in the UK.

In addition to identifying salaries across job roles and seniority 
level, we also wanted to know whether or not creatives consider 
their pay to be fair, and how transparent salary structures 
are in the sector. Amidst the rising cost of living and reports 
of stagnating wages in the UK, we hope to provide people - 
whether they are employees or employers, freelance or full-
time, on permanent or temporary contracts - with a greater 
understanding of the state of salaries in their sector.
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We heard from nearly 1,000 individuals across the creative 
industry about their salary, bonuses, salary transparency 
and perceptions towards fair pay. The main findings are 
summarised below: 

    Salary bands (average, minimum, maximum) by job 
level ( juniors, midweight and seniors) were available 
for 13 different job roles

 –  Jobs from the Design and Creative sector were 
most represented, with salary ranges provided 
across all seniority levels of 5 jobs.

 –  These bands can be used by employees and 
employers during negotiation, to encourage offering 
pay in line with industry standards and to retain 
talent during a period where many are changing jobs.

 –  CEO’s in business management and operations 
received the highest salaries, while producers, 
designers and creatives at the junior-level 
received the lowest.

    Bonuses differed greatly amongst respondents - 
A third of individuals received an annual bonus 
(average of £3,168).

 –  Higher bonuses were given to men, those working 
in a London-based company, those in more senior 
roles and those working in non-Design and Creative 
sectors.

    Most employees felt that they were underpaid

 –  52% felt that they were underpaid; 45% felt they were 
paid fairly; 3% felt that they were Overpaid.

 – Reasons for feeling this way included:
1. Direct comparison to the market
2.  Appreciation (or unappreciation) for skills, 

knowledge, experience
3.  Appropriate (or inappropriate) pay for the role 

and responsibilities of the job
4. Opportunities for reward and career progression
5. Discrimination based on gender and ethnicity
6. Perception of pay in relation to the cost of living

  Salary bands were not transparent

 –  70% reported that salary was not transparent within 
their company. These individuals felt discussing 
salaries with colleagues was ‘taboo’ and shared 
experiences of active suppression of salary 
discussions in their organisation.

 –  Those who reported it being transparent discussed 
openly available salary bands and scales.

 –  Positive transparent practices included clarity 
on progression, promotion and pay rises.

 –  More than half of individuals discussed salary raises 
during an annual review, although more than a 
quarter reported that there was no formal processes 
in place and relied ad hoc discussions instead.
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25% 
Micro (1-10)

35%
Small (11-50)

20%
Medium
(51-250)

20%
Large (250+)

5%  Entry/Intern
7%  Director/C suites

29%
Senior

42%
Design

9%  Advertising

9%  Marketing

24%
Junior

36% 
Midweight

40%
Various other

A total of 947 participants responded to the survey, only 
those working for a company based in the UK (n=917) 
were included in the results. Most participants worked for 
a company based in London (70%). Participants reported 
working in their industry for an average of 6 years, with a 
wide range of those who had just started working up to one 
individual who reported 55 years of experience. Nearly 10% 
of all respondents (n=70) had been hired for their current 
role via If You Could Jobs.

Gender

Sector Seniority Contract type

Company size

Note
All percentages are rounded to full 
numbers, therefore they may not 
add to 100%

87%
Full-time

4%  Part-time

9%  Freelance

62%
Female

36%
Male

2%  Non binary



We asked respondents to report their 
salary before any tax, pension or other 
deductions. Table 1 outlines the average, 
minimum, and maximum salary for each 
job title and level (e.g. junior, midweight, 
senior). Of 72 presented job roles, 
individuals came from 59 different job 
roles. However, there were only 13 full-time 
jobs, across 6 sectors, that had salary 
data available for at least five respondents 
within a seniority level (e.g. junior,
midweight, senior) that we chose to 
present in our first annual salary report.

The Design and Creative sector was the 
most represented, with annual salaries 
available from 433 respondents of 6 
jobs. The biggest earners were CEOs 
who earned an average annual salary of 
£101,600, while the second biggest were 
Senior Creative Directors with an average
annual salary of £78,726. On average, 
the lowest salaries belonged to Junior 
digital designers (£23,150), creatives 
(£23,320), producers (£24,117) and 
designers (£24,614)

WHAT ARE PERCENTILES?
When you have a wide range of data with outliers 
such as salaries, it is useful to be able to see the 20th 
(20% have a lower salary than this number) and 80th 
percentile (20% have a higher salary than this number).

20th percentile 80th percentile

0-20% 20-50% 50-80% 80-100%
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TABLE 1
Average annual salary 
for full-time jobs by job 
sector, title and level

Annual salary (£)

Job Sector Job Role Current Recent Job Level Min 20% Mean 80% Max
Account Management Account Manager Senior 40,000 42,000 45,857 50,800 56,000

Midweight 27,500 29,100 34,125 36,500 46,500
Junior/Entry Level 23,000 23,000 25,500 27,000 29,000

Business Management
and Operations

Operations Manager Senior 50,400 55,200 68,862 84,700 100,000
CEO Director/C Suite 48,000 49,600 101,600 135,000 155,000

Copywriter Copywriter Senior 32,500 40,200 48,357 59,000 65,000
Midweight 28,000 28,500 31,250 31,000 40,000

Design and Creative Art Director Senior 35,000 40,000 50,156 54,000 124,800
Midweight 21,000 35,600 40,742 47,600 58,500
Junior/Entry Level 21,000 24,200 28,336 32,544 40,000

Creative Director Senior 29,250 48,000 68,726 85,000 150,000

Creative Senior 36,951 40,000 50,258 56,000 75,000
Midweight 23,500 28,800 34,606 39,200 50,000
Junior/Entry Level 19,600 20,920 23,320 25,200 30,000

Designer/ 
Graphic Designer

Senior 24,000 32,200 43,436 51,600 110,000
Midweight 18,900 27,600 32,642 37,650 65,000
Junior/Entry Level 17,290 22,000 24,614 26,400 56,000

Digital Designer Senior 33,600 35,400 39,650 42,840 55,000
Midweight 23,000 26,000 30,202 34,000 45,000
Junior/Entry Level 18,000 20,400 23,150 26,700 28,000

UX Designer Senior 40,000 46,600 67,735 72,916 140,000
Midweight 32,500 35,563 48,188 66,000 70,000

Production and Project Manager Project Manager Senior 35,000 39,000 48,600 61,400 67,000
Midweight 20,000 26,700 31,650 39,920 43,000
Junior/Entry Level 23,000 27,000 29,810 33,010 37,050

Producer Midweight 25,650 28,300 34,156 38,400 40,000
Junior/Entry Level 18,684 21,736 24,117 27,400 29,000

Strategy and Planning Planner / Strategist Senior 42,000 44,400 52,400 61,000 65,000
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Note
Although we heard from individuals 
in 59 different jobs, salary bands are 
only presented for job roles and levels 
with at least five 5 responses
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Junior/entry level
Midweight
Senior
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Designers/Graphic Designers (1A) Creatives (1B)

Annual salary

Art Directors (1C)

£20,000 £20,000 £20,000£40,000 £40,000£30,000 £30,000 £40,000£50,000 £50,000 £60,000£60,000 £60,000 £80,000£70,000 £70,000 £100,000£80,000 £80,000 £120,000

FIGURES 1A 1B 1C
Distribution of annual 
salaries across level 
of seniority



TABLE 2
Day rates were available 
for seniors and midweight 
freelancers within only two 
job roles, designers and 
graphic designers.

Day rate (£)

Job Level Min 20% Mean 80% Max

Senior 150 272 317 351 500

Midweight 120 200 239 300 300
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Note
Although we heard from individuals 
in 59 different jobs, salary bands are 
only presented for job roles and levels 
with at least five 5 responses.

The 80th percentile and maximum 
score are both £300/day as all 
individuals in the top 20% reported 
a daily rate of £300.



Annual bonuses In the past year, a third of individuals (n=263) 
reported that they received a bonus, with an average bonus 
of £3,168. Those who worked in a senior or director role and 
those who had been in the industry longer were more likely to 
receive a bonus. Additionally, factors associated with a larger 
bonus included: being a man, working for a London-based 
company, in a more senior role , and in a sector other than 
Design and Creative. This is shown in Figure 1 and differences 
in average bonuses are outlined below:

 –  Men received £3,726, non-binary individuals received 
£2,662 and women received £1,817.

 –  Those working for London-based companies received 
more (£2,821) compared to all other regions (£1,937).

 –  Annual bonuses increased with job seniority, rising from 
£488 for an entry level worker to £8962 for a director/ 
C-suite.

 –  Annual bonuses also increased with more time in the 
industry, rising from £812 for those working < 3 years 
to £5,258 for those working > 10 years.

 –  Those in the design and creative sectors received lower 
average bonuses (£1,452) than those in other sectors 
(£4,055). The highest bonuses were to those in PR and 
Marketing or Strategy and PR roles, who received an 
average of £10,000/year.

Males
Non-binary

Greater London

Females

Non-London based

Entry level
Junior

Midweight
Senior

Director/C Suites

0–2 years
3–5 years

6–10 years
>10 years

Design & Creative sector
Other sectors

0 2500

Average annual bonus (£)

5000 7500

FIGURE 2
Average bonus paid by 
gender, company location, 
job level, time in industry 
and sector
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FIGURE 3
Perception of being 
underpaid vs paid fairly vs 
overpaid by size of company

 Under paid
 Paid fairly
 Over paid

Perceptions of pay were varied with half of respondents 
feeling that they were underpaid (52%), while the other half 
felt they were paid fairly (45%). Just 3% (n=24) felt that they 
were overpaid. These perceptions were the same across 
gender, company location, job seniority, job role and time 
spent in the business. However, those who worked in smaller 
companies were more likely to feel underpaid; for example, 
58% of those in a micro-sized company felt this way 
compared to 47% of those in a large company.

Micro-sized company (1-10)

2%

57%

41%

Small (11-50)

2%

56%

42%

5%

Medium (51-250)

46%

49%

3%

Large (250+)

47%
50%

10PERCEPTIONS OF FAIR PAYINSIGHT



We prompted respondents to elaborate on why they felt they 
were underpaid, paid fairly, or overpaid with the aim of better 
understanding what factors contribute to this perception. 
Several themes were identified including 

1. Direct comparison to the market;
2. Appreciation for skills, knowledge, experience;
3. Appropriate pay for the role and responsibilities of the job;
4. Opportunities for reward and career progression;
5. Discrimination based on gender and ethnicity; and
6. Perception of pay in relation to the cost of living.

Perceptions of being fairly paid or underpaid were primarily 
driven by comparisons to friends and partners, colleagues, 
salaries listed in job advertisements, and knowledge from 
previous jobs or roles. Perceptions of fair pay were also 
based on whether they felt that their salary reflected their 
seniority in terms of the level of knowledge and skill, self-
assessed performance, and the responsibilities associated 
with the role.

Hear from those who felt they were underpaid…

Friends from my same uni course have a 
lot less involvement in dealing with clients 
as well as design work and are on at least 
20k more than me even though we work in 
the same sector” 
Senior male graphic designer

I am treated like a mid-weight in the work 
I am given, and the mid-weight in my 
company is on a 12000 higher annual 
salary than me”
Junior female graphic designer 

I have the same knowledge as people in 
higher roles and perform their tasks but 
don’t see that reflection in pay” 
Entry level female designer

Hear from those who felt they were paid fairly…

From looking at other job postings and 
talking with friends in similar and higher 
roles, I seem to be paid pretty well all 
things considered”
Midweight male designer

I was previously working for a studio where 
I was severely underpaid, when searching 
for my new role accepted nothing less 
than what I was looking for (compared with 
peers to determine what this should be).”
Midweight male graphic designer
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The salary matches the experience 
needed for the role, and I have done 
previous research of average salaries 
for my current role”
Midweight female graphic designer

A significant number of respondents felt their pay did not 
reflect time they spent working and their work load with 
several participants reporting unpaid overtime. Among 
freelancers there was a perception that clients do not 
consider the actual hours worked and the cost of materials 
or software needed to carry out their role.

Hear from those who felt they were underpaid …

Underpaid for the amount of extra hours, 
missed lunch breaks and complete lack 
of benefits compared to other creative 
industries such as Film”
Midweight female brand designer

Freelance Designers in the arts (theatre) 
are not paid enough to cover their software 
costs, nor the amount of work they do 
outside of the fee structure.”
Midweight male designer

I worked 80-100hr weeks but was only 
paid the £22k for 40hrs a week. Unpaid 
overtime was expected.”
Entry level female designer

Conversely, several participants cited receiving a bonus or 
promotion as the main reason they feel they are paid fairly in 
addition to having a clear path to progress in their company.

Hear from those who felt they were paid fairly…

I am only a few years out of uni and 
fortunate to be working in house where 
I have got pay rises regularly”
Female midweight designer

Good rate for age, with clear progression 
over next few years”
Male midweight designer

My employer has actually given me a 
substantial pay rise in the first 6 months 
of working (from 30k to 38k plus annual 
bonuses) to reflect the market rate of my 
position as they are actively wanting to 
attract and retain talent.”
Female junior graphic designer

Workplace discrimination also played a role. Many female 
respondents alleged a gender pay gap,describing several 
situations where they knew their male counterparts had 
a higher salary despite the same or less experience. 
For some, there was a sense of resignation that this 
is how things have been and would continue to be. 

Hear from women who described their experiences of the 
gender pay gap …
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I know I am paid less because I am 
a female.”
Senior female designer

I was definitely underpaid compared to my 
peers who were male, and only got a raise 
through threatening to leave. All of my 
female friends are on similar salaries.”
Female midweight designer

Men in the industry are being promoted 
ahead of/paid higher than me.”
Female senior graphic designer

I have found out on the job that a less 
experienced younger male was being paid 
£50 more per day than me. Patriarchal 
sexism is the answer.”
Senior female designer

One respondent’s experience of being a young black man 
in the design sector...

As a young black man I feel it’s harder 
to get noticed in my agency and get 
opportunities to work on projects and 
with certain companies. It has improved 
recently. If you look at the majority of 
design agencies there is a lack of diversity.”
Senior male graphic designer

The fairness of the salary was frequently assessed against 
the rising cost of living and the location of the job, with some 
of those living in London who earned minimum wage stating 
they struggled to make ends meet whereas others were 
pleased with bringing home a London salary while living 
outside the capital, suggesting the new acceptability of 
remote working may complicate the relation between pay 
and location. There was a general perception, however, that 
salaries are not keeping up with inflation.

Even though I work full time as a designer 
I have taken on 10-20 hours a week in 
a restaurant to compensate for how 
expensive life is now.”
Male junior digital designer

I am living in London with a London based 
company but on national minimum wage 
which is not adequate for living in London.”
Female entry-level digital designer

London is also a hugely expensive place 
to live and I think wages should reflect 
this better.”
Female midweight digital designer
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Percentage 

Most individuals reported that salary raises were discussed 
during an annual review (58%), while an additional 9% 
received an automatic annual pay raise. More than a quarter 
reported that their company had no formal processes 
in place and had to raise it ad hoc (20%) or relied on 
management to raise it (8%).

The majority (70%) felt that salary was not transparent within 
their company, with a further 13% feeling unsure and just 
17% reporting that it was transparent. There were several 
interesting differences based on company or individual. 
For example, there was a clear disconnect based on level 
of seniority within the company; 36% of Directors/C Suites 
felt their company was transparent, compared to 14% 
of mid-weights and zero percent of entry-level or interns.

Those from bigger companies were also more likely to 
report transparency (24% from large companies vs. 13% 
from micro-sized companies). There were some differences 
between company sector. About a quarter of those in Digital, 
UX/UI, Media/Publishing or Arts sectors felt that pay was 
transparent, with fewer individuals in design, marketing 
or animation sectors reporting they found it transparent. 
Notably, no one in the fashion industry and just 6% of those 
in advertising reported it was transparent.

FIGURE 4
Salary transparency by 
company sector (minimum 
20+ respondents per 
sector)
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 No
 Unsure
 Yes

Digital 29%

UX/UI 27%

Media/Publishing 25%

Arts 24%

Design 16%

Marketing 12%

Advertising 6%

Animation 12%

Fashion

65% 6%

71% 13%

61% 14%

58% 31%

64% 9%

75% 13%

64% 12%

82% 12%

93% 7%



We prompted designers to elaborate on their views about 
salary transparency in their organisation to better understand 
in the contributing factors. Several themes were identified 
including 1) openly available salary bands and scales 2) 
clarity on progression, promotion and pay rises 3) taboo of 
discussing salaries with colleagues and 4) active suppression 
of discussion of salaries in organisations.

The existence and publication of banding structures and 
the inclusion of salaries in job advertising were the main 
reasons respondents felt salaries were transparent at their 
workplace. Clarity on progression and pay rise opportunities 
also contributed to perceptions of transparency. Conversely, 
among those who felt their salaries were not transparent the 
absence of these three things were key factors.

Salary transparen[cy] is present, everyone 
is aware of what each other earns and it is 
done fairly ensuring everyone feels they 
are treated fairly. If there is a bonus, it’s the 
same amount for each person”
Female director-level designer

Our new job descriptions always give the 
estimated salary [which] gives employees 
the awareness of everyone’s pay scale”
Male midweight UX designer

We [have] pay bands for each level that 
are openly discussed and available for 
everyone in the company. Our salaries 
are also raised in accordance [with] the 
cost of living.”
Female junior graphic designer

Yet the main reason people felt salaries were not transparent 
was simply because they did not know what their colleagues 
earned: many respondents cited the lack of open discussion 
about salaries at the workplace, with only a very small 
minority of respondents stating or suggested that they felt 
comfortable speaking to colleagues about what they earned. 
A few respondents who had migrated to the U.K. suggested 
the taboo on discussing salaries at work was a uniquely British 
cultural phenomenon.

I have no clue how much anyone else 
is making unless I ask them directly.”
Male junior designer

It is unclear at what level my salary will 
increase, what I need to achieve to get 
a raise and how much it will increase by”
Male midweight digital designer

Salaries aren’t discussed openly - no set 
bands etc it is just determined by what 
the manager & director feel you deserve 
based on performance, or what was 
agreed when hired.”
Female midweight designer
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It would be rude to ask. Everyone in the 
company is very British and polite. 
They would be taken aback if I suggested 
transparency”
Female midweight graphic designer

A surprisingly large number of respondents stated they 
had been disallowed - either contractually or verbally - 
or otherwise discouraged from discussing their salary with 
colleagues. Some of these respondents suggested this was 
a strategy on the part of management to prevent resentment 
between differently paid co-workers and/or to hide pay 
discrepancies.

These discrepancies were perceived to be along lines of 
seniority as well as between people in similar roles, and 
some respondents claimed that this culture of secrecy 
masked and reinforced the gender pay gap. Discretion was 
sometimes linked to company size, with several respondents 
suggesting the small number of employees made 
transparency “awkward”.

There are no clear pay structures and 
we are actively discouraged from talking 
about pay to ensure the business can keep 
salaries low.”
Male midweight designer

I personally was told not to discuss my 
salary, coming in at a higher pay than 
my peers”
Male midweight designer

I’ve been told not to share what I earn with 
other people in the organisation and no 
one ever talks about it”
Male senior motion designer

When I’ve worked in larger agencies, 
salary discussion is easier and more open 
as there is distance from the hand that 
feeds. Things are more awkward in smaller 
agencies as you are sitting next to the 
person who writes everyone’s cheque”
Male senior graphic designer
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In our first annual salary, we provided 28 
salary averages (and ranges) across three 
job levels ( junior, midweight, seniors), 
13 jobs and 6 sectors. We asked about 
salary bonuses and raises, and listened 
to individuals share their experiences 
on salary transparency and if they felt 
they were fairly paid. The findings of our 
survey suggest about half of working in the 
creative sector, and particularly designers, 
do not feel adequately remunerated 
for their labour. There was a wide-
spread perception that salaries are not 
transparent in the creative sector. These 
two perceptions feed into one another, 
and therefore need to be addressed 
simultaneously. 

As we collect data year on year, the annual 
If You Could Jobs salary survey will allow 
employees working in design to be able 
to benchmark their own salary, empower 
them to negotiate raises and starting 
salaries, and help encourage transparency. 
It will also allow organisations to improve 
their understanding of salary within the 
industry, improve their ability to attract 
and retain talent and to better recognise 
how employees feel about fair and 
transparent pay.
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Individuals’ perception of fairness of pay 
is, first and foremost, relative. Although 
many respondents compared their pay 
to friends, partners and colleagues in 
similar roles and sectors, others related 
the lack of adequate compensation to the 
under-appreciation of design roles in the 
creative sector. Many respondents did not 
feel valued suggesting their salary did not 
reflect their contribution in terms of time, 
output, and role/responsibilities. Salary 
and bonuses for those working in design 
roles were lower than those working in 
other sectors.

Other participants cited structural sexism 
and racism as potential reasons for the 
pay gap. Although only a small minority 
of respondents brought up the gender 
pay gap, those who did were adamant that 
women designers get paid less than their 
male counterparts. One male participant 
expressed feeling underestimated on 
account of being Black, suggesting further 
research on the ethnic dimension of 
gender discrepancy among designers 
may be warranted. Differences in bonuses 
may reflect some of these gaps, as we 
observed that although men were not 
more likely than women to receive a bonus, 
they did receive a larger amount.
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Pay discrepancies were hidden by a 
lack of transparency about salaries, as 
many respondents alleged. There was 
much evidence to support the popular 
notion of a “taboo” on discussing money 
in the British workplace, with a significant 
number of respondents having been told 
not to discuss their salary at work and/
or otherwise suggesting this taboo was 
enforced top-down by employers. There 
may, thus, be a vicious cycle in which a 
lack of salary transparency allows pay 
discrepancy to go unchallenged, which 
in turn makes discussing money in the 
workplace even more challenging.

While there may be cultural reasons 
for the taboo on discussing salaries 
with colleagues, as some non-British 
respondents suggested, the active 
discouragement of such discussions by 
employers suggests there is much room 
for improvement here.

Factors that contributed to the perception 
of salary transparency include the 
publication of salary/banding structures, 
clarity on opportunities for progression, 
and a workplace culture of open 
discussion. Companies and agencies 
could therefore consider making their 
salary structure available to employees 
and creating transparent policies in which 

expectations regarding pay rise can be 
addressed. Actively encouraging open 
discussion about salaries - rather than 
implicitly or explicitly censuring employees 
- would help address wide-spread 
suspicions regarding pay discrepancies 
(including along gendered and ethnic lines) 
or help resolve those discrepancies.
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These findings are even more relevant 
because of the rising cost of living. Many 
respondents claimed their salary was out 
of step with inflation, pointing to a wider 
(e.g. sector non-specific) trend 
of stagnant wages.

As employees become increasingly 
dissatisfied with their pay, and the 
wider transparency around pay within a 
company, there is a concern that they may 
start to look for other jobs elsewhere.

Our last Insights survey Happiness at work 
(December 2021) suggested that most 
individuals were looking to move jobs in the 
next twelve months. Two of the top four 

motivations to stay with an employer were 
salary (41%) and career progression (25%). 
Yet, insight from this survey suggests that 
companies in the design and creative 
sector must do more to retain and support 
employees wellbeing. Creating and 
improving transparent salary practices 
is an important first step.
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