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Credit control/management is a 
specialist area of finance, one that is 
absolutely vital to an organisation’s 
success. Quite often, in my opinion, it 
is not given the acknowledgement it 
deserves.

While we cannot ensure it gets the 
relevant plaudits, we have recognised 
the specialist nature of the talent that 
is needed in credit teams across the 
Capital. 

Credit control is very different to an 
“accounting” role and we wanted our 
clients to be able to seek advice from a 
team of recruiters that specialise solely 
in this market, rather than a general 
finance recruiter. This way we can 
offer the best candidates and market 
knowledge to help Credit Managers 
(and leaders of credit teams) hire the 
best, results-driven professionals.

That’s why we set up our Credit 
Management team. Our clients and 
candidates are already seeing the 
benefit of our approach.

PHIL WESTCOTT
Director at Robert Walters

ABOUT THIS GUIDE 

Credit control teams are an 
essential part of any successful 
business, maintaining steady cash 
flow and ensuring the organisation 
remains solvent.

However, while business 
leaders are broadly aware of 
the importance of credit control 
functions, their visibility within 
companies and to other teams is 
often limited. 

As a result, many senior managers 
are unaware of the unique mixture 
of skills that are required for high 
calibre credit control professionals 
and how to enhance the 
performance of these departments.
 
In light of the economic uncertainty 
brought about by Brexit, businesses 
will need a robust team to ensure 
reliable cash flow in order to have 
the resources available to react 
quickly to changing business 
conditions. 

This is why we have created 
this research paper: to explore 
the challenges credit control 
managers face and the strategies 
they can use to address them. 
By applying these insights, we 
also hope that our own dedicated 
credit management recruitment 
team can more effectively source 
professionals who can excel and 
develop a career in credit control. 



Credit Control is often seen as a 
reactive solution to managing late 
payments. However, for many 
businesses, taking this approach 
leads to a back log of aged debt and 
inefficient cash flow. 

Being proactive in creating a robust 
credit policy with the right talent to 
manage this can be a key strategy to 
ensure the success of your business. 

In the eyes of many finance 
professionals a Credit Controller 
is simply someone who collects 
money. However as businesses have 
developed so has the role of a Credit 
Manager, with these professionals 
playing a key role in:

■ Risk Identification
■ Negotiating payment terms
■ Managing client credit limits
■ Providing strategic and legal advice 

In many cases, credit managers we 
work with have cited a lack of internal 
visibility within the business and poor 
communications as some of the hurdles 
they face when trying to secure buy-in 
from senior managers.

PROACTIVE VS REACTIVE

Smaller firms should consider the value 
of taking an active approach to building 
a robust credit control function to pre-
empt issues with cash flow.

As small companies in growing sectors 
experience rapid expansion, problems 
with cash flow can be a significant 
challenge. 

Putting effective credit control 
processes in place and building a 
strong team from the outset can ensure 
that businesses do not encounter 
issues around credit control as they 
grow. 

STRATEGIC INSIGHTS

Increasingly, business leaders are 
looking to credit control departments 
to become more actively involved 
as business partners, taking a role 
in helping to drive strategic decision 
making. 
Credit control departments can offer 
vital insights around: 

■ Ensuring stable cash flow 
■ Relationships with clients and 

creditors 
■ Preparing sound financial planning

THE IMPORTANCE OF 
CREDIT CONTROL

Regular meetings between the credit control team and finance and sales 
functions help to identify areas where we face challenges in securing cash 
flow and devising solutions. We have also created ‘best practice’ guides 
for staff to follow, helping them to understand how their role has a financial 
impact on the wider business. Effective communication is often the most 
important aspect of creating an efficient credit control process.  

NEIL HARRISON
Revenue Control Manager, 
Upper Street Events

42% 
OF SMES SAY CASH FLOW 
IS AN OBSTACLE TO 
THE SUCCESS OF THEIR 
BUSINESS



61% 
OF CFOS HAVE HAD 
TROUBLE SOURCING 
CANDIDATES FROM 
TRADITIONAL TALENT 
POOLS



CHALLENGES FOR CREDIT 
CONTROLLERS IN 2018

As 2018 progresses, uncertainty 
surrounding Brexit will become an 
increasingly urgent concern for 
employers, with credit control teams 
acutely impacted. 

As new regulations are implemented to 
manage payment processes between 
British businesses and overseas 
customers, the relationships credit 
control teams can build with external 
stakeholders will be essential in making 
sure that the transition process goes 
smoothly. 

BRIDGING THE GAP BETWEEN 
FINANCE AND SALES

Credit control teams occupy a position 
between sales and finance functions. 
Building a robust communication 
structure between these stakeholders 
is vital, with credit control professionals 
required to manage the priorities 
of internal stakeholders as well as 
customers. Effective strategies include:

■ Holding regular meetings with finance 
and sales teams

■ Distributing ‘best practice’ guides 
provided to other parts of the 
business to ensure efficient 
processes

■ Engaging with professional bodies 
for advice and access to networking 
events to discuss new strategies.

OUTSOURCING/OFFSHORING

Offshoring or outsourcing credit control 
functions to external agencies is often 
a popular strategy among senior 
managers. However, credit control 
managers frequently cite issues with 
this approach, even as a short-term 
strategy. In particular this approach 
can:

■ Damage established relationships 
with customers

■ Disrupt communication between 
credit control, finance and sales 
teams

■ Cause complications around 
international debt collection and 
payment regulations

 

It can be challenging if you are new to a business where credit control has 
minimal visibility. I have developed a manual which provides tips and advice 
around assessing risk, the importance of credit checking, establishing a 
relationship with the client and monitoring debt and collection. This has 
helped to change the perception of the credit control function as simply 
‘debt collection’ and emphasised the key role these teams play.  

ZAVIER MURTAZA 
Virtual HR,
Credit Manager



WHAT SKILLS DO SENIOR FINANCE PROFESSIONALS BELIEVE ARE TOUGHEST TO FIND?

60%

COMMERCIAL
APTITUDE

PERSUASION AND 
INFLUENCING SKILLS

48%

STAKEHOLDER 
MANAGEMENT SKILLS

39%

72% 
OF EMPLOYERS HAVE BEEN 
IMPACTED BY TALENT 
SHORTAGES



Credit control managers broadly 
agree that cultural fit and a 
willingness to learn are among the 
most valuable traits in a candidate. 

A proactive and resilient attitude 
is extremely valuable within credit 
control, as is the ability to build 
strong relationships with internal 
and external stakeholders to ensure 
that processes are carried out 
efficiently to guarantee sustainable 
cash flow. 

CREDIT CONTROLLERS VS 
FINANCE ASSISTANTS

While technical and industry knowledge 
is useful, managers assert that these 
qualities can be gained through 
experience far more readily than a 
change in attitude or personality. 

In terms of finding candidates with 
transferable skills, credit managers 
suggest finding professionals with a 
background in: 

■ Sales  
■ Account management
■ Customer Service
■ General client facing roles

These profiles are often excellent 
candidates for roles within credit 
control, possessing the confidence and 
adaptability to thrive in the role and 
achieve results.
 

MUST-HAVE SKILLS FOR CREDIT 
CONTROLLERS:

■ Confidence and persistence
■ Strong numeracy skills
■ Resilience under pressure
■ Excellent communication skills
■ Technical adaptability 
 

FINDING THE RIGHT 
SKILL SET

Finding the right mixture of skills isn’t necessarily easy, 
with recruitment processes often becoming drawn out 
as employers struggle to source candidates with an 
appropriate skill set. Working with specialist recruiters 
who have access to wider networks as well as a 
thorough understanding of the demands of a credit 
control role can help simplify and expedite the process. 

VICTORIA STANTON
Manager
Robert Walters

To excel in a credit control team, we look for someone with 
confidence, a good credit control background, and who will fit 
well with the team. 

ROSEMARY BRAY
Credit Control Manager, 
Shared Services Centre, Leonard Cheshire Disability

52%

OF FINANCE MANAGERS 
WOULD RECRUIT FROM 

ANOTHER INDUSTRY





TESTIMONIAL 
“It was two very challenging 
recruits but Robert Walters 
managed to get both across the 
line. They quite simply got the best 
candidates through the door and 
then followed with excellent service 
afterwards. We have nothing but 
good comments to make about 
Robert Walters and will continue 
to employ their services moving 
forward.”

Melvin Warren, 
Finance Manager

CASE STUDY:
LEATHAMS – FOOD SUPPLIERS 

BACKGROUND
Robert Walters was approached by Leathams, a highly successful food 
supplier to chefs, caterers, chains, wholesalers and retailers, to act as their 
recruitment partner for two difficult to fill permanent positions.  
They required two Credit Controllers - one at senior-level and one at mid-level, 
and were already in their initial screening stages with other agencies. 

THE APPROACH
Having already interviewed several professionals, Leathams had struggled 
to find candidates who not only fit the required skill criteria in the correct 
location, but who were also a good fit for the company culture. 
Recognising the importance of cultural fit, Robert Walters presented a 
strategic recruitment plan to find the right candidates including a targeted 
headhunting campaign using LinkedIn. Alongside the already strong 
talent pool, Robert Walters carried out targeted research on candidates 
already working at Leathams to develop a profile of candidates with similar 
backgrounds.

RESULTS
After presenting the strongest pool of qualified candidates in the market and 
industry, Robert Walters was able to deliver an exceptional shortlist resulting 
in both roles being placed.



SETTING SALARY 
EXPECTATIONS 

ROLE PERMANENT CONTRACT

SALARY PER ANNUM GBP (£) RATE PER DAY GBP (£)

Head of Credit 50 - 100k 215 - 430

Credit Manager 40 - 70k 170 - 300

International Credit Manager 40 - 70k 170 - 300

Credit Supervisor/Team Leader 35 - 38k 150 - 165

Senior Credit Controller 28 - 35k 120 - 165

Credit Controller 25 - 28k 110 - 120

Collections Advisor 25 - 28k 110 - 120

Credit Administrator 20 - 25k 85 - 110

NB: Figures are basic salaries exclusive of benefits/bonuses unless otherwise specified.

44% 
OF PROFESSIONALS ARE 
EXPECTING TO RECEIVE A 
BONUS IN 2018

I believe that a credit control bonus scheme is very important in a collection 
team. We work very closely with the sales team and the team should be 
rewarded for their hard work as the consultants are when making the 
placements of the candidates. This works well as a motivation tool and I have 
seen an increase in cash collection which increases cash flow that is the core 
of any business.

Our bonus structure is based on the months’ worldwide billings and top tier 
bonus is based on collecting 100% of all billing in that calendar month.

ADNAN MASOOD
Credit Manager,
Phaidon International

Ensuring that salaries on offer are 
competitive and in-line with current 
trends is essential in order to attract 
and secure top calibre professionals 
within credit control. 

However, managers also recognise that 
there are other areas where employers 
need to make concessions in order to 
secure the best candidates, such as 
work life balance and company culture.

SALARY BENCHMARKING

The Robert Walters 2018 Salary Survey 
includes data on changing payscales 
for credit professionals across a range 
of seniority levels, based on resarch by 
our consultants on market trends and 
employer strategies.   

BONUS PROGRAMMES

As a financially driven role, credit control 
teams are increasingly adopting the use 
of bonus and commission models to 
incentivise staff.



THE VALUE OF CONTRACTORS 

For many credit control managers, 
interim and contract professionals 
can be highly effective at alleviating 
skills shortages, implementing new 
processes and upskilling junior staff. 
When looking to take on contract staff, 
credit control managers frequently cite 
the importance of finding candidates 
who are: 

■ A good cultural fit for the organisation 
■ Able to communicate effectively with 

other key stakeholders
■ Experienced across a range of 

industries
■ Able to upskill permanent staff
■ Familiar with specific systems and 

processes required
■ Versatile and adaptable – able to hit 

the ground running

NEW SYSTEM IMPLEMENTATIONS
 
As the trend towards digitalisation 
continues, many credit managers also 
cite the challenge of implementing new 
systems to manage and track cash 
flow. 

■ This data can provide valuable 
insights that can be used to improve 
processes

■ Adapting to these new systems 
remains an ongoing challenge

■ Short-term temporary specialists can 
be valuable in alleviating workload 
as permanent staff are trained to use 
new systems.

We have supplied contract specialists to contract control 
teams across a range of industries. These specialists to 
credit control teams can provide much needed support 
on projects such as the implementation of new systems 
or to fill business critical skills gaps until permanent staff 
can be found 

HARRIET REDFERN,
Consultant

Using contractors to assist in implementing new systems 
can be effective, but the changes have to be justified and 
gradual. Communication is key, with managers emphasising 
the purpose of the project and clearly stating the ultimate goal. 
Remember, no one really likes change when things are working 
well.

SYED NAUMAN 
Credit Manager, 
Theory

47% 
OF EMPLOYERS BELIEVE 
CONTRACTORS ARE A 
COST-EFFECTIVE WAY OF 
COMPLETING FIXED TERM 
PROJECTS



TESTIMONIAL 
“We have used the services of 
Robert Walters extensively in 
recent years as we have invested 
in our credit control team. Robert 
Walters have put the time in to 
get to know the type of candidate 
profile that works for us, have 
listened and acted upon our 
feedback and have played a vital 
role in growing and stabilizing 
our team. I would not hesitate to 
recommend them.”

Mark Colclough,  
Director - Finance

CASE STUDY:
COLLIERS – GLOBAL REAL ESTATE COMPANY 

BACKGROUND
Colliers is a global real estate firm, operating across 68 countries offering 
full range of commercial and residential real estate services to occupiers, 
developers, owners and investors on a local, regional, national and 
international basis.

Colliers approached Robert Walters in 2017 to source candidates for three 
roles within their accounts receivable team following a finance restructure. 
The roles in question were two credit controllers and an accounts receivable 
manager, into whom the credit controllers would directly report. The 
manager role represented a brand new position for Colliers, with the Finance 
Director looking for a candidate who could provide advice and guidance on 
implementing efficient credit control processes and determine a clear team 
structure. 

THE APPROACH
Robert Walters credit control specialists met with the finance director to 
discuss the roles in detail and identify what qualities Colliers were looking for 
in candidates to fill the positions. 

Cultural fit was a high priority for Colliers, as was the need to find 
professionals with a strong background and experience in Credit Control who 
could ‘hit the ground running’ to immediately implement an efficient credit 
control function. 

Given the challenge of finding the right blend of skills for credit control 
specialists, our team took a thorough approach to screening candidates, 
including phone and face to face interviews and seeking out candidate 
referrals from other credit control contacts. 

RESULTS
Having a specialist team focusing on credit control meant that Robert Walters 
could deliver candidates which suited Colliers’ needs based on our thorough 
understanding of the accounts receivable market. This was particularly 
important given the fact that Colliers was undergoing a transitional process, 
with the entire team being created from scratch. 

Ultimately, we succeeded in supplying candidates who were appointed to all 
three roles. Colliers also retained Robert Walters to source short term contract 
candidates for the credit control team, as well as finding professionals for 
permanent roles as the team grows.





KEY RECOMMENDATIONS

Credit control plays a vital role in ensuring businesses remain viable 
but many credit managers feel that their departments have low visibility 
within the company. Develop an effective communications strategy, 
particularly with finance and sales teams, to help secure support and 
buy-in to enable your team to deliver the best possible performance. 

DEVELOP AN EFFECTIVE INTERNAL 
COMMS STRATEGY1

As Britain adapts to a future outside the European Union economic and 
political uncertainty have the potential to damage relationships between 
businesses and their customers. Credit control teams can play a key 
role in helping to maintain these relationships, ensuring that businesses 
are able to maintain financial stability. 

FOCUS ON RELATIONSHIP 
BUILDING2

Experienced credit controllers are highly sought after, and competition 
to secure them is fierce. Credit managers should consider looking 
outside their field for high-potential candidates who can demonstrate 
transferable skills that will allow them to thrive in a credit control 
position. In the long term, this can create a reliable talent pipeline for 
future leaders. 

EXPLORE NEW 
TALENT POOLS3

Increasingly, businesses are recognising the effectiveness of bonus 
schemes to incentivise credit control staff. Particularly for smaller firms 
which may struggle to offer salaries above market average, these 
strategies can help to attract high calibre professionals.

CONSIDER BONUS PROGRAMMES 
TO ATTRACT CANDIDATES4

During transitional periods, such as the implementation of new systems, 
contractors can offer valuable support for day-to-day tasks while 
permanent staff adapt to changing processes and receive training. 
Alternatively, senior contractors can offer value by helping to upskill 
more junior staff.

CONTRACTORS CAN OFFER VALUABLE 
SHORT-TERM SUPPORT5



Bringing first-hand experience within the industry, we believe we are in a position to understand the needs and 
priorities of credit managers. We aim to connect you with professionals who can bring the essential skills and 
experience to excel in their role.

ROBERT WALTERS CREDIT 
MANAGEMENT DIVISION

PROFILES

After graduating in Business Management from Kingston 
University, Phill entered the recruitment industry in the 
Southern Homes counties. Bringing 15 years’ experience 
in finance recruitment with two global recruitment 
businesses, Phill is now Director for the Robert Walters 
Commerce division having joined the company in 2012, 
overseeing teams sourcing a range of finance professionals 
from transactional to senior interim hires. 

PHILL WESTCOTT
Director

Originally from the Midlands, Victoria Stanton moved to 
London after graduating from university and began a 
career in recruitment, spending 6 years at Hays. In 2015 
she moved to Robert Walters, working with Phill Westcott 
to create the Credit Management Division. She now 
specialises in placing candidates into temporary credit 
roles across London. 

VICTORIA STANTON
Manager

Harriet gained a 2:1 in theatre studies from the University 
of Birmingham in 2014, going on to take a digital 
marketing role with Daniel Footwear, before moving to 
ASDA as an account executive in their marketing team. 
Originally from Settle in the Yorkshire Dales, Harriet 
relocated to London in 2016 and joined Robert Walters. 
Her career background has allowed her to specialise in 
retail, FMCG and media as a consultant in our specialist 
Credit Control Division.

HARRIET REDFERN
Consultant

After graduating from Bath Spa University in 2015 with 
a degree in Dance and Psychology, Paige joined Robert 
Walters’ team in London as a candidate manager on the 
part qualified finance desk. Working her way up from 
associate and now a consultant in the Credit Management 
Division, Paige specialises in the property, professional 
services, telco and IT sectors. 

PAIGE WRIGHT
Consultant

TESTIMONIALS

“Since being made redundant from
Time INC.(UK) ltd Harriet Redfern
has been formidable in finding me
a new job. In the months following
being out of work she has been
informative and shown excellent
communication skills in finding me
a new position within credit control.

I highly recommend Harriet
Redfern for her customer service
abilities, dedication to her work and
the thoughtful and sincere way she
interacts with her clients.”

Andrew Moulton,  
Senior Credit Controller,
Leathams

Broadgate Estates have used 
Robert Walters for over 3 years. 
I have always found them to be 
professional, friendly and always 
provide high quality candidates. 
Victoria in particular offers an 
excellent service and is very flexible 
in her approach. I particularly 
like their “try a temp for a day” 
as we can try out a temp before 
committing. 

Darren Nesbit,  
Credit Manager, 
Broadgate Estates 

“Having recently used Robert
Walters to fill some difficult roles,
we are very impressed with the
level of service provided. Paige 
was
efficient in organising interviews
and providing feedback throughout
the hiring process.”

Lauren Carey, 
Macfarlanes







To discuss this whitepaper, request other titles in the Insight Series or talk about 
your recruitment needs in more detail, please contact your Robert Walters 
recruitment consultant, email us at contact@robertwalters.com or get in touch 
with one of our offices:

CONTACT US

LONDON

11 Slingsby Place
St Martin’s Courtyard
London
WC2E 9AB
T +44 (0)20 7379 3333

MILTON KEYNES

Altius House
North Fourth Street
Milton Keynes
MK9 1NE
T +44 (0)1908 04 4000

GUILDFORD

1 Bishops Wharf
Walnut Tree Close
Guildford
GU1 4UP
T +44 (0)1483 510 400

MANCHESTER

9th Floor
3 Hardman Street
Manchester
M3 3HF
T +44 (0)161 214 7400

BIRMINGHAM

9th Floor
11 Brindley Place
Birmingham
B1 2LP
T +44 (0)121 281 5000

ST ALBANS

Fountain Court
2 Victoria Square
St Albans
AL1 3TF
T +44 (0)1727 617 500
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