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Foreword

Recruiting and retaining the right people in social care has always been challenging,
but in recent years, it has become even harder, and significantly more expensive. Last
year alone, care providers spent £3 billion hiring 450,000 staff, yet nearly a third left
their jobs within 12 months. With such a vast financial outlay, providers should expect
meaningful results. Instead, many find themselves caught in a cycle of high costs, high
turnover, and little return.

One of the sector’s biggest recruitment channels - online job boards - should, in
theory, help solve this problem. Yet care providers collectively spend £100 million a
year on these platforms, only to face an overwhelming number of unsuitable
applications, interview no-shows, and relentless pressure to spend more. This report,
drawing on insights from 85 small, medium, and large care providers, uncovers the
stark reality of what is going wrong.

At Care England, we believe providers deserve better. Recruitment should be
efficient, affordable, and, above all, effective. This report not only exposes the flaws in
the current system but also offers practical solutions, from diversifying hiring
strategies to demanding greater transparency and accountability from job boards, so
that every pound spent genuinely helps providers find and keep the staff they need.
And time is running out. With new visa restrictions and government pressure to
reduce migration, international recruitment can no longer be relied upon to plug
workforce gaps. For now, displaced workers are masking the full extent of the crisis,
but that will not last. If we fail to fix domestic recruitment now, we risk an even greater
workforce emergency in the years ahead.

| urge all care providers to read this report, rethink their approach to recruitment, and
hold job platforms to account. The sector cannot afford to waste time or money on
ineffective hiring practices. Together, we must take control of social care recruitment
- because providers, staff, and, most importantly, those who rely on care, deserve
better.

%éé—jm

Professor Martin Green OBE
Chief Executive, Care England
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Executive Summary

Recruitment costs to the adult social care sector cost England’'s care employers
around £3bn in the last 12 months to recruit 450,000 people into adult social care.
After receiving concerning feedback from a number of members in respect to the
rising cost and behaviours by online recruitment portals which were not enhancing
recruitment outcomes, Care England polled 85 care providers in Autumn 2024 to
gauge their experiences and gather and analyse feedback from social care employers
on their use of Internet job boards, including aggregators and job search engines, in
the UK care sector.

Individual providers responded that digital recruitment advertising using Internet job
boards is a significant and growing expense for them and that the experience can
often be poor. There is little or no sector-wide shared understanding of how much is
spent by other employers and the levels of satisfaction experienced across the
sector.

Key Findings:

Sector spending on Internet job boards is significant: By extrapolating the typical
monthly spend by size of employer, it is estimated that the sector may spend more
than £100m per annum on digital job posting. Whilst most organisations have a
monthly spend of £1-£500 on Internet job boards, with almost a fifth saying they rely
on free trials and ads, many of which are being withdrawn, 15% say they are spending
more than £5,000 a month. 73% of providers reported ‘always’, ‘often’ or ‘'sometimes’
being pressured to increase their spend by the internet job board provider.

Poor Applicant Quality: Providers said they were 'always’ or 'very often’ suffering with
poor applicant quality (78%), too many applicants (71%) and high levels of interview
no-shows (71%) when using Internet job boards.

Indeed is the dominant player: Indeed emerged as the sector’'s primary online job
board/job search engine, used extensively across all organisation sizes, with 86% of
respondents saying it was their primary online job posting tool.

Low Satisfaction Levels: almost half (48%) of responding organisations rated their
likelihood of recommending their primary job board as low, with almost 1in 5 (19%)
giving the lowest possible rating, citing rising costs and diminishing returns. 20% were
neutral and 32% were positive. 2% were extremely likely to recommend their primary
Internet job board to others.

I: For the purposes of this survey the term ‘internet job boards’ includes online job search engines and
aggregators



Most employers do not measure internet job board (or any major sourcing
channel) performance: Less than a third of employers (31%) confirmed they
measure the quality or tenure of employees hired from their major recruitment
channels, with 54% not tracking performance of those hired by source at all.

These findings provide a concerning picture of high levels of online job board
spending combined with poor satisfaction levels, at a time of rising budgetary
pressure for employers. Appendix A lists verbatim feedback collected from survey
responders.

Given the importance of effective recruitment to a sector with over 130,000
vacancies in 2024, employers are encouraged to actively measure the quality and
value for money of every recruitment source they use and to express any
performance concerns they have with their vendors. Most employers surveyed
regularly experience high volumes of poor-quality applicants, resulting in high levels
of interview no-shows. These high levels of interview no-shows will be wasting
Registered Managers’ time and cause unnecessary frustration and stress.

As well as diversifying recruitment channels to reduce over-reliance on any single
source, the report lists recommendations on how to reduce spend and improve
results from internet job boards. Employers and recruitment experts have reported
it is possible to significantly reduce spend on this recruitment channel without
any negative impacts to the volume or quality of candidates.




Introduction

Recruitment pressures have become a persistent theme of the Adult Social Care
sector in recent years, exacerbated by a high staff turnover driven by a range of
factors including low pay, unsocial hours, emotionally and physically challenging work.
In recent years Brexit, Covid and its aftermath, the rise and then swift decline of
international recruitment, Government policy and labour market changes have made
sourcing a high-quality care workforce highly unpredictable.

Even before this turbulent recruitment climate, internet job boards, including job
search engines or aggregators, have become the dominant platforms for sourcing
over 80% of all care workers, offering reach and convenience. However, care
providers have recently reported issues like rising costs, poor performance and a
common practice of vendors 'account managing’ care providers to increase their
spend without delivering enhanced returns or better-quality candidates.

Care England was also notified of cases where care providers access to these
platforms was being withheld until additional sums were paid, a catalyst for this work.
It was also reported that a significant reduction in monthly spend from tens of
thousands of pounds to single digit thousands of pounds had not noticeably reduced
the number of applications or their quality.

In other cases, recruiters often reported only reviewing a tiny percentage of
applications, suggesting a significant amount of expenditure is being wasted and the
risk of bona fide applicants being discouraged from applying for roles within the adult
social care sector.

Ultimately, Adult Social Care providers are uniquely vulnerable to inefficiencies in, and
overspend on, recruitment advertising due to their reliance on a stable workforce to
meet stringent regulatory standards and provide consistent care.

The sector’s fragmented structure combined with the dominance of a few vendors
creates a potential consumer imbalance which could be contributing to the sectors
workforce crisis and care providers being taken advantage of by some recruitment
services.

Given these challenges, the survey aimed to explore:

e The effectiveness of internet job boards as a recruitment channel in the care
sector.

e The financial impact of internet job board usage, especially for small and
medium-sized providers.

e The challenges and frustrations providers face, from poor applicant quality to
no-shows at interviews.

e The perceptions of satisfaction and likelihood to recommend these platforms

e Any feedback employers would like to share.



By understanding these dynamics, the survey provides actionable insights to help
care providers optimise their recruitment strategies and informs internet job board
vendors on how to better support the sector.

This analysis is particularly timely as we start to see the impact of the introduction of
novel pricing models which favour the recruitment vendor. Online job posting
services represent the dominant recruitment channel in Adult Social Care and it is
therefore critical that they perform well and represent good value for money if we are
to make headway into reducing sector wide vacancies. Without this, recruitment
inefficiencies will continue to deepen workforce shortages which compound the
sector’s ongoing challenges.




Profile of Respondents

The 85 polled organisations represented all sizes of employer, with the largest
segment representing providers with up to 50 employees.

Over 5,000

1,001 - 5,000 24%

10.6%

Majority: Small providers (up to 50

s, employees).
251-1000
20% . . .
Smaller organisations dominate the
sample, reflecting the sector's

fragmentation and reliance on SMEs

51-250
29.4%

Figure I: Number of employees, by respondent

Internet Job Board Usage by vendor

Other
10.6%

An overwhelming 85.9% of Total Jobs
respondents reported Indeed as oo
their primary job board.

Indeed
85.9%

Figure Il - Primary Internet job board/aggregator,
by percentage of respondents




There is widespread adoption of online job posting services, with Indeed dominating the
market with 98% of respondents reporting some usage of this platform. Most used
platforms:

Allthe time ] Frequently [J] Sometimes [ Never

Indeed
Total Jobs |
Monster |
Reed |
Adzuna |
Nurses.co.uk

Socialcare.co.uk

0] 20 40 60 80 100

Figure lll - How frequently users access job platforms,
by percentage of respondents

Monthly spend on Internet job boards

Over £40,000
£5,000-£20,000 2.4%

11.8% O (Free trial)

20%

Spending trends:
e £1-£500 is the most common
amount spent (32 organisations)
e 20% of organisations rely on free
trials/free ads alone
e Spend was largely correlated with
organisation size

£1,001-£5,000
176%

£501-£1,000
9.4%

£1-£500
376%

Figure IV — Monthly spend on Internet job boards,
by percentage of respondents

Extrapolating sector spend on internet job boards: Using the mid-point of each
monthly spending range and Skills for Care data’ on the number of sector
organisations by size, it is estimated that employers are spending in the region of
£100m per year on internet job boards. This estimate should be treated with caution
as the sample set of just 85 organisations is approximately 0.5% of the total of 18,500
employers, and a mid-point of stated spending ranges has been used. However, there
is no doubt the expenditure on internet job boards is significant (see appendix B).

2: Skills for Care, The size and structure of the adult social care sector and workforce in England, 2024



Challenges with Internet Job Boards

Reflecting anecdotal feedback from care providers, employers were asked to give
feedback on the frequency, if any, of experiencing the following eight challenges. All of
these were experienced at least sometimes by over half of respondents, with interview
no-shows, poor candidate quality and too many applicants being the top three
frustrations.

Always [l Very often [J] Sometimes [ Rarely [J] Never

Poor quality of applicants

Lowvolume of spplicants | [ I
Too many applicants (incl. those seeking sponsorship) ‘ _
Keeping spend within budget/forecast ‘ _
Pressure to spend more ‘ _
High levels of interview no-shows ‘ _
Poor retention of new employees from this source ‘ _
Achieving an acceptable return on investment in spend ‘ _
0 20 40 60 80 100
Figure V — Reported issues with respondents’ primary Internet job

board/aggregator, by frequency

Key issues:
e Poor applicant quality (highest reported issue).
o Excessive volume of applicants, including visa sponsorship seekers (60
organisations affected).
* Interview no-shows (a frequent concern in written feedback)
e Cost concerns: Perceived pressure to spend more, with 38% of those polled
saying this was ‘always’ or ‘very often’ the case.




Internet Job Board Recommendations and
Feedback

Overall, employers are more commonly not ‘likely at all' to recommend their primary
internet job board/aggregator (19% of respondents) than to be ‘extremely likely’ to
recommend them (2% of respondents).

Figure VI - Likelihood of employers to recommend their primary job board

52 employers provided additional feedback on their experiences of using Internet job
boards, with 83% of those negative in tone versus 17% positive.

A sample of feedback includes:

“[Our Vendor] is continuously putting pressure on us as an organisation to spend
more money with them. They have now confirmed that we need to pay a further £24k
a year for us to have our banner on the adverts that we place with them and have
said if we don't it will have a detrimental impact on the amount of candidates that
come through.”



“Over the last few years, some job boards have increased their prices, in some
circumstances threefold. Whereas [Vendor] are now charging for elements that were
once FOC.All job boards bring in large volumes which include those from overseas
and those who are seeking sponsorships.All in all, we reject approx. 94% and only 6%
making it to an Interview and only 2% are offered and start. A very poor conversion
and ROI for what is already a difficult and challenging market.”

“The majority of our candidates are sourced through [vendor]It has a reliable talent
pool and we only struggle in difficult to fill geographical locations.”

“Same names keep coming up. Domestic candidates very poor. Lots of staff wanting
sponsorship but they also apply direct. [Vendor] has increased cost substantially
over last year but no extra reward for the extra spend.”

"Even though we set a budget, [vendor] goes over without a warning and the bill just
hits our account. Far too easy for applicants to apply by clicking a button resulting in
several no shows and also the process of jobseekers allowance isn't helping as all
they need is proof of an interview "

Appendix A contains the full range of anonymised feedback that survey respondents
submitted for sharing.

Employer Monitoring Practices

Over half (53%) of respondents told us that they do not measure the quality or
tenure of employees hired from their major sourcing channels.

Extent of monitoring:
e 38 (53%) organisations do not measure quality/tenure of hires from any source
including job boards
o 11 (16%) do measure. These were mostly the larger employers, although only 50%
of them do so.
e 22 (31%) are unsure of their monitoring practices.
Common methods of measuring:
e Retention tracking — for example at 6 weeks and 6 months
e Captured via Exit Interview
e Using an Applicant Tracking System
Challenges:
e Lack of standardised methods across organisations.



Conclusions and Recommendations

Employers in this survey tell us in a ratio of almost 10:1 that they are not satisfied with
the value for money and performance of internet job boards including aggregators
and job search engines, despite, in many cases, spending significant amounts of
money. Given the sector's dependence on this channel for most of its candidates,
this survey has raised serious concerns that have implications far beyond the high
spend. Feedback from one of the largest employers surveyed sums this sentiment

up:

“Over the last few years, some job boards have increased their prices, in some
circumstances threefold. Whereas others are now charging for elements that were
once free of charge. All job boards bring in large volumes which include those from
overseas and those who are seeking sponsorships. All in all, we reject approx. 94%
and only 6% make it to an interview and only 2% are offered and start. A very poor
conversion and return on investment for what is already a difficult and challenging
market.”

Care England recommends the following actions:

For Employers:

/ Implement applicant quality and retention monitoring systems to
O assess recruitment effectiveness for all your major recruitment
channels

Explore alternative candidate sources to reduce risk and
expenditure. With international recruitment becoming harder,

@ consider opportunities to maximise other proven methods such as
employee referral schemes, asking those who have left you to return,
community outreach and social media

Ensure you have taken steps to maximise employee retention. The
highest risk period for staff turnover is in the first 90 days of
(‘3/ employment, so initiatives like a buddying scheme, contact with the
manager and regular appreciation can help limit unnecessary

voluntary terminations.




Tips to reduce and maximise your online job posting spend.

We asked Stephen Forster®of the Care Social Network and Neil Eastwood,
author of Saving Social Care for top tips!

Employers must have a clear process in place
to manage applicants, for example: who is
responsible for contacting applicants and in
what timeframe? How are applicants
screened? How are interviews booked and is
there availability? Is the job advert well written

and effectively sells the company and role?

Respond to every applicant and aim to reply
within 12 hours - it will increase your chances of
reaching them by phone by 37%.

If you don’t respond to every applicant, vendors may not rate you
as a ‘responsive employer’. This will damage your brand and
reputation.

as family care experience or charity work.

(\W@W Look for evidence of suitability for the role such
/\

If you are not able to review high volumes of

applications, reduce your spend to a level that
makes the numbers of candidates manageable.
Consider software to track and manage applications
such as a third-party Applicant Tracking System.

il
Y

I
O

3: Stephen Forster is the founder and director of the Care Social Network, a consultancy specialising in care recruitment and
retention has been instrumental in revolutionising care worker hiring for care homes, homecare and supported living.

4: Neil Eastwood the author of Saving Social Care, founder and CEO of Care Friends and founder of Sticky People Ltd is a well-
known public speaker within social care dedicated to helping the social care sector find solutions to its many challenges.




Care England Recommendations for Internet Job
Boards, Aggregators, online job search engines:

O\/ Improve applicant filtering tools to enhance the quality of matches.

/ Introduce cost transparency and tailored pricing options for smaller
O organisations.

Focus on justifying why a certain budget is recommended. For
example: some |JB’s suggest spending anything from £200 per
vacancy to £750 per vacancy. Put simply; to fill 2 care roles, it would
@ cost between £400 and £1500. IJBs need to confirm why is this the
cost, what the cost is based upon, is it different per locations, and
can spending this amount guarantee that suitable applicants will

apply?

Offer advice and educate care providers on how to improve the use

Q

of the IUB? For example:
e Speeding up time to hire
« The benefits of built in applicant tracking systems.
» Analytics that help them decide how to calculate a budget.

Help care providers with targeting candidates. For example:

Q

e Headhunting candidates.
e Reach out to people without waiting for them to apply for a
role.

S\

Help care providers having to rely on agency staff.

Have regular check ins to help meet hiring targets at a more

S\

reasonable and consistent industry acceptable cost.

Evidence successes of other care companies and develop ways in

Q

which care providers can replicate for themselves via named case
studies and testimonials that prove the results that can be achieved.



Appendix A: Survey Responses

In the spirit of openness, the actual feedback taken from the survey respondents in
answer to the question “Please share your feedback and advice on your primary
internet job board/aggregator for social care employers” is shared below verbatim.

General observations were that job boards have historical profiles of candidates not
seriously looking for jobs and that the recruitment process can feel like a bidding
process to keep your ads at the top of the search list.

Specific feedback against specified brands:

l.Indeed:

(o]

(o]

o

Many applicants either didn't show up for interviews or lost interest in the job.
There is constant pressure from Indeed to spend more money, with no
tangible improvement in candidate quality.

Indeed has become very expensive, with increasing costs for sponsorship and
branded adverts.

The platform often matches words using algorithms rather than finding
suitable candidates.

A high volume of unsuitable candidates, many seeking sponsorship.

Many applicants do not attend interviews.

The quality of candidates has dropped, with many seeking sponsorship
despite filtering questions.

Indeed have always been successful for us. Easy to use and popular.

2.0ther Job Boards:

(o]

o

o

Better Team: Too many overseas applicants.

Flat Fee Recruiter: A lot of applicants but not of good quality.

Total Jobs: Expensive and poor quality of CVs. However, some users find it
gives value for money.

3.New ATS System (Networx): Receiving many good quality CVs, with candidates
turning up for interviews.




Verbatim comments:

“Indeed had some applicants but they either didn’t show up to the interview or lost interest
in the job.”

“Better Team - too many overseas applicants”
“Flat Fee Recruiter - a lot of applicants but not very good quality.”

“Our main issue with Indeed is that they are constantly trying to get us to spend more with
no real tangible improvement in the quality of candidates.”

“Indeed are continuously putting pressure on us as an organisation to spend more money
with them.”

“Indeed - becoming very expensive, always under pressure to spend more on sponsorship,
now removing branded adverts unless we agree to pay £1000s to have these.”

“They are constantly trying to sell you more advertising space and new products which can
make it feel like you are no longer an existing customer but rather a new customer. With all
customers being driven to spend more it then increases their optimisation thresholds which
again means that you have to spend more to keep pace with the market. “

“The majority of our candidates are sourced through Indeed. It has a reliable talent pool and
we only struggle in difficult to fill geographical locations.”

“Total Jobs has not worked for us at all. It is expensive and for the quality/experience of cv's
that are being submitted to us, they are not good enough to work in the roles that we have
open. ”

“We have now set up a new ATS system, Networx and have found that | am receiving so
many cv's which are good candidates, they are turning up for interviews and are of good
quality/experience. “

“Job boards like Indeed only match up words using their algorithms rather than matching up
actual candidates suitable for the role.”

“More often than not, CV's are submitted from candidates who are not actively seeking
employment”

“We have been with total jobs for around five years now and we feel they give us value for
money. “

“I only use the free options now and put on numerous job ads with different job titles - all at
once. This gives me as a good a return as it did when | did pay!”

“You must contact them directly via phone not email and if shortlisted call them again to
remind them of the arrangements for interview, a huge amount of time goes into this
process”




“Same names keep coming up. Domestic candidates very poor. Lots of staff wanting
sponsorship but they also apply direct. Indeed has increased cost substantially over last
year but no extra reward for the extra spend”

“I have spoken to other organisations looking to enter the Social Care recruitment space who
have decided not to because of the dominance of Indeed and the fact that the majority of
applicants are (a) not solely focused on social care (looking for jobs in other sectors) and (b)
many looking to demonstrate they have applied so can get benefits - they do not see a way
of setting up a commercially viable alternative”

“The job board we use is good value for money however we find that there are many
applicants that are either looking for sponsorship or do not live in the area. Many applicants
do not attend interviews.”

“Feels more like a bidding process to get job to the top and only way to keep it there is to
continually spend more. Would prefer a more simple costing model. However it is a reliable
source and the go to in the market.”

“It seems there are a lot of historical profiles who are not seriously looking for jobs.”

“Indeed is driving a high volume of unsuitable candidates, a lot of the spend goes on people

applying looking for sponsorship”

“Better screening of applicants. More Uk based applicants required rather than overseas
applicants looking for sponsorship.”

“Indeed organic produces quality candidates with a good interview rate, but we lost this
when we stopped spending on sponsored.”

“Good, given the platform is free, but we would not allocate a budget for recruiting, unless a
last resort.”

“We rarely use any job boards/aggregators - as we hold a sponsorship licence and are able
to recruit via our local university.”

“They keep pushing up the minimum spend, poor quality applicants, wanting sponsorship
although it clearly states no sponsorship, no shows”

“Indeed were going to allow recruiters to reject in appropriate applicants eg overseas, but
did not follow this through, presumably as it would cost them too much”

“very expensive, lots do not turn up for interview “

“Indeed, while not perfect, is the best way to get the message out.”
“Candidates often submit applications with very little detail”

‘I do not use them .We are trying to recruit from the same pool of staff. ”

I like to employ local staff with a passion for the Job & then we can train them ourselves
from ground level up.”



“Indeed have always been successful for us. Easy to use and popular.”
“Poor quality candidates, very often not even in the uk”
“Hard to find suitable candidates to fill the posts”

“Copious amounts of foreign applicants, applying from abroad or seeking sponsorship. It
appears the ‘'market” is flooded with these applicants “

“Quality has dropped and despite screening questions still receive a high volume of
candidates seeking sponsorship “

“More in depth quality of experience for role”

“I think it is better to be very specific with what you want and apply filters”

“Indeed have a fantastic social care team, they advise on current trends and how best to
utilise budget. Having previously worked with a third party agency and changed to Indeed

direct, our relationship has improved significantly and our return on investment is greater”

“They charge per click. Do not limit to local applicants despite asking. Even had 1 applicant
from New Zealand!”

“95% are Sponsorship/overseas applicants. Indeed have advised us on how to filter out
overseas sponsorship applicants but this has not helped at all. “

“Distance for employees is not taken into account, applications from untrained staff when
recruiting to fill senior roles.”

“We find indeed hit or miss to be honest. Too many applicants from out of area despite
filtering questions and specifics in the ads. Too many applicants needing sponsorship
despite filtering questions.”

“Waste of time and energy”

“Even though we set a budget, indeed goes over without a warning and the bill just hits our
account.”

“Far too easy for applicants to apply by clicking a button resulting in a number of no shows
and also the process of jobseekers allowance isn't helping as all they need is proof of an

interview"




Appendix B: Estimating the Adult Social Care
Sector annual spend on Internet job boards and
job search engines

85 care providers told us their monthly spend on Internet job boards by answering
the following question:

How much in total does your organisation spend monthly on internet job
boards/aggregators?

They did this by selecting the monthly spending banding that most closely matched
their actual expenditure.

Respondents indicated their monthly spend was as follows:

Monthly amount




When the size of the organisation is overlaid, the spend profile is as follows:

Category

Count per
Spend Level

13

16

12

41%

50%

9%

16%

48%

12%

24%

24%

12%

35%

29%

56%

44%

50%

50%

Spend Level

free

1-500

501-1000

free

1-500

501-1000

1001-5000

1-500

501-1000

1001-5000

5001-20000

1001-5000

5001-20000

5001-20000

20000-40000




Using the Office for National Statistics data’ on the number of social care
organisations by Standard Identification Code (SIC) with over 250 employees in the
social care sector indicates 570 fit this profile in the UK:

PAYE/VAT

organisations

Category Spend Level

with over
250 employees

Residential nursing
care activities

8710 10 free

8790 Other residential care 135 1-500

activities

Residential care
8730 activities for the 160 501-1000
elderly and disabled

Social work activities
without
8810 accommodation for 165 free
the elderly and
disabled

Distribution of larger employers

There is limited publicly available data detailing the exact number of employees of
each of the 570 care providers with over 250 staff, however those with over 5,000
employees are a small and more easily identifiable group due to their brand visibility.
There are at approximately 26 who fall into this category.

The split between the remaining 544 businesses with 250-1000 employees and
1001-5000 has been estimated to divide as approximately 450 in the smaller band
and 95 in the larger.

5: Office for National Statistics, UK business; activity, size and location, 2024



By taking the midpoint spend of each banding by organisation size in the survey and

extrapolating to reflect the 18,500+ adult social care sector providers give
following:
total
count monthly |numbers extrapolated
per % per spend |of ASC |orgs by |annual spend
total spend |spend |spend mid orgsby |spend |(monthlyx12x
count |category level (level |level point  |size level |no of orgs)
13 41% |free 0 6313| £ -
32|up to 50 employee 16 50%1-500 250 15540 J770| £ 23,310,000
3 9%501-1000 750 1457( € 13,111,875
25(51-250 employees| 4 16% |free 0 2405 385| £ -
12 48%1-500 250 1154| £ 3,463,200
3| 12%|501-1000 750 289 € 2,597,400
6 24%|1001-5000 2500 577 £ 17,316,000
17|251-1000 employe| 4 24%|1-500 250 450 106| £ 317,647
2 12%)501-1000 750 53| £ 476,471
6 35%|1001-5000 2500 159| £ 4,764,706
5 29% |5001-20000 12500 132| £ 19,852,941
9(1001-5000
5| 56%|1001-5000 2500 94 52| £ 1,566,667
4 44% |5001-20000 12500 42| £ 6,266,667
2|over 5000 1 50% |5001-20002 12500 26 13| £ 1,850,000
1 50% |20000-40004 30000 13| £ 4,680,000
£ 99,673,573

the

This method estimates the total annual spend on Internet job boards, aggregators
and job search engines at approximately £100M per annum.

The average spend per organisation is estimated at £450 per month or £5,400 per
annum.
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