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Introduction

Welcome to the Spring 2025 edition of Devshore Partners’ UK IT Job Market Analysis, part of our twice-yearly insights
series (next edition due Fall 2025). This report provides a comprehensive overview of current trends in the UK’s tech
employment landscape, updated with the latest data and observations from Q1-Q2 2025. As a consulting and delivery
firm specialising in remote IT teams and offshore development centres, Devshore Partners curates these insights to
help our clients and partners navigate the evolving talent market.

In this Spring 2025 report, we examine five key areas: an analysis of IT job postings by role and skills, salary and
contractor rate benchmarks, the impact of Al on hiring, the ongoing IT talent shortage and market trajectory, and legal
considerations when hiring remote IT resources from abroad. The goal is to equip UK business leaders and hiring
managers with up-to-date knowledge to inform their talent strategies in the coming months.
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IT Talent Market Trends (2021-2025)

The UK has been grappling with an IT talent shortage for much of the past decade, and 2021-2025 has underscored
this challenge. By the numbers, the demand for tech talent far exceeds the supply, creating a sellers’ market for
skilled professionals. In 2021 and 2022, as the economy rebounded from lockdowns, digital transformation projects
kicked into high gear. This drove UK IT job vacancies to record highs. At one pointin 2022, overall job vacancies in the
UK hit their highest on record - over 1.3 million open positions across sectors - and the IT sector was a major
contributor to that boom. The information and communication industry (a proxy for tech jobs) saw vacancy rates
that were double pre-pandemic levels. Companies were urgently trying to hire software engineers, data specialists,
cybersecurity experts, and other IT staff to support new online services and remote-work infrastructures. However, the
pool of available qualified candidates simply couldn’t keep up. Unemployment in IT-related occupations dropped to
very low levels (under 3% in many tech roles), meaning nearly everyone with the right skills was already employed
and often getting multiple job offers.

3% .

Unemployment in UK overall job vacancies
IT-related occupations peaked in 2022 to 1.3M

dropped to very low with IT sector being

level of 3% a major contributor

This led to a scenario where vacancies stayed open for longer and recruitment timelines stretched out as employers
struggled to find the right talent. “Hard-to-fill” became a common descriptor for many tech roles. Government and
industry surveys during this period showed unprecedented skill gaps: for instance, over 90% of UK businesses
reported they felt an IT skills shortage in some capacity. In 2022, one study noted that the number of vacancies
attributed specifically to skills shortages (roles unfilled due to lack of skilled applicants) had doubled compared to five
years prior. The tech skills gap isn’t just an abstraction - it has real economic cost, estimated in the tens of billions of
pounds in lost productivity annually.



By 2023, macroeconomic headwinds (rising inflation, some tech sector correction after over-hiring in 2021) led to a
slight cooling in the job market. There were widely publicized layoffs in big tech companies globally, and the UK felt
some of that. As a result, tech vacancy numbers dipped in 2023 from their 2022 peak. However, it’s crucial to note
that “cooling” is relative - even after some decrease, the hiring environment for IT in 2023 was still hotter than any pre-
2020 period. Many of those laid-off professionals were reabsorbed by other sectors (like finance, healthcare, or
startups needing their skills). The UK’s Office for National Statistics data showed that the ratio of unemployed people
per vacancy rose slightly (indicating a bit less tightness than 2022’s extreme), but remained historically low. By late
2024, there were roughly 1.8 unemployed persons per vacancy across the economy - compare that to about 3 per
vacancy in the early 2010s. In fields like software development, that ratio was often below 1 (meaning more open jobs
than qualified jobseekers actively looking).

Which IT roles are the hardest to fill? Consistently, certain specialties come up at the top of the “talent shortage” list:

e Cybersecurity roles: Cybersecurity analysts, penetration testers, cloud security architects - these have been
notoriously hard to recruit for. A government survey in 2024 found that around one-third of UK businesses had a
cybersecurity skills gap. Although efforts are being made to train more cyber professionals, demand still
outpaces supply as threats grow in complexity. Skilled security professionals often juggle multiple offers, and
roles can remain vacant for many months.

e Data science and analytics: Data analyst and data scientist positions are abundant, but finding candidates with
the right mix of technical skills and business acumen is challenging. Particularly, individuals who can not only
handle data but also build machine learning models (machine learning engineers) or manage big data platforms
are in short supply. Many companies compete for a limited pool of experienced data scientists, making these
roles hard to fill.

e Software development & DevOps: While software developers are numerous, experienced developers in specific
tech stacks can be scarce. For example, try hiring a Scala backend developer, or a DevOps engineer fluent in
Kubernetes and AWS - those profiles are snapped up quickly. Full-stack developers with 5-10 years experience,
DevOps/SRE professionals, and software architects often top the hard-to-fill lists for recruiters. The proliferation
of programming languages and frameworks means specialists in certain areas (like low-level C++ for engineering,
or Swift/Kotlin for mobile) might be relatively few, creating pockets of shortage.

e Cloud architects and engineers: As every company migrates to the cloud, certified cloud architects (AWS
Solutions Architects, etc.) and cloud infrastructure engineers are heavily recruited. These roles require a blend of
broad knowledge and deep expertise, which takes years to cultivate. Consequently, senior cloud experts can be
elusive to find.

e Al and Machine Learning experts: Given the Al boom, seasoned ML engineers, Al researchers, and NLP
specialists are extremely high in demand. PhD-level Al researchers or those with a track record of deploying Al
models at scale are rare, and tech giants, startups, and consultancies are all competing for them.

UK business leaders show nearly 40% plan to increase their IT
headcount in 2025

The demand trajectory from 2021 to 2025 can be summarized as a spike, a slight dip, and a sustained high plateau.
2021-22: spike in demand (with digital acceleration). 2023: slight dip/levelling (macro corrections, tech sector
recalibration). Late 2024 into 2025: stabilised at a high level of demand. As of spring 2025, many indicators point to
continued growth in tech hiring - businesses are again planning headcount expansion as economic confidence returns
cautiously and as new tech initiatives (in Al, green tech, fintech, etc.) roll out. In fact, surveys of UK business leaders



show nearly 40% plan to increase their IT headcount in 2025, despite economic uncertainties, because technology is
seen as critical to growth and competitiveness.

However, the “skills shortage” remains the defining challenge. The pipeline of new talent is growing - UK
universities and bootcamps are producing thousands of IT graduates each year, and more professionals are reskilling
into tech - but it still isn’t enough to immediately close the gap, especially at the mid-senior experience level. The
government and private sector are investing in apprenticeships, coding schools, and immigration pathways for tech
workers (such as the Tech Nation Global Talent visa program) to alleviate shortages. These efforts will take time to
bear fruit. In the meantime, companies have adapted by looking beyond traditional hiring: this includes contracting
(bringing in freelancers, as discussed), nearshoring and offshoring (building remote teams abroad to tap larger talent
pools), and upskilling internal staff (training promising juniors into more senior roles faster). The war for talent has
also pushed companies to improve their employee value proposition - offering remote work options, better work-life
balance, learning opportunities, and clear career progression - all to retain their current tech employees and avoid
having to re-hire replacements in a fierce market.

In conclusion, the UK IT job market in Spring 2025 is characterized by strong, sustained demand for skilled
professionals and a persistent shortage of certain key skills. The hiring environment is competitive: employers
must be proactive and creative to fill roles, especially in cybersecurity, data, cloud, and advanced development. This
trend, stretching back from 2021’s boom through today, reinforces that the tech talent shortage is not a short-term blip
but a structural challenge. Organizations that plan effectively - whether by partnering with talent providers, training
new entrants, or globalizing their talent search - will be best positioned to succeed in securing the human capital they
need.

IT Job Postings Analysis (Roles, Skills &
Remote Trends)

Analysing UK IT job postings in early 2025 reveals clear patterns in the types of roles and skills most in demand.
Software development roles continue to dominate postings by volume. Within this category, full-stack and back-end
developers are especially sought after, although front-end (web) developers and mobile app developers are also
frequently advertised. In fact, software engineering roles are so prevalent that they have accounted for roughly 10% of
all job ads across the UK economy in recent times - underscoring how every industry needs coding talent. Beyond
pure development, companies are heavily recruiting DevOps engineers and cloud specialists to build out modern
infrastructure. The surge in cloud adoption means many postings call for AWS or Azure experience and proficiency
with CI/CD pipelines and containerization (Docker, Kubernetes).

Data-oriented positions make up another large segment of job ads. Data analysts, Bl developers, and data scientists
are regularly listed as businesses strive to derive insights from data. These roles often demand skills in SQL (still the
most commonly mentioned tech skill in IT job specs) and languages like Python or R for analytics. Meanwhile, the
priority on cybersecurity is evident - cybersecurity analysts, security engineers, and IT security managers are
among the most hard-to-fill vacancies, and job postings for these roles remain consistently high as organisations work
to bolster their defences against threats. Other in-demand positions include QA/Test engineers (especially those with
test automation skills), IT project managers (to lead tech implementations), and Ul/UX designers for digital products.



Emerging tech fields are also represented in postings: there’s growing demand for AI/ML engineers, blockchain
developers, and Site Reliability Engineers (SREs), reflecting new project initiatives at many companies.

When it comes to technologies and skills requested, employers in 2025 seek a mix of foundational and cutting-edge
capabilities. On the software side, classic programming languages remain very popular: Java, JavaScript, C#, and
Python all appear frequently in job requirements. Notably, Python has seen a further rise in popularity thanks to its
use in data science and machine learning - many analytics and Al job descriptions list Python as a must-have skill.
JavaScript (and its frameworks like Node.js and React) is ubiquitous for web development roles, while Java and C#
remain staples for enterprise application and fintech development. Expertise in SQL and databases is another top
requirement across data and developer positions (from MySQL and PostgreSQL to NoSQL datastores). Furthermore,
cloud computing skills are in very high demand: job listings commonly ask for experience with Amazon Web Services
(AWS), Microsoft Azure, or Google Cloud, along with related tools (Terraform, Kubernetes, etc.). DevOps toolchains
(such as Jenkins, Docker, Git, and CI/CD pipelines) frequently appear in job ads, signifying that automation and agile
operations skills are now standard expectations. In addition, specific frameworks and libraries - whether it’s Angular
and React for front-end, .NET for certain enterprise dev roles, or Pandas and TensorFlow for data/Al roles - are often
highlighted. Employers are essentially looking for candidates who can hit the ground running with the tech stack
relevant to the role. This means the ability to adapt and learn is critical too: many postings emphasize a “fast learner”
who stays current with new tech trends.

Regarding seniority level, the market leans toward experienced hires in 2025. A significant share of open IT roles are
for senior developers, lead engineers, and managers rather than entry-level positions. Companies still hire juniors
and graduates (especially through graduate schemes or apprenticeships), but with talent shortages, employers often
prefer candidates who bring 3-5+ years of experience and can be productive immediately. Mid-level roles (e.g. mid-
weight developers, analysts with a couple of years experience) are also plentiful. The emphasis on seniority has
slightly increased compared to a few years ago - partly because of economic caution (each hire needs to count) and
partly due to the availability of productivity tools that allow smaller, skilled teams to accomplish more. As a result,
junior candidates face more competition for fewer openings, unless they possess niche skills or certifications that set

them apart.
Finally, remote work remains a prominent feature of IT job postings in the
RemOte UK. Even as some firms encourage staff back to the office, the tech sector has
largely retained flexible work arrangements. As of Spring 2025, approximately
Work 15% of all UK job listings mention remote or hybrid work options - down

slightly from the peak of the pandemic, but still dramatically higher than the
~3% pre-2020 level. In IT-specific roles, this share is even greater: technology
jobs are among the most likely to offer remote-work flexibility. Many software
and data roles are advertised as remote-first or hybrid (part-remote),
allowing employers to widen their candidate pool nationally or even
internationally.

Jobseekers have come to expect this option; searches for remote tech jobs remain about nine times higher than in
2019. Companies that offer location flexibility (fully remote roles or a mix of home and office) often find it to be a
competitive advantage in attracting talent. The enduring presence of remote roles can be seen in postings for software
engineers, developers, designers, and other IT staff - where phrases like “Work from home” or “Remote/anywhere in
UK” are common. Hybrid working (e.g. 2-3 days in office, rest remote) is also frequently mentioned, especially by
larger organisations balancing flexibility with in-person collaboration. In summary, while the buzz around remote



work has stabilised, it’s clear that remote/hybrid positions are now a normal part of IT hiring. About one in six tech
job ads highlights remote work, a trend that looks set to stay, given continued worker interest and the proven
productivity of remote tech teams. (Notably, where a role truly requires physical presence - say, hardware support or
on-site networking — employers are exploring alternative perks like 4-day workweeks to entice candidates, although
those remain niche.) Overall, the content of UK IT job postings in 2025 reflects a market that values experience,
specific high-demand tech skills, and often offers flexibility in where the work gets done.
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Salary & Rate Analysis (Permanent vs
Contract)

IT professionals in the UK continue to enjoy strong compensation, with salaries for tech roles outpacing many other
sectors. As of Spring 2025, the national average salary for an experienced IT specialist is in the mid-£50,000s per year,
well above the UK’s overall median wage. Salaries do vary significantly by role, seniority, and region, but the trajectory
in recent years has been upward due to intense competition for skilled talent. Many employers have budgeted higher
pay increases for tech roles; in fact, nearly half of companies report raising IT salaries in the past year to attract or
retain key staff. Below are some typical permanent salary ranges for key IT positions in 2025:



e Software Developer [ Engineer (mid-level): ~£45,000 - £60,000 base salary (with senior software engineers
earning £70k-£90k, and very high-level specialists or architects exceeding £100k). London-based developers
command a premium - for example, a mid-level software engineer in London often earns around £65k, versus
~£55k in regional hubs.

e Full-Stack Web Developer: ~£40,000 - £75,000 depending on experience (front-end or backend specialists fall in
similar bands; JavaScript/TypeScript skills remain well rewarded).

e Data Scientist / Machine Learning Engineer: ~£50,000 - £85,000 (entry-level data analysts may start around
£30-£40k, while seasoned ML engineers with PhDs or extensive experience can see offers in six figures). Al
expertise is at a premium, pushing the upper end of these ranges higher each year.

e DevOps Engineer [ Cloud Engineer: ~£50,000 - £80,000 (with senior cloud architects or DevOps leads often
£80k+). These roles have seen strong salary growth given the demand for cloud migration skills.

e Cybersecurity Analyst: ~£35,000 - £60,000 (security engineers and consultants average around £50k, rising to
£70k+ for senior or specialized cybersecurity roles). Because security is critical, experienced professionals often
negotiate top quartile pay.

e IT Project Manager [ Tech Project Lead: ~£55,000 - £75,000 (project managers in fintech or large enterprises can
earn more, especially on fixed-term contracts).

e UX/UI Designer: ~£35,000 - £60,000 (design roles vary, with UX researchers or product designers in London
possibly reaching £70k).

e IT Support [ Infrastructure Engineer: ~£30,000 - £45,000 (third-line support and systems administrators with
good cloud or network skills can be in the £40k+ range).

London vs. rest of UK pay gap

It’s important to note the London vs. rest of UK pay gap: London tech salaries tend to be 10-20% higher than those
in other major cities like Manchester, Birmingham, or Leeds. This gap reflects London’s role as a financial and tech hub
with a higher cost of living. However, remote work and the dispersal of tech companies across the UK have started to
narrow the difference for some roles - talented developers outside London can often negotiate competitively,
especially if they work remotely for a London-based firm. Moreover, year-over-year trends show that salaries in
regions have grown slightly faster in percentage terms as companies broaden their recruitment beyond the capital.
Overall, permanent IT salaries in the UK have risen modestly (mid-single-digit percentage increases on average from
2024 to 2025), with certain specialties (cloud, Al, cybersecurity) seeing even sharper jumps due to scarcity of skills.
Despite a cooling economy in other sectors, tech professionals remain highly valued - businesses are willing to invest
in compensation to secure the expertise needed for digital transformation and innovation.

In addition to permanent salaries, the freelance and contractor market for IT roles in the UK is robust. Many
experienced IT contractors earn day rates that translate to impressive annualized earnings. As of early 2025, a typical
daily contract rate for a mid- to senior-level software engineer is around £500-£600 per day. This means an
accomplished contractor developer working full-time could gross well over £100,000 in a year. Specialized contractors
in areas like cloud architecture, enterprise data engineering, or interim IT management often command higher rates -
£700+ per day is not uncommon for niche expertise or leadership roles on critical projects. At the very top end, certain
contract roles (e.g. program directors, highly specialized integrators) can reach £900-£1000 per day on short-term
engagements, though those are exceptions. For more common roles: frontend or full-stack developers might see
£450-£550/day offers; DevOps contractors and cloud consultants often range £600-£700/day given their hot skill set;
business analysts or QA contractors might fall in the £400-£500/day range. Cybersecurity contractors, due to high
demand, also tend toward the upper end (often £600+/day for seasoned security consultants).



Market trends in contractor rates

It’s interesting to observe market trends in contractor rates from 2021 to 2025. During the peak of tech hiring in
2021-2022, contractor pay surged as companies urgently needed talent for new projects and were willing to pay a
premium for short-term help. Rates plateaued in 2023 as some of that frantic demand eased. In 2024, with a slight
pullback in tech spending at some firms, contractor openings decreased and rates stabilized. By Q1 2025, contract
rates have remained high but fairly stable compared to a year prior - in some cases even a touch lower than 2022
highs. For example, the median daily rate for a software engineering contractor in 2025 is ~£600, which is a few percent
down from the levels seen in early 2024 when it was around £625. This small dip reflects a normalization: the supply of
contractors has caught up slightly (with some laid-off tech workers from 2023 turning to contracting, for instance) and
companies are a bit more cost-conscious now. That said, the contractor market is still tight by historical standards.
Experienced contractors can usually secure good extensions or new contracts without long gaps, especially in
development, cloud, and data fields. Regionally, the same pattern as salaries applies: London contracts pay more. A
developer contracting in London might average about £600/day versus £500/day for a similar role in the Midlands.
Many remote contracts now offer a single rate UK-wide, but some still adjust for London weighting. Overall,
freelancers and contractors in IT are earning excellent rates in 2025, and businesses continue to rely on this
flexible talent pool. The year-over-year outlook is that permanent salaries are edging up modestly (as companies
invest in retaining core talent), while contractor rates have leveled off after previous growth - yet both remain well
above pre-pandemic norms, reflecting the high value placed on tech skills in the current market.

AT's Impact on IT Hiring (2021-2025
Trends)

The rise of artificial intelligence has been one of the most disruptive forces in the tech industry over the past few years,
and it is increasingly influencing IT hiring patterns in the UK. From 2021 to 2024, we can trace a significant shift: Al
went from a niche concern to a mainstream factor in how companies plan their tech workforce. Early in this period
(2021), most organizations were focused on recovering from the pandemic shock and accelerating digital projects - Al
was important but primarily in specialized teams (data science, R&D). Hiring was booming across all tech roles in
2021-22, and many firms onboarded junior developers and trainees in large numbers to build capacity. By late 2022
and through 2023, the landscape began to change with the breakthrough of generative Al tools. The public debut of
advanced Al systems (like ChatGPT and GitHub Copilot) showed that Al could assist with or automate certain
programming and IT tasks. This led to much speculation in 2023: would Al replace entry-level developers? Would
coding become the domain of Al, guided by only a few human architects?

Hiring managers want new hires - even juniors - to be “Al-ready”



In practice, as of 2024, Al has not reduced the overall demand for software engineers or IT talent - but it has
started to reshape the nature of that demand. Many UK companies became cautious about over-hiring junior
developers once they saw that Al coding assistants could handle routine coding to some extent. Some employers are
now strategically hiring fewer junior programmers than they might have in the past, choosing instead to investin a
smaller number of highly proficient developers who can leverage Al tools. The reasoning is that an experienced
engineer armed with Al assistance can potentially do the work of several juniors when it comes to boilerplate code,
debugging, or generating simple modules. We are seeing early evidence of this: job postings for entry-level software
roles have become relatively scarcer in 2024, whereas postings for senior engineers (often with mentions of Al
familiarity) have increased. In conversations with hiring managers, there’s a common theme: they want new hires -
even juniors - to be “Al-ready,” meaning comfortable using Al-driven development tools to enhance productivity.
Coding tests in interviews now sometimes allow or even encourage use of Copilot or similar, to gauge how candidates
incorporate Al into their workflow.

Another impact of Al is on roles and skills demand. The period 2021-2024 saw a surge in hiring for Al-specific roles:
companies large and small looked for machine learning engineers, Al researchers, NLP specialists, and data
engineers to build Al capabilities into their products and services. The UK, being a leader in Al research and with
significant venture investment in Al startups, created thousands of new jobs in this domain. By Spring 2025, Al and ML
roles are among the fastest-growing job categories. Even beyond dedicated Al jobs, many standard IT roles now list Al
knowledge as a plus. For example, a product manager role might ask for familiarity with Al-driven analytics, or a
marketing tech position might seek experience with Al tools for customer segmentation. Al literacy is becoming a
desirable attribute across the board. Meanwhile, new hybrid positions are emerging - such as “Al Prompt Engineer” or
“Automation Strategist” - which wouldn’t have existed a few years ago. These roles involve working closely with
generative Al systems, crafting prompts, and integrating Al outputs into business processes. While still relatively niche,
they exemplify how the workforce is adapting.

Productivity vs. Headcount

One notable trend is the question of productivity vs. headcount. Companies are experimenting with how much more
productive their existing developers can be with Al assistance. Some reports from late 2023 indicated that developers
using Al coding assistants could complete tasks substantially faster. If those efficiency gains hold true, firms might not
need to hire as many additional developers to meet project goals, potentially slowing the growth of developer
headcount in the long run. Indeed, a few high-profile UK tech firms publicly stated they would be slowing junior hiring
as they integrate Al into their software development cycle. This doesn’t mean they are cutting jobs - rather, the pace of
adding new roles may moderate. At the same time, quality and skill requirements go up: even junior hires are
expected to be capable of higher-level thinking, code review, and oversight of Al-generated code, not just churning out
basic code. The role of a junior developer is likely evolving to include more testing, integration, and coordination tasks
(with Al doing the grunt coding), which means the bar for entry-level positions is rising.

However, it’s important to keep perspective: Al has not (and will not in the foreseeable future) eliminate the need
for IT talent. If anything, it has amplified the demand for certain skills. There remains a strong need for human
creativity, architectural design, and complex problem-solving - areas where developers excel and Al is merely a tool.
Most UK companies treat Al as augmenting their teams, not replacing them. For example, a software team might use
Al to generate unit tests or boilerplate code, freeing their developers to focus on critical system architecture and
bespoke features. This requires skilled developers to guide the Al, check its output, and build upon it. As a result, the
value of experienced engineers has arguably increased, since they can leverage Al to multiply their output. Many



organizations are investing in upskilling programs, training their existing staff on how to work effectively with Al tools,
rather than reducing staff.

In the hiring market, we can summarise Al’'s impact thus far as a shift in focus: from quantity to quality. The years
2021-2022 were about hiring rapidly to meet digital demand; by 2023-2024, the conversation shifted to hiring smart -
finding talent that can drive Al initiatives or be efficient with automation. Al has also influenced retention - companies
worry that if they don’t offer their tech employees the latest tools (like Al assistants) to make their jobs interesting and
efficient, those employees might leave for more forward-thinking competitors. This indirectly affects hiring because
happy, well-equipped developers means fewer vacancies due to turnover.

Additionally, Al’s influence shows up in other hiring patterns: for example, some roles like manual QA testers have
declined in number because test automation (often powered by Al-driven frameworks) has reduced the need for large
manual testing teams. Similarly, roles involving routine tasks (level 1 support, basic coding) may shift towards more
automation, and new roles overseeing these automated systems increase. The net effect in Spring 2025 is that overall
tech employment remains high, but the composition is tilting towards those who can work alongside Al. Future junior
hires might need to come prepared with knowledge of Al coding tools, data science basics, or scripting skills to
automate tasks - a different skill set than a junior might have needed 5 years ago.

In conclusion, Al is a transformative factor in the UK IT job market. From 2021 to 2024 we observed: explosive growth
in Al specialist roles; evolving expectations in traditional IT roles to include Al competency; a cautious approach
to junior hiring balanced by an increased emphasis on senior talent; and no reduction in overall demand for
human talent, but a change in what skills are most valued. Heading into the rest of 2025, we anticipate these trends
will deepen - with Al integration becoming standard in job descriptions and a continued premium on tech
professionals who can harness emerging Al technologies to deliver business value.

Legal & Compliance Considerations for
Hiring Remote IT Resources from Asia

As UK companies broaden their search for IT talent globally, many are engaging developers and IT specialists based in
Asia (such as India, Vietnam, Philippines or Indonesia). While this strategy can provide access to a vast pool of skilled
professionals and cost advantages, it also comes with legal and compliance considerations that must be carefully
managed. Hiring a remote engineer on the other side of the world isn’t as simple as paying an invoice - businesses
must ensure they are compliant with international labour laws, protect their intellectual property, and avoid any
regulatory pitfalls. Below are the key areas to consider and how partnering via an EU-based staffing provider (like
Devshore Partners) can help mitigate the risks:

e Intellectual Property (IP) Protection: When engaging developers in Asia, UK companies need ironclad
agreements that any work product (code, designs, inventions) is owned by the company. Different jurisdictions
have varying default IP laws, so it’s crucial to have contracts that explicitly assign all IP created by the remote



contractor/employee to the UK entity. Without this, there is a risk that the developer could claim rights or that IP
could be contested in the future. The solution is to sign a clear consulting or employment agreement with IP
assignment and confidentiality clauses. A reputable staffing provider will ensure every team member signs strict
NDAs and IP transfer agreements in line with UK/EU standards, so the company’s assets are protected regardless
of the worker’s location. Using an EU-based intermediary often means the contract governing IP is under EU law
(for example, governed by English law), which provides strong IP protection frameworks and recourse.

Data Protection (GDPR Compliance): The UK (and EU) have strict data privacy regulations (GDPR) that apply
even when data is handled abroad. If your remote Asian team member will access or process any personal data of
UK/EU individuals (for instance, user data in a database), you must ensure GDPR compliance. This entails having
a Data Processing Agreement in place, verifying that the remote worker follows adequate security measures, and
potentially implementing Standard Contractual Clauses for data transfer from the EU to the remote jurisdiction.
Non-compliance can lead to heavy fines. An EU-based staffing provider can act as the responsible party, ensuring
that data protection standards are upheld. Often, such providers will route data through EU servers or have
policies in place to pseudonymize or limit direct exposure of raw personal data to offshore staff. Additionally,
since the provider is EU-based, they themselves are fully GDPR-compliant and can monitor and enforce data
protection practices with the offshore team. In summary, companies should not send sensitive data overseas
without proper legal safeguards - but with the right partner, remote engineers can work on UK projects in a
GDPR-compliant environment.

Permanent Establishment & Taxation: “Permanent Establishment” (PE) is a critical concept in international
business. If a UK company is deemed to have a fixed presence or business operations in another country (like
having employees or a branch there), that country’s tax authority might claim the right to tax the company’s local
revenues. Simply hiring a single remote worker in, say, Viethnam doesn’t automatically create a PE, but there are
scenarios where missteps can trigger tax obligations. For example, if that worker is actually acting like a full
employee and signing contracts on behalf of the UK company, authorities could argue the UK firm has a de-facto
branch. To avoid this, UK companies often engage remote talent as contractors or through a local employer-of-
record. An EU-based staffing firm can help by being the formal employer of the Asian worker. The worker is on
the provider’s local Asian entity payroll (or their local partner’s payroll), not directly on the UK company’s payroll.
Therefore, the UK firm pays the provider (within the EU) for services, and the provider handles employing the
individual in their home country. This arrangement prevents the UK firm from inadvertently creating a taxable
presence overseas - the local employment and associated taxes are taken care of by the intermediary. It also
simplifies compliance with local employment tax, social contributions, and filings, since the provider’s in-country
entity will adhere to all local tax laws. In short, using an intermediary insulates the UK business from PE risk and
ensures all local taxes for the worker are properly paid without entangling the UK firm directly.

Labour Law and Employment Regulations: Employment laws differ greatly between the UK and various Asian
countries. For instance, rules on working hours, overtime, termination, severance pay, and benefits can be quite
different. A UK company might not be familiar with the requirement in India for certain employee provident fund
contributions, or the mandatory bonus structures in some countries. If a company directly hires someone in
another country without following local law, it could face legal disputes or penalties in that country. To navigate
this, companies either engage the talent as an independent contractor (with a clear contract that the person is
not an employee of the UK company) or use a local employer-of-record. Both approaches have considerations:
hiring as an independent contractor means ensuring the person truly meets contractor status under local law
(some countries have strict definitions separating contractors vs employees to prevent misclassification).
Employer-of-record via a provider means the provider’s local subsidiary actually employs the person, providing
all locally required benefits and protections. An EU-based staffing provider can coordinate this seamlessly - they



usually have established entities or partners in countries like Vietnam or Indonesia who hire the talent in
compliance with all local laws. This means things like statutory holidays, leave entitlements, and termination
processes are handled properly. From the UK firm’s perspective, this complexity is invisible - they get the
person’s time and skills as if they were just another team member, but without having to set up a foreign entity or
learn a new legal system. Essentially, the mitigation strategy is to rely on local HR expertise (through a partner)
to avoid any labour disputes. All key terms (IP, confidentiality, work scope) can still be enforced via the contract
with the provider.

e Liability and Insurance: Engaging remote workers introduces questions of liability. What if something goes
wrong - e.g., an error by the remote developer causes a big service outage, or there’s a breach? It’s important to
clarify liability and have insurance coverage accordingly. Many UK firms insist that contractors carry professional
indemnity insurance. When working through a staffing partner, that partner typically has liability insurance that
covers the actions of its staff. Devshore Partners, for example, is fully liability-insured, which gives clients peace
of mind. If you hire someone directly overseas, you should consider how to handle disputes - jurisdiction clauses
in contracts (usually favouring UK law) and whether you’d be able to enforce any legal action in the worker’s
home country if needed. Using an EU intermediary again simplifies this because your contract is with the EU
company (which is subject to EU/UK law), so any recourse or claims can be pursued against the provider, not an
individual in a far-flung location.

In summary, hiring remote IT resources from Asia can be highly beneficial, but it must be done in a legally
compliant way to avoid pitfalls. By focusing on the five areas above - IP, data protection, tax (PE), labour law, and
liability - a company can structure the engagement properly. Mitigation strategies include using well-drafted
contracts, leveraging an employer-of-record or staffing agency, and maintaining robust security and compliance
policies. Many UK firms choose to engage through an EU-based staffing provider (like Devshore Partners)
specifically because it addresses these concerns: the provider acts as the legal bridge, employing the talent in their
local jurisdiction and contracting the services out to the UK client. This means the UK company deals only with a
UK/EU entity, simplifies payments and compliance, and the provider handles all overseas HR, legal, and regulatory
issues behind the scenes. It’s a model that gives the UK business the best of both worlds - access to global talent with
minimal risk. For any organization considering scaling up with remote developers or an offshore team, consulting legal
experts and partnering with reputable providers is essential. With proper precautions, companies can confidently
extend their workforce globally, knowing their intellectual property is safe, their data is handled correctly, and they

won’t run afoul of international regulations.




About Devshore Partners

Navigating the UK’s dynamic IT job market requires both awareness of current trends and a strategic approach
to talent acquisition. This Spring 2025 analysis has highlighted that while opportunities abound - with new
technologies and remote work expanding the possibilities - there are also challenges in the form of skill shortages and
evolving hiring paradigms. UK companies must remain agile and creative in how they attract, develop, and retain tech
talent. Leveraging top job platforms, staying attuned to market salary levels, and embracing tools like Al (rather than
fearing them) will help employers stay competitive in recruiting. At the same time, looking beyond domestic borders
for talent is increasingly part of the strategy, which brings tremendous benefits if done with careful compliance.

This is where Devshore Partners comes in as a valuable ally. Devshore Partners is a consulting and IT resource
delivery firm with deep expertise in building and managing remote teams and offshore development centres
(ODCs) for clients. We have over 25 years of experience empowering businesses through technology talent solutions.
With our roots in Europe and operational hubs in Asia, Devshore bridges the gap between the UK’s demand for high-
quality IT professionals and the rich talent pools available globally. Our model is designed to take the headache out of
remote hiring - we provide a full-service approach, from identifying and recruiting top-notch developers, QA
engineers, and other specialists, to handling all the employment logistics and ongoing team management.

What sets Devshore Partners apart is our commitment to compliance, quality, and cultural alignment. As an EU-
based company (headquartered in Slovakia, in the heart of Europe), we ensure that any offshore resources we provide
are engaged in a GDPR-compliant and fully insured manner. We act as the legal employer and caretaker for your
remote staff, meaning your intellectual property stays secure and all local obligations are managed by us. Our clients
in the UK get the talent they need without the risk - no worrying about foreign payroll taxes or legal exposure. We also
emphasise finding talent that fits our clients’ culture, mentality and communication style. Our recruitment process not
only evaluates technical skills rigorously but also communication abilities and mindset. This results in high-
performing, cohesive remote teams that integrate seamlessly with our client’s in-house team and company ethos.

Devshore Partners offers services including IT sourcing (staff augmentation), where individual experts or whole
scrum teams can be provided to boost your capacity, virtual team consulting, where we help you set up remote work
best practices and governance, and Offshore Delivery Centre establishment, where we build a dedicated team for
you in one of our strategic locations (such as Vietnam or Indonesia) tailored exactly to your project needs. In all cases,
Devshore operates with transparency and partnership - you maintain control over product direction and task
priorities, while we handle recruitment, HR, office infrastructure, and retention of the team.

Importantly, Devshore’s model is scalable and flexible. Need one senior developer to fill a critical gap? We can source
and onboard them quickly. Need a 50-person tech team to build an entire product suite? We can do that too, scaling
up an offshore development centre and managing it end-to-end. Our global network of elite IT professionals spans
software engineers, QA testers, Ul/UX designers, data scientists, and more. We tap into talent hotspots in Asia -
notably Vietnam and Indonesia - which produce highly skilled engineers, many of whom have experience working
with Western companies. By connecting this talent with UK businesses, we enable cost-effective growth: clients often
realize 30-50% cost savings compared to local hiring, without compromising on quality or control.

In this Spring 2025 market, such a solution is incredibly relevant. As outlined, the UK tech scene faces talent shortages
and rising salary costs; Devshore provides an avenue to extend your talent reach beyond borders, alleviating local



hiring pressure. Simultaneously, as remote and hybrid work has proven its effectiveness, having a distributed team is
no longer a disadvantage - it’s often an advantage. Devshore has refined the art of making remote collaboration
successful. We implement robust communication frameworks, agile methodologies, and productivity tools to ensure
your remote team delivers as reliably as if they were down the hall. Our on-the-ground managers and consultants
handle any cultural or time-zone challenges, so you get a frictionless experience.

In closing, Devshore Partners is proud to support UK organizations in surmounting the hiring and capacity challenges
of today’s IT market. We position ourselves not just as a staffing vendor but as a strategic partner in your growth.
Whether you are looking to build a satellite development team, hire scarce tech specialists through a safe and
compliant channel, or even establish an entire offshore development centre from scratch - we have the expertise to
make it happen smoothly. Our track record with clients across Europe and Asia speaks to our ability to deliver
scalable, high-quality IT solutions on time and on budget.

Empowering businesses through global IT talent is our mission. As you plan for the remainder of 2025 and beyond,
consider how a partnership with Devshore could amplify your capabilities. We handle the complexities of global IT
resourcing so you can focus on innovation and core business goals. In a world where the only constant is change,
having a trusted partner to provide flexibility, scalability, and insight is invaluable. Devshore Partners invites you to
join forces with us - together, we can build the remote teams and technology solutions that drive your success in the
UK and worldwide.

Devshore Partners - delivering IT talent without borders. Contact
us to learn how we can help build your next high-performance
remote team.

www.devshorepartners.com



