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Impactful Partner
Ibec’s employment law, IR and HR practice is the most 
complete and trusted service provider in Ireland for 
businesses. We operate our services across 6 regions with 
each region having a team of dedicated employment rights 
and OHS experts, industrial relations and HR specialists. 
We support our member employers in navigating through 
all stages of the employment lifecycle, workplace 
disputes and representation at the Workplace Relations 
Commission (WRC) and Labour Court.  We also host 
member briefings, events, webinars and podcasts to help 
our members stay informed and connected.
www.ibec.ie/employer-hub
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Foreword

Two overall trends are apparent throughout the research 
findings. Firstly, skills shortages combined with upward 
wage pressure are leading to an increasingly competitive 
talent market. For those employers planning to increase 
headcount, a variety of initiatives are planned, with hybrid 
working increasingly seen as key to securing talent. 
 
While hybrid working is a second dominant trend in  
our research, it is also clear that employers continue to 
recognise the importance of other employee supports  
and benefits, including employee wellbeing, providing  
 the right technology, training and appropriate physical 
work environments.

Our research was conducted in September 2021 across 
346 senior HR leaders. This report covers:

•  Pay and benefits trends for 2021/2022 
•  Resourcing and talent trends in 2021/2022 
•  HR trends 

Thank you to all who contributed to this survey.

Maeve McElwee 
Director of Employer Relations, Ibec

The 2021 HR Update report 
captures key developments and 
trends across Irish workplaces. 
In the 12 months that have passed 
since our last report, businesses 
have faced extended periods  
of public health restrictions and 
for some, periods of remarkable 
economic growth. Our data now 
points to a robust economic 
recovery, with growth in 
headcount forecast in 44% of 
businesses in the current year 
and 53% of businesses in 2022. 
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Key Insights
Attracting talent 
Across respondent organisations the top HR priority 
by a significant margin, is attracting talent (59% of 
respondents rate this as a top 5 priority). Sourcing 
critical skills along with upwards wage pressures due to 
competition for labour will be among the top recruitment 
issues for the next 12 months. Employers will prioritise 
hybrid working, pay and upskilling opportunities to 
address this challenge. 

Pay trends 
In 2021, 65% of companies increased basic pay,  
with an average increase of 2.8%. These figures are 
higher than what was projected in our 2020 report,  
which is indicative of the ongoing economic recovery.  
The proportion of employers awarding pay increases  
will be 75% in 2022 with a reported average increase 
of 2.7%. In an increasingly competitive labour market, 
almost half of employers are also offering variable  
pay, with performance related pay being the most 
prevalent variable option.

Employee engagement 
Employee engagement ranks third highest in priority for 
employers.  The data points to employers focusing on and 
investing in key areas related to employee experience. 
The key areas of HR investment planned for the next 5 
years include investment in employee wellbeing (58% of 
respondents), investment in the physical workspace (39% 
of respondents) and equipping managers to manage 
dispersed teams (33% of respondents). 

Leadership and social influence
The role of leadership is highlighted in our research 
again this year. Business leaders play a pivotal role in 
the support, development and engagement of staff, 
and leadership is the top area of skills investment (42%) 
planned by organisations. Leadership continues to evolve 
in line with our changed workplaces, with social influence 
recognised as a key leadership competence.

Environmental, social and government 
ESG considerations are increasingly important for 
any organisation concerned with a sustainability and 
responsible operation. However, our research shows 
that HR leaders rate ESG very low on their agenda. This 
finding indicates a clear need for organisations to urgently 
take a more strategic approach to the ESG agenda. It is 
evident that many organisations are embracing activities 
that contribute to sustainability with many activities falling 
under the responsibility and direction of HR, including 
remote/hybrid working, tools for virtual collaboration and 
online recruitment. 

New ways of working  
The majority of respondents (62%) will implement hybrid 
working in their organisation. Hybrid working is recognised as 
a competitive advantage for organisations, along with other 
flexible working practices.  
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Figure 1: Basic Pay Changes 2021
Figure 2: Basic Pay Changes 2022

Decrease

Stay the same

Increase

2022

0%

25%

75%

2021

1%

34%

65%

25%

34%

75%

65%

1%

Pay & benefits
‘Heightened competition for labour is leading 
to an increased focus on pay and benefits, in 
particular variable pay and non-pay benefits.’

2021

2022

Our research tracks trends in 
basic pay for the current and  
coming year. In addition to basic 
pay, many employers offer different 
types of variable pay and these 
trends are outlined below. 

Basic Pay
The data shows that for 2021, almost 
two thirds of respondents increased 
pay, with around a third (34%) 
leaving basic pay rates unchanged. 
Looking ahead to 2022, three 
quarters of employers are expecting 
to implement pay increases.
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Variable pay mechanisms

Basic pay increases by sector

Individual performance 
related pay

Company performance 
related pay

Commission

Productivity bonuses

Shares

Project-based bonus

Team-based bonus

48% 3% 3%

42% 2% 5%

24% 1% 1%

24% 2% 2%

20% 1% 1%

12% 1% 1%

8% 1% 2%

20222021

In place over one year

Implemented in the last year

To be implemented next year

20222021

100%

90%

80%

70%

60%

50%

40%

30%

20%

10%

0%

High tech
manufacturing

Other
manufacturing

Distribution Services Total

Basic pay increases by size
100%

90%

80%

70%

60%

50%

40%

30%

20%

10%

0%

Less than 50 
employees

50-99 
employees

100-249 
employees

Over 250 
employees

Total

83%
87%

66%

82%

70%

82%

60%
67% 65%

75%

52%
60% 57%

86%

74% 74% 77%
84%

66%
75%

2% or lower

2.01% - 2.5%

2.51% - 3%

3.01% - 5%

>5%

Total

Pay increase range Percentage of organisations 2021 Percentage of organisations 2022

44%

17%

21%

12%

6%

100

44%

18%

22%

13%

3%

100

This year (2021) where organisations were expecting to increase pay, 
the average increase was 2.8%, with a median of 2.5%. Looking ahead 
to 2022, while more organisations expect to increase pay than in 2021, 
the average increase remains similar at 2.7%, with a median of 2.5%.

Across all sectors, a higher proportion are planning to implement basic 
pay increases in 2022 compared with 2021. The services sector is 
the least likely to implement increases in either period, while high tech 
manufacturing, which includes the manufacture of medical devices, 
chemicals, pharmaceuticals and electronics, is the most likely sector 
to grant basic pay increases. 

A significantly higher proportion of small-medium enterprises expect 
to give a basic pay increase in 2022 than in 2021. Overall, smaller 
organisations are less likely than larger organisations to give increases 
in either time period. 

Performance related pay is commonly offered in addition to basic pay, 
with an average of two variable pay mechanisms in place across all 
respondents. Individual performance related pay is in place in almost 
half of respondents (48%), with performance related pay that relates to 
company performance in place in 42% of organisations.
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Lack of availability of key skills locally

Competition for skills leading 
to upward wage pressure

Meeting candidate expectations 
of full-time remote working

Candidates expectations on career 
progression/available training

Suitable candidates choosing 
to relocate nationally

Candidates seeking opportunities 
in new areas/industries

Suitable candidates choosing to 
relocate internationally

Challenges in obtaining work 
permission for non-EEA applicants

None of the above

81%

72%

46%

35%

33%

30%

22%

18%

5%

Other 2%

Recruitment challenges for those 
expecting to recruit in 2022 (N=165)

Permanent hires

Temporary hires

Use of agency workers

Use of independent contractors

Other

82%

33%

14%

12%

7%

How headcount is to 
be increased (N=190)

One of the key priorities identified by respondents 
for 2022 is the attraction and retention of employees. 
The following section outlines the expected levels of 
recruitment and downsizing among respondents, as 
well as outlining recruitment challenges. Also examined 
are the actions taken by employers to attract talent 
to their own organisations. 

Resourcing
Employee numbers are expected to grow in over two out 
of five respondents in 2021, with fewer than one in ten 
organisations expecting to decrease headcount. In 2022, 
employee numbers are expected to increase in over half 
of the respondent organisations (53%).  

Where a decrease in headcount was expected in either 
2021 or 2022, redundancy and non-backfilling of 
roles were the two most common mechanisms to 
achieve this. In the 41 organisations where headcount 
will decrease in either period, 37% will implement 
redundancies, 32% will not backfill roles and 20% 
will not renew employment contracts.  

Increase

Stay the same

Decrease

2022

53%

40%

7%

2021

44%

48%

8%

6

7

40% 53%

7%

48% 44%

8%

Resourcing  
& Talent

Recruitment challenges
The availability of skills is a challenge for 81% of 
organisations who are planning to recruit in 2022 and 
wage pressure as a result of competition for skills is the 
second highest area of concern (72%). 

For the 190 organisations (55%) who are planning to 
increase headcount in either 2021 or 2022, the majority 
(82%) expected to do so by hiring permanent staff. 

Figure 6: Employee numbers 2021
 Figure 7: Employee numbers 2022

‘With headcount set to grow in over half 
of organisations next year, employers 
are taking action to attract talent with 
a focus on hybrid working and 
skills development.’

2021

2022
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In retaining/attracting talent, has your organisation 
prioritised any of the following? (N=317)

60%

49%

37%

17%

16%

15%

12%

10%

9%

9%

8%

8%

4%

4%

Offered hybrid working

Implemented basic pay increases

Provided additional upskilling 
opportunities within current career path

Provided additional upskilling 
opportunities outside current career path

Provided additional leave days

Added new benefits 
(not additional leave)

Facilitated working from 
a remote location abroad

Offered full-time remote working

Provided retention bonuses 
to existing employees

Provided signing on bonuses 
to new employees

Increased variable element of pay

Recruited more agency workers

Added new variable pay elements

Other action

Investment in skills (N=317)

Leadership and social influence

Skills in self-management e.g. resilience, 
stress management

Communication skills

Project management

Managing remote teams and/or people 
management

Teamwork and collaboration

Change management/Adaptability

Technology design and/or programming

Critical thinking and analysis, incl complex 
problem solving/decision-making

Emotional intelligence

Systems analysis and data analytics

Creativity and innovation

Time management

Other

42%

41%

38%

37%

34%

29%

29%

26%

22%

19%

18%

17%

16%

4%

Attracting and retaining talent 
A number of priorities have emerged for organisations 
seeking to attract and retain talent: 

• Three out of five (60%) organisations offered  
 employees the opportunity to avail of hybrid working  

• Almost half (49%) implemented additional basic  
 pay increases to attract staff  

• Over a third (37%) offered employees the opportunity  
 to avail of upskilling opportunities within their current  
 career path 

• Additional annual leave or other benefits were offered  
 in just under one in five respondent organisations 

Investment in skills
Leadership and social influence skills (42%) and self-
management skills (e.g resilience, stress management) 
(41%) are the two most popular areas of investment. Skills 
in communication (38%), managing remote teams (37%) 
and teamwork/collaboration (34%) are also popular and 
will be important for effective hybrid working. H
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HR Trends  

HR Priorities 2022
Attracting the right employees 29.1%

13.1%

10.9%

9.9%

5.4%

4.8%

4.5%

4.5%

3.8%

3.2%

3.2%

2.6%

2.2%

1.6%

1.3%

58.8%

48.9%

56.2%

40.3%

25.6%

14.7%

23.6%

28.8%

22%

43.8%

19.2%

14.7%

40.6%

31%

26.2%

5.4%

Top priority Top 5 priority

Retention of employees

Employee Engagement

Offering flexible working incl. 
hybrid and remote working

Ensuring competitive compensation
and benefits package in place

Agile/Adaptive operating model
incl. business continuity

Organisational redesign 
to meet future demands

Diversity, inclusion, equity and belonging

Preserve organisational culture

Staff well-being

Investment in technology to 
support increased work efficency

Reviewing HR and/or business strategy

Leadership/Management development

Talent Management
(incl. career and succession planning)

Retraining/Upskilling of employees

Investment in ESG and/or sustainability

HR priorities 
The attraction and retention of talent are the top priorities identified by HR 
professionals for prioritisation in 2022. Attracting the right employees is a 
top priority for over a quarter of respondent organisations (29%), with three 
out of five respondents rating it within their top five priorities. Retaining 
existing employees as a top priority in 13%, with almost half (48.9%) listing 
retention among their top five priorities for the next year. 

‘Upskilling business leaders, a changing 
landscape in ways of working and promoting 
employee wellbeing and engagement are at 
the forefront of HR Practitioners’ minds in 
the pursuit of attracting and retaining talent 
in today’s competitive labour market.’
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Investment over next 5 years (N=346)
Invest in general 
wellbeing initiatives

Invest in changes to 
physical workspace

Invest in the right technology to 
support virtual collaboration

Equip managers to manage 
dispersed teams

Invest in employer brand/online 
recruitment tools

Train employees on usage of new 
technological tools

Invest in the right technology to 
support virtual services to clients

Train people managers on crisis 
management/communication

Training to develop employee 
skills for remote working

Invest in set up of home office for 
remote/hybrid workers

Invest in supporting employees who 
are parents, or becoming parents

Invest in women’s health

5%15%58% 7% 15%

39% 16%19% 11% 15%

37% 14%17% 15% 17%

33% 15%21% 15% 16%

30% 18%18% 16% 18%

30% 18%18% 16% 18%

26% 20%13% 21% 20%

24% 17%21% 18% 20%

24% 19%22% 15% 20%

24% 19%26% 12% 17%

20% 19%18% 21% 22%

19% 20%18% 21% 22%

Yes NoU/C**Under Consideration Don’t
Know

Not
Stated

some employees will work fully onsite, and the 
remainder will work a hybrid model

All employees will move to hybrid working, some days 
onsite and some days working remotely

All employees to return to work fully on site

Not applicable - all employees already working onsite

Some employees will work fully remotely, and the
remainder will work a hybrid model

Don’t know yet

Some employees will work fully remotely and the 
remainder will return fully onsite

All employees will continue to work fully remotely

28%

Are you planning to return all employees that are currently 
working remotely to work onsite following Covid-19 (N=309)

25%

14%

14%

9%

5%

4%

1%

Investments in future workplace
Over the next five years, more than half of respondents 
(58%) plan to invest in general employee wellbeing 
initiatives, while around two out of five (39%) expect to 
invest in changes to the physical workspace. Further 
popular areas of investment relate to hybrid/remote 
working and investment in employer brand and online 
recruitment is planned in 30% of organisations. 

Hybrid and remote working
In over three out of five organisations (62%) either some 
or all employees will have a hybrid working week. When 
asked about the design of their hybrid working models, 
28% of respondents stated that they are planning for 
some staff to work on-site, with the remainder working a 
hybrid model. A similar proportion of companies will move 
all employees to a hybrid working model (25%).

Almost half (46%) of employers stated that meeting 
candidate expectations of full-time remote working will 
be a recruitment challenge for 2022, however plans to 
implement full-time remote working are very low, with only 
1% of companies indicating that they intend to continue 
their staff in full-time remote working post the easing of 
COVID-19 restrictions. 

Respondents were asked to provide the age profile of 
their workforce. Where most workers were aged between 
35 and 50 years of age, there was the highest instance of 
plans for hybrid working (71%). The organisations where 
most of the staff are aged over 50 years, were the least 
likely to be planning a move to hybrid working (29%).
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Organisations will give employees set days/hours for weekly 
attendance on-site

Teams will decide for themselves the level of onsite attendance 
required (no minimum requirement for attendance)

Employees will have a minimum number of days/proportion of 
working hours to attend on-site which can vary week to week

Employees can decide from day to day whether to work on-site or 
remotely (no minimum requirement for attendance)

Other

Not stated

29%

Please indicate below which of the following will be applicable 
to employees working remotely or hybrid working (N=205)

26%

26%

8%

10%

1%

Employer views on hybrid and remote working
I believe that regular attendance of employees on-site is 
critical for collaboration & innovation to happen

We will ensure efficient internal communications to all staff, 
regardless of location/working pattern

Preserving our organisational culture is a key reason for 
returing employees to work on-site

We see flexibility including remote/hybrid working as a key 
competitive advantage for our organisation

We will formally evaluate the success or otherwise of any hybrid or 
remote working model after a period to ensure ongoing effectiveness

We will take steps to ensure that remote/hybrid working is 
facilitated equitably across teams/departments

We will take steps to ensure the visibility of individuals/teams 
who are working remotely

Onsite attendance will be required for 
those in early career or new roles

We will monitor the social and wellbeing impact 
of remote/hybrid working on employees

We expect to have challenges in meeting the diverse 
expectations of employees on future working arrangements

We expect challenges in transitioning employees 
back to working onsite

Remote/hybrid working will result in a review of long 
term office space requirements

12%37%46% 1% 4%

44% 1%41% 1% 13%

31% 14%39% 2% 14%

30% 8%41% 3% 18%

30% 5%44% 2% 19%

27% 7%44% 3% 19%

26% 2%50% 1% 21%

24% 16%34% 2% 21%

24% 4%49% 1% 22%

23% 16%49% 2% 10%

19% 17%47% 3% 14%

13%

5%

Strongly agree
Agree
Disagree

Strongly disagree
Don’t know N/A

21%

25%

33%

24%

4%

3%

29%

43%
We will amend benefits to ensure suitability 
for remote/hybrid workers

How hybrid working will be structured
In determining how time will be allocated 
between on-site and off-site in hybrid 
working, a variety of approaches will be 
used by employers. 29% of organisations 
will give employees set days/hours for 
weekly attendance on-site and in 26% of 
organisations, it will be teams who decide for 
themselves the level of on-site attendance 
required. Only 8% of respondents plan to  
allow employees to decide from day to day 
whether to work on-site or remotely.

Employer views on hybrid and remote working 
The findings identify the top considerations  
that will guide employers in the design of hybrid 
working. With very low numbers planning a 
move to full time remote working, almost half 
of employers (46%) indicated that regular 
attendance of employees on-site is critical for 
collaboration and innovation to happen. 

The data shows employers will prioritise 
organisational culture (31%) and efficient internal 
communications (44%) in the implementation of 
hybrid working.  While clearly recognised as a 
competitive advantage, employers will evaluate 
the impact of hybrid/remote working and ensure 
that there is no negative impact on the visibility of 
remote staff or inequity in how this work practice 
is offered to staff. 
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Respondents by sector

High tech manufacturing

Other manufacturing

Distribution

Services

15%

24%

8%

53%

Respondents by size

Less than 50 employees

50-99 employees

100-249 employees

Over 250 employees

31%

15%

24%

30%

Mfg food and drink

Mfg chemicals and pharmaceuticals

Mfg medical devices

Mfg metals and engineering

Mfg electronics/electrical

Mfg rubber and plastics

Other manufacturing

Retail

Wholesale

Financial services

Health and social services

Education

Electronic services/telecoms

Hotels, tourism, bars, restaurants, leisure

Other services

Childcare and creche

Total

Respondants by activity No. of organisations % of organisations

22

25

25

19

4

12

29

5

22

30

12

10

34

11

81

5

346

7

7

7

6

1

4

8

1

6

9

4

3

10

3

23

1

100

24%

31%

53%

24%

15%

15%

8%

30%

Participant profile

About the Ibec Research Unit
From pay and benefits, to policy, compliance, and  
more, Ibec’s research unit provides the data and 
insights that your organisation needs, giving you 
up-to-date benchmarking evidence to support 
your decision-making. We also analyse current 
and emerging trends and conduct annual and one-
off surveys on a broad range of topics, based on 
member feedback and current business priorities.

Contact the research unit: research@ibec.ie  
To view our publications, please visit our webpage:  
www.ibec.ie/connect-and-learn/research 
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Dublin
Ibec Head Office
84/86 Lower Baggot Street, 
Dublin 2 , D02 H720.
T:  (01) 605 1500
E:  membership@ibec.ie
W:  ibec.ie/membership

Limerick
Ibec Mid-West, Gardner House, 
Bank Place , Charlotte Quay, 
Limerick, V94 HT2Y.
T: (061) 410411
E: midwest@ibec.ie 
W: ibec.ie/midwest

Galway
Ibec West, Ross House 
Victoria Place, Galway 
H91 FPK5.
T: (091) 561 109 
E: galway@ibec.ie
W: ibec.ie/west 

Donegal
Ibec North West, 3rd Floor 
Pier One, Quay Street,
Donegal Town, Donegal,
F94 KN96.
T: (074) 972 4280
E: northwest@ibec.ie 
W: ibec.ie/northwest

Cork
2nd Floor, Penrose One
Penrose Dock, Cork, 
T23KW81.
T:  (021) 429 5511
E: cork@ibec.ie
W: ibec.ie/cork 

Waterford
Ibec South East,
Confederation House,
Waterford Business Park,
Cork Road, Waterford,
X91 E9TV.
T: (051) 331 260
E: southeast@ibec.ie
W: ibec.ie/southeast

Brussels
Ibec Europe,  
Avenue de Cortenbergh 89, 
Box 2, B-1000 Brussels,
BELGIUM.
T: +32 (0)2 740 14 30
E: ibec.europe@ibec.ie
W: ibec.ie/europe

Extend Ireland’s global reach. Join the conversation.

 @Ibec.ie

 linkedin.com/company/ibec

www.ibec.ie


