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I am pleased to share the summary of the salary survey with you. This year, the number of 

people who filled in the questionnaire increased again, 30% more respondents helped us by 

sharing their figures and opinions. Many partners contacted me as early as the summer asking 

when the survey would be conducted this year. People finding the results valuable fulfils our 

goal, which is to contribute as best as we can to our partners’ work and decision making by 

means of this summary. 

 

The results were processed considering the entire market, based on company headcount, 

location i.e., region and sector. As you could see, a few new topics were added to the 

questionnaire this year as well: relevant questions and points made specifically by you. 

 

It is important to highlight that the matter of salary increases, and benefits is subject to each 

individual company, therefore you should interpret the findings accordingly. For instance, 

where salaries are already above the market average, the rate of increase is different from the 

increase at companies which have been lagging behind the competitive market for years. It is 

recommended to treat the findings of the survey with caution. You will notice substantial 

increases in the survey, which does not mean that you will need to follow this trend and make 

your own increases accordingly. 

 

Basic data and methodology used for conducting the survey 

 

• The questionnaire was sent to ca. 3,000 companies this year 

• Company types: commercial, service sector, manufacturing  

• From the point of view of the nature of industries an expansive range was selected:  

automotive, banking, insurance, pharmaceuticals, construction, chemicals, building 

services, entertainment, FMCG, retail, B2B, advertising, heavy industry, SSC centres 

• Geographical locations: Eastern, Western and Central Hungary (divided into several 

parts in the questionnaire, but arranged into 3 main groups in the survey for ease of 

convenience) 

 

Brief overview 

 

Again, we are near to leaving a very turbulent year behind us. Nevertheless, this year cannot be 

examined separately from year 2020. Unpredictability and uncertainty undoubtably have 

caused a serious predicament in the last 2 years. Due to this companies and their managers have 

been working only on immediate responses and short-term solutions. Suddenly, people who 

had been used to working in an office environment were forced to work from home. In the first 

few months, companies grappled with considerable IT challenges such as ensuring that 

everyone had a laptop to work on and reliable Wi-Fi in order to access the entire corporate 

system. Then, managers needed to worry about how long and how successfully their employees 
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would be able to work from home. Would they be able to perform on the same level or even 

better as a response to new challenges of the market all companies had to face with regards to 

customer management. As a matter of fact, this is a two-dimensional phenomenon as everybody 

is either someone’s customer or supplier. In the given situation, it was a key managerial task 

how to motivate and manage employees when a face-to-face encounter was not possible. In 

order to stay connected, virtual coffee morning and outdoor activities were organised. Anyone 

with school-age children encountered difficulties due to online learning, including both 

managers and subordinates.  

 

By the end of 2021, operational risks have, on the whole decreased, we started going to the 

office and meeting customers again.  

It is also worth noting the issues related to managing international relationships in business due 

to border closures. Visiting international clients has become more difficult due to the fact that 

different COVID-19 vaccines are approved by different countries for travel. This often means 

the following: when a manager intends to visit clients based in different countries during the 

same trip, they need to be tested several times when crossing different borders. This is obviously 

not a pleasant protocol to go through.  

I stress this particular issue because international relationship management has undergone 

a significant, positive transformation.   

Managing international relations was restored relatively promptly. On the one hand, because 

business travels have become allowed again to many countries (which, in all honesty, should 

not really have caused problems previously either when requirements for corporate travellers 

were properly followed). On the other hand, because the COVID-19 pandemic transformed the 

way we communicate. The number of face-to-face meetings has decreased, and the number of 

online meetings has increased. Most of our clients consider having personal meetings with their 

partners and their employees important, but not all discussions need to take place face-to-face. 

It has been confirmed for example, that a regional manager who used to constantly be on the 

road visiting clients in different countries belonging to his region, today holds two out of three 

meetings online and only one face-to-face … Relationship can be maintained effectively this 

way as well, if not even more effectively from the point of view of time and cost management. 

In the past an hour-long meeting in Germany used to take a whole day or even two (due to 

lengthy or complex trips), which only takes an hour of our lives now. These days, not only one 

meeting can be scheduled for a day but two or even three, or other tasks can be dealt with which 

are important for the business. Last but not least, this way we can spend more time with our 

family and see our children grow up. 

 

This obviously has had a negative impact on our clients working in the hospitality, catering, 

and travelling sectors: airlines and hotels. But things are changing, these industries need to 

handle these challenges. This might manifest in the reduction/rationalisation of the number of 

members in these industries or by reaching new target groups. 
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What is a real challenge nowadays, and seems to remain in the future as well, is managing the 

supply chain risk and disruption. I.e., some medicines can no longer be bought in pharmacies, 

shelves are empty in grocery stores and clothes shops (i.e. decreased demand for workwear, 

shift to online shopping, quit buying from brands), material shortages in the automotive 

industry, or global energy crisis. 

 

Despite all this, across the market as a whole, 97% of company managers remain positive 

with regards to 2022 (42% of them expecting stagnation, 55% of them believing in 

increase) and only 3% of them expecting to cope with decrease. 

 

To the same question in 2020, 60-70% of companies expected stagnation, 20-30% decrease and 

10% of them increase. A significant increase in the latter figures regarding expectations for 

2022 is undoubtable. 

 

Experts identify three key components for successful operation in the future, to which we added 

one more: 

 

• ability to self-renew 

• confidence in the market and in our employees 

• digitisation 

• + agile organisation 

 

The first three criteria are relatively easy to define. Let’s look at the fourth one. 

A few years ago, developing a matrix organisation was the trend. Now, agile organisation is 

trendy. But what is an agile organisation?  Agility is an operating model, extending principles 

across parts or the entire enterprise. It is worth considering this model when thinking of self-

renewal, or at companies where it has already been implemented, perfect it or extend it to other 

operation parts. 

An agile organisation responds quickly to changes in the marketplace and workplace 

trends, which contributes to increased customer satisfaction. However, should all 

organisations, every process in a company operate following this model? Certainly not. Just 

like the matrix organisation, it didn’t work everywhere and was often wrongly imposed on an 

organisation. Similarly, agile organisation can be adapted effectively to only one division 

within the company, in another department it could even be counterproductive (well-defined 

achievable goals, constant project environment).  

It is a misconception that in an agile organisation there is no need for planning. It is indeed 

necessary, only the time intervals are shorter, and redefinitions are more frequent. With regards 

to agile operation, our vocabulary has been expanded with words such as ‘product owner’, 

‘scrum master’, ‘sprint’, ‘sprint planning’, ‘daily stand up’ and ‘retrospective’. Like all changes, 

an organisational change is bumpy road. Whatever change you intend to initiate in an 
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organisation, change management and continuous, accurate communication (what is happening 

and why) in our experience, are crucial. 

 

With regards to industries, the ones who have already suffered most, will continue to 

underperform in the future as well. It will take years for example, for the service industry, 

hospitality, and aviation sectors to recover. However, these sectors and others associated with 

them are undoubtably undergoing a massive transformation. 

 

The automotive industry continues to suffer. Partly, because they are uncertain about what 

future cars should be like, how they could withdraw previous solutions from the market with 

the least damage caused, not to mention the problem of not having enough parts and raw 

materials which forces factories to shut down for weeks. 

 

Shortage of raw materials is a problem in almost all sectors, which is noticeable in high prices. 

Price of almost everything has risen by 20-30% over the past half a year. One can argue that it 

is artificially generated, but we all have to cope with these new, higher prices and bring the best 

out of the situation. 

 

Healthcare and education are and will be undergoing tremendous changes. What previously 

could not have been imagined at a system level, i.e. being able to provide services online 

(remote diagnosis, MI application), online teaching (digital education, distance learning, e-

learning materials, interactive education), have all been fully accepted, in only 2 years. The 

appearance of these new needs are expected to lead to the further development of industries 

such as IT (both hardware and software or integrated/online systems), training providing 

companies (new methodologies need to be made available to large masses in the short term) or 

the legal field. (e.g. data protection, copyright protection, patents, etc.). 
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Findings 

 

The data received by us resulted in incredible findings that are very thought-provoking for the 

future. I will return to them later in this summary. 

In 2022, 96% of the companies are planning salary increases, two out of three companies 

(in total 68% of the respondents) intend the increase to be higher than the rate of inflation 

regardless the regions they located in. 

 

Despite the fact that companies are planning salary increases in all sectors next year, the highest 

rate of the intended increase is in the manufacturing sector, reaching 99%. 

The largest number of companies planning salary increase above the rate of inflation can also 

be found among the ones operating in the manufacturing sector. A lot of companies moved part 

of, or their entire production to Hungary. This phenomenon is noticeable in sectors where 

western wages are no longer compatible. Due to the pandemic situation the volume of certain 

orders has decreased, some will increase however, companies are trying to satisfy the altered 

customer demand at a lower production cost. This means that the already big demand for 

employees in production continues, which pushes wage growth higher. 

 

Salary increases 

- Physical labour: 27% of the companies are planning an increase between 0-5%, 50% 

of them between 5-10%, 11% of them between 10-20%. 

- Intellectual labour including engineers: 34% of companies calculate with a raise 

between 0-5%, 46% of them are considering an increase between 5-10%, 9% of them 

are planning an increase above 10%. 

- Intellectual labour excluding engineers: 41% of companies are expecting an increase 

of 0-5%, 49% of them an increase of 5-10%, 7% of them are planning an increase above 

10%. 

- Managers: 43% of the companies are considering a raise of 0-5%, 45% calculate with 

an increase of 5-10%, 5% of them are considering an increase above 10%. Interestingly, 

last year companies were either planning an increase of 0-5% or were not planning an 

increase at all. 
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- Figure 1 – Salary increase - 

Fringe benefits/Cafeteria 

 

77% of the companies provide some form of fringe benefits, which is interesting because it has 

been heard for a few years that many companies had stopped providing them, but it does not 

seem to be the case at the majority of companies. In addition, the rate of fringe benefits also 

increased by 3%, compared to last year. Despite the amounts and the constituents vary a lot, 

they are very similar to those of last year:  

 

- at one third of the companies it is between HUF 100-200k,  

- at 25% of them it is between HUF 200-300k,  
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0-5%
5-10%
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7% 3%

Intellectual labour excluding 

engineers

0-5%
5-10%
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- at 21% of them it is between HUF 300-300k,  

- and at 23% of them it is above HUF 400k. 

 

 

- Figure 2 – Cafeteria 2022- Integrating Findings - 

The more people a company employs, the more typical cafeteria is as a fringe benefit. 

Maintaining a higher value cafeteria (over HUF 400k) in 2022 can be seen at the top and at the 

bottom ends of the companies in terms of their size i.e., at smaller companies and at companies 

with a headcount over 1,000. There are companies among the respondents where the value of 

cafeteria is HUF 800k a year. 

This year, due to significant importance, we inserted an extra question about: private health 

care contribution as part of cafeteria. How frequent is it at companies or how likely are they 

to introduced it based on the happenings of the last 2 years (not necessarily due to the pandemic 

situation). I found the most surprising answers to this question. At 75% of companies, 

employees do not receive any health care contribution, at 16% of them they do, at all levels 

(including managers and subordinates), at 8% of them this contribution is only available for 

managers. 

 
- Figure 3 – Private healthcare contribution - 
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It light of the well-known general health conditions in Hungary, it is particularly thought-

provoking that 72% of the companies are not even planning this form of contribution (on top 

of the statutory occupational health examinations) to be included as a fringe benefit in the 

framework of cafeteria. The pandemic situation has brought out the shortcomings of the 

Hungarian health care system. If someone needs an examination, they can only go to a private 

specialist. The whole health care system is undergoing some massive changes. This means that 

diseases might remain hidden, which can then explode like a bomb and on several platforms at 

once. It would be wise for all corporate leaders with responsibility to pay attention to this 

concern. Due to such a hidden risk, eventually there is a lot to lose, not only in terms of sick 

pay costs, but also with regards to the ability of staff management. 

Keep in mind that if such care can be felt by employees and even extended to their immediate 

family, the loyalty of such employees can increase by a lot. Very often it is possible to earn 

an employee’s loyalty via their wife, husband, or children. I agree that companies may want to 

reserve this form of contribution for employees who have been working at the company for a 

certain period of time and not provide it automatically to newly joint ones. However, I cannot 

agree with the fact that 72% of companies do not even consider it. For this reason, I was 

particularly delighted to hear from one of my clients, that they provide the statutory 

examinations, but if an employee needs further examinations or even treatment, the company 

will bear these costs. 

Home Office/Remote Working 

 

The 2021 survey already demonstrated the willingness of companies to switch to remote 

working fully or partially. By 2022 this has become even more prevalent and an accepted form 

of working based on the findings of the survey. 

The number of companies has continued to grow. By now 77% of the companies have 

considered the concept of remote working and only 23% of them have not. This might be due 

to the fact that some of the companies who filled in the questionnaire are purely production 

ones or provide services where there is no possibility to work remotely. Where the job allows, 

this form of operation is becoming accepted for the most part, with varying degrees. However, 

where the nature of the job allows it, this form of working has begun to be accepted, obviously, 

to a reasonable extent (including, full remote or hybrid working) A lot of companies have 

already drafted their remote working regulations to the delight of law firms ☺. 
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The most common choices are shown in the charts below: 

- Figure 4 – Home Office - 

Via a question we wanted to find out how companies feel about hiring, attracting employees 

from other parts of the region/country, or even from other countries due to the opportunity of 

working in home office. Based on the answers, 31% of the companies no longer worry about 

hiring employees outside their own region. It used to be almost impossible in the past. It was 

the candidates who had to be flexible. They either accepted the job with the condition that their 

whole family would have to move too, or the company simply hired another person. Remote 

working is a huge opportunity for everyone, both employees and employers. Both parties have 

/will have more opportunities to find the right partners to work with thanks to this flexible way 

of working.  

In addition, it means that salary levels in different regions have become or may become 

more balanced. It is worth thinking about wage equalisation as a long-term process, the current 

data don’t show signs of it yet. Only 6% of the respondents said that they saw signs of wage 

equalisation between regions, according to 43% of them there is no difference, and 50% said 

that they don’t have much experience about it yet. 

Our last question in the topic of home office was related to the efficiency of employees working 

in home office. 60% of the respondents felt no difference, employees performed just as well or 

the same way, 20% of felt that their employees had improved efficiency, 20% of them felt that 

their employees’ efficiency decreased while working in home office. 
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* e.g. in the past a mother with a small child used to find it difficult to get a job, if at all possible 

it was only part-time. Now, she can work full time, 8 hours, only her working hours are 

different, more flexible. The focus has moved onto the work done as opposed to time spent at 

work. 

- Figure 5 - Summarised benefits of working in Home Office - 

 

Office costs, office occupancy – as the above figures show, the majority of the respondents do 

not forecast the reduction of office costs nor do they intend to do so. The office real estate 

market confirms the same. Office occupancy has not dropped significantly, it has only gone 

through some transformation. More and more companies are looking forward to the return of 

their colleagues in the workplaces in part, or in full time. What has posed new challenges for 

companies operating these offices is the fact that at many workplaces social distancing of one 

and a half meters between employees is to be maintained, the work model is hybrid which all 

require great flexibility. This includes the physical rearrangement of the offices even more than 

once within the same time interval. 

 

We also asked our respondents about what impact the events of the last 2 years have had on 

the company's financial results and to what degree and how they have managed to deal with 

the problems that arose. Dealing with the events of the last 2 years has caused difficulties at 

nearly one quarter of the companies and only at a few of them slight problems. The number of 

companies that were not affected at all by these events or they even had a positive effect on 

their operation is twice as high as the number of companies where significant problems were 

perceived. 

9%

10%

16%

21%

43%
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lower office cost in addition to other
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The member of the commercial sector commented most positively on the pandemic period. 

Nearly four times as many respondents experienced either slight or significant improvements 

compared to those encountered significant problems. 

- Figure 6 - Coping with situations over the past 2 years - 

 

Cumulative findings of the responses to questions included in the survey the first time 

 

Outsourcing processes 

 

1. To the question of whether jobs and services had to be in- or out-sourced in the recent period 

due to the pandemic situation, 96% of companies answered ‘No’. I would focus a little bit 

more on the small number of companies who answer “Yes” to this question. The reason for 

this is that further details related to this question might give you some useful ideas, tips 

about what can be done differently at a company, regardless of the pandemic situation. 

Outsourcing usually takes place where there is a new need for an activity or service, but the 

company does not want to hire a specific employee or a team, working full time on these 

tasks. In these situations, it is more beneficial for them to appoint an external, professional 

company or service provider. In- or back-sourcing takes place when a company wishes to 

provide a service faster or wants to tailor a specific service to best satisfy their customers’ 

needs, which in most cases cannot be achieved with an external company. The experience 

of working with external companies is that very often they work slower than the company 

itself could and they are less committed. A company who has an important, tailored service 

might  

Treat clients as one of their many projects, they cannot feel the importance to the client they 

deal with a multitude of customer all the time. 

 

20%
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the events caused a significant increase
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not experience any negative impacts
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difficulties and unexpected tasks
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Areas of in/outsourcing: 

 

• back office 

• transportation, logistics 

• payroll 

• social media management 

• call centre 

• general marketing 

• sales administration 

 

Sickness and other absence 

2. According to a significant amount of respondents there was no increase in sickness absence 

compared to previous years: 80% of the companies responded that there were no changes 

with regards to Non-Covid-19 related sickness absence, 10% of them reported an increase 

in the absence, 10% of them a decrease. 

3. The same question was asked with regards to the impact of Covid-19 related sickness 

absence. The findings were the following: at 40% it caused no problems, at 57% of them it 

did, but they could handle them, at 2% of them it caused significant problems. More serious 

problems were caused primarily at smaller companies, where the absence of a few people 

had a larger impact on the performance of the company, than at companies with hundreds 

of employees. There is also an important note to add to this topic. A few respondents 

indicated that Covid-19 diseases themselves caused less dropouts than the absence after 

employees picked up their vaccines. In the initial vaccination period companies suddenly 

had to deal with a 2-3 day absence of colleagues feeling poorly after receiving the vaccine, 

putting extra burden on the employees working at the time. 

 

Labour Market 

 

Compared to last year (9% of the respondents felt it is harder to find workforce now, 40% of 

them feel that despite the fact that there are available candidates, their quality has not improved) 

67% of companies feel it is much harder to find workforce now, 19% feel no changes, finding 

workforce is as hard as it was last year, according to 13% of the respondents there are a  lot of 

applicants, but the quality has not improved, 1% of the companies feel that recruiting has 

become easier. Let's look at the findings in more details. 
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- Figure 7 - Present status of labour market compared to last year's - 

The first three indicators demonstrate that it is much harder to find professionals today in 

almost all sectors. Companies which can find new workforce relatively easily are the ones who 

can attract candidates from other sectors not needing special training or can be retrained 

relatively easily. E.g. employees who have temporarily dropped out of the hotel and catering 

industry and are working as couriers. However, in most cases, most of these employees do not 

even want to return because their new schedule is much more predictable than before.  

All positions that require some specific expertise, i.e. engineers, will be vacant for months. We 

headhunters are also struggling and constantly looking for new tools, in communication, with 

which we can encourage candidates. One of the biggest problems of the last 2 years is not the 

fact that there are not enough professionals, but the problem of these people not wanting to 

move. Labour market experts’ prognosis for next year is that candidates’ mobility will grow 

again, an average by 30%, which honestly would create a much healthier market and a 

knowledge transformation, ultimately benefiting companies. The situation nowadays is, that 

companies rather retained less strong employees rather than not having anyone at all for a given 

position. 

Regional summary: 

Finding workforce has become more difficult, in every part of Hungary. Companies located in 

Western Hungary are the ones who find it easier, compared to companies in other regions. The 

labour market is the most difficult from the point of view of workforce in Northern and Southern 

Hungary. Companies in these regions are the ones who are still struggling with staff shortages 

the most. Comparing all the regions, companies in Budapest and the surrounding areas are also 

grappling with staff shortage, but the extent of the deficit is the lowest here. Why are these 
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findings important? For example, if you want to start a company now, think about where its 

location should be.  You can have great ideas, but you also need a workforce to implement 

them. 

Headcount changes 

 

Last year, roughly half of the companies did not plan any changes, 43% of them calculated with 

some kind of expansion, mostly between 0-5%. 8% of the companies expected a reduction in 

headcount. What is the situation this year? It is shown in the chart below. 

- Figure 8 – Headcount increase/ decrease in 2022 - 

These figures clearly show that the intention to expand is much stronger than last year, only 

a very few companies are expecting a decline. However, the growing demands cannot be met 

by the market because 54% of the companies are struggling with staff shortage and at some 

companies 10% of the positions are unfilled. This is why I would be very happy if the prediction 

came true and a stronger fluctuation happened in the market, because, as I previously 

mentioned, it would create a much healthier labour market situation for everyone. 

Searches 

 

From the point of view of industry fields, as always, the segments differ significantly. In 

commerce and services, a higher proportion of searches are expected for intellectual workers 

and subordinates. In production, searches are predominantly expected for physical workers, but 

this is more in line with decreasing or increasing needs. 
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This year, only 3% of companies are implementing a headcount freeze. In terms of the total 

market, 40% of the company searches are for physical workers, 36% of them for intellectual 

workers and subordinate staff, 9% of them for middle managers and executives. These are either 

for new positions of for replacement. 

 

The search method is very much related to the size of the company. At large companies (35%), 

where there is a large HR team, the majority of the searches are done by an internal group.  

This however, does not preclude the use of external assistance, who are primarily involved in 

searches for managerial or specialist positions that their team cannot solve. 43% of the 

companies do searches themselves and with the help of a consultant. 18% of the companies, 

mainly the ones from the manufacturing sector, also use the services of employment agencies. 

There have been some new findings this year. There are companies who use only consultants 

for their searches. These respondents are primarily smaller companies where there is no 

capacity, time, energy and most importantly a specialist to carry out the searches. 

 

The number of partners used during searches varies a lot.  In general, 37% of the companies 

usually have several fixed partners, their choice of consultant partner is being determined by 

the position they are looking to fill. 27% of the companies (compared to last year’s results the 

number of these companies increased significantly, by 17%), work with a single partner. 

Their reason for this is because they feel that importance of working with someone who gets to 

know their company thoroughly, to be able to build a strong partnership and trust between each 

other. I am particularly happy about these remarks because I always emphasise the same. Once 

there is trust built between a company and their consultant, the fruit of this strong partnership 

will soon be reflected in candidates. 

17% of the companies change their partners. Sometimes they use only one, sometimes more. 

6% of the companies have not yet found the right partner for conducting searches. It is 

recommended for these companies to look into this matter more. What are the reasons for a 

partnership not being long lasting between a company and a consultant? Why cannot they find 

someone who they can rely on? Are the reasons financial, professional or are they related to the 

issue of trust? Last but not least, what changes are needed on your behalf in order for you to be 

able to sit back knowing that your consulting partner will sooner or later be able to help you. 

 

In terms of company size, smaller offices and companies prioritise cooperation with 1 or 2 

partners, where there is time to get to know each other, the company, and trust can be built. 

They particularly find individual attention important. The larger a company, the less focus on 

individual attention. In many cases consultants don’t even liaise with a member of the HR 

department, but with a purchasing employee when concluding a search contract. I still don't 

think that this modus operandi is particularly good from a professional point of view. The reason 

for this is because this way a company will not be able to discover the expertise of the 

consultant, especially if the only focus is on finances. In addition, in this way the definition of 
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professional expectations is transferred indirectly to the consultant firm, which can cause partial 

misunderstandings when formulating search criteria or setting priorities. It is no surprise, that 

these companies are then forced to work with many partners. Maybe it would be more 

constructive for them to work with only 2 or 3 partners would be more efficient, and who in 

return would know the company more thoroughly, so searches would be more successful, and 

undoubtedly faster too. 

 

Company expectations in their own sector for 2022 

 

Companies are clearly optimistic. Last year, 60% of the companies expected stagnation, 22% 

of them a decrease and 28% of them an increase by 2021. By 2022, 55% () of the companies 

are expecting an increase, 42%  () of them stagnation and only 3%  () of them a decrease. 

 

- Figure 9 - Company expectation in their own sector for 2022 - 

Companies operating in the service sector are the most optimistic, here only a quarter of 

the companies expect stagnation, more than half of them an increase and less than 3% of them 

a decrease. Companies in commercial and manufacturing sector are also optimistic, 

although half of them expect stagnation, but nearly 50% of them are expecting an increase, in 

addition to which the percentage of companies expecting a decrease in negligible. 

 

From a regional point of view, half of the companies in Northern Hungary are expecting 

stagnation and the other half of them an increase. This year was harder for them, with more 

than 60% of the companies reporting stagnation. For the time being, the largest increase can be 

observed at companies in Budapest and Central Hungary, however, companies in Southern 

Hungary are the ones who are expecting the most significant increase. This might be due to the 

rate of economic decrease, which was relatively high here this year, 30%. 
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The economic downturn this year affected the Western, Eastern, Southern Hungarian regions  

along with Budapest and its surroundings the most. Companies in Central Hungary and 

Budapest are expecting the smallest decrease next year. 

 

The pandemic situation caused a smaller economic downturn at smaller companies than at the 

medium-sized and larger ones. An increase was more pronounced in their cases too. 

Nevertheless, the rate of this increase is not too significant compared to the one at medium-

sized and larger companies. Next year, larger companies are expecting a smaller economic 

downturn, whereas smaller ones to a greater extent. It is clearly that larger and medium-sized 

companies are the ones who are expecting a significant increase in 2022. 

Impact of Covid-19 

 

It was very clear last year as well that companies that were able to move quickly, switch to a 

new operation and communicate promptly the new situation and related new rules, expectations 

and available assistance to their employees/partners were impacted the least during the 

pandemic waves.  

Based on the above-described findings, despite the initial fright, most of the companies 

performed better or, their performance did not decrease compared to previous years. Last 

year, only 18% of the companies predicted an increase for this year, the final figure of increase 

however was 31%, a lot higher that the original anticipation.  It is particularly interesting that 

in the hotel and private hospitality industry, for example, which were generally very affected 

by the pandemic situation, “only” the larger hotels suffered significant losses, guesthouses and 

private accommodation are closing their best two years. 

 

Employee satisfaction, loyalty 

 

Our last question was related to employee 

satisfaction in the recent period according to 

the respondents. Compared to the base period, 

employee satisfaction increased at 28% of the 

companies, decreased at 12% of the and 

stagnated at 61%. These findings can be 

interpreted in different ways. On the one hand, 

might mean that where satisfaction was low in 

the past, did not improve this year either.  On 

the other hand, it can be interpreted in a way 

that at companies where employees had 

already been satisfied and remained so this 

counts as an improvement. It is crucial that in 
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28%

decreased
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- Figure 10 - Employee satisfaction during 

Covid-19 situation - 
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a world where employees work entirely or partially from home, where there are many uncertain 

factors in the external environment, you maintain constant communication with them, 

explaining to them what and why you are doing and ask for regular feedback about their views, 

ideas for possible changes. Don’t put you head in the sand as by not wanting to face reality you 

can become the biggest obstacle to change. 

 

Conclusion 

 

Last year we talked about how the pandemic pointed out, even magnified the shortcomings at 

companies. Transformation was made difficult due to the lack of lack of equipment (at many 

companies there were not enough laptops), already implemented business management systems 

(that everyone could access regardless of where they were), CRM systems (employees were not 

aware of  the company’s main customers and how to reach them). There were no home office 

regulations, despite the fact the home office itself is not a novelty. People had fto ace issues at 

an even bigger scale along with the incredible exposure to the effects of the globalised world 

i.e. the constant material shortage and supply problems of spare parts. 

 

COVID-19 was / is an opportunity for companies in many respects. Reforms are taking place 

at companies, new methods, processes, products, and services are / can be included in their 

toolkits. Reforms are introduced in operations and processes. Such novelties can be seen that 

you couldn’t even think of years ago. Most companies have switched to cloud-based software 

to make sure that their colleagues can reach the system not only from home but virtually from 

anywhere. Discussions and negotiations were extremely swiftly moved to the online space.  

For instance, in the HR field, online interviewing became commonplace in a few weeks. Some 

of these practices have become widely accepted and integrated into daily operations due to their 

speed and convenience. We have noticed that a lot of our clients request an online meeting with 

us or with their other partners too. These meetings can be quickly organised, no one has to 

travel and they offers a more flexible solution in time. 

This is not to say that face-to-face meetings are no longer important. They are especially 

necessary when meeting a new partner the first time. By combining the two forms of meeting 

proportionately, you can create an ideal balance for yourself and others too, people in a broader 

sense (i.e your family members) 

 

Let me congratulate all managers who were able to make decisions swiftly, by not being scared 

and who were brave enough to make the above changes. Their moves are very clearly noticeable 

in the findings. As an HR professional, I would especially like to thank those managers who 

were able to let go of the institution of constant control and were able to reinvent themselves to 

develop a new management style. This might serve as a form of encouragement for those who 

are still in doubt about the possibilities and success that lie in changes. 
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Undoubtedly, the increase in the turnover of a company is also caused by the increase in orders, 

taking advantage of the situation of being “in the right place at the right time”. However, not 

only do we need to see opportunities, but you must also make the right move and implement 

them by providing sufficient tools and human resources. Even at the best performing industries, 

if a company is not well-organised, the constant fluctuation sooner or later becomes reflected 

in their figures. 

The ESG approach as a new, emerging management style 

 

In conclusion, I would like to say a few words about the ESG leadership style, which is only 

partially new, but you can hear more and more about it and it is closely related to the field of 

HR. The acronym ESG is made up of the initials of the following words: environmental, social 

and governance. International ESG trends currently have the greatest impact on companies 

listed in the stock market (in Europe therefore in Hungary too, large companies will also 

become more and more affected due to EU legal regulations). Independent international 

organisations make a numerical rating of companies, of their ESG activities (just like Fitch, 

S&P or Moody’s do about risk assessment). International investors follow these ratings more 

and more often. However, in order for a company to obtain ESG certification, it must become 

transparent in terms of sustainability, which can be achieved with an annual sustainability report 

i.e, quality certificates. 

 

The ESG approach has 3 main pilers: 

• E for Environmental aspect which assesses the extent to which a company's activities 

are environmentally sustainable. These include energy efficiency, biodiversity 

conservation, responsible water management, etc. 

• S for Social aspect which analyses the social sustainability of the company, such as the 

ratio of male to female managers, working conditions of employees (avoidance of work 

accidents), etc. 

• G for Governance, i.e. the management aspect, dealing with the compliance of a 

company with social norms, such as management aspects, internal lines of defence, non-

corruption and legal compliance, etc. 

 

With the above in mind, the pursuit of responsible leadership takes priority, and managers are 

expected to turn their attention to long-term sustainable operations. This may be against profit 

considerations, but the latter falls into the category of short-term returns. Company directors 

need to recognise that great changes can be made by restructuring the available set of tools. 

However, what we create now can only be enjoyed by our grandchildren. We have to give up 

something now for later goals. But what am I really trying to say by bringing this topic up now? 
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I mention and emphasise at many forums, on many platforms how important it is for the new 

generation to see that the company they work for follows the principles of the ESG approach. 

When choosing a company to work for, a lot of young people consider this system as a main 

criterion. Let’s not forget that these young people are the employees and professionals of the 

future, they will be our middle and then top managers, whom we want to attract. 

 

Remember that the national election is around the corner. A year of election is always an 

interesting period. It can bring about changes in many aspects, initiate changes (e.g. new laws, 

tax changes) that cannot necessarily be predicted and taken into account in strategic planning. 

 

This is also important because as you have seen that the majority of respondents of this survey 

are optimistic, expect growth, raise salaries, many of them at a significant rate. On the one hand, 

this is positive news and on the one hand, I would warn everyone to be cautious. If you want to 

raise wages or introduce new benefits, and their rate is higher than in previous years, do these 

step by step, because you cannot assess every process in 2022 accurately. It is very important 

to avoid generating costs you cannot keep up with which could even lead to crisis. When a 

positive move is soon followed by a correction, e.g. downsizing, reduction or withdrawal of 

benefits, its negative impact is much stronger than the positive effects of the current situation. 

As managers, you may have also experienced that what you give is taken for granted by most 

employees and they are happy for a few months, but when something is taken away from them 

a bitter taste is left in their mouth even for years. 

 

Let’s not forget about the prognosis of hyperinflation by many people either, that can stay with 

us for years. There are not enough raw materials, ports are overloaded, there is truck shortages, 

supply chain costs are constantly rising, warehouses are empty and there is a growing shortage 

of goods. Most companies balance higher costs by raising prices, or by increasing efficiency on 

other fields, the question is how far consumers are willing to stretch. These bitter facts are now 

noticeable here along with the positive picture of the future. When deciding about pay raises, 

extra benefits please be careful. 

 

Given that the salary survey closes the year every year, I would like to thank you for your trust, 

either as our existing partner or a company we have not had the opportunity to work with, but 

we seek and help each other professionally from time to time. With regards to searches, we had 

a lot of interesting new projects, but for us, from a professional point of view it was a rather 

challenging year due to difficult searches and the fact that candidates are extremely reluctant to 

budge. I appreciate your patience, joining in brainstorming sessions, and most importantly I 

thank you for the willingness to find solutions and rather than looking for faults. 

 

If you have any questions about the survey, please do not hesitate to contact us. I trust that we 

could serve with additional information this year as well compared to general pay studies.  
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I would highly appreciate any feedback of any nature with regards to the content or findings of 

the survey, because this is what makes us advance as well. Please let us know about what you 

liked, what you suggest that we should do differently, or keep the same, or what else we should 

include in our questionnaire next time.  

 

I wish you perseverance for the rest of the year and a fruitful year 2022 being as successful as 

you predicted in the survey for your company. With all my positive anticipation I am looking 

forward to seeing how the next year will turn out based on your expectations and predictions.  

 

I wish you all the very best. 
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