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True to our promise I am sending you the summary of the salary survey. With respect to your request, 
we made the study earlier this year, I trust that you will find the findings useful for your next year’s 
planning. This year, the number of people who filled in the questionnaire increased again, although 
last year the number of respondents was three times more than in the previous 2 years. This means 
that people find the results valuable, they can use them. This is the main goal of the survey. 

We summarised the results considering the entire market, based on the number of employees at 
companies, the location i.e. region and the company type. As you can see, the number of questions 
was increased, to include a few more professional topics and ones related to economics. 

It is important to mention again, something I highlight every year, that the matter of salary increases 
and benefits is subject to each and 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. This is especially important again because in the last 2-3 years, significant salary increases have 
been made at many companies. 

Background 

• The questionnaire was sent to almost 3,000 companies this year 
• Company types: commercial, service sector, manufacturing companies 
• From the point of view of the nature of industries a big variety was chosen on purpose:  
   automotive, banking, insurance, pharmaceuticals, construction, chemicals, building services,    
   entertainment, FMCG, retail, B2B, advertising, heavy industry, SSC centres 
• Geographical location: Eastern, Western and Central Hungary 

Brief overview: 

We are near to leaving a very turbulent year behind us. A small virus has completely disrupted the 

world including the lives of companies, managers, employees and, of course, families. In the first wave, 

some companies closed completely, others did not stop (mainly manufacturing companies), and 

results varied depending on the industry. There are companies where they managed to bring their best 

results in the spring, and there are companies that plummeted. At most companies an initial surge was 

followed by an immediate stagnation, which is interpreted by managers as a result of the fact that in 

many cases there had been purchasing-in-advance/buying with no real demand behind. Therefore, in 

the summer months a decline, in most places a stagnation was noticeable. The autumn brought the 

re-start of the economy, but outstanding results could not be achieved. It can be said that the 

companies were able to bring just about the usual expectations for this time of the year. Considering 

the entire year most companies will close the year with 10-25% less than in normal circumstances. This 

percentage shows the figure relative to the annual plan. It can and does mean in case of many 

companies that they will have remained entirely profitable. Several company executives said that they 

were given some relief for next year, meaning that they have to achieve similarly to 2020, the target 

for 2021 is not increased. Whether this will be achievable, it might sound strange, but no one knows 

for sure, the present health situation unfortunately keeps everyone in complete uncertainty. Next 

year, 60-70% of the companies expect stagnation, 20-30% a decline and 10% a recovery. As it is with 

any uncertainty in the market, there will be winners now too, but that will be only in a small fraction 

of the companies. The most seriously impacted companies are clearly from the service industry; 

commercial and production companies are affected at about the same level. Redundancies so far have 

mainly affected the temporary workforce, mostly the foreign workforce, in production they switched 
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from 3 shifts to 2 at a few companies. Some commercial companies operate with reduced working 

hours. In the last two weeks, a lot of information has been received about the fact that after the 

summer reopening, companies have started to shut down again. Employees work from their home 

office, only those who need to go to the office do so. However, the reception of external guests is 

minimised to avoid spreading the virus e.g. to the entire factory, causing total shut down for weeks 

resulting in a huge loss. I would highlight the automotive industry, which has been struggling for 2-3 

years. The Covid situation added to this trend, however, in September the results started to become 

more promising.  Several people indicated from this sector that they are optimistic again because they 

managed to sign new contracts for 1-2 years. 

The biggest losers in the service industry are hospitality, hotel services, aviation and, according to some 

people’s opinion, it will take several years for this industry to recover. It is certain that this sector and 

sectors related to it are undergoing a significant transformation. 

As for the findings, it is important to bear in mind that many companies no longer close the year in 

December, therefore many companies were not able to provide exact figures because their financial 

year starts in early July or September, but there are also a few companies where it starts in April. 

 

Findings 

Salary increases 

- Physical labour: More than half of the companies are planning an increase between 0-5%, a quarter 

of them an increase between 5-10%, 19% are not planning an increase and 2% are planning an increase 

of above 10%. 

- Intellectual labour, including engineers: Approximately half of the companies calculate with a raise 

between 0-5%, 24% of them are not planning a raise, 23% of them are considering a raise of 5-10%, 

and 4% of them are planning a raise of above 10%. 

- Intellectual labour, excluding engineers: More than half of the companies are expecting an increase 

of 0-5%, a quarter of them are planning an increase of 5-10%, 19% are not considering an increase, 2% 

are planning an increase of above 10%. 

- Managers: Half of the companies are considering a raise of 0-5%, a quarter of them are not 

considering a raise, 20% are expecting a raise between 5-10%, 5% are considering a raise of above 10%. 

Fringe benefits 

74% of 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. The amount varies a lot: at 32% of the companies it is between HUF100-

200k, at 24% of them it is between HUF200-300k, at 24% it is between HUF300-400k, and at 20% it is 

over HUF400k. 
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Home Office 

This rate has increased dramatically compared to previous years. In both service and commercial 

companies, 87% of the companies have been using Home Office as a way of working. This proportion 

is slightly lower in case of production companies i.e. 60% which makes sense, as many employees in 

this sector are unable to do their work from home. Generally speaking, Home Office is an easy solution 

for office workers, whereas a personal presence is essential for physical workers. This can be just as 

important at companies where there are project teams working together who are highly dependant 

on one another. If they are all located in the office, the flow of communication is a lot faster and 

efficient, compared to them being at home having to exchange emails or constantly call each other. 

However, it is also a fact that there is a lot of “unnecessary” conversation in an office. Once you have 

to write to someone or call someone, you think more thoroughly about exactly what you are asking 

for. When people work remotely, they become more independent, they have to be more proactive in 

situations and collect information themselves. 

 

Currently, the following forms of Home Office working are the most common: 

 

• It is down to the employees to decide how they want to work. They have to indicate it in 

advance, giving a week’s notice if they want to go in, in order to avoid having  too many people 

in the office at the same time 

• employees work on the basis of a weekly shift, half of the team works in the office one week 

and the other half goes in every other week. In the case of production companies, a two-week 

shift was indicated in several cases. 

• In addition, there are home office regulations for “normal” operation too. There are 

companies where the current system is maintained and this has already been announced by 

the company, because efficiency has not decreased, in many cases even increased. Other  

companies allow home office 1-2 times a week or a month. The latter are more likely to be 

part of fringe benefits. 

• There are companies where health regulations determine the existence or non-existence of 

a home office working for the time being, they do not know what aspects of it they will be able 

to keep in the future. 

Most companies who are positive about their employees working from home consider Home Office to 

be beneficial because it helps many employees who are, in return, more loyal and work harder. 
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Working in Home Office was increasing mainly due to health regulations, but many companies have 

also discovered its benefits. 

Companies that do not use remote working are mainly industries or ones who have activities where 

this is simply not feasible. 23% of the companies do not consider this method of working effective 

enough. At 13% of companies, most people cannot solve it, and a smaller proportion of companies 

have bad experiences or just do not want their employees to work remotely. But this is a rather 

insignificant part. 

The influencing factor in case of Home Office is related to the personality of managers, their leadership 

style, how much they are able to trust their employees. Where this is the case, managers are more 

accepting of the need for working in Home Office coming from employees, managers who like applying 

more control find it harder to move work outside the scope of the office. The reason for this is that 

they are afraid if they cannot supervise what the employees are doing, it automatically means that 

they will not be working. In the coming years, HR professionals will need to put more emphasis on 

assisting managers in this area. I tend to recommend individual coaching, but it can also be part of 

team coaching when, for example, a group of managers are trained how to lead people these days in 

such a way that you can still get the most out of them without feeling the need/having to constantly 

check on them. If you need support, regardless the reason we can offer our help if required: Coaching 

 

 

 

 

 

Chart 1. Why is Home Office beneficial? 
 -accumulated data- 

https://www.greensearch.hu/coaching/?lang=en
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Labour market 

According to the companies surveyed, there are a lot more applicants, but unfortunately the quality 

has not improved. Finding workforce is the most difficult in Eastern Hungary, and the easiest in 

Western Hungary and Budapest. 

I would like to add, that this has not changed over the years and it is not surprising at all, that suddenly 

there is no additional suitable workforce in the market. Those who are really good already have a job. 

Unfortunately, redundancies always affect weaker workforce in the first round, of course there are 

always exceptions. It can always happen that e.g. a line of business is closed down which forces serious, 

prominent professionals to change. But this represents a relatively small number of people. Hungary 

is very Budapest-based, along with another preferred region i.e. Western Hungary where people 

choose to work as opposed to other parts of the country. It may be worthwhile for companies to spend 

time and energy in these locations to “promote” the regions themselves, to present them better to 

candidates. For example, why it would be good for someone to move there with their family. 

Headcount 

Roughly half of the companies are not planning a change, 43% of them assume some kind of increase, 

mostly between 0-5%. 8% of the companies are anticipating a headcount reduction. 

Chart 3. Headcount changes in 2021 for all segments and geographical areas 

Chart 2. Labour market in the integrity if segments and regions 
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In relation to this, on average, 64% of the companies have no headcount shortage, and 28% have less 

than 5%. 

The largest proportion of shortage is in Eastern Hungary, and in terms of segments, it is in production. 

Redundancies, following the example of previous crises, are expected in the following positions: in the 

first round in the field of physical workers i.e. the above mentioned temporary workforce. Where these  

measures are necessary, firstly, the number of shifts are reduced which then will be followed by the 

reduction of working hours, redundancies are left as a last resort. In the case of intellectual workers, 

professional managers of a given field, managing directors and financial specialists are likely to be 

replaced. The reason is simple: they are the people who are expected to drive companies out of a crisis. 

If at the headquarters or in the management of the company they cannot feel that that someone does 

their best for the company, they will be the ones made redundant or replaced. Based on experience, 

this will happen in the next 6-12 months. These days, companies do not have a long time to wait. 

Dismissal in itself is a delicate area, unfortunately we come across a lot of bad examples. Dismissal is 

an unpleasant situation for both parties, but it is important that when it needs to be done, both parties 

can say in the end that everything went as smoothly as possible. Employees who are laid off should 

receive real support, which will help them to remember their former employer, even in connection 

with such an unpleasant situation, in a positive way. “Employer branding” is an important tool to be 

used in these situations too. Outplacement support 

Hiring - in times of crisis, the importance of those working in sales continues to grow, they are expected 

to contribute to providing a significant part of the turnover. There is a new factor in this field. A new 

approach called data-driven sales, where you have to extract valuable information from all the data 

available at your company and build sales based on them. This is far from the “average” sales people’s 

task, but those who have a little financial affinity, understand the movements of the market and are 

able to apply their knowledge can be successful. 

Several respondents mentioned that it is very hard to find skilled workers, e.g. mechanics, CNC 

machine operators, technicians with the right knowledge.  If they manage to find such skilled workers 

they are very expensive to hire. Their wages are approximately 70% of the Western European ones. 

Data-driven thinking tends to make its way even more now because data are already available. What 

is still missing is that a lot of people do not do anything with them, partly due to a lack of time. 

However, in a time of crisis, it is even more important to avoid making bad decisions, for which it is 

essential to get a clear, realistic picture of your company and all its areas. The search for competent 

professionals for these tasks therefore will increase, in fact it has already begun. The sooner you have 

such an expert, the more competitive you will be. There are also external experts who are real 

professionals and can shed light on shortcomings and development opportunities in a short period 

time if a company allows them to access its data. Note: if you need help with finding a specialist for 

such tasks, feel free to contact us, we can recommend the right people to you: Strategic planning 

The number of positions related to digitisation is also growing year by year which is not a coincidence. 

Consulting companies create a separate business line for these searches. We have been working 

successfully in this area too: Digitalization industry 

 

https://www.greensearch.hu/outplacement-support/?lang=en
https://www.greensearch.hu/strategic-planning/?lang=en
https://www.greensearch.hu/digitalization-industry/?lang=en
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Searches 

From the point of view of industry fields the segments differ more 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-increasing needs. In addition, a headcount freeze was ordered at several companies in the 

commercial and service sectors.  

The search method is very much related to the size of the company. At large companies, where there 

is a large HR team, an internal group does the searches. Often companies do some of the searches 

themselves, but they also use consultants, especially for more specialised positions or management 

searches. On average, 25% of companies still work with temporary staffing agencies. The number of 

these companies is higher in the manufacturing sector (at some places this number is over 40%) and 

lower in the commercial and services sectors (at some places it barely reaches 10%). 

The number of partners used during searches varies a lot.  In general, 34% of companies usually have 

several fixed partners. Their choice of consultant partner is determined by the position they are looking 

to fill. Having a single permanent partner is equally common as well as ad hoc partners, sometimes 

one, sometimes more. In production, the proportion of multiple fixed partners is the highest. The size 

of the company also matters in this choice, as does the company culture. Smaller offices and 

companies prefer the cooperation with 1-2 partners, where they have time to get to know the 

company better and build trust. Individual attention is important to them. The larger a company, the 

less emphasis is on this aspect. In many cases consultants do not even have to liaise with the HR 

department, instead they work together with the purchasing department when concluding a search 

contract. Professionally, I do not believe it is good practice, because this way it is not obvious how 

prepared a consulting company is, only the price matters. This is why, it is not surprising that these 

companies have to work with so many partners. Maybe working with 2-3 partners would be more 

effective, who in return would know the company more deeply, and thus the searches would be more 

successful. 

 

What do you expect to happen in your industry by 2021 from the point of view of economics? 

A larger proportion, approximately 60% of the companies in each segment are expecting stagnation 

by 2021. In addition, in commerce 22% of the companies are expecting a decline. In services and 

production 28% of the companies expect/hope for growth. 

Chart 4.  In which fields are you expecting changes in 2021? 
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 The next few months will have a significant impact on next year’s economic performance. Many 

companies have stated that most of their partners are reluctant to place orders or to sign contracts. 

The effect of Covid-19 

Coronavirus affected different sectors differently. The largest declines are noticeable in production 
and services, while commerce is stagnating or growing at a similar rate. At a couple of companies, 
Covid-19 has not had that much of an impact this year, but they are expecting it to have next year. 
 
Covid-19 has affected some products in a negative way, other products have experienced a temporary 
impact. There are even products for which orders have increased, but this is not necessarily related to 
the pandemic. 
 
Some respondents mentioned a decrease in services in the office field thus resulted in decreased 
revenue but experienced a significant increase in services in the factory field (due to Covid-19 
preventive measures), which increased their revenue. 
Additional note - it is highly noticeable that companies that were able to act quickly, switch to a new 
operation, communicate the new situation, the new rules and expectations to their employees quickly, 
and also what help the company could provide for them, encountered less damage in the first wave of 
the pandemic. 
 
Summary:  
 
As I wrote at the beginning, we are slowly leaving the last year behind us. Perhaps due to all the 
turbulence, a very busy year too. I read a quote somewhere which I would like to borrow now: 

"I'm optimistic because I don’t have time to think about pessimistic things any more."☺ 

I take this quote seriously. 

I deeply believe that challenges come to us to build us. Either as private individuals or as professionals 
working at a company. The last 2-3 years have been generous to many of us, and in general, the desire 
for creativity, openness to innovation and the need for renewal decrease proportionately. That is how 
things go. 

The last few months pointed out a huge amount of various shortcomings at companies – these 
shortcomings might be related to the lack of assets e.g. no laptops at many companies, the transition 
being very difficult, there were no corporate guidelines in place that everyone had access to and 
everyone could see the same regardless their location, so that employees would not have to be 
interrupted in their tasks, no available CRM systems, they did not know who their main customers 

Chart 5. Economic expectation for 2021 in different sectors 
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were, why they were their costumers and how to progress with them. There were companies where 
they switched to cloud-based software so that colleagues could access the necessary systems from 
home. There were no home office rules, despite the fact that the home office itself was not a novelty. 
Many companies did not have an up-to-date website, let alone web shops. Talking to web developers, 
they have had an incredible amount of work in recent months. But companies also had to face a much 
bigger thing than that — the incredible vulnerability that is due to globalisation. You must all remember 
that in the spring everyone, really everyone including France, Germany, the UK were forced to order 
masks and machines from China, because simply the Western world - in the hope of higher profits - 
had a long time ago outsourced the manufacturing of these products, among other things to Asia. But 
this is also true for the manufacturing of parts. A number of companies wanted to shut down in the 
spring and bring forward the usual annual maintenance which takes place in the summer, usually in 
August, thinking that if they needed to stop anyway, it was the logical time to suspend their activities. 
However, they were faced with not having enough parts to do the maintenance, which would not 
arrive for overseas because of the quarantine and because these parts could only be shipped from 
there too... 

This is a huge lesson that cannot be overlooked and would necessitate local, European answers to 
these issues, of course within reason. I belong to the group who thinks that the Eastern European 
region, including Hungary, could be one of the winners of this situation. It is worth thinking about this 
for company managers, making concrete proposals to the international company management. 
 
COVID-19 can also be seen as an opportunity in many respects. Health care and education needed to 
be reshaped and this should have happened a long time ago. Reforms take place at companies, new 
methods, processes, products and services are/can be included in their toolkits. Reforms are created 
in operation and processes. There may be novelties that we had not even thought about years ago. If 
we look at the HR field, online interviewing became commonplace in just a few weeks, but many clients 
have started to request an online meeting with us or any other partners. They can be organised much 
faster, no one has to travel, the online world offers more flexible solutions. 

This is not to say that a face-to-face meeting is not important, as it is especially necessary for a new 
partner, but by using the two methods in a well-balanced way, we can create an ideal solution for 
ourselves, others and even our families in a broader sense. If e.g. I finish an online meeting at 5pm in 
home office, I am at home after that. I do not have to commute for an hour or even more. Of course, 
this also has its drawbacks, work and private life can interfere with each other. It is a learning process 
for both employers and employees which is absolutely manageable. It is then up to us how we apply 
this. I find hybrid solutions to be good, meaning that anyone who wants to go to the office even for a 
few hours can, but people who do not want to and can do their job from home can have the 
opportunity to work remotely. 

 

In times of crisis, it is especially important to unite and share information with each other. Interestingly, 
reading through our findings from last year, most companies predicted stagnation or decline by 2020 
when Covid-19 was nowhere to be seen. 
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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. I think it is very important to be able to ask for help 
if we get stuck. I encourage you to feel free to contact us if you think we that we can be at your service 
in any way. If it is not us who can help, we will know who can. ☺ 

 

If you have any questions about anything, feel free to contact us. I trust that we could serve with 
additional information this year as well compared to general pay studies.  

I would highly appreciate any feedback of any nature, because this is what makes us advance as well. 
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. A few people have already indicated some thoughts in 
the questionnaire as additional comments, thank you for them, we will take them into account next 
year. 

 

I wish you perseverance for the rest of the year and a less turbulent, successful and fruitful year 2021! 

 

 
Andrea Deák 

Managing Director 
mobile: +36 209364183 

e-mail: andrea.deak@greensearch.hu 

Greensearch Kft. 
Capital Square-1133. Váci út.76 
www.greensearch.hu 
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