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Following your request, this year we brought the preparation of the salary survey forward by a 

few weeks, in order to help you the best possible way in this constantly changing, turbulent 

world. We are very pleased that you find our work valuable year after year and that our goal of 

being able to support the decision-making processes of our partners with the information 

summarised below is being realised. 

The results of the questionnaire were processed for the entire market and were broken down 

based on the number of employees, regions, and company types. As you will see the topics 

were expanded this year with a few current questions, and there were also some new points that 

were included in the questionnaire specifically at your request. 

We 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 market, or there have already been 

increases during the year, the rate of increase is different from the increase at companies which 

have been lagging behind the competitive market for years. 

Basic data and methodology for compiling the survey 

• 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: East, West and Central Hungary (in the questionnaire we divided 

Hungary into several parts, but in the survey into 3 main locations to facilitate 

understanding and application) 

The results are accumulated, average results, they may differ from the detailed data, the 

proportions may differ. We have attached the data broken down by company type, company 

size and geographical location as a separate PDF file. 
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Findings 

In total 97% of the companies, in some regions 100% of them, are planning salary increases by 

2023. The highest increases i.e., of 10 -20% are planned by 30% of the manufacturing 

companies nationwide, and 49% of the companies in Central and Western Hungary. 

1. Salary increases 

- Physical labour: More than half of the 

companies are planning an increase between 

10-20%, but the remaining half of them are 

planning a minimum increase of 5-10%  

 

- Intellectual labour, including engineers: 

the majority of companies are planning an 

increase of 10-20%, but the remaining half of 

them are planning a minimum increase of 5-

10% 

 

 

 

- Intellectual labour, excluding engineers: the 

percentages are similar here, but the rate of 

increase between 5-10% and 10-20% is almost 

the same.  

 

none

9% 0-5%

4%

5-10%

32%

10-20%

53%
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20%

2%

Graph 1 - Physical workers none
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Graph 3 - Intellectual workers - excluding engineers 
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- Managers: like every year, the percentages 

are the lowest at this level, an increase of 5-10% 

appears to be more frequent and a 10-20% 

increase less so. Compared to previous years, 

this is different to the extent that in recent years 

there were no increases at management levels at 

all. 

 

An increase of more than 20% was also noticed among the answers, but even in the best 

performing region, only at 8-10% of the companies. The 20% increase is only likely at 2-4% of 

the companies in each region. 

2. Fringe benefits/Cafeteria 

80% of companies give some kind of 

fringe benefits. Again, this indicates an 

increase of 1-2% compared to last 

year. It is particularly interesting 

because you can hear it for years that 

many companies no longer have this 

benefit as part of the salary, but it 

seems that these companies are not in 

majority. The amount of this fringe 

benefit increased, however HUF also inflated at the same time. It has been a trend for years, 

and still is, that the larger the number of employees is, the larger the amount is paid by the 

company in the form of cafeteria. The cafeteria amount of HUF100-200k is slowly 

disappearing, the amount of HUF200-400k appears to be the most frequent. In addition, 

approximately 30% of companies are planning to offer cafeteria in the value of HUF400k, or 

above, next year. We also know of companies that pay benefits in the value of HUF600-800k 

this way. 

none

4% 0-5%

10%

5-10%

47%

10-20%

38%

above 20%

1%

Graph 4 - Managers 
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33%

Graph 5 - Cafeteria 
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We started to examine last year and analyse now as well whether private healthcare insurance 

form part of cafeteria, and if it does not, to what extent are companies planning to introduce 

it, after the events of the past 3 years (not necessarily in light of Covid). A slight improvement 

can be seen in some regions and sectors, but no relevant breakthrough has taken place. At 73% 

of the companies employees do not receive any health services at all, at 20% of them they do, 

at all levels (i.e. managers, subordinates), at 7% of the companies only the managers. This 

number is the highest at service companies in Budapest and Central Hungary. In response to 

the question whether it is planned to be introduced next year, we see a slight improvement 

mainly at companies in the commercial and service sectors, also in Budapest and Central 

Hungary. 

Considering the well-known fact that Hungarian people’s health is fairly poor, it is particularly 

thought-provoking that 72-73% of companies are not even thinking about making additional 

health services available in the form of cafeteria, on top of the mandatory requirements (legal 

obligation for occupational medical screening) as a benefit. 

The Hungarian health care system has not changed much since last year. If somebody needs 

medical examinations, it can only be achieved in private within a reasonable time. It would be 

important for every responsible company manager to pay attention to this fact, since you can 

ultimately lose a lot due to such hidden risk, not only in terms of the costs of sick leave, but 

also in terms of the ability to plan available workforce, which is crucial in today's tight labour 

market. 

We emphasised it last year as well, that when an employee feels this kind of care and has the 

opportunity to extend it even to their immediate family, their loyalty towards their employer 

9%

16%

75%

7%

20%

73%

0% 10% 20% 30% 40% 50% 60% 70% 80%

yes, but only at management levels

yes, at all levels

no

2022 2021

Graph 6 - Private healthcare 2022 vs. 2021 
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may increase significantly. Very often, it is possible to better retain an employee via their wives, 

husbands, and children. By all means, it is perfectly acceptable that someone does not become 

entitled to such services immediately after joining the company, and also the fact that the range 

of services increases as time progresses. 

3. Home Office / Remote working 

The willingness to move onto remote working partially or full-time was seen in the 2021 survey 

-as a result of a necessary adaptation to a new situation-, which in 2022 became the new norm 

or even more accepted, based on the data. 

The number of companies where working at a home office is the preferred way of working 

continued to grow. There is a sector where 95% of companies use this form of working, and 

surprisingly almost 75% of production companies (in some regions 82%) offer the opportunity 

- of course not in all positions - of working from home. What we see during searches, is that 

working remotely once or twice a week is the most accepted, subject to prior request on behalf 

of the employee. 

This year we asked the question why remote working is offered. The two most common answers 

were: 

1. this helps many colleagues, in return they work more, and they are more loyal 

2. those with small children are particularly grateful for the opportunity 

3%

8%

17%

73%

0% 10% 20% 30% 40% 50% 60% 70% 80%

in weekly rotation with colleagues

only in home office, and ad hoc office

work subject to prior notice

flexible, people can work either from

home or from the office

once or twice a week

Graph 7 - Home office system 
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In addition to these answers, 

decisions were made to 

avoid traffic jams, as an 

environmental awareness 

aspect at 10-13% of the 

companies, to reduce office 

costs and the possibility of 

employing candidates from 

other regions finally began 

to be discovered. There is a 

sector where this already 

occurs at 23% of the 

companies. And why not? Why shouldn’t a controller, for example, residing in Debrecen work 

for a company located in Szeged? There are many jobs that do not require daily physical 

presence. I would continue to encourage company managers not to insist on candidates coming 

from a radius of only 50 km. There are well-established multinational Western European 

companies with employees from Central and Eastern Europe working remotely. Hungarian 

companies could think about doing the same, employing workforce from other regions or 

maybe other countries, if the role or position permits it.  

This topic also involves the question to what extent this provides an opportunity for more 

balanced salaries among the different regions. Companies with more experience regarding the 

topic (43%) believe that there are no longer as significant differences between salaries as there 

were a few years ago, but most of the companies do not have experience yet, nevertheless some 

of them (7%) feel that this definitely gives/would give an opportunity for more balanced 

salaries. 

8%

11%

11%

15%

25%

31%

0% 5% 10% 15% 20% 25% 30% 35%

to reduce office costs

it helps to attract employees also

from other regions

environmental awareness is an

important aspect

to avoid traffic jams in the morning

and evening

it is particularly practical for

employees with young children

a lot of colleagues find it helpful, in

return they work more, and they are

more loyal

Graph 8 - What are the reasons for enabling remote working? 
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The past year as well was full of 

external challenges: the Ukrainian-

Russian conflict, energy crisis, 

inflation. There is no doubt that about 

the fact that everybody has been 

affected by them. 56% of the 

companies encountered some kind of 

difficulty because of them. At 11% of 

the companies they caused notable 

problems, however there are always 

some companies, 11% and 6% of the total, where either slight or even significant improvement 

has taken place in their business. 

We also examined the extent to which KATA (small taxpayers' itemised lump sum tax) 

changes affected companies, whether as a result they lost or gained employees. The findings 

show a high percentage of the companies were not affected by these changes at all and in fact 

where they were affected, the impact was rather positive, they were able to gain employees due 

to the tax changes. However, we need to interpret these figures with some caution. We probably 

gained these results due to the fact that 90% of the companies who filled in the questionnaire 

are international or large Hungarian companies where people work as salaried employees. 

Talking to HR managers, many hoped that due to KATA changes it would be possible to attract 

former entrepreneurs for difficult positions as salaried employees, but as we indicated above, 

the number of such cases was insignificant. It seems as though people who have been working 

as entrepreneurs for years do not to want to let go of this way of life, which is somewhat 

understandable. As an entrepreneur, you are completely free to make decisions about your work 

time, what tasks you wish to undertake, for whom you want to work and for how long. 

The introduction of the extra profit special tax does not seem to affect the companies filling 

in the question directly, however it does indirectly 15-30% of the companies due to price 

increases. 

we managed to profit 

from them

6%
we experienced a 

slight improvement

11%

it did not affect 

us

16%
it was difficult to 

handle

56%

caused significant 

problems

11%

Graph 9 - Challenges of the past 1 year 
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As far as the rising cost of living is concerned, 

53% of the companies did not offer specific 

compensation for it in 2022, out of which 23% 

did not do so because they had implemented a 

larger salary increase at the beginning of the 

year.  

Companies who offered compensation did it 

with salary increases or through other benefits. Different regions and different sectors provided 

compensation in various ways of which further details can be found in the in the attached excel 

spreadsheet. E.g., there are companies where 76% of the compensation was provided by ways 

of salary increase, the rest through other benefits, and there are companies where the complete 

opposite was done, and employers when compensation was 50-50% in terms of salary increase 

and other benefits. In most cases, the rate of salary increase was 10%, the second most typical 

response was 5% and a few companies implemented a 15% or higher salary increase. 

We also asked the respondents what were the other benefits that they provided: utilities or fuel 

contribution, higher cafeteria or anything else. A smaller percentage of the companies provided 

overhead and/or higher cafeteria and/or fuel contribution the most popular form of 

compensation was the so-called “in other ways” category.  

  

yes

47%

no

30%

no, because we had 

already carried out a 

larger increase in one 

step at the beginning 

of the year

23%

Graph 10 - Compensation for increased prices in 2022 
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We asked the respondents to describe this latter category in detail, in order to be able to share 

their ideas with others. Their answers were the following: 

• voucher 

• lump sum benefits (some respondents gave exact amounts: HUF200k for employees 

earning less than HUF500k, some gave every employee a lump sum of net HUF200k) 

• mid-year and/or year-end extra bonus 

• extra bonus 

• monthly benefit for a fixed period of time 

• salary increase brought forward to the 4th quarter instead of the first quarter of next year 

• attendance bonus with periodic increases 

• reduction of working hours in the off season 

through other benefits

28%

with salary increase

56%

with both salary increase and 

through other benefits

16%

9%

22%

50%

11%

9%

0% 20% 40% 60%

below 5%

5%

10%

15%

above 15%

21%

19%

10%

1%

10%

40%

0% 20% 40% 60%

fuel contribution

overhead contribution

 higher cafeteria

 both fuel contribution

and higher cafeteria

fuel contribution +

overhead contribution/

higher cafeteria/ other

benefits

other benefits

Graph 11 - Distribution of compensation for increased prices in 2022 
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• possibility for more remote working  

• employee loan for heating modernisation, possibility of increased advance salary 

payment 

• benefit payment in 3 instalments in the last quarter 

• financial support with school start costs  

• conversion of salaries to EUR, by fixing the lowest conversion rate 

Related to this topic there was a question 

whether companies are planning to provide 

compensation for increased living costs at 

the end of this year or at the beginning of 

next year. 20% of companies have already 

done it during the year, 36% are planning to 

do it at the beginning of next year, the rest of 

them are not planning it at all, or have put it 

off until the end of the year. Those who have 

already provided some form of 

compensation, do not rule of the possibility of offering more compensation at beginning of next 

year, due to the continuous living cost rises, but this is more typical at the level of lower-paid 

positions. In case of employees who earn close to HUF 1 million or more, no further 

compensation is expected.  

According to the responses with regard to the method of compensation 54% was with salary 

increase, followed by higher cafeteria, fuel contribution, overhead contribution and again the 

“in other ways” category. This category includes all or some of the benefits already mentioned 

above. The most common form of compensation is a lump sum benefit of significant amount. 

To the question of in what direction the increased overhead costs will/can lead to the way of 

working, quite definite answers were received: there are companies that are not affected by 

them at all, this is the great majority, and then there are companies who are planning on offering 

less or more remote working as a result. There were less responses related to providing less 

remote working. This is confirmed by the fact that although the companies do not have relevant 

data with regard to this topic, 3% of companies expect 20% of the employees to return to the 

office from remote working. 

20%

29%

36%

16%

0% 10% 20% 30% 40%

already done it

 at the end if this year

planning it at the

beginning of next year

not planning it

Graph 12 - Compensation for increased prices at the end of this 

year / at the beginning of next year 
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At a company level, the increase in overhead costs affects mostly large companies, those with 

either large office buildings and/or major production sites and factory buildings. Among the 

various sectors, the manufacturing sector is the one most exposed to the increase in overhead 

costs. 

There is an interesting piece of market information relating to the home office question: 

companies heat their offices at a market price, and they also have to pay the market price for 

electricity, so sending having employees working in home office would be a logical step made 

on the part of employers. In addition, companies can contribute tax-free up to 10% of the 

minimum wage to the home utility bill - this means HUF 22k per month. 

4. Labour market 

We have heard from many companies that they are transferring positions to Hungary, because 

due to the depreciation of HUF, Hungarian labour has become cheaper for foreign-owned 

companies, which can become a particularly important factor during a possible crisis 

According to the companies surveyed today's labour market is more difficult than it was last 

year. This is particularly noticeable in the manufacturing sector. In addition, there are 2 

important factors that have appeared on the labour market: 

1. employing younger employees, under the age of 25, due to favourable tax conditions 

2. employment of older colleagues of retired age 

The first new factor plays a role only at 1-2% of the companies, however the second 

phenomenon is more noticeable, there is a region/sector where it reaches 17% (production 

sector Western Hungary). 

Regarding the labour shortage, the main point is not the percentage of vacant positions, but the 

reasons why it is difficult to find workforce. The number 5-10% might not seem too significant 

along with the fact that many companies gave the answer that they are not grappling with staff 

shortage right now, however the staff shortage of 5-10% means in these cases that the 

companies have not been able to find suitable specialists for unfilled positions for months. We 

experience the same, and are constantly researching the reasons and looking for answers. I will 

write about this in more detail later. 
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5. Headcount change 

Staffing plans for 2023 reflect the current uncertain world. When companies are planning to 

expand their workforce, they tend to do it by a maximum of 0-5%, 9% of the companies plan 

to decrease their workforce, and half of the companies are not planning any headcount change. 

Which is good news in itself, because they may not expand, but at least they will not cut down 

either their staff, or more precisely, they do not intend to do so. In terms of sectors, there are of 

course differences, e.g. there are companies who expect a 20% expansion, or sectors where the 

whole range of expansion percentages is shown which is demonstrated in detail in the attached 

Excel spreadsheet and diagrams. 

The intention to expand has 

decreased compared to last year 

(57% of the companies wanted to 

expand last year), however very few 

companies expected a decrease. 

However, the market could not meet 

the growing demands, companies are 

constantly struggling with staff 

shortage, there are companies where 

the rate of unfilled positions exceeds 

10%. The companies who took part in 

last year’s salary survey predicted a 

greater fluctuation for 2022, which I 

also pointed out, could have created a more balanced labour market situation for everyone. 

What was the reality? Fluctuation actually did start but then the impact of the war and the crises 

made many to hold on. In such uncertain situations, people prefer to wait. You must have 

experienced it as well that you have finally found a specialist who withdraws in the last minute 

before reaching an agreement or they change their minds even after they sign the agreement. 

There are two explanations to why this happens: when employees announce their resignations, 

their employers are completely aware of the fact that it would be difficult to replace them, 

therefore they offer a salary increase and try to influence the employees emotionally by saying 

how good it is to work with them, how good they are professionally and how valuable members 

5%

37%

15%

3%

2%

38%

9%

29%

13%

5%

1%

42%

0% 10% 20% 30% 40% 50%

decrease

increase between 0 and 5%

increase between 5 and 10%

increase between 10 and 20%

increase above 20%

no change is planned

2023 2022

Graph 13 - Staffing plans 2022 vs. 2023 
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of the team member they are, so they eventually change their minds and decide not to leave. He 

is already attached here, not yet to the new place. The other explanation is related to the pressure 

coming from the employee’s family. Usually, a husband or a wife does not want to give up their 

security in an uncertain economic world. This is why you can find that a candidate’s salary 

expectation is 30% higher than his/her current one, representing that the risk he/she is taking is 

bigger than a few years ago. 

Returning to workforce expansion: at companies where greater expansion is expected it is for 

physical workers. It is important to point out that the companies who are planning to hire white-

collar workers in a rather significant percentage (40%) operate in the commerce and service 

sectors and located primarily in Budapest and Central Hungary. 

40% of the companies look for workforce themselves with the help of an internal team and 

consulting companies, 35% of them almost always look for candidates alone and 20% of the 

companies prefer using temporary work agencies and consulting companies. The companies’ 

recruitment methods usually depend on the size of the company. The bigger the company is, 

the bigger their internal recruitment team is, while small and medium-sized companies do not 

have the capacity, time, energy to do the recruiting themselves especially specialist positions. 

The number of consulting companies used for searches tends to be quite random at the 

companies. Once thing seems to be clear though (that became first apparent last year) 

companies like having one permanent consulting partner, they do not seem to keep changing 

them.  

In general, it can be said that 40% of companies tend to have several fixed partners and it 

depends on the position who they work with. However, 28% of the companies prefer working 

with one permanent partner because they feel the importance of working with someone who 

knows their company well and can establish partnerial relationship and trust with. 

Professionally, I think it is very good, if it works, sooner or later it will be reflected in the 

number/quality of the candidates as well. 

Last year, 6% of the companies had not found the right partner yet. This year only 4% of the 

companies gave the same response. 
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In terms of company size, smaller offices and companies prefer cooperation with 1-2 partners, 

where there is time to get to know the company and trust can be built. Individual attention is 

important to them and the number of projects is also smaller. The bigger a company is, the less 

attention is paid to it, in many cases consultants do not even deal with the HR team, instead 

they have to liaise i.e., with purchasing while stipulating the contract. Professionally, I still do 

not think that this is the right way to do searches, because this way the clients cannot find out 

about the level of expertise of a consultant, the only thing that matters is price. In addition, the 

definition of professional expectations is also indirectly transferred to the consulting company, 

which may cause partial misunderstandings when search criteria and priorities are determined. 

It is also true that large companies tend to look for many candidates, therefore a single 

consulting company would not be able to search for specialists for every position. I was happy 

to see contempt that companies agreed with my suggestions and reduced the number of fixed 

partners from 8-10 to 2-3. 

6. What changes do companies expect in their own sectors from a financial point of 

view for 2023? 

Unfortunately, companies on the whole are 

not optimistic. Last year, 55% () of them 

predicted growth, 42% () of them 

stagnation and only 3% () of them a 

decrease. Now decrease and stagnation 

make up most of the predictions. 49% of the 

companies indicate stagnation, 39% of them 

a decrease and only 13% of them growth. In 

the open-ended section of the questionnaire we read expression such as: “catastrophe”, 

“recession”, “layoffs” which was very unusual in the past 2-3 years, even during Covid. There 

are obviously sectors of economic life and companies where a significant recovery is expected 

(e.g., companies managing/supporting energy crisis, productive efficiency), however the trade 

and service sectors for example are pessimistic. Among the positive opinions comments about 

expected recovery were referring to export expansions outside of Europe. 
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Graph 14 - Companies’ economic outlook in 2022 vs. 2023 
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Summary 

Last year we talked about the coming election year, which is always an interesting year from 

the point of view of economics as it can bring changes in many ways and unexpected processes 

can start (e.g., new laws, tax changes), which cannot necessarily be foreseen and taken into 

account properly in strategic planning. Now we know it was not only the year of the election 

and companies had to face many other challenges. You may remember that last year I warned 

you to be cautious about salary increases, because back then the majority of the companies were 

so optimistic that even extra increases were planned at some places. 

If you want to increase salary or introduce new benefits and their amount is greater than in 

previous years, you should not do it in one step, because you cannot accurately assess all the 

events of the coming year in order to avoid costs that could lead to a crisis. If a positive step is 

followed by a correction within a short period of time, e.g., downsizing, reducing or 

withdrawing benefits, its negative effect is much stronger than the positive of the given 

situation. As a manager, you must also experience that what you give, the majority of employees 

take for granted and are happy with it for a few months, but if you take something away, they 

remember it as a grievance for many more years. 

We already talked about hyperinflation last year, which could stay with us for years. There is a 

shortage of raw materials, the ports are overloaded, there is a shortage of truck drivers, supply 

chain costs are constantly rising, there are empty warehouses, resulting in a growing shortage 

of goods. What we have noticed is that problems can be solved, but at higher cost. Most 

companies can compensate for higher costs by raising prices or by increasing efficiency 

elsewhere, but the question is what the top price the consumer is still willing to pay. These facts 

were already present last year, alongside the positive vision about the future. When you make 

decisions about salary increases and extra benefits, do them with caution. 

We have a client, who is also the owner of a company, who said that work is an important part 

of life for everyone. It is going to be more difficult, everything is going to be more expensive, 

but you have to work, you have to earn money, because behind each person there is a family 

and this drives the economy. What you have to give up is the huge profit. Owners have to accept 

having less temporarily. What you need to do: invest in people, tools, and products. You have 

to move on. Raw materials are still available, but perhaps not from a neighbour, which makes 
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it more expensive. But they are available. You have to rearrange yourself, as is so often the case 

in business. A manager once again/still requires the following skills: flexibility, awareness, 

openness and empathy. I believe it is worth keeping them in mind. 

2022/2023 Challenge for headhunters 

From an HR/headhunting point of view this year's biggest challenge has been, and probably 

will be in 2023 too, the same as last year: finding enough specialists for our partners. In 

conclusion, allow me to share my own opinion on why it is difficult to find workers today, 

where have the workers gone: 

I am asked many times about the reasons for not enough candidates. Where have they gone? 

Have they suddenly disappeared? Yes, they have, but not suddenly. The process started 10 years 

ago, which has now culminated and reached a noticeable level, that is why it has become a 

central topic. 

The number of people working in Austria alone is over 100k 

The demand for employees increased, even during the years before Covid, between 2015-2019. 

By then, all the actors of the 2008 crisis had more or less recovered from the difficulties and 

started to develop and make quality changes.  

This meant that there was suddenly a bigger demand for workers on the market than were 

available. In the last 10 years, like it or not, many people tried to prosper, live and work in other 

countries in Europe or in other parts of the world. According to official data, half a million 

Hungarian people do not reside in Hungary, half of which are employed abroad. According to 

unofficial data, this number has already reached over one million in a country with a total of 

4.5 million employed people. According to recently published data (autumn 2022), that the 

number of Hungarians working in Austria has reached a historic peak. In the past decade and a 

half, hundreds of thousands of Hungarians moved there. During this time, the number of 

Hungarian citizens in Austria increased by five and a half times. According to the data of 

Statistik Austria, at the beginning of 2022, 94,411 Hungarian citizens lived in Austria. In July, 

114,448 Hungarian citizens worked in Austria, commuters and seasonal workers not included. 

And we are only talking about Austria… 
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Employee expectations have increased 

This was added on top of Covid, which from 2019 brought a new era to the life of the HR field 

in many ways. The way and time of working have completely changed, become more flexible. 

Until the first half of 2021 employees were rather cautious regarding changes. Hybrid working 

has become more and more prevalent. For current job seekers flexibility between remote and 

office work has become an indispensable condition. Salary expectations have skyrocketed. Due 

to the fact that workers see the shortage themselves as well and find a risk in changing they 

automatically raise their expectations. It is very difficult for businesses to cover the extra salary 

costs with increased performance in such a short time. 

From the second half of 2021, the market picked up again, employees started to move around, 

they started to experience via their braver colleagues that they are needed, they can even have 

2-3 parallel offers: they can choose in terms of tasks, responsibilities, location, and salary. 

However, these candidates are not only looking around in Hungary, but worldwide providing 

the possibility of working from home. This means that we will once again lose employees from 

the domestic market for those positions and tasks that can easily be performed remotely, and 

you only have to go to the office maximum once a month. Even this once a month might not be 

necessary if online meetings suffice, and you only have to travel twice a year to take part in 

team-building training. It goes without saying, that we are not talking about Hungarian salaries 

these people would earn.  

The biggest victims of the pandemia 

The biggest victims of Covid are restaurants, hotels, service companies linked to tourism, and 

their workforce. Many employees may have felt in relation to Covid that these sectors are 

infinitely vulnerable, and while hotels were closed, for example, and they had to work 

elsewhere, even though they reopened, the employees did not return there. Many people also 

realized that a more "average" workplace is more predictable not only in terms of work/money, 

but also in terms of time. You do not have to work at night, on weekends, or during holidays. 

While it used to be trendy to work at airports, hotels, and famous restaurants, this has changed. 

It will take many years for people to forget. We could say that the employees who left these 

sectors gave other companies the opportunity to find a specialist for themselves. It worked but 

only partially. It is hard to employ a hotel concierge or a flight attendant for more specialized 
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jobs, e.g., engineering. But there are many positions where, after a few months of training, these 

people can do the job. 

No wonder the labour market is struggling 

Starting from the spring of 2022, Europe, including Hungary, ended up again in an extreme 

situation impacted by: the Ukrainian-Russian conflict, various energy and fuel crises, and the 

threat of a global economic crisis. Let's not forget either that the parliamentary election in 

Hungary was this year, which always slows everything down for a few months. 

Having all these various these factors combined it is not surprising that the labour market is 

struggling. People in general find all these events too much. According to reputable business 

analysts the biggest obstacle to the economic recovery of countries - including companies - will 

be the lack of professionals. If we cannot solve this problem, having great ideas, products, or 

services will not be enough. If there are no people implementing them, you cannot get 

anywhere. You cannot replace everyone by robots and artificial intelligence. Even if it were 

possible, someone would have to invent them, build them, know how to operate them, maintain 

them and so on. 

In summary, what makes life difficult for companies in terms of workforce: 

• workforce migrating abroad approx. 1 million people (unofficial figure), 

• workers from home but employed abroad, 

• fewer people intending to change than there are open positions, 

• candidates’ salary expectation at least 20-30% higher than last year, 

• uncertain business environment, fear among people, reluctancy to changing workplace 

• inflexibility of managers, late reaction to new situations: i.e., no remote working 

possibility, only hiring people from the area. Demanding a “ready employee”, rejection 

young people based on stereotypes (e.g., lazy, unreliable, they want a lot of money, they 

want a career too soon, … etc.) Exclusion of older employees based on stereotypes (they 

do not want to work much anymore, they are slow, they are not familiar with new 

technologies, … etc.). 

What can help you if you want new employees to join you company: 

• retaining and hiring older people, providing training for fixing deficiencies, 
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• employing and training young people, 

• recruiting employees with experience in other industries, assisting them with 

(re)training if necessary, 

• home office option, even every day, with clearly defined rules and expectations, 

• openness to employees from other regions, 

• flexibility in terms of the place and time of working, it is the result and the work done 

that should count, 

• flexibility, ability to adapt to new situations, openness to continuous change, 

• partnership with employees, regular discussion of needs from both sides (for example, 

increased living/fuel costs. There might be people who would appreciate this kind of 

support. 

In case of a serious economic crisis, will there be more available workers? 

Where production companies are downsized at we expect the physical workforce, white-collar 

workers, whose jobs that are not needed for daily operations (e.g. administration, non-online 

part of marketing) to be affected. 

In general, it can be said for the market as a whole that downsizing is expected for jobs that 

require less experience. The question is whether the market will later need all these people. 

There will certainly not be more specialists who are open for change, because they will have 

work even during a crisis, in fact even fewer of them will want to change, everyone strives for 

security. Therefore, as professional managers and HR managers, we should be open to the ideas 

listed above and not act thinking that the market works the same way as it did 10-15 years ago. 

 

 

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 

have professional exchanges from time to time. 

If you have any questions about anything, feel free to contact us. I trust that we could provide 

additional information this year over and above a general pay study.  
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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 those, we will take 

them into account next year. Filling in the questionnaire is anonymous. There was a respondent 

CEO who, as a former employee of a market research company, made a lot of positive 

suggestions for improvement. If you have time and a wish so, do not hesitate to contact me 

directly. 

I wish you perseverance for the rest of the year and a better 2023 than you forecasted. 

I wait for September 2023, when we shall see what has come true from the forecasts, predictions 

and expectations with anticipation. 

I wish you all my best, 
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