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77%  
are experiencing 
talent constraints, 
up from 61%  
last year

We are delighted to present the results of 
PwC’s 2017 HR Directors (HRD) Pulse 
Survey. The survey gathered the thoughts 
and views of Ireland’s HR leaders on the 
key challenges and opportunities facing HR 
functions, as well as priorities and trends 
for the year ahead.

The effectiveness with which organisations 
plan people management for the long-term 
will be critical to their enduring viability; 
ensuring that they have the right people, 
with the right skills, in the right place to 
realise their goals. In doing so, business 
leaders must be cognisant of a range of 
business issues including the potential to 
automate certain roles and the 
development of new positions to manage 
emerging technologies. Whatever 
technological innovations are ahead, it’s 
the people that will make the difference 
between eventual success and failure. 

Notwithstanding 2016 having been an 
unprecedented year, the majority (97%) of 
Irish HR leaders are confident about their 
organisations future growth prospects.  The 
survey highlights a number of fundamental 
challenges as well as opportunities which 
the HR function can leverage. These 
include:    

The lack of availability of key talent
This remains a key concern amongst Irish 
HRDs (77%).  Similarly, PwC’s Irish 2016 
CEO Pulse survey showed that the lack of 
availability of key skills (81%) was a top 
business threat to growth. The greatest 
shortages experienced are in the areas of 
IT, data analytics, risk and finance. 
Consequently, some HRDs are searching for 
talent in different geographies and industry 
sectors. The survey confirms that the skills 
shortage is having a serious impact on 
business performance with 67% of Irish HR 
leaders reporting a delayed or cancelled 
strategic activity or new market 
opportunity. Allied to this, just over one  
in ten (12%) participants believe that  
their organisation’s “Employer Value 
Proposition” (EVP) is very effective and is 
an important tool in sourcing key talent.  

While organisations are investing a lot of 
time and resources in searching for and 
attracting the right talent, it is interesting 
to note that only 15% of respondents use 
analytics to inform decision-making on 
talent and sourcing strategies. In addition, 
less than a third (31%) operate a clearly 
defined process to identify key talent and 
well below half (39%) are not measuring 
its effectiveness.

Diverse workforce
While organisations are recognising the 
benefits of having a diverse workforce and 
embracing the need for diverse thinking, 
there is still significant room for progress in 
this regard - with almost half (45%) of Irish 
HR leaders confirming that they currently 
have no formal strategy in place to promote 
diversity and inclusiveness.

Performance management
While 76% of participants have some form 
of coaching and mentoring programme in 
place, less than one in five (16%) roll this 
out across the entire organisation. When it 
comes to performance management, nearly 
all (97%) organisations operate a formal 
performance management programme, 
albeit the majority (75%) are changing 
their performance model as business 
leaders begin to see the importance of 
focusing on more frequent performance 
discussions.

Executive Summary

Executive  
summary 

operate  
a clearly defined 
process to identify 
key talent31% 

Only



PwC 2017 HR Director Pulse Survey 3

Executive  
summary 

1.  Skills and 
workforce 
planning

2.  Performance 
and talent 
management

3.  Retaining and 
rewarding 
people

4.  Deploying your 
people: a sea-
change

5.  HR technology 
and data 
analytics

6.  The HR 
Function 
and key HR 
priorities

7.  About the 
survey

Improving reward strategies 
Almost half of survey respondents (46%) 
revealed that their reward strategy was not 
appropriately remunerating their best 
people. In addition, 96% reveal that they 
do not tailor their reward offerings to meet 
the different generational needs of their 
workforce. Recognising that one size does 
not fit all will be key to generating an 
engaged workforce across all generations 
and levels in the future.

46%  
revealed that their reward 
strategy does not remunerate 
their best people

Almost

do not currently have  
a data analytics 
capability within HR

40% 

Gaining insights from analytics
Almost 40% of respondents said that they 
do not currently have an analytics 
capability within their HR Function. HR 
analytics (53%) and data analysis (38%) 
were also noted as the areas with the 
largest skills gap. However, the good news 
is that this skills deficiency may be in the 
process of being addressed as the majority 
(62%) plan to increase spending on HR 
technology in the coming 18 months.  The 
priority areas for this investment are core 
HR systems, HR analytics and performance 
management systems.  

Benchmarking for success
A large majority of respondents confirm 
that they measure key HR benchmarks such 
as absenteeism and turnover rates but very 
few measure the return on people 
investment (13%) and HR Function 
performance (5%). These are important 
areas requiring attention.

In today’s evolving business environment, 
organisations must be able to adapt and 
respond to varying circumstances in a 
positive manner.  That means having 
adaptable, creative people, working in a 
culture where ideas spark into life. This is a 
time for bold decisions and that’s why HR 
leaders need a people strategy that works 
in a changing environment. CEOs need a 
HR function that’s at the top of its game – 
innovative, analytical, predictive and 
supportive.

Deploying your people
With critical shortages in talent in specific 
markets and disciplines, employee mobility 
has moved up the organisational agenda. 
Globally we are seeing a significant 
increase in the number of employees 
working outside of their home location at 
the request of their employers. 

The critical need for companies to shore up 
skills in particular disciplines, regions and 
projects is changing attitudes to 
international assignments. Short-term 
‘purpose-based’ assignments are becoming 
increasingly popular, according to PwC’s 
2016 Talent Mobility – 2020 and Beyond 
report. 
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1. Skills and workforce planning 
Whilst the vast majority are confident 
about the future growth prospects of their 
organisation, less than half (45%) of 
Ireland’s HR leaders are planning to 
increase headcount in the next 12 months, 
down from 75% in 2015. This is also 
significantly less than the workforce 
expansion plans of Irish CEOs (2016 PwC 
CEO Pulse Survey: 62%). 

The most utilised method for sourcing 
talent is via outside agencies, while social 
media and online websites also play key 
roles. In-house recruiters and employee 
referrals are of slightly more importance 
this year compared to last year.

1.  Skills and 
workforce 
planning

Fig 2: Talent and skills shortages - % saying 
that the lack of available talent is a key 
threat to business growth (HRDs Vs CEOs 
view)

Irish 
CEOs

Irish 
HRDs

Global 
CEOs

Fig 1: Headcount plans in the next 12 
months (Irish HRDs and Irish CEOs)

45% 

62% 

of HRDs 
planning 
to increase 
headcount in 
the next 12 
months

of CEOs 
planning 
to increase 
headcount in 
the next 12 
months

81%77% 72%

The skills gap is a major constraint
The lack of availability of key talent 
remains a top business concern amongst 
HR leaders and CEOs alike. 

In relation to the HR function, HR analytics 
(53%) and data analysis (38%) were also 
noted as the areas experiencing the largest 
skills gap.  

According to PwC’s 2016 CEO Pulse Survey, 
the skills challenge is at a ten year high and 
is a major threat to business growth.  

77%

of respondents 
said that they are 
experiencing talent 
constraints in their 
business, with the 
greatest skills gap 
being in the areas of 
IT, data analytics, 
risk and finance.
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To fill this talent gap, over a third (37%) of 
HR leaders admitted to actively searching 
and recruiting for talent in different 
geographies, industries and/or 
demographic segments. In addition, 47% of 
respondents acknowledged the need to 
align talent and mobility to meet growth 
objectives.

Organisations are struggling to recruit the 
right people with the right skills to support 
their future growth plans. The ability to 
align an organisation’s workforce with its 
business and growth goals is critical to its 
future success. 

Businesses are faced with a complex and 
shifting world where technology is driving 
huge changes. While over half (58%) have 
a formal HR/technology roadmap in place, 
the digital age has transformed this skills 
shortage from a needling worry into 
something more challenging, as ‘digital 
native’ talent is now deemed essential for 
future business growth.

of Irish HR leaders reported 
that talent constraints resulted 
in a delayed or cancelled 
strategic activity or new market 
opportunity

1.  Skills and 
workforce 
planning

67%

As organisations look to meet the ever 
increasing expectations of stakeholders and 
the wider society, they must look at new 
ways to recruit talent. Strong technology 
skills that are adaptable and can work 
across different industries will be key. In 
essence, they must look to a new 
generation of people who have the skills to 
harness technology and drive innovation.
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More work to be done on 
organisations “Employer Value 
Proposition”
With over 77% of HR leaders experiencing 
talent constraints, it is interesting to note 
that only 12% of participants deemed their 
organisation’s Employer Value Proposition 
(EVP) to be very effective and a key tool in 
sourcing talent. Half of survey participants 
revealed that the deal between employer 
and employee is either a work-in-progress 
or poorly defined. This EVP sets out the 
total work experience and rewards that the 
employer can offer and is of fundamental 
importance in having an engaged 
workforce. While business leaders may 
recognise the critical importance of having 
a clear EVP to help attract, engage, 
motivate and retain employees, one in ten 
(10%) admitted to having no formal EVP. 

Fig 3: How would you describe your company’s ‘Employer Value 
Proposition’ i.e. the ‘deal’ between your organisation and your 
employees which lays out what each can offer and expect in return?

Very effective

Reasonably well 
defined  

A ‘work-in-progress’

Poorly defined 

No formal employer 
value proposition

12

28

47

3
10

% of 
respondents

Strategic workforce planning  
pays off
As we look to the future, one thing is for 
certain, our business environment will 
continue to change constantly and at 
enormous speed. Be it due to changes in 
the economic landscape, emerging 
markets, geopolitical realities and 
uncertainties, new technology or new 
business models, your organisation will 
need to adapt and this will have real 
implications for your workforce. Strategic 
workforce planning can help an 
organisation evaluate its current workforce 
and compile clear, accurate data on its 
future talent needs and sourcing activities. 
It is very important that talent 
requirements are aligned to business 
objectives and that performance 
management processes are set to retain and 
reward talent appropriately.  

Over half of survey participants confirmed 
that they define their talent requirements 
more robustly than in the past in terms of 
skills, potential and cultural fit. They also 
acknowledge the need to align this talent to 
growth strategies. Organisations are 
investing a lot of time and resources in 
searching for the right talent. They are 
widening their search into different 
geographic, industry and demographic 
regions and using different resourcing 
models to deliver workforce agility. 

To ensure success in this increasingly 
digital world, organisations are seeking 
employees with ‘hybrid’ skills and new 
ways of thinking. Understanding the type 
of skills and the type of people needed and 
the channels to be used to find them, 
creates a set of complex challenges. 
Notwithstanding this, it is interesting to 
note that only 15% of respondents use 
analytics to inform decision-making on 
talent and sourcing strategies.

Fig 4: Strategic workforce planning: Which statement applies 
to your organisation:

We define our talent requirements more 
robustly than we did in the past, in terms of 
skills, potential and cultural fit

We acknowledge the need to align talent and 
mobility to meet growth objectives

We actively search and recruit for talent in 
different geographies, industries and/or 
demographic segments

We use different resourcing models to deliver 
workforce agility

We use analytics to inform decision-making on 
talent and sourcing strategies

1.  Skills and 
workforce 
planning

52%

47%

37%

35%

15%
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2.  Performance and talent management
Improving diversity in the workplace
Innovative thinking drives competitive 
advantage and business leaders know that 
they must create an environment where 
innovation can thrive. The fire of 
innovation, adaptability and creativity is 
fuelled by diversity, when people with a 
wide range of perspectives work together; 
not just people of different ages and 
gender, but people with different 
backgrounds, physical characteristics, life 
experiences and personalities.

Formal strategies for promoting talent 
diversity and inclusiveness can help 
broaden the mix of talent across 
organisations. Of those who indicated they 
have a diversity strategy, 79% told us that 
this has helped them attract talent, while 
70% said it has helped to strengthen their 
brand and reputation. In addition, it is 
benefiting business performance, 
innovation, collaboration, customer 
satisfaction and their ability to harness new 
technologies – all essential ingredients for 
success. While business leaders are 
embracing the need for diverse thinking, 
there is still a lot of work to be done, with 
nearly half (45%) of Irish HR leaders 
confirming that they currently have no 
formal strategy in place to promote 
diversity and inclusiveness. Promoting 
diversity not only makes good business 
sense, it is the right thing to do.

Changing landscape of performance 
management programmes
According to the survey nearly all (97%) 
businesses operate a formal performance 
management programme. A further three 
quarters (75%) have either already made 
changes to their performance management 
programme in the last 18 months or plan to 
make changes in the coming year. 

HR leaders indicate that there is a 
reasonable degree of involvement by senior 
leaders in the performance management 
process, with almost two thirds (64%) 
being either heavily or reasonably involved 

in the process. However, to have a truly 
effective performance management process 
that supports employee performance, 
development and success, you need to have 
highly engaged senior executives.

2.  Performance 
and talent 
management

45% 

do not have a strategy for 
promoting talent diversity and 
inclusiveness

2017 Ireland HRDs 2015 Ireland HRDs

% of respondents

0 20 40 60 80 100

79 

68

70 

82

55 

72

48 

70

33 

59

33 

43

30 

53

Attract talent

Strengthen the company’s brand  
and reputation

Collaborate internally/externally

Enhance business performance

Serve new and evolving customer 
needs

Enhance customer satisfaction

Deliver innovation

Fig 5: What benefits, if any, has your organisation obtained from its strategy to promote 
talent diversity and inclusiveness? (% who agreed/agreed strongly)
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According to our 2016 CEO Pulse Survey, 
almost half (47%) of business leaders 
identified that effective performance 
management is a key area for review. When 
done well the payback can be enormous. 
Frequent discussions and real-time 
feedback are becoming more common as 
employees seek to know how they are 
performing on an ongoing basis. 
Interestingly, a recent study carried out by 
PwC UK across 100 organisations also 
found a growing frustration from 
employees and managers with the year-end 
performance process. Consequently, many 
organisations now focus on creating a 
continuous feedback culture to take the 
emphasis off the year-end appraisal.

Historically, performance management 
cycles involved performance planning and 
objective setting, a mid-year and annual 
review, calibration to finalise annual 
performance ratings and determination of 
an annual bonus through the performance 
rating system. While most performance 
management systems still follow these 
traditional steps, there is a growing 
consensus amongst business leaders that 
the annual cycle of performance reviews is 
no longer sufficient. Organisations are now 
seeing the importance of making the 

performance management model a 
continuous process with 74% of survey 
participants changing their performance 
model to focus on more frequent 
performance discussions. Over half (53%) 
noted that providing more individualised, 
real time feedback is also a priority.

Less than half operate a talent 
management programme
People are an increasingly valuable source 
of competitive advantage for organisations. 
As the survey suggests, the current skills 
shortage is a key business threat. 
Organisations must transform themselves 
to ensure they attract, inspire, motivate, 
manage, develop and reward their people 
appropriately – otherwise they risk the 
chance of losing their most valuable asset. 
The purpose of any talent management 
strategy is to have a functional leadership 
pipeline, which produces increased 
organisational capability to deliver 
corporate strategy as well as increased 
shareholder value. That means having the 
right talent available at the right times for 
the right roles. 

Fig 7: Which of the following changes have you made or are planning to 
make to your performance management model? 

have a formal 
performance 
management 
programme  
in place

are focused 
on having 
more frequent 
performance 
discussions  

Heavily involved and 
are seen as key 
drivers/advocates

Reasonably involved 
and are seen as key 
drivers/advocates

Only involved at 
certain times of the 
year

Pay lip service to the 
programme

22

42

31

5

% of 
respondents

Fig 6: How involved are senior leaders in the 
strategy and philosophy of your 
performance management programme?

2016

0 20 40 60 80 100

Focus on more frequent 
performance discussions

More individualised, real time 
feedback 

Focus on individual’s strengths 
rather than weaknesses

Move to a more future focused 
model

More localised decision making 
on recognising performance

Removal of annual rating system

% of 
respondents

53

38

27

24

9

74

53

35

33

25

19

2.  Performance 
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management

97% 
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According to the survey, only 31% of Irish 
businesses operate a clearly defined talent 
management programme to identify key 
talent, down from 43% last year. Over a 
third said that it needs development and  
a further 39% do not measure the 
effectiveness of their talent management 
programme. For those who do have 
measures in place, the most common 
include retention metrics, performance 
appraisal ratings and the strength and 
depth of their internal talent pipeline.  

The trend towards increased automation in 
the workplace has far-reaching implications 
for talent management, from the strategic 
decision of which roles can and should be 
automated to understanding the 
consequences for risk management, 
performance measurement and employee 
engagement.  

Perhaps the biggest challenge, though, is 
understanding the role that people will 
play in an automated world.  It’s inevitable 
that some tasks which were previously 
carried out by people will be replaced by 
automation. Robots are already replacing 
many manual roles, but more sophisticated 
technology and the advent of advanced 
algorithms together with artificial 
intelligence advances provide the potential 
to replace knowledge-based, decision-
making roles. 

Irrespective of the investment in 
automation, the real benefits come from 
collaboration between people and 
technology, rather than replacing one with 
the other. All of this brings huge challenges 
for talent management. 

A best in class talent management strategy 
will motivate people in the organisation to 
be involved and deliver their best. It will 
focus resources on the people who can 
make the most progress towards corporate 
goals.  Importantly, talent conversations 
need to be honest and fair to the individual 
and the organisation.   

Fig 8: Do you have a clearly defined talent management programme in place 
to identify key talent?

Our talent management processes need development

We know who our key talent is, however, we don’t have formal 
talent management processes in place

Yes, a clearly defined process is in place to identify key talent

37

32

31

43 39

18

2017 2015

Fig 9: How do you measure the effectiveness of your talent 
management programme?

2017 2015

Retention metrics/turnover rates 
of talent

42% 76%

Performance appraisal ratings of 
talent

41% 70%

Strength and depth of internal 
talent pipeline

41% 70%

Don’t currently measure the 
effectiveness of our talent 
management Programme

39% 19%

Accelerated career progression 
of key talent

34% 43%

2.  Performance 
and talent 
management
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Leadership - getting it right
Almost half of Irish HR leaders reported 
that they are making changes to how they 
develop their leadership pipeline. It’s not 
hard to understand why. This new genera-
tion of leaders has grown up in a differ-
ent world and is better equipped to tackle 
thorny societal issues.
Organisations are becoming more complex 
where cross-border and cross-sector 
collaboration are the norm. While 
technology readiness is of key importance 
in today’s digital economy, people skills are 
also an important business enabler. Driving 
forward an organisation depends entirely 
on the skills and energy of its leaders and 
on a culture that binds people together and 
motivates them in a common cause.  
Interestingly, PwC’s 2016 CEO Pulse survey 
revealed that nearly half (42%) of Irish 
business leaders are changing their focus 
on their leadership pipeline in order to 
attract and retain the talent they need to 
remain competitive.  

With today’s business environment 
becoming more challenging, organisations 
require a different form of leadership and 
management. Winning leadership 
capabilities in the future will include some 
of the traditional leadership traits but, 
increasingly, they will need to be able to 
operate in a world with multiple 
stakeholders, different values and diverse 
attitudes.  In addition, organisations will 
need to leverage the full benefits of data, 
analytics and many new technologies. 

The survey reveals that some important 
aspects of leadership development 
activities are in operation.  For example, 
over half tailor their leadership 
development solutions to the expectations 
of those in critical roles. Interestingly 
however, less than half identify their 
pivotal leadership talent and engage with 
them effectively and continuously while 
less than a third align their leadership 
development strategy to their business 
strategy. In addition, less than one in ten 

(8%) said that they ground their leadership 
development programmes in meaningful 
measurement. Organisations must strive to 
develop a solid pipeline of future leaders, 
who are well-prepared to tackle the 
challenges of today’s changing world.

Fig 10: Do you agree or disagree with the following statements about your organisation’s 
leadership development activities? (% who agreed/agreed strongly) 

2017

0 10 20 30 40 50 60

We tailor our leadership development 
solutions to the values and 
expectations of those in critical roles

We identify our pivotal leadership 
talent and engage with it effectively 
and continuously

We match our leadership development 
strategy to our business strategy and 
ensure full alignment

We ground our leadership 
development programme in 
meaningful measurement

% of respondents

52

42

32

8
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3.  Retaining and rewarding people
Employee engagement is widely 
measured
Over the past decade, employee 
engagement has grown in importance as 
business leaders see the benefits of creating 
a positive work experience for their people. 
The survey reveals that a large majority 
(79%) of Irish businesses measure 
employee engagement, down slightly from 
85% last year.  Of those who measure it, 
nearly two-thirds (64%) do it annually, up 
from 48% last year. Almost a quarter (22%) 
measuring it every two years. The key 
objectives of such employee engagement 
activities are creating a shared value in 
terms of the organisation’s culture and 
mission and improving employee job 
satisfaction. In turn, this can positively 
influence business performance such as 
revenue, customer satisfaction and 
financial growth.

Effective reward strategies 

Creating the right reward strategy is 
essential to attract and retain key staff. 
According to the survey, nearly half (46%) 
of Irish HR leaders confirm that their 
reward strategy is not appropriately 
remunerating their best people. In 
addition, 96% of respondents reveal that 
they do not tailor their reward offerings to 
meet different generational needs of their 
workforce. According to PwC’s NextGen: A 
Global Generational Study, while the same 
basic drivers of retention exist for both 

millennials and non-millennials, their 
relative importance varies, with millennials 
placing a greater emphasis on being 
supported and appreciated. Flexibility in 
where they work and how much they work 
are also key drivers in millennial’s 
satisfaction. This view differs in importance 
from that of the non-millennial generation, 
which places greater importance on pay 
and development opportunities. 

Millennials are looking for more in life than 
“just a job” or a steady climb up the 
corporate ranks. They want to do 
something that feels worthwhile. They take 
into account the values of a company when 
considering a job and they are motivated by 
much more than money. Organisations 
must be mindful of this when developing 
reward strategies into the future.

3.  Retaining and 
rewarding 
people

Fig 11: Key priorities in terms of employee engagement activities – Top 3
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Creating a shared value in terms of 
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Improve employee job 
satisfaction/enrichment

Improve employee performance/
productivity
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Reward trends
There is increased optimism for 2017 with 
all companies planning a pay increase, 
forecasted at 2.5%. Over 81% of companies 
are forecasting an increase of between 2% 
and 3%. 

A heightened interest on external 
benchmarking could suggest that 
organisations are conscious of the need to 
keep hold of their talent and are looking for 
ways to justify increases.

With limited pay budgets and a need to 
recognise key talent, companies may look 
to incentive pay to reward top performers. 
Over a third of those surveyed said they are 
looking at revising their incentive plans, in 
particular the performance measures for 
bonus schemes. 

Enhancing health and wellness benefits is 
the top priority for change when 
considering reward. Business leaders are 
recognising the positive outcomes of having 
a corporate wellness programme with 45% 
of participants having or planning to 
enhance their health and wellness benefits. 

Organisations that invest in corporate 
wellness programmes are yielding the 
benefits through increased employee 
health, morale, productivity and decreased 
medical care costs, disability pay, health 
insurance costs, rates of absenteeism, 
employee turnover and workplace injuries. 

Fig 12: Median Salary movements

Fig 13: Key drivers of salary increases?

Pay increases of 

expected in 2017

revealed 
that external 
benchmarking 
was the key 
driver for a 
salary increase, 
followed by 
company and 
individual 
performance

2017
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Other
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9
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With critical shortages in talent in specific 
markets and disciplines, employee mobility 
has moved up the organisational agenda. 
Globally we are seeing a significant 
increase in the number of employees 
working outside of their home location at 
the request of their employers. The critical 
need for companies to shore up skills in 
particular disciplines, regions and projects 
is creating a sea-change in international 
assignments. Well-designed employee 
mobility programmes can be an effective 
way of attracting senior leadership talent 
and ensuring organisations have the right 
skills for their businesses. 

While improvements to the employment 
permits regime has helped to improve 
Ireland’s attractiveness, we still face some 
challenges which many other successful 
inward investment locations also face.  For 
example, 55% of respondents identified 
income tax levels as potentially inhibiting 
leadership/ specialists relocating to 
Ireland. The cost of living (50%) and 
accommodation costs (41%) were also 
cited as key factors. 

Although the take up on the tax relief 
known as Special Assignment Relief 
Programme (SARP) has increased since it 
was improved a few years ago, and it has 
aided employers across various industries 
to attract talent to Ireland, it was 
disappointing that no further SARP 
improvements were introduced by Finance 
Act 2017. But the announcement of the 
extension of the existing relief to 2020 is 
welcomed and should facilitate the 
attraction of talent post Brexit. SARP 
increases net employment income thus 
increasing employee’s purchasing power in 
Ireland, and can help to control mobility 
costs in relation to equalised assignees, but 
employers should be mindful of the 
potential distortions created with 
employees who don’t qualify for such tax 
breaks.

Where assignments were traditionally 
‘duration based’ e.g. for three to five years, 
followed by a return to headquarters or 
home location, short-term ‘purpose based’ 
assignments are becoming increasingly 
popular, according to PwC’s 2016 “Talent 
Mobility – 2020 and Beyond” report.  

4.  Deploying your people: a sea-change

4.  Deploying your 
people: a sea-
change

PwC’s recent report ‘Managing mobility in a 
changing landscape’ further revealed that 
the OECD’s Base Erosion and Project 
Shifting (BEPS) project has sharpened the 
focus on the risks posed by employee 
mobility as it aims to ensure profits are 
taxed in the territory where business 
activity is performed. However, nearly a 
third (31%) of companies don’t know the 
exact number of their employees working 
internationally. 

Whilst over half (58%) of companies 
surveyed are aware the BEPS 
recommendations have significant 
implications for mobility and their tax 
position, they are unsure how best to deal 
with the challenges. The majority recognise 
the need to make changes and would like to 
do so before the rule changes are enacted. 

The informally mobile population (business 
travellers, cross border commuters and 
international virtual workers) pose 
particular challenges and risks to 
employers. Almost a quarter (23%) of 
respondents do not know who has 
responsibility for business travellers and 
only a third of companies feel that their tax 
and mobility teams work closely together to 
monitor this.
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The main priority for organisations is that 
they have the right skills in the right place 
at the right time. However, the best 
candidates for overseas assignments may 
not be ready or willing to relocate, so 
alternatives to traditional mobility, such as 
commuting, is an effective way of making 
sure that the best skills are made available. 
Short-term assignments are generally more 
appealing to younger workers who want to 
broaden their experience. 

The (generally) lower costs, 
simultaneously, make short-term 
assignments appealing to employers. 
Commuting and extended business travel 
allows assignees to work in a specific 
location without relocating and has become 
a viable alternative to relocation for 
employees with family commitments. 
Interestingly, only 16% of survey 
participants considered alternatives, such 
as commuting and short-term business 
trips, to relocating leadership/specialists to 
Ireland. 

Mobility is evolving from a straightforward 
transfer of skills to a far more complex 
concept, designed to address a diverse set 
of business needs. This includes the need to 
develop well-rounded leaders of the future, 
with a truly international perspective and 
at the same time offering exciting career 
opportunities to the key individuals as 
competition to attract and retain the best 
intensifies. 

It comes as no surprise that the UK’s 
decision to leave the EU has led to 
uncertainty for UK nationals working in 
Ireland and EU nationals working in the 
UK.  Until now, mobility between the EU 
and the UK has been straightforward with 
EU regulations allowing for the free 
movement of talent. 

Fig 14: What are the main factors inhibiting leadership/specialists to 
relocate to Ireland?

2017
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4.  Deploying your 
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Following the UK’s exit from the EU this is 
likely to change, even though Teresa May 
has identified retaining the Common Travel 
Area between Ireland and the UK as a key 
objective in her negotiations with the EU.  
As the UK will need to negotiate new 
agreements, this is understandably a cause 
for concern for employers, particularly 
those with internationally mobile 
employees. The survey highlights wide 
spread concern (70%) amongst Irish HR 
leaders regarding the implications which 
Brexit may have on employee mobility 
between the EU & UK. 

As we enter a time of unparalleled change, 
it is important to acknowledge the 
uncertainties that lie ahead, whilst also 
embracing the potential opportunities that 
may arise.  For Irish employers looking to 
source key talent, this represents an 
opportunity to make Ireland a more 
attractive location for EU nationals. 

concerned about the impact of 
Brexit on employee mobility70%
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Well over a third (39%) of Ireland’s HR 
leaders reported that they do not currently 
have an analytics capability within their HR 
function. The survey suggests that data 
analytics is yet to be used to its full effect by 
HR, largely due to a skills deficiency.  

However, the good news is that this skills 
deficiency may be in the process of being 
addressed, as a significant majority (62%) 
plan to increase their spend on HR 
technology in the coming 18 months.  The 
priority areas for this investment are core 
HR systems, HR analytics and performance 
management systems.  

The survey highlights that some very 
important HR benchmarks are being 
measured such as absence rates, staff 
turnover rates and engagement scores. 
However, less than half measure absence 
costs, learning and development 
investment and effectiveness and HR 
function costs. Only a quarter measure 
productivity; just over one in ten (13%) 
measure return on people investment, 
while even less (5%) measure HR function 
performance.

5.  HR technology and data analytics

5.  HR technology 
and data 
analytics

Fig 16: Are you confident that your current 
cyber security activities in relation to HR 
data and processes are effective? 

62% 
plan to increase their 
spend on HR technology

2017 2015

Absence rates 89% 94%

Turnover rates 85% 91%

Engagement scores 65% 71%

Cost per full-time employee 64% 51%

Learning and development investment 47% 63%

Learning effectiveness 47% 31%

Absence costs 45% 51%

HR function costs 44% 60% 

Talent and succession 40% 49%

Revenue/profit per full-time employee 35% 42%

Productivity 25% 34%

Return on people investment 13% 8%

Fig 15: Do you currently measure the following? (% who said yes) 

Cyber-attacks 
a new area of 
concern
With the incidence of 
cyber-attacks having 
doubled in Ireland 
since 2012, and over a 

third of Irish business leaders expecting 
more cyber attacks in the future (according 
to PwC’s 2016 PwC Economic Crime 
survey), it is not surprising that a large 
majority (81%) of CEOs said this is an area 
of key concern. For Irish HR Directors, just 
40% said they are very confident with their 
organisations current cyber security 
operations.

Very confident

Somewhat 
confident

Not confident

40

51

9

% of 
respondents
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According to the survey, insufficient 
resources is the top barrier preventing the 
HR Function from driving value in their 
organisation. Other key barriers include 
the lack of appropriate skills, a lack of 
analytics capability and management not 
seeing the potential value that the HR 
function can deliver. That said, most (87%) 
participants are satisfied or very satisfied 
that HR is partnering with the business to 
proactively manage the talent agenda. 

Developing key skills is the top HR 
priority
According to the survey, the most 
important HR priorities over the next 18 
months involves developing key skills and 
retaining key talent. This is aligned with 
Irish business leaders who noted the 
availability of key skills as the top business 
concern and that having a skilled, educated 
and adaptable workforce should be the 
most important priority for Government 
and society.

6.  The HR Function and key HR priorities

6.  The HR 
Function 
and key HR 
priorities

2017
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Fig 18: What are the top 3 HR priorities for your organisation in the 
coming year?  

2017 2015

% of respondents
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Insufficient resources

Lack of appropriate skills in HR 
team (including digital, data 
analytics, social media)

Lack of analytics capability in HR 

Management not seeing the 
potential value that the HR function 
can deliver

Fig 17: What are the barriers for the HR Function in your organisation 
in terms of adding value to the business? (% who said yes) 
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Insight: Human capital priorities 
By 2020, the make-up of the workforce and 
how it’s recruited, organised and rewarded 
will look very different from today. In turn, 
the role and function of HR will have been 
overhauled. 

We list in fig 19 the priorities to ensure 
workforce strategies, and how they are 
executed, are fit for the future. One of the 
priorities is for organisations to continue to 
build trust and reassert its value to society. 
Talent will readily switch to another 
organisation that better aligns to their 
values, or if their experience of working for 
a company does not line up to the initial 
promise. Leading organisations are 
revitalising their purpose and employer 
brand to keep pace with the evolving 
expectations of these stakeholders in key 
areas such as career paths, diversity, 
flexibility and delivering value to society. 
The workforce of the future will be 
increasingly versatile, mobile, digital and 
automated. 

To keep up and stay attractive, 
organisations will need to develop dynamic 
workforce supply and demand models that 
help drive workforce flexibility and 
redesign their jobs and compensation 
models to move away from rewarding 
tenure and focus more on contribution to 
business value. This will prove vital to 
attract and retain top-tier talent.

6.  The HR 
Function 
and key HR 
priorities

Fig 19: The priorities for optimising human capital

Continue to build trust and redefine employer 
brand to attract and retain tomorrow’s 
workforce

Develop dynamic workforce supply/demand 
models to prepare for the workforce of the 
future

Maximise the potential of digital ‘talent 
exchanges’ to promote a better match between 
talent ‘buyers’ and ‘sellers’

 Influence redesign of academic curricula and 
modernise corporate learning & development 
to build an adaptive workforce

Digitise the workplace to fuel increased 
workforce productivity

Integrate human capital data analytics in 
priority business decisions

Redesign jobs and compensation models to 
reward contribution to business value
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Fig 20: Company type 

The survey was carried out in October and 
November 2016 representing 67 HR 
leaders. Survey respondents included all 
industry sectors in Ireland. 

7.  About the survey
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