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Executive
Summary
We are delighted to present the results
of PwC’s 2019 HR Directors (HRD) Pulse
Survey. This survey gathered the views
of Irelands HR leaders on their key
priorities for the year ahead, as well as
the challenges and opportunities facing
HR functions.
As Irish organisations operate in a rapidly changing business and political
environment, it is essential that organisations have sustainable strategies that
help the business innovate and grow, while leveraging talent and building a
robust and collaborative culture.
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Skills shortage

Diversity & inclusion

The majority of HR leaders indicated they are confident about
their organisations future growth prospects. However, 85% said
‘attracting and retaining key talent’ will be their top HR challenge in
2019. Having the right people and capability is integral to the future
success of organisations.

Innovation and diverse thinking are key
to organisations continuing to adapt
and progress in a competitive business
environment. Over half (52%) of Irish HR
leaders have a formal strategy in place to
promote diversity and inclusiveness, with 87%
of those organisations focusing on improving
gender diversity.

The lack of availability of key skills is a growing threat, particularly
in the area of data and analytics, which is impeding innovation and
impacting quality standards. This is mirrored in PwC’s Irish CEO
Pulse survey, where the skills gap is at an all-time high in the 13year history of the survey.

85%

said attracting and retaining
key talent will be their top
HR challenge in 2019

CEOs are unequivocal in their belief that data and the way they
interpret it, is an essential component of their organisation’s
long-term success. Organisations are struggling to convert data
into useable and actionable intelligence. Without clean, relevant,
and labelled data together with the skills to analyse and interpret
results, organisations will struggle to have the information they
need to grow their business effectively. The power of data-led
insight is transforming the way organisations make better decisions
and harness the power of their people.

75%

are experiencing talent
constraints

Over half of HR leaders (51%) have already
calculated their gender pay gap in preparation
for the gender pay gap reporting legislation,
which ought to be introduced later this year. It
is concerning however, that a large number of
organisations have taken no action to discover
whether gender bias exists in their pay
programmes. The introduction of mandatory
gender pay gap reporting is a positive step
for diversity and a welcome development
for gender equality. For true lasting change,
organisations really need to look behind their
gender pay data and understand the cause
of the gap and then come up with actions on
how they are going to make changes.

52+48+T
51+49+T
52%

have developed
and implemented
a diversity and
inclusiveness strategy

51%

have calculated their
gender pay gap

6

|

2019 PwC HRD Pulse Survey

Talent management
& strategic workforce
planning

47%

said they had a
clearly defined
process in place to
identify key talent

Less than half of Irish businesses (47%) operate
a clearly defined talent management programme
to identify key talent, up from 31% last year.
Organisations with talent management programs in
place foster a talent-oriented culture by recruiting
skilled workers and top talent and focusing on
developing these workers’ skills, expertise and
knowledge so they are prepared to take on leadership
roles in the future.

40+60+T
40%

use strategic workforce planning
to identify specific skills
and competencies required
in our future workforce

Strategic workforce planning gives organisations the
ability to evaluate the current workforce and assess
future requirements by looking at the projected gap
between workforce demand and supply. However, our
survey indicates only 40% of HR leaders are using
strategic workforce planning to identify specific skills
and competencies required in their future workforce,
with just 35% currently using workforce data and
analytics to inform decision-making. A systematic
approach to strategic workforce planning ensures that
you match your business strategy with your workforce
needs, so you have the key people in the right place at
the right time.

Getting reward
strategies right

86%

have made or are planning to
make changes to their reward
elements

89+11+T
89%

forecasting a salary increase
of between 2% and 3%

Creating the right reward strategy is essential to attract
and retain key staff. Sixty-six percent of Irish HR
leaders find that their reward strategy appropriately
remunerates their best talent. However, 86% have
made or are planning to make changes to their reward
elements. Out of this sample, revising the performance
management system and introducing a recognition
scheme or annual bonus plan were the most prevalent
changes.

75%

have recently made
changes or plan to make
changes to their performance
management model

64+36+T
64%

of HR leaders are
focusing on more frequent
performance discussions

Irish HR leaders are increasingly concerned with
the effectiveness of their performance management
programmes. Sixty-three percent of HR leaders
confirmed that their programmes are only somewhat
effective or not effective at all. Line manager capability
has been identified as the major inhibitor to improved
effectiveness, by 72% of respondents.
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Line managers are crucial in implementing sound people
management activities, and are in the frontline when it comes
to safeguarding people’s performance in organisations. It
is important that line managers possess the right attitude
towards performance management mechanisms and equally
possess the right competencies for executing same.

Harnessing culture to
deliver results

85+15+T
66+34+T
85%

of businesses measure
employee engagement

66%

of HR leaders said their priority
for employee engagement
was to create a shared value
in terms of organisation
culture and mission

PwC’s recent report, “preparing for tomorrows workforce
today”, shows that the future of work isn’t just about
technology but also trust and culture. Creating a compelling
work experience for employees through active engagement is
an ever-increasing priority for businesses. Two-thirds (66%) of
HR leaders said their priority for employee engagement was
to create a shared value in terms of organisation culture and
mission.

PWC DEFINES CULTURE AS

“the assumption or beliefs common in an
organisation that allow you to predict how
your people will behave and what they
will achieve. It is an organisation’s selfsustaining pattern of behaving, feeling,
thinking and believing. Typical change and
communications programs do not work,
and since culture is often not tangible,
most do nothing about it. However,
by defining your organisations culture
aspirations, and identifying and prioritising
the critical behaviours to evolve your
culture, you can drive performance and
advance key business needs.”
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People analytics

Employee mobility

The power of data-led insight is transforming the way
organisations make better decisions and harness the
power of their people. Better data is pivotal to today’s
strategic workforce planning, talent management,
employee engagement and retention, performance
management and mobility decisions. By using people
analytics, organisations can cut through the noise and
get a clear picture of what is working and what isn’t.

There are a number of factors inhibiting leadership/
specialists from relocating to Ireland with
accommodation, income tax levels and cost of living
being the most prevalent. There has been a marked
increase (54%, up from 41%) of respondents who see
the shortage of accommodation as a barrier to mobility
into Ireland. This is borne out by anecdotal evidence
from companies in all sectors and now appears to be
the major deterrent to relocation into Ireland.

Despite this increased demand for HR analytics, 74%
of respondents said that they do not currently have
this capability embedded within their HR Function. HR
analytics and workforce planning were also noted as
the areas with the largest skills gap. However, we are
seeing greater investment in HR technology with over
half of HR Leaders (56%) planning to increase their
spend in this area over the next 18 months with the
top priorities identified as data analytics and core HR
systems.

74+26+T
56+44+T
74%
56%

While 40% of HR leaders have expressed concern as
to the impact of Brexit on employee mobility, this is
down from 70% in 2017. The latter figure is perhaps
understandable in the context of 2017, at which point
companies had had little or no time to think through
the potential implications on their talent management /
mobility strategies. Nonetheless, this figure is still high
and the impact of Brexit and the prevailing uncertainty
in relation to the free movement of people clearly
remains a major issue for HR leaders.

Almost 74% do not currently
have a data analytics
capability within HR

plan to increase their spend
on HR technology in the
coming 18 months

40%

indicated they are concerned
about the impact of Brexit on
employee mobility
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SECTION

1

SKILLS AND WORKFORCE PLANNING

The majority of HR leaders are confident about the future growth
prospects of their organisation, with just over half (56%) planning to
increase headcount in the next 12 months, up from 45% in 2017.
Similarly PwC’s 2019 Irish CEO Pulse Survey, showed that the majority
(84%) of Irish leaders expect to see revenue growth in the year ahead,
and 63% expect to expand their workforce in 2019.

63%

expect to expand their
workforce in 2019
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FIG 01: HEADCOUNT PLANS IN THE NEXT 12 MONTHS (IRISH HRDS AND IRISH CEOS)

HRDs Increase

Irish CEOs Increase

85%

of respondents said attracting
and retaining key talent will be
their top HR challenge in 2019

6349
5645
2019 56%

2019 63%

2017 45%

2017 49%

Talent constraints a top
HR challenge in 2019
Organisations continue to experience talent and skills
shortages. Three-quarters (75%) of HR leaders said
that they are currently experiencing talent constraints
in their business, 68% are expecting these constraints
to continue in the year ahead. The greatest skills gap
is in the areas of technology, engineering, finance and
regulatory roles. Within the HR function, the largest
skills gap is in HR analytics (42%) and workforce
planning (37%). Lack of appropriate skills and
analytics capability in the HR team are also highlighted
as the main obstacle to the HR function adding value
to the business.
These talent constraints are leading to significant
impacts on the organisation with reduced innovation
reported as the number one impact by HR Leaders.
This is mirrored in our Global CEO survey, where
business leaders also affirmed that the availability of
key skills affect their growth prospects, with 55% of
respondents saying this led to the ‘inability to innovate
effectively’. For Irish CEO’s the skills gap is at an

all-time high in the 13-year history of the survey. The
majority of Irish CEOs see this as the biggest threat to
business growth.
Globally, CEOs see ‘significant retraining and
upskilling’ as the best answer to the skills gap, which
will take time and money. Improved STEM (science,
technology, engineering, and math) skills will be
important in allowing people to perform the new roles
and tasks that will arise out of AI and robotics, but soft
skills like creativity and empathy will also be critically
important in making people adaptable and employable
throughout their working lives.
Almost half of the survey participants identified data
analytics as a top priority with regard to investment
in HR technology. However only 26% currently have
a data analytics capability embedded within their
HR function. Business leaders are continuing to put
pressure on HR to get better data about their people
to deliver actionable information and insights. Without
clean, relevant, and labelled data, with the skills
to analyse and interpret results, organisations will
struggle to have the information they need to grow
their business effectively.

84+16+T
84%

of Irish CEO’s said availability of
key skills is a top business threat

PwC’s Workforce of the Future study charts a path to a
working environment that not only upskills workers for
technological change but provides a sense of purpose
and a great people experience.
It’s about making talent and capabilities management
a matter of urgency, or risk losing the battle to
harness technological breakthroughs and innovation
in your sector. It will be important to build and nurture
adaptability in the workforce by harnessing a flexible
talent mix, new ways of working and learning, and
different career paths.
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Increased investment
in strategic workforce
planning
Workforce planning has a significant impact on
ensuring long term organisational success as it
provides business leaders with robust data and
metrics to recognise workforce risks before they
impact business objectives. Strategic workforce
planning can be used as a tool to evaluate the current
workforce and assess future requirements. Critical
to the success of workforce planning is alignment
to business strategy and appropriate performance
management processes for retention and rewarding of
key talent.

Forty percent of HR leaders are using strategic
workforce planning to identify specific skills and
competencies required in their future workforce.
While just 35% are currently using workforce data
and analytics to inform decision-making, a further
37% acknowledge the need to invest in data driven
technology to better inform decisions.
Strategic workforce planning gives organisations the
ability to understand and strategically address their
diverse talent needs. It also sets your organisation
for future success by looking at the projected gap
between workforce demand and supply based on
various business scenarios, such as high growth,
market expansion, or downsizing. The organisations
who get it right can identify and address gaps created
by demographic shifts and skills gaps, now and in the
future, and will be on the front foot against their peers.

Strategic workforce planning gives
organisations the ability to understand
and strategically address their diverse
talent needs

F I G 0 2 : S T R AT E G I C W O R K F O R C E P L A N N I N G : W H I C H S TAT E M E N T A P P L I E S T O Y O U R O R G A N I S AT I O N :

354010223726

We use workforce data and analytics to inform decision making

35%

We can identify specific skills and competencies required in our future workforce

40%

We use predictive analytics to forecast future workforce scenarios

10%

We do not have an appropriate framework for understanding our workforce needs

22%

We need to invest in data driven technology to better inform decisions

37%

We need to identify HR metrics for measurement

26%
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SECTION
PERFORMANCE AND TALENT
MANAGEMENT

2

While it is positive that 90% of Irish organisations have performance
management programmes, HR leaders are concerned with the
effectiveness of their programmes, with 63% stating their programmes
are only somewhat effective or not effective at all. Line manager
capability has been highlighted as the biggest blocker to improved
effectiveness by over two third of respondents (72%).
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Improving performance management in the workplace
Performance management in Irish organisations is
slowly starting to move from the traditional cyclical
process to a continuous process. Over three
quarters (76%) of HR leaders have reviewed or are
currently reviewing their performance management
programme, with 64% of leaders carrying out more
frequent performance discussions and introducing
individualised, real time feedback.

FIG 03:

HRDs
Focus on more frequent performance discussions
More individualised, real time feedback
Focus on individual strengths rather than weaknesses

Increase

More localised decision-making in recognising performance
Removal of annual rating system

72%

of HR leaders have indicated
that line manager capability
is a key blocker to improved
effectiveness of performance
management programmes

 2019

 2017

564551532835262520192533

Please tick which of the
following changes you have
made or are planning to
make to your performance
management model?

64+36+T
64%

of HR leaders are focusing on
more frequent performance
discussions

Move to a future focused model (rather than past performance)

64%
74%
51%
53%
28%
35%
26%
25%
20%
19%
25%
33%
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Diversity and inclusion
as a performance driver

52+48+T
51+49+T
52%
51%

have developed and
implemented a diversity and
inclusiveness strategy

Gender pay gap reporting legislation will be introduced
later this year. Over half of HR leaders reported
that they have already calculated the gender pay
gap in their organisation. Almost half (49%) of HR
leaders think there are significant gains to be made
from achieving gender pay parity, with 48% having
discussed the topic at board/leadership level and 33%
having devised messaging to explain the reasons for
the gap to stakeholders.
In Ireland, the gender pay gap is 14% (in favour of
men), according to the most recent data from the
OECD/Eurostat. The main driving factors of the gap

are the distribution of men and women across the
levels of seniority and also pay factors which could
represent equal pay risk areas i.e. differences in pay
between men and women performing equal work.
For those employers who are embracing diversity and
inclusion, gender pay gap reporting presents a positive
opportunity to strengthen their employer brand by
promoting their efforts publicly. For those who have
yet to embrace the topic, it will provide a chance to
understand the reality in their company, why a gender
pay gap exists and what the key contributors are. They
can then begin to make data-informed decisions.

of organisations have calculated
their gender pay gap.

The top benefits noted amongst the participants
who have a D&I strategy included, strengthening
the company’s brand, attracting talent and greater
collaboration. For those that have a D&I strategy in
place, 87% indicated gender as the area they wish to
improve.

What benefits, if any, has your organisation obtained from its
strategy to promote talent diversity and inclusiveness?
( % W H O A G R E E D / A G R E E D S T R O N G LY )

HRDs

Ireland

Strengthen the company’s brand and reputation

68%

Ability to attract talent

62%

Greater collaboration internally/externally

46%

Greater alignment to new and evolving Customer needs

30%

Enhanced business performance

25%

Increased innovation
Enhance customer satisfaction

 2019

68624630252211

Innovation and diverse thinking are key to
organisations continuing to adapt and progress in a
competitive business environment. Diversity creates
a culture of problem solving and creativity through
having people with a wide range of perspectives work
together; not just people of different ages and gender,
but people with different backgrounds, life experiences
and personalities.

FIG 04:

22%
11%
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Talent management
programmes need
development

A talent strategy is essential to ensure there is
succession planning in place to develop capability within
organisations to meet and deliver organisational goals.
According to the survey, almost half of Irish businesses
(47%) operate a clearly defined talent management
programme to identify key talent, up from 31% last
year. Twenty-four percent stated that they know
who their key talent is but do not have formal talent
management processes in place, and a further 30%
state that their talent management processes need
development. Organisations with talent management
programs in place foster a talent-oriented culture by
recruiting skilled workers and top talent and focusing
on developing these workers’ skills, expertise and
knowledge so they are prepared to take on leadership
roles in the future.

47%

said they had a
clearly defined
process in place
to identify key talent

Do you have a clearly defined talent management
programme in place to identify key talent?
 2019

 2017

 2019

 2017

303724324731 52423641544137341139

As in previous years, skills shortages in key areas are a
major threat to businesses. Organisations must adapt
and position themselves to attract and retain the best
talent or run the risk of losing their people.

FIG 05:

Our talent management processes need development

30%
37%

We know who our key talent is, however, we don’t have formal 24%
talent management processes in place
32%
Yes, a clearly defined process is in place to identify key talent

FIG 06:

47%
31%

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

Retention metrics/turnover rates of talent
Performance appraisal ratings of talent
Strength and depth of internal talent pipeline
Accelerated career progression of key talent

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

52%
42%
36%
41%
54%
41%
37%
34%
11%
39%
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SECTION

3

RETAINING AND REWARDING PEOPLE

There is an unprecedented number of generations active in the Irish
workforce at the moment which, with the advent of the digital age,
should help improve our innovation and productivity. However, the
rapidly changing workforce is accelerating the need for organisations to
create competitive reward strategies.

17
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Reward strategy
It is positive that almost two thirds of Irish HR
leaders (65%) are happy that their reward strategy
appropriately remunerates their best people, up
from 54% last year. However, 56% of respondents
do not tailor their reward offerings to meet different
generational needs, with just 25% indicating this is
something they are considering. Organisations should
utilise their full EVP (employee value proposition)
taking into account what the workforce want and
creating an enticing value proposition around this.
Despite the reluctance to tailor rewards, 86% of HR
leaders have made or are planning to make changes
to their reward elements. Out of this sample, revising
the performance management system, introducing
a recognition scheme or annual bonus plan were the
most prevalent changes.

56%

+2.5%

median salary
increase in 2019

F I G 0 7 : K E Y D R I V E R S O F S A L A RY I N C R E A S E S ?

 2019

Individual performance

External benchmarking

Company performance
reveal that they do not tailor
their reward offerings to
meet different generational
needs of their workforce

67+33+T
67%

revealed that individual
performance was the key
driver for a salary increase

Inflation (CPI)
Other

 2017

67705979547048479

86+14+T
56+44+T
86%

have made or are planning to
make changes to their reward
elements

Similar to recent years, all HR leaders are planning a
pay increase with the majority (89%) forecasting an
increase of between 2% and 3%. The primary driver
of salary increases in 2019 is individual performance,
which suggests that organisations are keen to
reward and retain their key talent in an increasingly
competitive market.

67%
70%
59%
79%
54%
70%
48%
47%
9%
9%
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Employee engagement
and a strong company
culture
Employee engagement is an ever-increasing priority
for businesses in order to attract and retain key talent.
The survey results show that the vast majority of
HR leaders (85%) measure employee engagement.
Two-thirds (66%) stated their priority for employee
engagement was to create a shared value in terms
of organisation culture and mission. The stronger a
company’s culture, the better employees understand
what is expected of them and what they are working
toward. Engaged employees are more likely to stay
happy, motivated, and committed to the organisation,
leading to higher productivity and reduced turnover.

85+15+T
85%

I N S I G H T:

PwC’s Global Culture Survey 2018 by The Katzenbach Center,* which researched more than 2,000
people in 50 countries, showed that 80% of respondents felt their culture must evolve in the next
five years for their company to succeed, grow, and retain the best people. However, for the influence
of culture to translate into real business results, culture, strategy and operations must be aligned.
Achieving this alignment demands a deep understanding of where your culture is today, and then
envisioning its ideal state. By defining your organisations culture aspirations,
and identifying and prioritising the critical behaviours to evolve your culture,
you can drive performance and advance key business needs.
*The experts on organisational culture, teaming and informal organisation

of businesses measure
employee engagement

FIG 08: KEY PRIORITIES IN TERMS OF EMPLOYEE ENGAGEMENT ACTIVITIES

665748

Creating a shared value in terms of organisation culture and mission 66%
Improve employee job satisfaction/enrichment
Improve employee performance/productivity

57%
47%
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SECTION
EMPLOYEE MOBILITY

4

Respondents were asked to identify factors which may inhibit
leadership/specialists from relocating to Ireland. The survey results
indicate that we still face some challenges which many other
successful inward investment locations face, with accommodation,
income tax levels and the cost of living all being cited. In Ireland’s
case, however, it is striking to note that there has been a decline in
the extent to which each of these main factors is perceived as being
a barrier. The single exception here is accommodation. There has
been a marked increase (54%, up from 41%) of respondents who see
the shortage of accommodation as a barrier to mobility into Ireland.
The housing market is a significant priority for the Irish Government
which is committed to delivering on a nationwide action plan, covering
construction and supply as well as rental sector improvements.

20
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It is interesting to note that, while overall effective tax
rates in Ireland have not dropped significantly since 2017,
particularly at mid to higher income levels, there has been
a fall in the level of respondents who see Irish income
tax levels as a barrier to mobility. The improvement in
sentiment might be explained by the more widespread use
of the tax break offered by SARP (the Special Assignee
Relief Programme), with over 34% of respondents
indicating that this tax break is a consideration in relocating
people to Ireland . Finance Act 2018 introduced some
enhancements to the SARP regime. It remains to be
seen if its level of influence on mobility decision making
will increase and whether this will be mirrored in future
sentiment towards income tax levels generally.

On the other hand, in the context of Brexit (see below), the
proximity of the UK to Ireland offers flexibility and choice
in terms of how mobility is offered to employees e.g. short
term business trips, commuting etc. This might result in
an increase in the above figure of only 19% of employers
who are considering alternative solutions to permanent
relocations.

54%

FIG 09:

What are the main factors inhibiting leadership/specialists to relocate to Ireland?
 2019

Accommodation
Income tax levels
Cost of living
Work permit regime
Clear career path

 2017

54415055465012141013611

Despite the inhibitors to relocation cited by respondents,
just 19% are considering alternative solutions such as
short-term business trips, commuting and remote working
(this is an increase from 16% in 2017). Nonetheless, the
likelihood here is that these alternatives are not always
seen as appropriate models for supporting significant
moves, particularly at more senior level, be they leadership
or specialist moves. Furthermore, short term business
travel, commuting and other ad-hoc models can give rise to
complex tax issues across a range of headings, including
corporate tax, VAT and income tax / social security and are
therefore often seen as unsuitable in this context.

49+51+T
49%

are finding it a challenge
when recruiting leadership/
specialists to relocate to
Ireland, up from 39% in 2017

said finding suitable
accommodation in Ireland
is the biggest deterrent to
leadership/ specialists to
relocate to Ireland

Access to education for children

54%
41%
50%
55%
46%
50%
12%
14%
10%
13%
6%

11%
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Impact of Brexit on
employee mobility

58%

indicated they understand the
likely impact of Brexit on their
workforce strategy

40+60+T
40%

indicated they are concerned
about the impact of Brexit
on employee mobility

Brexit will be the single largest event in the last 20
years to significantly impact talent pools and operating
models. It is important that organisations are prepared
to deal with the associated risks on their workforce
planning and mobility programmes. According to
the survey, 58% of HR leaders understand the likely
impact of Brexit on their workforce strategy, with 40%
indicating that they are concerned about the impact of
Brexit on employee mobility.

Interestingly, the latter figure is down from 70% in
2017. The dramatic drop in concern indicates that
companies have used the time since 2017 to attempt
to understand and plan for the issues they’ll face, not
least on the tax, social security and immigration fronts.
Nonetheless, this figure is still high and the impact of
Brexit and the prevailing uncertainty in relation to the
free movement of people clearly remains a major issue
for HR leaders.

High levels of uncertainty notwithstanding, in terms
of the ease of employee mobility post Brexit, Ireland
has a distinct advantage over competitor locations.
UK nationals should still be able to travel freely to
Ireland under the Common Travel Area while EU
nationals travelling to Ireland will continue to enjoy
the fundamental freedom of movement which is a
cornerstone of EU membership.
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SECTION

5

HR TECHNOLOGY AND DATA ANALYTICS

PwC’s report, ‘Preparing for tomorrow’s workforce, today’, indicates
that HR’s ability to navigate the technology landscape is a top ‘at risk’
capability for organisations. Just 26% of HR leaders in this survey
indicated that they have a data analytics capability embedded within
their HR function. However, we are seeing greater investment in HR
technology with over half of HR Leaders (56%) planning to increase
their spend in this area over the next 18 months with the top priorities
identified as data analytics and core HR systems.
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Cyber threats

56%

Invasive data breaches and the widespread gathering of personal data in this
data driven age have brought into question the effectiveness of organisations
security measures. The focus of Irish business leaders in their current cyber
security activities is reflected in the PwC ‘Economic Crime survey 2018,’ where
cybersecurity policy and staff training and monitoring were key to organisations
cybersecurity program. It is not surprising then that PwC’s latest Irish CEO Pulse
survey identified that 79% of Irish CEOs are concerned about cyber threats.
For Irish HR Directors, just 45% said they are very confident in relation to the
effectiveness of their cyber security activities regarding HR data and processes.

plan to increase their spend on HR
technology over the next 18 months

FIG 10:

What are the top priorities for your organisation
with regard to investing in HR technology?

Technology is such an integral part of business that crimes committed through
digital channels are creating fundamental problems, requiring specialist
cybersecurity services to mitigate them.
 2019

Core HR systems
Employee self-service
HR analytics
Cyber security
Recruiting
Real time reporting

44%

Cybercrimes such as the distribution of viruses, illegal downloads, phishing and
theft of personal information are becoming increasingly common. In today’s
data-driven society, privacy, security and trust are more vital and intertwined
than ever before.

41%

FIG 11:

17%

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

49 4441172322 2226

Data analytics

49%

49%

23%
22%

Goal & performance management

22%

Payroll

22%

Talent review/succession planning

7%

Not confident

26%

HR leaders are measuring some key people benchmarks like turnover rates,
engagement scores and absence rates. However, few are measuring important
areas such as HR function costs, productivity and learning effectiveness. It is
vital that HR are capable of providing access to critical data and insights about
the workforce which can be then analysed for making better decisions.

48%

Somewhat confident

45+48+7O
2019

45%

Very confident
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SECTION
ABOUT THE SURVEY

6

The survey was carried out in November and December 2018
representing 81 HR leaders. Survey respondents represented all
industry sectors in Ireland.
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FIG 12:

Company type

6%

Co-operative

40%

11+33+10406O

Multinational/
headquartered
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