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Many of the narratives started last year will continue to 
dominate the world of work through 2022. We will see 
the positive experiences of last year become more 
ingrained and newer approaches developed to tackle 
its challenges. 

The anticipated 2021 recession lasted for two months 
and instead of a prolonged job drought, we are 
experiencing one of the strongest job markets in years. 
We are seeing growth across most sectors, with 
Technology, Life Sciences and Financial Services 
leading the way. This growth has led to an 
unprecedented talent shortage, giving quali�ed 
candidates a stronger position when negotiating 
contracts. 

Hybrid working models, which were introduced across 
most industries, have become an expectation rather 
than a bene�t. People have become more focused on 
their work-life balance, and expectations around 
�exible work, annual leave and other family friendly 
bene�ts are dominating the ‘how we work’ discussion.  

The growth market and talent shortage will make 
winning the battle for the best talent a key focus as HR 
(Human Resources) & Talent managers vie to recruit 
and retain quali�ed sta�. 

Work from home has brought new challenges and 
companies will continue to experiment with their 

hybrid models. Once o�ces are fully open again, 
striking the right balance between manager and 
employee needs will become essential. Especially with 
the number of opportunities available to
quali�ed talent. 

Overall, we are looking forward to a healthy and 
competitive talent market in 2022. 

Employment trends in Ireland 2022   

2022 brings with it a newfound optimism, the ERSI is 
predicting GDP (Gross Domestic Product) growth of 
13.6% for the year and the Department of Finance 
expects job growth to match at a similar 13%. The IDA 
reported a record number of new jobs created by 
multinationals based in Ireland, with a net gain of 
17,000 jobs for the year. This growth has impacted the 
country nationwide, with over 53% of the roles based 
outside of Dublin.

 

In a similar vein, Enterprise Ireland supported 
companies added nearly 12,000 roles with 68% of 
them being created outside of Dublin. 

These welcome employment trends will see the Irish 
job numbers reach and surpass pre-pandemic levels by 
the middle of the year. It is a remarkable achievement, 
considering the current (Jan 2022) unemployment rate 
of 7.5%, is a decrease of 65% from December 2020, 
when the rate was 21.7%. 

At Cpl, we have experienced the impact of the 
burgeoning job market throughout 2021. We are 
currently (Jan 2022) advertising four times as many 
roles as this time last year. 

This strong talent market is not without its creases. 
Globally, millions of people have stepped out of the 
job market over the past year. The reasons vary, but 
essential workers are either looking for better work-life 
balance, fair wages or returning to education.

In Ireland, the e�ect has been more of a reshu�ing. 
Professionals are reassessing their prospects and 
work-life balance and looking to the market for roles 
which closer match their needs. This churn is fuelling 
what is now being called the Great Resignation /
Great Reshu�e.  

The result has been a heating up of the job market, 
with employers �nding themselves now o�ering more 
pay and bene�ts to lure, attract and retain quali�ed 
sta�. We are now seeing a growth in candidate power 
to in�uence their terms of employment.

Key recruitment trends in 2022   

Candidates are in the driving seat (Candidates Have 
the Power)  

The ongoing battle for talent, which has been a feature 
of the Technology sector for some time has spread to 
most parts of the economy. The number of available 
roles has outstripped the quali�ed talent pool, 
meaning companies are �nding it harder to entice 
people to take up job o�ers. 

Salaries are on the rise, and we are seeing average 
increases of 5.4% over last year. With in�ation eating 
into the real-world value of pay increases, many 
companies are looking to augment packages with 
increased bene�ts rather than simply writing
larger cheques.  

To stand out from the crowd, savvy organisations are 
moving away from the one size package �ts all 
approach over the past couple of years and are 
increasingly personalising remuneration and bene�t 
packages coupled with adopting a more holistic view 
to creating greater total value to employees. This trend 
will continue to become more granular as applicants' 
needs are addressed and employers add more bespoke 
bene�ts. Items which may once have been considered 
perks are now requirements - wellness programmes, 
�exibility and hybrid working models all fall into
this category. 

Organisations have had to be creative with their 
o�ering to secure quali�ed talent. We are now seeing 
sectors, including Marketing, Legal and O�ce support 
o�er increased annual leave. In fact, some 
multinationals have adopted unlimited annual leave.  

An increasing number of Technology clients are 
allowing employees to work abroad for up to 2 months 
of the year. While this is more of a retention strategy 
now, it could become a norm of new contracts soon. 
Candidates applying for Executive and Engineering 
roles can expect to see better bonuses on o�er. Less 
headline bene�ts such as work from home allowances, 
gyms and health insurance are becoming standard 
across the board. 

Ensuring �exible time and WFH (Working from Home) 
arrangements do not impact on the ability to get 
recognition or promotion will be a big challenge going 
forward. Getting this wrong could see non-traditional 
workers churn at a higher rate than expected. 

Discover more: How to attract top talent to your business

The tale of two economies

Last year’s income tax take of €26.6 billion is a sure-�re 
sign that the economy and job market are on the up. 
Multinationals are hiring more and contribute more tax 
than ever before. €1 in every €4.50 collected in 2021 
was corporate tax. The growth coming from 
multinationals, which mostly operate in the 
Technology, Financial Services and Life Sciences 
manufacturing sectors, is expected to continue into 
2022 as FDI �gures reach pre-pandemic levels. 

IBEC reported 63% of manufacturers identify attracting 
and retaining a quality workforce as one of their 
biggest challenges for the year. And as previously 
mentioned, the Technology sector saw strong talent 
acquisition last year.

On the other side of the coin, sectors most a�ected by 
the pandemic, including Hospitality and Tourism, were 
still su�ering until the pandemic restrictions were lifted 

Lorna joined Cpl in 2017 as CFO and was 
appointed Deputy CEO in early 2021. As of January 
2022, she has stepped into the role of CEO of the 
Cpl Group. Lorna has previously held senior roles in 
a number of public companies, residing in both 
Ireland and America during this time. Lorna is a 
Chartered Director and a quali�ed Chartered 
Accountant, having trained with Deloitte.

Lorna Conn
Chief Executive O�cer
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on the 22nd of January. The restaurant industry 
expects a boom for the rest of 2022. The question now 
is, how will the Tourism and Hospitality industries be 
a�ected by the talent shortage?     

Construction, which was also completely shut down 
due to lockdowns in 2020/2021, is looking forward to a 
strong year. The CIF state, ‘The economic outlook for 
2022 and the medium-term is largely positive – 
provided that the re-opening of labour-intensive 
sectors of the economy continues and that no further 
containment measures in the face of new Covid 
variants are introduced’. However, work from home has 
had an unforeseen consequence. Questions about the 
expected need for o�ce space mean some projects 
may be paused or halted.  

Discover more: The Impact of the Great Resignation   

The talent pool has broadened   

Many Dublin centric industries, such as Tech, Financial 
Services and Marketing which switched to work from 
home models and are in the process of adapting 
hybrid working as standard can now look further a�eld 
for quali�ed talent.  

The new ways of working mean organizations are no 
longer geographically bound to a talent pool within 
commuting distance of the o�ce.  

Conversely, job seekers outside of the Dublin region 
can compete for roles which were previously based too 
far from home. 

A knock-on e�ect of this decentralisation is an increase 
in salaries outside of Dublin, as regional employers 
now �nd themselves competing with far more 
companies to secure talent. For example, a Social 
Media Executive can now expect pay parity across the 
country. Last year the expected rate varied by around 
10% between Dublin and other regions.  

Discover more: How to build employee trust working remotely  

Expect the unexpected   

While the market looks good and should remain so for 
the near future, there are a few points to keep in mind. 
The uncertainty surrounding the Covid pandemic will 
continue to impact the most exposed sectors of the 
economy.  

Fallout from any reopened Brexit negotiations could 
play a role in the fortunes of Financial Services and 

related �elds. Start-ups may be impacted by the talent 
shortage, especially those looking to scale quickly. And 
funding may be harder won if interest rate increases 
impact the amount of venture capital available in the 
market. But overall, 2022 looks to be a momentous 
year for economic and job growth.   

Winning the battle for talent  

As employees take the steering wheel in 2022 
companies will need to adapt to recruit and retain 
talent. As Ireland’s largest talent solutions provider, we 
have learned how essential it is for employers to take 
an overarching view of what they are bringing to the 
negotiation table, including their PVP (People Value 
Proposition).

 

A PVP (People Value Proposition) is a total design of the 
value that people receive when they join and stay in a 
business. It is the essence, the experiences, the culture, 
and the story of an organisation all rolled into one. 
How a company positions itself, its people value 
proposition, and the amount of focus it puts into 
recruitment marketing will de�ne success in 2022.  

Discover more: 9 Reasons Contractors are your next talent solution  

Conclusion  

2022 is going to be an exciting year for the talent 
sector. While salaries are going up, in some sectors by 
at least as 5%, the big focus this year is on bene�ts.  

Employees are seeking more than just a good salary. 
Work-life balance, meaningful work, learning & 
development opportunities, more annual leave days 
and hybrid working are just some of the areas 
dominating the new ‘how we work’ discussion. 

2022 will be a good year for people seeking to change 
roles or move upwards within their current company, 
with quali�ed sta� having more power at the 
negotiation table. Employees will be looking towards 
companies who can o�er them a great package with 
personalised perks and bene�ts.  

For employers, it’s going to be challenging to recruit 
and retain, in-demand, quali�ed sta� that will help 
their businesses thrive and grow. Getting ahead of the 
curve and winning the battle for talent is going to 
require innovative thinking that goes beyond salary 
increases and extra bene�ts. A company’s reputation, 
sustainability credentials and prospects will all feature 
heavily in candidates' minds.  

Our salary guide gives an in-depth look at 15 di�erent 
sectors and some insights into several of the services 
beyond recruitment which Cpl o�ers.
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Key Insights and Services

Things look vastly di�erent in the
world of work

Things look vastly di�erent in the world of work, 
today, than they did 2 years ago. Businesses are 
questioning the very essence of what 'work' is. 
Digital technologies are rewriting the rules of 
engagement and there are exponential challenges 
for organisations to attract and retain the best 
talent globally. Whatever lens we look at the future 
of work through, it su�ces to say that it means one 
thing for organisations: Seismic change. 

And, as with all change, there is an opportunity for 
organisations to embrace it and to design for it. 
At Cpl’s Future of Work Institute, we’re seeing a 
fundamental evolution in the value system of 
businesses towards a more human and societal 
centered model. More than 57% of business are 
aiming to be more human centric and 80% more 
society centric in the next 5 years.

So, what does this mean? 

From a practical, actionable perspective more 
human means: demystifying technology and 
applying it in an ethical manner, pursuing �atter 
structures, a deeper understanding of the human 
experience, evolved leadership and a focus on 
balance, inclusiveness, and authenticity. 

Being a Society centric business means embracing 
circular practices, seeing caring as a key business 

asset, a focus on total stakeholder engagement 
and being a responsible business with 
sustainability at core. 

As leaders we have an opportunity to design our 
organisations to be future �t now. There are 3W’s 
that really matter when it comes to the future
of work:

The following insights and case studies address 
these three elements when considering how we 
look after and care for our sta� by creating 
psychologically safe working environments, how 
we attract top talent into our organisation by 
creating a destination workplace and new working 
models that can be used across industries to 
innovate how the work is completed. 
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Barry Winkless is the Strategy and Innovation 
Director and Future of Work lead. Barry has over 19 
years of experience working across multiple 
sectors in the areas of strategy, service excellence, 
and Innovation.

Barry Winkless
Chief Strategy O�cer and Head 
of The Future of Work Institute
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Enterprise Solutions

Entering a New Market -
Hiring talent quickly

Over the past few decades, Ireland has become a 
major hub for multinationals. The list of IDA 
supported companies that have EMEA or global 
headquarters in the country is phenomenal. The 
sector directly employs 300,000 people and 
continues to grow in strength. While these 
companies come from a wide range of sectors, 
from Technology to Life sciences and Financial 
Services, they all enter Ireland with speci�c and 
similar talent needs. 

New players in the market need to scale quickly, 
and they need local knowledge to do so. This is 
where Cpl’s RPO (Recruitment Process 
Outsourcing) Services come into play.
 

What is RPO (Recruitment Process Outsourcing) 

RPO is a cost-e�cient and quickly scalable 
solution. It allows organisations entering a new 
market to hit talent targets quickly, allowing them 
to focus on sales and penetration. RPO solutions 
can be re�ned to the needs of organisations from 
start-ups, who do not have a fully developed HR 
(Human Resource) function, to multinationals 
looking to scale quickly in a new market. 

This environment also creates a strong talent market, with a highly educated workforce and attractive 
employment opportunities, - one of the primary reasons Ireland is the ‘go to’ for international expansion in 
Europe. It also makes Ireland a talent market destination for highly skilled workers from across the EU 
(European Union).  

As an RPO provider, we have deep knowledge of the market and know how to navigate its challenges. 
In-house recruitment teams understand the company needs, culture and expectations. RPO brings the 
expertise of an experienced in-market leader in-house and helps alleviate the challenges of reaching, 
recruiting, and retaining sta� in a complex talent market. 

Cpl evolved from a traditional recruitment business to one which now operates across the entire talent 
spectrum. The experience and learning gleaned from over 31 years in the Ireland talent market have 
allowed our RPO team to develop an adaptable and in-depth project plan to meet a wide array of client 
needs. The RPO project plan incorporates 5 key areas for each speci�c project scope.

Key bene�ts include greater �exibility; reduced costs; improved compliance, reporting, employer brand 
and an exceptional candidate experience.

Scaling up talent acquisition teams and cross-functional expertise 

Organisational expansion can lead to the need to assemble highly specialised project teams quickly. 
Whether a manufacturer needs to expand a plant and hire a PMO team, or a rapidly scaling start-up needs 
to provide multilingual customer support, demand falls to the TA (Talent Acquisition) team. 

Most organisations have TA support tailored to their daily needs. Expansion can see a strategy of 
expanding the TA function or outsourcing the new hire experience.  

Attracting experienced TAs (Talent Acquisition Specialists) in the hyper-competitive market can prove 
challenging. The demand for experienced recruiter hit all-time records in 2021, with LinkedIn reporting 
that the need for TA skillsets was in line with technology talent. The time to hire TA talent has jumped 
signi�cantly, with time to hire being now reported at 10-12 weeks up from 6-8 weeks.  

The time to hire delays has a major on impact how successful internal TA teams can e�ectively ramp to 
meet the hiring needs of the business. Expansion projects are put on hold until the right TA team is in 
place and trained.  

But with the tight talent market, new hires will not have the deep specialised experience to headhunt the 
quality of candidates that the business needs quickly and e�ciently. A generalist approach to recruiting for 
the needs of the business will further slowdown the hiring process.  

An RPO project will provide the cross-functional expertise to ensure quality candidates are targeted to 
meet the needs of the speci�c business areas. It will also shorten the time needed to get urgently needed 
projects o� the ground.  

The Cpl RPO team leans on quali�ed TAs and uses a cross-functional multi-disciplinary project team. These 
teams incorporate a dedicated recruitment operations team that will include Strategic Account Managers, 
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Áine heads up the managed talent solutions 
division for Cpl, leading multidisciplinary teams of 
recruitment, service delivery, HR and talent 
experience & insights professionals. Áine’s teams 
deliver RPO and MSP solutions to our clients across 
the Technology, Life Sciences, Finance and
Public Sectors.

Áine Fanning
Head of Enterprise
Solutions Group

Managing the Great Re-hire 

One of the key trends we’re witnessing is the 
explosion in job growth across all sectors of the 
Irish economy. Candidates are in short supply and 
the Great Resignation / Reshu�e continues to 
impact the market. Organisations are focused on 
rapidly hiring talent so they can capitalise on 
favourable market conditions and grow through 
2022. The challenging talent market is the single 
largest blocker to achieving growth in 2022. 
Organisations of all sizes and needs, especially 
those new to the market, face several
key challenges. 

• Reaching the right talent 
• Scaling up talent acquisition 
• Diversity and Inclusion recruitment  

RPO o�ers a swift solution to the challenges above. 
It is an adaptable model that can meet a wide array 
of needs in a challenging talent recruitment 
market. RPO is ideal for a mix of short-term needs, 
customised requirements or larger scale 
end-to-end hiring.

Reaching the right talent 

Whether breaking into a new market, temporarily 
expanding operations, or looking to recruit for 
precise positions quickly, expansion is one of the 
problems organisations are likely to have. Ireland is 
an attractive destination for multinationals and has 
a burgeoning start-up sector.  

Competition in the talent market sees a small 
talent pool squeezed by multiple players, which 
drives up costs around recruitment and
empowers candidates. 

8



Enterprise Solutions

Entering a New Market -
Hiring talent quickly
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In-house recruitment teams understand the company needs, culture and expectations. RPO brings the 
expertise of an experienced in-market leader in-house and helps alleviate the challenges of reaching, 
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meet the hiring needs of the business. Expansion projects are put on hold until the right TA team is in 
place and trained.  

But with the tight talent market, new hires will not have the deep specialised experience to headhunt the 
quality of candidates that the business needs quickly and e�ciently. A generalist approach to recruiting for 
the needs of the business will further slowdown the hiring process.  

An RPO project will provide the cross-functional expertise to ensure quality candidates are targeted to 
meet the needs of the speci�c business areas. It will also shorten the time needed to get urgently needed 
projects o� the ground.  

The Cpl RPO team leans on quali�ed TAs and uses a cross-functional multi-disciplinary project team. These 
teams incorporate a dedicated recruitment operations team that will include Strategic Account Managers, 

Salary Guide 2022

Consultative
Approach

Multidisciplinary
Team

Modular
Solutions

Journey
Led Experiential

Áine heads up the managed talent solutions 
division for Cpl, leading multidisciplinary teams of 
recruitment, service delivery, HR and talent 
experience & insights professionals. Áine’s teams 
deliver RPO and MSP solutions to our clients across 
the Technology, Life Sciences, Finance and
Public Sectors.

Áine Fanning
Head of Enterprise
Solutions Group

Managing the Great Re-hire 

One of the key trends we’re witnessing is the 
explosion in job growth across all sectors of the 
Irish economy. Candidates are in short supply and 
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favourable market conditions and grow through 
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largest blocker to achieving growth in 2022. 
Organisations of all sizes and needs, especially 
those new to the market, face several
key challenges. 
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• Scaling up talent acquisition 
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RPO o�ers a swift solution to the challenges above. 
It is an adaptable model that can meet a wide array 
of needs in a challenging talent recruitment 
market. RPO is ideal for a mix of short-term needs, 
customised requirements or larger scale 
end-to-end hiring.

Reaching the right talent 

Whether breaking into a new market, temporarily 
expanding operations, or looking to recruit for 
precise positions quickly, expansion is one of the 
problems organisations are likely to have. Ireland is 
an attractive destination for multinationals and has 
a burgeoning start-up sector.  
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drives up costs around recruitment and
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Enterprise Solutions

TA Partners & resourcing support. We then bring in our additional support teams, which are in the areas of 
Recruitment Marketing, Talent Insights and Data Analytics & Reporting to support the overall project.

Diverse, equal, and inclusive 

A recent study by McKinsey found that ‘Companies in the top quartile for racial and ethnic diversity are 
35% more likely to have �nancial returns above their respective national industry medians’. DEI (Diversity, 
Equity, and Inclusion) is about more than being a good corporate citizen, it is about having a workforce 
that re�ects the world you live in, opening people up to innovative ideas and diminishing unconscious 
bias. The same study concludes, “diversity is probably a competitive di�erentiator that shifts market share 
toward more diverse companies over time.” Building DEI into recruiting strategies and company culture is 
key to driving productivity, creativity, and pro�t margins.  

Giving your RPO provider a clear understanding of your company culture and DEI goals ensures that your 
values are front and centre in the recruitment process. 

By working with client’s teams to understand the key challenges the project will need to tackle, the Cpl 
RPO consultative approach allows for DEI and other strategic recruitment goals to be included in the hiring 
process.  

A Cpl RPO Project also includes marketing campaign support by our in-house marketing team to drive 
talent attraction PVP (People Value Propositions), brand awareness and DEI objectives. These campaigns 
support resourcing teams with strategic sourcing plans and provide a platform to attract and engage with 
preferred candidates at scale. 

Multi 
Disciplinary 
Project RPO 

Team
Account 

Management
•

TA Partner
•

Dedicated
Resourcing

Marketing

Talent
Insights

Data
Analytics &
Reporting
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Talent Insights

Design & deploy your
People Value Proposition

2022 �nds us all amid an ultra-competitive and 
globalised talent market. The great resignation and 
the war for talent are phrases used so frequently 
that they have become almost ubiquitous. Eurostat 
(2020) highlights a signi�cant growing % of 
companies across all countries in Europe in the ICT 
and Technology sectors reporting hard to �ll 
vacancy challenges. Many of us are choosing 
alternative work paths- with an average of 
between 20-25% expected to work in some form of 
freelancing capacity over the next 5 years.

Technology Organisations not
helping themselves

And organisations are not necessary helping 
themselves in this hyper competitive talent market. 
From our extensive employee experience, 
proposition, and brand research multiple 
organisations in the Technology sector we 
consistently see:

• No consensus view or connected strategy on  
 what the people experience, or proposition is in  
 an organisation 

• No program of work focused on consistently  
 improving the people experience or the overall  
 people proposition 

• Boosting employee’s morale 

• Increasing retention 

• Reducing cost of hiring 

• Enhancing employee and customer satisfaction  

• Enabling people and HR management to have  
 greater strategic impact

• Consistency of communications internally
 and externally 

Through our research we have identi�ed 20 key 
elements (shown in diagram 1) that are important 
to consider in assessing and the designing a 
comprehensive PVP for technology organisations. 
These elements cover everything from the 
obvious- Remuneration, Bene�ts & Perks to the not 
so obvious like Social Capital, Innovation & 
Technology and Leadership Behaviours.

Salary Guide 2022

• A resulting lack of appreciation by employees of  
 the value elements provided to them by the  
 organisation  

• A lack of alignment and a lack of clarity in what  
 that organisation is great at 

• No clear ownership of the people experiences  
 and proposition 

• Weak employer branding and communication  
 strategies deployed by marketing functions  
• Bland engagement strategies and vanilla   
 recruitment campaigns that don’t fully resonate  
 with the right candidates 

 
Introducing the PVP 

It is essential that technology organisations get 
serious about de�ning holistically the value they 
are providing to current & future employees, nail 
what makes them unique, and communicate 
e�ectively to the talent market. This means fully 
designing and deploying a People Value 
Proposition (PVP). A PVP is a total design of the 
value that people receive when they join and stay 
in a business. It is the essence, the experiences, the 
culture, and the story of an organisation all rolled 
into one.  

Without a fully designed PVP how can 
organisations possibly portray their employer 
brand to the market in the right way? How can 
they truly resonate with the people that would 
thrive in the business? How can they keep people 
engaged through times of turbulence?  

A fully developed PVP and supporting 
engagement initiatives has multiple and 
wide-reaching positive consequences for your 
business including:

• Attracting the best people & broadening
 the pool 

• Decreasing time to hire 

PVP in Action 

Diagram 1 highlights an example of a PVP assessment conducted across the 20 key elements by the FOWI 
in a technology organisation (generi�ed) as a basis to create an overall PVP program and associated 
initiatives. This plot highlights the level of maturity & excellence across each key PVP areas. 
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What was initially striking in this project was the lack of consensus and alignment by the 
leadership team on what made their organisation unique and what areas of strength they had 
across the 20 areas. This was resulting in several internal engagement challenges and problems 
with the external ampli�cation of the employer brand. And this organisation is not unique- it is a 
common �nding in many of our PVP projects. 

Barry Winkless is the Strategy and Innovation 
Director and Future of Work lead. Barry has over 19 
years of experience working across multiple 
sectors in the areas of strategy, service excellence, 
and Innovation.

Barry Winkless
Chief Strategy O�cer and Head 
of The Future of Work Institute
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Talent Insights
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business including:

• Attracting the best people & broadening
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• Decreasing time to hire 
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Diagram 1 highlights an example of a PVP assessment conducted across the 20 key elements by the FOWI 
in a technology organisation (generi�ed) as a basis to create an overall PVP program and associated 
initiatives. This plot highlights the level of maturity & excellence across each key PVP areas. 
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What was initially striking in this project was the lack of consensus and alignment by the 
leadership team on what made their organisation unique and what areas of strength they had 
across the 20 areas. This was resulting in several internal engagement challenges and problems 
with the external ampli�cation of the employer brand. And this organisation is not unique- it is a 
common �nding in many of our PVP projects. 

Barry Winkless is the Strategy and Innovation 
Director and Future of Work lead. Barry has over 19 
years of experience working across multiple 
sectors in the areas of strategy, service excellence, 
and Innovation.

Barry Winkless
Chief Strategy O�cer and Head 
of The Future of Work Institute

13



Talent Insights

Process & Impact 

This initial assessment formed part of the ‘Essence’ 
step of a comprehensive PVP program deployed 
with the organisation which followed a simple 5 
step process (Diagram 2) where we developed an 
over reaching and agreed PVP, created a new story 
for the overall employer proposition, created a set 
of new employee experience initiatives, developed 
a unique set of themes that were utilised as a 
mechanism for meaningful internal employee 
engagement, and activated a number of unique in 
market social and multi-media campaigns.  

The project had meaningful impact on various 
KPI’s- including a broadening of the talent pool 
(increase in number of relevant CV’s), higher talent 
market engagement (increase in click throughs on 
social campaigns) and most importantly strategic 
alignment internally in the business with an agreed 
set of employee proposition initiatives to drive 
greater employee engagement.
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Conclusion

Any modern technology organisation wanting to �nd the best talent to power their scaling and growth 
goals should seriously consider the development of a People Value Proposition. It is key to di�erentiating 
an organisation in a competitive talent landscape and acts as the basis for a meaningful and purposefully 
designed employee experience that attracts, retains, and excites current & future talent in equal measure.   

About the Future of Work Institute
PVP services 

At Cpl’s Future of Work Institute, we are helping 
organisations to become talent destinations 
through a total approach to designing and 
deploying People Value Propositions, key 
engagement initiatives and communication 
strategies. Because of our unique co-creation 
approach not only can we help you design your 
PVP to the needs of the employees and 
organisation, but we can also create data driven 
marketing campaigns and content to drive interest 
and attraction of your future employees.  

Our o�ering is unique in the market as not only are 
we experts in people strategy, proposition 
development, employer brand and engagement, 
but we are part of Cpl and Outsourcing Inc who 
everyday are living with the realities of �nding the 
best people possible for our clients. These deep 
real-world experiences give substance to our style 
and have helped us create strategies that work. 

Our PVP services include: 

People Value Proposition Assessment - Using 
our PVP model we can conduct a deep dive 
assessment of your existing people value 
proposition using our PVP model through 
cross-functional workshops, social footprint 
analysis, and online surveys.

People Value Proposition Strategy 
Development - Using our co-creation processes 
we can develop an Ideal People Value Proposition 
based on 1-, 3- or 5-year horizons and deploy key 
initiatives to generate quick wins and long-term 
impact against KPI’s.

Employer Brand Development/ Enhancement - 
Regardless of where you are on your journey, we 
can enhance your existing employer brand and 
communications strategies or fully develop them 
from scratch. This includes everything from brand 
essence, key themes, stories, visuals, and 
everything in between.

Recruitment Marketing & Audience 
Engagement - We can fully design and deploy 
data driven localised recruitment marketing and 
audience engagement campaigns across multiple 
platforms and mediums.  
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Conclusion

Any modern technology organisation wanting to �nd the best talent to power their scaling and growth 
goals should seriously consider the development of a People Value Proposition. It is key to di�erentiating 
an organisation in a competitive talent landscape and acts as the basis for a meaningful and purposefully 
designed employee experience that attracts, retains, and excites current & future talent in equal measure.   

About the Future of Work Institute
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At Cpl’s Future of Work Institute, we are helping 
organisations to become talent destinations 
through a total approach to designing and 
deploying People Value Propositions, key 
engagement initiatives and communication 
strategies. Because of our unique co-creation 
approach not only can we help you design your 
PVP to the needs of the employees and 
organisation, but we can also create data driven 
marketing campaigns and content to drive interest 
and attraction of your future employees.  

Our o�ering is unique in the market as not only are 
we experts in people strategy, proposition 
development, employer brand and engagement, 
but we are part of Cpl and Outsourcing Inc who 
everyday are living with the realities of �nding the 
best people possible for our clients. These deep 
real-world experiences give substance to our style 
and have helped us create strategies that work. 

Our PVP services include: 

People Value Proposition Assessment - Using 
our PVP model we can conduct a deep dive 
assessment of your existing people value 
proposition using our PVP model through 
cross-functional workshops, social footprint 
analysis, and online surveys.

People Value Proposition Strategy 
Development - Using our co-creation processes 
we can develop an Ideal People Value Proposition 
based on 1-, 3- or 5-year horizons and deploy key 
initiatives to generate quick wins and long-term 
impact against KPI’s.

Employer Brand Development/ Enhancement - 
Regardless of where you are on your journey, we 
can enhance your existing employer brand and 
communications strategies or fully develop them 
from scratch. This includes everything from brand 
essence, key themes, stories, visuals, and 
everything in between.

Recruitment Marketing & Audience 
Engagement - We can fully design and deploy 
data driven localised recruitment marketing and 
audience engagement campaigns across multiple 
platforms and mediums.  
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Wellness Insights
Introducing Strategic Wellness 

For employees in the Pharma and Biotech industry to thrive it is essential that these organisations get 
serious about de�ning a holistic and strategic approach to employee wellbeing. This means fully de�ning 
and deploying a wellness programme that is both bespoke to the organisation and its employees and 
meaningful enough to create excitement and engagement.  

Without a strategic approach to wellness organisations will continue to struggle with burnout, fatigue, 
poor performance, absenteeism and attrition.  

A strategic wellness programme has multiple positive consequences for your organisation at all stages of 
the employee journey including:

• Increased talent attraction and in�uencing choice of employer 
• Improved performance and engagement scores 
• Reduced absenteeism and associated costs 
• Enhancing participation rates in wellness activities 
• Improved morale  
• Increased retention of top talent

Through our research we have identi�ed 8 dimensions of wellness that are important to consider in taking 
a root cause approach to understanding the true health and wellbeing of employees in pharma. These 
elements include not only Physical and Mental Wellness but consider other areas that directly impact 
employee wellbeing such as Occupational, Intellectual, Purpose, Financial, Social and
Environmental Wellness.   

Strategic Wellness in Action 

Figure 1 below highlights an example of a Wellness Assessment across the 8 dimensions of wellness 
conducted by the FOWI in a pharmaceutical organisation as part of the overall development of a wellness 
strategy and associated activities. The plot below highlights the areas that most impact employee 
wellbeing across the 8 dimensions of wellness and go deeper into each area. This allowed us to tailor the 
wellness interventions in order to have the most positive impact.  
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Employee Wellbeing Increases Participation 
Rates in Pharma

Rewrite your Employee Wellbeing Story 

The world of work is changing for everyone. 
Organisations big and small are rethinking 
strategy, organisation design and the welfare of 
their employees.  

We have already seen an increase in investment in 
workplace wellness. 30% of this investment is 
being driven by the motivation of strengthening 
the People Value Proposition (PVP) and employee 
experience rather than simply improved 
absenteeism and sick leave costs.  

For years, the workplace was the leading cause of 
stress and since the pandemic, research has shown 
spikes in anxiety (20%) and depression (23%). If 
anything, Covid and the implementation of hybrid 
working models has shown us that there is a real 
need to put employees and their well-being at the 
centre. Not only does this create a psychologically 
safe working environment for employees, but it 
can also mitigate the risk of increased stress
and anxieties.  

Employers are also struggling to move away from a 
one-size �ts all approach, facilitate the needs of 
diverse cultures, generations, and multiple sites, 
increase engagement and participation rates and 
deliver a unique programme with a limited budget 
that can also measure impact. It’s a tall order but 

not an impossible one. With organisations 
considering their �exible working models and 
future of work strategies, they also have the 
opportunity to rewrite their employee
wellness story. 

Wellness Challenges in Pharmaceutical Sector 

Over the last two years pharmaceutical, biotech, 
and healthcare organisations have been under 
intense pressures to deliver. Unprecedented 
disruption in supply chain, demand for highly 
skilled workers and the need for more agile 
working models are key challenges currently. From 
speaking with many of our clients over the last 
year, employee performance, work-life balance and 
productivity have been high conversation topics. 
There is a real need to shift toward understanding 
the individual health and wellbeing needs of 
workers. This will be critical to helping employees 
in Pharma thrive and for acquiring new talent. 

From our extensive work in designing and 
delivering employee wellbeing strategies and 
programmes in this competitive market we 
continue to see: 

A lack of participation among production sta� 
versus non-production sta� 

Performance issues as a result of work overload 
and tools for coping with stress 

Expansion of mental health resources and 
promotion with little impact 

Integrating wellbeing into the organisational 
culture 

A one size �ts all approach to wellbeing that is not 
meaningful for employees 

Lack of real impact due to poor data collection and 
measurement of success 

An inability to obtain and use budget for wellbeing 
activities e�ectively 
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Figure 1: The FOWI 8 dimensions of wellness plot  One client of ours, a Pharmaceutical 
organisation with over 600 sta� 
across multiple sites reached out to 
us for support in designing their 
wellness strategy.  

With over 600 sta� across multiple 
sites and both production and 
non-production roles the challenge 
was the lack of available activities, a 
lack of understanding from 
employees in what was available to 
them and poor buy in from leaders 
across the business resulting in 
poor participation, high 
absenteeism and high attrition. 

 With over 15 years’ experience in Human Resource 
Management and the Wellness industry, Elysia has 
combined her expertise to partner with businesses 
to help develop strategies to attract, engage and 
retain employees.

Elysia Hegarty
Associate Director and 
Wellness Lead
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Wellness Insights
Introducing Strategic Wellness 

For employees in the Pharma and Biotech industry to thrive it is essential that these organisations get 
serious about de�ning a holistic and strategic approach to employee wellbeing. This means fully de�ning 
and deploying a wellness programme that is both bespoke to the organisation and its employees and 
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• Improved performance and engagement scores 
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• Improved morale  
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a root cause approach to understanding the true health and wellbeing of employees in pharma. These 
elements include not only Physical and Mental Wellness but consider other areas that directly impact 
employee wellbeing such as Occupational, Intellectual, Purpose, Financial, Social and
Environmental Wellness.   

Strategic Wellness in Action 

Figure 1 below highlights an example of a Wellness Assessment across the 8 dimensions of wellness 
conducted by the FOWI in a pharmaceutical organisation as part of the overall development of a wellness 
strategy and associated activities. The plot below highlights the areas that most impact employee 
wellbeing across the 8 dimensions of wellness and go deeper into each area. This allowed us to tailor the 
wellness interventions in order to have the most positive impact.  
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Wellness Insights

Process & Impact 

Following our ACED approach, we executed a 
simple 4 step process (below) to �rst understand 
the areas impacting employees the most, 
co-created a tailored wellness strategy including 
programme of activities, communications & 

implementation plan that was meaningful for 
employees across the key wellness pillars that were 
identi�ed in focus group sessions with employees, 
engaged employees and key stakeholders and 
used ongoing data to capture feedback and 
measure the success of the programme.  

Salary Guide 2022

Conclusion

Any modern Pharma and Biotech organisation wanting to improve engagement, employee morale,
create a psychological safe workplace along with increasing the bottom line should seriously consider
a strategic approach to wellness. It is key for their PVP and creating a destination workplace in a
competitive landscape.  

About the Future of Work Institute’s Future of Wellness Services 

At Cpl’s Future of Work Institute, we are helping organisations rewrite their Future of Wellness strategy. 
Because of our unique co-create approach not only can we help you design a bespoke programme to the 
needs of your employees, but we can also put real KPI’s against it to help drive engagement and increased 
well-being for all. With our ecosystem of health experts and emerging technology your employees get the 
best solutions unique to their health challenges.  
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The overall programme had a meaningful impact on various business priorities such as decreased 
absenteeism, increased engagement scores and most importantly analysis of the intervention saw a 50% 
increase in participation rates among production sta� when interventions were tailored to their needs. 

EDUCATION - Through our ecosystem of expert 
health coaches we deliver tailored evidenced 
based health and wellbeing training and seminars 
to help your employees understand how to make 
changes to enhance their health and wellbeing. 

PERSONALISATION - Through our personalised 
services such as health screening your employees 
can ensure their health and wellbeing is tailored to 
their needs, health concerns and wellbeing goals.  

ENGAGEMENT - We help you create a wellness 
engagement strategy through leadership training, 
wellness committee development and stakeholder 
management to help drive engagement in 
wellness activities.  

HYBRID DELIVERY - We o�er a range of delivery 
options including technology platform which can 
be delivered as an app, desktop and intranet 
integration perfect for organisations with a 
blended workforce.  

MEASUREMENT - We use a range of validated 
assessments to manage KPI’s and gather feedback 
to support the overall success of the programme 
and design a continuous improvement plan for 
your brand. Our programme measurement options 
can help you become the employer of choice. 
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The overall programme had a meaningful impact on various business priorities such as decreased 
absenteeism, increased engagement scores and most importantly analysis of the intervention saw a 50% 
increase in participation rates among production sta� when interventions were tailored to their needs. 

EDUCATION - Through our ecosystem of expert 
health coaches we deliver tailored evidenced 
based health and wellbeing training and seminars 
to help your employees understand how to make 
changes to enhance their health and wellbeing. 

PERSONALISATION - Through our personalised 
services such as health screening your employees 
can ensure their health and wellbeing is tailored to 
their needs, health concerns and wellbeing goals.  

ENGAGEMENT - We help you create a wellness 
engagement strategy through leadership training, 
wellness committee development and stakeholder 
management to help drive engagement in 
wellness activities.  

HYBRID DELIVERY - We o�er a range of delivery 
options including technology platform which can 
be delivered as an app, desktop and intranet 
integration perfect for organisations with a 
blended workforce.  
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to support the overall success of the programme 
and design a continuous improvement plan for 
your brand. Our programme measurement options 
can help you become the employer of choice. 
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Accounting & Finance sector assessment

Salaries and bene�ts for Accountants are staying 
consistent. There has been a slight uplift in the 
contract market, but that is industry speci�c. The 
permanent market has seen a de�nite uplift in job 
o�ering since the start of 2021. In 2019, the 
permanent market was at a steady pace, some 

Accountancy & Finance

Natasha is the Manager of the Cpl Finance Temp 
and Contract division. She specialises in Senior 
Accountancy & Finance appointments including 
Financial Accountant, Management Accountant, 
Financial/Business Analyst, Financial Reporting 
Accountant, Systems Accountant, GL & multilingual 
roles. Natasha is extremely personable and works 
with a varied portfolio of clients and have much 
success in placing high pro�le Banking, 
Compliance, Funds and Shared Service
Centres roles.

Natasha Bevan
Manager, Cpl Finance
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roles in more demand than others, but we had 
candidates eager to move and hear about new 
positions, now the job to candidate ratio is way o�, 
with the market �ooded with new roles and 
candidates having their choice to cherry pick the 
roles they want, be it sector, salary or career 
progression that drives them, they will get what 
they want. Clients still have a big appetite to hire 
on contract especially the big multinational 
corporations, which do so for many reasons 
including headcount, IT upgrades, compliance, 
maternity, and sick leave due to Covid. However, 
we are noticing a very quick conversion from 
contract to permanent roles, as companies look to 
ease the shortage of talent by using them to 
back�ll roles.  

The Covid hiring freeze, which was implemented 
across a lot of multinational �nancial service 
businesses, together with natural attrition and 
other absences has left some businesses at critical

Seniority: 
• Senior, salary range for 60-85K
• Junior salary range between   
 35-45k

Location: 
• Dublin 
• Cork

Company type: 
• Multinationals 50%
• SME’s  50% 

Roles:
• Financial Accountant
• Financial Analyst
• Commercial Accountant
• Accounts payable
• Accounts receivable
• Bookkeepers/ Accounts Assistants

Bene�ts:
• Stronger base salaries
• Hybrid working
• Flexibility
• Healthcare
• Pension
• Wellness
• Additional AL
• Gyms, Vouchers, Bike to work
• Learning & Development
• Share options

Most in demand

63%
Of Ireland’s �nancial services 
companies are located in Dublin.
(Source - Ibec).

sta�ng levels. This is leading to a desperate 
urgency to hire and �ll the gaps arising.  

This lack of personnel and the inability to replace 
talent has had a knock-on e�ect. As a result, we’re 
seeing existing employees who are overworked or 
stressed, starting to look for better employment 
situations. This has increased churn and volatility in 
the market. 

Junior Covid starters have not had the level of 
personal engagement needed to form strong 
commitments and bonds to co-workers and 
companies. The lack of personal engagement with 
colleagues, so important to juniors and graduates, 
is also isolation within the workplace. As 
employees gain experience, but not loyalty or 
company integration. They see no reason to remain 
and are contributing to churn in the market. 

Some candidates that work in Dublin are actively 
looking for regional opportunities. And they are 
not keen to return to in-o�ce roles, which keep 
them in the commuter radius of the city centre. 
Many want to switch to regional o�ces or continue 
to work from home. The demand for talent has 
seen employers bend to candidates' needs and this 
is driving up salaries in regional areas. Cpl are 
seeing this happen across all roles, junior and 
senior. And this trend is not limited to Accounting 
and Finance.

What are the underlying forces at work in the 
industry as a whole?

Initial Covid uncertainties meant hiring in 2020 was 
slow and very reserved. However, Ireland adapted 
to online/remote working very quickly and 
e�ciently. This has led to an explosion in 
recruitment of quali�ed candidates and the talent 
pool can’t keep up with demand. The talent 
shortage is leading to larger employers increasing 
salaries and bene�ts to secure much need talent. 
Interestingly, we’re also seeing accounting 

€55k
Median Salary for Accountancy & 
Finance roles.

professionals who gained experience in PLC/MNC’s, 
leaving the market entirely to pursue roles in other 
countries. 

What is attractive about the industry for 2022?

For job seekers the work from home model 
ushered in during lockdown has been a revelation. 
Many candidates do not want to return to the 
o�ce full-time. And employers are adopting a 
more hybrid approach to attract candidates. 
Flexible working is now a key requirement for 
many Accounting and Finance roles.  

An interesting impact of �exible working models is 
the ability for candidates to interview without 
scheduling time o�. Virtual interviewing allows 
candidates to pursue more roles at once and gives 
hiring managers and job seekers much more 
movement around scheduling interviews.  

Those seeking senior roles are also more available 
to interview than pre-pandemic.  

Finally, the ability to work outside of Dublin is 
extremely attractive to candidates, especially those 
looking to get on the property ladder. This is a 
huge motivator and can be the deciding factor for 
many job seekers, who have more than one o�er 
on the table.

What are the key issues facing the industry
in 2022? 

The new working models of being 100% remote or 
have a hybrid version, where employees go into 
the o�ce one or two days a week is being 
embraced by many candidates. And research 
suggests that people are more productive in these 
models. But some aspects of work do su�er 
because of the isolation from colleagues.  
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Many candidates do not want to return to the 
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Accountancy & Finance

For example, collaboration is trickier, projects 
which require a lot of brainstorming can su�er 
from scheduling headaches and very pre-de�ned 
work meetings timeslots. While these existed in the 
pre-Covid world, the ability to bleed over has 
drastically reduced. Also, learning and creating by 
osmosis is curtailed when team members are not 
face to face in a work environment.  

Workplace isolation is a growing issue, especially 
with colleagues who have never actually met 
outside of virtual meetings. Workplace Wellness 
programmes are key to keeping employees 
mentally strong and to building up workplace 
bonds, which have been severally limited by the 
lack of casual interaction.  

What critical skills do companies need to 
develop for success in 2022? 

Employers need to recognise the increased 
candidate power in the market fuelling and Job 
seeker’s growing expectations. They expect an 
increased base salary and a healthy bene�ts 
package which includes hybrid work. The 
Accounting and Finance sector seems to be a bit 
slower in adopting some of the bene�ts coming to 
the fore elsewhere. For example, increased AL is 
not a feature we are seeing. However, we predict a 
four-day working week could be on the cards for 
highly sought-after Financial Accountant, Financial 
Analyst and Commercial Accountant candidates 
being pursued by multinationals.  

Assessing what is on o�er, comparing it to the 
market and, most importantly, levelling up to meet 
employee needs are critical to growth in the 
current environment.  

Workers are being more productive than ever, 
especially those with a decent work-life balance. 
Employers need to consider how they manage 
workloads. With employees remote from 
management this can be tricky. But reducing stress 
and burnout will also help retain valuable assets in 
a volatile market. 
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Ireland is home to 20 of
the world’s top 25 �nancial 
services companies.
(Source - IDA Ireland).
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a volatile market. 

Salary Guide 2022

Ireland is home to 20 of
the world’s top 25 �nancial 
services companies.
(Source - IDA Ireland).

Permanent Dublin Rest of Ireland
Audit & Practice Low Med High Low Med High
Audit Partner €180,000 €215,000 €250,000 €180,000 €215,000 €250,000

Audit Director €130,000 €150,000 €170,000 €130,000 €150,000 €170,000

Senior Manager Audit €73,000 €74,000 €75,000 €70,000 €75,000 €80,000

Audit Manager €68,000 €69,000 €70,000 €60,000 €65,000 €70,000

Assistant Manager €60,000 €61,000 €62,000 €55,000 €58,000 €60,000

Audit Senior Big 4 €50,000 €52,500 €55,000 €48,000 €50,000 €52,000

Audit Senior General Practice €48,000 €49,000 €50,000 €43,000 €45,000 €47,000

Audit Semi-Senior €45,000 €46,500 €48,000 €38,000 €40,000 €42,000

Audit Trainee €25,000 €30,000 €38,000 €25,000 €30,000 €35,000

Tax Low Med High Low Med High
Head of Tax €120,000 €135,000 €150,000 €120,000 €135,000 €150,000

Tax Partner €180,000 €215,000 €250,000 €180,000 €215,000 €250,000

Tax Director €130,000 €150,000 €170,000 €130,000 €150,000 €170,000

Tax Senior Manager €73,000 €74,000 €75,000 €70,000 €72,500 €75,000

Tax Manager €68,000 €69,000 €70,000 €68,000 €69,000 €70,000

Tax Assistant Manager €62,000 €63,500 €65,000 €62,000 €63,500 €65,000

Tax Accountant €55,000 €57,500 €60,000 €55,000 €58,000 €62,000

Accounts Payable Low Med High Low Med High
Accounts Payable Manager €55,000 €58,000 €70,000 €55,000 €58,000 €65,000

Team Leader €50,000 €52,500 €55,000 €45,000 €50,000 €55,000

Senior Accounts Payable €40,000 €41,000 €42,000 €40,000 €41,000 €42,000

Accounts Payable €32,000 €35,000 €38,000 €30,000 €35,000 €40,000

Accounts Receivable/Credit 
Control/Payroll Low Med High Low Med High

Credit Control Manager €55,000 €62,500 €70,000 €50,000 €55,000 €60,000

Credit Control Team Leader €50,000 €52,500 €55,000 €42,000 €45,000 €50,000

Senior Accounts Receivable €40,000 €41,000 €42,000 €40,000 €41,000 €42,000

Accounts Receivable €32,000 €35,000 €38,000 €30,000 €35,000 €38,000

Senior Accounts Assistant €40,000 €42,500 €45,000 €40,000 €42,500 €45,000

Junior Accounts Assistant €30,000 €32,500 €35,000 €28,000 €30,000 €32,000

Senior Credit Control €40,000 €42,500 €45,000 €38,000 €40,000 €45,000

Payroll Specialist €40,000 €42,500 €45,000 €35,000 €40,000 €45,000

Payroll Admin €32,000 €35,000 €38,000 €28,000 €32,000 €35,000

All salaries in this sector are on a per annum basis.
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Qualified Accountant Low Med High Low Med High
Systems Accountant €60,000 €65,000 €70,000 €55,000 €60,000 €65,000

Treasury Accountant €65,000 €70,000 €75,000 €55,000 €60,000 €65,000

Senior Financial Analyst €60,000 €65,000 €70,000 €55,000 €60,000 €65,000

Financial Analyst €55,000 €60,000 €65,000 €53,000 €56,500 €60,000

Newly Qualified Accountant €50,000 €54,000 €58,000 €45,000 €50,000 €53,000

Part Qualified Accountant Low Med High Low Med High
Systems Accountant €45,000 €47,500 €50,000 €45,000 €47,500 €50,000
Part-Qualified - Level 3 Finalist (3+ years 
exp) €45,000 €46,500 €48,000 €35,000 €40,000 €45,000

Part-Qualified - Level 2 (2-3 years exp) €40,000 €42,500 €45,000 €35,000 €37,500 €40,000

Part-Qualified - Level 1 (1 years exp) €35,000 €37,500 €40,000 €30,000 €32,500 €35,000

Assistant Accountant €38,000 €41,500 €45,000 €38,000 €41,500 €45,000

Trainee Accountant €30,000 €32,500 €35,000 €30,000 €32,500 €35,000

Permanent (continued) Dublin Rest of Ireland
Finance Low Med High Low Med High
Chief Financial Officer €120,000 €160,000 €200,000 €120,000 €140,000 €160,000

Financial Director €90,000 €105,000 €120,000 €110,000 €120,000 €130,000

Group Financial Controller €90,000 €95,000 €100,000 €80,000 €90,000 €100,000

Financial Controller €85,000 €90,000 €95,000 €70,000 €80,000 €90,000

Finance Manager €75,000 €82,500 €90,000 €70,000 €75,000 €80,000

Senior Accountant/Group Accountant €55,000 €61,500 €68,000 €57,500 €65,000 €70,000

Financial Accountant €55,000 €60,000 €65,000 €53,000 €56,500 €60,000

Management Accountant €55,000 €57,500 €60,000 €55,000 €60,000 €65,000

Cost Accountant €65,000 €70,000 €75,000 €55,000 €60,000 €65,000

Project Accountant €60,000 €65,000 €70,000 €55,000 €60,000 €65,000
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Temporary/Contract Dublin Rest of Ireland
Qualified Low Med High Low Med High
Financial Controller  €68,000 €79,000 €90,000 €70,000 €80,000 €90,000

Finance Manager €65,000 €73,500 €82,000 €70,000 €75,000 €80,000
Senior Accountant/Group Accountant (3-
5 yrs PQE) €64,000 €69,500 €75,000 €57,500 €65,000 €70,000

Financial Accountant (2 yrs PQE) €55,000 €60,000 €65,000 €53,000 €56,500 €60,000

Management Accountant (2 yrs PQE) €55,000 €60,000 €65,000 €55,000 €60,000 €65,000

Cost Accountant (2 yrs PQE) €58,000 €66,500 €75,000 €55,000 €60,000 €65,000

Project Accountant €55,000 €62,500 €70,000 €55,000 €60,000 €65,000

Treasury Accountant €55,000 €62,500 €70,000 €55,000 €60,000 €65,000

Senior Financial Analyst €60,000 €67,500 €75,000 €55,000 €60,000 €65,000

Financial Analyst €58,000 €61,500 €65,000 €53,000 €56,500 €60,000

Newly Qualified Accountant €55,000 €60,000 €65,000 €45,000 €50,000 €53,000

Part Qualified Low Med High Low Med High
Part-Qualified - Level 3 Finalist (3+ years 
exp) €40,000 €47,500 €55,000 €40,000 €43,500 €45,000

Part-Qualified - Level 2 (2-3 years exp) €35,000 €40,000 €45,000 €35,000 €38,500 €42,000

Part-Qualified - Level 1 (1 years exp) €30,000 €35,000 €40,000 €30,000 €35,000 €40,000

Assistant Accountant €30,000 €40,000 €50,000 €28,000 €35,000 €40,000

Accounts Assistant €30,000 €40,000 €50,000 €28,000 €35,000 €40,000

Accounts Payable €30,000 €37,500 €45,000 €30,000 €35,000 €40,000

Senior Accounts Payable €40,000 €45,000 €50,000 €40,000 €45,000 €50,000

Accounts Payable Manager €50,000 €57,500 €65,000 €48,000 €50,000 €55,000

Accounts Receivable €30,000 €37,500 €45,000 €30,000 €35,000 €40,000

Credit Controller €30,000 €40,000 €50,000 €30,000 €35,000 €40,000

Credit Control Manager €45,000 €50,000 €55,000 €45,000 €50,000 €55,000

Payroll Administrator €28,000 €33,000 €38,000 €28,000 €33,000 €38,000

Payroll Specialist €35,000 €42,500 €50,000 €35,000 €42,500 €50,000

Senior Payroll Analyst €48,000 €56,500 €65,000 €48,000 €55,000 €65,000

Payroll Manager €55,000 €65,000 €75,000 €55,000 €65,000 €70,000
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continue to create competition, fuelling the need 
for a more streamlined, equitable and quick
hiring process. 

The demand for health and safety o�cers has 
increased markedly as rapidly changing 
regulations considering the Covid pandemic are 
processed and implemented at speeds never seen 
before. The pandemic has also created demand
for a new role in the industry, Covid
compliance o�cers.  

Seniority: 
• Intermediate to Senior positions

Location: 
• Dublin: 80%
• Cork and Galway: 20% 

Company type: 
• Multinational: 20%
• Developer: 20%
• SMEs: 60%

Roles:
• Contract Manager
• Quantity Surveyor
• Site Engineer
• Project Manager
• Property Manager
• Health & Safety O�cer

Bene�ts:
• Remote work
• Flexible work schedule
• Learning & Development
• Pay rise (retention)
• Pension
• Healthcare
• Transport allowance

Most in demand

€50k
Median Salary for Construction and 
Property roles in Ireland.

Despite this, there was very little decreases in 
salaries within the Construction and Property 
sector and salaries have remained steady in the 
past year. There are exceptions, however, 
in-demand health and safety professionals bucked 
the trend and reported an increase over the year. 

Pay transparency remains an issue. Clear pay 
transparency will be key to improving both talent 
attraction and retention in the year ahead. As will 
raising salaries after the challenge of the pandemic 
has passed.

What is exciting about the construction & 
property industry in 2022? 

There have been positive developments as we start 
into a new year. The pharmaceutical and residential 
sectors are continuing with their ambitious growth 
plans and we’re seeing an increase in planned data 
centres across the country. In short, construction 
projects that have already begun will continue, 
however, those in the pipeline will be slow to get 
o� the ground. 

Uncertainty remains over commercial projects in 
Dublin City Centre. Many investors will wait until 
well into this year to decide on what they are 
willing to �nance as they get a better 
understanding of the landscape. This will no doubt 
have a negative impact on larger developments 
with overseas funding, but smaller projects may 
avoid serious disruption, especially in residential 
property, which could see a well needed boom. 

The government has recognised the importance of 
the Construction industry to the future success of 
the country, and their appetite to keep 
construction sites open will help to preserve 
stability in the sector. 

+6%
Growth forecasted between 
2022-2025 in Construction.

What are the underlying forces at work in the 
industry as a whole?

Despite a rocky 2021, most Construction and 
Property employers are optimistic about the year 
ahead, with most expecting their organisation’s 
activity levels to increase or stay the same over the 
next 12 months. While this demonstrates employer 
con�dence in the recovering market, there are still 
concerns from professionals, many of whom are 
worried about the wider economic climate and the 
employment opportunities it may create within the 
next 2-5 years. 

Last year’s hiring plans continue; however, 
competition has risen over the last 12 months. A 
majority of employers have reported some form of 
skills shortage in their team. To add to the 
challenge, employers also noted a struggle to 
recruit and hire permanent and temporary sta�.

Looking to the year ahead, activity is set to rise, 
with most employers intending to hire. This is due 
to be felt throughout the sector across permanent, 
temporary, contract or interim hires. The roles most 
in-demand are, Contract Managers, Quantity 
Surveyors, Site Engineer, Project and Property 
Managers and Health & Safety O�cers. 

For many employers, the expectation is that they 
face another challenging year with recruitment. We 
anticipate a shortage of suitable applicants will be 
the top hiring challenge this year, followed by 
competition from other employers. With unrealistic 
salary requirements rounding out the top three 
concerns for employers. 

Pay transparency key to attracting and 
retaining talent

There were minimal salary increases across the 
Construction and Property sector over the past 12 
months, far lower than expected.  

A native Corkonian, Lisa relocated from Melbourne 
to oversee Cpl’s growth and expansion plans in 
Cork and nationwide. Lisa brought with her a 
wealth of recruitment experience from across the 
globe. She has worked with a diverse portfolio of 
clients across Ireland, the Middle East and most 
recently Australia. With a strong focus on delivery 
and a customer-centric attitude, she helps 
businesses to attract and retain the best people.

Lisa Broderick
Director, Cpl Cork

Construction and Property sector assessment

The construction and property markets are 
adapting well to the challenges and changes 
initiated by the Covid pandemic. Demand for talent 
is growing and this is being re�ected in how 
companies are changing to meet employee needs.  

The past year has seen construction companies 
become much quicker to recruit, often without 
meeting the candidate in person, as virtual 
interviews have become the norm. The demand for 
experienced intermediate to senior candidates will

Rob is the Operations Director of Tech Skills 
Resources (part of the Cpl Group). Tech Skills 
provide Recruitment, Contract Sta�ng and 
Outsourcing services to Construction and Property 
clients in Ireland, Europe and the Middle-East. 

Robert Kiernan
Operations Director,
Tech Skills Resources
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continue to create competition, fuelling the need 
for a more streamlined, equitable and quick
hiring process. 

The demand for health and safety o�cers has 
increased markedly as rapidly changing 
regulations considering the Covid pandemic are 
processed and implemented at speeds never seen 
before. The pandemic has also created demand
for a new role in the industry, Covid
compliance o�cers.  

Seniority: 
• Intermediate to Senior positions

Location: 
• Dublin: 80%
• Cork and Galway: 20% 

Company type: 
• Multinational: 20%
• Developer: 20%
• SMEs: 60%

Roles:
• Contract Manager
• Quantity Surveyor
• Site Engineer
• Project Manager
• Property Manager
• Health & Safety O�cer

Bene�ts:
• Remote work
• Flexible work schedule
• Learning & Development
• Pay rise (retention)
• Pension
• Healthcare
• Transport allowance

Most in demand

€50k
Median Salary for Construction and 
Property roles in Ireland.

Despite this, there was very little decreases in 
salaries within the Construction and Property 
sector and salaries have remained steady in the 
past year. There are exceptions, however, 
in-demand health and safety professionals bucked 
the trend and reported an increase over the year. 

Pay transparency remains an issue. Clear pay 
transparency will be key to improving both talent 
attraction and retention in the year ahead. As will 
raising salaries after the challenge of the pandemic 
has passed.

What is exciting about the construction & 
property industry in 2022? 

There have been positive developments as we start 
into a new year. The pharmaceutical and residential 
sectors are continuing with their ambitious growth 
plans and we’re seeing an increase in planned data 
centres across the country. In short, construction 
projects that have already begun will continue, 
however, those in the pipeline will be slow to get 
o� the ground. 

Uncertainty remains over commercial projects in 
Dublin City Centre. Many investors will wait until 
well into this year to decide on what they are 
willing to �nance as they get a better 
understanding of the landscape. This will no doubt 
have a negative impact on larger developments 
with overseas funding, but smaller projects may 
avoid serious disruption, especially in residential 
property, which could see a well needed boom. 

The government has recognised the importance of 
the Construction industry to the future success of 
the country, and their appetite to keep 
construction sites open will help to preserve 
stability in the sector. 

+6%
Growth forecasted between 
2022-2025 in Construction.

What are the underlying forces at work in the 
industry as a whole?

Despite a rocky 2021, most Construction and 
Property employers are optimistic about the year 
ahead, with most expecting their organisation’s 
activity levels to increase or stay the same over the 
next 12 months. While this demonstrates employer 
con�dence in the recovering market, there are still 
concerns from professionals, many of whom are 
worried about the wider economic climate and the 
employment opportunities it may create within the 
next 2-5 years. 

Last year’s hiring plans continue; however, 
competition has risen over the last 12 months. A 
majority of employers have reported some form of 
skills shortage in their team. To add to the 
challenge, employers also noted a struggle to 
recruit and hire permanent and temporary sta�.

Looking to the year ahead, activity is set to rise, 
with most employers intending to hire. This is due 
to be felt throughout the sector across permanent, 
temporary, contract or interim hires. The roles most 
in-demand are, Contract Managers, Quantity 
Surveyors, Site Engineer, Project and Property 
Managers and Health & Safety O�cers. 

For many employers, the expectation is that they 
face another challenging year with recruitment. We 
anticipate a shortage of suitable applicants will be 
the top hiring challenge this year, followed by 
competition from other employers. With unrealistic 
salary requirements rounding out the top three 
concerns for employers. 

Pay transparency key to attracting and 
retaining talent

There were minimal salary increases across the 
Construction and Property sector over the past 12 
months, far lower than expected.  

A native Corkonian, Lisa relocated from Melbourne 
to oversee Cpl’s growth and expansion plans in 
Cork and nationwide. Lisa brought with her a 
wealth of recruitment experience from across the 
globe. She has worked with a diverse portfolio of 
clients across Ireland, the Middle East and most 
recently Australia. With a strong focus on delivery 
and a customer-centric attitude, she helps 
businesses to attract and retain the best people.

Lisa Broderick
Director, Cpl Cork

Construction and Property sector assessment

The construction and property markets are 
adapting well to the challenges and changes 
initiated by the Covid pandemic. Demand for talent 
is growing and this is being re�ected in how 
companies are changing to meet employee needs.  

The past year has seen construction companies 
become much quicker to recruit, often without 
meeting the candidate in person, as virtual 
interviews have become the norm. The demand for 
experienced intermediate to senior candidates will

Rob is the Operations Director of Tech Skills 
Resources (part of the Cpl Group). Tech Skills 
provide Recruitment, Contract Sta�ng and 
Outsourcing services to Construction and Property 
clients in Ireland, Europe and the Middle-East. 

Robert Kiernan
Operations Director,
Tech Skills Resources

27



Construction & Property

What are the key issues facing the Construction 
and Property industry in 2022?

Skills shortages impacting productivity 

Many employers do not think their organisation 
has the talent needed to achieve current business 
objectives. Negative impacts from a lack of skills 
are being felt on productivity side, the ability to 
deliver projects and employee morale. Companies 
are also short on soft and technical skills.  

The most sought-after soft skills include 
communication and interpersonal skills, the ability 
to adopt change and problem-solving skills. 

The technical skills most required include projects 
and change management, operations, and 
managerial and leadership skills.  

The most common reason employers believe 
causing skills shortages is a lack of people entering 
the job market looking for construction and 
property roles. 

Employee movement high due to Covid-19

Employees are showing a slightly more cautious 
approach to changing jobs this year. The economic 
e�ects of the Covid pandemic have had a 
considerable part to play. Other commonly cited 
reasons for leaving included a too low salary, a lack 
of job security and future opportunities. 

What critical skills do companies need to 
develop for success in 2022?  

Some Construction and Property professionals are 
more actively looking for employment due to 
Covid even though they are still employed, 
implying a sense of uncertainty about long-term 

job prospects. Some are keeping a close eye on the 
job market and have decided to stop job searching 
due to concern about job security.  
Construction and Property professionals are 
looking for the options to work remotely or given 
hybrid options going forward. 

Workers rate work-life balance as highly
as salary

When considering a new role, job security is top of 
professionals’ wish list aside from salary, on a par 
with work-life balance. Job location is also 
important for professionals. Salary and bene�ts 
package are key to Construction and Property 
professions. In line with this, the most popular 
bene�t jobseekers look for is having over 28 days 
paid annual leave and pension provision above the 
legal minimum. Combining generous holiday 
allowances with hybrid working practices, 
considering concerns about job security, and 
de�ning key opportunities for progression could 
help savvy employers retain and attract key talent. 

40%
Of employees moving roles 
compared to 45% last year.

Salary Guide 2022
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What are the key issues facing the Construction 
and Property industry in 2022?

Skills shortages impacting productivity 

Many employers do not think their organisation 
has the talent needed to achieve current business 
objectives. Negative impacts from a lack of skills 
are being felt on productivity side, the ability to 
deliver projects and employee morale. Companies 
are also short on soft and technical skills.  

The most sought-after soft skills include 
communication and interpersonal skills, the ability 
to adopt change and problem-solving skills. 

The technical skills most required include projects 
and change management, operations, and 
managerial and leadership skills.  

The most common reason employers believe 
causing skills shortages is a lack of people entering 
the job market looking for construction and 
property roles. 

Employee movement high due to Covid-19

Employees are showing a slightly more cautious 
approach to changing jobs this year. The economic 
e�ects of the Covid pandemic have had a 
considerable part to play. Other commonly cited 
reasons for leaving included a too low salary, a lack 
of job security and future opportunities. 

What critical skills do companies need to 
develop for success in 2022?  

Some Construction and Property professionals are 
more actively looking for employment due to 
Covid even though they are still employed, 
implying a sense of uncertainty about long-term 

job prospects. Some are keeping a close eye on the 
job market and have decided to stop job searching 
due to concern about job security.  
Construction and Property professionals are 
looking for the options to work remotely or given 
hybrid options going forward. 

Workers rate work-life balance as highly
as salary

When considering a new role, job security is top of 
professionals’ wish list aside from salary, on a par 
with work-life balance. Job location is also 
important for professionals. Salary and bene�ts 
package are key to Construction and Property 
professions. In line with this, the most popular 
bene�t jobseekers look for is having over 28 days 
paid annual leave and pension provision above the 
legal minimum. Combining generous holiday 
allowances with hybrid working practices, 
considering concerns about job security, and 
de�ning key opportunities for progression could 
help savvy employers retain and attract key talent. 

40%
Of employees moving roles 
compared to 45% last year.

Salary Guide 2022
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Permanent Dublin Rest of Ireland
Design Low Med High Low Med High
Design Director €95,000 €110,000 €120,000 €85,000 €95,000 €105,000

Design Manager €65,000 €75,000 €80,000 €55,000 €65,000 €70,000

Structural Engineer €35,000 €60,000 €80,000 €30,000 €50,000 €70,000

Civil Engineer €35,000 €60,000 €80,000 €30,000 €50,000 €70,000

Building Services Engineer €35,000 €50,000 €65,000 €30,000 €45,000 €55,000

Architect €35,000 €55,000 €70,000 €30,000 €47,000 €65,000

Architectural Technologist €35,000 €50,000 €60,000 €30,000 €45,000 €55,000

Cad Technician €35,000 €45,000 €55,000 €30,000 €40,000 €50,000

Commercial Low Med High Low Med High
Commercial Director €140,000 €170,000 €200,000 €120,000 €150,000 €180,000

Commercial Manager €100,000 €110,000 €120,000 €90,000 €100,000 €110,000

Quantity Surveying Low Med High Low Med High
Senior QS €70,000 €80,000 €90,000 €60,000 €70,000 €80,000

Project QS €45,000 €55,000 €65,000 €40,000 €47,000 €55,000

Intermediate QS €35,000 €40,000 €45,000 €30,000 €35,000 €40,000

Junior QS €28,000 €30,000 €35,000 €25,000 €30,000 €30,000

Estimating Low Med High Low Med High
Purchaser/Buyer €30,000 €45,000 €60,000 €25,000 €35,000 €50,000

Estimating Manager €80,000 €90,000 €100,000 €70,000 €80,000 €90,000

Senior Estimator €60,000 €70,000 €80,000 €50,000 €60,000 €70,000

Estimator €35,000 €45,000 €55,000 €30,000 €37,000 €45,000

Junior Estimator €28,000 €30,000 €35,000 €25,000 €27,000 €30,000

Site Operations Low Med High Low Med High
Construction Director €150,000 €225,000 €300,000 €110,000 €155,000 €200,000

Construction Manager €100,000 €110,000 €120,000 €85,000 €35,000 €100,000

Contracts Manager €90,000 €100,000 €110,000 €80,000 €90,000 €100,000

Senior Project Manager €70,000 €80,000 €85,000 €60,000 €67,000 €75,000

Project Manager €65,000 €70,000 €75,000 €55,000 €60,000 €65,000

Senior Site Manager €50,000 €55,000 €60,000 €45,000 €50,000 €55,000

Site Manager €50,000 €60,000 €65,000 €45,000 €50,000 €55,000

Finishing Foreman €50,000 €60,000 €65,000 €45,000 €50,000 €55,000

Foreman €55,000 €65,000 €70,000 €50,000 €40,000 €30,000

All salaries in this sector are on a per annum basis.
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Property Services-Commercial Low Med High Low Med High
Chartered/Associate Surveyor €50,000 €65,000 €80,000 €45,000 €60,000 €70,000

Property Surveyor €30,000 €45,000 €60,000 €25,000 €40,000 €55,000

Valuations Surveyor €30,000 €45,000 €55,000 €25,000 €40,000 €50,000

Commercial Property Manager €40,000 €50,000 €60,000 €35,000 €45,000 €55,000

Senior Asset Manager €75,000 €100,000 €120,000 €65,000 €85,000 €105,000

Asset Manager €45,000 €60,000 €75,000 €40,000 €55,000 €65,000

Other Low Med High Low Med High
Site Clerk €26,000 €32,000 €38,000 €20,000 €30,000 €35,000

Site Administrator €26,000 €32,000 €38,000 €20,000 €30,000 €35,000

BIM €28,000 €40,000 €50,000 €25,000 €35,000 €45,000

CAD €28,000 €40,000 €50,000 €25,000 €35,000 €45,000

Office Administrator €26,000 €35,000 €40,000 €20,000 €30,000 €35,000

Planner €30,000 €50,000 €70,000 €25,000 €45,000 €60,000

Plant Manager €40,000 €50,000 €55,000 €35,000 €37,000 €40,000

Business Development Manager €50,000 €65,000 €75,000 €45,000 €55,000 €65,000

Business Development Coordinator €27,000 €35,000 €45,000 €25,000 €35,000 €40,000

Bid Manager €65,000 €70,000 €75,000 €55,000 €65,000 €70,000

Bid Writer €30,000 €40,000 €45,000 €25,000 €35,000 €45,000

Property Services-Residential Low Med High Low Med High
Senior Property Manager  €55,000 €65,000 €70,000 €50,000 €55,000 €60,000

Property Manager €30,000 €45,000 €55,000 €25,000 €40,000 €50,000

Senior Sales & Letting Negotiator €33,000 €45,000 €55,000 €25,000 €40,000 €50,000

Junior Sales & Letting Negotiator €25,000 €30,000 €33,000 €20,000 €25,000 €30,000

Permanent (continued) Dublin Rest of Ireland

Engineering Low Med High Low Med High
Senior Engineer €55,000 €65,000 €70,000 €50,000 €40,000 €30,000

Setting Out Engineer €38,000 €45,000 €50,000 €35,000 €40,000 €45,000

Junior Engineer €28,000 €30,000 €35,000 €25,000 €27,000 €30,000

Safety Low Med High Low Med High
Health & Safety Director €80,000 €90,000 €100,000 €70,000 €75,000 €85,000

Health & Safety Manager €65,000 €75,000 €80,000 €55,000 €65,000 €70,000

Senior Health & Safety Officer €50,000 €60,000 €65,000 €45,000 €50,000 €55,000

Health & Safety Officer €28,000 €35,000 €45,000 €25,000 €32,000 €40,000
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Engineering sector assessment

The Engineering sector has been pivotal to the 
global response to Covid. From innovations in 
medical devices to challenges in the new work 
environment engineers have been working 
relentlessly, to keep our homes heated, to keep 
those around us safe and to keep the global 
economy moving. This of course means demand 

Judith is the D irector of the award-winning Life 
Science, Technical Engineering, Supply Chain & 
Construction Division in Cpl.

The team provides specialist recruitment of sta� for 
pharmaceutical, biotechnology, clinical research, 
medical device, cosmetic, manufacturing 
engineering, semi-conductor, food, H&S, 
environmental, energy industries, and supply chain 
and procurement in all sectors.

Judith Mo�ett
Director, Engineering

Salary Guide 2022

for Engineering roles had remained competitive 
compared to the rest of the economy, which has 
only now begun to bounce back from near total 
global shut-down. In January 2021, over 650,000 
people were on the pandemic unemployment 
payment, Engineers Ireland conducted its annual 
employment survey. They found over 61% of 
respondents felt there are plenty of job 
opportunities in the sector in Ireland. A surprisingly 
positive result considering the overall economic 
outlook at the time. Add in that 79% of 
Engineering companies in Ireland were planning to 
recruit in 2021, despite the pandemic, and the 
overall picture for the sector is incredibly positive. 
Especially for graduates entering the �eld.

Seniority: 
• Skilled engineering 
• Science based manufacturing  
 professional

Location: 
• Nationwide 

Company type: 
• Multinational

Roles:
• Process Engineer
• Chemical Engineer
• Electrical and Electronic Engineer
• Quali�ed Maintenance   
 professional both Mechanical  
 and/or Electrical
• Experienced Production Manager
• Quality Engineer

Bene�ts:
• Bonus
• Healthcare
• Pension
• Equity and/or share options

Most in demand

80%
Of engineering roles are located 
outside of Dublin.
(Source - Madein.ie).

Engineering

42%
Of the Engineering companies based 
in Ireland are focused on research 
and development.
(Source - IDA Ireland).

Positives for the Engineering industry in 2022

2022 looks to be a positive year for the over 200 
overseas and indigenous Engineering �rms 
operating in Ireland. The industry is already 
well-positioned for growth as the post-pandemic 
economy shifts gears and the new focus on shorter 
supply chains and sustainability raise interesting 
challenges which engineers will be tasked with. 
The Government’s new Industry 4.0 strategy is 
supporting digital transformation, upskilling and 
innovation within the Manufacturing and 
Engineering sectors. This is a welcome boost not 
just to the industry, but a great refocusing of the 
economy. Ireland has the highest number of STEM 
graduates per capita in the EU (European Union), 
with 27% of students enrolled in STEM, and this 
new government initiative acknowledges the need 
to grow future jobs aligned with growth industries 
and high wages. A welcome note is most 
Engineering roles, 4 out of 5, are outside Dublin, 
meaning the regions will get a needed boost from 
job growth within the sector.  

 

Negatives for the Engineering industry in 2022

Some of the ever-present issues in Engineering 
persist into 2022. The gender gap in a traditionally 
male-dominated industry comes to mind - only 
12% of engineers in Ireland are women. However, 
initiatives including Industry 4.0 aim to increase 
awareness of how ful�lling a career in Engineering 
can be regardless of gender.  

Changes to the international tax system, which will 
see Ireland’s 12.5% corporate tax rate go to 15% in 
2023 are also causing some concerns. Many people 
may have come to view this as Ireland’s only 
o�ering when our arsenal is very robust. Ensuring 
this myth is dispelled and foreign direct investment 
continues to �ow into the Engineering sector
is key.  

But the biggest issue is a lack of quali�ed engineers 
to �ll all the roles available. Employers are �nding it 
exceedingly di�cult to not only �ll roles, but to 
retain sta�. As soon as an employee indicates their 
intention to move on, they are being met with a 

€56.5k
Median Salary for Engineering roles.

countero�er. Most employers realise that not only 
is it incredibly di�cult to �nd new talent, but it is 
even more di�cult to replace the level of tacit 
knowledge that their own employees have. 
Companies who seriously value and appreciate 
their sta� are constantly out there researching and 
benchmarking against the market and constantly 
focusing on looking at strategies to increase the 
competitiveness of their salaries and bene�ts 
packages as part of their ability to retain talent. 
This focus on employee value is fantastic for both 
existing employees and those entering the 
Engineering �eld. However, from a recruitment 
perspective, makes it challenging to �ll new 
positions.  

Critical skills companies need to develop for 
success in 2022

All industries will need to continue to adapt to the 
ever-changing Covid situation. Many employees 
have taken to work from home and hybrid models 
of working. A clear focus on meeting these needs 
will be essential to remain competitive in the
talent market.  

Emphasis on graduates and internal training will 
help alleviate long-term talent issues. Policies 
designed to drive innovation and growth by 
creating a more accessible workplace for women is 
also recommended. 

With over 42% of the companies based in Ireland 
focused on research and development within key 
�elds including Aerospace, Chemical & advanced 
materials, and industrial automation, having a 
growth mindset with a focus on R&D will help 
attract new talent interested in gaining knowledge 
in industry-speci�c �elds. 
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Engineering sector assessment

The Engineering sector has been pivotal to the 
global response to Covid. From innovations in 
medical devices to challenges in the new work 
environment engineers have been working 
relentlessly, to keep our homes heated, to keep 
those around us safe and to keep the global 
economy moving. This of course means demand 

Judith is the D irector of the award-winning Life 
Science, Technical Engineering, Supply Chain & 
Construction Division in Cpl.

The team provides specialist recruitment of sta� for 
pharmaceutical, biotechnology, clinical research, 
medical device, cosmetic, manufacturing 
engineering, semi-conductor, food, H&S, 
environmental, energy industries, and supply chain 
and procurement in all sectors.

Judith Mo�ett
Director, Engineering

Salary Guide 2022

for Engineering roles had remained competitive 
compared to the rest of the economy, which has 
only now begun to bounce back from near total 
global shut-down. In January 2021, over 650,000 
people were on the pandemic unemployment 
payment, Engineers Ireland conducted its annual 
employment survey. They found over 61% of 
respondents felt there are plenty of job 
opportunities in the sector in Ireland. A surprisingly 
positive result considering the overall economic 
outlook at the time. Add in that 79% of 
Engineering companies in Ireland were planning to 
recruit in 2021, despite the pandemic, and the 
overall picture for the sector is incredibly positive. 
Especially for graduates entering the �eld.

Seniority: 
• Skilled engineering 
• Science based manufacturing  
 professional

Location: 
• Nationwide 

Company type: 
• Multinational

Roles:
• Process Engineer
• Chemical Engineer
• Electrical and Electronic Engineer
• Quali�ed Maintenance   
 professional both Mechanical  
 and/or Electrical
• Experienced Production Manager
• Quality Engineer

Bene�ts:
• Bonus
• Healthcare
• Pension
• Equity and/or share options

Most in demand

80%
Of engineering roles are located 
outside of Dublin.
(Source - Madein.ie).

Engineering

42%
Of the Engineering companies based 
in Ireland are focused on research 
and development.
(Source - IDA Ireland).

Positives for the Engineering industry in 2022

2022 looks to be a positive year for the over 200 
overseas and indigenous Engineering �rms 
operating in Ireland. The industry is already 
well-positioned for growth as the post-pandemic 
economy shifts gears and the new focus on shorter 
supply chains and sustainability raise interesting 
challenges which engineers will be tasked with. 
The Government’s new Industry 4.0 strategy is 
supporting digital transformation, upskilling and 
innovation within the Manufacturing and 
Engineering sectors. This is a welcome boost not 
just to the industry, but a great refocusing of the 
economy. Ireland has the highest number of STEM 
graduates per capita in the EU (European Union), 
with 27% of students enrolled in STEM, and this 
new government initiative acknowledges the need 
to grow future jobs aligned with growth industries 
and high wages. A welcome note is most 
Engineering roles, 4 out of 5, are outside Dublin, 
meaning the regions will get a needed boost from 
job growth within the sector.  

 

Negatives for the Engineering industry in 2022

Some of the ever-present issues in Engineering 
persist into 2022. The gender gap in a traditionally 
male-dominated industry comes to mind - only 
12% of engineers in Ireland are women. However, 
initiatives including Industry 4.0 aim to increase 
awareness of how ful�lling a career in Engineering 
can be regardless of gender.  

Changes to the international tax system, which will 
see Ireland’s 12.5% corporate tax rate go to 15% in 
2023 are also causing some concerns. Many people 
may have come to view this as Ireland’s only 
o�ering when our arsenal is very robust. Ensuring 
this myth is dispelled and foreign direct investment 
continues to �ow into the Engineering sector
is key.  

But the biggest issue is a lack of quali�ed engineers 
to �ll all the roles available. Employers are �nding it 
exceedingly di�cult to not only �ll roles, but to 
retain sta�. As soon as an employee indicates their 
intention to move on, they are being met with a 

€56.5k
Median Salary for Engineering roles.

countero�er. Most employers realise that not only 
is it incredibly di�cult to �nd new talent, but it is 
even more di�cult to replace the level of tacit 
knowledge that their own employees have. 
Companies who seriously value and appreciate 
their sta� are constantly out there researching and 
benchmarking against the market and constantly 
focusing on looking at strategies to increase the 
competitiveness of their salaries and bene�ts 
packages as part of their ability to retain talent. 
This focus on employee value is fantastic for both 
existing employees and those entering the 
Engineering �eld. However, from a recruitment 
perspective, makes it challenging to �ll new 
positions.  

Critical skills companies need to develop for 
success in 2022

All industries will need to continue to adapt to the 
ever-changing Covid situation. Many employees 
have taken to work from home and hybrid models 
of working. A clear focus on meeting these needs 
will be essential to remain competitive in the
talent market.  

Emphasis on graduates and internal training will 
help alleviate long-term talent issues. Policies 
designed to drive innovation and growth by 
creating a more accessible workplace for women is 
also recommended. 

With over 42% of the companies based in Ireland 
focused on research and development within key 
�elds including Aerospace, Chemical & advanced 
materials, and industrial automation, having a 
growth mindset with a focus on R&D will help 
attract new talent interested in gaining knowledge 
in industry-speci�c �elds. 
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Permanent Dublin Rest of Ireland
Engineering Roles Low Med High Low Med High
Automation Engineer €55,000 €70,000 €100,000 €55,000 €70,000 €100,000

CAD Technician €27,000 €37,000 €45,000 €27,000 €37,000 €45,000

Calibration Engineer €50,000 €62,000 €75,000 €50,000 €62,000 €75,000

Chemical Engineer €70,000 €80,000 €90,000+ €70,000 €80,000 €90,000+

Electronic Technician €40,000 €45,000 €50,000 €40,000 €45,000 €50,000

Commissioning Engineer €45,000 €65,000 80000+ €45,000 €65,000 €80,000+

Debug Technician €30,000 €35,000 €40,000 €30,000 €35,000 €40,000

Design Engineer €40,000 €55,000 €70,000 €40,000 €55,000 €70,000

Design Manager €60,000 €70,000 €80,000 €60,000 €70,000 €80,000+

EHS Engineer €50,000 €60,000 €70,000 €50,000 €60,000 €70,000

Electrical Engineer €50,000 €75,000 €90,000 €50,000 €75,000 €90,000

Electronic Engineer €50,000 €65,000 €80,000 €50,000 €65,000 €80,000

Energy Engineer €50,000 €62,000 €65,000 €50,000 €62,000 €65,000

Engineering Manager €75,000 €82,000 €90,000+ €75,000 €82,000 €90,000+

Facilities Engineer €50,000 €65,000 €80,000 €50,000 €65,000 €80,000

Facilities Manager €60,000 €80,000 €100,000 €60,000 €80,000 €100,000

Facilities Technician €40,000 €45,000 €50,000 €40,000 €45,000 €50,000

Field Service Engineer €40,000 €45,000 €50,000 €40,000 €45,000 €50,000

General Manager €80,000 €120,000 €160,000 €80,000 €120,000 €160,000

H&S Engineer €45,000 €55,000 €65,000+ €45,000 €55,000 €65,000+

H&S Manager €60,000 €70,000 €80,000+ €60,000 €70,000 €80,000+

Instrumentation Engineer €40,000 €50,000 €60,000 €40,000 €50,000 €60,000

Instrumentation Technician €40,000 €43,000 €45,000 €40,000 €43,000 €45,000

Lean Engineer €50,000 €65,000 €80,000 €50,000 €65,000 €80,000

Validation Engineer €35,000 €55,000 €80,000 €35,000 €55,000 €80,000

Validation Engineer €45,000 €58,000 €70,000+ €45,000 €58,000 €70,000+

Maintenance Engineer €45,000 €55,000 €60,000 €45,000 €55,000 €60,000

Maintenance Manager €50,000 €65,000 €80,000+ €50,000 €65,000 €80,000+

Maintenance Technician €40,000 €52,000 €55,000 €40,000 €52,000 €55,000

Manufacturing Engineer €50,000 €60,000 €70,000 €50,000 €60,000 €70,000

Manufacturing Technician €25,000 €32,000 €40,000 €25,000 €32,000 €40,000

Mechanical Engineer €50,000 €62,000 €75,000 €50,000 €62,000 €75,000

NPD Manager €50,000 €58,000 €65,000+ €50,000 €58,000 €65,000+

NPD Technologist €35,000 €40,000 €45,000 €35,000 €40,000 €45,000

Operations Manager €60,000 €75,000 €90,000+ €60,000 €75,000 €90,000+

All salaries in this sector are on a per annum basis.
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Permanent (Continued) Dublin Rest of Ireland
Engineering Roles Low Med High Low Med High
Process Engineer €55,000 €75,000 €90,000 €55,000 €75,000 €90,000

Process Improvement Engineer €50,000 €60,000 €70,000+ €50,000 €60,000 €70,000+

Process Improvement Manager €60,000 €70,000 €80,000+ €60,000 €70,000 €80,000+

Process Technician €35,000 €38,000 €40,000 €35,000 €38,000 €40,000

Production Engineer €30,000 €38,000 €45,000 €30,000 €38,000 €45,000

Production Manager €55,000 €53,000 €65,000 €55,000 €53,000 €65,000

Project Engineer €50,000 €65,000 €80,000 €50,000 €65,000 €80,000

Project Manager €60,000 €62,000 €65,000+ €60,000 €62,000 €65,000+

QA/QC Technician €30,000 €38,000 €45,000 €30,000 €38,000 €45,000

Quality Engineer €45,000 €60,000 €75,000 €45,000 €60,000 €75,000

Quality Manager €60,000 €70,000 €80,000+ €60,000 €70,000 €80,000+
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Executive search sector assessment

The onset of the global Covid pandemic in March 
2020 had a signi�cant and far-reaching impact 
across the jobs market and the future of work for 
all industries.  

The rapidly evolving and unprecedented nature of 
the situation led to a job market where the 
overwhelming feeling was one of apprehension 
and unease.  

Deborah has over 20 years’ experience in 
Recruitment. She joined the Cpl Group in 2018 and 
is responsible for the service delivery and senior 
executive talent acquisition for a varied client base 
including indigenous, SME & multinational 
businesses. Deborah has experience recruiting and 
managing teams across multi-vertical markets and 
disciplines including, Sales, Marketing, Financial 
Services, Tax, HR, Legal, Professional Services
& Aviation.

Deborah Crilly
Director, Cpl Executive Search

Salary Guide 2022

This climate meant that the Job market was quite 
stagnant for the �rst half of 2020. However, the 
situation did begin to improve once companies 
and employees adapted to their new normal and a 
sense of hope was fostered due to lowering case 
rates and the vaccine rollout.  

The last quarter of 2020, saw more executive roles 
become available, and more candidates become 
active in the marketplace. The adaptation 
companies have had to make around remote 
working has opened the talent pool available to 
them which is particularly positive for candidates, 
industries and companies based outside of Dublin.  

The upward trend in terms of roles becoming 
available and candidate activity in the marketplace 
continued into 2021. Certain industries have 
prospered during the pandemic, notably the 
pharmaceutical and life science industries as well 
as technology and �nancial services.

Location: 
• Dublin: 90% 
• ROI: 10%

Company type: 
• Multinational: 70% 
• SMEs: 30% 

Roles:
• Tech: Director level 
• Sales & Marketing: Director level 
• HR: Director level

Bene�ts:
• Pension 
• Healthcare 
• Dental 
• Equity or share options 
• Bonus (20 - 100%)  
• Wellness allowance 

Most in demand

Executive Search

25%
Pay increases expected for Senior 
professionals in 2022.
(Source - The Guardian)

Movement in the Executive Search space was
in multinationals with approx. 70% of roles
worked coming from international companies 
across the technology, SaaS, Engineering, and 
construction spaces.  

Dublin remained the epicentre for most new roles. 
However, the latter half of the year saw some roles 
coming in for Galway. As consistent with 2020/21, 
�exible working arrangements remained front and 
centre particularly with companies in the 
technology space.  

In October 2021, the IDA, in partnership with 
LinkedIn, published its quarterly job market pulse. 
It stated that LinkedIn’s “hiring rate has rebounded 
and is exceeding pre-pandemic levels following 
the disruptive impact Covid had on the Irish 
market throughout much of 2020 and the �rst half 
of 2021.” 

 

What are the underlying forces at work in the 
Executive search industry?  

Across all industries there has been widespread 
change to the future of work. The return to the 
o�ce has been inde�nitely delayed and companies 
have been forced to adopt technology and 
digitalise their processes in a short timeframe.   

The persistent change towards a digital workplace 
has unearthed a reliance on “people analytics” to 
manage remote working across companies. Over 
time it is likely people analytic digital platforms will 
feature heavily across all businesses as a means of 
communicating with employees and managing 
talent. Senior leaders should be aware of the 
emergence of HR (human resources) technology as 
a tool of talent management including onboarding 
and meeting compliance requirements of relevant 
jurisdictions including payroll and tax obligations.   

Executive job roles and what they entail remain 
�uid, particularly in those where a high amount of 
travel and face-to-face meetings were required. 
Employees who are remaining in these roles are 

€172.5k
Median Salary for Executive roles.

now experiencing a shift to more 
research/analysis/operations type roles.   

Senior leadership and C-suite personnel should 
exercise awareness of the widespread changes the 
workforce and the place of work are undergoing. 
Senior leaders should strive to formulate and 
implement an appropriate strategic plan which 
demonstrates strong leadership characteristics.   
 

What is attractive about the Executive search 
industry for 2022?  

Although we are in a vastly di�erent landscape to 
that of pre-Covid, there are some positives about 
the current job market. Most notably, increased 
growth within the Pharmaceutical and Life Science 
industry as well as technology and Financial 
Services spaces.   

There are clear advantages in terms of the time and 
ability for executive candidates to engage with 
recruitment processes due to their �exible working 
arrangements. Interviews and brie�ng calls are 
easier to arrange and the number of opportunities 
candidates can actively be pursuing has 
signi�cantly increased. This is particularly useful for 
Executive Search where it may have been more 
di�cult in the past to tie down these senior 
candidates to engage in face-to-face interviews.  

Onboarding and training processes for new hires at 
this stage in the pandemic have been developed 
and for most companies are now part of a very 
streamlined e�cient process.   

For companies, there have been an increased 
number of candidates who have used the 
pandemic as an opportunity to upskill and partake 
in continuous professional development.   

For candidates, companies are starting to provide 
clarity surrounding their hybrid work model which 
again empowers candidates about pursuing roles 
that will suit them from both a personal and 
professional perspective. 
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Executive search sector assessment

The onset of the global Covid pandemic in March 
2020 had a signi�cant and far-reaching impact 
across the jobs market and the future of work for 
all industries.  

The rapidly evolving and unprecedented nature of 
the situation led to a job market where the 
overwhelming feeling was one of apprehension 
and unease.  

Deborah has over 20 years’ experience in 
Recruitment. She joined the Cpl Group in 2018 and 
is responsible for the service delivery and senior 
executive talent acquisition for a varied client base 
including indigenous, SME & multinational 
businesses. Deborah has experience recruiting and 
managing teams across multi-vertical markets and 
disciplines including, Sales, Marketing, Financial 
Services, Tax, HR, Legal, Professional Services
& Aviation.

Deborah Crilly
Director, Cpl Executive Search

Salary Guide 2022

This climate meant that the Job market was quite 
stagnant for the �rst half of 2020. However, the 
situation did begin to improve once companies 
and employees adapted to their new normal and a 
sense of hope was fostered due to lowering case 
rates and the vaccine rollout.  

The last quarter of 2020, saw more executive roles 
become available, and more candidates become 
active in the marketplace. The adaptation 
companies have had to make around remote 
working has opened the talent pool available to 
them which is particularly positive for candidates, 
industries and companies based outside of Dublin.  

The upward trend in terms of roles becoming 
available and candidate activity in the marketplace 
continued into 2021. Certain industries have 
prospered during the pandemic, notably the 
pharmaceutical and life science industries as well 
as technology and �nancial services.

Location: 
• Dublin: 90% 
• ROI: 10%

Company type: 
• Multinational: 70% 
• SMEs: 30% 

Roles:
• Tech: Director level 
• Sales & Marketing: Director level 
• HR: Director level

Bene�ts:
• Pension 
• Healthcare 
• Dental 
• Equity or share options 
• Bonus (20 - 100%)  
• Wellness allowance 

Most in demand

Executive Search

25%
Pay increases expected for Senior 
professionals in 2022.
(Source - The Guardian)

Movement in the Executive Search space was
in multinationals with approx. 70% of roles
worked coming from international companies 
across the technology, SaaS, Engineering, and 
construction spaces.  

Dublin remained the epicentre for most new roles. 
However, the latter half of the year saw some roles 
coming in for Galway. As consistent with 2020/21, 
�exible working arrangements remained front and 
centre particularly with companies in the 
technology space.  

In October 2021, the IDA, in partnership with 
LinkedIn, published its quarterly job market pulse. 
It stated that LinkedIn’s “hiring rate has rebounded 
and is exceeding pre-pandemic levels following 
the disruptive impact Covid had on the Irish 
market throughout much of 2020 and the �rst half 
of 2021.” 

 

What are the underlying forces at work in the 
Executive search industry?  

Across all industries there has been widespread 
change to the future of work. The return to the 
o�ce has been inde�nitely delayed and companies 
have been forced to adopt technology and 
digitalise their processes in a short timeframe.   

The persistent change towards a digital workplace 
has unearthed a reliance on “people analytics” to 
manage remote working across companies. Over 
time it is likely people analytic digital platforms will 
feature heavily across all businesses as a means of 
communicating with employees and managing 
talent. Senior leaders should be aware of the 
emergence of HR (human resources) technology as 
a tool of talent management including onboarding 
and meeting compliance requirements of relevant 
jurisdictions including payroll and tax obligations.   

Executive job roles and what they entail remain 
�uid, particularly in those where a high amount of 
travel and face-to-face meetings were required. 
Employees who are remaining in these roles are 

€172.5k
Median Salary for Executive roles.

now experiencing a shift to more 
research/analysis/operations type roles.   

Senior leadership and C-suite personnel should 
exercise awareness of the widespread changes the 
workforce and the place of work are undergoing. 
Senior leaders should strive to formulate and 
implement an appropriate strategic plan which 
demonstrates strong leadership characteristics.   
 

What is attractive about the Executive search 
industry for 2022?  

Although we are in a vastly di�erent landscape to 
that of pre-Covid, there are some positives about 
the current job market. Most notably, increased 
growth within the Pharmaceutical and Life Science 
industry as well as technology and Financial 
Services spaces.   

There are clear advantages in terms of the time and 
ability for executive candidates to engage with 
recruitment processes due to their �exible working 
arrangements. Interviews and brie�ng calls are 
easier to arrange and the number of opportunities 
candidates can actively be pursuing has 
signi�cantly increased. This is particularly useful for 
Executive Search where it may have been more 
di�cult in the past to tie down these senior 
candidates to engage in face-to-face interviews.  

Onboarding and training processes for new hires at 
this stage in the pandemic have been developed 
and for most companies are now part of a very 
streamlined e�cient process.   

For companies, there have been an increased 
number of candidates who have used the 
pandemic as an opportunity to upskill and partake 
in continuous professional development.   

For candidates, companies are starting to provide 
clarity surrounding their hybrid work model which 
again empowers candidates about pursuing roles 
that will suit them from both a personal and 
professional perspective. 
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Executive Search

What are the key issues facing the Executive 
Search industry in 2022? 

The consumer-goods sector (non-essential retail) 
and hospitality were the hardest hit industries of 
the pandemic, with lockdowns enforcing closure of 
premises for months at a time. Companies in this 
sector had to rapidly pivot to emphasise the 
e-commerce side of their businesses to generate 
revenues and reactively respond to the evolving 
situation. Many businesses in these sectors put a 
lot of resources into stabilising their revenue 
streams as lockdowns ease. Growth was slowed 
while they attempted to climb back up to 
pre-Covid levels of turnover. Naturally, smaller 
indigenous businesses in these sectors were hit 
hardest.  

The continued preference to work from home may 
have long-term well-being issues, including 
increased burnout and isolation which haven’t 
been fully realised yet. This may have implications 
for anyone at a senior/executive level with a 
people management function. Organisations will 
need to be aware of the importance of a well-being 
strategy to ensure they continue to invest in the 
human capital of their business.   

Salary Guide 2022

What critical skills do companies need to 
develop for success in 2022? 

Companies need to be �exible and when recruiting 
embrace the widened talent pool available to them 
in this post-Covid era.   

Companies need to continue to invest in upskilling 
their employees as remote working has been the 
catalyst for the digitalisation and automation of 
previously manual processes. This leads to a 
greater demand for employees with problem 
solving analytical skills.  

Given the likelihood of job shift having  
occurred over the period of lockdowns, it is 
important from a talent management perspective 
that companies ensure any new roles are clearly 
de�ned and whether there will be a period of �ux 
in terms of old pre-Covid roles and newer 
post-pandemic roles.   

As restrictions ease companies should be 
informing and consulting their people to ensure 
the senior leadership teams' policies are aligned to 
the general appetite and expectation of 
employees. An inclusive and consultative 
top-down approach is required to ensure 
employee concerns are met and dealt with in an 
appropriate fashion and that new policies are just 
and fair for the current Covid climate. 
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Executive Search

What are the key issues facing the Executive 
Search industry in 2022? 

The consumer-goods sector (non-essential retail) 
and hospitality were the hardest hit industries of 
the pandemic, with lockdowns enforcing closure of 
premises for months at a time. Companies in this 
sector had to rapidly pivot to emphasise the 
e-commerce side of their businesses to generate 
revenues and reactively respond to the evolving 
situation. Many businesses in these sectors put a 
lot of resources into stabilising their revenue 
streams as lockdowns ease. Growth was slowed 
while they attempted to climb back up to 
pre-Covid levels of turnover. Naturally, smaller 
indigenous businesses in these sectors were hit 
hardest.  

The continued preference to work from home may 
have long-term well-being issues, including 
increased burnout and isolation which haven’t 
been fully realised yet. This may have implications 
for anyone at a senior/executive level with a 
people management function. Organisations will 
need to be aware of the importance of a well-being 
strategy to ensure they continue to invest in the 
human capital of their business.   
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What critical skills do companies need to 
develop for success in 2022? 

Companies need to be �exible and when recruiting 
embrace the widened talent pool available to them 
in this post-Covid era.   

Companies need to continue to invest in upskilling 
their employees as remote working has been the 
catalyst for the digitalisation and automation of 
previously manual processes. This leads to a 
greater demand for employees with problem 
solving analytical skills.  

Given the likelihood of job shift having  
occurred over the period of lockdowns, it is 
important from a talent management perspective 
that companies ensure any new roles are clearly 
de�ned and whether there will be a period of �ux 
in terms of old pre-Covid roles and newer 
post-pandemic roles.   

As restrictions ease companies should be 
informing and consulting their people to ensure 
the senior leadership teams' policies are aligned to 
the general appetite and expectation of 
employees. An inclusive and consultative 
top-down approach is required to ensure 
employee concerns are met and dealt with in an 
appropriate fashion and that new policies are just 
and fair for the current Covid climate. 

Permanent Dublin Rest of Ireland
Roles Low Med High Low Med High
CEO €160,000 €280,000 €400,000 €160,000 €255,000 €350,000

CFO €130,000 €240,000 €350,000 €120,000 €210,000 €300,000

COO €160,000 €230,000 €300,000 €150,000 €215,000 €280,000

CTO / CIO €150,000 €215,000 €280,000 €140,000 €195,000 €250,000

CMO €140,000 €180,000 €220,000 €140,000 €170,000 €200,000

Site Lead (FDI) €150,000 €200,000 €250,000 €140,000 €185,000 €230,000

General Counsel €150,000 €250,000 €350,000 €140,000 €220,000 €300,000

Chief Product Officer €150,000 €215,000 €280,000 €140,000 €195,000 €250,000

Chief People Officer €120,000 €185,000 €250,000 €110,000 €155,000 €200,000

Strategy Director €120,000 €160,000 €200,000 €110,000 €155,000 €200,000

Finance Director €110,000 €180,000 €250,000 €110,000 €155,000 €200,000

Operations Director €100,000 €150,000 €200,000 €100,000 €125,000 €150,000

Engineering Director €120,000 €160,000 €200,000 €120,000 €150,000 €180,000

Manufacturing Director €120,000 €160,000 €200,000 €120,000 €160,000 €200,000

Business Development / Sales Director €120,000 €175,000 €230,000 €110,000 €155,000 €200,000

Marketing / PR / Public Affairs Director €120,000 €160,000 €200,000 €120,000 €145,000 €170,000

HR Director €120,000 €185,000 €250,000 €120,000 €160,000 €200,000

All salaries in this sector are on a per annum basis.
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Financial Services sector assessment

2021 has been a bumper year for recruitment with 
extremely elevated levels of candidate movement 
particularly during H2. As we moved out of the 
initial constraints of lockdown there was a clear 
backlog of hiring across the majority of Financial 
Services �rms' country wide. The uncertainty of the 

Ben is the Director of Cpl’s Financial Services 
Recruitment team which is the leading FS 
Recruitment team in Ireland. Our clients include 
Investment Managers, Banks, Consulting Firms, 
Insurers, Law Firms and Fund Services Providers.

Prior to working in Cpl, Ben worked within 
Investment Management in a prestigious Private 
Bank and in Fund Services with one of the world’s 
largest global custodians. He currently leads a 
team of 20 highly skilled recruitment consultants 
who specialise across Funds, Asset Management 
and Banking.

Ben McShane
Director, Finance, Legal & 
Accounting
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Covid pandemic resulted in hiring taking a 
backseat for an inde�nite period as the world came 
to grips with the situation and BCP stances were 
frantically arranged. Moving into 2021, nearly all 
Financial Services �rms had successfully executed 
Work from Home strategies with several clients in 
the Fund Service spaces recording record breaking 
performances. Moving into H2 the backlog of 
hiring from 2020 was fuelling an increasingly 
competitive job market which is now at the point 
of critical talent shortages across the broader 
market.  

The pillar banks have tentatively re-engaged in 
talent acquisition across the board, and we are also 
continuing to see new entrants to the market look 
for talent. A primary issue faced by the whole 
�nancial services sector is the lack of available 
talent. Ireland is experiencing a candidate shortage 
and there is a clear need for an in�ux of external 
talent to satisfy the demand.  

Seniority: 
• Fund Accounting: 
 • All levels  

• Compliance  
 • All levels  

• Risk 
 • All levels  

Location: 
• Dublin: 95% 
• Cork: 5% 

Roles:
• Fund Accounting:  
 • Private Equity 
 • Real Estate  

• Compliance: / AML / KYC  
 • Funds/Asset Management 
 • Payments/Fintech 
 • Banking  

• Risk: 
 • Quantitative, Prudential  
 • Payments/Fintech 

Company type: 
• Multinational: 95% 
• SMEs: 5%

Bene�ts:
• Remote working 
• Bonus  
• Flexible work schedules 
• Learning & Development  
• Pension 
• Healthcare 
• Pay raise (retention) 
• Share options 

Most in demand

What are the underlying forces at work in the 
Financial Services industry?

As the candidate pool dwindles, candidates are 
now more aware of the fact that this is a 
candidate-driven market and there is a clearer 
desire and understanding to realise their full 
potential earnings. We are also �nding candidates 
have been receiving multiple o�ers at the same 
time, which they have been using as leverage to 
get increased salaries & bene�ts packages or 
retention packages.  

 

With the working from home model, candidates 
from around the country including areas with 
traditionally lower capacity to earn, have now been 
presented the chance to work for Dublin-based 
�rms. This is driving up salaries and bene�ts across 
the country. And regional salaries in �nancial 
services have substantially increased. This is 
particularly apparent in the Cork market where 
demand for Fund Services professionals has 
increased exponentially.  

What is attractive about the Financial Services 
industry for 2022?

WFH (Working from Home)
There is an abundance of Work from Home 
opportunities on the market at present. This 
provides the chance for candidates to move into 
areas that previously would have been 
unattainable due to their physical distance from 
the workplace. Most Financial Services roles are still 
based in Dublin. However, Cork and Galway have 
seen good growth in the number of roles available 
in recent years.

New Entrants
Dublin continues to thrive in �nancial services,
as a real hub globally. Fund Services have been 
experiencing unprecedented growth and 
numerous large, global players continue to 

8%
Growth in Funds and asset 
management industry employment 
last year.
(Source - Irish Funds).

Financial Services

€60k
Median salary for Finance roles.

establish a foothold in this market. This fact has 
been complimented by the continued growth of 
existing �rms. Consultancy �rms have experienced 
exponential growth across payments, funds, 
banking, and regulatory functions.  

The Management Company area has been 
booming in 2021. This space has been crucial in 
providing increased opportunities for candidates 
and o�ering alternatives to the traditional areas of 
growth like fund accounting where Ireland is 
recognized as a specialist hub. The in�ux of global 
Asset Managers successfully attaining their 
Management Company status has been a positive 
result of Brexit and is very much still to the 
forefront of the surge in employment demand.  

Competitive salaries for candidates 
Dublin is in the process of becoming more 
competitive globally when compared to 
international �nancial hubs. The traditional 
shortfall of salaries, when compared to other 
locations, is now being bridged.  

What are the key issues facing the Financial 
Services industry in 2022? 

Candidate attraction
As mentioned, there is a notable candidate 
shortage. This is leading to increased pressure on 
�rms to attain suitable talent for vacancies. Areas 
particularly a�ected by this are technical
�nancial positions.

The most in-demand role across the three main 
sub-sectors are Fund Accounting, Private Equality, 
and Real Estate. For Compliance is Fund/Asset 
management and for Risk they are Fund/Asset 
management and Payments/Fintech.

The option of sponsorship or international 
searches will become critical to satisfy demand 
across the market and there has been more 
willingness to engage in this practice due
to necessity.  
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Financial Services sector assessment

2021 has been a bumper year for recruitment with 
extremely elevated levels of candidate movement 
particularly during H2. As we moved out of the 
initial constraints of lockdown there was a clear 
backlog of hiring across the majority of Financial 
Services �rms' country wide. The uncertainty of the 

Ben is the Director of Cpl’s Financial Services 
Recruitment team which is the leading FS 
Recruitment team in Ireland. Our clients include 
Investment Managers, Banks, Consulting Firms, 
Insurers, Law Firms and Fund Services Providers.

Prior to working in Cpl, Ben worked within 
Investment Management in a prestigious Private 
Bank and in Fund Services with one of the world’s 
largest global custodians. He currently leads a 
team of 20 highly skilled recruitment consultants 
who specialise across Funds, Asset Management 
and Banking.

Ben McShane
Director, Finance, Legal & 
Accounting
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Covid pandemic resulted in hiring taking a 
backseat for an inde�nite period as the world came 
to grips with the situation and BCP stances were 
frantically arranged. Moving into 2021, nearly all 
Financial Services �rms had successfully executed 
Work from Home strategies with several clients in 
the Fund Service spaces recording record breaking 
performances. Moving into H2 the backlog of 
hiring from 2020 was fuelling an increasingly 
competitive job market which is now at the point 
of critical talent shortages across the broader 
market.  

The pillar banks have tentatively re-engaged in 
talent acquisition across the board, and we are also 
continuing to see new entrants to the market look 
for talent. A primary issue faced by the whole 
�nancial services sector is the lack of available 
talent. Ireland is experiencing a candidate shortage 
and there is a clear need for an in�ux of external 
talent to satisfy the demand.  

Seniority: 
• Fund Accounting: 
 • All levels  

• Compliance  
 • All levels  

• Risk 
 • All levels  

Location: 
• Dublin: 95% 
• Cork: 5% 

Roles:
• Fund Accounting:  
 • Private Equity 
 • Real Estate  

• Compliance: / AML / KYC  
 • Funds/Asset Management 
 • Payments/Fintech 
 • Banking  

• Risk: 
 • Quantitative, Prudential  
 • Payments/Fintech 

Company type: 
• Multinational: 95% 
• SMEs: 5%

Bene�ts:
• Remote working 
• Bonus  
• Flexible work schedules 
• Learning & Development  
• Pension 
• Healthcare 
• Pay raise (retention) 
• Share options 

Most in demand

What are the underlying forces at work in the 
Financial Services industry?

As the candidate pool dwindles, candidates are 
now more aware of the fact that this is a 
candidate-driven market and there is a clearer 
desire and understanding to realise their full 
potential earnings. We are also �nding candidates 
have been receiving multiple o�ers at the same 
time, which they have been using as leverage to 
get increased salaries & bene�ts packages or 
retention packages.  

 

With the working from home model, candidates 
from around the country including areas with 
traditionally lower capacity to earn, have now been 
presented the chance to work for Dublin-based 
�rms. This is driving up salaries and bene�ts across 
the country. And regional salaries in �nancial 
services have substantially increased. This is 
particularly apparent in the Cork market where 
demand for Fund Services professionals has 
increased exponentially.  

What is attractive about the Financial Services 
industry for 2022?

WFH (Working from Home)
There is an abundance of Work from Home 
opportunities on the market at present. This 
provides the chance for candidates to move into 
areas that previously would have been 
unattainable due to their physical distance from 
the workplace. Most Financial Services roles are still 
based in Dublin. However, Cork and Galway have 
seen good growth in the number of roles available 
in recent years.

New Entrants
Dublin continues to thrive in �nancial services,
as a real hub globally. Fund Services have been 
experiencing unprecedented growth and 
numerous large, global players continue to 

8%
Growth in Funds and asset 
management industry employment 
last year.
(Source - Irish Funds).

Financial Services

€60k
Median salary for Finance roles.

establish a foothold in this market. This fact has 
been complimented by the continued growth of 
existing �rms. Consultancy �rms have experienced 
exponential growth across payments, funds, 
banking, and regulatory functions.  

The Management Company area has been 
booming in 2021. This space has been crucial in 
providing increased opportunities for candidates 
and o�ering alternatives to the traditional areas of 
growth like fund accounting where Ireland is 
recognized as a specialist hub. The in�ux of global 
Asset Managers successfully attaining their 
Management Company status has been a positive 
result of Brexit and is very much still to the 
forefront of the surge in employment demand.  

Competitive salaries for candidates 
Dublin is in the process of becoming more 
competitive globally when compared to 
international �nancial hubs. The traditional 
shortfall of salaries, when compared to other 
locations, is now being bridged.  

What are the key issues facing the Financial 
Services industry in 2022? 

Candidate attraction
As mentioned, there is a notable candidate 
shortage. This is leading to increased pressure on 
�rms to attain suitable talent for vacancies. Areas 
particularly a�ected by this are technical
�nancial positions.

The most in-demand role across the three main 
sub-sectors are Fund Accounting, Private Equality, 
and Real Estate. For Compliance is Fund/Asset 
management and for Risk they are Fund/Asset 
management and Payments/Fintech.

The option of sponsorship or international 
searches will become critical to satisfy demand 
across the market and there has been more 
willingness to engage in this practice due
to necessity.  

41



Financial Services

Alternative bene�ts are increasingly popular. 
Companies who can o�er their employees 
something di�erent or make the �rm stand out 
from competitors are a topical issue at present. 
Work-life balance is now at the forefront of a 
candidate’s minds when deliberating on a job o�er. 
Flexible arrangements and more freedom can be 
used to motivate, retain, and attract sta�. Other 
topics to note here are employee wellness 
programmes, alternative monetary bene�ts, 
including lunch allowance and educational 
assistance are becoming increasingly important.

What critical skills do companies need to 
develop for success in 2022? 

In Fund Accounting, over recent years there has 
been a shift in-demand for Private Equity and Real 
Estate Fund Accountants. This is a highly 
competitive area in the market and has been 

subject to substantial salary in�ation. Due to 
reduced graduate intakes in 2020, the 
natural/internal development of talent has 
diminished placing additional pressure on �rms to 
source talent externally and fuelling a highly 
competitive market.  

Risk and Compliance continues to present an 
abundance of opportunities across Banking, 
Payments Funds, and Insurance. Regulatory 
pressures from the Central Bank of Ireland will 
continue to drive hiring across this area.  

The speed of the recruitment process is essential. 
The level of competition for competent sta� has 
never been higher. Due to this fact, the days where 
�rms could engage in prolonged recruitment 
processes or facilitate any stalling is now e�ectively 
counterproductive as candidates have numerous 
opportunities presented to them. 

Salary Guide 2022
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Financial Services

Alternative bene�ts are increasingly popular. 
Companies who can o�er their employees 
something di�erent or make the �rm stand out 
from competitors are a topical issue at present. 
Work-life balance is now at the forefront of a 
candidate’s minds when deliberating on a job o�er. 
Flexible arrangements and more freedom can be 
used to motivate, retain, and attract sta�. Other 
topics to note here are employee wellness 
programmes, alternative monetary bene�ts, 
including lunch allowance and educational 
assistance are becoming increasingly important.

What critical skills do companies need to 
develop for success in 2022? 

In Fund Accounting, over recent years there has 
been a shift in-demand for Private Equity and Real 
Estate Fund Accountants. This is a highly 
competitive area in the market and has been 

subject to substantial salary in�ation. Due to 
reduced graduate intakes in 2020, the 
natural/internal development of talent has 
diminished placing additional pressure on �rms to 
source talent externally and fuelling a highly 
competitive market.  

Risk and Compliance continues to present an 
abundance of opportunities across Banking, 
Payments Funds, and Insurance. Regulatory 
pressures from the Central Bank of Ireland will 
continue to drive hiring across this area.  

The speed of the recruitment process is essential. 
The level of competition for competent sta� has 
never been higher. Due to this fact, the days where 
�rms could engage in prolonged recruitment 
processes or facilitate any stalling is now e�ectively 
counterproductive as candidates have numerous 
opportunities presented to them. 
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Fund Administration Dublin Rest of Ireland
Exec-Level Funds Services Low Med High Low Med High
Exec Level Chief Compliance Officer €150,000 €190,000 €230,000 €135,000 €171,000 €207,000

Exec Level Chief Financial Officer €120,000 €145,000 €170,000 €108,000 €130,500 €153,000

Exec Level Chief Risk Officer €150,000 €190,000 €230,000 €135,000 €171,000 €207,000

Chief Technology Officer €150,000 €190,000 €230,000 €135,000 €171,000 €207,000

Director, Operations €190,000 €210,000 €230,000 €190,000 €210,000 €230,000

EMEA Head of, Board level €230,000 €290,000 €350,000 €230,000 €290,000 €350,000

Head of Operations Start-Up €130,000 €145,000 €160,000 €130,000 €145,000 €160,000

Head of Product €150,000 €170,000 €190,000 €150,000 €170,000 €190,000

Head of Sales EMEA €120,000 €145,000 €170,000 €120,000 €145,000 €170,000

Managing Director, Funds €200,000 €235,000 €270,000 €200,000 €235,000 €270,000

MD, Trustee/Depositary €180,000 €215,000 €250,000 €162,000 €193,500 €225,000

Transfer Agency Low Med High Low Med High

Director TA €100,000 €110,000 €120,000 €100,000 €110,000 €120,000

Head of Transfer Agency €110,000 €130,000 €150,000 €110,000 €130,000 €150,000

Managing Director, TA €140,000 €160,000 €180,000 €140,000 €160,000 €180,000

Senior Transfer Agency Administrator €38,000 €43,000 €48,000 €34,200 €38,700 €43,200

Senior Transfer Agency Manager €75,000 €85,000 €95,000 €67,500 €76,500 €85,500

Transfer Agency Administrator €25,000 €30,000 €35,000 €22,500 €27,000 €31,500

Transfer Agency Assistant Manager €55,000 €60,000 €65,000 €49,500 €54,000 €58,500

Transfer Agency Manager €65,000 €70,000 €75,000 €58,500 €63,000 €67,500

Transfer Agency Supervisor €50,000 €55,000 €60,000 €45,000 €49,500 €54,000

Fund Accounting Low Med High Low Med High

Director, Fund Accounting €120,000 €140,000 €160,000 €120,000 €140,000 €160,000

Fund Accountant €28,000 €31,000 €35,000 €28,000 €33,000 €38,000

Fund Accounting Manager €65,000 €70,000 €75,000 €58,500 €63,000 €67,500

Fund Accounting Supervisor €50,000 €57,000 €65,000 €45,000 €51,300 €58,500

Graduate Fund Accountant €25,000 €27,000 €30,000 €22,500 €24,300 €27,000

Group Manager, VP €90,000 €105,000 €120,000 €81,000 €94,500 €108,000

Managing Director Fund Accounting €130,000 €155,000 €180,000 €130,000 €155,000 €180,000
Managing Director, Fund Accounting 
(Multi-Jurisdictions) €160,000 €210,000 €260,000 €160,000 €210,000 €260,000

Senior Fund Accountant €38,000 €46,000 €55,000 €38,000 €45,000 €50,000

Senior Fund Accounting Manager €75,000 €85,000 €95,000 €67,500 €76,500 €85,500

All salaries in this sector are on a per annum basis.
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Trustee Low Med High Low Med High
Head of Trustee €120,000 €150,000 €180,000 €120,000 €150,000 €180,000

Managing Director, Trustee/Depositary €180,000 €210,000 €240,000 €180,000 €210,000 €240,000

Senior Trustee Administrator €38,000 €43,000 €48,000 €34,200 €38,700 €43,200

Senior Trustee Manager €75,000 €82,000 €90,000 €67,500 €73,800 €81,000

Trustee Administrator €28,000 €33,000 €38,000 €25,200 €29,700 €34,200

Trustee Manager €60,000 €67,000 €75,000 €54,000 €60,300 €67,500

Trustee Supervisor €50,000 €55,000 €60,000 €45,000 €49,500 €54,000

VP Trustee €90,000 €115,000 €140,000 €81,000 €103,500 €126,000

Fund Administration Dublin Rest of Ireland
Compliance Low Med High Low Med High
AML/KYC Analyst €36,000 €43,000 €50,000 €32,400 €38,700 €45,000

Chief Compliance Officer €150,000 €200,000 €250,000 €135,000 €180,000 €225,000

Compliance Administrator €30,000 €37,000 €45,000 €27,000 €33,300 €40,500

Compliance Manager €65,000 €77,000 €90,000 €58,500 €69,300 €81,000

Compliance Officer €40,000 €50,000 €60,000 €36,000 €45,000 €54,000

Deputy Head of Compliance €90,000 €110,000 €130,000 €90,000 €110,000 €130,000

Head of Compliance €120,000 €140,000 €160,000 €120,000 €140,000 €160,000

Senior Compliance Manager €75,000 €90,000 €105,000 €67,500 €81,000 €94,500

Senior Manager Compliance & AML €80,000 €95,000 €110,000 €72,000 €85,500 €99,000

Middle Office Low Med High Low Med High

Director, Middle Office €100,000 €115,000 €130,000 €100,000 €115,000 €130,000

Head of Middle Office €120,000 €140,000 €160,000 €120,000 €140,000 €160,000

Manager, Middle Office €55,000 €65,000 €75,000 €49,500 €58,500 €67,500

Middle Office Administrator €28,000 €31,000 €35,000 €25,200 €27,900 €31,500

Middle Office €80,000 €90,000 €100,000 €72,000 €81,000 €90,000

Senior Middle Office €35,000 €40,000 €45,000 €31,500 €36,000 €40,500

Supervisor €48,000 €51,000 €55,000 €43,200 €45,900 €49,500
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Financial Reporting Low Med High Low Med High
Financial Reporting Accountant €50,000 €55,000 €60,000 €45,000 €49,500 €54,000

Financial Reporting Associate €28,000 €33,000 €38,000 €25,200 €29,700 €34,200

Financial Reporting Manager €65,000 €75,000 €85,000 €58,500 €67,500 €76,500

Financial Reporting Senior Associate €38,000 €45,000 €52,000 €34,200 €40,500 €46,800

Head of Financial Reporting €110,000 €125,000 €140,000 €110,000 €125,000 €140,000

MD, Financial Reporting €140,000 €160,000 €180,000 €126,000 €144,000 €162,000

Senior Manager Financial Reporting €85,000 €92,000 €100,000 €76,500 €82,800 €90,000

Fund Administration Dublin Rest of Ireland
Custody Low Med High Low Med High
Client Relationship Manager €60,000 €72,000 €85,000 €54,000 €64,800 €76,500

Custody Administration €50,000 €55,000 €60,000 €45,000 €49,500 €54,000

Custody Manager €60,000 €70,000 €80,000 €54,000 €63,000 €72,000

Custody Senior Analyst €38,000 €43,000 €48,000 €34,200 €38,700 €43,200

Custody Supervisor €28,000 €33,000 €38,000 €25,200 €29,700 €34,200

Custody VP €85,000 €92,000 €100,000 €76,500 €82,800 €90,000

Head of Custody €110,000 €125,000 €140,000 €110,000 €125,000 €140,000

Senior Relationship Manager €90,000 €100,000 €110,000 €81,000 €90,000 €99,000

Risk and Control Low Med High Low Med High
Head of Risk and Control (Multi-
Jurisdictions) €150,000 €175,000 €200,000 €150,000 €175,000 €200,000

Risk and Control Executive €45,000 €50,000 €55,000 €40,500 €45,000 €49,500

Risk and Control Manager €75,000 €85,000 €95,000 €67,500 €76,500 €85,500

Senior Manager Risk and Control €95,000 €112,000 €130,000 €85,500 €100,800 €117,000

Senior Risk and Control Executive €60,000 €67,000 €75,000 €54,000 €60,300 €67,500

Management Companies (ManCos) Low Med High Low Med High
Head of Management Company €140,000 €155,000 €170,000 €140,000 €155,000 €170,000

Mancos Compliance Manager €80,000 €90,000 €100,000 €72,000 €81,000 €90,000

Product Manager €75,000 €85,000 €95,000 €67,500 €76,500 €85,500

Relationship Manager €70,000 €80,000 €90,000 €63,000 €72,000 €81,000

Senior Product Manager €90,000 €100,000 €110,000 €81,000 €90,000 €99,000

Senior Product Manager €90,000 €100,000 €110,000 €81,000 €90,000 €99,000
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Fund Administration Dublin Rest of Ireland
Risk Low Med High Low Med High
Enterprise Risk Specialist €50,000 €67,000 €85,000 €45,000 €60,300 €76,500

Head of Enterprise Risk €140,000 €170,000 €200,000 €140,000 €170,000 €200,000

Junior Risk Analyst €30,000 €40,000 €50,000 €27,000 €36,000 €45,000

Liquidity Risk Analyst €45,000 €55,000 €65,000 €40,500 €49,500 €58,500

Liquidity Risk Manager €70,000 €90,000 €110,000 €63,000 €81,000 €99,000

Market Risk Analyst €45,000 €55,000 €65,000 €40,500 €49,500 €58,500

Market Risk Manager €70,000 €90,000 €110,000 €63,000 €81,000 €99,000

Quantitative Analyst €35,000 €80,000 €125,000 €31,500 €72,000 €112,500

Quantitative Retail Credit Risk €35,000 €67,000 €100,000 €31,500 €60,300 €90,000

Regulatory Risk Manager €80,000 €90,000 €100,000 €72,000 €81,000 €90,000

Reporting and Governance Manager €80,000 €95,000 €110,000 €72,000 €85,500 €99,000

Operational Risk Analyst €55,000 €60,000 €65,000 €49,500 €54,000 €58,500

Operational Risk Manager €70,000 €82,000 €95,000 €63,000 €73,800 €85,500

Senior Enterprise Risk Manager €90,000 €107,000 €125,000 €81,000 €96,300 €112,500

Senior Quantitative Analyst €70,000 €97,000 €125,000 €63,000 €87,300 €112,500

Corporate/Commercial/Investment Banking Dublin Rest of Ireland
Retail Banking Low Med High Low Med High
AML/KYC Officer €30,000 €37,000 €45,000 €27,000 €33,300 €40,500

Arrears Support Executive €35,000 €40,000 €45,000 €31,500 €36,000 €40,500

Arrears Support Team Lead €55,000 €62,000 €70,000 €49,500 €55,800 €63,000

Asset Manager €40,000 €50,000 €60,000 €36,000 €45,000 €54,000

Assistant Branch Manager €50,000 €60,000 €70,000 €45,000 €54,000 €63,000

ASU Manager €70,000 €77,000 €85,000 €63,000 €69,300 €76,500

Branch Manager €75,000 €97,000 €120,000 €67,500 €87,300 €108,000
Business Development Manager 
(Residential) €80,000 €90,000 €100,000 €72,000 €81,000 €90,000

Business Manager €70,000 €80,000 €90,000 €63,000 €72,000 €81,000

Case Manager €40,000 €55,000 €70,000 €36,000 €49,500 €63,000

Collections Officer €30,000 €32,000 €35,000 €27,000 €28,800 €31,500

Collections Team Lead €45,000 €52,000 €60,000 €40,500 €46,800 €54,000

Control Manager €60,000 €70,000 €80,000 €54,000 €63,000 €72,000

Credit Analyst €35,000 €45,000 €55,000 €31,500 €40,500 €49,500

Credit Risk Analyst €40,000 €55,000 €70,000 €36,000 €49,500 €63,000

Credit Risk Officer €30,000 €45,000 €60,000 €27,000 €40,500 €54,000

Customer Service Officer €28,000 €31,000 €35,000 €25,200 €27,900 €31,500

FS Area Manager €90,000 €110,000 €130,000 €81,000 €99,000 €117,000
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Retail Banking (Continued) Low Med High Low Med High
Data Protection Manager €80,000 €90,000 €100,000 €72,000 €81,000 €90,000

Data Protection Officer €40,000 €60,000 €80,000 €36,000 €54,000 €72,000

Direct Sales €29,000 €34,000 €40,000 €26,100 €30,600 €36,000

Financial Crimes Officer €50,000 €55,000 €60,000 €45,000 €49,500 €54,000

Financial Planning Consultant €45,000 €57,000 €70,000 €40,500 €51,300 €63,000

FS Operations Manager €65,000 €82,000 €100,000 €58,500 €73,800 €90,000

Head of Function €100,000 €125,000 €150,000 €100,000 €125,000 €150,000

Junior Underwriter €35,000 €40,000 €45,000 €31,500 €36,000 €40,500

Mortgage Arrears €35,000 €40,000 €45,000 €31,500 €36,000 €40,500

Mortgage Consultant €30,000 €40,000 €50,000 €27,000 €36,000 €45,000

Mortgage Customer Services €28,000 €31,000 €35,000 €25,200 €27,900 €31,500

Mortgage Manager €55,000 €67,000 €80,000 €49,500 €60,300 €72,000

Mortgage Resolutions Analyst €35,000 €40,000 €45,000 €31,500 €36,000 €40,500

Mortgage Underwriter €30,000 €45,000 €60,000 €27,000 €40,500 €54,000

Personal Insolvency Executive €35,000 €42,000 €50,000 €31,500 €37,800 €45,000

Portfolio Manager €60,000 €70,000 €80,000 €54,000 €63,000 €72,000

Regulatory Compliance Manager €60,000 €75,000 €90,000 €54,000 €67,500 €81,000

Regulatory Compliance Officer €45,000 €55,000 €65,000 €40,500 €49,500 €58,500

Residential Delivery Manager €80,000 €90,000 €100,000 €72,000 €81,000 €90,000

Restructuring Manager €50,000 €72,000 €95,000 €45,000 €64,800 €85,500

Restructuring Officer €35,000 €42,000 €50,000 €31,500 €37,800 €45,000

Senior Underwriter €45,000 €55,000 €65,000 €40,500 €49,500 €58,500

Wealth Management/Brokerage Low Med High Low Med High

Assistant Private Client Advisor €55,000 €60,000 €65,000 €49,500 €54,000 €58,500

Customer Services Administrator €28,000 €34,000 €40,000 €25,200 €30,600 €36,000

Financial Consultant €50,000 €70,000 €90,000 €45,000 €63,000 €81,000

Financial Planning Manager €60,000 €75,000 €90,000 €54,000 €67,500 €81,000

Investment Analyst €40,000 €65,000 €90,000 €36,000 €58,500 €81,000

Paraplanner €40,000 €50,000 €60,000 €36,000 €45,000 €54,000

Pension Administrator €35,000 €40,000 €45,000 €31,500 €36,000 €40,500

Senior Paraplanner €55,000 €62,000 €70,000 €49,500 €55,800 €63,000

Tied Agent €40,000 €70,000 €100,000 €36,000 €63,000 €90,000
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Investment Banking Low Med High Low Med High
FS Wealth Manager €70,000 €85,000 €100,000 €63,000 €76,500 €90,000

Investment Banking Analyst €50,000 €60,000 €70,000 €45,000 €54,000 €63,000

Junior Trader €45,000 €62,000 €80,000 €40,500 €55,800 €72,000

Private Banking Manager €75,000 €95,000 €115,000 €67,500 €85,500 €103,500

Senior Private Banking Manager €110,000 €140,000 €170,000 €99,000 €126,000 €153,000

Senior Trader €80,000 €125,000 €170,000 €72,000 €112,500 €153,000

Senior Wealth Manager €100,000 €130,000 €160,000 €90,000 €117,000 €144,000

Corporate Banking Low Med High Low Med High
Corporate Banking Analyst €40,000 €50,000 €60,000 €36,000 €45,000 €54,000

Corporate Banking Manager €75,000 €97,000 €120,000 €67,500 €87,300 €108,000

Corporate Finance Executive €40,000 €55,000 €70,000 €36,000 €49,500 €63,000

Corporate Finance Manager €70,000 €85,000 €100,000 €63,000 €76,500 €90,000

Credit Risk Manager €70,000 €85,000 €100,000 €63,000 €76,500 €90,000

FS Head of Relationship Management €180,000 €215,000 €250,000 €180,000 €215,000 €250,000

Senior Corporate Banking Analyst €60,000 €70,000 €80,000 €54,000 €63,000 €72,000

Senior Corporate Banking Manager €100,000 €125,000 €150,000 €90,000 €112,500 €135,000

Senior Credit Risk Manager €90,000 €105,000 €120,000 €81,000 €94,500 €108,000

Commercial Banking Low Med High Low Med High
Commercial Banking Manager €60,000 €70,000 €80,000 €54,000 €63,000 €72,000

Commercial Credit Analyst €45,000 €55,000 €65,000 €40,500 €49,500 €58,500

Commercial Lending Manager €80,000 €90,000 €100,000 €72,000 €81,000 €90,000

Head of Commercial Lending €130,000 €145,000 €160,000 €130,000 €145,000 €160,000

Senior Commercial Credit Analyst €50,000 €60,000 €70,000 €45,000 €54,000 €63,000

Senior Commercial Lending Manager €100,000 €115,000 €130,000 €90,000 €103,500 €117,000

Compliance Low Med High Low Med High
FS AML/KYC Analyst €30,000 €40,000 €50,000 €27,000 €36,000 €45,000

FS Chief Compliance Officer €140,000 €195,000 €250,000 €126,000 €175,500 €225,000

FS Compliance Administrator €25,000 €32,000 €40,000 €22,500 €28,800 €36,000

FS Compliance Manager €55,000 €67,000 €80,000 €49,500 €60,300 €72,000

FS Compliance Officer €38,000 €44,000 €50,000 €34,200 €39,600 €45,000

FS Deputy Head of Compliance €85,000 €107,000 €130,000 €85,000 €107,000 €130,000

FS Head of Compliance €100,000 €130,000 €160,000 €100,000 €130,000 €160,000

FS Senior Manager Compliance & AML €80,000 €90,000 €100,000 €72,000 €81,000 €90,000
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Treasury Low Med High Low Med High
Head of Treasury €150,000 €200,000 €250,000 €150,000 €200,000 €250,000

Senior Treasury Sales Manager €75,000 €102,000 €130,000 €67,500 €91,800 €117,000

Treasury Administration €30,000 €45,000 €60,000 €27,000 €40,500 €54,000

Treasury and Banking Ops Lead €55,000 €65,000 €75,000 €49,500 €58,500 €67,500

Treasury Director €110,000 €145,000 €180,000 €110,000 €145,000 €180,000

Treasury Manager €75,000 €87,000 €100,000 €67,500 €78,300 €90,000

Treasury Sales Manager €60,000 €65,000 €70,000 €54,000 €58,500 €63,000

Senior Appointments Low Med High Low Med High
Head of Asset Management €120,000 €150,000 €180,000 €120,000 €150,000 €180,000

Head of Contact Centre €100,000 €130,000 €160,000 €100,000 €130,000 €160,000
Head of Corporate & Institutional Treasury 
Sales €140,000 €170,000 €200,000 €140,000 €170,000 €200,000

Head of Costumer Management €120,000 €150,000 €180,000 €120,000 €150,000 €180,000
Head of Credit Review, Retail and Business 
Banking €100,000 €137,000 €175,000 €100,000 €137,000 €175,000

Head of First Line Anti-Money Laundering €140,000 €160,000 €180,000 €140,000 €160,000 €180,000

Head of Home Mortgage Business €100,000 €135,000 €170,000 €100,000 €135,000 €170,000

Head of MLRO €120,000 €150,000 €180,000 €120,000 €150,000 €180,000

Head of Partner Services €120,000 €150,000 €180,000 €120,000 €150,000 €180,000

Head of Personal Insolvency €120,000 €150,000 €180,000 €120,000 €150,000 €180,000

Head of Private Banking €160,000 €205,000 €250,000 €160,000 €205,000 €250,000

Head of Product Management €120,000 €140,000 €160,000 €120,000 €140,000 €160,000

Head of Retail Debt Recovery €100,000 €125,000 €150,000 €100,000 €125,000 €150,000

Head of Retail Resolutions €120,000 €150,000 €180,000 €120,000 €150,000 €180,000
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Permanent Dublin Rest of Ireland
Personal Lines Low Med High Low Med High
Life Underwriter €140,000 €195,000 €250,000 €140,000 €195,000 €250,000

Operations Manager €120,000 €140,000 €160,000 €120,000 €140,000 €160,000

Client Services Executive €90,000 €115,000 €140,000 €90,000 €115,000 €140,000

Client Services Administrator €75,000 €100,000 €125,000 €75,000 €100,000 €125,000

Pensions Administrator €55,000 €67,500 €80,000 €55,000 €67,500 €80,000

Senior Pensions Administrator €35,000 €42,500 €50,000 €35,000 €42,500 €50,000

Pensions Consultant €40,000 €62,000 €85,000 €40,000 €62,000 €85,000

Claims Team Manager €60,000 €72,000 €85,000 €60,000 €72,000 €85,000

Claims Handler/Assessor €40,000 €50,000 €60,000 €40,000 €50,000 €60,000

Claims Handler €25,000 €30,000 €35,000 €25,000 €30,000 €35,000

Financial Advisor €25,000 €32,000 €40,000 €25,000 €32,000 €40,000

Financial Advisor (5+ Yers exp) €38,000 €46,000 €55,000 €38,000 €46,000 €55,000

Sales Manager €40,000 €60,000 €80,000 €40,000 €60,000 €80,000

Area Manager €45,000 €60,000 €75,000 €45,000 €60,000 €75,000

Mobile Mortgage Broker* €30,000 €40,000 €50,000 €30,000 €40,000 €50,000

Wealth Manager €45,000 €50,000 €55,000 €45,000 €50,000 €55,000

Life Insurance Administrator €30,000 €40,000 €50,000 €30,000 €40,000 €50,000

Contact Centre €40,000 €62,000 €85,000 €40,000 €62,000 €85,000

Risk Low Med High Low Med High
Chief Risk Officer €120,000 €185,000 €250,000 €120,000 €185,000 €250,000

Head of Risk €100,000 €137,000 €175,000 €100,000 €137,000 €175,000

Senior Risk Manager €90,000 €51,000 €12,000 €90,000 €51,000 €12,000

Risk Manager €70,000 €82,000 €95,000 €70,000 €82,000 €95,000

Risk Specialist €43,000 €54,000 €65,000 €43,000 €54,000 €65,000

Risk Officer/ Analyst €30,000 €37,000 €45,000 €30,000 €37,000 €45,000

Risk Associate €25,000 €30,000 €35,000 €25,000 €30,000 €35,000

Operational Risk Manager €65,000 €75,000 €85,000 €65,000 €75,000 €85,000

Operational Risk Analyst €30,000 €42,000 €55,000 €30,000 €42,000 €55,000

Quantitative Risk Manager €70,000 €90,000 €110,000 €70,000 €90,000 €110,000

Quantitative Risk Analyst €40,000 €57,000 €75,000 €40,000 €57,000 €75,000
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Permanent Dublin Rest of Ireland
Compliance Low Med High Low Med High
Chief Compliance Officer €120,000 €160,000 €200,000 €120,000 €160,000 €200,000

Head of Compliance €90,000 €110,000 €130,000 €90,000 €110,000 €130,000

Compliance Manager €70,000 €82,000 €95,000 €70,000 €82,000 €95,000

Compliance Specialist €45,000 €55,000 €65,000 €45,000 €55,000 €65,000

Compliance Officer €30,000 €40,000 €50,000 €30,000 €40,000 €50,000

Compliance Associate €25,000 €30,000 €35,000 €25,000 €30,000 €35,000

Underwriting Low Med High Low Med High
Head of Underwriting €90,000 €112,000 €135,000 €90,000 €112,000 €135,000

Commercial Underwriting Manager €80,000 €90,000 €100,000 €80,000 €90,000 €100,000

Commercial Underwriter (5-10 years) €50,000 €65,000 €80,000 €50,000 €65,000 €80,000

Commercial Underwriter (1-5 years) €35,000 €45,000 €55,000 €35,000 €45,000 €55,000

Assistant Underwriter €25,000 €28,000 €32,000 €25,000 €28,000 €32,000

Actuarial Low Med High Low Med High
Chief Actuary €170,000 €245,000 €320,000 €170,000 €245,000 €320,000

Qualified Actuary €85,000 €110,000 €135,000 €85,000 €110,000 €135,000

Nearly/Newly Qualified Actuary €65,000 €75,000 €85,000 €65,000 €75,000 €85,000

Part-Qualified Actuary €45,000 €57,000 €70,000 €45,000 €57,000 €70,000
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Human Resources sector assessment 

The demand for HR (Human Resources) talent has 
increased over the past year. Since the middle of 
2021, the market has seen huge growth with the 
number of open positions outstripping the supply 
of quali�ed candidates.   

In-house recruitment vacancies have witnessed a 
talent shift, which is creating space for job seekers 
looking to become recruiters. Clients have 
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continued to invest in learning and development 
and Diversity & Inclusion and Wellbeing, spaces of 
particular importance over the past year. 

Within Strategic HR positions, speci�cally Senior HR 
Business Partner, HR Directors and HR Managers, 
we have seen a growing importance of the overall 
employee experience. And a will to invest in 
enhancing business o�erings including, 
improvements in the recruitment processes, 
employee engagement initiatives, Wellness 
programmes and Learning & Development, to 
ensure candidates see companies as an employer 
of choice. This type of thinking has started to �lter 
down to all levels of the HR function. Employers 
have recognised the need for people to work from 
home, with many employers o�ering this where 
possible. From the candidate side this is a key 
deciding factor on which roles to progress with.

Huge e�orts have also been made to improve 
remote onboarding processes to ensure new 
employees, in junior and senior roles, can integrate

Senior Level: 
• HR Managers 
• HRBP’s 
• HR Directors
• Senior Talent Acquisition   
 Specialists 

Location: 
• Dublin: 60% 
• ROI: 40%

Roles:
Junior level: 
• HR Administrators 
• Recruitment Administrators 

Mid-Level: 
• HR Generalists  
• Talent Acquisition Specialist 

Company type: 
• Multinational: 60% 
• SMEs: 40%

Bene�ts:
• Pension 
• Healthcare  
• Dental 
• Share options  
• Bonus (10-20%)  
• Wellness allowance

Most in demand

Human Resources

30%
Of investment in wellness 
programmes will be driven by PVP 
(People Value Proposition) by 2022.

e�ectively into the business and feel of instant 
value to the organisation. New bene�ts have arisen 
within packages including Work from Home 
allowances, New Starter Packages, Wellness 
Allowances and improved bonuses. Employers 
have started to consider the work-life balance of 
their employees o�ering rest days/weeks, early 
�nishes, particularly during the summer months, 
and increased �exible working hours. We have also 
seen notable examples of organisations o�ering 
certain incentives to mark occasions throughout 
the year. This recognition is of huge value to 
candidates and more companies are following suit.  

What are the underlying forces at work in the 
HR industry? 

The initial impact of Covid resulted in fewer 
vacancies in the HR space as companies across the 
board, multinationals, and SMEs, paused 
recruitment and waited to assess its impact on 
business. The market has signi�cantly improved 
since early 2021 and now that remote working 
practices have been shown to run smoothly, 
employers have more con�dence to hire. Remote 
onboarding process improvements have continued 
this year including digitised administration and 
numerous online initiatives. HR is an integral part 
of this for new employees joining an organisation. 
With hiring needs increasing across most sectors, 
including Tech, Professional Services, Financial 
Services, Life Sciences, Manufacturing, Engineering 
and Services, HR are at the forefront to support the 
new talent entering the business and to work on 
retention strategies for existing sta�. Salaries too 
have been an in�uential factor for movement in 
the market. During Covid many employers 
imposed pay freezes but, as the market improves, 
so too has the demand for improvement on 
existing packages. We have seen some employers, 
particularly in the Technology space, proactively 
provide pay rises and o�er unique bene�ts, such as 
Wellness Allowances, Work from Home allowances , 
Early �nishes in summer months, "rest" days/weeks 

€65k
Median salary for HR roles.

in multinationals, increased bonuses (increased 
retention bonuses for contract roles) and 
share/RSU's to deter employees from looking 
elsewhere. 

What is attractive about the HR industry
for 2022? 

In 2020, there was certainly a challenge in the 
junior market. Employers were reluctant to hire 
junior HR Admins, Recruitment Coordinators and 
L&D Coordinators who lacked experience. In 2021, 
we have seen employers being more open to 
junior pro�les and thankfully more openness to 
graduates, particularly those with past work 
experience from college and we expect this
to continue. 

2020 also saw a decrease in TA (Talent Acquisition) 
vacancies but this has signi�cantly changed in 
2021. We began to see an improvement towards 
the end of 2020, with an emergence of short-term 
contract TA roles to provide for short-term hiring 
needs in the Tech, Professional Services, Financial 
Services, Life Sciences, Manufacturing, Services and 
Engineering sectors. But this has evolved with 
those roles converting to permanent as employers 
have more con�dence in longer term growth plans. 
Going into 2022, this continues to be the case with 
Permanent TA. Vacancies are plentiful in the 
market, o�ering competitive salaries, making it a 
very candidate-driven market.

 

Work from home options, particularly clients who 
o�er fully remote roles have certainly widened the 
talent pool for vacancies. Employers who o�er 
hybrid or remote working models are preferred by 
HR candidates. Similarly, we have seen more HR 
candidates interested in part-time opportunities or 
more �exible working arrangements and 
employers are showing more and more willingness 
to adapt to new working arrangements and styles.

A native Corkonian, Lisa relocated from Melbourne 
to oversee Cpl’s growth and expansion plans in 
Cork and nationwide. Lisa brought with her a 
wealth of recruitment experience from across the 
globe. She has worked with a diverse portfolio of 
clients across Ireland, the Middle East and most 
recently Australia. With a strong focus on delivery 
and a customer-centric attitude, she helps 
businesses to attract and retain the best people.

Lisa Broderick
Director, Cpl Cork
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Human Resources sector assessment 

The demand for HR (Human Resources) talent has 
increased over the past year. Since the middle of 
2021, the market has seen huge growth with the 
number of open positions outstripping the supply 
of quali�ed candidates.   

In-house recruitment vacancies have witnessed a 
talent shift, which is creating space for job seekers 
looking to become recruiters. Clients have 
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continued to invest in learning and development 
and Diversity & Inclusion and Wellbeing, spaces of 
particular importance over the past year. 

Within Strategic HR positions, speci�cally Senior HR 
Business Partner, HR Directors and HR Managers, 
we have seen a growing importance of the overall 
employee experience. And a will to invest in 
enhancing business o�erings including, 
improvements in the recruitment processes, 
employee engagement initiatives, Wellness 
programmes and Learning & Development, to 
ensure candidates see companies as an employer 
of choice. This type of thinking has started to �lter 
down to all levels of the HR function. Employers 
have recognised the need for people to work from 
home, with many employers o�ering this where 
possible. From the candidate side this is a key 
deciding factor on which roles to progress with.

Huge e�orts have also been made to improve 
remote onboarding processes to ensure new 
employees, in junior and senior roles, can integrate

Senior Level: 
• HR Managers 
• HRBP’s 
• HR Directors
• Senior Talent Acquisition   
 Specialists 

Location: 
• Dublin: 60% 
• ROI: 40%

Roles:
Junior level: 
• HR Administrators 
• Recruitment Administrators 

Mid-Level: 
• HR Generalists  
• Talent Acquisition Specialist 

Company type: 
• Multinational: 60% 
• SMEs: 40%

Bene�ts:
• Pension 
• Healthcare  
• Dental 
• Share options  
• Bonus (10-20%)  
• Wellness allowance

Most in demand

Human Resources

30%
Of investment in wellness 
programmes will be driven by PVP 
(People Value Proposition) by 2022.

e�ectively into the business and feel of instant 
value to the organisation. New bene�ts have arisen 
within packages including Work from Home 
allowances, New Starter Packages, Wellness 
Allowances and improved bonuses. Employers 
have started to consider the work-life balance of 
their employees o�ering rest days/weeks, early 
�nishes, particularly during the summer months, 
and increased �exible working hours. We have also 
seen notable examples of organisations o�ering 
certain incentives to mark occasions throughout 
the year. This recognition is of huge value to 
candidates and more companies are following suit.  

What are the underlying forces at work in the 
HR industry? 

The initial impact of Covid resulted in fewer 
vacancies in the HR space as companies across the 
board, multinationals, and SMEs, paused 
recruitment and waited to assess its impact on 
business. The market has signi�cantly improved 
since early 2021 and now that remote working 
practices have been shown to run smoothly, 
employers have more con�dence to hire. Remote 
onboarding process improvements have continued 
this year including digitised administration and 
numerous online initiatives. HR is an integral part 
of this for new employees joining an organisation. 
With hiring needs increasing across most sectors, 
including Tech, Professional Services, Financial 
Services, Life Sciences, Manufacturing, Engineering 
and Services, HR are at the forefront to support the 
new talent entering the business and to work on 
retention strategies for existing sta�. Salaries too 
have been an in�uential factor for movement in 
the market. During Covid many employers 
imposed pay freezes but, as the market improves, 
so too has the demand for improvement on 
existing packages. We have seen some employers, 
particularly in the Technology space, proactively 
provide pay rises and o�er unique bene�ts, such as 
Wellness Allowances, Work from Home allowances , 
Early �nishes in summer months, "rest" days/weeks 

€65k
Median salary for HR roles.

in multinationals, increased bonuses (increased 
retention bonuses for contract roles) and 
share/RSU's to deter employees from looking 
elsewhere. 

What is attractive about the HR industry
for 2022? 

In 2020, there was certainly a challenge in the 
junior market. Employers were reluctant to hire 
junior HR Admins, Recruitment Coordinators and 
L&D Coordinators who lacked experience. In 2021, 
we have seen employers being more open to 
junior pro�les and thankfully more openness to 
graduates, particularly those with past work 
experience from college and we expect this
to continue. 

2020 also saw a decrease in TA (Talent Acquisition) 
vacancies but this has signi�cantly changed in 
2021. We began to see an improvement towards 
the end of 2020, with an emergence of short-term 
contract TA roles to provide for short-term hiring 
needs in the Tech, Professional Services, Financial 
Services, Life Sciences, Manufacturing, Services and 
Engineering sectors. But this has evolved with 
those roles converting to permanent as employers 
have more con�dence in longer term growth plans. 
Going into 2022, this continues to be the case with 
Permanent TA. Vacancies are plentiful in the 
market, o�ering competitive salaries, making it a 
very candidate-driven market.

 

Work from home options, particularly clients who 
o�er fully remote roles have certainly widened the 
talent pool for vacancies. Employers who o�er 
hybrid or remote working models are preferred by 
HR candidates. Similarly, we have seen more HR 
candidates interested in part-time opportunities or 
more �exible working arrangements and 
employers are showing more and more willingness 
to adapt to new working arrangements and styles.

A native Corkonian, Lisa relocated from Melbourne 
to oversee Cpl’s growth and expansion plans in 
Cork and nationwide. Lisa brought with her a 
wealth of recruitment experience from across the 
globe. She has worked with a diverse portfolio of 
clients across Ireland, the Middle East and most 
recently Australia. With a strong focus on delivery 
and a customer-centric attitude, she helps 
businesses to attract and retain the best people.

Lisa Broderick
Director, Cpl Cork
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HR

What are the key issues facing the HR industry 
in 2022?  

Large multinational organisations o�ering very 
impressive salaries and packages can often price 
out small-medium size organisation who will �nd it 
di�cult to compete. 

Candidates are looking for more security in their 
job search. Mid-level candidates are focused on 
permanent vacancies if they are in mortgages 
processes or view at least healthcare and pension 
as an absolute minimum for a new role. This 
presents great challenges to secure temporary or 
contract talent for some employers. 

A healthy balance between onsite working and 
working from home will be essential to consider 
going into 2022. Employers who are looking for 
fully onsite from 2022 onwards will struggle to 
secure the top talent in the market as that 
�exibility is of high value for many candidates. On 
the other side some candidates, junior-mid level, 
do have a high desire to return to the o�ce or have 
the option, and to see a presence in that o�ce with 
a positive work environment.   

 

What critical skills do companies need to 
develop for success in 2022? 

As from working home and hybrid working 
arrangements continue, within HR there will 
continue to be a need for strong HRIS (Human 
Resources Information System) experience. 
Employers have a strong desire for candidates to 
be able to come in and hit the ground running 
with good systems and analytical skills. Similarly, 
within learning and development, experience with 
an LMS (Learning Management System) will be 
important or an ATS (Applicant Tracking System) 
and sourcing tools within TA.  

As salaries and bene�ts packages continue to 
improve HR teams will have a high dependence on 
their compensation & bene�ts and reward teams to 
research the market and benchmark their o�erings 
accordingly to remain competitive. 

Overall, as hiring demands increase across all 
industries HR will need to continue to invest in 
improving the overall employee experience, they 
o�er to retain and attract talent. HR needs to invest 
time to understand what motivates their 
employees and establish a �rm PVP (People Value 
Proposition) in an ever-increasingly
competitive market. 

Salary Guide 2022

54



HR

What are the key issues facing the HR industry 
in 2022?  

Large multinational organisations o�ering very 
impressive salaries and packages can often price 
out small-medium size organisation who will �nd it 
di�cult to compete. 

Candidates are looking for more security in their 
job search. Mid-level candidates are focused on 
permanent vacancies if they are in mortgages 
processes or view at least healthcare and pension 
as an absolute minimum for a new role. This 
presents great challenges to secure temporary or 
contract talent for some employers. 

A healthy balance between onsite working and 
working from home will be essential to consider 
going into 2022. Employers who are looking for 
fully onsite from 2022 onwards will struggle to 
secure the top talent in the market as that 
�exibility is of high value for many candidates. On 
the other side some candidates, junior-mid level, 
do have a high desire to return to the o�ce or have 
the option, and to see a presence in that o�ce with 
a positive work environment.   

 

What critical skills do companies need to 
develop for success in 2022? 

As from working home and hybrid working 
arrangements continue, within HR there will 
continue to be a need for strong HRIS (Human 
Resources Information System) experience. 
Employers have a strong desire for candidates to 
be able to come in and hit the ground running 
with good systems and analytical skills. Similarly, 
within learning and development, experience with 
an LMS (Learning Management System) will be 
important or an ATS (Applicant Tracking System) 
and sourcing tools within TA.  

As salaries and bene�ts packages continue to 
improve HR teams will have a high dependence on 
their compensation & bene�ts and reward teams to 
research the market and benchmark their o�erings 
accordingly to remain competitive. 

Overall, as hiring demands increase across all 
industries HR will need to continue to invest in 
improving the overall employee experience, they 
o�er to retain and attract talent. HR needs to invest 
time to understand what motivates their 
employees and establish a �rm PVP (People Value 
Proposition) in an ever-increasingly
competitive market. 

Salary Guide 2022

Permanent Dublin Rest of Ireland
General Low Med High Low Med High
HR Administrator €26,000 €30,500 €35,000 €24,000 €29,500 €35,000

HR Business Partner €55,000 €65,000 €75,000 €45,000 €57,500 €70,000

HR Director €110,000 €150,000 €180,000 €100,000 €140,000 €160,000

HR Generalist €40,000 €50,000 €60,000 €30,000 €40,000 €50,000

HR Manager €55,000 €75,000 €80,000 €55,000 €75,000 €100,000
Industrial Relations/Employee Relations 
Manager €60,000 €75,000 €90,000 €55,000 €67,500 €80,000

Senior HR Manager €80,000 €100,000 €120,000 €800,000 €90,000 €100,000

Strategic HR Business Partner €80,000 €92,500 €105,000 €55,000 €67,500 €80,000

Recruitment Low Med High Low Med High
Head of Recruitment €90,000 €110,000 €130,000 €80,000 €90,000 €100,000

Recruitment Administrator €26,000 €33,000 €40,000 €24,000 €27,000 €30,000

Recruitment Manager (In-House) €70,000 €90,000 €110,000 €50,000 €65,000 €80,000

Recruitment Specialist (In-House) €45,000 €60,000 €75,000 €35,000 €45,000 €55,000

Technical Recruiter €50,000 €67,500 €85,000 €35,000 €50,000 €65,000

HRIS Low Med High Low Med High
HRIS Analyst €30,000 €42,500 €55,000 €30,000 €37,500 €45,000

HRIS Manager €50,000 €65,000 €80,000 €50,000 €65,000 €80,000

Learning & Development / 
Organisational Development Low Med High Low Med High

Head of Learning & Development €80,000 €95,000 €110,000 €75,000 €97,500 €120,000

Head of Talent & OD €90,000 €110,000 €130,000 €85,000 €102,500 €120,000

Learning & Development Manager €60,000 €70,000 €80,000 €35,000 €50,000 €65,000

Learning & Development Specialist €45,000 €55,000 €65,000 €50,000 €57,500 €65,000

Organisational Development Manager €70,000 €85,000 €100,000 €50,000 €60,000 €70,000

Organisational Development Specialist €55,000 €65,000 €75,000 €40,000 €52,500 €65,000

Training Coordinator €26,000 €33,000 €40,000 €24,000 €29,500 €35,000

Reward/Compensation & Benefits Low Med High Low Med High

Compensation & Benefits Analyst €35,000 €45,000 €55,000 €30,000 €37,500 €45,000

Compensation & Benefits Manager €80,000 €100,000 €120,000 €70,000 €95,000 €120,000

Compensation & Benefits Specialist €50,000 €62,500 €75,000 €30,000 €37,500 €45,000

Global Mobility Specialist €45,000 €55,000 €65,000 €40,000 €50,000 €60,000

Head of Compensation & Benefits €100,000 €130,000 €160,000 €90,000 €120,000 €150,000

Head of Global Mobility €65,000 €80,000 €95,000 €60,000 €75,000 €90,000

All salaries in this sector are on a per annum basis.
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Languages

With 15 years recruitment experience, Claudia 
leads a large team of specialist recruiters across 
contract, permanent and interim positions in the 
Customer Success, Content Review and 
Multilingual Sales space.

Claudia Ciocca
Director, Global Talent

Salary Guide 2022

While recruitment teams and candidates were still 
adjusting to the new normal, a few signi�cant 
trends emerged as virtual recruiting and 
onboarding a remote workforce became the norm 
for many. The No. 1 skill for recruiters and 
candidates to embrace in 2021-2022 is and will 
continue to be adaptability.

What are the underlying forces at work in the 
Language industry?

As Covid starts slowly diminishing and life
regains a bit of normality, new and more 
specialised recruitment trends started to emerge 
going forward. Covid has had a signi�cant impact 
on many facets of recruitment, especially for 
multilingual talent who are based outside
Ireland and that is evident in the rise of
remote interviewing and optimising the
candidate experience. 

Location: 
• Dublin: 80% 
• Cork and Galway: 10%  
• Other EU countries: Germany and  
• Austria: 10% 

Company type: 
• Multinational: 80% 
• Local enterprise: 20%

Roles:
• Content Moderator 
• Customer Service 
• Sales/Business Development   
 Representative 
• Technical Support

Seniority: 
• Junior - Mid Level €28 - €32K 
• Sales Junior €30 - €40K 
• Middle Sales €35 - €55K

Bene�ts:
• Remote work 
• Flexible work schedules 
• Learning & Development 
• Wellness programme 
• Health care 
• Pension (50% of employers) 
• Pay rise (retention) 
• Share options (50% of employers) 
• 25+ paid holidays 
• Unlimited holidays (15% of   
 employers) 

Most in demand

€32k
Median Salary for Language jobs
in Ireland.

impacted the sector for years is even more severe 
now and demands employers to be creative when 
hiring and training sta�. Due to the quick market 
and economy recovery across Ireland and Europe, 
skilled multilingual talent is in-demand especially, 
speakers of German, Dutch, and Nordic languages. 
Organisations are keen to o�er a work-life balance 
and re-create a more ideal working model to 
attract talents. Bene�ts include remote and �exible 
working schedules, learning and development 
opportunities, well-being programme, health 
insurance, share options and increased holidays 
(up to 25 days and unlimited holidays for about 
15% of employers). 

What critical skills do companies need to 
develop for success in 2022?

It is essential to stand out, making sure your brand 
as an employer in Ireland is respected. It is also 
essential to think long-term and invest in the 
potential of new hires. Candidates are looking for 
career experience and development opportunities 
not just a title when they decide to leave their 
countries and relocate to Ireland.

 

The arrival of multiple new players into the market 
is also forcing companies to be competitive to 
retain their talent. Companies are realising the 
impact of building an employee-centric culture to 
help drive growth, which links to sustainable 
development. The power of leveraging digital 
platforms to reshape employee engagement and 
elevate business productivity cannot be neglected. 
Since Covid changed how we work, companies 
who have empowered their sta� to move to 
remote and WFH models have gained a step on
the competition. 

23%
Growth in Ireland’s multinational 
sector in 2020.
(Source - CSO).

As the pandemic starts to ease up with the arrival 
of vaccines, the use of remote onboarding and 
interviews might become less frequent, still a lot of 
people will opt to continue using this approach. 

What is attractive about the Language industry 
for 2022?

Following the trend of the last few years, Ireland 
continues to be a leader in the world of 
cybersecurity and the multilingual industry has 
directly bene�ted from it. Cpl Global Talent recruits 
for 47 language markets, across 5 continents, from 
Albanian to Zulu.  

With the recovery of the economy after the 
pandemic, an increasing number of corporations 
have set up their ambitious hiring plans for 2022. 
We predict to see more job opportunities arise in 
2022 coming from domestic as well as 
international regions with new o�ces launching by 
many multinational corporations. And these roles 
are starting to be less Dublin centric with newer 
multinational roles opening in Cork & Galway. 
Remote work, on a full or hybrid model, is a reality 
within the industry and that is allowing 
multilingual candidates living across Ireland to 
start considering job opportunities that used to be 
only available in Dublin. 

Finally, with the advances on vaccinations
across Europe, candidates are becoming more 
willing to consider relocation to a new country as 
an option again. 

What are the key issues facing the Language 
industry in 2022?

A challenge at this post-pandemic scenario would 
be to remain competitive on a market that is once 
more �ghting for the same talent between the 
organisations. The skills shortage that has 

Language sector assessment

It should come as no surprise that the sudden 
arrival of Covid has transformed the recruitment 
process and the number of candidates looking for 
a job abroad during an uncertain time.  

However, within the multilingual recruitment 
environment, the demand for multilingual talent in 
Ireland stood strong and remains high as many 
Technology companies still required skilled, 
multilingual professionals to support customer 
demands in several international markets. Clients 
are looking to recruit for multilingual Content 
Moderators, Customer Service reps, Sales/Business 
Development Reps and Technical Support. 

56



Languages

With 15 years recruitment experience, Claudia 
leads a large team of specialist recruiters across 
contract, permanent and interim positions in the 
Customer Success, Content Review and 
Multilingual Sales space.

Claudia Ciocca
Director, Global Talent

Salary Guide 2022

While recruitment teams and candidates were still 
adjusting to the new normal, a few signi�cant 
trends emerged as virtual recruiting and 
onboarding a remote workforce became the norm 
for many. The No. 1 skill for recruiters and 
candidates to embrace in 2021-2022 is and will 
continue to be adaptability.

What are the underlying forces at work in the 
Language industry?

As Covid starts slowly diminishing and life
regains a bit of normality, new and more 
specialised recruitment trends started to emerge 
going forward. Covid has had a signi�cant impact 
on many facets of recruitment, especially for 
multilingual talent who are based outside
Ireland and that is evident in the rise of
remote interviewing and optimising the
candidate experience. 

Location: 
• Dublin: 80% 
• Cork and Galway: 10%  
• Other EU countries: Germany and  
• Austria: 10% 

Company type: 
• Multinational: 80% 
• Local enterprise: 20%

Roles:
• Content Moderator 
• Customer Service 
• Sales/Business Development   
 Representative 
• Technical Support

Seniority: 
• Junior - Mid Level €28 - €32K 
• Sales Junior €30 - €40K 
• Middle Sales €35 - €55K

Bene�ts:
• Remote work 
• Flexible work schedules 
• Learning & Development 
• Wellness programme 
• Health care 
• Pension (50% of employers) 
• Pay rise (retention) 
• Share options (50% of employers) 
• 25+ paid holidays 
• Unlimited holidays (15% of   
 employers) 

Most in demand

€32k
Median Salary for Language jobs
in Ireland.

impacted the sector for years is even more severe 
now and demands employers to be creative when 
hiring and training sta�. Due to the quick market 
and economy recovery across Ireland and Europe, 
skilled multilingual talent is in-demand especially, 
speakers of German, Dutch, and Nordic languages. 
Organisations are keen to o�er a work-life balance 
and re-create a more ideal working model to 
attract talents. Bene�ts include remote and �exible 
working schedules, learning and development 
opportunities, well-being programme, health 
insurance, share options and increased holidays 
(up to 25 days and unlimited holidays for about 
15% of employers). 

What critical skills do companies need to 
develop for success in 2022?

It is essential to stand out, making sure your brand 
as an employer in Ireland is respected. It is also 
essential to think long-term and invest in the 
potential of new hires. Candidates are looking for 
career experience and development opportunities 
not just a title when they decide to leave their 
countries and relocate to Ireland.

 

The arrival of multiple new players into the market 
is also forcing companies to be competitive to 
retain their talent. Companies are realising the 
impact of building an employee-centric culture to 
help drive growth, which links to sustainable 
development. The power of leveraging digital 
platforms to reshape employee engagement and 
elevate business productivity cannot be neglected. 
Since Covid changed how we work, companies 
who have empowered their sta� to move to 
remote and WFH models have gained a step on
the competition. 

23%
Growth in Ireland’s multinational 
sector in 2020.
(Source - CSO).

As the pandemic starts to ease up with the arrival 
of vaccines, the use of remote onboarding and 
interviews might become less frequent, still a lot of 
people will opt to continue using this approach. 

What is attractive about the Language industry 
for 2022?

Following the trend of the last few years, Ireland 
continues to be a leader in the world of 
cybersecurity and the multilingual industry has 
directly bene�ted from it. Cpl Global Talent recruits 
for 47 language markets, across 5 continents, from 
Albanian to Zulu.  

With the recovery of the economy after the 
pandemic, an increasing number of corporations 
have set up their ambitious hiring plans for 2022. 
We predict to see more job opportunities arise in 
2022 coming from domestic as well as 
international regions with new o�ces launching by 
many multinational corporations. And these roles 
are starting to be less Dublin centric with newer 
multinational roles opening in Cork & Galway. 
Remote work, on a full or hybrid model, is a reality 
within the industry and that is allowing 
multilingual candidates living across Ireland to 
start considering job opportunities that used to be 
only available in Dublin. 

Finally, with the advances on vaccinations
across Europe, candidates are becoming more 
willing to consider relocation to a new country as 
an option again. 

What are the key issues facing the Language 
industry in 2022?

A challenge at this post-pandemic scenario would 
be to remain competitive on a market that is once 
more �ghting for the same talent between the 
organisations. The skills shortage that has 

Language sector assessment

It should come as no surprise that the sudden 
arrival of Covid has transformed the recruitment 
process and the number of candidates looking for 
a job abroad during an uncertain time.  

However, within the multilingual recruitment 
environment, the demand for multilingual talent in 
Ireland stood strong and remains high as many 
Technology companies still required skilled, 
multilingual professionals to support customer 
demands in several international markets. Clients 
are looking to recruit for multilingual Content 
Moderators, Customer Service reps, Sales/Business 
Development Reps and Technical Support. 
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Permanent Dublin Rest of Ireland
Call Centres-Customer Service Low Med High Low Med High
Customer Service Account Manager €28,000 €30,000 €35,000 €28,000 €30,000 €35,000

Account Manager & Language €30,000 €35,000 €45,000 €30,000 €35,000 €38,000

Call Centre Operation Manager €60,000 €70,000 €90,000 €50,000 €60,000 €80,000

Customer Service Agent €22,000 €25,000 €30,000 €22,000 €25,000 €28,000

Customer Service Agent & Language €24,000 €27,000 €32,000 €24,000 €26,000 €32,000

Customer Service Manager €40,000 €55,000 €65,000 €40,000 €50,000 €55,000

Customer Service Team Leader €30,000 €40,000 €48,000 €30,000 €35,000 €42,000
Customer Service Team Leader & 
Language €35,000 €40,000 €45,000 €30,000 €40,000 €45,000

Languages Low Med High Low Med High
Account Manager with Language €30,000 €35,000 €50,000 €28,000 €25,000 €38,000

Accounts Payable with Language €30,000 €35,000 €40,000 €25,000 €30,000 €33,000

Accounts Receivable with Language €30,000 €35,000 €40,000 €25,000 €30,000 €33,000

Business Development with Language €41,000 €50,000 €60,000 €30,000 €44,000 €58,000

Call Centre Team Leader no Language €30,000 €32,000 €40,000 €30,000 €32,000 €42,000

Call Centre Team Leader with Language €35,000 €45,000 €48,000 €34,000 €40,000 €45,000

Cloud Sales with Language €40,000 €50,000 €80,000 €35,000 €45,000 €65,000

Collection Analyst with Language €30,000 €35,000 €38,000 €24,000 €28,000 €35,000

Content Analyst with Language €25,000 €30,000 €32,000 €25,000 €30,000 €32,000

Customer Service no Language €22,000 €24,000 €25,000 €22,000 €24,000 €25,000

Customer Service with Language €25,000 €30,000 €35,000 €24,000 €30,000 €32,000

Customer Success Manager with Language €35,000 €40,000 €60,000 €32,000 €35,000 €38,000
Customer Success Manager with no 
Language €32,000 €35,000 €45,000 €30,000 €33,000 €35,000

Data Entry with Language €25,000 €26,000 €27,000 €24,000 €25,000 €26,000
Editorial Compliance Specialist with 
Language €28,000 €30,000 €40,000 €26,000 €28,000 €30,000

Inside Sales with Language €40,000 €60,000 €85,000 €25,000 €35,000 €45,000

IT Account/Agent Support with Language €27,000 €29,000 €35,000 €29,000 €33,000 €35,000

Lead Generation with Language €28,000 €30,000 €40,000 €24,000 €26,000 €30,000

Online Media no Language €26,000 €27,000 €28,000 €24,000 €25,000 €26,000

Online Media with Language €28,000 €29,000 €30,000 €26,000 €27,000 €28,000

Order Management with Language €26,000 €30,000 €35,000 €23,000 €25,000 €30,000

Procurement Coordinator €25,000 €30,000 €35,000 €25,000 €30,000 €35,000

Quality Analyst with Language €30,000 €31,000 €32,000 €28,000 €39,000 €30,000

Sales Manager with Language €55,000 €75,000 €100,000 €50,000 €60,000 €70,000
Team Manager with Language/Sales 
Operation €45,000 €65,000 €75,000 €35,000 €55,000 €65,000

All salaries in this sector are on a per annum basis.
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Permanent Dublin Rest of Ireland
Languages Low Med High Low Med High
Technical Editor with Language €36,000 €38,000 €45,000 €34,000 €36,000 €38,000

Technical Engineer with Language €43,000 €45,000 €52,000 €40,000 €43,000 €45,000

Technical Support 1st level no Language €22,000 €25,000 €26,000 €21,000 €23,000 €24,000

Technical Support 1st level with Language €26,000 €28,000 €30,000 €26,000 €28,000 €30,000

Technical Support 2nd level with Language €30,000 €32,000 €35,000 €28,000 €30,000 €30,000

Telesales Agent with Language €28,000 €30,000 €36,000 €26,000 €30,000 €33,000
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Seniority: 
• Mid - Level (3-5 years’ PQE)

Location: 
• Dublin: 65% 
• Cork: 8% 
• Rest of country: 28%

Roles:
• Data Protection / Privacy Lawyer 
• Corporate Lawyer 
• Company Secretary 
• Financial Services Lawyer

Bene�ts:
• Remote work 
• Flexible work schedule 
• Career progression opportunities 
• Work abroad 3-6 months   
 (retention) 
• Pay rise (retention)

Most in demand

Ben is the Director of Cpl’s Financial Services 
Recruitment team which is the leading FS 
Recruitment team in Ireland. Our clients include 
Investment Managers, Banks, Consulting Firms, 
Insurers, Law Firms and Fund Services Providers.

Prior to working in Cpl, Ben worked within 
Investment Management in a prestigious Private 
Bank and in Fund Services with one of the world’s 
largest global custodians. He currently leads a 
team of 20 highly skilled recruitment consultants 
who specialise across Funds, Asset Management 
and Banking.

Ben McShane
Director, Finance, Legal & 
Accounting

Areas such as Corporate, Funds, Tax, Data 
Protection and Banking remain the most
buoyant specialisms. 

Solicitors in these areas seek a premium, which is 
leading to �rms investing in more competitive 
salaries, bene�ts and working from home 
arrangements to retain their top talent alongside 
some excellent bonuses. The most in-demand roles 
are mid-level, 3-5 PQE Data Protection Lawyers, 
Privacy, Corporate Lawyers, Financial Services 
Lawyers, and Company Secretaries. 

Law Firms

Solicitors in senior positions are also adopting 
alternative titles such as ‘Head of,’ ‘Director’ and ‘of 
Counsel’ rather than moving directly to 
partnership. Newly quali�ed solicitors are faced 
with more opportunities than in previous years and 
top performers are being paid favourably to 
remain with their training �rms. The rise in partner 
movement has created an upward pressure on 

Legal Sector assessments

The legal market has experienced another year of 
sustained growth, which has further driven the 
demand for talent within the industry. There has 
been a continued in�ux of UK and US law �rms into 
Ireland, creating a reorganisation at all levels. The 
increase in partner moves this year has also created 
a wave of internal shifts in well-established �rms.

€76,250
Median Salary for Legal roles
in Ireland.

35%
Of Irish law �rms increased sta� 
numbers in 2021.
(Source - quoted by the Irish Times).

Senior Associate salaries and candidates moving at 
this level are seeking clear career progression. 
There is a high demand for Solicitors at the 2-6 PQE 
level and �rms are competing forcefully to entice 
and retain the market’s top talent. Firms are also 
becoming more open to �exible working options 
to attract candidates.

In-House

On the in-house side, we are continuing to see a 
move away from commercial contract-based roles 
to a wider variety of transactional and 
�nancing-based positions. The last year has seen a 
signi�cant increase on the overall number of 
in-house roles available. With an increase on 
international companies moving to Dublin, there is 
a considerable number of opportunities available 
at all levels. There has never been such a demand 
for junior lawyers to move in-house and the last 
year has seen high numbers of private practice 
solicitors making the move. 

Compliance Market

The Compliance market has once again been busy 
in areas such as AML and KYC, especially within the 
Corporate Banking space. Opportunities for GDPR 
and General Compliance Specialists are plentiful, 
with more roles being created in this area to 
answer the demands of the market. 

Company Secretary

The Company Secretarial market is an area of high 
demand and low supply of suitable talent, which 
has proven an obstacle this year for both in-house 
and private practice company secretarial 
departments. Strong ICSA candidates have been 
maximising value over the last 12 months and will 
continue to do in 2022. Company Secretaries 
within the Funds space are in huge demand 
amongst all organisations. Organisations are 
o�ering a premium to candidates with at least 2 
years’ experience within Funds. 

Positives of the Legal market

It is an exciting time to be involved in the Legal 
market. In 2022, there will be an increase in the 
number of �rms that are moving to the work from 
home model. The most common o�er seems to be 
the 3:2 split with most of the major Law �rms 
moving towards this. With the vast majority of Law 
�rms operating from the Dublin area, WFH 
opportunities should allow some decentralisation 
of sta�ng, with people in other regions now being 
considered part of the Dublin talent pool. To keep 
up with demand �rms are also increasing available 
bene�ts. With options like, working abroad for up 
to 3 months being used as a lure to retain highly 
quali�ed talent and career path progress plans 
being put in place to encourage new hires. In 
addition to this the number of in-house 
opportunities is increasing the availability of senior 
roles within law �rms.  

Another fantastic initiative that has been 
established this year is the Women in Leadership 
Programme, this gives all female lawyers who
have been quali�ed for 5 years a chance to be 
mentored by senior colleagues to help increase
the percentage of women being retained in
senior positions.  

 

Negatives of the Legal market

While there are a lot of positives surrounding the 
Legal market there are also some negatives. There 
has been a high number of lawyers looking to get 
into new areas. Whether this is relationship 
management, strategy, or completely unique areas. 
The long hours expected to be put in by Lawyers 
has seen several candidates make the move to 
other sectors. While the hours are still as tough as 
ever, the balance of working from home in 2022 
will hopefully encourage more candidates to stay 
in the �eld.
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Seniority: 
• Mid - Level (3-5 years’ PQE)

Location: 
• Dublin: 65% 
• Cork: 8% 
• Rest of country: 28%

Roles:
• Data Protection / Privacy Lawyer 
• Corporate Lawyer 
• Company Secretary 
• Financial Services Lawyer

Bene�ts:
• Remote work 
• Flexible work schedule 
• Career progression opportunities 
• Work abroad 3-6 months   
 (retention) 
• Pay rise (retention)

Most in demand

Ben is the Director of Cpl’s Financial Services 
Recruitment team which is the leading FS 
Recruitment team in Ireland. Our clients include 
Investment Managers, Banks, Consulting Firms, 
Insurers, Law Firms and Fund Services Providers.

Prior to working in Cpl, Ben worked within 
Investment Management in a prestigious Private 
Bank and in Fund Services with one of the world’s 
largest global custodians. He currently leads a 
team of 20 highly skilled recruitment consultants 
who specialise across Funds, Asset Management 
and Banking.

Ben McShane
Director, Finance, Legal & 
Accounting

Areas such as Corporate, Funds, Tax, Data 
Protection and Banking remain the most
buoyant specialisms. 

Solicitors in these areas seek a premium, which is 
leading to �rms investing in more competitive 
salaries, bene�ts and working from home 
arrangements to retain their top talent alongside 
some excellent bonuses. The most in-demand roles 
are mid-level, 3-5 PQE Data Protection Lawyers, 
Privacy, Corporate Lawyers, Financial Services 
Lawyers, and Company Secretaries. 

Law Firms

Solicitors in senior positions are also adopting 
alternative titles such as ‘Head of,’ ‘Director’ and ‘of 
Counsel’ rather than moving directly to 
partnership. Newly quali�ed solicitors are faced 
with more opportunities than in previous years and 
top performers are being paid favourably to 
remain with their training �rms. The rise in partner 
movement has created an upward pressure on 

Legal Sector assessments

The legal market has experienced another year of 
sustained growth, which has further driven the 
demand for talent within the industry. There has 
been a continued in�ux of UK and US law �rms into 
Ireland, creating a reorganisation at all levels. The 
increase in partner moves this year has also created 
a wave of internal shifts in well-established �rms.

€76,250
Median Salary for Legal roles
in Ireland.

35%
Of Irish law �rms increased sta� 
numbers in 2021.
(Source - quoted by the Irish Times).

Senior Associate salaries and candidates moving at 
this level are seeking clear career progression. 
There is a high demand for Solicitors at the 2-6 PQE 
level and �rms are competing forcefully to entice 
and retain the market’s top talent. Firms are also 
becoming more open to �exible working options 
to attract candidates.

In-House

On the in-house side, we are continuing to see a 
move away from commercial contract-based roles 
to a wider variety of transactional and 
�nancing-based positions. The last year has seen a 
signi�cant increase on the overall number of 
in-house roles available. With an increase on 
international companies moving to Dublin, there is 
a considerable number of opportunities available 
at all levels. There has never been such a demand 
for junior lawyers to move in-house and the last 
year has seen high numbers of private practice 
solicitors making the move. 

Compliance Market

The Compliance market has once again been busy 
in areas such as AML and KYC, especially within the 
Corporate Banking space. Opportunities for GDPR 
and General Compliance Specialists are plentiful, 
with more roles being created in this area to 
answer the demands of the market. 

Company Secretary

The Company Secretarial market is an area of high 
demand and low supply of suitable talent, which 
has proven an obstacle this year for both in-house 
and private practice company secretarial 
departments. Strong ICSA candidates have been 
maximising value over the last 12 months and will 
continue to do in 2022. Company Secretaries 
within the Funds space are in huge demand 
amongst all organisations. Organisations are 
o�ering a premium to candidates with at least 2 
years’ experience within Funds. 

Positives of the Legal market

It is an exciting time to be involved in the Legal 
market. In 2022, there will be an increase in the 
number of �rms that are moving to the work from 
home model. The most common o�er seems to be 
the 3:2 split with most of the major Law �rms 
moving towards this. With the vast majority of Law 
�rms operating from the Dublin area, WFH 
opportunities should allow some decentralisation 
of sta�ng, with people in other regions now being 
considered part of the Dublin talent pool. To keep 
up with demand �rms are also increasing available 
bene�ts. With options like, working abroad for up 
to 3 months being used as a lure to retain highly 
quali�ed talent and career path progress plans 
being put in place to encourage new hires. In 
addition to this the number of in-house 
opportunities is increasing the availability of senior 
roles within law �rms.  

Another fantastic initiative that has been 
established this year is the Women in Leadership 
Programme, this gives all female lawyers who
have been quali�ed for 5 years a chance to be 
mentored by senior colleagues to help increase
the percentage of women being retained in
senior positions.  

 

Negatives of the Legal market

While there are a lot of positives surrounding the 
Legal market there are also some negatives. There 
has been a high number of lawyers looking to get 
into new areas. Whether this is relationship 
management, strategy, or completely unique areas. 
The long hours expected to be put in by Lawyers 
has seen several candidates make the move to 
other sectors. While the hours are still as tough as 
ever, the balance of working from home in 2022 
will hopefully encourage more candidates to stay 
in the �eld.
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Permanent Dublin Rest of Ireland
In-House Low Med High Low Med High
Head of Legal (Large/Multinational) €140,000 €195,000 €250,000 €140,000 €195,000 €250,000
Head of Legal (Small/Medium 
Organisation) €120,000 €140,000 €160,000 €120,000 €140,000 €160,000

Senior Legal Counsel €90,000 €115,000 €140,000 €90,000 €115,000 €140,000

Legal Counsel €75,000 €100,000 €125,000 €75,000 €100,000 €125,000

Legal Advisor €55,000 €67,500 €80,000 €55,000 €67,500 €80,000

Legal Executive €35,000 €42,500 €50,000 €35,000 €42,500 €50,000

Legal-Practice-Top Tier Low Med High Low Med High
Salaried Partner €160,000 €200,000 €240,000 €160,000 €200,000 €240,000

Solicitor (5 years PQE) €90,000 €110,000 €130,000 €90,000 €110,000 €130,000

Solicitor (4 years PQE) €82,000 €88,500 €95,000 €82,000 €88,500 €95,000

Solicitor (3 years PQE) €78,000 €84,000 €90,000 €78,000 €84,000 €90,000

Solicitor (2 years PQE) €75,000 €80,000 €85,000 €75,000 €80,000 €85,000

Solicitor (1 years PQE) €68,000 €74,000 €80,000 €68,000 €74,000 €80,000

Newly Qualified Solicitor €65,000 €70,000 €75,000 €65,000 €70,000 €75,000

Legal Executive/Paralegal €35,000 €40,000 €45,000 €35,000 €40,000 €45,000

Legal-Practice-Mid Tier Low Med High Low Med High
Salaried Partner €140,000 €170,000 €200,000 €140,000 €170,000 €200,000

Solicitor (5 years PQE) €75,000 €92,500 €110,000 €75,000 €92,500 €110,000

Solicitor (4 years PQE) €70,000 €77,500 €85,000 €70,000 €77,500 €85,000

Solicitor (3 years PQE) €65,000 €71,500 €78,000 €65,000 €71,500 €78,000

Solicitor (2 years PQE) €60,000 €67,500 €75,000 €60,000 €67,500 €75,000

Solicitor (1 years PQE) €55,000 €61,500 €68,000 €55,000 €61,500 €68,000

Newly Qualified Solicitor €50,000 €57,000 €64,000 €50,000 €57,000 €64,000

Legal Executive/Paralegal €30,000 €35,000 €40,000 €30,000 €35,000 €40,000

Legal-Company Secretarial Low Med High Low Med High
Senior Company Secretary €90,000 €115,000 €140,000 €90,000 €115,000 €140,000

Company Secretary (2-6 years) €60,000 €72,500 €85,000 €60,000 €72,500 €85,000

Company Secretary (1-2 years) €50,000 €55,000 €60,000 €50,000 €55,000 €60,000

Company Secretary (Trainee) €30,000 €37,500 €45,000 €30,000 €37,500 €45,000

All salaries in this sector are on a per annum basis.
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Life Sciences sector assessment

The Life Sciences sector has seen explosive growth 
over the past year, with some of the biggest names 
in pharmaceuticals expanding their footprint in 
Ireland. To keep up with this growth, hiring 
managers need to ensure their student placement 
programmes are �t for a �exible work environment 
and they must allow current employees to 
continue to choose where they work from, 
wherever possible.   

 Jenny is an Associate Director in Cpl responsible for 
the Science, Engineering, Construction and Supply 
Chain divisions. With over 12 years’ experience in 
the Recruitment industry, Jenny has an acute 
understanding of the market which enables her to 
reach the needs of both her clients and candidates.

Jennifer Navan
Associate Director Cpl, Life 
Sciences division

Salary Guide 2022

Growth over the past year 

With over 160 �rms and more than 24,000 
employees, Ireland’s Life Sciences sector continues 
to grow from strength to strength. The past year 
has seen exponential growth, with almost all major 
pharmaceutical and biotechnology companies 
adding additional headcount. This recruitment is 
generally for highly-skilled roles, including 
Chemical Engineers, or Microbiologists, as eight of 
the world’s largest medical device companies have 
operations in Ireland, with a huge focus on R&D.  

Much of this growth has been in the planning 
pipeline, for example, ’MSD is building a new 
manufacturing facility at their Dunboyne campus, 
which will create an additional 140 new jobs by 
2025. This expansion is on top of the additional 
one hundred employees MSD added this year. The 
company is looking to close the gap between 
Research and Manufacturing by expanding at their 
current facility outside of Dublin.

Seniority: 
• Mid-Senior Level: €60- €90K

Location: 
• Leinster: 45% 
• Midlands: 25% 
• Rest of Ireland: 30%

Company type: 
• Multinational: 40% 
• SMEs: 60%

Roles:
• Quality Assurance Specialists 
• Regulatory Affairs Manager 
• Tech Affairs Specialists 

Bene�ts:
• Remote working 
• Flexible work schedules 
• Learning & Development   
 opportunities 
• Pay rise (retention) 
• Share options  
• Healthcare 

Most in demand

Life Sciences

15%
Growth in Life Science job vacancies 
YoY to October 2021.

€60k
Median Salary for Life Science roles
in Ireland.

On the other hand, P�zer, reacting to external 
conditions, announced an additional $40 million 
investment to its Grange Castle facility in May 
2021, resulting in 75 new jobs. This is a direct result 
of the decision to bring the manufacturing of the 
COMIRNATY Covid vaccine to Ireland.  

Other companies including Medtronic and Abbott 
have also seen an increase in business activity as 
they produce ventilators, nebulisers and reagents 
for PCR tests, all essential in the �ght against Covid.  

 
What is attractive about the Life Sciences 
industry for 2022? 

As the industry continues to thrive and expand in 
Ireland, we are seeing a correlation with 
universities. Like last year, we continue to see an 
increase in students pursuing STEM subjects at 3rd 
level. This is a major focus for attracting continued 
investment and ensuring that Ireland remains in a 
strong position to keep up with growing talent 
demands in the space. 

Students did face some issues entering work 
placements due to the pandemic; however, many 
companies have adapted to the ongoing work 
restrictions and there are now some very 
specialised apprenticeships rolling out. The success 
of these programmes will help fuel future 
developments. The focus on graduates is a sure-�re 
way to future proof the industry’s talent needs. 
However, in the short-term demand is growing, 
with Quality Assurance Specialists, Regulatory 
A�airs Managers, and Technology A�airs 
Specialists in short supply. One of the unique and 
inviting aspects of Ireland’s Life Science’s sector, is 
the even spread of roles across the country. The 
bulk of roles sit in Leinster, 45% but the midlands 
have 25% of all operations, with the remaining 30% 
spread across the remaining regions.  

What are the key issues facing the Life Sciences 
industry in 2022? 

As with all sectors, �exibility and remote working 
have come to the fore over the past 12 months. The 
desire for increased �exibility among employees 
has had an impact on hiring and general talent 
movement in the market over the past number of 
months. Due to the pandemic, working remotely 
became the norm, something which had never 
been considered before, especially in the Life 
Sciences sector. This �exibility has been viewed
positively by many employees, who feel their 
work-life balance has improved and are reluctant 

As with all sectors, �exibility and remote working 
have come to the fore over the past 12 months. The 
desire for increased �exibility among employees 
has had an impact on hiring and general talent 
movement in the market over the past number of 
months. Due to the pandemic, working remotely 
became the norm, something which had never 
been considered before, especially in the Life 
Sciences sector. This �exibility has been viewed 
positively by many employees, who feel their 
work-life balance has improved and are reluctant 
to give up this new way of working. However, as 
many employers now eye a planned return to the 
workplace, sta�, and in particular new entrants, 
who have mostly had a work from home 
experience, are not welcoming this change.

In some areas, for example, QA and Compliance 
employees who are currently fully remote and have 
not been given a return to the o�ce plan, are less 
likely to be looking for new opportunities and are 
sticking with their current role. Employers who 
have laid out a clearly de�ned return to workplace 
policy, which is not meeting employee wants, are 
more likely to be job seekers. However, many are 
adopting a “wait and see” approach. As 
Government return to work plans are pushed out, 
they are allowed their companies time to reassess 
the need for them to fully return to the o�ce

64



Life Sciences sector assessment

The Life Sciences sector has seen explosive growth 
over the past year, with some of the biggest names 
in pharmaceuticals expanding their footprint in 
Ireland. To keep up with this growth, hiring 
managers need to ensure their student placement 
programmes are �t for a �exible work environment 
and they must allow current employees to 
continue to choose where they work from, 
wherever possible.   

 Jenny is an Associate Director in Cpl responsible for 
the Science, Engineering, Construction and Supply 
Chain divisions. With over 12 years’ experience in 
the Recruitment industry, Jenny has an acute 
understanding of the market which enables her to 
reach the needs of both her clients and candidates.

Jennifer Navan
Associate Director Cpl, Life 
Sciences division

Salary Guide 2022

Growth over the past year 

With over 160 �rms and more than 24,000 
employees, Ireland’s Life Sciences sector continues 
to grow from strength to strength. The past year 
has seen exponential growth, with almost all major 
pharmaceutical and biotechnology companies 
adding additional headcount. This recruitment is 
generally for highly-skilled roles, including 
Chemical Engineers, or Microbiologists, as eight of 
the world’s largest medical device companies have 
operations in Ireland, with a huge focus on R&D.  

Much of this growth has been in the planning 
pipeline, for example, ’MSD is building a new 
manufacturing facility at their Dunboyne campus, 
which will create an additional 140 new jobs by 
2025. This expansion is on top of the additional 
one hundred employees MSD added this year. The 
company is looking to close the gap between 
Research and Manufacturing by expanding at their 
current facility outside of Dublin.

Seniority: 
• Mid-Senior Level: €60- €90K

Location: 
• Leinster: 45% 
• Midlands: 25% 
• Rest of Ireland: 30%

Company type: 
• Multinational: 40% 
• SMEs: 60%

Roles:
• Quality Assurance Specialists 
• Regulatory Affairs Manager 
• Tech Affairs Specialists 

Bene�ts:
• Remote working 
• Flexible work schedules 
• Learning & Development   
 opportunities 
• Pay rise (retention) 
• Share options  
• Healthcare 

Most in demand

Life Sciences

15%
Growth in Life Science job vacancies 
YoY to October 2021.

€60k
Median Salary for Life Science roles
in Ireland.

On the other hand, P�zer, reacting to external 
conditions, announced an additional $40 million 
investment to its Grange Castle facility in May 
2021, resulting in 75 new jobs. This is a direct result 
of the decision to bring the manufacturing of the 
COMIRNATY Covid vaccine to Ireland.  

Other companies including Medtronic and Abbott 
have also seen an increase in business activity as 
they produce ventilators, nebulisers and reagents 
for PCR tests, all essential in the �ght against Covid.  

 
What is attractive about the Life Sciences 
industry for 2022? 

As the industry continues to thrive and expand in 
Ireland, we are seeing a correlation with 
universities. Like last year, we continue to see an 
increase in students pursuing STEM subjects at 3rd 
level. This is a major focus for attracting continued 
investment and ensuring that Ireland remains in a 
strong position to keep up with growing talent 
demands in the space. 

Students did face some issues entering work 
placements due to the pandemic; however, many 
companies have adapted to the ongoing work 
restrictions and there are now some very 
specialised apprenticeships rolling out. The success 
of these programmes will help fuel future 
developments. The focus on graduates is a sure-�re 
way to future proof the industry’s talent needs. 
However, in the short-term demand is growing, 
with Quality Assurance Specialists, Regulatory 
A�airs Managers, and Technology A�airs 
Specialists in short supply. One of the unique and 
inviting aspects of Ireland’s Life Science’s sector, is 
the even spread of roles across the country. The 
bulk of roles sit in Leinster, 45% but the midlands 
have 25% of all operations, with the remaining 30% 
spread across the remaining regions.  

What are the key issues facing the Life Sciences 
industry in 2022? 

As with all sectors, �exibility and remote working 
have come to the fore over the past 12 months. The 
desire for increased �exibility among employees 
has had an impact on hiring and general talent 
movement in the market over the past number of 
months. Due to the pandemic, working remotely 
became the norm, something which had never 
been considered before, especially in the Life 
Sciences sector. This �exibility has been viewed
positively by many employees, who feel their 
work-life balance has improved and are reluctant 

As with all sectors, �exibility and remote working 
have come to the fore over the past 12 months. The 
desire for increased �exibility among employees 
has had an impact on hiring and general talent 
movement in the market over the past number of 
months. Due to the pandemic, working remotely 
became the norm, something which had never 
been considered before, especially in the Life 
Sciences sector. This �exibility has been viewed 
positively by many employees, who feel their 
work-life balance has improved and are reluctant 
to give up this new way of working. However, as 
many employers now eye a planned return to the 
workplace, sta�, and in particular new entrants, 
who have mostly had a work from home 
experience, are not welcoming this change.

In some areas, for example, QA and Compliance 
employees who are currently fully remote and have 
not been given a return to the o�ce plan, are less 
likely to be looking for new opportunities and are 
sticking with their current role. Employers who 
have laid out a clearly de�ned return to workplace 
policy, which is not meeting employee wants, are 
more likely to be job seekers. However, many are 
adopting a “wait and see” approach. As 
Government return to work plans are pushed out, 
they are allowed their companies time to reassess 
the need for them to fully return to the o�ce
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Life Sciences

before they decide to pursue a role with a more 
friendly work-life balance. This general dovish 
behaviour is slowing down recruitment in some 
areas, but once larger companies set out their 
long-term �exible work plans and others follow, we 
expect a good bit of churn as employees start to 
look for workplaces more suited to their needs.

What critical skills do companies need to 
develop for success in 2022? 

Hiring managers cannot overemphasise just how 
important �exibility and attitudes towards 
work-life balance has become when looking to 
recruit highly skilled in-demand sta�. In all cases, 
this is the �rst issue potential new employees are 

asking about, even before discussing salary. This is 
a global, as well as local phenomenon. An EY 
survey carried out in Spring 2021 shows that 9 out 
of 10 respondents want �exibility in when and 
where they work. In-demand candidates are also 
being lured with increased learning and 
development opportunities, increased salaries, and 
share options for the multinationals, which make 
up 40% of the industry. 

The companies that are most successful at hiring 
right now, in this highly competitive, 
candidate-driven, marketplace, are the ones that 
recognise the value of trusting employees and 
allowing them �exibility in where and how
they work.

Salary Guide 2022
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before they decide to pursue a role with a more 
friendly work-life balance. This general dovish 
behaviour is slowing down recruitment in some 
areas, but once larger companies set out their 
long-term �exible work plans and others follow, we 
expect a good bit of churn as employees start to 
look for workplaces more suited to their needs.

What critical skills do companies need to 
develop for success in 2022? 

Hiring managers cannot overemphasise just how 
important �exibility and attitudes towards 
work-life balance has become when looking to 
recruit highly skilled in-demand sta�. In all cases, 
this is the �rst issue potential new employees are 

asking about, even before discussing salary. This is 
a global, as well as local phenomenon. An EY 
survey carried out in Spring 2021 shows that 9 out 
of 10 respondents want �exibility in when and 
where they work. In-demand candidates are also 
being lured with increased learning and 
development opportunities, increased salaries, and 
share options for the multinationals, which make 
up 40% of the industry. 

The companies that are most successful at hiring 
right now, in this highly competitive, 
candidate-driven, marketplace, are the ones that 
recognise the value of trusting employees and 
allowing them �exibility in where and how
they work.

Salary Guide 2022

Permanent Dublin Rest of Ireland
Quality Low Med High Low Med High
Director of Quality €90,000 €135,000 €180,000 €90,000 €115,000 €140,000

Director of Quality Control €110,000 €120,000 €130,000 €90,000 €100,000 €110,000

Lab Assistant €28,000 €32,000 €34,000 €26,000 €28,000 €32,000

Lab Technician €26,000 €30,000 €32,000 €25,000 €28,000 €32,000

Manufacturing Director €120,000 €150,000 €170,000 €120,000 €135,000 €150,000

QA Technician/Specialist €30,000 €37,000 €45,000 €30,000 €37,000 €45,000

QA/QC Analyst €32,000 €40,000 €55,000 €30,000 €40,000 €50,000

QA/QC Supervisor €50,000 €60,000 €75,000 €50,000 €55,000 €60,000

Qualified Person €75,000 €115,000 €150,000 €65,000 €80,000 €100,000

Quality Engineer €44,000 €55,000 €65,000 €40,000 €50,000 €60,000

VP of Quality Dublin €180,000 €225,000 €275,000 €180,000 €205,000 €225,000

Analytical Low Med High Low Med High
Analytical Chemist €34,000 €42,000 €50,000 €30,000 €37,000 €45,000

Biochemist /Chemist €32,000 €38,000 €45,000 €28,000 €36,000 €43,000

Biotechnologist €35,000 €45,000 €55,000 €33,000 €40,000 €45,000

Food QA Technologist €28,000 €35,000 €40,000 €26,000 €35,000 €40,000

Microbiology Analyst €32,000 €38,000 €42,000 €28,000 €34,000 €38,000

Regulatory Affairs Low Med High Low Med High
Director of Regulatory Affairs €95,000 €120,000 €150,000 €90,000 €120,000 €140,000

Drug Safety Associate €30,000 €42,000 €55,000 €30,000 €42,000 €55,000

Regulatory Affairs Manager €70,000 €80,000 €90,000 €70,000 €80,000 €90,000

Regulatory Affairs Officer €35,000 €45,000 €55,000 €32,000 €42,000 €50,000

Regulatory Affairs/Registration Officer €35,000 €45,000 €55,000 €32,000 €42,000 €50,000

Compliance Low Med High Low Med High
Compliance Analyst €50,000 €60,000 €70,000 €50,000 €55,000 €60,000

Compliance Auditor €50,000 €60,000 €70,000 €50,000 €55,000 €60,000

Compliance Manager €65,000 €75,000 €85,000 €55,000 €70,000 €85,000

Documentation Low Med High Low Med High
Documentation Control Administrator €28,000 €35,000 €37,000 €28,000 €32,000 €35,000

Documentation Officer €30,000 €45,000 €55,000 €28,000 €36,000 €50,000

All salaries in this sector are on a per annum basis.
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Permanent Dublin Rest of Ireland
Validation Low Med High Low Med High
Validation Analyst €30,000 €37,000 €45,000 €30,000 €37,000 €45,000

Validation Engineer €45,000 €60,000 €75,000 €45,000 €55,000 €65,000

Validation Manager €75,000 €82,000 €90,000 €65,000 €78,000 €90,000

Health/Safety & Environment Low Med High Low Med High
Environmental Officer €40,000 €45,000 €50,000 €30,000 €37,000 €45,000

Health & Safety Officer €45,000 €52,000 €60,000 €40,000 €47,000 €55,000

Operations Manufacturing Low Med High Low Med High
Site Director/General Manager €180,000 €235,000 €275,000 €180,000 €235,000 €275,000

QA/QC Manager €75,000 €85,000 €95,000 €65,000 €75,000 €85,000

Clinical Low Med High Low Med High
Biostatistics Manager €60,000 €68,000 €75,000 €55,000 €65,000 €75,000

Clinical Data Manager €55,000 €65,000 €75,000 €50,000 €62,000 €75,000

Clinical Operations Manager €65,000 €80,000 €95,000 €60,000 €75,000 €90,000

Clinical Research Officer €30,000 €40,000 €50,000 €30,000 €40,000 €50,000

Director of Pharmacovigilance €95,000 €125,000 €160,000 €85,000 €110,000 €130,000

Research & Development Low Med High Low Med High
Formulation Scientist €40,000 €50,000 €60,000 €40,000 €50,000 €60,000

PhD Development Chemist €45,000 €60,000 €70,000 €42,000 €58,000 €65,000

Process Development Chemist €40,000 €47,000 €55,000 €35,000 €45,000 €55,000

Process Development Manager €70,000 €80,000 €90,000 €65,000 €75,000 €85,000

R&D Director €110,000 €115,000 €125,000 €100,000 €110,000 €120,000

R&D Engineer €40,000 €50,000 €60,000 €40,000 €50,000 €60,000

R&D Scientist €40,000 €47,000 €55,000 €35,000 €47,000 €55,000

R&D Specialist €40,000 €50,000 €60,000 €40,000 €52,000 €58,000

Senior Scientist/Chemist €42,000 €52,000 €57,000 €40,000 €47,000 €55,000

Statistician Low Med High Low Med High
Clinical Data Coordinator €28,000 €32,000 €35,000 €28,000 €32,000 €35,000

Clinical Data Manager €55,000 €65,000 €75,000 €50,000 €62,000 €75,000

Clinical Project Manager €55,000 €75,000 €90,000 €50,000 €70,000 €85,000

Clinical Research Associate €40,000 €55,000 €70,000 €38,000 €50,000 €65,000

Clinical Trials Assistant €30,000 €32,000 €35,000 €28,000 €32,000 €35,000
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Permanent Dublin Rest of Ireland
Pharmaceutical Low Med High Low Med High
Pharmaceutical Engineer €40,000 €55,000 €70,000 €37,000 €50,000 €65,000

Tech Services Low Med High Low Med High
LS Director of Technical Services €90,000 €110,000 €125,000 €90,000 €100,000 €110,000

Training Low Med High Low Med High
Quality & GMP Trainers €47,000 €55,000 €60,000 €45,000 €52,000 €60,000

Training & Development Manager €55,000 €68,000 €80,000 €50,000 €60,000 €70,000

Temporary Dublin Rest of Ireland
Quality Low Med High Low Med High
Lab Assistant €13,000 €15,000 €17,000 €10,000 €11,000 €13,000

Lab Technician €14,000 €16,000 €18,000 €10,000 €12,000 €15,000

QA Technician/Specialist €15,000 €22,000 €30,000 €10,000 €12,000 €15,000

QA/QC Analyst €15,000 €20,000 €25,000 €15,000 €17,000 €20,000

QA/QC Manager €33,000 €36,000 €40,000 €17,000 €22,000 €28,000

QA/QC Supervisor €27,000 €31,000 €35,000 €15,000 €18,000 €22,000

Analytical Low Med High Low Med High
Analytical Chemist €17,000 €23,000 €30,000 €13,000 €14,000 €16,000

Biochemist/Chemist €15,000 €20,000 €25,000 €13,000 €16,000 €20,000

Biotechnologist €15,000 €20,000 €25,000 €14,000 €19,000 €25,000

Food QA Technologist €13,000 €15,000 €17,000 €10,000 €16,000 €22,000

Microbiology Analyst €15,000 €20,000 €25,000 €13,000 €15,000 €17,000

Regulatory Affairs Low Med High Low Med High
Drug Safety Associate €19,000 €21,000 €24,000 €18,000 €21,000 €25,000

Regulatory Affairs Manager €35,000 €42,000 €49,000 €30,000 €37,000 €45,000

Regulatory Affairs/Registration Officer €25,000 €35,000 €45,000 €18,000 €21,000 €25,000

Compliance Low Med High Low Med High
Compliance Auditor €33,000 €35,000 €38,000 €18,000 €21,000 €25,000

Compliance Manager €35,000 €40,000 €45,000 €30,000 €35,000 €40,000

Compliance Specialist €27,000 €30,000 €33,000 €20,000 €27,000 €35,000

Documentation Low Med High Low Med High
Documentation Control Administrator €16,000 €18,000 €20,000 €13,000 €15,000 €17,000

Documentation Officer €18,000 €25,000 €33,000 €18,000 €21,000 €25,000
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Temporary Dublin Rest of Ireland
Validation Low Med High Low Med High
Validation Analyst- Temporary €30,000 €35,000 €40,000 €20,000 €25,000 €30,000

Validation Engineer- Temporary €40,000 €60,000 €80,000 €30,000 €35,000 €40,000

Validation Manager- Temporary €55,000 €77,000 €100,000 €40,000 €45,000 €50,000

Health/Safety & Environment Low Med High Low Med High
Environmental Officer - Temporary €15,000 €19,000 €23,000 €13,000 €16,000 €20,000

Health & Safety Officer - Temporary €20,000 €35,000 €50,000 €18,000 €21,000 €25,000

Lab Technician - Temporary €13,000 €15,000 €17,000 €13,000 €15,000 €17,000

Clinical Low Med High Low Med High
Biostatistics Manager €35,000 €40,000 €46,000 €25,000 €27,000 €30,000

Medical Scientific Liaison €35,000 €47,000 €60,000 €20,000 €25,000 €30,000

Research & Development Low Med High Low Med High
Formulation Scientist €20,000 €26,000 €33,000 €20,000 €25,000 €30,000

PhD Development Chemist €20,000 €26,000 €33,000 €18,000 €24,000 €30,000

Process Development Manager €40,000 €45,000 €50,000 €30,000 €35,000 €40,000

R&D Engineer €22,000 €26,000 €30,000 €20,000 €25,000 €30,000

R&D Scientist €22,000 €26,000 €30,000 €20,000 €25,000 €30,000

Senior Scientist/Chemist €22,000 €27,000 €33,000 €25,000 €30,000 €35,000

Statistician Low Med High Low Med High
Clinical Data Coordinator €16,000 €18,000 €21,000 €18,000 €21,000 €25,000

Clinical Data Manager €27,000 €32,000 €37,000 €20,000 €25,000 €30,000

Clinical Project Manager €27,000 €33,000 €40,000 €20,000 €27,000 €35,000

Clinical Research Associate €23,000 €30,000 €37,000 €18,000 €21,000 €25,000

Clinical Trials Assistant €15,000 €17,000 €19,000 €18,000 €21,000 €25,000

Pharmaceutical Low Med High Low Med High
Pharmaceutical Engineer €42,000 €51,000 €60,000 €25,000 €32,000 €40,000

Training Low Med High Low Med High
Quality & GMP Trainers €21,000 €26,000 €31,000 €18,000 €24,000 €30,000

Training & Development Manager €27,000 €29,000 €32,000 €30,000 €35,000 €40,000
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Life Sciences Executive Search Dublin Rest of Ireland
Senior Appointments - Commercial Low Med High Low Med High
Finance Director - Manufacturing €120,000 €130,000 €140,000 €120,000 €130,000 €140,000

GM & SVP in Global Structure €250,000 €275,000 €300,000 €250,000 €275,000 €300,000

IT Director €130,000 €140,000 €150,000 €130,000 €140,000 €150,000

Site Director €210,000 €245,000 €280,000 €210,000 €245,000 €280,000

VP Finance €220,000 €230,000 €240,000 €220,000 €230,000 €240,000

Senior Appointments - Quality & 
Regulatory Low Med High Low Med High

Director of QC Chemistry €120,000 €132,000 €145,000 €120,000 €132,000 €145,000

Director, Product Quality Disposition €110,000 €125,000 €140,000 €110,000 €125,000 €140,000

Director, Quality Risk Management €110,000 €125,000 €140,000 €110,000 €125,000 €140,000

Director, Regulatory Affairs €90,000 €115,000 €140,000 €90,000 €115,000 €140,000

Executive Director, External QA €155,000 €167,000 €180,000 €155,000 €167,000 €180,000

Senior Director of QC Chemistry €130,000 €140,000 €150,000 €130,000 €140,000 €150,000

VP of Pharmacovigilance €180,000 €230,000 €280,000 €180,000 €230,000 €280,000

VP QA €220,000 €250,000 €280,000 €220,000 €250,000 €280,000

Senior Appointments - Procurement & 
Supply Chain Low Med High Low Med High

Associate Director, CMO Business 
Management €95,000 €110,000 €120,000 €95,000 €110,000 €120,000

Director External Supply Operations €120,000 €135,000 €150,000 €120,000 €135,000 €150,000

Director of Indirect Procurement €125,000 €130,000 €140,000 €125,000 €130,000 €140,000

Director of Logistics €135,000 €140,000 €150,000 €140,000 €135,000 €150,000

Director, CMO Business Management €120,000 €135,000 €150,000 €120,000 €135,000 €150,000

VP of Supply Chain €190,000 €215,000 €240,000 €190,000 €215,000 €240,000

Senior Appointments - Engineering Low Med High Low Med High
ES Director of Technical Services €120,000 €135,000 €150,000 €120,000 €135,000 €150,000

Associate Director of Facilities €95,000 €100,000 €110,000 €95,000 €100,000 €110,000

Associate Director of Plant Engineering €100,000 €110,000 €120,000 €100,000 €110,000 €120,000

Associate Director of Technical Services €95,000 €105,000 €115,000 €95,000 €105,000 €115,000

Associate Director of Validation €95,000 €105,000 €115,000 €95,000 €105,000 €115,000

Director of Engineering €120,000 €135,000 €150,000 €120,000 €135,000 €150,000

Director of Validation €120,000 €135,000 €150,000 €120,000 €135,000 €150,000

Executive Director of Technical Services €150,000 €165,000 €180,000 €150,000 €165,000 €180,000
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Life Sciences Executive Search Dublin Rest of Ireland
Senior Appointments - Manufacturing Low Med High Low Med High
Associate Director of Manufacturing/MSAT €95,000 €115,000 €140,000 €95,000 €115,000 €140,000

Director Cell Culture Operations €120,000 €135,000 €150,000 €120,000 €135,000 €120,000
Director of Manufacturing and 
Commercialisation €100,000 €110,000 €120,000 €100,000 €110,000 €120,000

Director of Manufacturing/MSAT €120,000 €135,000 €150,000 €120,000 €135,000 €150,000

Executive Director of Manufacturing €150,000 €165,000 €180,000 €150,000 €165,000 €180,000

VP of Manufacturing & CMC €200,000 €220,000 €240,000 €200,000 €220,000 €240,000
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Seniority: 
• Mid - Level: €30 - €45K

Location: 
• Dublin: 85% 
• Cork and Galway: 15%

Company type: 
• Multinational: 40% 
• SMEs: 60%

Roles:
• Digital Marketing Executive 
• CRM Manager 
• Digital Analyst

Bene�ts:
• Remote work 
• Flexible work schedule 
• Learning & Development 
• Work abroad 3-6 months   
 (retention) 
• Pay rise (retention) 
• Share options

Most in demand

Marketing

10%
Expected rise in global demand in 
Marketing Industry by 2026.
(Source - BLS)

Marketing Sector Assessment

The Marketing industry has played a signi�cant 
part in digitising businesses and improving their 
overall digital presence throughout the pandemic. 
The immediate need for digital transformation has 
made the marketing talent market extremely 
competitive. And we have seen a lot of 
opportunities for mid-level Digital Marketing 
Executives, CRM Managers and Digital Analysts. 
Candidates at this level have had more options 

now than ever before, with more sectors realising 
the need to be adopt a digital �rst mindset. There 
has also been an increase in eCommerce and 
Analytical roles whereby, businesses are looking to 
move towards having dedicated people in this 
space. We are also seeing companies looking for 
more specialised positions rather than broader 
Digital Marketers. 

Clients are becoming more educated on what they 
need for their business such as SEO, PPC or 
Marketing/ Customer Insights. PR and 
Communications roles have remained competitive 
as Marketing Directors look to ensure messaging is 
on brand and sensitive to the current environment.

Marketing professionals were ahead of the curve 
when it came to implementing �exible working 
conditions and there continues to be focus on 
�exibility, working from home and hybrid working 
models. As hybrid and remote working is key factor 
in recruiting and retaining Marketing professionals. 
Companies have also bene�ted from these new  

What is attractive about the Marketing industry 
in 2022? 

It is an exciting time to be working in Marketing, 
Communications and PR as we are seeing 
companies come to us already discussing potential 
new roles and strategic plans across the year. As we 
have progressed through Covid, companies have 
understood more what Marketing can do for their 
business. And the digital space is consistently 
growing, becoming more analytical, and we feel 
there will be continued growth within specialised 
digital roles. 

For job seekers, as the range of available roles is 
growing so are the bene�ts attached. Upward 
mobility is also loosening as more established and 
�nancially secure veterans consider their work-life 
balance and step out of the sector. 2022 looks to 
be a strong market for talent with the pendulum 
�rmly swinging towards them having strong 
bargaining power in any contract negotiations.

 

What are the key issues facing the Marketing 
industry in 2022? 

For employers, we are already seeing some skills 
shortage for new positions speci�c to marketing 
analytics and we feel this will continue. Clients are 
focused on recruiting for mid-level roles, within the 
30-45k scale. And are o�ering signi�cant increases 
in salaries to retain quali�ed sta�. While there is a 
lot of opportunities for candidates with 2-4+ years' 
experience the demand is driving unrealistic 
salaries and if they go to the market again in 1-2 
years they may be priced out.

Another issue that may become a challenge is 
smaller organisations potentially not adapted to 
the hybrid working model. Refusal to adopt new 
ways of working will narrow the pool of candidates 
interested in roles, regardless of the salary. In the 
marketing space many professionals have now 
adapted to remote working and notices the

€55k
Median Salary for Marketing roles
in Ireland.

models, by becoming more open to where 
candidates are based, they have widened the 
talent pool. With an extensive amount of Irish 
Marketing jobs based in Dublin, the switch to 
remote interviews has also facilitated applicants 
from other regions access roles based in
the capital.
 

What are the underlying forces at work in the 
Marketing industry? 
 
Covid had a signi�cant impact on the Marketing 
industry since March 2020. Multinationals put 
hiring freezes in place and smaller companies saw 
reduced demand for services. As companies 
adjusted to the changes in the way we work 
brought on by the pandemic, large players started 
hiring again, which pushed up demand. The 
knock-on e�ect was growth in the SME sector with 
both business types entered the talent market at 
the same time. This has led to an improved market 
for candidates and a shortage of talent in the 
digital space.

With Marketing and PR now �nding it become 
extremely tough to recruit quali�ed talent. The 
impact of working from home has a�ected salary 
expectations as we see large numbers of people 
relocate outside of Dublin, the main hub for 
Marketing roles in Ireland, and into more rural 
locations. Previously, salaries would have been min 
5k+ less than outside of Dublin, now this is less 
de�ned and companies across Ireland are having 
to compete with salary expectations a lot higher 
than previous years. Companies are o�ering extra 
bene�ts, including more learning and 
development, �exible hours, and family focused 
bene�ts like increased annual leave. Employers are 
also wary of losing quali�ed talent and we are 
seeing signi�cant pay rises occurring to help
retain talent. 

A native Corkonian, Lisa relocated from Melbourne 
to oversee Cpl’s growth and expansion plans in 
Cork and nationwide. Lisa brought with her a 
wealth of recruitment experience from across the 
globe. She has worked with a diverse portfolio of 
clients across Ireland, the Middle East and most 
recently Australia. With a strong focus on delivery 
and a customer-centric attitude, she helps 
businesses to attract and retain the best people.

Lisa Broderick
Director, Cpl Cork
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Seniority: 
• Mid - Level: €30 - €45K

Location: 
• Dublin: 85% 
• Cork and Galway: 15%

Company type: 
• Multinational: 40% 
• SMEs: 60%

Roles:
• Digital Marketing Executive 
• CRM Manager 
• Digital Analyst

Bene�ts:
• Remote work 
• Flexible work schedule 
• Learning & Development 
• Work abroad 3-6 months   
 (retention) 
• Pay rise (retention) 
• Share options

Most in demand

Marketing

10%
Expected rise in global demand in 
Marketing Industry by 2026.
(Source - BLS)

Marketing Sector Assessment

The Marketing industry has played a signi�cant 
part in digitising businesses and improving their 
overall digital presence throughout the pandemic. 
The immediate need for digital transformation has 
made the marketing talent market extremely 
competitive. And we have seen a lot of 
opportunities for mid-level Digital Marketing 
Executives, CRM Managers and Digital Analysts. 
Candidates at this level have had more options 

now than ever before, with more sectors realising 
the need to be adopt a digital �rst mindset. There 
has also been an increase in eCommerce and 
Analytical roles whereby, businesses are looking to 
move towards having dedicated people in this 
space. We are also seeing companies looking for 
more specialised positions rather than broader 
Digital Marketers. 

Clients are becoming more educated on what they 
need for their business such as SEO, PPC or 
Marketing/ Customer Insights. PR and 
Communications roles have remained competitive 
as Marketing Directors look to ensure messaging is 
on brand and sensitive to the current environment.

Marketing professionals were ahead of the curve 
when it came to implementing �exible working 
conditions and there continues to be focus on 
�exibility, working from home and hybrid working 
models. As hybrid and remote working is key factor 
in recruiting and retaining Marketing professionals. 
Companies have also bene�ted from these new  

What is attractive about the Marketing industry 
in 2022? 

It is an exciting time to be working in Marketing, 
Communications and PR as we are seeing 
companies come to us already discussing potential 
new roles and strategic plans across the year. As we 
have progressed through Covid, companies have 
understood more what Marketing can do for their 
business. And the digital space is consistently 
growing, becoming more analytical, and we feel 
there will be continued growth within specialised 
digital roles. 

For job seekers, as the range of available roles is 
growing so are the bene�ts attached. Upward 
mobility is also loosening as more established and 
�nancially secure veterans consider their work-life 
balance and step out of the sector. 2022 looks to 
be a strong market for talent with the pendulum 
�rmly swinging towards them having strong 
bargaining power in any contract negotiations.

 

What are the key issues facing the Marketing 
industry in 2022? 

For employers, we are already seeing some skills 
shortage for new positions speci�c to marketing 
analytics and we feel this will continue. Clients are 
focused on recruiting for mid-level roles, within the 
30-45k scale. And are o�ering signi�cant increases 
in salaries to retain quali�ed sta�. While there is a 
lot of opportunities for candidates with 2-4+ years' 
experience the demand is driving unrealistic 
salaries and if they go to the market again in 1-2 
years they may be priced out.

Another issue that may become a challenge is 
smaller organisations potentially not adapted to 
the hybrid working model. Refusal to adopt new 
ways of working will narrow the pool of candidates 
interested in roles, regardless of the salary. In the 
marketing space many professionals have now 
adapted to remote working and notices the

€55k
Median Salary for Marketing roles
in Ireland.

models, by becoming more open to where 
candidates are based, they have widened the 
talent pool. With an extensive amount of Irish 
Marketing jobs based in Dublin, the switch to 
remote interviews has also facilitated applicants 
from other regions access roles based in
the capital.
 

What are the underlying forces at work in the 
Marketing industry? 
 
Covid had a signi�cant impact on the Marketing 
industry since March 2020. Multinationals put 
hiring freezes in place and smaller companies saw 
reduced demand for services. As companies 
adjusted to the changes in the way we work 
brought on by the pandemic, large players started 
hiring again, which pushed up demand. The 
knock-on e�ect was growth in the SME sector with 
both business types entered the talent market at 
the same time. This has led to an improved market 
for candidates and a shortage of talent in the 
digital space.

With Marketing and PR now �nding it become 
extremely tough to recruit quali�ed talent. The 
impact of working from home has a�ected salary 
expectations as we see large numbers of people 
relocate outside of Dublin, the main hub for 
Marketing roles in Ireland, and into more rural 
locations. Previously, salaries would have been min 
5k+ less than outside of Dublin, now this is less 
de�ned and companies across Ireland are having 
to compete with salary expectations a lot higher 
than previous years. Companies are o�ering extra 
bene�ts, including more learning and 
development, �exible hours, and family focused 
bene�ts like increased annual leave. Employers are 
also wary of losing quali�ed talent and we are 
seeing signi�cant pay rises occurring to help
retain talent. 

A native Corkonian, Lisa relocated from Melbourne 
to oversee Cpl’s growth and expansion plans in 
Cork and nationwide. Lisa brought with her a 
wealth of recruitment experience from across the 
globe. She has worked with a diverse portfolio of 
clients across Ireland, the Middle East and most 
recently Australia. With a strong focus on delivery 
and a customer-centric attitude, she helps 
businesses to attract and retain the best people.

Lisa Broderick
Director, Cpl Cork
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improvements in their work-life balance. Work from 
Home and hybrid working is no longer considered 
a bene�t and people will leave roles which do not 
maintain some elements of hybrid once the 
pandemic restrictions are lifted.

The skills shortage will potentially make job 
seekers more cautious about moving to contract 
roles. Marketing professionals look at an 
opportunity to see if the experience will bene�t 
their CV, but contract roles will be tricker to place 
as they lack long-term security.   

What critical skills do companies need to 
develop for success in 2022? 

The Digital space will continue to grow, and these 
skills will be critical across all sectors in 2022. 

For employers it is key to adopt �exible working 
models and to listen to employee’s needs. Salaries 
may be on the rise but work from home and other 
bene�ts have huge sway. A key skill all hiring 
managers will need is the ability to personalise 
o�ers to each candidate’s needs. Listening and 
understanding what’s important to a candidate is 
essential is hire and retain good Marketing sta� 

Salary Guide 2022

going forward. For example, some employees are 
being granted the option to work abroad 3-6 
months, generally as a retention method, but as 
the talent pool shrinks this may become a �rst o�er 
bene�t. Some Technology companies are o�ering 
remote working, based anywhere in Ireland. Other 
bene�ts becoming normalised are increased 
retention bonuses and share options.  

Companies hiring for Digital Marketing positions 
will be focusing on key Digital Transformation and 
Social Media skills to develop and grow the 
business in a digital �rst market. ECommerce will 
continue to grow. And experience working on 
rebranding website projects will be an advantage 
to anyone entering the talent pool.  
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improvements in their work-life balance. Work from 
Home and hybrid working is no longer considered 
a bene�t and people will leave roles which do not 
maintain some elements of hybrid once the 
pandemic restrictions are lifted.

The skills shortage will potentially make job 
seekers more cautious about moving to contract 
roles. Marketing professionals look at an 
opportunity to see if the experience will bene�t 
their CV, but contract roles will be tricker to place 
as they lack long-term security.   

What critical skills do companies need to 
develop for success in 2022? 

The Digital space will continue to grow, and these 
skills will be critical across all sectors in 2022. 

For employers it is key to adopt �exible working 
models and to listen to employee’s needs. Salaries 
may be on the rise but work from home and other 
bene�ts have huge sway. A key skill all hiring 
managers will need is the ability to personalise 
o�ers to each candidate’s needs. Listening and 
understanding what’s important to a candidate is 
essential is hire and retain good Marketing sta� 
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going forward. For example, some employees are 
being granted the option to work abroad 3-6 
months, generally as a retention method, but as 
the talent pool shrinks this may become a �rst o�er 
bene�t. Some Technology companies are o�ering 
remote working, based anywhere in Ireland. Other 
bene�ts becoming normalised are increased 
retention bonuses and share options.  

Companies hiring for Digital Marketing positions 
will be focusing on key Digital Transformation and 
Social Media skills to develop and grow the 
business in a digital �rst market. ECommerce will 
continue to grow. And experience working on 
rebranding website projects will be an advantage 
to anyone entering the talent pool.  

Permanent Dublin Rest of Ireland
General Marketing Low Med High Low Med High
CMO €100,000 €140,000 €190,000 €85,000 €110,000 €150,000

Marketing Director €95,000 €115,000 €150,000 €85,000 €100,000 €130,000

Head of Marketing €80,000 €110,000 €130,000 €70,000 €95,000 €120,000

Senior Marketing Manager €65,000 €75,000 €90,000 €55,000 €65,000 €80,000

Marketing Manager €50,000 €65,000 €75,000 €45,000 €55,000 €65,000

Assistant Marketing Manager €40,000 €50,000 €55,000 €40,000 €45,000 €50,000

Marketing & Communications Manager €50,000 €55,000 €65,000 €45,000 €50,000 €60,000

Events Manager €35,000 €45,000 €55,000 €35,000 €40,000 €55,000
Marketing & Business Development 
Manager €45,000 €55,000 €65,000 €42,000 €50,000 €55,000

Senior Marketing Executive €40,000 €42,000 €50,000 €35,000 €38,000 €45,000

Online/Digital Marketing Low Med High Low Med High
Head of CRM €90,000 €100,000 €125,000 €75,000 €85,000 €110,000

Head of Online €90,000 €110,000 €140,000 €80,000 €95,000 €120,000

Head of Acquisition €85,000 €100,000 €120,000 €75,000 €90,000 €110,000

Head of PPC €75,000 €85,000 €95,000 €60,000 €65,000 €70,000

Head of SEO €75,000 €85,000 €95,000 €60,000 €65,000 €70,000

Head of Display €90,000 €100,000 €120,000 €75,000 €80,000 €90,000

Head of Social Media €75,000 €85,000 €90,000 €60,000 €70,000 €80,000

PPC Manager €45,000 €50,000 €65,000 €40,000 €45,000 €50,000

PPC Executive €35,000 €40,000 €45,000 €35,000 €40,000 €45,000

SEO Executive €30,000 €40,000 €45,000 €30,000 €40,000 €45,000

SEO Specialist €45,000 €50,000 €55,000 €40,000 €45,000 €50,000

Digital Marketing Manager €45,000 €55,000 €75,000 €40,000 €50,000 €70,000

Digital/Online Marketing Executive €30,000 €38,000 €45,000 €28,000 €35,000 €40,000

Demand Generation Marketing Manager €50,000 €65,000 €90,000 €50,000 €55,000 €75,000

Lead Generation Marketing Executive €35,000 €40,000 €50,000 €30,000 €35,000 €45,000

Affiliate Marketing Manager €45,000 €55,000 €70,000 €40,000 €50,000 €60,000

E-Commerce Manager/ Executive €40,000 €55,000 €70,000 €35,000 €45,000 €60,000

Online Marketing Manager €45,000 €60,000 €70,000 €40,000 €50,000 €60,000

CRM Manager €50,000 €60,000 €80,000 €40,000 €50,000 €60,000

CRM Executive €35,000 €40,000 €50,000 €30,000 €35,000 €45,000

Social Media Manager €35,000 €45,000 €55,000 €30,000 €40,000 €50,000
Content Manager/ Strategist/ Web 
Content Editor €35,000 €45,000 €55,000 €35,000 €40,000 €50,000

Social Media Executive €30,000 €35,000 €40,000 €30,000 €35,000 €40,000

E-mail Marketing Manager €40,000 €45,000 €60,000 €35,000 €40,000 €55,000

All salaries in this sector are on a per annum basis.
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PR Agency Low Med High Low Med High
Senior Account Manager €40,000 €45,000 €55,000 €35,000 €40,000 €50,000

Senior Account Executive €35,000 €40,000 €50,000 €30,000 €35,000 €45,000

Account Executive €30,000 €35,000 €40,000 €28,000 €32,000 €40,000

Research Low Med High Low Med High
Research Director €70,000 €80,000 €95,000 €70,000 €75,000 €85,000

Account Director €60,000 €70,000 €90,000 €60,000 €70,000 €85,000

Associate Director €55,000 €60,000 €65,000 €55,000 €60,000 €65,000

Research Project Manager €50,000 €55,000 €65,000 €45,000 €50,000 €60,000

Research Executive €35,000 €40,000 €45,000 €30,000 €35,000 €40,000

Senior Research Executive €40,000 €45,000 €50,000 €35,000 €40,000 €45,000

Quantitative Expert €50,000 €60,000 €75,000 €45,000 €50,000 €65,000

Qualitative Expert €50,000 €55,000 €60,000 €45,000 €50,000 €55,000

Permanent Dublin Rest of Ireland
Online/Digital Marketing (Continued) Low Med High Low Med High
E-mail Marketing Executive €30,000 €35,000 €50,000 €30,000 €35,000 €45,000

Digital Marketing Analyst €35,000 €45,000 €50,000 €30,000 €40,000 €45,000

Web Analytics Specialist €35,000 €40,000 €45,000 €30,000 €35,000 €40,000

FMCG Low Med High Low Med High
Marketing Director €90,000 €110,000 €140,000 €80,000 €95,000 €120,000

Marketing Manager €65,000 €75,000 €90,000 €55,000 €65,000 €80,000

Head of Brands €90,000 €95,000 €110,000 €80,000 €90,000 €100,000

Senior Brand Manager €55,000 €65,000 €75,000 €55,000 €60,000 €65,000

Brand Manager €45,000 €50,000 €60,000 €40,000 €45,000 €55,000

Assistant Brand Manager €35,000 €45,000 €50,000 €35,000 €40,000 €45,000

Category Manager €45,000 €50,000 €65,000 €50,000 €55,000 €60,000

Category Executive €35,000 €40,000 €45,000 €35,000 €40,000 €45,000

Category Analyst €35,000 €40,000 €45,000 €30,000 €35,000 €40,000

Channel Marketing Manager €55,000 €65,000 €80,000 €50,000 €55,000 €65,000

Consumer/Insights Manager €60,000 €70,000 €90,000 €50,000 €55,000 €70,000

Brand Activation Manager €40,000 €45,000 €55,000 €35,000 €40,000 €45,000

Marketing Specialist €40,000 €45,000 €55,000 €35,000 €40,000 €45,000

Visual Comms Specialist/Graphic design €30,000 €35,000 €40,000 €30,000 €35,000 €40,000
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Permanent Dublin Rest of Ireland
Telcos/Banking/Finance/Professional 
Services Low Med High Low Med High

Head of Marketing €95,000 €120,000 €150,000 €80,000 €90,000 €130,000

Head of Brand Communications €95,000 €120,000 €130,000 €80,000 €90,000 €110,000

Head of Consumer €90,000 €120,000 €140,000 €70,000 €90,000 €100,000

Head of Retention €90,000 €100,000 €120,000 €80,000 €90,000 €100,000

Head of Product €80,000 €100,000 €120,000 €70,000 €85,000 €100,000

Head of Base €80,000 €100,000 €120,000 €70,000 €80,000 €100,000

Director of Consumer Insights €95,000 €120,000 €140,000 €70,000 €85,000 €100,000

Product Development Manager €55,000 €70,000 €85,000 €40,000 €55,000 €65,000

Base Manager €55,000 €65,000 €70,000 €45,000 €55,000 €65,000

Propositions Manager €65,000 €80,000 €90,000 €50,000 €60,000 €70,000

Segments Manager €60,000 €65,000 €75,000 €50,000 €55,000 €65,000

Propositions Specialist €45,000 €55,000 €70,000 €40,000 €45,000 €60,000

Insights Specialist €40,000 €45,000 €55,000 €35,000 €40,000 €50,000

Trade Marketing Executive €35,000 €45,000 €55,000 €35,000 €40,000 €50,000

Mobile Product Manager €60,000 €70,000 €85,000 €50,000 €55,000 €70,000

Product Manager €55,000 €65,000 €80,000 €50,000 €55,000 €65,000

Marketing Campaign Manager €45,000 €55,000 €65,000 €35,000 €45,000 €60,000

Go-To-Market Specialist €45,000 €55,000 €65,000 €35,000 €45,000 €55,000

Online Agency-Specific Roles Low Med High Low Med High
Director of Digital Marketing €90,000 €120,000 €140,000 €80,000 €100,000 €120,000

Head of Search & Analytics €85,000 €100,000 €120,000 €70,000 €85,000 €100,000

Head of Digital Media €80,000 €95,000 €110,000 €65,000 €85,000 €90,000

Client Director €75,000 €85,000 €95,000 €65,000 €75,000 €85,000

Senior Client Manager €50,000 €65,000 €75,000 €45,000 €55,000 €65,000

Client Manager €40,000 €45,000 €50,000 €40,000 €45,000 €50,000

Client Associate €30,000 €35,000 €40,000 €30,000 €35,000 €40,000
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Permanent Dublin Rest of Ireland
Pharma/Healthcare Low Med High Low Med High
Global Head of Marketing €95,000 €130,000 €160,000 €90,000 €110,000 €130,000

Product Marketing Manager €70,000 €80,000 €90,000 €60,000 €65,000 €75,000

Senior Brand Manager €65,000 €70,000 €80,000 €55,000 €65,000 €75,000

Product Manager €65,000 €70,000 €80,000 €55,000 €65,000 €75,000

Brand Manager €55,000 €60,000 €75,000 €50,000 €55,000 €65,000

Sales & Marketing Executive €30,000 €40,000 €45,000 €30,000 €40,000 €45,000

Brand Executive €30,000 €40,000 €45,000 €30,000 €40,000 €45,000

Product Executive €40,000 €50,000 €70,000 €35,000 €45,000 €65,000

Communications & Public Relations Low Med High Low Med High
Head of Communications €75,000 €90,000 €130,000 €75,000 €80,000 €120,000

Communications Manager €55,000 €65,000 €80,000 €55,000 €65,000 €75,000

Head of PR €75,000 €85,000 €120,000 €70,000 €80,000 €100,000

Head of External Affairs €85,000 €95,000 €120,000 €70,000 €80,000 €100,000

Public Affairs Specialist €45,000 €65,000 €75,000 €40,000 €50,000 €60,000

Sponsorship Manager €45,000 €55,000 €65,000 €40,000 €50,000 €60,000

CSR Manager €45,000 €60,000 €70,000 €40,000 €45,000 €55,000

PR Manager €40,000 €55,000 €70,000 €35,000 €45,000 €60,000

PR Executive €30,000 €35,000 €45,000 €30,000 €35,000 €45,000

Communication Executive €30,000 €35,000 €45,000 €30,000 €35,000 €45,000
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O�ce Support Industry Assessment

The onset of the global Covid pandemic in March 
2020 had a signi�cant and far-reaching impact 
across the jobs market and the future of work for 
all industries.  

As with most unpredictable circumstances, 
businesses reacted with apprehension and unease.  

And many companies with reduced demand put 
growth plans on pause and stopped onboarding 
new sta�. In what was a surprisingly quick change, 

Vanessa specialises in permanent working with 
o�ce support and legal secretarial talent, speci�-
cally within the legal and professional services 
industries. A commercially minded and seasoned 
recruiter, Vanessa has been successfully forging 
long term and lasting relationships across a diverse 
array of candidates and companies within the 
Dublin Market since 2007. 

Vanessa McKay
Director of O�ce Support, 
Permanent Division

Salary Guide 2022

the adoption of the work from home model eased 
fears. And the situation slowly began to improve 
once companies and employees adapted to their 
new normal in 2021.  

The last 2 quarters of 2020 saw a more active 
Administration market as companies began to hire 
again, and candidates became comfortable with 
moving jobs from a remote-to-remote setting. 

With the onset of remote and hybrid setup, the 
O�ce Support talent pool became bigger as 
candidates were able to accept roles remotely, 
which would have normally been outside of their 
commuter zone.  

The upward trend in terms of roles becoming 
available and candidate activity in the marketplace 
has continued into 2021 and 2022. Certain 
industries have prospered during the pandemic, 
notably the Pharmaceutical and Life Science 
industries as well as Technology and Financial 
Services. And their O�ce Support needs have 

Seniority: 
• Executive Assistant - Senior Level   
 €50K - €65K 
• Administrator - Mid Level
 €30K - €40K 
• Customer Services Rep. - Junior  
 Level €23K - €28K 

Location: 
• Dublin

Roles:
• Executive Assistant  
• Administrator 
• Customer Services Rep.

Company type: 
• Multinational: 30% 
• SMEs: 70%

Bene�ts:
• Remote or Hybrid working 
• Healthcare 
• Pension 
• Bonus  
• Yearly pay reviews 
• 23 days minimum annual leave  
• Learning & Development   
 opportunities

Most in demand

O�ce Support

83%
Rise in O�ce support jobs YoY in Q2 
of 2021.
(Source - IrishJobs)

€35k
Median Salary for O�ce Support 
roles in Ireland.

grown at a quick rate, roles including Executive 
Assistants, Administrators and Customer Service 
Representatives are now in high demand. 
Interestingly, the demand is growing quicker for 
Irish SMEs than for the large multinationals. SMEs 
are not in as strong of a position to increase their 
o�erings in comparison to the large growth sector 
employers in Technology, Life Sciences and 
Financial Services. We are seeing some increased 
salaries and bene�ts from the SME market. Bene�ts 
like increased annual leave are easier for SMEs to 
implement than Wellness programmes or learning 
and development. While these have become 
prevalent, SMEs are looking to quick �xes like 
taking on graduates and more junior sta�.   

What are the underlying forces at work in the 
O�ce Support industry? 

Across all industries, there has been a widespread 
change to the way we work. And the O�ce 
Support sector is no exception. As returning to the 
o�ce has been inde�nitely delayed and companies 
have been adapted more to WHF by digitalising 
their processes, O�ce Support sta� can look 
forward to the hybrid model staying in place for 
the time being. However, many customer support 
roles will be returning to an o�ce environment 
once the pandemic recedes. 

The persistent move towards a digital workplace 
has also unearthed a reliance on “people analytics” 
to manage remote working across companies. 
Over time it is likely these digital platforms will 
feature heavily across all businesses as a means
of communicating with employees and
managing talent.  

Job roles and what they entail remain �uid, 
particularly in those where a high amount of travel 
and face-to-face meetings were required to be 
organised by Executive Assistants. Employees who 
remain in these roles are now experiencing a job 
shift with regard to internal movements or are now 

looking to exit their roles as they have become 
very stagnant and quiet. 

What is attractive about the O�ce Support 
industry for 2022? 

Although a vastly di�erent landscape to that of 
pre-Covid there are some positives about the 
current job market, most notably, increased O�ce 
Support roles in growth areas like Life Science, 
Technology, and Financial services.  

There are clear advantages in terms of the time and 
ability for candidates to engage with recruitment 
processes due to their �exible working 
arrangements. This means that interviews and 
brie�ng calls are easier to arrange and means the 
number of opportunities candidates can actively 
be pursuing has signi�cantly increased.  

Onboarding and training processes for new hires at 
this stage in the pandemic have been developed 
and for most companies are now part of a very 
streamlined e�cient process.

For companies, there have been an increased 
number of candidates who have used the 
pandemic as an opportunity to upskill and partake 
in continuous professional development.  

For candidates, companies are starting to provide 
clarity surrounding their hybrid work model, which 
again empowers candidates about pursuing roles 
that will suit them from both a personal and 
professional perspective.

What are the key issues facing the O�ce 
Support industry in 2022?

The consumer-goods industry (non-essential retail) 
and hospitality were the hardest hit industries of 
the pandemic with lockdowns enforcing the 
closure of premises for months at a time. 
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The onset of the global Covid pandemic in March 
2020 had a signi�cant and far-reaching impact 
across the jobs market and the future of work for 
all industries.  

As with most unpredictable circumstances, 
businesses reacted with apprehension and unease.  

And many companies with reduced demand put 
growth plans on pause and stopped onboarding 
new sta�. In what was a surprisingly quick change, 

Vanessa specialises in permanent working with 
o�ce support and legal secretarial talent, speci�-
cally within the legal and professional services 
industries. A commercially minded and seasoned 
recruiter, Vanessa has been successfully forging 
long term and lasting relationships across a diverse 
array of candidates and companies within the 
Dublin Market since 2007. 

Vanessa McKay
Director of O�ce Support, 
Permanent Division

Salary Guide 2022

the adoption of the work from home model eased 
fears. And the situation slowly began to improve 
once companies and employees adapted to their 
new normal in 2021.  

The last 2 quarters of 2020 saw a more active 
Administration market as companies began to hire 
again, and candidates became comfortable with 
moving jobs from a remote-to-remote setting. 

With the onset of remote and hybrid setup, the 
O�ce Support talent pool became bigger as 
candidates were able to accept roles remotely, 
which would have normally been outside of their 
commuter zone.  

The upward trend in terms of roles becoming 
available and candidate activity in the marketplace 
has continued into 2021 and 2022. Certain 
industries have prospered during the pandemic, 
notably the Pharmaceutical and Life Science 
industries as well as Technology and Financial 
Services. And their O�ce Support needs have 

Seniority: 
• Executive Assistant - Senior Level   
 €50K - €65K 
• Administrator - Mid Level
 €30K - €40K 
• Customer Services Rep. - Junior  
 Level €23K - €28K 

Location: 
• Dublin

Roles:
• Executive Assistant  
• Administrator 
• Customer Services Rep.

Company type: 
• Multinational: 30% 
• SMEs: 70%

Bene�ts:
• Remote or Hybrid working 
• Healthcare 
• Pension 
• Bonus  
• Yearly pay reviews 
• 23 days minimum annual leave  
• Learning & Development   
 opportunities

Most in demand

O�ce Support

83%
Rise in O�ce support jobs YoY in Q2 
of 2021.
(Source - IrishJobs)

€35k
Median Salary for O�ce Support 
roles in Ireland.

grown at a quick rate, roles including Executive 
Assistants, Administrators and Customer Service 
Representatives are now in high demand. 
Interestingly, the demand is growing quicker for 
Irish SMEs than for the large multinationals. SMEs 
are not in as strong of a position to increase their 
o�erings in comparison to the large growth sector 
employers in Technology, Life Sciences and 
Financial Services. We are seeing some increased 
salaries and bene�ts from the SME market. Bene�ts 
like increased annual leave are easier for SMEs to 
implement than Wellness programmes or learning 
and development. While these have become 
prevalent, SMEs are looking to quick �xes like 
taking on graduates and more junior sta�.   

What are the underlying forces at work in the 
O�ce Support industry? 

Across all industries, there has been a widespread 
change to the way we work. And the O�ce 
Support sector is no exception. As returning to the 
o�ce has been inde�nitely delayed and companies 
have been adapted more to WHF by digitalising 
their processes, O�ce Support sta� can look 
forward to the hybrid model staying in place for 
the time being. However, many customer support 
roles will be returning to an o�ce environment 
once the pandemic recedes. 

The persistent move towards a digital workplace 
has also unearthed a reliance on “people analytics” 
to manage remote working across companies. 
Over time it is likely these digital platforms will 
feature heavily across all businesses as a means
of communicating with employees and
managing talent.  

Job roles and what they entail remain �uid, 
particularly in those where a high amount of travel 
and face-to-face meetings were required to be 
organised by Executive Assistants. Employees who 
remain in these roles are now experiencing a job 
shift with regard to internal movements or are now 

looking to exit their roles as they have become 
very stagnant and quiet. 

What is attractive about the O�ce Support 
industry for 2022? 

Although a vastly di�erent landscape to that of 
pre-Covid there are some positives about the 
current job market, most notably, increased O�ce 
Support roles in growth areas like Life Science, 
Technology, and Financial services.  

There are clear advantages in terms of the time and 
ability for candidates to engage with recruitment 
processes due to their �exible working 
arrangements. This means that interviews and 
brie�ng calls are easier to arrange and means the 
number of opportunities candidates can actively 
be pursuing has signi�cantly increased.  

Onboarding and training processes for new hires at 
this stage in the pandemic have been developed 
and for most companies are now part of a very 
streamlined e�cient process.

For companies, there have been an increased 
number of candidates who have used the 
pandemic as an opportunity to upskill and partake 
in continuous professional development.  

For candidates, companies are starting to provide 
clarity surrounding their hybrid work model, which 
again empowers candidates about pursuing roles 
that will suit them from both a personal and 
professional perspective.

What are the key issues facing the O�ce 
Support industry in 2022?

The consumer-goods industry (non-essential retail) 
and hospitality were the hardest hit industries of 
the pandemic with lockdowns enforcing the 
closure of premises for months at a time. 
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Companies in this sector had to rapidly pivot to 
emphasise the e-commerce side of their 
businesses to generate revenues and reactively 
respond to the evolving situation. Many businesses 
in these sectors may be putting a lot of resources 
into stabilising their revenue streams as lockdowns 
ease and for this reason growth may be slowed 
while they attempt to climb back up to pre-Covid 
levels of turnover. 

The continuance with preference to work from 
home may have long-term well-being issues on 
employees that haven’t been fully realised yet. This 
may have implications for anyone at a senior/ 
executive level with a people management 
function and companies will need to be aware of 
the importance of a well-being strategy to ensure 
they continue to invest in the human capital of 
their business.  

What critical skills do companies need to 
develop for success in 2022? 

With O�ce Support positions, companies need to 
be �exible when recruiting and embrace the 
widened talent pool available to them in this 
post-Covid era.  

Salary Guide 2022

Companies continue to need to invest in upskilling 
their employees across all levels of the O�ce 
Support sector, as remote working has been the 
catalyst for the digitalisation and automation of 
previously manual processes.  

As restrictions ease, companies should be informed 
and be sure to continue consulting their people to 
ensure the senior leadership teams' policies are 
aligned to the general appetite and expectations 
of the people. An inclusive and consultative 
top-down approach is required to ensure 
employee concerns are met and dealt with in an 
appropriate fashion and that new policies are just 
and fair for the current Covid climate. 

€16 P/hr
Median Salary for temporary O�ce 
Support roles in Ireland.
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O�ce Support

Companies in this sector had to rapidly pivot to 
emphasise the e-commerce side of their 
businesses to generate revenues and reactively 
respond to the evolving situation. Many businesses 
in these sectors may be putting a lot of resources 
into stabilising their revenue streams as lockdowns 
ease and for this reason growth may be slowed 
while they attempt to climb back up to pre-Covid 
levels of turnover. 

The continuance with preference to work from 
home may have long-term well-being issues on 
employees that haven’t been fully realised yet. This 
may have implications for anyone at a senior/ 
executive level with a people management 
function and companies will need to be aware of 
the importance of a well-being strategy to ensure 
they continue to invest in the human capital of 
their business.  

What critical skills do companies need to 
develop for success in 2022? 

With O�ce Support positions, companies need to 
be �exible when recruiting and embrace the 
widened talent pool available to them in this 
post-Covid era.  

Salary Guide 2022

Companies continue to need to invest in upskilling 
their employees across all levels of the O�ce 
Support sector, as remote working has been the 
catalyst for the digitalisation and automation of 
previously manual processes.  

As restrictions ease, companies should be informed 
and be sure to continue consulting their people to 
ensure the senior leadership teams' policies are 
aligned to the general appetite and expectations 
of the people. An inclusive and consultative 
top-down approach is required to ensure 
employee concerns are met and dealt with in an 
appropriate fashion and that new policies are just 
and fair for the current Covid climate. 

€16 P/hr
Median Salary for temporary O�ce 
Support roles in Ireland.

Permanent Dublin Rest of Ireland
Call Centres-Customer Service Low Med High Low Med High
Accounts Clerk €30,000 €38,000 €45,000 €28,000 €35,000 €43,000

Administrator €30,000 €35,000 €40,000 €28,000 €30,000 €37,000

Customer Service Reps €23,000 €27,000 €35,000 €23,000 €26,000 €35,000

Data Entry €23,000 €24,500 €26,000 €23,000 €24,500 €26,000

Dictaphone Typist €28,000 €30,000 €33,000 €26,000 €28,000 €30,000

Executive Assistant €50,000 €60,000 €75,000 €47,000 €55,000 €60,000
Executive Assistant to C-Level 
Appointments €50,000 €60,000 €75,000 €47,000 €55,000 €60,000

Legal Executive €35,000 €42,000 €55,000 €33,000 €38,000 €47,000

Legal Secretary €32,000 €42,000 €52,000 €30,000 €40,000 €47,000

Medical Secretary €30,000 €35,000 €45,000 €28,000 €34,000 €40,000

Office Junior €26,000 €28,000 €32,000 €25,000 €27,000 €30,000

Office Manager €38,000 €45,000 €60,000 €35,000 €43,000 €55,000

Personal Assistant €45,000 €50,000 €55,000 €40,000 €47,000 €50,000

Receptionist €28,000 €35,000 €42,000 €26,000 €30,000 €37,000

Sales Administrator €33,000 €37,000 €45,000 €30,000 €34,000 €40,000

Secretary €35,000 €45,000 €50,000 €30,000 €38,000 €45,000

Team Secretary €32,000 €38,000 €45,000 €30,000 €35,000 €42,000

Telesales Reps €23,000 €27,000 €35,000 €23,000 €26,000 €35,000

Qualified - Temp Low Med High Low Med High
Accounts Clerk €15 P/hr €17.5 P/hr €20 P/hr €13 P/hr €15 P/hr €17.5 P/hr

Administrator €13 P/hr €16 P/hr €19 P/hr €13 P/hr €15 P/hr €17 P/hr

Customer Service Reps €13 P/hr €14 P/hr €16 P/hr €12 P/hr €13 P/hr €14 P/hr

Data Entry €12 P/hr €13 P/hr €14 P/hr €12 P/hr €13 P/hr €14 P/hr

Dictaphone Typist €18 P/hr €19 P/hr €22 P/hr €15 P/hr €18 P/hr €20 P/hr

Legal Executive €21 P/hr €25 P/hr €28 P/hr €17 P/hr €22 P/hr €25 P/hr

Legal Secretary €17 P/hr €22 P/hr €25 P/hr €15 P/hr €18 P/hr €23 P/hr

Medical Secretary €17 P/hr €18 P/hr €20 P/hr €15 P/hr €18 P/hr €20 P/hr

Office Junior €12 P/hr €13 P/hr €14 P/hr €12 P/hr €13 P/hr €14 P/hr

Office Manager €17 P/hr €22 P/hr €28 P/hr €15 P/hr €20 P/hr €25 P/hr

PA/Executive Assistant €18 P/hr €24 P/hr €30 P/hr €16 P/hr €22 P/hr €26 P/hr

Receptionist €14 P/hr €15.5 P/hr €18 P/hr €14 P/hr €15.5 P/hr €18 P/hr

Secretary/Team Secretary €15 P/hr €17.5 P/hr €20 P/hr €14 P/hr €16 P/hr €18 P/hr

Telesales Reps €13 P/hr €14 P/hr €15 P/hr €12 P/hr €13 P/hr €14 P/hr

All salaries in this sector are on a per annum basis.
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Sales sector assessment

The global economy has seen huge growth over 
the past few months due to pandemic restrictions 
being lifted and pent-up demand. One of the 
sectors which has bene�tted the most from this 
surge in activity is Sales.  

The Sales sector has been extremely active over 
the past year. The restrictions put in place because 
of Covid had a huge impact on hiring for the �rst 

 Ritchie is the Principal team lead for the Cpl Sales & 
Retail divisions. Ritchie specialises in sourcing top 
talent in the tech sales sector from Head of 
departments, including Sales Manager, Account 
Managers & Inside Sales Executives. He has over 20 
years of recruitment, sales & retail experience in 
busy and demanding environments which gives 
him a strong industry knowledge and 
understanding of the recruitment process.

Ritchie Hogan
Manager

Salary Guide 2022

few months of 2021. Many companies froze their 
processes and waited until they had more visibility 
on how the pandemic would play out. Once the 
restrictions on hiring were lifted the market 
exploded and it is has most de�nitely turned into a 
candidate-driven market.  

The demand for Sales talent (UKI & multilingual) in 
Ireland remains high. Many companies are looking 
for skilled professionals for business growth and to 
help combat the loss of top talent to the great 
resignation. We are seeing demand grow for 
Account Managers, Inside Sales Representatives 
and Enterprise Sales Managers.  

A few signi�cant trends emerged such as virtual 
recruiting and onboarding, as a remote work force 
became the norm for many. In the face of 
uncertainty caused by Covid, the number one skill 
for recruiters and candidates to embrace in 
2020-2021 is and will continue to be adaptability. 

Seniority: 
• Junior to Mid-Level: €30 - €45K 
• Mid to Senior Level: €45 - €65k 
• Enterprise Level: €70 - €100K

Location: 
• Dublin: 100% (and/or fully   
 remote)

Company type: 
• Multinational: 50%  
• SMEs: 50%

Roles:
• Account managers  
• Inside sales representatives  
• Enterprise sales managers  

Bene�ts:
• Remote working 
• Flexible work schedules 
• Learning & Development 
• Work abroad 3-6 months   
 (retention) 
• Pay rise (retention) 
• Share options 

Most in demand

Sales

89%
Increase in Sales jobs in Ireland YoY in 
Q2 of 2021.
(Source - irishjobsi.e)

€65k
Median Salary for Sales roles
in Ireland.

What are the underlying forces at work in the 
Sales industry? 

As Covid slowly recedes, new and more specialised 
recruitment trends have started to emerge. Covid 
has had a major impact on how the recruitment 
process is structured, with virtual interviews widely 
being accepted as the new normal in the hiring 
process. Additionally, remote working and hybrid 
models have been introduced, these have brought 
pros and cons to the workforce.   

What is attractive about the Sales industry
for 2022? 

2022 will continue to improve the work-life balance 
for talent with the increased acceptance that work 
from home is the new norm, those who adapt will 
�nd it easier to retain their workforce. Salaries 
within all sectors in the Sales arena (UKI & 
multilingual) continue to rise, and those candidates 
open to changing roles can expect a salary 
increase as the scramble for top talent escalates.

  

One thing to note, is the need for quali�ed and 
experienced talent is growing. The demand in the 
market has led to a lot of people switching roles, 
leaving a gap in senior positions for a lot of 
employers. And while there is a need to �ll these 
positions, most companies aren’t panicking and 
will wait for the right candidate. Additionally, 
Ireland continues to be a leader in attracting 
foreign direct investment, with a growing number 
of businesses choosing our shores as the main hub 
for their EMEA operations. This will give job seekers 
more opportunities to develop their careers with 
companies new to Ireland, and a chance to grow in 
a start-up environment. It also increases the need 
for language skills in the Sales sector, with a 
particular focus on northern European languages 
coming to the fore.  

What are the key issues facing the Sales 
industry in 2022? 

Talent shortages - The main thing to watch next 
year for companies is the approach you take to 
attract candidates. Whilst a salary increase is a near 
given, most candidates are now looking at the 
long-term prospects and what other bene�ts are 
included, �exible working will play a major factor 
in attracting talent. Not taking candidate needs 
into consideration could have a detrimental impact 
on any business trying to get proven salespeople 
to join their teams. And while the trend is towards 
hybrid or fully remote working, many candidates, 
are looking to get into the o�ce. Long-term goals 
are also at play, with many people looking at 
learning and development and career progress just 
as much as salary and working �exibility. The 
advice for employers is to be open and
adaptable to candidates’ immediate needs
and long-term objectives.

  

What critical skills do companies need to 
develop for success in 2022?  

It is essential for companies to stand out, making 
sure your brand as an employer in Ireland is 
respected. It is also important to think overall and 
look at hiring talent for potential and not just 
experience. Candidates are looking for career 
development opportunities not just a new title, 
especially those who decide to leave their 
countries and relocate to Ireland. The arrival of 
multiple new players into the market is also 
demanding companies to be competitive to retain 
their talent. Retention is essential in a growth 
market and ensuring loyalty is rewarded can help 
ease the burden on hiring managers. 
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Sales sector assessment

The global economy has seen huge growth over 
the past few months due to pandemic restrictions 
being lifted and pent-up demand. One of the 
sectors which has bene�tted the most from this 
surge in activity is Sales.  

The Sales sector has been extremely active over 
the past year. The restrictions put in place because 
of Covid had a huge impact on hiring for the �rst 

 Ritchie is the Principal team lead for the Cpl Sales & 
Retail divisions. Ritchie specialises in sourcing top 
talent in the tech sales sector from Head of 
departments, including Sales Manager, Account 
Managers & Inside Sales Executives. He has over 20 
years of recruitment, sales & retail experience in 
busy and demanding environments which gives 
him a strong industry knowledge and 
understanding of the recruitment process.

Ritchie Hogan
Manager

Salary Guide 2022

few months of 2021. Many companies froze their 
processes and waited until they had more visibility 
on how the pandemic would play out. Once the 
restrictions on hiring were lifted the market 
exploded and it is has most de�nitely turned into a 
candidate-driven market.  

The demand for Sales talent (UKI & multilingual) in 
Ireland remains high. Many companies are looking 
for skilled professionals for business growth and to 
help combat the loss of top talent to the great 
resignation. We are seeing demand grow for 
Account Managers, Inside Sales Representatives 
and Enterprise Sales Managers.  

A few signi�cant trends emerged such as virtual 
recruiting and onboarding, as a remote work force 
became the norm for many. In the face of 
uncertainty caused by Covid, the number one skill 
for recruiters and candidates to embrace in 
2020-2021 is and will continue to be adaptability. 

Seniority: 
• Junior to Mid-Level: €30 - €45K 
• Mid to Senior Level: €45 - €65k 
• Enterprise Level: €70 - €100K

Location: 
• Dublin: 100% (and/or fully   
 remote)

Company type: 
• Multinational: 50%  
• SMEs: 50%

Roles:
• Account managers  
• Inside sales representatives  
• Enterprise sales managers  

Bene�ts:
• Remote working 
• Flexible work schedules 
• Learning & Development 
• Work abroad 3-6 months   
 (retention) 
• Pay rise (retention) 
• Share options 

Most in demand

Sales

89%
Increase in Sales jobs in Ireland YoY in 
Q2 of 2021.
(Source - irishjobsi.e)

€65k
Median Salary for Sales roles
in Ireland.

What are the underlying forces at work in the 
Sales industry? 

As Covid slowly recedes, new and more specialised 
recruitment trends have started to emerge. Covid 
has had a major impact on how the recruitment 
process is structured, with virtual interviews widely 
being accepted as the new normal in the hiring 
process. Additionally, remote working and hybrid 
models have been introduced, these have brought 
pros and cons to the workforce.   

What is attractive about the Sales industry
for 2022? 

2022 will continue to improve the work-life balance 
for talent with the increased acceptance that work 
from home is the new norm, those who adapt will 
�nd it easier to retain their workforce. Salaries 
within all sectors in the Sales arena (UKI & 
multilingual) continue to rise, and those candidates 
open to changing roles can expect a salary 
increase as the scramble for top talent escalates.

  

One thing to note, is the need for quali�ed and 
experienced talent is growing. The demand in the 
market has led to a lot of people switching roles, 
leaving a gap in senior positions for a lot of 
employers. And while there is a need to �ll these 
positions, most companies aren’t panicking and 
will wait for the right candidate. Additionally, 
Ireland continues to be a leader in attracting 
foreign direct investment, with a growing number 
of businesses choosing our shores as the main hub 
for their EMEA operations. This will give job seekers 
more opportunities to develop their careers with 
companies new to Ireland, and a chance to grow in 
a start-up environment. It also increases the need 
for language skills in the Sales sector, with a 
particular focus on northern European languages 
coming to the fore.  

What are the key issues facing the Sales 
industry in 2022? 

Talent shortages - The main thing to watch next 
year for companies is the approach you take to 
attract candidates. Whilst a salary increase is a near 
given, most candidates are now looking at the 
long-term prospects and what other bene�ts are 
included, �exible working will play a major factor 
in attracting talent. Not taking candidate needs 
into consideration could have a detrimental impact 
on any business trying to get proven salespeople 
to join their teams. And while the trend is towards 
hybrid or fully remote working, many candidates, 
are looking to get into the o�ce. Long-term goals 
are also at play, with many people looking at 
learning and development and career progress just 
as much as salary and working �exibility. The 
advice for employers is to be open and
adaptable to candidates’ immediate needs
and long-term objectives.

  

What critical skills do companies need to 
develop for success in 2022?  

It is essential for companies to stand out, making 
sure your brand as an employer in Ireland is 
respected. It is also important to think overall and 
look at hiring talent for potential and not just 
experience. Candidates are looking for career 
development opportunities not just a new title, 
especially those who decide to leave their 
countries and relocate to Ireland. The arrival of 
multiple new players into the market is also 
demanding companies to be competitive to retain 
their talent. Retention is essential in a growth 
market and ensuring loyalty is rewarded can help 
ease the burden on hiring managers. 
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Permanent Dublin Rest of Ireland
Service & Utility Sales Low Med High Low Med High
Commercial Director €90,000 €110,000 €150,000 €90,000 €110,000 €150,000

Sales Director €80,000 €100,000 €120,000 €80,000 €100,000 €120,000

Business Development Director €80,000 €100,000 €120,000 €80,000 €100,000 €120,000

Sales Manager €80,000 €90,000 €100,000 €80,000 €90,000 €100,000

Business Development Manager €55,000 €70,000 €90,000 €55,000 €70,000 €90,000

Corporate Account Manager €45,000 €55,000 €65,000 €45,000 €55,000 €65,000

Account Manager €40,000 €50,000 €60,000 €40,000 €50,000 €60,000

Business Development Executive €35,000 €40,000 €45,000 €35,000 €40,000 €45,000

Sales Executive €35,000 €40,000 €45,000 €35,000 €40,000 €45,000

Telesales Executive €25,000 €30,000 €35,000 €25,000 €30,000 €35,000

Residential Sales €24,000 €28,000 €32,000 €24,000 €28,000 €32,000

Property Sales €24,000 €28,000 €35,000 €24,000 €28,000 €35,000

Country / General Manager €120,000 €150,000 €180,000 €120,000 €150,000 €180,000

Sales Director €90,000 €100,000 €120,000 €90,000 €100,000 €120,000

National Sales Manager €75,000 €85,000 €100,000 €75,000 €85,000 €100,000

National Account Manager €55,000 €75,000 €90,000 €55,000 €75,000 €90,000

Category Manager €55,000 €65,000 €80,000 €55,000 €65,000 €80,000

Field Sales Manager €55,000 €65,000 €80,000 €55,000 €65,000 €80,000

Area Sales Manager €45,000 €55,000 €65,000 €45,000 €55,000 €65,000

Key Account Manager €45,000 €55,000 €65,000 €45,000 €55,000 €65,000

Field Sales Representative €35,000 €40,000 €45,000 €35,000 €40,000 €45,000

Van Sales €25,000 €30,000 €35,000 €25,000 €30,000 €35,000

Telesales €28,000 €30,000 €35,000 €28,000 €30,000 €35,000

Construction & Engineering Sales Low Med High Low Med High
Sales Director €80,000 €90,000 €100,000 €80,000 €90,000 €100,000

Technical Sales Manager €60,000 €70,000 €75,000 €60,000 €70,000 €75,000

Business Development Manager €60,000 €70,000 €80,000 €60,000 €70,000 €80,000

Sales Engineer €50,000 €55,000 €60,000 €50,000 €55,000 €60,000

Technical Sales Rep €40,000 €45,000 €55,000 €40,000 €45,000 €55,000

Sales Executive €28,000 €32,000 €38,000 €28,000 €32,000 €38,000

Telesales Executive €28,000 €30,000 €34,000 €28,000 €30,000 €34,000

All salaries in this sector are on a per annum basis.
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Medical/Pharma Sales Low Med High Low Med High
Country Manager €115,000 €135,000 €150,000 €115,000 €135,000 €150,000

Sales Director €85,000 €100,000 €120,000 €85,000 €100,000 €120,000

Sales Manager €70,000 €75,000 €85,000 €70,000 €75,000 €85,000

Product Manager €60,000 €70,000 €80,000 €60,000 €70,000 €80,000

Territory Manager €50,000 €55,000 €60,000 €50,000 €55,000 €60,000

Sales Rep €35,000 €40,000 €45,000 €35,000 €40,000 €45,000

Permanent Dublin Rest of Ireland
Tech & ICT Sales Low Med High Low Med High
VP / SVP Sales €150,000 €200,000 €250,000 €150,000 €200,000 €250,000

Sales Director €90,000 €110,000 €130,000 €90,000 €110,000 €130,000

Service Delivery Director €90,000 €110,000 €120,000 €90,000 €110,000 €120,000

Sales Operations Manager €75,000 €85,000 €95,000 €75,000 €85,000 €95,000

Inside Sales Manager & Language €65,000 €75,000 €85,000 €65,000 €75,000 €85,000

National Account Manager €60,000 €75,000 €90,000 €60,000 €75,000 €90,000

Pre-Sales Consultants €60,000 €70,000 €80,000 €60,000 €70,000 €80,000

Product Sales Specialist €60,000 €70,000 €80,000 €60,000 €70,000 €80,000

Inside Sales Manager €55,000 €65,000 €75,000 €55,000 €65,000 €75,000

Field Sales Manager €55,000 €65,000 €75,000 €55,000 €65,000 €75,000

Channel Sales Manager €55,000 €65,000 €75,000 €55,000 €65,000 €75,000

Senior Account Manager €50,000 €60,000 €70,000 €50,000 €60,000 €70,000

Corporate Account Manager €45,000 €55,000 €70,000 €45,000 €55,000 €70,000

Sales Team Leader €40,000 €45,000 €55,000 €40,000 €45,000 €55,000

Account Executive €35,000 €45,000 €55,000 €35,000 €45,000 €55,000

Inside Sales Executive & Language €35,000 €40,000 €45,000 €35,000 €40,000 €45,000

Field Sales Representative €32,000 €38,000 €45,000 €32,000 €38,000 €45,000

Inside Sales Executive €30,000 €38,000 €45,000 €30,000 €38,000 €45,000

Lead Generation Executive €28,000 €32,000 €38,000 €28,000 €32,000 €38,000
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Supply Chain Sector Assessment

The Supply Chain and Procurement market is more 
buoyant now than any time within the last 3 years. 
There is a noticeable shortage of talent, and we are 
seeing Dublin based multinationals struggling to 
�ll some speci�c positions. Especially, Buyers, 
Supply Chain Managers, Planners, and Logistics 
Managers. Recruitment and retention strategies 
have expanded from simply salary increases to 
include a more comprehensive bene�ts package. 
Employers are now including remote work as a 
norm, and it is no longer seen as a bene�t. 
Supplemental bene�ts include more �exible hours, 

 Susan has been working in recruitment since 2004, 
specialising in Executive Search within the Supply 
Chain and Life Sciences industries. Susan and her 
team have worked on projects to sta� brand new 
Global Supply Chain teams with start-up 
companies, as well as ongoing business with long 
term clients.

Susan Deegan
Manager

Salary Guide 2022

annual bonuses, and learning and development 
opportunities. Speci�cally subsidised college 
courses in addition to in house and short
course learning.  

Since the announcement of Brexit, the Supply 
Chain industry has been experiencing extremely 
turbulent times. All through the Brexit 
negotiations, companies were unsure of what 
direction supply lines would take in the future. 
Consequently, hiring stalled.

Once Brexit was �nalised and regulations around 
Trade become (relatively) clear, the industry began 
to ramp up. Professionals involved in Logistics and 
Distribution, who traditionally worked the land 
bridge across the UK (United Kingdom), worked 
fast and furiously to get to grips with new customs 
and trade regulations. They also needed to �nd 
new routes to market which cut out the UK land 
bridge. The expansion of sea routes via Rosslare 
and Dublin ports has alleviated concerns around

Seniority: 
• Junior Level: €40 - €45K 
• Manager level: €70 - €100K 

Location: 
• Dublin: 85% 
• Cork and Galway: 15%

Company type: 
• Multinational: 70% 
• SMEs: 30%

Roles:
• Buyer 
• Supply Chain Manager 
• Planner 
• Logistics Manager 

Bene�ts:
• Remote work 
• Flexible work schedule 
• Bonus 
• Car allowance 
• Learning & Development 
• Pension 
• Pay rise (retention) 
• Share options  

Most in demand

Supply Chain

€243bn
In goods imported & exported
in 2021.
(Source - CSO) €60k

Median salary for Supply Chain roles.

the UK Brexit bottleneck and reduced
supply issues.  

As with many industries, the pandemic also had an 
enormous in�uence on Supply Chain. For the initial 
12 months of the pandemic, we saw many more 
proposed roles cancelled or postponed 
inde�nitely. Since the beginning of 2021, there has 
been a notable change as companies accepted 
that the current situation of hybrid/remote 
working is here for the long-term, and it is now 
business as usual. This aligned well with the 
unpacking of the new British/EU trade 
arrangements and companies got back to work. 

One of their �rst tasks has been to begin 
aggressively recruiting for roles left open because 
of all the uncertainly Brexit and the pandemic 
brought about.  

All this change to the status quo has led to an 
increased need for talent across the board. 

The Procurement sector has also seen an increase 
in hiring and there are more roles arising in 
Category Management, Strategic Sourcing and 
Operational Buying. For example, The BT Sourced 
company, who are continuing to hire procurement 

candidates have shaken up the market. As 
candidates leave their current roles to join BT, 
movement increases as more people look to take 
advantage of the churn it is creating and more 
movement in the procurement market. Food and 
Pharma clients across Ireland, continue to hire 
Sourcing Managers, particularly in the areas of raw 
materials and ingredients. 

Ireland is a hub for Pharma and Biologics 
manufacturing and the increased demand for 
these products globally has seen major 
recruitment drives with existing and start up Life 
Sciences clients. There have been numerous 
high-volume recruitment drives for Production, 
Process and Technician roles.  

 

Ireland is a thriving hub for both virtual and 
physical supply chain teams. However, there
are not enough quali�ed graduates entering
the marketplace with Supply Chain, Procurement 
or Logistics degrees to meet demand from
the marketplace. 

Regardless, we are looking forward to seeing
the market continuing to grow and evolve in the 
year ahead.

90



Supply Chain Sector Assessment

The Supply Chain and Procurement market is more 
buoyant now than any time within the last 3 years. 
There is a noticeable shortage of talent, and we are 
seeing Dublin based multinationals struggling to 
�ll some speci�c positions. Especially, Buyers, 
Supply Chain Managers, Planners, and Logistics 
Managers. Recruitment and retention strategies 
have expanded from simply salary increases to 
include a more comprehensive bene�ts package. 
Employers are now including remote work as a 
norm, and it is no longer seen as a bene�t. 
Supplemental bene�ts include more �exible hours, 

 Susan has been working in recruitment since 2004, 
specialising in Executive Search within the Supply 
Chain and Life Sciences industries. Susan and her 
team have worked on projects to sta� brand new 
Global Supply Chain teams with start-up 
companies, as well as ongoing business with long 
term clients.

Susan Deegan
Manager

Salary Guide 2022

annual bonuses, and learning and development 
opportunities. Speci�cally subsidised college 
courses in addition to in house and short
course learning.  

Since the announcement of Brexit, the Supply 
Chain industry has been experiencing extremely 
turbulent times. All through the Brexit 
negotiations, companies were unsure of what 
direction supply lines would take in the future. 
Consequently, hiring stalled.

Once Brexit was �nalised and regulations around 
Trade become (relatively) clear, the industry began 
to ramp up. Professionals involved in Logistics and 
Distribution, who traditionally worked the land 
bridge across the UK (United Kingdom), worked 
fast and furiously to get to grips with new customs 
and trade regulations. They also needed to �nd 
new routes to market which cut out the UK land 
bridge. The expansion of sea routes via Rosslare 
and Dublin ports has alleviated concerns around

Seniority: 
• Junior Level: €40 - €45K 
• Manager level: €70 - €100K 

Location: 
• Dublin: 85% 
• Cork and Galway: 15%

Company type: 
• Multinational: 70% 
• SMEs: 30%

Roles:
• Buyer 
• Supply Chain Manager 
• Planner 
• Logistics Manager 

Bene�ts:
• Remote work 
• Flexible work schedule 
• Bonus 
• Car allowance 
• Learning & Development 
• Pension 
• Pay rise (retention) 
• Share options  

Most in demand

Supply Chain

€243bn
In goods imported & exported
in 2021.
(Source - CSO) €60k

Median salary for Supply Chain roles.

the UK Brexit bottleneck and reduced
supply issues.  

As with many industries, the pandemic also had an 
enormous in�uence on Supply Chain. For the initial 
12 months of the pandemic, we saw many more 
proposed roles cancelled or postponed 
inde�nitely. Since the beginning of 2021, there has 
been a notable change as companies accepted 
that the current situation of hybrid/remote 
working is here for the long-term, and it is now 
business as usual. This aligned well with the 
unpacking of the new British/EU trade 
arrangements and companies got back to work. 

One of their �rst tasks has been to begin 
aggressively recruiting for roles left open because 
of all the uncertainly Brexit and the pandemic 
brought about.  

All this change to the status quo has led to an 
increased need for talent across the board. 

The Procurement sector has also seen an increase 
in hiring and there are more roles arising in 
Category Management, Strategic Sourcing and 
Operational Buying. For example, The BT Sourced 
company, who are continuing to hire procurement 

candidates have shaken up the market. As 
candidates leave their current roles to join BT, 
movement increases as more people look to take 
advantage of the churn it is creating and more 
movement in the procurement market. Food and 
Pharma clients across Ireland, continue to hire 
Sourcing Managers, particularly in the areas of raw 
materials and ingredients. 

Ireland is a hub for Pharma and Biologics 
manufacturing and the increased demand for 
these products globally has seen major 
recruitment drives with existing and start up Life 
Sciences clients. There have been numerous 
high-volume recruitment drives for Production, 
Process and Technician roles.  

 

Ireland is a thriving hub for both virtual and 
physical supply chain teams. However, there
are not enough quali�ed graduates entering
the marketplace with Supply Chain, Procurement 
or Logistics degrees to meet demand from
the marketplace. 

Regardless, we are looking forward to seeing
the market continuing to grow and evolve in the 
year ahead.
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Permanent Dublin Rest of Ireland
Supply Chain Low Med High Low Med High
Buyer €42,000 €50,000 €60,000 €42,000 €50,000 €60,000

Demand Planner €45,000 €50,000 €60,000 €45,000 €50,000 €60,000

Inventory Analyst €45,000 €50,000 €60,000 €45,000 €50,000 €60,000

Inventory Coordinator €35,000 €43,000 €47,000 €35,000 €43,000 €47,000

Logistics Analyst €45,000 €50,000 €60,000 €45,000 €50,000 €60,000

Logistics Coordinator €37,000 €43,000 €47,000 €37,000 €43,000 €47,000

Logistics Manager €65,000 €70,000 €75,000 €65,000 €70,000 €75,000

Master Scheduler €65,000 €70,000 €75,000 €65,000 €70,000 €75,000

Materials Handler €35,000 €43,000 €47,000 €35,000 €43,000 €47,000

Order Management Rep €37,000 €43,000 €47,000 €37,000 €43,000 €47,000

Order Management Team Lead €60,000 €65,000 €70,000 €60,000 €65,000 €70,000

Procurement Director €110,000 €120,000 €130,000 €110,000 €120,000 €130,000

Procurement Manager €75,000 €80,000 €85,000 €75,000 €80,000 €85,000

Procurement Officer €42,000 €50,000 €60,000 €42,000 €50,000 €60,000

Production Operatives €35,000 €43,000 €47,000 €35,000 €43,000 €47,000

Production Planner €45,000 €50,000 €60,000 €45,000 €50,000 €60,000

Shipping Clerk €35,000 €43,000 €47,000 €35,000 €43,000 €47,000

Shipping Manager €65,000 €70,000 €75,000 €65,000 €70,000 €75,000

Stock Control Manager €65,000 €70,000 €75,000 €65,000 €70,000 €75,000

Stock Control Officer €35,000 €43,000 €47,000 €35,000 €43,000 €47,000

Supply Chain Coordinator €42,000 €50,000 €60,000 €42,000 €50,000 €60,000

Supply Chain Customer Manager €75,000 €80,000 €85,000 €75,000 €80,000 €85,000

Supply Chain Director €110,000 €120,000 €130,000 €110,000 €120,000 €130,000

Supply Chain Manager €65,000 €70,000 €75,000 €65,000 €70,000 €75,000

Vendor Coordinator €35,000 €43,000 €47,000 €35,000 €43,000 €47,000

VP Procurement / CPO €160,000 €170,000 €180,000 €160,000 €170,000 €180,000

VP Supply Chain €160,000 €170,000 €180,000 €160,000 €170,000 €180,000

Warehouse Manager €60,000 €65,000 €70,000 €60,000 €65,000 €70,000

Warehouse Supervisor €45,000 €50,000 €60,000 €45,000 €50,000 €60,000

All salaries in this sector are on a per annum basis.
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Temporary Dublin Rest of Ireland
Supply Chain Low Med High Low Med High
Demand Planner €45,000 €50,000 €60,000 €45,000 €50,000 €60,000

Logistics Analyst €45,000 €50,000 €60,000 €45,000 €50,000 €60,000

Logistics Coordinator €42,000 €50,000 €60,000 €42,000 €50,000 €60,000

Logistics Manager €65,000 €70,000 €75,000 €65,000 €70,000 €75,000

Master Scheduler €65,000 €70,000 €75,000 €65,000 €70,000 €75,000

Procurement Manager €75,000 €80,000 €85,000 €75,000 €80,000 €85,000

Procurement Officer €42,000 €50,000 €60,000 €42,000 €50,000 €60,000

Production Planner  €42,000 €50,000 €60,000 €42,000 €50,000 €60,000

Purchasing Director €110,000 €120,000 €130,000 €110,000 €120,000 €130,000

Purchasing Manager €75,000 €80,000 €85,000 €75,000 €80,000 €85,000

Purchasing Officer €42,000 €50,000 €60,000 €42,000 €50,000 €60,000

Supply Chain Coordinator €42,000 €50,000 €60,000 €42,000 €50,000 €60,000

Supply Chain Manager €65,000 €70,000 €75,000 €65,000 €70,000 €75,000

Warehouse Manager €60,000 €65,000 €70,000 €60,000 €65,000 €70,000
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Technology - Permanent

Salary Guide 2022

Seniority: 
• Mid - Level

Location: 
• Dublin: 65% 
• Cork and Galway: 25%  
• Other: 10%

Company type: 
• Multinational: 50% 
• Financial Services & Banking: 20%
• Other: 30% 

Roles:
• Java Developer  
• DevOps  
• Project Manager 

Bene�ts:
• Remote work 
• Bonus/Project Completion Bonus 
• Learning & Development 
• Pay rise (retention) 

Most in demand

Robin leads the Cpl Technology permanent 
recruitment division. This team includes specialist 
Technology recruitment teams across the following 
verticals - Software Development & Engineering, 
Data Analytics & Business Intelligence, 
Infrastructure, Cybersecurity & IT Risk, Business 
Analysis, PMO & Change Management, QA, Test & 
Automation, Emerging Technologies - AI, 
Blockchain, IoT and Immersive Technology and 
Digital & User Experience (UX, UI).

Robin Craig
Director, Cpl Technology

We have seen signi�cant demand with candidates 
from a Java and Python background as well as 
React and Angular. eCommerce and SAAS 
companies continue to be an area of
robust growth.  

Software Development is an extremely attractive 
career o�ering job security, high salaries, and quick 
career progression. Technology companies 
routinely take top scores among the best places to 
work with generous bene�t packages and 
�exibility. It also provides more mobility than many 
other �elds, and developers can often relocate or 
work remotely. Development has a wealth of 
interesting projects to choose from. Skilled 
Engineers will have the opportunity to work in 
technologies that fascinate them.  

Software Development is still an Engineering �eld 
in its infancy. Perennial problems continue to exist, 
and Engineers can expect to face planning issues 
and overdue projects.  

In addition, there is a very real risk of 
overspecialisation in technologies that will be 
obsolete in the future. A successful engineer will 
need to devote signi�cant personal time to 
opensource work, following technology news, or 
continuous education to keep their skills relevant.  

  

Although there is an abundance of talented 
Software Developers in Ireland, the relentless 
demand outweighs the supply. Core languages in 
order of demand are Java, JavaScript, Python, C 
languages (C#), PHP and Go. All roles in the 
Software Development space are in high demand. 
Front End, Back End and Full Stack Engineers as 
well as Mobile, Web and Security Developers. The 
demand for Software Engineers is huge and the 
number is expected to continue to increase.

Over

37,000
people in Ireland employed in the 
Tech industry.
(Source - IDA Ireland).

continuous �ow of new international companies 
setting up European head o�ces across the four 
provinces of Ireland with more opportunities 
coming from outside Dublin which for many, is a 
welcome change. In 2021, 65% of Technology roles 
were based in Dublin and 25% were based in Cork 
and Galway.

Candidates with many of these highly sought-after 
skills are demanding more �exibility regarding 
time spent working from home versus working 
from the o�ce. This is making it di�cult for �rms to 
retain and build out their culture and company 
identity. In many of these companies the skilled 
and experienced sta� want to work remotely while 
the less experienced hires and graduates want to 
be in the o�ce learning and absorbing the skills 
from their more experienced team members. This 
coupled with the need to make your role and your 
organisation attractive is posing a challenge for 
companies heading into 2022! 

 

In Technology, every sector is in high demand,
we are seeing growth across all areas. Heading
into 2022 we would see �rms really expanding 
their Cyber and Information Security Divisions, 
building out their Data Management and Analysis 
teams while also trying to bring many of the 
previous outsourced operational functions in 
house such as QA & Test, Dev Ops, Design, and 
Product Management.   

 
Software Engineering & Development 

The past year has seen unprecedented growth 
within Software Development as so many 
companies are either setting up in Ireland or 
growing out their teams. This has led to a very 
candidate-driven market with candidates looking 
for a remote or hybrid working environment as a 
main requirement when discussing a move, the 
past year.  

country, 65% of roles are in Dublin, with Cork and 
Galway taking 25% between them. 50% of roles are 
in multinationals, this is followed by 20% demand 
from Financial Services. The most in-demand roles 
are Java Developer, DevOps, and Project manager. 

If we look across the Technology sector there is still 
a massive shortage of experienced and skilled 
talent across all the major disciplines in Technology 
with Software Development, Data Management, 
Cyber & Information Security and Cloud-Based 
Engineering / Architecture being some of the most 
sought-after talents. Much of this talent returned 
overseas to their home countries during 2020, 
many have not returned to Ireland and are seeking 
a fully remote role. This combined with the lack of 
new talent �owing into Ireland during this period 
has dramatically reduced the total talent pool in 
the Technology sector here in Ireland. 

The Technology market is extremely promising 
with more roles being created than the available 
talent necessary to �ll them and this growth is set 
to continue into 2022 and beyond. We are seeing a

Technology sector assessment

2021 saw the perm recruitment market really 
bounce back after a challenging 12 months. Many 
companies parked the uncertainty around Covid 
and started hiring those positions which may have 
been put on hold previously. This coupled with the 
future growth indicators drove �rms to increase 
their planned recruitment for the year and hire 
talent to be in place ready to deliver on these new 
ambitious revenue targets over the next couple of 
years. We are seeing demand spread across the 
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Seniority: 
• Mid - Level

Location: 
• Dublin: 65% 
• Cork and Galway: 25%  
• Other: 10%

Company type: 
• Multinational: 50% 
• Financial Services & Banking: 20%
• Other: 30% 

Roles:
• Java Developer  
• DevOps  
• Project Manager 

Bene�ts:
• Remote work 
• Bonus/Project Completion Bonus 
• Learning & Development 
• Pay rise (retention) 

Most in demand

Robin leads the Cpl Technology permanent 
recruitment division. This team includes specialist 
Technology recruitment teams across the following 
verticals - Software Development & Engineering, 
Data Analytics & Business Intelligence, 
Infrastructure, Cybersecurity & IT Risk, Business 
Analysis, PMO & Change Management, QA, Test & 
Automation, Emerging Technologies - AI, 
Blockchain, IoT and Immersive Technology and 
Digital & User Experience (UX, UI).

Robin Craig
Director, Cpl Technology

We have seen signi�cant demand with candidates 
from a Java and Python background as well as 
React and Angular. eCommerce and SAAS 
companies continue to be an area of
robust growth.  

Software Development is an extremely attractive 
career o�ering job security, high salaries, and quick 
career progression. Technology companies 
routinely take top scores among the best places to 
work with generous bene�t packages and 
�exibility. It also provides more mobility than many 
other �elds, and developers can often relocate or 
work remotely. Development has a wealth of 
interesting projects to choose from. Skilled 
Engineers will have the opportunity to work in 
technologies that fascinate them.  

Software Development is still an Engineering �eld 
in its infancy. Perennial problems continue to exist, 
and Engineers can expect to face planning issues 
and overdue projects.  

In addition, there is a very real risk of 
overspecialisation in technologies that will be 
obsolete in the future. A successful engineer will 
need to devote signi�cant personal time to 
opensource work, following technology news, or 
continuous education to keep their skills relevant.  

  

Although there is an abundance of talented 
Software Developers in Ireland, the relentless 
demand outweighs the supply. Core languages in 
order of demand are Java, JavaScript, Python, C 
languages (C#), PHP and Go. All roles in the 
Software Development space are in high demand. 
Front End, Back End and Full Stack Engineers as 
well as Mobile, Web and Security Developers. The 
demand for Software Engineers is huge and the 
number is expected to continue to increase.

Over

37,000
people in Ireland employed in the 
Tech industry.
(Source - IDA Ireland).

continuous �ow of new international companies 
setting up European head o�ces across the four 
provinces of Ireland with more opportunities 
coming from outside Dublin which for many, is a 
welcome change. In 2021, 65% of Technology roles 
were based in Dublin and 25% were based in Cork 
and Galway.

Candidates with many of these highly sought-after 
skills are demanding more �exibility regarding 
time spent working from home versus working 
from the o�ce. This is making it di�cult for �rms to 
retain and build out their culture and company 
identity. In many of these companies the skilled 
and experienced sta� want to work remotely while 
the less experienced hires and graduates want to 
be in the o�ce learning and absorbing the skills 
from their more experienced team members. This 
coupled with the need to make your role and your 
organisation attractive is posing a challenge for 
companies heading into 2022! 

 

In Technology, every sector is in high demand,
we are seeing growth across all areas. Heading
into 2022 we would see �rms really expanding 
their Cyber and Information Security Divisions, 
building out their Data Management and Analysis 
teams while also trying to bring many of the 
previous outsourced operational functions in 
house such as QA & Test, Dev Ops, Design, and 
Product Management.   

 
Software Engineering & Development 

The past year has seen unprecedented growth 
within Software Development as so many 
companies are either setting up in Ireland or 
growing out their teams. This has led to a very 
candidate-driven market with candidates looking 
for a remote or hybrid working environment as a 
main requirement when discussing a move, the 
past year.  

country, 65% of roles are in Dublin, with Cork and 
Galway taking 25% between them. 50% of roles are 
in multinationals, this is followed by 20% demand 
from Financial Services. The most in-demand roles 
are Java Developer, DevOps, and Project manager. 

If we look across the Technology sector there is still 
a massive shortage of experienced and skilled 
talent across all the major disciplines in Technology 
with Software Development, Data Management, 
Cyber & Information Security and Cloud-Based 
Engineering / Architecture being some of the most 
sought-after talents. Much of this talent returned 
overseas to their home countries during 2020, 
many have not returned to Ireland and are seeking 
a fully remote role. This combined with the lack of 
new talent �owing into Ireland during this period 
has dramatically reduced the total talent pool in 
the Technology sector here in Ireland. 

The Technology market is extremely promising 
with more roles being created than the available 
talent necessary to �ll them and this growth is set 
to continue into 2022 and beyond. We are seeing a

Technology sector assessment

2021 saw the perm recruitment market really 
bounce back after a challenging 12 months. Many 
companies parked the uncertainty around Covid 
and started hiring those positions which may have 
been put on hold previously. This coupled with the 
future growth indicators drove �rms to increase 
their planned recruitment for the year and hire 
talent to be in place ready to deliver on these new 
ambitious revenue targets over the next couple of 
years. We are seeing demand spread across the 
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Scrum Masters and Product Managers are in high 
demand and will continue to be in 2022. 

 
Data/BI 

There are several growth drivers across the Data 
industry which are contributing to the high 
demand for talent. These include the increased 
volumes of data and the requirement for better 
informed decision making, particularly whilst 
trying to navigate a challenging pandemic.

The result is high demand for experienced talent 
across Data Analytics and Data Science, with high 
demand for Developers and Data Engineers to 
support them. We have seen huge demand across 
all industries which has led to an increase in the 
average salary expectation and lower sta� 
retention rates, with employees now staying on 
average 1.7 years. Our research team estimate that 
between 20- 25% of Data professionals moved 
roles in 2021 and a higher percentage are forecast 
to move in 2022.  

With the in�ux in roles across the Data landscape 
and the demand for top talent, candidates within 
the space are in a strong position to be more 
selective with their next move. Candidates within 
the space are driven by the opportunities to work 
across the latest technologies, within an innovating 
company, and with more advanced analytical and 
data science methods. Companies with less focus 
on technology and innovation with more 
traditional processes in place have found it di�cult 
to compete with more modern organisations.  

The Data industry is a constantly evolving and 
transforming domain. Many organisations across 
Ireland are adopting better practices across 
Analytics and exploring more advanced ways to

get more value from their data. This will lead to an 
increase of roles for the industry and more 
opportunities in Data Science for those that have 
been practicing and upskilling across Machine 
Learning and AI. There will be a huge number of 
new graduates within the industry and a large 
volume of people moving from other industries 
which provides opportunities for employers to 
invest in the next generation of talent. 

The biggest challenge in 2022 will be reducing the 
gender diversity gap within the Data Industry.  

Data Engineers, Data Scientists, Data Analysts, 
Machine Learning Engineers are the most 
in-demand positions. 

 

 

Infrastructure  

2021 was an extremely busy year for Infrastructure 
permanent recruitment. After the initial 
nervousness in the new pandemic market of 2020, 
both clients and candidates ramped up very 
quickly in early 2021. This coincided with rapidly 
improved global economic markets. Clients came 
back to the market in force and recruitment 
increased across all industry sectors both global 
and indigenous. We also had several high pro�le 
large global customers setting up new HQs in 
Ireland which furthered demand for Infrastructure 
candidates. Candidates also came back into the 
market in force and with more exciting technology 
choices and more �exibility around hybrid
working models, people started to move in the 
market again. 

Demand is still extremely high for all Infrastructure 
candidates. The emergence of hybrid and remote 
working models has been a huge plus to attract 
and engage more candidates. Also, the fact that 
clients will now consider sponsoring candidates 

who require visa sponsorship has also opened new 
candidate channels. Due to the lack of supply of 
candidates in the market clients will now also 
move and engage quicker which is a positive. 

2022 promises to be another extremely busy year 
in Infrastructure recruitment. Positives for 
candidates will be exciting new roles that will o�er 
the candidates the opportunity to join highly 
advanced global and indigenous technical teams. 
Candidates will have more choice in selecting 
either hybrid or fully remote roles to increase and 
enhance their work-life balance.

 

Issues facing the Infrastructure industry in 2022 will 
be the existing shortages of candidates, or passive 
candidates just treading the market. Candidates 
are demanding more �exibility regarding time 
spent working from home versus working from
the o�ce. 

The most in-demand roles will continue to be all 
SRE, DevOps, Cloud based roles. Continued 
demand for Infrastructure sta� and continued
and increasing demand for all Cyber
Security professionals.  

Security 

Last year we saw an increase in-demand for Cyber 
Security/Information Security candidates as a 
direct result of the universal shift to remote 
working in March 2020. 

The new work environment has highlighted the 
rising vulnerabilities of companies 

to cyber-attacks, data breaches and other threats 
to their company systems and information 
resulting in this demand.

€73.5k
Median salary for Technology roles.

PMO 

In 2020, The PMO space was heavily impacted 
because of the Covid pandemic, with many 
organisations refocusing their priorities and 
investments and as a result most planned projects 
went on hold for a considerable period. Thankfully, 
over the past 12 months the PMO space has 
bounced back to where we are now seeing it’s 
busiest ever year across all industries and roles. This 
was enabled by the massive increase in remote 
working, online training, and resilience due
to Covid.  

The booming PMO market we have seen over the 
past few months is showing no signs of slowing. As 
more companies focus on Agile and Digital 
Transformation delivery, this has created an 
extremely competitive market with lots of new 
opportunities presenting themselves every week. 
2022 will be an exciting time to work in the 
projects space.  

  

We will also see an increase in automation projects, 
especially across the technology market along with 
Blockchain technology. 

As mentioned above, the surge in new companies 
and opportunities coming to market in 2021 has 
created an extremely competitive candidate 
controlled PMO market. Although this will be an 
exciting time for those working in or on the job 
hunt in the PMO space, recruiters and companies 
alike will feel the strain of this competitive 
candidate-controlled market. We expect to see a 
shortage of experienced candidates in the market 
in 2022. However, we will work closely with our 
clients to provide quality and accurate market intel 
as we move into the new year.  

With digital transformations becoming more 
prominent in companies across all industries 
Technology Project Managers, Business Analysts, 
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Scrum Masters and Product Managers are in high 
demand and will continue to be in 2022. 

 
Data/BI 

There are several growth drivers across the Data 
industry which are contributing to the high 
demand for talent. These include the increased 
volumes of data and the requirement for better 
informed decision making, particularly whilst 
trying to navigate a challenging pandemic.

The result is high demand for experienced talent 
across Data Analytics and Data Science, with high 
demand for Developers and Data Engineers to 
support them. We have seen huge demand across 
all industries which has led to an increase in the 
average salary expectation and lower sta� 
retention rates, with employees now staying on 
average 1.7 years. Our research team estimate that 
between 20- 25% of Data professionals moved 
roles in 2021 and a higher percentage are forecast 
to move in 2022.  

With the in�ux in roles across the Data landscape 
and the demand for top talent, candidates within 
the space are in a strong position to be more 
selective with their next move. Candidates within 
the space are driven by the opportunities to work 
across the latest technologies, within an innovating 
company, and with more advanced analytical and 
data science methods. Companies with less focus 
on technology and innovation with more 
traditional processes in place have found it di�cult 
to compete with more modern organisations.  

The Data industry is a constantly evolving and 
transforming domain. Many organisations across 
Ireland are adopting better practices across 
Analytics and exploring more advanced ways to

get more value from their data. This will lead to an 
increase of roles for the industry and more 
opportunities in Data Science for those that have 
been practicing and upskilling across Machine 
Learning and AI. There will be a huge number of 
new graduates within the industry and a large 
volume of people moving from other industries 
which provides opportunities for employers to 
invest in the next generation of talent. 

The biggest challenge in 2022 will be reducing the 
gender diversity gap within the Data Industry.  

Data Engineers, Data Scientists, Data Analysts, 
Machine Learning Engineers are the most 
in-demand positions. 

 

 

Infrastructure  

2021 was an extremely busy year for Infrastructure 
permanent recruitment. After the initial 
nervousness in the new pandemic market of 2020, 
both clients and candidates ramped up very 
quickly in early 2021. This coincided with rapidly 
improved global economic markets. Clients came 
back to the market in force and recruitment 
increased across all industry sectors both global 
and indigenous. We also had several high pro�le 
large global customers setting up new HQs in 
Ireland which furthered demand for Infrastructure 
candidates. Candidates also came back into the 
market in force and with more exciting technology 
choices and more �exibility around hybrid
working models, people started to move in the 
market again. 

Demand is still extremely high for all Infrastructure 
candidates. The emergence of hybrid and remote 
working models has been a huge plus to attract 
and engage more candidates. Also, the fact that 
clients will now consider sponsoring candidates 

who require visa sponsorship has also opened new 
candidate channels. Due to the lack of supply of 
candidates in the market clients will now also 
move and engage quicker which is a positive. 

2022 promises to be another extremely busy year 
in Infrastructure recruitment. Positives for 
candidates will be exciting new roles that will o�er 
the candidates the opportunity to join highly 
advanced global and indigenous technical teams. 
Candidates will have more choice in selecting 
either hybrid or fully remote roles to increase and 
enhance their work-life balance.

 

Issues facing the Infrastructure industry in 2022 will 
be the existing shortages of candidates, or passive 
candidates just treading the market. Candidates 
are demanding more �exibility regarding time 
spent working from home versus working from
the o�ce. 

The most in-demand roles will continue to be all 
SRE, DevOps, Cloud based roles. Continued 
demand for Infrastructure sta� and continued
and increasing demand for all Cyber
Security professionals.  

Security 

Last year we saw an increase in-demand for Cyber 
Security/Information Security candidates as a 
direct result of the universal shift to remote 
working in March 2020. 

The new work environment has highlighted the 
rising vulnerabilities of companies 

to cyber-attacks, data breaches and other threats 
to their company systems and information 
resulting in this demand.

€73.5k
Median salary for Technology roles.

PMO 

In 2020, The PMO space was heavily impacted 
because of the Covid pandemic, with many 
organisations refocusing their priorities and 
investments and as a result most planned projects 
went on hold for a considerable period. Thankfully, 
over the past 12 months the PMO space has 
bounced back to where we are now seeing it’s 
busiest ever year across all industries and roles. This 
was enabled by the massive increase in remote 
working, online training, and resilience due
to Covid.  

The booming PMO market we have seen over the 
past few months is showing no signs of slowing. As 
more companies focus on Agile and Digital 
Transformation delivery, this has created an 
extremely competitive market with lots of new 
opportunities presenting themselves every week. 
2022 will be an exciting time to work in the 
projects space.  

  

We will also see an increase in automation projects, 
especially across the technology market along with 
Blockchain technology. 

As mentioned above, the surge in new companies 
and opportunities coming to market in 2021 has 
created an extremely competitive candidate 
controlled PMO market. Although this will be an 
exciting time for those working in or on the job 
hunt in the PMO space, recruiters and companies 
alike will feel the strain of this competitive 
candidate-controlled market. We expect to see a 
shortage of experienced candidates in the market 
in 2022. However, we will work closely with our 
clients to provide quality and accurate market intel 
as we move into the new year.  

With digital transformations becoming more 
prominent in companies across all industries 
Technology Project Managers, Business Analysts, 
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Skills in this area have continued to be very 
in-demand throughout 2021. Luckily with remote 
working now the norm for most companies, the 
talent pool has become wider with many 
organisations happy to look outside their typical 
location boundaries.  

The Cyber/Information Security industry for 2022 
looks likely to be as busy as last year. The 
continuing shift to the cloud has led to the creation 
of more opportunities in this area. Due to this 
increased demand, there may be a shortage of 
candidates to take on these roles but the potential 
for candidates to work remotely will hopefully 
alleviate this and ensure increased opportunity for 
candidates and clients alike. 

Some of the most in-demand positions in this 
space now are, Incident Response, Dev-Sec Ops, 
Code Security, Penetration Testing, Risk
and Control. 

QA and Test 

After a busy start to 2021, the e�ects of a lack of 
permanent hires throughout the past 12 months of 
Covid really showed as there was a sudden ramp 
up in-demand for QA/Test Engineers of all levels 
across the Irish market and a lack of talent at the 
same time. There was an obvious demand for 
talent, and it was clear that a lot of companies were 
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prepared to increase their packages and salaries to 
attract the talent that was available. 

Into 2021, we have seen the economy recover with 
projects in full �ight again. Companies have 
embraced the working from home policy which is 
now here to stay for many organisations. The 
growing and most popular trend in the QA & Test 
space within the daily rate contract and permanent 
job market is still very Automation heavy, and with 
Cypress seeming to be a technology becoming 
more in-demand. As a result, we are seeing a high 
demand for QA Automation Engineers with 
experience in Selenium, Postman, Cucumber, 
Cypress, GIT, Jenkins, and Test Rail. 

As major international investment continues to 
arrive in Ireland, we envisage a busy and exciting 
market ahead for 2022. However, there remains to 
be a skills shortage in the Irish market within the 
QA space as passive candidates remain reluctant to 
move roles. There is also a shift in the contingent 
market as some contractors have opted for 
permanent roles. 

The most in-demand roles right now are 
Mid-Senior Level QA Automation Engineers with 
Java or .Net/C# and Selenium or similar with 
experience in UI Automation. Due to the high 
demand, we are seeing salaries increase within this 
space at all levels. 

Technology - Permanent
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Skills in this area have continued to be very 
in-demand throughout 2021. Luckily with remote 
working now the norm for most companies, the 
talent pool has become wider with many 
organisations happy to look outside their typical 
location boundaries.  

The Cyber/Information Security industry for 2022 
looks likely to be as busy as last year. The 
continuing shift to the cloud has led to the creation 
of more opportunities in this area. Due to this 
increased demand, there may be a shortage of 
candidates to take on these roles but the potential 
for candidates to work remotely will hopefully 
alleviate this and ensure increased opportunity for 
candidates and clients alike. 

Some of the most in-demand positions in this 
space now are, Incident Response, Dev-Sec Ops, 
Code Security, Penetration Testing, Risk
and Control. 

QA and Test 

After a busy start to 2021, the e�ects of a lack of 
permanent hires throughout the past 12 months of 
Covid really showed as there was a sudden ramp 
up in-demand for QA/Test Engineers of all levels 
across the Irish market and a lack of talent at the 
same time. There was an obvious demand for 
talent, and it was clear that a lot of companies were 
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prepared to increase their packages and salaries to 
attract the talent that was available. 

Into 2021, we have seen the economy recover with 
projects in full �ight again. Companies have 
embraced the working from home policy which is 
now here to stay for many organisations. The 
growing and most popular trend in the QA & Test 
space within the daily rate contract and permanent 
job market is still very Automation heavy, and with 
Cypress seeming to be a technology becoming 
more in-demand. As a result, we are seeing a high 
demand for QA Automation Engineers with 
experience in Selenium, Postman, Cucumber, 
Cypress, GIT, Jenkins, and Test Rail. 

As major international investment continues to 
arrive in Ireland, we envisage a busy and exciting 
market ahead for 2022. However, there remains to 
be a skills shortage in the Irish market within the 
QA space as passive candidates remain reluctant to 
move roles. There is also a shift in the contingent 
market as some contractors have opted for 
permanent roles. 

The most in-demand roles right now are 
Mid-Senior Level QA Automation Engineers with 
Java or .Net/C# and Selenium or similar with 
experience in UI Automation. Due to the high 
demand, we are seeing salaries increase within this 
space at all levels. 

Technology - Permanent

Permanent Dublin Rest of Ireland
Data Analytics, Data Science and 
Business Intelligence (BI) Low Med High Low Med High

BI Analyst €40,000 €60,000 €80,000 €36,000 €54,000 €72,000

BI Developer €40,000 €65,000 €85,000 €36,000 €58,500 €76,500

Data Analyst €35,000 €60,000 €90,000 €31,500 €54,000 €81,000

Data Scientist €40,000 €70,000 €120,000 €36,000 €63,000 €108,000

Insights Analyst €35,000 €60,000 €90,000 €31,500 €54,000 €81,000

Reporting Analyst €35,000 €55,000 €75,000 €31,500 €49,500 €67,500

ERP (SAP) Low Med High Low Med High
SAP Delivery Lead €55,000 €65,000 €80,000 €49,500 €58,500 €72,000

SAP Finance Consultant €50,000 €60,000 €75,000 €45,000 €54,000 €67,500

SAP Logistics Consultant €50,000 €60,000 €75,000 €45,000 €54,000 €67,500

SAP Security Consultant €55,000 €65,000 €80,000 €49,500 €58,500 €72,000

SAP Supply Chain Consultant €50,000 €60,000 €75,000 €45,000 €54,000 €67,500

SAP Technical Consultant €50,000 €60,000 €75,000 €45,000 €54,000 €67,500

SAP Developer €50,000 €70,000 €90,000 €45,000 €63,000 €81,000

SAP Functional Analyst €60,000 €75,000 €90,000 €54,000 €67,500 €81,000

SAP Project Manager/Lead €65,000 €85,000 €110,000 €58,500 €76,500 €99,000

SAP Technical Analyst €65,000 €80,000 €110,000 €58,500 €72,000 €99,000

Database, Data Warehouse and Data 
Engineering Low Med High Low Med High

Big Data Developer €60,000 €80,000 €100,000 €54,000 €72,000 €90,000

Data Engineer €60,000 €80,000 €110,000 €54,000 €72,000 €99,000

Database Administrator €60,000 €75,000 €90,000 €54,000 €67,500 €81,000

Senior Technology Appointments Low Med High Low Med High
CIO €120,000 €140,000 €160,000 €108,000 €126,000 €144,000
CTO (Hands-on Architect, Start-up 
Specific) €120,000 €130,000 €140,000 €108,000 €117,000 €126,000

CTO (Strategic Leadership-focused) €150,000 €175,000 €200,000 €135,000 €157,500 €180,000

Director of Engineering €115,000 €125,000 €140,000 €103,500 €112,500 €126,000

Head of Analytics/Data Science €100,000 €125,000 €150,000 €90,000 €112,500 €135,000
Head of DevOps/Site Reliability 
Engineering €120,000 €130,000 €150,000 €108,000 €117,000 €135,000

Head of Solutions/Software Architecture €120,000 €130,000 €145,000 €108,000 €117,000 €130,500

IT Manager or Head of IT €90,000 €110,000 €125,000 €81,000 €99,000 €112,500

Software Development Manager €90,000 €110,000 €125,000 €81,000 €99,000 €112,500

VP of Engineering/Site Lead €130,000 €145,000 €165,000 €117,000 €130,500 €148,500

All salaries in this sector are on a per annum basis.
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Permanent Dublin Rest of Ireland
Infrastructure & Support Low Med High Low Med High
Application Support Engineer €50,000 €75,000 €90,000 €45,000 €67,500 €81,000

Application Support Manager €60,000 €75,000 €90,000 €54,000 €67,500 €81,000

Cloud Engineer €50,000 €70,000 €90,000 €45,000 €63,000 €81,000

Cyber Security Analyst €48,000 €60,000 €75,000 €43,200 €54,000 €67,500
Data Centre Infrastructure Operations 
Manager €80,000 €95,000 €110,000 €72,000 €85,500 €99,000

DevOps Engineer €65,000 €85,000 €115,000 €58,500 €76,500 €103,500

Helpdesk Support €28,000 €35,000 €55,000 €25,200 €31,500 €49,500

IT Manager €80,000 €100,000 €150,000 €72,000 €90,000 €135,000

IT Security Engineer €70,000 €85,000 €90,000 €63,000 €76,500 €81,000

Linux Systems Engineer €60,000 €80,000 €95,000 €54,000 €72,000 €85,500

Network Engineer €50,000 €65,000 €120,000 €45,000 €58,500 €108,000

Security Architect €70,000 €90,000 €100,000 €63,000 €81,000 €90,000

Service Delivery Manager €75,000 €95,000 €115,000 €67,500 €85,500 €103,500

Systems Administrator €40,000 €60,000 €75,000 €36,000 €54,000 €67,500

Systems and Network Manager €80,000 €95,000 €110,000 €72,000 €85,500 €99,000

Unix System Administrator €60,000 €80,000 €95,000 €54,000 €72,000 €85,500

QA / Automation / RPA / Localisation / 
Technical Writing Low Med High Low Med High

Automation QA Engineer €50,000 €65,000 €85,000 €45,000 €58,500 €76,500

Manual QA Engineers €40,000 €50,000 €90,000 €36,000 €45,000 €81,000

Test Manager €70,000 €80,000 €100,000 €63,000 €72,000 €90,000
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Permanent Dublin Rest of Ireland
Senior/IT Professional Services Low Med High Low Med High
Agile Coach €85,000 €95,000 €105,000 €76,500 €85,500 €94,500

Business Analyst €65,000 €75,000 €85,000 €58,500 €67,500 €76,500

Change Manager €75,000 €85,000 €95,000 €67,500 €76,500 €85,500

Management Consultant €50,000 €70,000 €80,000 €45,000 €63,000 €72,000

PMO Analyst €45,000 €60,000 €70,000 €40,500 €54,000 €63,000

PMO Manager €80,000 €90,000 €100,000 €72,000 €81,000 €90,000

Product Manager €75,000 €85,000 €95,000 €67,500 €76,500 €85,500

Product Owner €60,000 €75,000 €85,000 €54,000 €67,500 €76,500

Programme Manager €90,000 €10,000 €110,000 €81,000 €9,000 €99,000

Project Manager €75,000 €85,000 €95,000 €67,500 €76,500 €85,500

Project Support/Administrator €40,000 €50,000 €60,000 €36,000 €45,000 €54,000

Reporting Analyst €50,000 €60,000 €70,000 €45,000 €54,000 €63,000

Scrum Master €70,000 €80,000 €90,000 €63,000 €72,000 €81,000

Systems Analyst €60,000 €70,000 €80,000 €54,000 €63,000 €72,000

Software Engineering & Development Low Med High Low Med High
Angular €38,000 €65,000 €80,000 €34,200 €58,500 €72,000

C#/VB.Net/Asp.Net/.Net €38,000 €75,000 €100,000 €34,200 €67,500 €90,000

C/C++ Developer €38,000 €75,000 €100,000 €34,200 €67,500 €90,000

Cloud Developer €38,000 €70,000 €120,000 €34,200 €63,000 €108,000

DevOps €42,000 €70,000 €100,000 €37,800 €63,000 €90,000

Front-End/UI Developer €50,000 €70,000 €100,000 €45,000 €63,000 €90,000

Java Developer €38,000 €75,000 €100,000 €34,200 €67,500 €90,000

JavaScript/UX Developer €38,000 €75,000 €100,000 €34,200 €67,500 €90,000

Mobile (iOS/Android) Developer €38,000 €75,000 €100,000 €34,200 €67,500 €90,000

PHP/Web Developer €38,000 €50,000 €70,000 €34,200 €45,000 €63,000

Python Developer €38,000 €75,000 €100,000 €34,200 €67,500 €90,000

React €38,000 €75,000 €120,000 €34,200 €67,500 €108,000

RPA Developer €38,000 €75,000 €100,000 €34,200 €67,500 €90,000

Ruby On Rails €38,000 €75,000 €100,000 €34,200 €67,500 €90,000

Scala €45,000 €65,000 €100,000 €40,500 €58,500 €90,000

Sharepoint Developer €38,000 €75,000 €100,000 €34,200 €67,500 €90,000

Solution Architect €75,000 €90,000 €120,000 €67,500 €81,000 €108,000

UI/UX Designer €35,000 €60,000 €90,000 €31,500 €54,000 €81,000

Web Designer/Graphic Designer €35,000 €60,000 €90,000 €31,500 €54,000 €81,000
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Seniority: 
• Mid - Level

Location: 
• Dublin: 65% 
• Cork and Galway: 25%  
• Other: 10%

Company type: 
• Multinational: 50% 
• Financial Services & Banking: 20%
• Other: 30% 

Roles:
• Java Developer  
• DevOps  
• Project Manager 

Bene�ts:
• Remote work 
• Bonus/Project Completion Bonus 
• Learning & Development 
• Pay rise (retention) 

Most in demand

With 20 years recruitment experience, Libby leads a 
large team of specialist recruiters across contract, 
permanent and interim positions in the 
technology, project management, and �ntech 
space. Libby's focus is to foster and enhance her 
team’s capabilities while driving a culture of high 
performance through candidate and client focus 
and accountability.

Libby Kelly
Director, Cpl Technology

Data 

Demand for Data Analytics & Data Science 
Contractors, particularly with experience working 
on Cloud platforms, continued to grow throughout 
the year. Contractors with experience in designing 
Data solutions and real business insights look to 
have another busy year ahead of them, with 
continued growth expected in the BI space in 2022. 

Like the job market in general, the Data space was 
very much candidate-driven in 2021 and looks to 
remain so in 2022. From a contractor perspective, 
this means the opportunity to explore roles which 
allow them to work with the most advanced 
technologies in the space. For companies looking 
to attract the best talent, this means a focus on 
evolving from old practices and exploring new, 
innovative technology and methods will be as 
important as ever. 

The most in-demand positions are -
BI/Data Analysts, Data Scientists & Engineers,
Cloud - AWS, Azure.  

Technology sector assessment

Contract work in the Technology sector has 
experienced a huge boom as the industry deals 
with the surge in needs born from post-lockdown 
economic growth. Overall, we are seeing demand 
spread across the country with 45% of roles 
located outside of Dublin. Technology 
multinationals make up 50% of the demand with 
Financial Services & Banking companies taking 
20%. The most in-demand roles are Java Developer, 
DevOps and Project manager. Our Technology 
Recruitment consultant team has broken down the 
state of play for each major sub sector.  

With remote working now becoming the status 
quo we are �nding that companies are more 
receptive to considering candidates outside of 
their geographic which has opened opportunities 
for candidates to work on projects that previously 
would have required extensive travel. It has also 
helped clients ensure they get the best candidate 
for the role irrespective of their location.  

As more companies transition to S4 Hana, 
candidates will have the opportunity to work on 
the latest and greatest SAP Technologies. Remote 
working allows clients to hire outside of their 
geographic location, which helps to alleviate any 
candidate shortages that may have occurred in 
previous years. 

Clients who are slow to move to S4 Hana face the 
prospect of losing employees to competitors who 
have implementation plans in place.  

The most in-demand positions include SAP EWM 
Consultants, SAP FICO Consultants, SAP
SD/MM Consultant.

PMO 

In 2021, we have seen the economy recover with 
projects in full �ight again. Companies have 
embraced the working from home policy which is 
now here to stay for many organisations. The 
growing trends remain around Agile and Digital 
Transformation as well as Process improvement 
and Change management. As a result, we are 
seeing a high demand for Agile Project/ 
Programme Managers, Business Analysts, Change 
Managers and Lean Six Sigma Process Specialists. 
We are also seeing a lift in Product Owners, Scrum 
Masters and Agile Coaches as companies adopt a 

€498 per day
Median salary for Contract Tech roles.

Software Dev 

The contracting space is attractive now given the 
high volume of interesting roles and projects 
available. This can be very lucrative for contractors 
or candidates considering a move from a 
permanent position into the contract �eld. 

With the adoption of remote working across the 
industry, we expect to see this continue post 
pandemic. Work from home and remote options 
are something most candidates take into 
consideration when changing roles. The bene�ts of 
this from hiring perspective is access to a larger 
talent pool across a wider geographical area. 

We expect the high demand to continue right 
through 2022 which positions contractors in an 
ideal space to capitalise �nancially as well as
gain good experience across a range of
di�erent projects.  

With the high demand for contract work and 
limited resources available on the market this 
could have a knock-on e�ect in terms of cost for 
companies hiring.  

Most in-demand skillsets include Java Engineer, 
C#/ .Net Developer, Full Stack, Cloud and
DevOps Engineers.   

 
ERP  

In the SAP Market last year, we experienced 
signi�cant growth with most large organisations 
moving forward with S4 Hana Implementations. 
This has led to huge demand for Functional, 
Technical and Delivery resources to help drive 
these implementations over the next few years. 
Some of the key industries which we saw growth
in this sector were in Consultancy, Pharma
and Manufacturing.  
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Seniority: 
• Mid - Level

Location: 
• Dublin: 65% 
• Cork and Galway: 25%  
• Other: 10%

Company type: 
• Multinational: 50% 
• Financial Services & Banking: 20%
• Other: 30% 

Roles:
• Java Developer  
• DevOps  
• Project Manager 

Bene�ts:
• Remote work 
• Bonus/Project Completion Bonus 
• Learning & Development 
• Pay rise (retention) 

Most in demand

With 20 years recruitment experience, Libby leads a 
large team of specialist recruiters across contract, 
permanent and interim positions in the 
technology, project management, and �ntech 
space. Libby's focus is to foster and enhance her 
team’s capabilities while driving a culture of high 
performance through candidate and client focus 
and accountability.

Libby Kelly
Director, Cpl Technology

Data 

Demand for Data Analytics & Data Science 
Contractors, particularly with experience working 
on Cloud platforms, continued to grow throughout 
the year. Contractors with experience in designing 
Data solutions and real business insights look to 
have another busy year ahead of them, with 
continued growth expected in the BI space in 2022. 

Like the job market in general, the Data space was 
very much candidate-driven in 2021 and looks to 
remain so in 2022. From a contractor perspective, 
this means the opportunity to explore roles which 
allow them to work with the most advanced 
technologies in the space. For companies looking 
to attract the best talent, this means a focus on 
evolving from old practices and exploring new, 
innovative technology and methods will be as 
important as ever. 

The most in-demand positions are -
BI/Data Analysts, Data Scientists & Engineers,
Cloud - AWS, Azure.  

Technology sector assessment

Contract work in the Technology sector has 
experienced a huge boom as the industry deals 
with the surge in needs born from post-lockdown 
economic growth. Overall, we are seeing demand 
spread across the country with 45% of roles 
located outside of Dublin. Technology 
multinationals make up 50% of the demand with 
Financial Services & Banking companies taking 
20%. The most in-demand roles are Java Developer, 
DevOps and Project manager. Our Technology 
Recruitment consultant team has broken down the 
state of play for each major sub sector.  

With remote working now becoming the status 
quo we are �nding that companies are more 
receptive to considering candidates outside of 
their geographic which has opened opportunities 
for candidates to work on projects that previously 
would have required extensive travel. It has also 
helped clients ensure they get the best candidate 
for the role irrespective of their location.  

As more companies transition to S4 Hana, 
candidates will have the opportunity to work on 
the latest and greatest SAP Technologies. Remote 
working allows clients to hire outside of their 
geographic location, which helps to alleviate any 
candidate shortages that may have occurred in 
previous years. 

Clients who are slow to move to S4 Hana face the 
prospect of losing employees to competitors who 
have implementation plans in place.  

The most in-demand positions include SAP EWM 
Consultants, SAP FICO Consultants, SAP
SD/MM Consultant.

PMO 

In 2021, we have seen the economy recover with 
projects in full �ight again. Companies have 
embraced the working from home policy which is 
now here to stay for many organisations. The 
growing trends remain around Agile and Digital 
Transformation as well as Process improvement 
and Change management. As a result, we are 
seeing a high demand for Agile Project/ 
Programme Managers, Business Analysts, Change 
Managers and Lean Six Sigma Process Specialists. 
We are also seeing a lift in Product Owners, Scrum 
Masters and Agile Coaches as companies adopt a 

€498 per day
Median salary for Contract Tech roles.

Software Dev 

The contracting space is attractive now given the 
high volume of interesting roles and projects 
available. This can be very lucrative for contractors 
or candidates considering a move from a 
permanent position into the contract �eld. 

With the adoption of remote working across the 
industry, we expect to see this continue post 
pandemic. Work from home and remote options 
are something most candidates take into 
consideration when changing roles. The bene�ts of 
this from hiring perspective is access to a larger 
talent pool across a wider geographical area. 

We expect the high demand to continue right 
through 2022 which positions contractors in an 
ideal space to capitalise �nancially as well as
gain good experience across a range of
di�erent projects.  

With the high demand for contract work and 
limited resources available on the market this 
could have a knock-on e�ect in terms of cost for 
companies hiring.  

Most in-demand skillsets include Java Engineer, 
C#/ .Net Developer, Full Stack, Cloud and
DevOps Engineers.   

 
ERP  

In the SAP Market last year, we experienced 
signi�cant growth with most large organisations 
moving forward with S4 Hana Implementations. 
This has led to huge demand for Functional, 
Technical and Delivery resources to help drive 
these implementations over the next few years. 
Some of the key industries which we saw growth
in this sector were in Consultancy, Pharma
and Manufacturing.  
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skills in this area are in huge demand. This is a 
trend that we anticipate will continue well into 
2022. However, the skill shortage in this sector
may prove to be a challenge within the coming 
year as we see an increase in client requests to 
secure niche InfoSec and Cyber Security skills 
outside Ireland. 

The shift to the Cloud has continued at a blistering 
pace and the demand for talent in Cloud 
Engineering, DevOps and Cloud Architecture is 
extremely high. Many of our Dublin based clients 
have looked to wider Ireland to sta� their 
programs with remote workers. This has proved 
extremely attractive to many IT workers now living 
across Ireland and providing services remotely. 

QA and Test 

After a relatively busy start to 2021, the e�ects of 
Covid's lack of hiring over the previous 12 months 
took hold in a positive way at the end of Quarter 1, 
and the market was remarkably busy. There was an 
obvious uplift in investment as companies shifted 
their focus to improving their online presence due 
to the massive increase in online activity over the 
last 12 months. 

Into 2021, we have seen the economy recover with 
projects in full �ight again. Companies have 
embraced the working from home policy which is 
now here to stay for many organisations. The 
growing and most popular trend in the QA & Test 
space is still Automation and with Cypress seeming 
to be a technology becoming more in-demand. As 
a result, we are seeing a high demand for QA 
Automation Engineers with experience in 
Selenium, Postman, Cucumber, Cypress, GIT, 
Jenkins and Test Rail. 

As major international investment continues to 
arrive in Ireland, we envisage a busy market ahead 
for 2022. However, there remains to be a skills 

shortage in the Irish market within the QA space as 
passive candidates remain reluctant to move roles. 
There is also a shift in the contingent market as 
some contractors have opted for permanent 
positions during the pandemic as their preferences 
have changed with a focus on an enhanced 
work-life balance and stability. As more projects 
commence, candidates have multiple 
opportunities which is driving up daily rates across 
all disciplines in the PMO sectors as clients 
compete to secure top project talent. 

The most in-demand roles right now are 
Mid-Senior Level QA Automation Engineers with 
Java and Selenium or similar with experience in UI 
Automation. Due to the high demand, we are 
seeing rates increase within this space and a skills 
shortage due to supply and demand issues. 

 
Product & Design  

Product & Design continues to see huge demand 
for skills particularly in the Design & Research area. 
The industry continues to grow at pace and 
Product and Design teams are growing 
alongside it. 

Due to the pandemic, many companies prioritised 
their online strategies resulting in a surge 
in-demand for Designers, Researchers, and Writers. 
Last year's estimate that companies would grow 
their design function by 20-25 % proved accurate, 
and those working in UX and Product in particular, 
have been in high demand. Permanent demand 
has been slightly higher than contract, but the 
biggest challenge has been availability for skillsets 
with many companies looking further a�eld to ful�l 
their design requirements.  

Both contract and permanent salaries have 
remained strong with a de�nite increase seen 
across both sectors of up to 20% on base salaries 
and daily contract rates. Most if not all companies 
would expect to see an up-to-date portfolio as part 
of the overall interview process and those without 
are unlikely to be considered. As with many 
sectors, the opportunity to work remotely remains 
one of the biggest drivers for candidates and 
companies not o�ering the option to work either 
remote or hybrid are being left behind. Looking 
ahead, the demand for experienced and talented 
designers does not show any sign of stopping and 
if you just starting your career or college, then this 
is a fantastic growth area to be part of. €35bn

Generated annually from Irish
Tech Industry.
(Source - IDA Ireland).

more agile approach. As major international 
investment continues to arrive in Ireland, we 
envisage a busy and buoyant market ahead for 
2022. However, there remains to be a skills 
shortage in the Irish market within the PMO space 
as passive candidates remain reluctant to move 
roles. There is also a shift in the contingent market 
as some contractors have opted for permanent 
positions during the pandemic as their preferences 
have changed with a focus on an enhanced 
work-life balance and stability. As more projects 
commence, candidates have multiple 
opportunities which is driving up daily rates across 
all disciplines in the PMO sectors as clients 
compete to secure top project talent. 

The most in-demand roles right now are the 
mid-level Project Managers and Business Analysts. 
Due to the high demand, we are seeing rates 
increase within this space and a skills shortage due 
to supply and demand issues. 

 

 
Infrastructure 

The Infrastructure Sector in Ireland continues to be 
extremely buoyant throughout 2021.  

With the onset of Covid, there was a signi�cant 
increase in-demand in the areas of Systems 
Administration and IT Support as organisations 
struggled to facilitate the safe and successful 
transition to remote working. As we approach the 
end of the year, trends have been emerging which 
suggest that we have come ‘full circle’. Many of the 
same skills are in-demand as organisations seek to 
prepare o�ce spaces, which have long stood 
empty, for the return of workers. O�ce spaces are 
being overhauled with companies going through 
large-scale technology transformations to promote 
blended and hybrid working models. 

Information and Cyber Security has been headline 
news for much of 2021 and it is no surprise that 
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skills in this area are in huge demand. This is a 
trend that we anticipate will continue well into 
2022. However, the skill shortage in this sector
may prove to be a challenge within the coming 
year as we see an increase in client requests to 
secure niche InfoSec and Cyber Security skills 
outside Ireland. 

The shift to the Cloud has continued at a blistering 
pace and the demand for talent in Cloud 
Engineering, DevOps and Cloud Architecture is 
extremely high. Many of our Dublin based clients 
have looked to wider Ireland to sta� their 
programs with remote workers. This has proved 
extremely attractive to many IT workers now living 
across Ireland and providing services remotely. 

QA and Test 

After a relatively busy start to 2021, the e�ects of 
Covid's lack of hiring over the previous 12 months 
took hold in a positive way at the end of Quarter 1, 
and the market was remarkably busy. There was an 
obvious uplift in investment as companies shifted 
their focus to improving their online presence due 
to the massive increase in online activity over the 
last 12 months. 

Into 2021, we have seen the economy recover with 
projects in full �ight again. Companies have 
embraced the working from home policy which is 
now here to stay for many organisations. The 
growing and most popular trend in the QA & Test 
space is still Automation and with Cypress seeming 
to be a technology becoming more in-demand. As 
a result, we are seeing a high demand for QA 
Automation Engineers with experience in 
Selenium, Postman, Cucumber, Cypress, GIT, 
Jenkins and Test Rail. 

As major international investment continues to 
arrive in Ireland, we envisage a busy market ahead 
for 2022. However, there remains to be a skills 

shortage in the Irish market within the QA space as 
passive candidates remain reluctant to move roles. 
There is also a shift in the contingent market as 
some contractors have opted for permanent 
positions during the pandemic as their preferences 
have changed with a focus on an enhanced 
work-life balance and stability. As more projects 
commence, candidates have multiple 
opportunities which is driving up daily rates across 
all disciplines in the PMO sectors as clients 
compete to secure top project talent. 

The most in-demand roles right now are 
Mid-Senior Level QA Automation Engineers with 
Java and Selenium or similar with experience in UI 
Automation. Due to the high demand, we are 
seeing rates increase within this space and a skills 
shortage due to supply and demand issues. 

 
Product & Design  

Product & Design continues to see huge demand 
for skills particularly in the Design & Research area. 
The industry continues to grow at pace and 
Product and Design teams are growing 
alongside it. 

Due to the pandemic, many companies prioritised 
their online strategies resulting in a surge 
in-demand for Designers, Researchers, and Writers. 
Last year's estimate that companies would grow 
their design function by 20-25 % proved accurate, 
and those working in UX and Product in particular, 
have been in high demand. Permanent demand 
has been slightly higher than contract, but the 
biggest challenge has been availability for skillsets 
with many companies looking further a�eld to ful�l 
their design requirements.  

Both contract and permanent salaries have 
remained strong with a de�nite increase seen 
across both sectors of up to 20% on base salaries 
and daily contract rates. Most if not all companies 
would expect to see an up-to-date portfolio as part 
of the overall interview process and those without 
are unlikely to be considered. As with many 
sectors, the opportunity to work remotely remains 
one of the biggest drivers for candidates and 
companies not o�ering the option to work either 
remote or hybrid are being left behind. Looking 
ahead, the demand for experienced and talented 
designers does not show any sign of stopping and 
if you just starting your career or college, then this 
is a fantastic growth area to be part of. €35bn

Generated annually from Irish
Tech Industry.
(Source - IDA Ireland).

more agile approach. As major international 
investment continues to arrive in Ireland, we 
envisage a busy and buoyant market ahead for 
2022. However, there remains to be a skills 
shortage in the Irish market within the PMO space 
as passive candidates remain reluctant to move 
roles. There is also a shift in the contingent market 
as some contractors have opted for permanent 
positions during the pandemic as their preferences 
have changed with a focus on an enhanced 
work-life balance and stability. As more projects 
commence, candidates have multiple 
opportunities which is driving up daily rates across 
all disciplines in the PMO sectors as clients 
compete to secure top project talent. 

The most in-demand roles right now are the 
mid-level Project Managers and Business Analysts. 
Due to the high demand, we are seeing rates 
increase within this space and a skills shortage due 
to supply and demand issues. 

 

 
Infrastructure 

The Infrastructure Sector in Ireland continues to be 
extremely buoyant throughout 2021.  

With the onset of Covid, there was a signi�cant 
increase in-demand in the areas of Systems 
Administration and IT Support as organisations 
struggled to facilitate the safe and successful 
transition to remote working. As we approach the 
end of the year, trends have been emerging which 
suggest that we have come ‘full circle’. Many of the 
same skills are in-demand as organisations seek to 
prepare o�ce spaces, which have long stood 
empty, for the return of workers. O�ce spaces are 
being overhauled with companies going through 
large-scale technology transformations to promote 
blended and hybrid working models. 

Information and Cyber Security has been headline 
news for much of 2021 and it is no surprise that 
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Contract Dublin Rest of Ireland
Data Analytics, Data Science and 
Business Intelligence (BI) Low Med High Low Med High

AI Specialist 
€500 Per 

day
€600 Per 

day
€700 Per 

day
€450 Per 

day
€540 Per 

day
€630 Per 

day

Analytics Consultant 
€400 Per 

day
€500 Per 

day
€600 Per 

day
€360 Per 

day
€450 Per 

day
€540 Per 

day

Analytics Manager 
€500 Per 

day
€600 Per 

day
€700 Per 

day
€450 Per 

day
€540 Per 

day
€630 Per 

day

BI Analyst 
€300 Per 

day
€400 Per 

day
€500 Per 

day
€270 Per 

day
€360 Per 

day
€450 Per 

day

Data Analyst 
€300 Per 

day
€400 Per 

day
€500 Per 

day
€270 Per 

day
€360 Per 

day
€450 Per 

day

Data Scientist 
€350 Per 

day
€450 Per 

day
€550 Per 

day
€315 Per 

day
€405 Per 

day
€495 Per 

day

Insights Analyst 
€300 Per 

day
€400 Per 

day
€500 Per 

day
€270 Per 

day
€360 Per 

day
€450 Per 

day

Machine Learning Engineer 
€400 Per 

day
€500 Per 

day
€600 Per 

day
€360 Per 

day
€450 Per 

day
€540 Per 

day

Database, Data Warehouse and Data 
Engineering Low Med High Low Med High

BI Developer 
€350 Per 

day
€450 Per 

day
€500 Per 

day
€315 Per 

day
€405 Per 

day
€450 Per 

day

Big Data Developer 
€450 Per 

day
€550 Per 

day
€650 Per 

day
€405 Per 

day
€495 Per 

day
€585 Per 

day

Data Architect 
€500 Per 

day
€600 Per 

day
€700 Per 

day
€450 Per 

day
€540 Per 

day
€630 Per 

day

Data Engineer 
€400 Per 

day
€500 Per 

day
€600 Per 

day
€360 Per 

day
€450 Per 

day
€540 Per 

day

Data Visualization Engineer 
€350 Per 

day
€450 Per 

day
€500 Per 

day
€315 Per 

day
€405 Per 

day
€450 Per 

day

Data Warehouse Developer 
€400 Per 

day
€450 Per 

day
€500 Per 

day
€360 Per 

day
€405 Per 

day
€450 Per 

day

Database Administrator 
€400 Per 

day
€450 Per 

day
€500 Per 

day
€360 Per 

day
€405 Per 

day
€450 Per 

day

Database Developer 
€350 Per 

day
€400 Per 

day
€500 Per 

day
€315 Per 

day
€360 Per 

day
€450 Per 

day

ETL Developer 
€400 Per 

day
€450 Per 

day
€500 Per 

day
€360 Per 

day
€405 Per 

day
€450 Per 

day

All salaries in this sector are on a daily rate
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Infrastructure & Support Low Med High Low Med High

Application Support Engineer   
€300 Per 

day
€400 Per 

day
€500 Per 

day
€270 Per 

day
€360 Per 

day
€450 Per 

day

Application Support Manager    
€400 Per 

day
€480 Per 

day
€600 Per 

day
€360 Per 

day
€432 Per 

day
€540 Per 

day

Cloud Engineer    
€400 Per 

day
€500 Per 

day
€650 Per 

day
€360 Per 

day
€450 Per 

day
€585 Per 

day

Cyber Security Analyst    
€350 Per 

day
€475 Per 

day
€600 Per 

day
€315 Per 

day
€427.5 Per 

day
€540 Per 

day

Data Centre Infrastructure Operations 
Manager  

€180 Per 
day

€285 Per 
day

€400 Per 
day

€162 Per 
day

€256.5 Per 
day

€360 Per 
day

DevOps Engineer    
€450 Per 

day
€600 Per 

day
€700 Per 

day
€405 Per 

day
€540 Per 

day
€630 Per 

day

Helpdesk Support 
€170 Per 

day
€220 Per 

day
€280 Per 

day
€153 Per 

day
€198 Per 

day
€252 Per 

day

IT Manager    
€400 Per 

day
€500 Per 

day
€550 Per 

day
€360 Per 

day
€450 Per 

day
€495 Per 

day

IT Security Engineer    
€400 Per 

day
€500 Per 

day
€650 Per 

day
€360 Per 

day
€450 Per 

day
€585 Per 

day

Linux Systems Engineer    
€350 Per 

day
€450 Per 

day
€600 Per 

day
€315 Per 

day
€405 Per 

day
€540 Per 

day

Network Engineer    
€400 Per 

day
€550 Per 

day
€700 Per 

day
€360 Per 

day
€495 Per 

day
€630 Per 

day

Security Architect 
€500 Per 

day
€650 Per 

day
€900 Per 

day
€450 Per 

day
€585 Per 

day
€810 Per 

day

Service Delivery Manager    
€300 Per 

day
€320 Per 

day
€450 Per 

day
€270 Per 

day
€288 Per 

day
€405 Per 

day

Systems Administrator    
€300 Per 

day
€425 Per 

day
€550 Per 

day
€270 Per 

day
€382.5 Per 

day
€495 Per 

day

Systems and Network Manager    
€500 Per 

day
€600 Per 

day
€750 Per 

day
€450 Per 

day
€540 Per 

day
€675 Per 

day

Unix System Administrator   
€350 Per 

day
€450 Per 

day
€600 Per 

day
€315 Per 

day
€405 Per 

day
€540 Per 

day

Contract Dublin Rest of Ireland
ERP (SAP) Low Med High Low Med High

SAP Delivery Lead 
€550 Per 

day
€700 Per 

day
€850 Per 

day
€495 Per 

day
€630 Per 

day
€765 Per 

day

SAP Finance Consultant  
€550 Per 

day
€650 Per 

day
€800 Per 

day
€495 Per 

day
€585 Per 

day
€720 Per 

day

SAP Logistics Consultant  
€500 Per 

day
€600 Per 

day
€750 Per 

day
€450 Per 

day
€540 Per 

day
€675 Per 

day

SAP Security Consultant  
€550 Per 

day
€650 Per 

day
€800 Per 

day
€495 Per 

day
€585 Per 

day
€720 Per 

day

SAP Supply Chain Consultant  
€500 Per 

day
€600 Per 

day
€750 Per 

day
€450 Per 

day
€540 Per 

day
€675 Per 

day

SAP Technical Consultant  
€550 Per 

day
€650 Per 

day
€800 Per 

day
€495 Per 

day
€585 Per 

day
€720 Per 

day
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Contract Dublin Rest of Ireland
QA / Automation / RPA / Localisation / 
Technical Writing Low Med High Low Med High

Automation QA Engineer 
€350 Per 

day
€450 Per 

day
€575 Per 

day
€315 Per 

day
€405 Per 

day
€517.5 Per 

day

Manual QA Engineers 
€300 Per 

day
€400 Per 

day
€500 Per 

day
€270 Per 

day
€360 Per 

day
€450 Per 

day

Test Manager 
€500 Per 

day
€550 Per 

day
€700 Per 

day
€450 Per 

day
€495 Per 

day
€630 Per 

day

Technical Writer 
€250 Per 

day
€350 Per 

day
€450 Per 

day
€225 Per 

day
€315 Per 

day
€405 Per 

day

Senior IT/ Professional Services Low Med High Low Med High

Agile Coach    
€600 Per 

day
€700 Per 

day
€1000 Per 

day
€540 Per 

day
€630 Per 

day
€900 Per 

day

Business Analyst    
€450 Per 

day
€600 Per 

day
€650 Per 

day
€405 Per 

day
€540 Per 

day
€585 Per 

day

Business Process Manager    
€500 Per 

day
€650 Per 

day
€850 Per 

day
€450 Per 

day
€585 Per 

day
€765 Per 

day

Change Manager    
€550 Per 

day
€650 Per 

day
€850 Per 

day
€495 Per 

day
€585 Per 

day
€765 Per 

day

Development Project Manager    
€550 Per 

day
€650 Per 

day
€850 Per 

day
€495 Per 

day
€585 Per 

day
€765 Per 

day

Infrastructure Project Manager    
€450 Per 

day
€550 Per 

day
€700 Per 

day
€405 Per 

day
€495 Per 

day
€630 Per 

day

Management Consultant    
€400 Per 

day
€650 Per 

day
€800 Per 

day
€360 Per 

day
€585 Per 

day
€720 Per 

day

PMO Analyst    
€350 Per 

day
€450 Per 

day
€550 Per 

day
€315 Per 

day
€405 Per 

day
€495 Per 

day

PMO Manager    
€550 Per 

day
€650 Per 

day
€800 Per 

day
€495 Per 

day
€585 Per 

day
€720 Per 

day

Portfolio Manager    
€700 Per 

day
€850 Per 

day
€1100 Per 

day
€630 Per 

day
€765 Per 

day
€990 Per 

day

Process Improvement Specialist    
€350 Per 

day
€450 Per 

day
€550 Per 

day
€315 Per 

day
€405 Per 

day
€495 Per 

day

Product Manager    
€450 Per 

day
€600 Per 

day
€800 Per 

day
€405 Per 

day
€540 Per 

day
€720 Per 

day

Product Owner    
€450 Per 

day
€550 Per 

day
€650 Per 

day
€405 Per 

day
€495 Per 

day
€585 Per 

day

Programme Manager    
€650 Per 

day
€800 Per 

day
€1100 Per 

day
€585 Per 

day
€720 Per 

day
€990 Per 

day

Project Director 
€850 Per 

day
€1100 Per 

day
€1500 Per 

day
€765 Per 

day
€990 Per 

day
€1350 Per 

day

Project Manager    
€450 Per 

day
€600 Per 

day
€750 Per 

day
€405 Per 

day
€540 Per 

day
€675 Per 

day

Project Support/Administrator 
€350 Per 

day
€450 Per 

day
€550 Per 

day
€315 Per 

day
€405 Per 

day
€495 Per 

day
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Contract Dublin Rest of Ireland
Senior IT/ Professional Services 
(Continued) Low Med High Low Med High

Reporting Analyst  
€300 Per 

day
€400 Per 

day
€500 Per 

day
€270 Per 

day
€360 Per 

day
€450 Per 

day

Scrum Master    
€450 Per 

day
€550 Per 

day
€650 Per 

day
€405 Per 

day
€495 Per 

day
€585 Per 

day

System Analyst    
€400 Per 

day
€550 Per 

day
€650 Per 

day
€360 Per 

day
€495 Per 

day
€585 Per 

day

Software Engineering & Development Low Med High Low Med High

C#/VB.Net/Asp.Net/.Net 
€400 Per 

day
€500 Per 

day
€650 Per 

day
€360 Per 

day
€450 Per 

day
€585 Per 

day

C/C++ Developer   
€450 Per 

day
€500 Per 

day
€600 Per 

day
€405 Per 

day
€450 Per 

day
€540 Per 

day

Cloud Developer  
€450 Per 

day
€550 Per 

day
€600 Per 

day
€405 Per 

day
€495 Per 

day
€540 Per 

day

DevOps  
€500 Per 

day
€550 Per 

day
€650 Per 

day
€450 Per 

day
€495 Per 

day
€585 Per 

day

Front-End/UI Developer    
€300 Per 

day
€550 Per 

day
€650 Per 

day
€270 Per 

day
€495 Per 

day
€585 Per 

day

Java Developer  
€450 Per 

day
€500 Per 

day
€600 Per 

day
€405 Per 

day
€450 Per 

day
€540 Per 

day

JavaScript/UX Developer  
€400 Per 

day
€500 Per 

day
€600 Per 

day
€360 Per 

day
€450 Per 

day
€540 Per 

day

Mobile (iOS/Android) Developer  
€450 Per 

day
€500 Per 

day
€600 Per 

day
€405 Per 

day
€450 Per 

day
€540 Per 

day

PHP/Web Developer  
€400 Per 

day
€450 Per 

day
€550 Per 

day
€360 Per 

day
€405 Per 

day
€495 Per 

day

Python Developer    
€450 Per 

day
€550 Per 

day
€600 Per 

day
€405 Per 

day
€495 Per 

day
€540 Per 

day

Ruby On Rails  
€300 Per 

day
€450 Per 

day
€550 Per 

day
€270 Per 

day
€405 Per 

day
€495 Per 

day

Scala
€550 Per 

day
€600 Per 

day
€650 Per 

day
€495 Per 

day
€540 Per 

day
€585 Per 

day

Sharepoint Developer  
€450 Per 

day
€500 Per 

day
€550 Per 

day
€405 Per 

day
€450 Per 

day
€495 Per 

day

Solution Architect    
€600 Per 

day
€650 Per 

day
€750 Per 

day
€540 Per 

day
€585 Per 

day
€675 Per 

day

Solution Architect  
€600 Per 

day
€650 Per 

day
€750 Per 

day
€540 Per 

day
€585 Per 

day
€675 Per 

day

Technical Architect    
€600 Per 

day
€650 Per 

day
€750 Per 

day
€540 Per 

day
€585 Per 

day
€675 Per 

day

UX Designer  
€300 Per 

day
€550 Per 

day
€650 Per 

day
€270 Per 

day
€495 Per 

day
€585 Per 

day

Web Designer/Graphic Designer    
€200 Per 

day
€300 Per 

day
€400 Per 

day
€180 Per 

day
€270 Per 

day
€360 Per 

day
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https://bit.ly/3qUFMeJ

89% Increase in Sales jobs in Ireland YoY in Q2 of 2021  Jobs index Q2 2021, Irishjobs.ie
 
https://bit.ly/3KKZcuG
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IRELAND

Dublin

Cpl Resources - HQ
83 Merrion Square
Dublin 2, D02 R299
T: +353 614 6000
E: info@cpl.ie
W: www.cpl.com

Kate Cowhig 
International Healthcare 
Recruitment
83 Merrion Square,
Dublin 2, D02 R299
T: +353 1 671 5557
E: info@kcr.ie
W: www.kcr.ie

Servisource
83 Merrion Square,
Dublin 2, D02 R299
T: +353 42 935 2723
E: info@servisource.ie
W: www.servisource.ie

Cpl Healthcare
83 Merrion Square,
Dublin 2, D02 R299
T: +353 1 482 5491
E: info@cplhealthcare.com
W: www.cplhealthcare.com

Flexsource
5 St Fintan’s, North Street,
Swords, Co. Dublin, K67 F9P6
T: +353 1 895 5700
E: swords@�exsource.ie
W: www.�exsource.ie

Covalen
Trigon House, Arena Road,
Sandyford, Dublin 18, D18 
DW35
T: +353 1 255 2090
E: info@covalensolutions.com
W: www.covalensolutions.com

Tech Skills
25 Merrion Square North,
Dublin 2, D02 E392
T: +353 1 639 0390
E: resources@techskills.ie
W: www.techskills.ie

Flexsource
3 Main Street, 
Blanchardstown,
Dublin 15, D15 KAV6
T: +353 1 829 5800
E: blanch@�exsource.ie
W: www.�exsource.ie

Private Home Care
2 Newcastle Road, Lucan,
Co. Dublin, K78 NY56
T: +353 1 621 9101
E: info@privatehomecare.ie
W: www.privatehomecare.ie

The Cpl Institute
5 St Fintan’s, North Street,
Swords, Co. Dublin, K67 F9P6
T: +353 1 895 5755
E: info@thecplinstitute.ie
W: www.thecplinstitute.ie

Thornshaw
Barton House,
6 Old Dublin Road,
Stillorgan, Co. Dublin, A94 
X8C3
T: +353 1 278 4671
E: info@thornshaw.com
W: www.thornshaw.com

Deena Energy Services 
Limited
1 High Street, Balbriggan,  Co. 
Dublin, K32 DD40
T: +353 1 8410481
E: info@deenaenergy.com
W: www.deenaenergy.com

Kildare

Flexsource
Unit F & G Naas Town Centre,
Wolfe Tone Street, Naas,
Co. Kildare
W91 A2YV
T: +353 45 898 900
E: naas@�exsource.ie
W: www.�exsource.ie

The Cpl Institute
Unit F & G, Wolfe Tone Street,
Naas Town Centre, Naas,
Co. Kildare, W91A2YV
T: +353 45 907 104
E: info@thecplinstitute.ie
W: www.thecplinstitute.ie

Cork

Cpl Resources
Ground Floor,
11 Anglesea Street,
Cork, T12 CYR8
T: +353 21 494 4860
E: corkjobs@cpl.ie
W: www.cpl.com

Kenny Whelan & 
Associates
Unit 1 Joyce House,
Barrack Square, Ballincollig,
Cork, T12 CYR8
T: + 353 21 466 5400
E: info@kenny-whelan.ie
W: www.kenny-whelan.ie

Servisource
Ground Floor,
11 Anglesea Street,
Cork, T12 CYR8
T: +353 21 427 9916
E: info@servisource.ie
W: www.servisource.ie

The Cpl Institute
Ground Floor,
11 Anglesea Street,
Cork, T12 CYR8
T: +353 21 462 6129
E: info@thecplinstitute.ie
W: www.thecplinstitute.ie

Flexsource
Ground Floor, 
11 Anglesea Street,
Cork, T12 CYR8
T: +353 21 462 6100
E: corkjobs@�exsource.ie
W: www.�exsource.ie

Servisource
Unit 18, 
South Ring Business Park,
Kinsale Road, Cork, T12 E22A
T: +353 42 935 2723
E: info@servisource.ie
W: www.servisource.ie

Limerick

Cpl Resources
10/11 Steamboat Quay,
Dock Road, Limerick, V94 
V1KX
T: +353 61 317 377
E: limerickjobs@cpl.ie
W: www.cpl.com

Flexsource
10/11 Steamboat Quay,
Dock Road, Limerick,
V94 V1KX
T: +353 61 317 377
E: limerickjobs@�exsource.ie
W: www.�exsource.ie

Galway

Cpl Resources
Unit 19, Dockgate,
Merchants Road,
Galway, H91 P6CF
T: +353 91 509 740
E: galwayjobs@cpl.ie
W: www.cpl.com

Flexsource
Unit 19, Dockgate,
Merchants Road,
Galway, H91 P6CF
T: +353 91 509 740
E: galwayjobs@�exsource.ie
W: www.�exsource.ie

The Cpl Institute
Unit 19, Dockgate,
Merchants Road,
Galway, H91 P6CF
T: +353 91 507 517
E: info@thecplinstitute.ie
W: www.thecplinstitute.ie

Kate Cowhig 
International Healthcare 
Recruitment
Unit 16A,
Sandyford Business Centre, 
Bohermore, Galway, H91 
WC1P
T: +353 1 6715557
E: info@kcr.ie
W: www.kcr.ie

Dundalk

Servisource
Block 3, 2nd Floor,
Quayside Business Park,
Mill Street, Dundalk,
Co. Louth, A91 WNH1
T: +353 42 935 2723
E: info@servisource.ie
W: www.servisource.ie

UNITED KINGDOM

Belfast

Cpl Resources
4th Floor Craig Plaza,
51 Fountain Street,
BT1 5EA
T: +44 289 072 5600
E: belfast@cpljobs.com
W: www.cpl.com

ENGLAND

Reading

Clinical Professionals
First Floor, 33 Blagrave Street,
Reading, Berkshire, England,
RG1 1PW
T: +44 118 959 4990
E: 
apply@clinicalprofessionals.co.uk
W: 
www.clinicalprofessionals.co.uk

Cpl Resources
First Floor, 33 Blagrave Street,
Reading, Berkshire, England,
RG1 1PW
T: +44 118 952 2796
E: info@cpl.com
W: www.cpl.com/uk

Kent

RIG Healthcare Recruit
4th Floor, Northside House,
69 Tweedy Road, Bromley, 
England, BR1 3WA,
T: +44 345 363 1187
E: info@righealthcare.co.uk
W: www.righealthcare.co.uk

Cpl Specialist Talent
4th Floor, Northside House,
69 Tweedy Road, Bromley, 
England, BR1 3WA,
T: +44 203 923 8877
E: specialisttalent@cpl.com
W: www.cplspecialist.com

North Yorkshire

RIG Healthcare 
Copthall Bridge House
Station Bridge, Harrogate,
North Yorkshire,
England HG1 1SP
T: +44 142 3 79 0 115
E: info@righealthcare.co.uk
W: www.righealthcare.co.uk

CZECH REPUBLIC

Prague

Cpl Jobs s.r.o.
Jindrisska 16, 110 00 Prague 1,
Czech Republic
T: +420 221 77 3631
E: praha@cpljobs.cz
W: www.cpljobs.cz

Brno

Cpl Jobs s.r.o.
Uzka 488/8,
60200 Brno,
Czech Republic
T: +420 515 800 800
E: brno@cpljobs.cz
W: www.cpljobs.cz

HUNGARY

Budapest

Cpl Jobs Kft.
Terez krt. 55.
A building 2nd �oor,
1062 Budapest,
Hungary
T: +36 1 501 5460
E: budapest@cpljobs.hu
W: www.cpljobs.hu

POLAND

Warsaw

Cpl Jobs Sp. z o.o.
Al. Jerozolimskie 81,
02-001 Warszawa, Poland
T: +48 22 488 6500
E: warsaw@cpljobs.pl
W: www.cpljobs.pl

Wroclaw

Cpl Jobs Sp. z o.o.
Sw. Mikolaja 7,
50-125 Wroclaw, Poland
T: +48 717 356 6200
E: wroclaw@cpljobs.pl
W: www.cpljobs.pl

Poznan

Cpl Jobs Sp. z o.o.
ul. Szyperska 14,
61-754 Poznan, Poland
T: +48 61 626 8800
E: poznan@cpljobs.pl
W: www.cpljobs.pl

Kraków

Buma Square
ul. Wadowicka 6
30-415 Kraków
T: +48 12 379 08 00
E: krawkow@cpljobs.pl
W: www.cpljobs.pl

SLOVAKIA

Bratislava

Cpl Jobs S.r.o
Vysoka 14, 811 06 Bratislava,
Slovakia
T: +421 232 191 200
E: bratislava@cpljobs.ie
W: www.cpljobs.sk

TUNISIA

Tunis

Occipital Sarl
Delta Center Chargtiia Ii,
BP 210
Tunis Cedex – Tunisie
Phone +216 71 941 588 / 882

Cpl Jobs Tunisie Sarl
Boulevard de la Terre,
Sana Business Center,
Centre Urbain Nord ,
Bureau A7, Tunis, Tunisie.
T: + 216 29 33 70 24

GERMANY

Munich

Cpl Jobs GmbH
Munich Regus, Laim GmbH,
Landsberger Straße 302,
80867 Munchen, Deutschland,
T: +49 89 380 35 925
E: muenchen@cpljobs.com
W: www.cpljobs.com

USA

Boston

Cpl Physicians
745 Atlantic Ave, 
Boston,
MA 02111, USA
T: + 1 617 844 1434
E: info@cplphysicians.com
W: www.cplphysicians.com
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IRELAND

Dublin
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Dublin 2, D02 R299
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W: www.cpl.com

Kate Cowhig 
International Healthcare 
Recruitment
83 Merrion Square,
Dublin 2, D02 R299
T: +353 1 671 5557
E: info@kcr.ie
W: www.kcr.ie

Servisource
83 Merrion Square,
Dublin 2, D02 R299
T: +353 42 935 2723
E: info@servisource.ie
W: www.servisource.ie

Cpl Healthcare
83 Merrion Square,
Dublin 2, D02 R299
T: +353 1 482 5491
E: info@cplhealthcare.com
W: www.cplhealthcare.com

Flexsource
5 St Fintan’s, North Street,
Swords, Co. Dublin, K67 F9P6
T: +353 1 895 5700
E: swords@�exsource.ie
W: www.�exsource.ie

Covalen
Trigon House, Arena Road,
Sandyford, Dublin 18, D18 
DW35
T: +353 1 255 2090
E: info@covalensolutions.com
W: www.covalensolutions.com

Tech Skills
25 Merrion Square North,
Dublin 2, D02 E392
T: +353 1 639 0390
E: resources@techskills.ie
W: www.techskills.ie

Flexsource
3 Main Street, 
Blanchardstown,
Dublin 15, D15 KAV6
T: +353 1 829 5800
E: blanch@�exsource.ie
W: www.�exsource.ie

Private Home Care
2 Newcastle Road, Lucan,
Co. Dublin, K78 NY56
T: +353 1 621 9101
E: info@privatehomecare.ie
W: www.privatehomecare.ie

The Cpl Institute
5 St Fintan’s, North Street,
Swords, Co. Dublin, K67 F9P6
T: +353 1 895 5755
E: info@thecplinstitute.ie
W: www.thecplinstitute.ie

Thornshaw
Barton House,
6 Old Dublin Road,
Stillorgan, Co. Dublin, A94 
X8C3
T: +353 1 278 4671
E: info@thornshaw.com
W: www.thornshaw.com

Deena Energy Services 
Limited
1 High Street, Balbriggan,  Co. 
Dublin, K32 DD40
T: +353 1 8410481
E: info@deenaenergy.com
W: www.deenaenergy.com

Kildare

Flexsource
Unit F & G Naas Town Centre,
Wolfe Tone Street, Naas,
Co. Kildare
W91 A2YV
T: +353 45 898 900
E: naas@�exsource.ie
W: www.�exsource.ie

The Cpl Institute
Unit F & G, Wolfe Tone Street,
Naas Town Centre, Naas,
Co. Kildare, W91A2YV
T: +353 45 907 104
E: info@thecplinstitute.ie
W: www.thecplinstitute.ie

Cork

Cpl Resources
Ground Floor,
11 Anglesea Street,
Cork, T12 CYR8
T: +353 21 494 4860
E: corkjobs@cpl.ie
W: www.cpl.com

Kenny Whelan & 
Associates
Unit 1 Joyce House,
Barrack Square, Ballincollig,
Cork, T12 CYR8
T: + 353 21 466 5400
E: info@kenny-whelan.ie
W: www.kenny-whelan.ie

Servisource
Ground Floor,
11 Anglesea Street,
Cork, T12 CYR8
T: +353 21 427 9916
E: info@servisource.ie
W: www.servisource.ie

The Cpl Institute
Ground Floor,
11 Anglesea Street,
Cork, T12 CYR8
T: +353 21 462 6129
E: info@thecplinstitute.ie
W: www.thecplinstitute.ie

Flexsource
Ground Floor, 
11 Anglesea Street,
Cork, T12 CYR8
T: +353 21 462 6100
E: corkjobs@�exsource.ie
W: www.�exsource.ie

Servisource
Unit 18, 
South Ring Business Park,
Kinsale Road, Cork, T12 E22A
T: +353 42 935 2723
E: info@servisource.ie
W: www.servisource.ie

Limerick

Cpl Resources
10/11 Steamboat Quay,
Dock Road, Limerick, V94 
V1KX
T: +353 61 317 377
E: limerickjobs@cpl.ie
W: www.cpl.com

Flexsource
10/11 Steamboat Quay,
Dock Road, Limerick,
V94 V1KX
T: +353 61 317 377
E: limerickjobs@�exsource.ie
W: www.�exsource.ie

Galway

Cpl Resources
Unit 19, Dockgate,
Merchants Road,
Galway, H91 P6CF
T: +353 91 509 740
E: galwayjobs@cpl.ie
W: www.cpl.com

Flexsource
Unit 19, Dockgate,
Merchants Road,
Galway, H91 P6CF
T: +353 91 509 740
E: galwayjobs@�exsource.ie
W: www.�exsource.ie

The Cpl Institute
Unit 19, Dockgate,
Merchants Road,
Galway, H91 P6CF
T: +353 91 507 517
E: info@thecplinstitute.ie
W: www.thecplinstitute.ie

Kate Cowhig 
International Healthcare 
Recruitment
Unit 16A,
Sandyford Business Centre, 
Bohermore, Galway, H91 
WC1P
T: +353 1 6715557
E: info@kcr.ie
W: www.kcr.ie

Dundalk

Servisource
Block 3, 2nd Floor,
Quayside Business Park,
Mill Street, Dundalk,
Co. Louth, A91 WNH1
T: +353 42 935 2723
E: info@servisource.ie
W: www.servisource.ie

UNITED KINGDOM

Belfast

Cpl Resources
4th Floor Craig Plaza,
51 Fountain Street,
BT1 5EA
T: +44 289 072 5600
E: belfast@cpljobs.com
W: www.cpl.com

ENGLAND

Reading

Clinical Professionals
First Floor, 33 Blagrave Street,
Reading, Berkshire, England,
RG1 1PW
T: +44 118 959 4990
E: 
apply@clinicalprofessionals.co.uk
W: 
www.clinicalprofessionals.co.uk

Cpl Resources
First Floor, 33 Blagrave Street,
Reading, Berkshire, England,
RG1 1PW
T: +44 118 952 2796
E: info@cpl.com
W: www.cpl.com/uk

Kent

RIG Healthcare Recruit
4th Floor, Northside House,
69 Tweedy Road, Bromley, 
England, BR1 3WA,
T: +44 345 363 1187
E: info@righealthcare.co.uk
W: www.righealthcare.co.uk

Cpl Specialist Talent
4th Floor, Northside House,
69 Tweedy Road, Bromley, 
England, BR1 3WA,
T: +44 203 923 8877
E: specialisttalent@cpl.com
W: www.cplspecialist.com

North Yorkshire

RIG Healthcare 
Copthall Bridge House
Station Bridge, Harrogate,
North Yorkshire,
England HG1 1SP
T: +44 142 3 79 0 115
E: info@righealthcare.co.uk
W: www.righealthcare.co.uk

CZECH REPUBLIC

Prague

Cpl Jobs s.r.o.
Jindrisska 16, 110 00 Prague 1,
Czech Republic
T: +420 221 77 3631
E: praha@cpljobs.cz
W: www.cpljobs.cz

Brno

Cpl Jobs s.r.o.
Uzka 488/8,
60200 Brno,
Czech Republic
T: +420 515 800 800
E: brno@cpljobs.cz
W: www.cpljobs.cz

HUNGARY

Budapest

Cpl Jobs Kft.
Terez krt. 55.
A building 2nd �oor,
1062 Budapest,
Hungary
T: +36 1 501 5460
E: budapest@cpljobs.hu
W: www.cpljobs.hu

POLAND

Warsaw

Cpl Jobs Sp. z o.o.
Al. Jerozolimskie 81,
02-001 Warszawa, Poland
T: +48 22 488 6500
E: warsaw@cpljobs.pl
W: www.cpljobs.pl

Wroclaw

Cpl Jobs Sp. z o.o.
Sw. Mikolaja 7,
50-125 Wroclaw, Poland
T: +48 717 356 6200
E: wroclaw@cpljobs.pl
W: www.cpljobs.pl

Poznan

Cpl Jobs Sp. z o.o.
ul. Szyperska 14,
61-754 Poznan, Poland
T: +48 61 626 8800
E: poznan@cpljobs.pl
W: www.cpljobs.pl

Kraków

Buma Square
ul. Wadowicka 6
30-415 Kraków
T: +48 12 379 08 00
E: krawkow@cpljobs.pl
W: www.cpljobs.pl

SLOVAKIA

Bratislava

Cpl Jobs S.r.o
Vysoka 14, 811 06 Bratislava,
Slovakia
T: +421 232 191 200
E: bratislava@cpljobs.ie
W: www.cpljobs.sk

TUNISIA

Tunis

Occipital Sarl
Delta Center Chargtiia Ii,
BP 210
Tunis Cedex – Tunisie
Phone +216 71 941 588 / 882

Cpl Jobs Tunisie Sarl
Boulevard de la Terre,
Sana Business Center,
Centre Urbain Nord ,
Bureau A7, Tunis, Tunisie.
T: + 216 29 33 70 24

GERMANY

Munich

Cpl Jobs GmbH
Munich Regus, Laim GmbH,
Landsberger Straße 302,
80867 Munchen, Deutschland,
T: +49 89 380 35 925
E: muenchen@cpljobs.com
W: www.cpljobs.com

USA

Boston

Cpl Physicians
745 Atlantic Ave, 
Boston,
MA 02111, USA
T: + 1 617 844 1434
E: info@cplphysicians.com
W: www.cplphysicians.com
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