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As an integral part of the Salaries and Benefits 

Report 2022 – 2023, MISCO is also presenting the 

ninth annual survey on HR Developments in Malta. 

Once more, the HR Developments Survey was 

undertaken in collaboration with the Malta 

Employers Association.

 

The survey analyses the development of the HR 

function in Malta and provides an understanding of 

the key HR issues that companies are facing. This 

survey was conducted in July 2022 using an online 

methodology.

 

Introduction

This year’s survey has been conducted in a volatile 

labor market, characterised by skills shortages in 

several areas and a rising rate of inflation, both of 

which are putting pressure on employee 

compensation. In this challenging scenario, the HR 

function is gradually taking on a bigger role in 

organisations and there are now more employers who 

have at least one person dedicated to the HR function. 

However, it still has to take on a more strategic role, 

rather than be limited to an operational role.
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Key Takeaways

● The HR function still needs to take on a more strategic role and not be 

limited just to an operational role. It is also seen not to be adequately 

resourced.

● Staff retention is the main strategic objective of the HR function, while the 

issue of salary demands is by far the key challenge. The most important 

priority for the HR function for the coming twelve months is retaining 

employees.

● These results would tend to indicate that employers are being faced with 

a four-pronged challenge – a demand for higher salaries from employees, 

employees and job applicants who do not necessarily have the 

appropriate skills that meet their requirements, a difficulty in attracting 

talent, and a difficulty in retaining staff.

● Employers have more vacancies than they had last year.

● Salary demands feature as the main reason for experiencing recruitment 

difficulties, followed by a lack of experienced applicants and a lack of job 

applications.

● Staff turnover has increased when compared to last year and this is mostly 

attributable to better compensation packages offered by other 

employers.

● Labour market shortages are the cause that is having most impact on 

wage inflation, followed by the increase in the rate of price inflation, the 

increase in property prices, and unreasonable expectations.

● Family friendly measures appear to have remained in place in spite of the 

fact that restrictions related to the coronavirus have been practically 

eliminated.

● HR processes are in place in most organisations, confirming that the HR 

function’s presence is increasing. However, these processes are more 

operational than strategic.
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Sample Structure
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HR Objectives and Challenges

The main strategic objective of the HR function continues to be staff retention. 

This was mentioned by 85% of respondents, seven percentage points higher than 

in 2021. Staff motivation, staff development and providing support to the rest of 

management came next. Each of these received more mentions than last year, 

with other objectives becoming less important. The Graph 1 on the next page 

lists what respondents believe to be the strategic objectives of the HR function in 

their organisation. 
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Graph 1: Key Strategic Objectives of the HR Function

The issue of salary demands has now become the dominating challenge for the HR function. 

This was mentioned by 72% of respondents, compared to 56% last year. The 2021 level was 

similar to that of 2020. Lack of job applications was mentioned by 59% of respondents, up from 

40% in 2021 and 31% in 2020. The third aspect is lack of experienced employees which was 

mentioned by 49% of respondents, followed by a lack of qualified staff mentioned by 44% of 

respondents. Graph 2 below lists the key challenges being faced by businesses in the HR area.

Graph 2: Main Challenges faced in HR area

The top priority HR areas for the coming twelve months are seen to be retaining employees 

(mentioned by 76% of respondents, compared to 56% last year), managing employee 

engagement and motivation (mentioned by 40% of respondents compared to 46% last year), 

staff development (mentioned by 25% of respondents compared to 32% last year), 

strengthening the organisation culture (mentioned by 24% of respondents compared to 25% 

last year), and addressing skills shortages (mentioned by 20% of respondents compared to 22% 

last year). 
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As such, one can note the link between the issue of salary demands as the main challenge 

facing the HR function and giving priority to staff retention in the coming twelve months, to 

the extent that staff engagement and staff development are being given less priority. 

These results would tend to indicate that employers are being faced with a four-pronged 

challenge – a demand for higher salaries from employees, employees and job applicants 

who do not necessarily have the appropriate skills that meet their requirements, a difficulty 

in attracting talent, and a difficulty in retaining staff.

 

Respondents were asked to state what they consider to be the main obstacles that the HR 

function faces within their organisation, for it to function effectively. The obstacle that 

received most mentions was lack of resources, mentioned by 50% of respondents. This is 

significantly lower than last year when it was at 61%, but still higher than 2020, when 33% 

mentioned a lack of resources as being one of the main obstacles for the HR function. 

Difficulties in setting up an effective performance management system was mentioned by 

46% of respondents and management not appreciating the value of the HR function was 

mentioned by 38%. This result is probably the most indicative of the lack of a strategic role 

of the HR function in organisations. Graph 3 below lists the obstacles faced by the HR 

function.
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Graph 3: Obstacles faced by the HR Function
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Recruitment

The changes in the labour market can be best assessed in the answer to the 

question as to whether respondents had more vacancies, less vacancies or just 

about the same number of vacancies in the last twelve months when compared 

to the previous twelve months. 62% of respondents replied that they have more 

vacancies, up from 50% in 2021. 30% said that they had the same number of 

vacancies, a level comparable with that of 2021. 7% stated that they had less 

vacancies, down from 11% last year, and 1% stated that they had no vacancies at 

all, down from 6% last year.
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The principal areas where vacancies occurred remains to be Operations, mentioned by 

56% of respondents, at a similar level to 2021 and 2020. Administrative roles experienced 

a significant increase from last year as these roles were mentioned by 53% of respondents 

compared to 36% in 2021. Technical roles were mentioned by 42% of respondents, slightly 

higher than 2021. However, in this area a significant increase in the number of vacancies 

was experienced in 2021 when compared to 2020. Finance roles were mentioned by 41% 

of respondents, while sales roles received 34% of mentions, IT roles were mentioned by 

29% of respondents, and HR roles were mentioned by 26% of respondents. Increases in 

vacancies were registered in all areas.

 

Technical staff remain by far the area where most respondents found difficulty to recruit, 

mentioned by 60% of respondents, an increase of seven percentage points over 2021. 

Then came staff for a junior management / supervisory role (mentioned by 23% of 

respondents) and staff for a middle management role (mentioned by 21% of respondents). 

Only 4% of respondents stated that they had no difficulties in recruiting staff, compared to 

10% in 2021.

 

Salary demands feature as well as the main reason for experiencing recruitment difficulties, 

mentioned by 62% of respondents. The lack of experienced applicants was mentioned by 

60% of respondents. The lack of job applications experienced a significant increase over 

2021. Table 1 below lists the reasons for recruitment difficulties mentioned by 

respondents.

Table 1: Reasons for Recruitment Difficulties
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Reason %

Salary demands 62%

Lack of experienced applicants 60%

No applications 42%

Lack of formal qualifications 16%

Applicants requested work arrangements which 

could not be met (e.g., flexi hours, telework)

13%

Lack of interpersonal skills 16%



Respondents were asked to state which methods they use to attract and source candidates 

and what methods they found most effective. Social media followed by recruitment 

consultants and agencies have remained as the two most used methods for sourcing job 

applicants. The data indicates that there is an increasing appreciation of the value of word 

of mouth and referral from friends and family. Other more effective methods, compared to 

their use, are social media and recruitment consultants. Table 2 below provides information 

on the methods of recruitment used and their level of effectiveness.
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Table 2 : Usage and Effectiveness of Recruitment Methods

Method of Recruitment Most used Most effective

Social media 86% 62%

Recruitment agencies and 

consultancies

75% 51%

Organisation’s website 60% 19%

Word of mouth and referrals from 

friends and families

59% 47%

Internal promotion 58% 25%

Jobsplus 45% 3%

Job Boards 38% 20%

Educational Institutions 23% 4%

International sources 23% 9%

Newspapers 6% 2%

The Annual Survey on HR Developments in Malta 2022



12

Staff Turnover 

The recruitment challenges being faced by organisations has also meant that staff 

turnover has increased. 25% of respondents stated that their staff turnover was 

above 20%, compared to 17% of respondents last year. 47% of respondents 

claimed that the level of staff turnover in 2022 was higher than that normally 

experienced in previous years, compared to 40% last year. Graph 4 on the next 

page gives information on the level of staff turnover.



13

Graph 4: Level of Staff Turnover

Another measure of staff turnover is that for 53% of respondents, less than 25% of their 

vacancies were for new posts, while for 19% of respondents all vacancies were 

replacements.

The main reason for staff turnover was that staff left voluntarily, mentioned by 90% of 

respondents, up from 78% of respondents in 2021, and 69% in 2020. 1% mentioned 

redundancies, 5% stated that staff were dismissed for disciplinary reasons, 2% mentioned 

expiration of contracts and 2% mentioned retirement of employees. 25% of respondents 

stated that staff turnover was experienced across all levels. 25% stated that technical roles 

was the segment that contributed most to staff turnover, again highlighting the skills 

shortages in this area, which could be leading to employee poaching. 21% mentioned 

unskilled workers as the segment that has contributed most to staff turnover, while 17% 

mentioned skilled workers. Better remuneration packages offered by other employers is the 

main reason attributed to staff turnover. This factor was mentioned by 44% of respondents. 

Graph 5 on the next page provides information on the factors that have contributed to staff 

turnover.
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Graph 5: To what do you attribute labour turnover in your organization?

When respondents were asked how their company was dealing with labour market 

shortages, 37% stated that they are resorting to the employment of foreign workers (an 

increase of nine percentage points over last year) and 26% stated that they are increasing 

their remuneration package (at the same level as last year). 12% stated that they are 

introducing more flexibility and work-life balance measures. It is important to note that only 

4% stated that they are shifting to technology and other labour-saving devices to 

counteract labour market shortages. 3% of respondents said that they are not facing labour 

market shortages, compared to 14% last year.

 

The reliance on third country nationals continues also in 2022. 75% of respondents stated 

that they recruited third country nationals in the last twelve months, compared to 62% in 

2021.  80% of respondents stated that they recruited Maltese nationals, while 72% stated 

that they recruited EU citizens. 43% of respondents stated that more than 25% of their 

workforce is non-Maltese, compared to 37% last year.
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Training and Development 

Another section in the misco Annual Survey on HR Developments dealt with the 

aspect of learning and development. Respondents were asked how they evaluate 

their training needs. 65% of respondents mentioned management requests as 

the main driver for establishing training needs. This was followed by employees’ 

requests, mentioned by 58% of respondents. The performance management 

system mentioned by 51% of respondents, while 35% mentioned a formal 

training needs analysis. This would indicate that the training and development 

policy in businesses is still very much driven by management’s opinion, even if 

employees’ requests are increasing in importance.
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The learning practice that is found to be most effective is on the job training (mentioned 

by 90% of respondents, and at the same level as last year) followed by internal coaching 

and mentoring (mentioned by 52% of respondents). Graph 6 below provides information 

on the learning practices which respondents find most effective for their organisation. 

Graph 6: Learning methods found most effective

It is also important to note that 53% of respondents do not have a management 

development programme in place. The main reasons for not providing training and 

development opportunities to staff in the past twelve months were primarily time (45% of 

respondents) and lack of budgets (31% of respondents).

 

10% of respondents claimed to have undertaken no training and development in their 

organisation, at the same level as last year. The incidence on online training appears to 

have decreased when compared to 2021.
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Employee Compensation

When compared to 2021 data, this year’s survey results indicate the increasing 

pressures which employers have to increase employee compensation. 59% of 

respondents reported that they have a compensation structure in place. 

Respondents were asked how they determine basic pay rates, salary levels and 

ranges. 81% mentioned market rates and benchmarking exercises and 32% 

mentioned ability to pay. 16% mentioned a job evaluation system and 12% 

mentioned collective bargaining.
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On the other hand, individual performance and the employee’s competencies and skills are the two main 

factors that determine pay progression. They were mentioned by 77% and 69% of respondents, 

respectively. 46% mentioned market rates and the financial results of the company were mentioned by 

32% of respondents. The employee’s seniority plays a less significant role in determining pay progression.

Most employers determine pay increases on a yearly basis. This was mentioned by 72% of respondents. 

There are some employers who determine pay increases upon request, mentioned by 6% of respondents. 

Another 14% determine pay increases once every two or three years, while 8% stated that they determine 

pay progression every six months. More companies appear to be making salary reviews on a yearly basis.

 

88% of respondents have stated that over the past three years they have experienced a higher upward 

pressure on wages and salaries than normal, highlighting once more the issue of salary demands. 60% 

stated that requests for salary revisions have been coming from across the board, up from 47% last year. 

10% stated that they have been coming mainly from persons in technical roles, and another 10% 

mentioned that such requests have been coming mainly from persons in skilled roles.

Respondents were given a set of causes that could be contributing to wage inflation, and were asked to 

rank them in terms of impact on their organisation. Labour market shortages are the cause that is having 

most impact on wage inflation, followed by the increase in the rate of price inflation, the increase in 

property prices, and unreasonable expectations.
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87% of respondents said that when compared to 2021, their salaries have increased. Last year, 73% of 

respondents had stated that their salaries had increased. 12% stated that they remained the same and 

1% stated that they decreased.

 

The type of performance-related rewards and incentives that are used by respondents are varied. The 

data indicates that there is an increase in the the number of organisations that give their employees 

performance related rewards. However individual bonuses and commissions is the most used reward. In 

fact, this type of reward was mentioned by 87% of respondents. This could be due to the fact that 

some employers are seeking to increase salaries by increasing the variable component. Table 3 below 

provides the list of performance-related rewards used and the relative percentage.

Graph 7: By how much have average wages increased (incl. COLA) per annum in the last 3 years?

Performance-related rewards %

Individual bonuses and commissions 87%

Non-monetary recognition rewards 38%

Other cash incentives 25%

Team / Group rewards 21%

Project based rewards 12%

Table 3: Usage levels of Performance Related Rewards
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Respondents were asked by how much average wages have increased (incl. COLA) per annum in the last 

three years. Graph 7 provides this information.
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Performance Management
Respondents were asked if they have a performance management system in place. 66% replied in 

the affirmative, an increase of eleven percentage points over last year. For 88% of these 

respondents, their performance management system covers all employees.

A question was asked about factors that are used to determine the effectiveness of a 

performance appraisal system. Achievement of objectives was the factor that received most 

mentions – 80%. This was followed by skills development, mentioned by 74% of respondents, and 

motivation mentioned by 68% of respondents. Other factors mentioned were development of 

competences, changes in staff behaviour, improved quality, changes in attitudes.
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Respondents were also asked as to who sets the performance requirements. 57% stated that 

performance requirements are set jointly by employee and his/her direct superior while 35% 

said that they are set by the direct superior only. There appears to be a move towards joint 

setting of the performance requirements.

 

The main activity that features in the performance management system is objective setting 

and review, mentioned by 77% of respondents, slightly lower than last year. Graph 8 below 

provides the list of activities which feature in the performance management system of 

respondents.

62% of respondents stated that they conduct a performance appraisal once a year, while 

29% stated that conduct it every six months. 8% stated that they conduct performance 

appraisal through ongoing feedback.

 

It should be noted that in the area of performance management, results have been quite 

consistent over the years.

Graph 8: Features in Performance Management Systems
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Adoption of Family Friendly Measures

Over the past few years there have been increasing requests by employees for family 

friendly measures. During the coronavirus pandemic a number of employers introduced 

certain measures, more for safety reasons. However, these measures appear to have 

remained in place in spite of the fact that restrictions have been practically eliminated.
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Measure %

Remote working/working from home 75%

Flexi hours 75%

Option to work part-time or reduced hours 70%

Leave of absence or special leave (child’s or relative's sickness) 36%

Job sharing 6%

Employer-provided childcare facilities or subsidy 2%

Additional support for childcare 4%

Table 4: Family Friendly Measures Currently Offered

The main obstacle to introducing such measures is seen to be costs, mentioned by 

52% of respondents. Up from 40% in 2021 and 19% in 2020. This is followed by an 

unfavourable business situation (mentioned by 30% of respondents), insufficient 

state support (mentioned by 28% of respondents), and potential tensions among 

staff with family commitments and staff without family commitments (mentioned by 

27% of respondents). 19% stated that management considers such family friendly 

measures unnecessary, slightly higher than last year.

The two main measures mentioned by respondents as being in use in their 

respective organisation, were the option to work remotely and flexible hours of 

working. There have not been significant changes, when results are compared to 

2021 and 2020. Table 4 below lists the measures currently in place in respondent 

companies.
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Employer Branding
Given the heightened need to retain staff in the current Maltese labour market situation, 

respondents were asked about their company’s investment in developing and 

communicating its employer brand. 



On the other hand, only 19% of respondents placed it in the top three HR priorities 

for the coming year. This again demonstrates an element of short termism, as 

opposed to a longer-term strategic approach that should be adopted by the HR 

function.

 

One of the key aspects of the development of an employer brand is employee 

engagement. As such respondents were asked how often they measure employee 

engagement within their organisation. 24% of respondents stated that they do not 

measure employee engagement and another 16% stated that they only do it when 

the need arises. 34% of respondents stated that they measure employee 

engagement annually, 22% stated that they measure it every six months, and 3% 

stated that they measure it every two years. A small percentage of respondents 

(2%) stated that they measure employee engagement only in some of the 

departments.
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72% of respondents stated that their company invests in developing and 

communicating its employer brand, slightly higher than last year, and 59% of 

respondents stated that that becoming an employer of choice is one of their HR 

strategic objectives. 
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Employee Relations and HR Practices

Respondents were also asked to state which HR practices they have in place. Table 5 

on the next page reproduces the results obtained. While HR processes are in place in 

most organisations, this data again indicates a lack of a strategic perspective of the HR 

function.
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EMPLOYEE WELLBEING AT THE WORKPLACE

HR Practice Level of Incidence

Employment contracts for all your employees 97%

Updated job descriptions 86%

Procedures regulating disciplinary matters 84%

An induction programme 84%

An updated employee handbook 68%

An HR information system 64%

A job evaluation process 55%

 

86% of respondents do not make use of psychometric assessments as part of their 

recruitment process. Psychometric tests are mainly used mainly for recruitment purposes, 

and to a lesser extent for succession planning, designing personal development plans, and 

designing a training needs analysis.

 

41% of respondents reported that there was an increase in the level of absences of staff 

due to sickness in the past twelve months when compared to the previous twelve months. 

This is an increase of ten percentage points. 13% stated that there was a decrease and 

46% reported that it remained the same. 40% of respondents reported that there was no 

particular pattern with regard to the category of employees who were mostly absent over 

the past twelve months, while 38% mentioned manual employees as having been most 

absent and 18% mentioned clerical employees as having been most absent. The other 4% 

mentioned management employees.
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CONCLUSION
This study shows that the incidence of mental health issues at the workplace is 
greater than one would imagine. Then again, several employers are implementing 
initiatives to address this topic. The 2022 research indicates that employers are 
increasingly giving this subject more attention and importance. The immense 
changes in society which we are currently experiencing have transformed 
organisations’ beliefs and employee opinions about mental health. Even though 
companies have started to invest more, employees have also raised their 
expectations. The opportunities for enhancement of workplace mental health are 
numerous. Nevertheless, these demand a culture change which will necessitate all 
stakeholders to work and collaborate in a more emphatic and compassionate 
manner.

Should you wish to discuss this topic in further detail please feel free to contact us on 22054000 or 

advisory@miscomalta.com 
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● Organisation Assessment & Restructuring

● Remuneration & Compensation Surveys

● Employee Salary Policies & Practices

● Performance Management Systems

● HR Audit & Assessment

● HR Business Partner

Our Services

HR ADVISORY

RECRUITMENT 
& SELECTION

LEARNING & 
DEVELOPMENT

BUSINESS
ADVISORY

MARKETING &
OPINION
RESEARCH

● Employee Handbook -

Practices & Policies

● Company-Employee 

Communications

● Succession Planning

● Workplace Conflict Resolution

● Job Evaluation

● Candidate Search & Selection

● Executive Recruitment

● Interviewing Consultancy

● Interviewing & Onboarding Processes

● Recruitment Campaign Management

● Employer Branding

● Assessment Centres

● Psychometric & Skill Assessments

● Recruitment Process Outsourcing

● Employment License Administration

● Temping

● Short Professional Development 

Programmes 

● CIM, ILM & MISCO Accredited 

Qualifications (MQF Level 3 - MQF Level 6)

● Customised Training Programmes

● Management & Leadership Training

● Marketing Training

● Executive One-to-One Coaching

● Training Needs Analysis & Skills Audit

● Development of Training Material

● Evaluation of Training Programmes

● Workshops

● Organisation Assessment & Restructuring

● Family Business Planning & 

Relationship Management

● Marketing Audit

● Marketing Strategy

● Corporate Governance

● Change Management

● Quality Management & ISO 

Consultancy

● EU Funding Consultancy

● Business Plan Writing & Forecasting 

● Business & Project Risk Appraisal

● Customer Research

● Business-to-Business Research

● Brand Awareness, Usage & Perception

● Customer Experience & Satisfaction

(Mystery Shopping)

● Products / Services Usage & Attributes

● Employee Engagement

● Ad / Concept Testing

● Customer Profiling

● Market Share (Retail Audit)

● Social Research 

● Opinion Polls

● Data Analysis
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