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This study builds onto a well balanced middle-European scope

of participants

Scope and objectives

Scope of participants [%]

Czech Republic

Croatia

Hungary

Austria
n=235

Objectives of study

>

The so called "war for talents" has started in
the CEE countries as well. Attracting,
identifying, developing and binding high
potentials is therefore becoming an
increasingly important factor of differentiation
and business success in CEE

As talent management is becoming more
important, Roland Berger wanted to receive a
first-hand understanding about it

Survey participants comprise members of our
Corporate Strategy Circle in Austria, Croatia,
the Czech Republic and Hungary
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The members of the Roland Berger Corporate Strategy Circle

in CEE were interviewed for this study

Roland Berger Corporate Strategy Circle

> Founded in 2006 as a think tank and forum for
networking , with a clear middle European
focus

- ] > Participants are corporate strategists and
| £ tegy Circle developers of major companies

/

> The involved countries comprise Austria,
Croatia, the Czech Republic and Hungary

> The objective is to discuss topics of strategic

relevance which have a major impact on
companies’ strategies
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Key findings (1/2)

> High potential recruiting is running at a medium level of easiness currently and is
expected to become even slightly easier in the near future

> While all the classical instruments are used for recruiting (such as ads and
partnerships with universities, etc.) the most promising instrument are personal
networks and recommendations as well as head hunting support. Cooperation
with international business schools do not play an important role yet

> The quality of applicants is assessed to be rather high, international experience
Is the weakest point

> Employers have a rather good understanding of market levels for salaries and
social benefits, however, salary expectations of high potentials are rather too
high
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Key findings (2/2)

> High potential applicants are rather willing to work long and to travel

> Employers take mostly (67.7%) care of their high potentials in form of a well
defined high potential program. While mentoring and trainings are common in
such programs, international staff exchange is comparably low

> The loyalty of the high potentials towards the own company is expected to
decrease to a long time low in the near future
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High potential recruiting seems to become harder in the future

Easiness to recruit the needed number of high potentials

> In the past, talents seemed to

In the past three years be more available

> Currently, recruiting processes
are well set up and working with
"normal” results

> In the near future recruiting is

In the next three years expected to get really tough

1= Very difficult 5= Very easy
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A good personal network is crucial for recruiting success

Instruments used for attracting high potentials

Recruiting ads in business

: 3.53
papers and magazines
Partnerships with universities 3.40

Participation on recruiting 2.90
fares and events |

Own recruiting events 2.64

Cooperation with an international

business school (e.g. MBA program) 2.26

Others 3.58

1=Never 5=0ften
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The quality of applicants is rather high

Quality of applicants

Comments

|
Professional knowledge | 3.56 > Rather high quality

|

|
Passion for the job i 3.53 > International experience is

i weakest point
Language skills | 3.46 >

i > Professional knowledge,
Social skills 13,37 passion for the job and

| language skills almost equally

_ _ ! on top

International experience 2'78.

A

@3.34

1=Verylow 5=Veryhigh
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Employers confirm to have a quite good understanding on

salary and benefit levels

Talking about the market environment, how do you describe the...

Comments

... clarity over expected and 3.29

needed social benefits > HR departments (i.e.

... clarity on salary levels responsibles for recruiting) have
from employers side 3.16 build up enough knowledge on

the job market
... others 2.50
} > Insecurities exist especially on
soft factors like work-life
balance and irregularities in the
markets

1= Completely unclear 5= Very clear
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Salary expectations of high potentials in CEE are high

Difficulties which occur during the recruiting process

. Comments
Salary level expectations
are for high potentials 3.80 . .
are too high > Working long times and
willingness to travel are no
Other social problems
: : 2.96
benefit expectations
} > Social benefit expectations are
No or low willingness medium
2.61
to travel ,
> Salary expectations are
_ assessed to be too high
Expected working 935

time is too long

1= Never happens 5= Happens very often

Source: Roland Berger Corporate Strategy Circle Snapshot Survey, May 2008 VIE-95807-9870-001-024 Talent Managment in CEE.pptx | 14



Strategy Consultants

Two thirds of CEE companies have already started a specific

high potential program

Difficulties which occur during the recruiting process

Scope of the National
program
48%
No = 32.3%
28%
i CEE wide

International

Components Specific education program 88.5%
Yes | 67.7%
Mentoring/Coaching system 73.1%
Clearlyldeflned 1 65.3%
= evaluation system")
Do you have International staff exchange 0
= . , 50.0%
a specific high . over a certain period
potential program Objective to develop the 50.0%
in your company? N person into a manager '
y ' International staff exchange o
) : 34.6%
on a meeting basis

1) On who can join
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Measures to increase the loyalty of the high potentials will

become important in the next years

Loyalty of your high potentials

In the past three years 3.0
Currently 3.4
. Loyalty is expected to decline to the
lowest level in a six year period
In the next three years 2.9

1=Verylow 5=Veryhigh
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Please contact us
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Study authors

Dr. Vladimir Preveden

Managing Partner Croatia
and South Eastern Europe

Mag. Matthias Sturm
Marketing and PR-Advisor

Trg bana Jelacica 5 | 10000 Zagreb | Croatia
Phone +385 14804-801
Fax +385 1 4804-880

vladimir_preveden@hr.rolandberger.com

Freyung 3/2/10 | 1010 Wien | Austria
Phone +43 1 53602-110
Fax +43 1 53602-600

matthias_sturm@at.rolandberger.com
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Impact.
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