Kienbaum®

» HR Climate Index Central and
Eastern Europe 2011

The economy of HR work



HR Climate Index Central and Eastern Europe 2011

Table of Contents

HR in Central and Eastern Europe 2011 — Under the Banner of RECOVETY ..........ccoviiiirinicceccee e 3
THe State Of BUSINESSES .......cveeiieieieieieieie ettt e et e e e st s et et e st e s e s e s esnnenas 4
Developments WIthin HR ..ottt e s b et S
POSIIONING OF HR ..ottt bbb s a s e et ss s s et s s s s s e 6
PriOrties Of HR N 20171 ..ottt et ettt en e 7

Priorities of HR in 2011 and a Comparison t0 Previous YEars .........coveieiiiiiiiieisisse e 7

Priorities of HR in 2011 — Comparing INAUSIIES .........c.c.iiiriiiiiiricceese e 8
Priorities for Optimized HR N 20711 .......ooeeeeeeeeeeeee e 10

Priorities for Optimized HR 2011 and a Comparison to Previous YEars ............ccoceeernnineesnnnneceesseenas 10

Priorities for Optimized HR 2011 — Comparing INAUSEHES ... 11
Sales — ComMPANSON DY COUNIY ........cuiuiiiiireieieis ettt bbbttt 13
Workforce — Comparison BY COUNTIY ......c.ciiiiiiiicicics ettt bbb 14
HR Headcount — Comparison DY COUNIIY .........cceiriiieieiceeeieis st 15
HR Budget — Comparison DY COUNTIY .......cuiiiieiriice bbb 16
HR Priorities — Comparison BY COUNTIY........c.cucuiuciciiicccieeeee et 17
ADOUL TNE STUAY ... bbbttt 18
FACt SNEET GEIMEANY ... bbbt bbbttt 19
FACE SNEET AUSTIIA. ... vttt 20
FaCt SNEET SWILZEIIANG ..ottt 21
FACE SNEET BUIGATIA ... bbbttt 22
FACE SNEET CrOGLIA ... ..ttt 23
(01O Lo Y= (0] 4 4T PSSR 24
FACE SNEEE RUSSIA .....cvcviiieiiii ettt s s ettt e ettt s s nee 25
FACt SNEEL HUNGAIY .....oovieiii ettt b b b e n st s et s st nene 26
Kienbaum — Your COmMPEtENt PAMNET ...........coceiiiieeer s 27

- Q
© Copyright 2011 2 Klenbaum



HR Climate Index Central and Eastern Europe 2011

HR in Central and Eastern Europe 2011 — Under the Banner of
Recovery

The “economy” of HR work in 2011 in most Central and Eastern European countries will take place in a period of
continuing economic recovery — and consequently, it will face increasing demands to ensure the supply of personnel
resources.

In sum, the economic outlook for most of the countries participating in this study is positive: About two thirds
anticipate growing sales and significantly higher profitability. Above all, almost a third of the Eastern European
respondents expect strongly increasing sales, with particularly obvious increases in Russia. Furthermore, most of the
participants anticipate a growing workforce — especially in Central Europe. Compared to 2010, the outlook for
economic data is altogether even more promising.

These expectations produce a specific set of new priorities for HR work: In view of the anticipated increase in
workforce numbers, recruitment will be the most important theme in both regions. However, there is a wider spread
among the other top priorities identified: While in Germany/Austria/Switzerland, the improvement in leadership and
management quality and employer attractiveness will be dominant in 2011, the Eastern European participants report
a stronger focus on performance management / MbO as well as on compensation and bengfits.

When breaking down the results by sectors of industry, it becomes apparent that the financial sector is still coping
with the aftershocks of the crisis in 2009, especially in Central Europe: By contrast to other sectors, the financial
industry concentrates on the topics of compensation and benefits as well as change management. Interestingly,
while the Eastern Europe financial sector also differs in its priorities from the other industries in the region, it presents
a distinctly different focus than its counterpart in Central Europe. The headline topic for Eastern Europe’s financial
sector increasingly revolves around leadership and management quality and talent management.

Given the mostly very positive expectations about sales, profitability, and — in particular — workforce numbers, the
results of this study suggest that the demands HR has to face in terms of recruitment, development, and retention will
intensify in 2011. As core processes, these tasks represent — in particular against the background of the
demographic change in many European and in particular Eastern European countries - the biggest challenge and,
by extension, the most important contribution of HR to corporate growth. However, in sum, the findings imply rather
limited expectations concerning the resources of HR and its strategic impact:

- Although respondents from Russia and Hungary in particular do expect some positive developments in their
HR staff, 70% of respondents in Central and 80% in Eastern Europe await no changes in their HR
headcount. Furthermore, almost half of the participants in both regions expect unchanged HR Budgets.

- Half of participants in both regions of Europe report a rather weak perception of HR as a business partner
among management, and about 60% in both regions report an at most 40% involvement of HR in strategic
corporate projects and initiatives.

- Overall, the perception of HR is weaker in Eastern Europe than in Central Europe.

This stagnation in HR resources and the lack of integration of HR in the organizational strategy raise some doubts
concerning HR's ability to meet the increasing demands to support business growth and deliver HR Excellence.
Berlin, March 2011

Paul Kotter
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The State of Businesses

Sales

Sales increased in both regions in a majority of cases
in 2010. This trend is continued and reinforced in
2011 - although with some noticeable differences:
About 70-75% of the participants in both regions
expect increasing sales. However, the number of
Eastern European organizations expecting growth
rates of more than 5% is 13 percentage points higher
than in Germany, Austria, and Switzerland.

Profitability

Compared to 2010, profitabilty is on an upward trend:
In both regions, 65% resp. 67% of respondents
anticipate growing profits, while the intensity of the
expected growth is again significantly higher in
Eastern Europe.

Market Share

The positive trend above is reflected in the
expectations of the respondents about their market
share. More than half of participants expect market
share to increase — compared to 2010, this is an
increase of approximately 14 resp. 19 percentage
points. Again compared to Germany, Austria and
Switzerland, more organizations in Eastern Europe
expect this increase to be higher than 5%.

Workforce

While more organizations in Germany, Austria and
Switzerland than in Eastern Europe increased their
staff in 2010, every second participant in both regions
anticipates  (strong) growth in their personnel
capacities for 2011. However, these results seem not
to mirror the expectations concerning the above facts,
since more organizations in Germany, Austria and
Switzerland than in Eastern Europe prepare for an
increase in their staff numbers.
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Developments within HR

Impact of HR

The majority of the respondents in both areas
anticipate the impact of HR within their company to
remain stable. 42% resp. 33% expect an even
increasing relevance for 2011. However, nearly 10%
of the participants in Eastern Europe foresee a
decrease in this influence.

HR Budget

Only few differences occur between Germany, Austria
and Switzerland and Eastern Europe with regard to
the HR Budget: While the amount of respondents
expecting an increasing budget grows by
approximately 10 percentage points compared to
2010, the majority anticipates unchanged financial
resources of HR for 2011.

HR Headcount

The relative stagnation in HR resources becomes
more obvious in the estimations of the participants
about the personnel in HR. Nearly unaltered since the
previous year, 70% resp. 80 % expect an unchanged
employee pool in HR for 2011. Similar to the
estimations regarding the development of the
workforce in general, these results do not reflect the
positive expectations in sales or profitability —
especially in Eastern Europe.
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Positioning of HR

HR as Business Partner

The reported perception of HR as a business partner
tends to be split in both regions. However, on closer
inspection, it becomes obvious that in Eastern Europe
approximately 60% describe the perception of HR as
a business partner by management as rather weak —
i.e. nearly 10 percentage points higher than in
Germany, Austria, and Switzerland.

Involvement of HR in Strategic
Projects and Initiatives

This split result above is further mirrored by the fact
that the majority of respondents in both regions
describe the involvement of HR in strategic aspects
as rather low. Approximately 60% in Germany,
Austria, and Switzerland as well as in Eastern Europe
rank the inclusion of HR in strategic projects and
initiatives at 40% or less.

Line Management of HR

In Germany, Austria, and Switzerland, the HR
department is represented at the first two
management levels in more than nine out of ten
cases. Although generally similar to this result, the
number of respondents from Eastern Europe who
place HR at the second level or another level is
approximately 10 percentage points higher than in
the Germany, Austria, and Switzerland region.
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Priorities of HR in 2011

Priorities of HR in 2011 and a Comparison to Previous Years

Regarding priorities, the respondents in Germany, Austria, and Switzerland named recruitment, an increase in
leadership and management quality, and employer attractiveness as particularly dominant fields for HR in 2011. In
Eastern Europe, the respondents expect a greater focus on recruitment, performance management / MbO, and
compensation and benefits. The biggest differences between the two regions occur in the greater dominance of the
topics of performance management / MbO, recruitment, increasing the staffing quality of top and key positions, and

workforce motivation and engagement management.

Recruitment
Increasing leadership- and management quality
Employer attractiveness
Talent Management
Training and Qualification
Compensation and Benefits
Workforce structure (Demography) 1,0
Change Management
Strategic HR Planning 3,8
Succession Planning/ Management 2,9

Performance Management / MbO

HR Marketing 19 42

Skill and Competence Management 3'94 3

Increasing the staffing quality of top- and key positions 3,5

Workforce motivation and Engagement Management 3,0

Personnel accounting and analysis 14 23

Diversity Management 1,2 21
HR Administration 2 3,8
Flexibility of personnel placement 0,7 L7
Support for the individual work-life-balance 0,0 13
Flexibility of workforce ” 2,2
Outplacement 0,5
HR Benchmarking ! 2,2

Social policy and corporate pension plan 0,2

Employee mobility o5

m Germ./Aust./Switz.

9,6

13,7
9,0
55
7,9
53
7,5
6,5
7,0
7,4
5,8
7,9
5,2
5,1
53
5,0
5,0
9,8
6,5
55

[Three response options: data in % of all responses]

Eastern Europe
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Priorities of HR in 2011 — Comparing Industries

Germany, Austria, and Switzerland

With regard to HR priorities, comparing the results between key sectors of the industry produces the following
picture:

- While three out of four sectors have recruitment as the headline topic for HR for 2011, the respondents from
the financial sector place the focus of their industry particularly on compensation and benefits, change
management, and increasing leadership and management quality.

- Besides recruitment, the services sector will place the emphasis on talent management and employer
attractiveness.

- Both the trade / sales and the manufacturing sector name a need for action not just in recruitment, but also in
the improvement of leadership and management quality. However, participants of the trade / sales industry
see training and qualification as a third important topic, while respondents from the manufacturing sector
focus more on employer attractiveness.

9,4
Recruitment 2,6 112
10,6 ”

8,4
Talent Management 4,9 8
7,8

8,2
8,0

i " ¢
Employer attractiveness 6,3

Increasing leadership- and management quality — 11,2

i : 6,8

Strategic HR Planning 6 3,5

2 4,8

. . 6,6

Training and Qualification 49 93
71 g

59
6,1
5,9

Workforce structure (Demography)

HR Marketing /8
26 37

5,2
Change Management 4,9 11,2

Compensation and Benefits 6.7 133

44
43

Skill and Competence Management 28 3,4

Succession Planning/ Management — 45

6,9
Increasing the staffing quality of top- and key positions 8 49
Workforce motivation and Engagement Management 56
Personnel accounting and analysis
Performance Management / MbO 2 6 75
5,4 ’
Support for the individual work-life-balance
HR Administration

Diversity Management

Flexibility of personnel placement

Outplacement
HR-Benchmarking
Employee mobility

Flexibility of workforce

[Three response options: data in % of all responses]
Social policy and corporate pension plan

W Services ® Finance m Trading/ Sales Manufacturing
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Priorities of HR in 2011 — Comparing Industries

Eastern Europe

For Eastern Europe, the comparison of the HR priorities results in a slightly different picture:

- Again, recruitment is the major topic in HR for 2011 in three out of four sectors, although respondents from
the financial sector put the focus more on increasing leadership and management quality as well as on talent
management and recruitment.

- Besides recruitment, both the service sector and the manufacturing sector will put an emphasis on the topics
of performance management and compensation and benefits.

- While recruitment and performance management will also be a focal point for HR in the trade / sales sector,
respondents from this branch of industry also report a focus on training and qualification.

R it " 13,7
ecruitmen
Y 15,6
27 13,0
Performance Management / MbO 92
9,4
. y 9,2
Compensation and Benefits =t 73 g5
) ) . . 7,6
Increasing the staffing quality of top-and key positions | s 7 3
i )
6,1
Increasing leadership- and management quality 8 17,8
6,1
Employer attractiveness 55 6,7
i ,
. P 6,1
Training and Qualification = 12,8
R — 5,3
Workforce motivation and Engagement Management 06,4
i i -, 4.6
Strategic HR Planning 37
3,47
4,6
HR Administration 3 4,4
2 43
Change Management -y 6.4
’76,8
. ; 38
Succession Planning/ Management 0,9 43
" 8 4,
Skill and Competence Management 6 51
Talent Management T4 111
4 76,8
o IEEE—— )3
Flexibility of workforce 0 51
23
HR-Benchmarking 1,822
1,7
HR Marketing 44
| 0,9 26
0,8
Workforce structure (Demography) 1,8
. . 1 0,8
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T 0,8
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Y ity
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. ) 0
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Priorities for Optimized HR in 2011

Priorities for Optimized HR 2011 and a Comparison to Previous Years

In both regions, the participants view the optimization of HR processes as the best way to optimize HR in general.
However, while the training and qualification of HR staff and an increase in internal customer satisfaction are further
predominant topics in Germany, Austria, and Switzerland, respondents in Eastern Europe report different starting
points. Besides the optimization of HR processes, they seem to struggle especially with internal communications and
with measuring the added value of HR (e.g. by HR ratios, KPIs).

N 22,4
Optimisation of HR processes

-
N
[N]

Training and qualification of HR staff

Nl
)

[N
[
[N]

Increasing internal customer satisfaction

Rl
3]

©
)

Internationalization of HR Management

w
)}
©
[

Internal communications

N
~

Increasing the IT-/eHR -implementation level (MSS, ESS)

R4
w

Increasing the added value by HR ratios/ KPIs 110
. : o [ e
Providing transparancy of the HR service portfolio 3
ation | 54
HR Organization
6,2
Reducing the costs of the HR department 43
ishi ; [ RE
Establishing Shared-Service-Center 24
2,0
Implementation of a human capital management approach - 64
. 0,6
HR Outsourcing 43 [Three response options: data in % of all responses]
m Germ./Aust./Switz. Eastern Europe
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Priorities for Optimized HR 2011 — Comparing Industries

Germany, Austria, and Switzerland

Comparing the main ways to optimize HR reported by the participants in the surveyed sectors, only few differences
can be identified. In unison, the respondents see the optimization of HR processes as the key to more professional
HR. The services and the financial sector view the training and qualification of HR staff and the improvement of
internal customer satisfaction as further starting points. While respondents from the trade / sales sector will also
focus on topics such as the improvement of the internal customer satisfaction and the training of HR staff, the main
themes in the manufacturing sector seem to be the internationalization of HR management and the qualification of its
personnel.

22,2
Optimisation of HR processes 21,7
22,8

11,8
Training and qualification of HR staff 122
122

11,8
- . . 10,7
Increasing internal customer satisfaction 129

9,6

6,8
Internationalization of HR Management 64 9,9
13,0

7,0

Internal communications 8.6 95

10,1

7,2
Increasing the IT-/eHR -implementation level (MSS, ESS) 72
7,6

8,7
Increasing the added value by HR ratios/ KPIs 5 2'7

7.3

8,9

Providing transparancy of the HR service portfolio 79 87

HR Organization 34

Reducing the costs of the HR department

Establishing Shared-Service-Center 42

Implementation of a human capital management approach

HR Outsourcin| . .
e 0,4 [Three response options: data in % of all responses]

B Services = Finance m Trading/ Sales Manufacturing
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Priorities for Optimized HR 2011 — Comparing Industries

Eastern Europe

Some similarities between the respondents in Germany, Austria, and Switzerland and the participating organizations
in Eastern Europe are visible: Two out of four sectors, namely finance and manufacturing describe the optimization of
HR as a top topic for the improvement of HR work. However, while the improvement of internal customer satisfaction,
internal communications, the measuring of the added value of HR, and the training of the HR staff seem to dominate
in the financial sector, internal communications and the qualification of HR personnel are described as ways to
develop the HR department in the manufacturing sector.
Within the service sector and the trade / sales sector, the primary factor for improving HR work is seen in advancing
internal communication, the optimization of HR processes, and the improvement of internal customer satisfaction.

Internal communications

Optimisation of HR processes

Increasing internal customer satisfaction

Increasing the added value by HR ratios/ KPIs

Training and qualification of HR staff

Implementation of a human capital management approach

Increasing the IT-/eHR -implementation level (MSS, ESS)

Providing transparancy of the HR service portfolio

Reducing the costs of the HR department

Internationalization of HR Management

Establishing Shared-Service-Center

4,4

4,4
3,6
43

4,3

3,6

3.8
3,6

3,8

4,5
4,3

23
4,4

1,5

0,9
4,3

= Finance

11,1

10,7
10,8

9,2
11,1

8,6

8,4
11,1
9,9
10,3

7,6

9,0

® Trading/ Sales

18,3

18,0
13,8

16,8
15,6
14,4
18,1

13,3

15,3

[Three response options: data in % of all responses]

Manufacturing
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Sales — Comparison by Country

The results for sales expectations make the recovery of the economy obvious in most of the countries taking part in
the survey. While Russia, Croatia, and Switzerland in particular show a significant increase in their sales

expectations, Romania and Hungary are more cautious in their forecasts.

Germany

Austria

Switzerland

Bulgaria

Croatia

Romania

Russia

Hungary

2011 (expected)

2010

2011 (expected)

2010

2011 (expected)

2010

2011 (expected)

2010

2011 (expected)

2010

2011 (expected)

2010

2011 (expected)

2010

2011 (expected)

2010

m strongly increasing (more than 5%)

01

10

13

18

57

19

42

23

37

54

60

17

51 42

50

10

10

30

10

10

40
40

70

20

60

20
36

25

222

21

79

29

71

35

22

39
22

m increasing (up to 5%) ® approx. constant

decreasing (up to 5%)

strongly decreasing (more than 5%)
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Workforce — Comparison by Country

Compared to sales anticipations, the results for the anticipated development regarding the workforce are slightly
more cautious. While respondents from Russia, Switzerland, and Germany especially show positive expectations,
many organizations in almost every participating country expect an unchanged workforce for 2011 — in particular in

Austria, Bulgaria, Croatia, and Romania.

2011 (expected) 44

Germany
2010 s 37

2011 (expected) 5 & 48
Austria

2010 8 37
10

2011 (expected) 2 9 54
Switzerland
2010 40
13
2011 (expected) 40

Bulgaria

2010
p 5

2011 (expected) |y s 50

Croatia

2010

2011 (expected) 41

Romania

36

21

70

2011 (expected)

Russia

79

2011 (expected) 30

Hungary

5 39

W strongly increasing (more than 5%) W increasing (up to 5%) M approx. constant decreasing (up to 5%)

71

strongly decreasing (more than 5%)
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HR Headcount — Comparison by Country

The stagnation of the workforce within the companies becomes especially apparent in the findings regarding the HR
headcount. The majority of participants anticipate an unchanged workforce within their HR department in 2011. Only

in Russia and - in contrast to their cautious sales expectations — in Hungary do the participants expect a stronger

growth of the HR staff.

2011 (expected)

Germany

2011 (expected)
Austria

2011 (expected)
Switzerland
2010

2011 (expected)

68

67

77

85

75

60

Bulgaria
2010

10

90

70

2011 (expected)

Croatia 0
2010

100

2011 (expected)
Romania

2011 (expected)
Russia

2011 (expected)
Hungary

100

82

75

21

71

65

M strongly increasing (more than 5%)

W increasing (up to 5%)

W approx. constant

65

decreasing (up to 5%) strongly decreasing (more than 5%)
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HR Budget — Comparison by Country

Although largely stable, the anticipations of the participants for the HR budget seem to be slightly more positive:
Respondents from Russia, Hungary, Austria, Germany, and Switzerland in particular expect increasing HR budgets.

2011 (expected) =) 55
Germany
58
2011 (expected) £ 61
Austria
62
2011 (expected) 27 56
Switzerland
60
2011 (expected) 60
Bulgaria ;
2010 % 80
0
— 10
2011 (expected) 0 90
Croatia — 10
2010 0 90
2011 (expected) 2 54
Romania
2011 (expected) 57
Russia
57
2011 (expected) 43
Hungary
13
7 52
m strongly increasing (more than 5%) m increasing (up to 5%) ® approx. constant decreasing (up to 5%) strongly decreasing (more than 5%)
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HR Priorities — Comparison by Country

According to the respondents, the dominant field for HR in 2011 in all participating countries will be the recruitment of
new staff members. Furthermore, the improvement of leadership and management quality as well as employer
attractiveness will be priorities in HR in Germany, Austria, and Switzerland especially. At the same time,
compensation and benefits, performance management / MbO, and employer attractiveness will be leading topics for
the countries in Eastern Europe, such as Bulgaria, Croatia, Romania, and Russia in particular.

23 11,2
Recruitment 6,7 ! 14,3
14,1
13,3 18,5
| ———————— 9 A
b 9,3
Increasing leadership- and management quality
33 8,2
Employer attractiveness
14,8
| ——— 7 8
8,5
Talent Management
™ 14,8
Performance Management / MbO 6,7 143
10,5 ,
Compensation and Benefits 6,7 143
o 11,1
13,1
Training and Qualification
9,8
Workforce motivation and Engagement Management
10,0
9,3
Change Management
10,0
Succession Planning/ Management 71 133
W Germany Austria m Switzerland Bulgaria Croatia Romania Russia Hungary
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About the Study

Kienbaum has been publishing the HR Climate Index since 2006. It is released within the first quarter of every year
and reflects the economic expectations for HR. Its primary purpose is to make the positioning of HR within
businesses transparent. Additionally, it is designed to anticipate and to document developing trends in HR in the
future.

Sample

In total, 713 companies participated in the survey. The largest contingent was from Germany, Austria, and
Switzerland (76.3%). Participants from Eastern Europe (Bulgaria, Croatia, the Czech Republic, Hungary, Romania,
Russia, Slovakia) represented 23.7% of the sample.

Participants (in %)

23,7

Germ./Aust./Switz.

Eastern Europe

76,3

Regarding the participating industries, the sample is made up as follows:

Most participants came from the manufacturing industry (35%), followed by respondents from service sector (30.3%),
trade / sales sector (20.0%), and the financial sector (10.4%).

Industry sectors (in %)

Manufacturing
350 W Trading/ Sales
30,3 ‘

Finance

Services
]
10,4 . Others
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Fact Sheet Germany*

For Germany, three quarters of respondents
expect an increase in sales for 2011 — compared
to 2010, this represents a small plus of four
percentage points. Furthermore, more than half
of German participants expect an increase in
their personnel.

Sales (in %)

57
42

29
18 19 18

7
T - T T T

Workforce (in %)
14 13

37 44
31 30
13 10
6
1 _
T T T T

strongly decreasing approx. increasing strongly
decreasing (upto5%) constant (upto5%) increasing
(morethan (more than
5%) 5%)

strongly decreasing approx. increasing strongly
decreasing (upto5%) constant (upto5%) increasing
(morethan (more than
5%) 5%)

Though the positive expectations regarding sales
and staff would suggest a growth of HR
personnel, two thirds of respondents in Germany
anticipate an only approximately constant HR
workforce. However, the financial resources in
HR seem to increase by a small amount in 2011.

HR Headcount (in %)
67 68
13 99 17 18

strongly decreasing approx. increasing strongly
decreasing (upto5%) constant (upto5%) increasing
(morethan (morethan
5%) 5%)

HR Budget (in %)

58 55

29
23
12
12 9 I 6 6
— : -

strongly decreasing approx. increasing strongly
decreasing (upto5%) constant (upto5%) increasing
(morethan (more than
5%) 5%)

Nearly half of German participants report that HR
in their company is perceived strongly as a
business partner. By contrast to this rather
strong perception, the participants record a more
diversified range of involvement in strategic
projects and initiatives. More than 50% report an
involvement of 40% or less.

HR as Business Partner (in %)

41
35
11
7
5
1

notatall verylittle little  notvery strongly very

HR in Strat. Projects / Initiatives (in %)

29
25
21
19
5
;_IJ_I_I_l

0% 20% 40% 60% 80% 100%

strongly strongly

For Germany, the participants estimated that the Priorities in HR (in %) Ways to Optimize HR (in %)
improvement of leadership and management
qua"tyv recrunmentz emp_loyer t?randing, and Increasing leadership- _94 Optimization of HR _ 231
talent management in particular will be the most | and management quality ’ processes '
important topics in HR for 2011. : 1

Training and qualification
The optimization of HR processes, training of HR cerumen of HR staff I
staff, and improvement of internal customer : 1
satisfaction, but also the internationalization of Employer attractiveness _ . Increasing internal - 11
HR management are suitable ways to optimize ' customer satistaction
their HR from the point of view of the German 1 T

Internationalization of HR
reSpondentS. Talent Management 7,8 Management F 10,2

_
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Fact Sheet Austria*

The majority of respondents from Austria expect
increasing sales, although the amount of
participants expecting a strong increase
decreases by about 8 percentage points
compared to 2010. However, only approximately
half of respondents anticipate an increase in their
workforce (44.3%).

Sales (in %) Workforce (in %)
54 48
37 37 34
29 28
23 22
15 14
9 10 10 1. 10
1 0 0

strongly decreasing approx. increasing strongly strongly decreasing approx. increasing strongly

decreasing (upto5%) constant (upto5%) increasing

decreasing (upto5%) constant (upto5%) increasing

(morethan (morethan (morethan (more than
5%) 5%) 5%) 5%)
Although sales expectations are increasing in HR Headcount (in %) HR Budget (in %)
Austria, the resources for HR remain mostly 851 77 62 61
constant. Only 18.5% of Austrian participants
anticipate an increasing HR headcount, but, after >
all, 38% do expect an increase in their HR . 2
budgets in 2011. . s s 6 - - s .

approx. increasing strongly

decreasing (upto5%) constant (upto5%) increasing

(morethan (morethan
5%) 5%)

strongly decreasing

strongly decreasing approx. increasing strongly
decreasing (upto5%) constant (upto5%) increasing
(morethan (morethan
5%) 5%)

The Austrian participants reported an intensive
perception of HR as a business partner within
their organizations - more than half of them
described it as strong or as very strong.
However, this is not reflected entirely in the
involvement of HR in strategic projects, which
even decreases compared to 2011. The amount
of people expecting an involvement of 60% or
higher has decreased about 6 percentage points
since 2010.

HR as Business Partner (in %)

51

23

10

HR in Strat. Projects / Initiatives (in %)

30
28

20

13

notatall verylittle little  notvery strongly very

strongly strongly

0% 20% 40% 60% 80% 100%

In Austria, the respondents expect that training
and qualification as well as recruitment, followed
by the improvement of leadership and
management quality and employer attractiveness
will be the most important themes in HR in 2011.

Besides the training and qualification of HR staff
and the improvement of internal customer
satisfaction, they also point out that the
optimizaton of HR processes and the
improvement of internal communications are the
most crucial starting points for optimizing HR.

Priorities in HR (in %)
Training and Qualification 13,1
Recruitment 11,2

Increasing leadership-

and management quality 65

Employer attractiveness 6,5

Ways to Optimize HR (in %)

Optimization of HR

processes 215

Internal communications 12,7

Increasing internal

customer satisfaction 1,7

Training and qualification

of HR staff 93
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Fact Sheet Switzerland*

Almost three quarters of the Swiss participants
await an increase in their sales in 2011.
Furthermore, more than 60% expect a growth in
their workforce.

Sales (in %)
60
42

19
1310 10

GZ,II 2

Workforce (in %)

13
2

strongly decreasing approx. increasing strongly
decreasing (upto5%) constant (upto5%) increasing

strongly decreasing approx. increasing strongly
decreasing (upto5%) constant (upto5%) increasing

(morethan (morethan (morethan (more than

5%) 5%) 5%) 5%)
While almost 75% of Swiss respondents HR Headcount (in %) HR Budget (in %)
anticipate a rather unchanged headcount in HR, ol 60 56
more than a quarter of these participants expect
an increase in the financial resources of HR in
2011, a finding similar to Austria and Germany. 23 s

10 10
® H . 00 22 I

strongly decreasing approx. increasing strongly
decreasing (upto5%) constant (upto5%) increasing
(morethan (morethan
5%) 5%)

strongly decreasing approx. increasing strongly
decreasing (upto5%) constant (upto5%) increasing
(morethan (more than
5%) 5%)

While 56% of respondents in Switzerland state
that in their organizations HR is only seen
marginally as a business partner, 44% state the
opposite. Again, 60% of these participants point
out that the involvement of HR in strategic
projects and initiatives is 40% at most, a finding
that does not mirror the high perception of HR as
a business partner.

HR as Business Partner (in %)

little

not at all very little

notvery strongly  very
strongly strongly

HR in Strat. Projects / Initiatives (in %)

29
25

17
15

0% 20% 40% 60% 80% 100%

The Swiss participants point out that recruitment,
the advancement of leadership and management
quality as well as the management of change
and talents will dominate HR in 2011.

The primary ways to optimize the HR are seen in
the optimization of HR processes and the
training and qualification of HR staff, but also in
the improvement of internal customer satisfaction
and internal communications.

Priorities in HR (in %)

Increasing leadership-
- 9,3
and management qualitiy

Change Management

Talent Management

Ways to Optimize HR (in %)

Optimization of HR
processes

Training and qualification
of HR staff

Increasing internal
customer satisfaction

Internal communications F 9,8
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Fact Sheet Bulgaria*

The expectations about sales for 2011 among
respondents from  Bulgaria are rather
heterogeneous: While 60% expect an increase in
their sales — a growth of ten percentage points
compared to 2010 — 30% anticipate a decrease
in sales. This may explain the rather restrained
outiook for workforce developments: 70% of
respondents predict a stable or decreasing
workforce.

Sales (in %) Workforce (in %)
50 60
40 40
40
30
30 30
20
10 10 10 10 10 10
00 00 0
strongly decreasing approx. increasing strongly strongly decreasing approx. increasing strongly

decreasing (up to 5%)

constant (upto5%) increasing

decreasing (upto5%) constant (upto5%) increasing

(morethan (morethan (morethan (more than
5%) 5%) 5%) 5%)
This restrained tendency continues in the results HR Headcount (in %) HR Budget (in %)
regarding HR headcounts and budgets. While % 80
almost all participants do not expect an increase ° 60
in the former, 80% forecast an unchanged or
even decreasing budget in HR. 30 20 20 20
10
00 00 00 00 0 00
strongly decreasing approx. increasing strongly strongly decreasing approx. increasing strongly

decreasing (up to 5%)
(morethan
5%)

constant (upto5%) increasing

(morethan
5%)

decreasing (upto5%) constant (upto5%) increasing
(morethan
5%)

(morethan
5%)

The statements concerning the perception of HR
as a business partner are mixed. Half of

HR as Business Partner (in %)

HR in Strat. Projects / Initiatives (in %)

participants describe that their HR is seen s 5o 0
consistently as a business partner within the
company, while the other half saw this
perception at a less high-profile level. Rather in 20 20
line with the latter finding, 70% of the participants 10 10
describe the involvement of HR in strategic
projects/ initiatives at 40 % or less. 0 0 0 0 0
notatall verylittle little  notvery strongly very 0% 20% 40% 60% 80% 100%
strongly strongly
The special topics for HR in 2011 named by Priorities in HR (in %) Ways to Optimize HR (in %)
Bulgarian respondents were, above all, : .
succession planning / management: followed by Succession Planning/ 133 Optimization of HR 200
recruitment, performance management, and Management ’ processes '
compensation and benefits.
Increasing the added

. . Lo i Recruitment 6,7 value through HR ratios/ 20,0
Besides that, they view the optimization of HR KPis
processes, the growth of added value by HR B
ratios / KPIs, creating transparency in the HR o ormance 67 Providing transparency 200
service portfolio and the improvement of the portfolio
satisfaction of internal customers as primary
ways to enhance HR Compensation and 6.7 Increasing the internal

. Benefits ’ customer satisfaction 67
2010 2011 (expected) *1.4% of all participants
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Fact Sheet Croatia*

Sales expectations in Croatia seem to be
positive: 80% of Croatian respondents anticipate
an increase in sales for 2011, and 60% await a
growth in their workforce.

Sales (in %) Workforce (in %)
60,20 70
50
40
30
20 20
10 10 10 10
0 00 00 00 0

strongly decreasing approx. increasing strongly strongly decreasing approx. increasing strongly

decreasing (up to 5%)

constant (upto5%) increasing

decreasing (upto5%) constant (upto5%) increasing

(morethan (morethan (morethan (more than
5%) 5%) 5%) 5%)
However, nearly all of the respondents expect HR Headcount (in %) HR Budget (in %)
unchanging HR resources. All participants from 100 100 90 90
Croatia anticipate stable HR headcounts, while
most of them also expect the budget of HR to
remain the same. Only 10% foresee an increase
in HR budgets. 1010
00 00 00 00 00 00 0
strongly decreasing approx. increasing strongly strongly decreasing approx. increasing strongly

decreasing (up to 5%)
(morethan
5%)

constant (upto5%) increasing

(morethan
5%)

decreasing (upto5%) constant (upto5%) increasing
(morethan
5%)

(more than
5%)

According to the respondents, HR is not seen
very strongly as a business partner in Croatian

HR as Business Partner (in %)

HR in Strat. Projects / Initiatives (in %)

businesses — 70% describe this perception within 70 7
their company as having a lower intensity.
Correspondingly, 90% point out that their HR is
involved in strategic projects/ initiatives at 40% or
less.
10 10 10 10 10 10
0 0 0 0
notatall verylittle little  notvery strongly very 0% 20% 40% 60% 80% 100%
strongly strongly
For the participants in Croatia, recruitment, Priorities in HR (in %) Ways to Optimize HR (in %)
performance management, compensation and T 1
benefits.in particqlar, and - at some djstance - Recruitment 143 HR Organization 231
succession planning / management will be the
top topics in HR for 2011.
Performance 143 Internationalization of 154

. . . M t/ MbO 4 HR Management 4
Besides that, the organization of the HR sregemen
department, its international management as well

i : Ci ti d Optimization of HR

as the optimisation of HR processes and the o 143 orooussms 77
improvement of the added value by HR ratios/
KPI§ are seen as crucial for the optimization of ' _ Increasing the added
HRin general. Suc?\?lsasrzzgeprf:r:lmg/ 7,1 value thro;'g)TSHRratios/ 7,7
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Fact Sheet Romania*

For Romania, almost 70% of the participants
state that they anticipate a (strong) increase in
their sales. Furthermore, 45% expect for 2011 a
growth in their workforce.

Sales (in %)

2

strongly decreasing approx. increasing strongly
decreasing (upto5%) constant (upto5%) increasing

Workforce (in %)

19 I I 20 19
J l

strongly decreasing approx. increasing strongly
decreasing (upto5%) constant (upto5%) increasing

(morethan (morethan (morethan (morethan
5%) 5%) 5%) 5%)
While sales expectations are rising, the HR Headcount (in %) HR Budget (in %)
anticipations for HR’s personnel resources are 75 82 .
more restrained in Romania. More than 80%
expect the HR headcount to remain stable, 2
although more than a quarter of respondents 19 5 i
anticipate that the HR budget will grow in 2011. s, 10, 58 4, 6 ° I
~m SN . .

strongly decreasing approx. increasing strongly
decreasing (upto5%) constant (upto5%) increasing
(more than (more than
5%) 5%)

strongly decreasing approx. increasing strongly
decreasing (upto5%) constant (upto5%) increasing
(morethan (more than
5%) 5%)

The perception of HR as a business partner
within the organization is rather mixed among

HR as Business Partner (in %)

HR in Strat. Projects / Initiatives (in %)

Romanian participants: While 56% describe it as s 2 3l

not very strong or weaker, 44% picture it as

(very) strong. However, the involvement of HR in > 18

strategic projects/ initiatives is moderate. Almost

three quarters of respondents describe it at 40% 12 12 5 9 ,

or less. 6 6
notatall verylittle little  notvery strongly very 0% 20% 40% 60% 80% 100%

strongly strongly
Above all, recruitment will be the primary topic in Priorities in HR (in %) Ways to Optimize HR (in %)

HR for 2011 according to the Romanian survey
participants,  followed by  performance
management, training, and compensation and
benefits.

The most important starting points for optimizing
HR are seen in the improvement of internal
communications, the optimizaton of HR
processes as well as in the improvement of the
added value of HR by controlling tools such as
HR ratios / KPIs and in the advancement of the
satisfaction of internal HR customers.

Recruitment

Performance
Management/MbO

Training and
Qualification

Compensation and
Benefits

_
—
—
-

]

Internal communications 17,1

Optimization of HR
processes

Increasing the added

value through HR ratios/ - 11,7
KPIs
Increasing internal 10,9
customer satisfaction ’
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Fact Sheet Russia*

The expectations about sales in Russia are Sales (in %) Workforce (in %)
consistently positive: All participants expect a L7 . 79
more or less intensive increase in their sales.
This optimism is fully mirrored in the
expectations  about the  workforce: Al 2 911
respondents expect a growth in their staff levels. 7
00 00 00 00 00 0
strongly decreasing approx. increasing strongly strongly decreasing approx. increasing strongly
decreasing (upto5%) constant (upto5%) increasing decreasing (upto5%) constant (upto5%) increasing
(morethan (morethan (morethan (more than
5%) 5%) 5%) 5%)
The highly positive expectations about sales are HR Headcount (in %) HR Budget (in %)
not reflected in the anticipations about HR'’s 7171 57 57
personnel  resources: Around 70%  of 26 36
respondents in Russia anticipate an unchanged
HR headcount. Still, more than 40% expect 21
increasing HR budgets for 2011. v, 77
00 00 00 00
strongly decreasing approx. increasing strongly strongly decreasing approx. increasing strongly
decreasing (upto5%) constant (upto5%) increasing decreasing (upto5%) constant (upto5%) increasing
(morethan (morethan (morethan (morethan
5%) 5%) 5%) 5%)

The majority of Russian respondents describe
the perception of HR as a business partner in

HR as Business Partner (in %)

HR in Strat. Projects / Initiatives (in %)

their organization as rather weak; only 21 % see 57 >0
it as (very) intensive. This result is also reflected
in the rather limited involvement of HR in
strategic aspects. Almost 80% estimate this ”
ini i 0,
strategic integration of HR at 40% or less. " " 14
7 7 7 7
0 0
notatall verylittle little  notvery strongly very 0% 20% 40% 60% 80% 100%
strongly strongly
Given the expectations about sales and the Priorities in HR (in %) Ways to Optimize HR (in %)
workforce, the participants predict the major topic ] ;
for HR in 2011 to be recruitment. Furthermore, Recruitment &5 Optimization of HR st
talent management, employer attractiveness, processes '
and compensation and benefits will be crucial ]
. Tal . N
themes in HR. Man:geer;:ent 14,8 Increasing internal 154
customer satisfaction
Furthermore, the respondents describe the 1
optimization of HR processes, the improvement Employer 148 Internal
X X X attractiveness L 15,4
of internal customer satisfaction as well as communications
internal communications and HR organization as
: : ot H Compensation and
primary ways to optimize their HR. Batite 11 HR Organization s
2010 2011 (expected) *2.0% of all participants
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Fact Sheet Hungary*

On the one hand, a majority of almost two thirds
of participants from Hungary state that they
expect an increase in their sales in 2011. On the
other hand, 13% anticipate a drop in their
revenues. This somehow restrained outlook
about upcoming sales is reflected in the
expectations about the workforce. The majority
of 56% forecast an either stable or even
(strongly) decreasing workforce.

Sales (in %)

39
35
30
22
17
9
4
0
—_— : :

strongly decreasing approx. increasing strongly
decreasing (upto5%) constant (upto5%) increasing
(morethan (morethan

22 22

Workforce (in %)
39
30
26 26
22
17
13 13
9

strongly decreasing approx. increasing strongly
decreasing (upto5%) constant (upto5%) increasing
(morethan (more than

5%) 5%) 5%) 5%)
The anticipations about the resources of HR are HR Headcount (in %) HR Budget (in %)
also rather cautious. While most of the 65 65 52
respondents in Hungary do not expect that the 43
HR headcount in their companies will change, >
almost 40% of them nevertheless anticipate a 1717 .
growth in the financial resources of HR. > BB P ° I S,

strongly decreasing approx. increasing strongly
decreasing (upto5%) constant (upto5%) increasing
(morethan (morethan
5%) 5%)

strongly decreasing approx. increasing strongly
decreasing (upto5%) constant (upto5%) increasing
(morethan (more than
5%) 5%)

The Hungarian respondents present a mixed
picture concerning HR’s perception as a

HR as Business Partner (in %)

HR in Strat. Projects / Initiatives (in %)

business partner in their organizations: While 10 -
almost half of them describe this in rather weak 26 2%
terms, the other half pictures it as (very) strong.
This is to some extent reflected in the results » 2 -
concerning the involvement of HR in strategic
aspects. Almost 70% describe its extent at 60% a ° °
or higher. | 0
very little little not very strongly very 0% 20% 40% 60% 80% 100%
strongly strongly
Recruitment, talent management, the motivation Priorities in HR (in %) Ways to Optimize HR (in %)

and engagement of employees, and change
management are the major topics for HR in 2011
according to the participants in Hungary.

The primary starting points for optimizing HR are
seen in the improvement of internal
communications and HR processes.
Furthermore, they see potential in increasing the
added value of HR by introducing HR ratios /
KPIs and in the training and qualification of HR
staff.

Talent Management

Workforce motivation and
Engagement Management

Change Management

Internal communications _ 16,1

Optimization of HR
processes

Increasing the added
value through HR ratios/
KPIs

Training and
qualification of HR staff
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Kienbaum — Your Competent Partner

Q

Kienbaum

Executive Consultants (KEC)

|
» Recruitment of
» Supervisory Board members
» Advisory Board members
» Executive Board members
» Management Board members
» Executive positions
» Specialists positions
» Interim Management
» Career consulting
» Management Audit

» NewPlacement

» Board Services

» Industry sectors
» Automotive industry
» Chemicals/Pharmaceuticals
» Energy & Utilities
» Financial Services & Real Estate

» Locations national » Hamburg
» Berlin » Hanover
» Dresden » Karlsruhe
» Diisseldorf » Cologne
» Frankfurt » Munich
» Freiburg » Rostock
» Gummersbach » Stuttgart

Management Consultants (KMC)
|

» Asset Management

» Business Technology Management
» Change Management

» Compensation & Benefits

» Corporate Finance

» Corporate Performance

» HR Strategy & Organisation

» Human Resource Development
» Marketing/Sales

» Organisational Effectiveness

» Post Merger Integration

» Process Excellence

» Revenue Growth

» Strategy

» Efficiency review
» Job profiles
» Recruitment

» Trading

» Health care

» Industry/ Mechanical & Plant engineering
» Consumer

» Public Sector/Non-Profit-Sector

» Locations international » France
» Austria » Hungary
» Brazil » Japan
» China » Luxembourg
» Croatia » Netherlands
» Czech Republic » Poland
» Finland » Romania

Communications (KC)

» Employer Branding & HR Marketing
» Analysis and development of Employer Brands
» HR Marketing & Recruitment strategies
» Implementation in external and internal actions
» Online & Interactive

» Online strategies and actions for recruitment and
employer branding

» Career homepages
» Web 2.0 activities and Social Media strategies
» Management of job postings

» Consulting and support of centralized and decentralized
budgets for job advertisements

» Media planning and its implementation in print and
online media

» Compensation
» Communications

» 0il & Gas

» Professional Services

» Telecommunications/IT
» Transport & Logistics

» Russia

» Singapore
» Sweden

» Switzerland
» Thailand

» USA

Kienbaum advises companies, institutions, and other organizations along the entire management value chain:

Executive Search | Management Consulting | Communications

Kienbaum combines substantial expertise in all aspects of HR with comprehensive competence in traditional management
consulting. This unique combination allows us to find the right answers for the current challenges of our clients. We are one of
the leading consultancy firms in Europe. In Germany, we are the market leader for the search and selection of experts and
managers (Executive Search), as well as in the fields of human resource development and compensation consulting (Human

Resource Management). We are one of Germany’s leading management consultancies.

As a competent and innovative partner committed to a cooperative approach to consulting, we integrate the employees of our
clients into our consulting processes and instruments. We let them participate in the development of solutions for identified
problems and bring their creative potential to bear. This human resource orientation is the essential factor for our consulting
success. We support companies on a holistic front and thus increase the value of our clients’ organizations in a measurable and

sustainable way.
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